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Abstract 

The present research aims to aid understanding the role portrayed by female professionals 
in the workplace, together with the contribution that a different combination of strengths and skills 
have in their socio-professional development and how this is perceived from the strengths-
leadership perspective. Being able to identify how the specific focus of this coaching style – taking 
strengths into consideration rather than opportunities – influences in the women's’ experience in 
order to understand their leadership influence.  

Literature was reviewed in order to support the objectives of the investigation, which were 
related (within the context of a food industry in Mexico) to: comprehension of development 
opportunities available to female professionals undergoing SBL coaching model and their 
perception, the differerentiation of career path development for these females vs. those who didn´t 
receive the coaching, and the experience of the managerial staff of this industry. 

A qualitative investigation, executed through 8 semi-structured interviews with 8 open-
ended questions was executed by the researcher. Data was collected by recording of audio in the 
mother-tongue of the interviewees by Zoom, and furtherly transcribed and translated by the 
researcher. For the analysis of the information, the thematic analysis process proposed by Braun 
and Clarke (2006) was executed manually through the support of an Excel database of analysis 
created by the researcher. It identified a total of 3 themes, related to the objectives, and 11 
subthemes. 

The findings & data analysis section of the investigation was divided by themes and each 
one of them provides visibility of the key findings by each group of the research: female managers 
that underwent SBL coaching, females non-managers that underwent SBL, female managers tthat 
didn´t undergo SBL, context managers (coaches). The researcher created as well subgroups in 
order to enrich the analysis process and simplify the discussion: a subgroup of all the female 
managers, a subgroup of all the SBL participants, and a subgroup of all the SBL coached females. 

The discussions and conclusions define that developmental opportunities are present and 
available for these females. However, they feel limited in the options that are available for their 
gender. Although there is clear evidence that SBL coaching provides a platform to practice and 
acquire the capabilities that a highly qualified Line Manager has, there is something stopping their 
development. The conversation then flows towards design of career paths: sociocultural challenges 
play a key role in female representation in managerial positions within the Mexican context – and 
the way the top management female leaders are perceived by the lower level (constricted by social 
perceptions and stereotypes that have an impact in the self-confidence of women). This becomes 
then a blocker and their developmental paths go through parallel roads (labyrinth), not acquiring 
the experience of key roles to achieve high management positions. Finally, it is important to 
highlight that managerial teams where this SBL coached women have been developing rely in 
communication, relationship building, and authenticity to focus development conversations in a 
capability and strengths stream, rather than basing it on gender perceptions in the Mexican context. 
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Chapter 1: Introduction 

Gender-gap in the organizations’ managerial levels is considered to be a universal 

phenomenon that varies with time and depends on the structure and dynamics of the workplaces 

(Bilkis, Habib and Sharmin, 2010; Tomei & Vega-Ruiz, 2007). Regarding statistics of women in 

managerial roles in Mexico, it is essential to note that in the latest Global Gender Gap Index of 

2018 this country occupies the position number 50 among 150 countries included in the survey. 

According to the Organization for Economic Co-Operation and Development (OECD), only 47% 

of women that are in working age in Mexico currently can be considered as part of the labour force 

(World Economic Forum, 2018; Instituto Nacional de las Mujeres, 2018). It is important to 

consider that the worldwide average of this latest indicator is that of 67%, placing this country 

below the expectancy.  

The Gender Participation Gap, which indicates the involvement of females within the 

labour force, was that of 34.7 points in 2017. Within this indicator, the reflected Gap in the Gender 

Pay concept was that of 16.7% - very close to the OECD average of 15.3%. This pay and 

participation gap is noted to be lower within the political roles, which are balanced between male 

and female representation due to a gender quota established previously through these positions. 

However, this strategy might be considered questionable due to it not reflecting an ideology but 

rather imposing a requirement of fulfillment. Finally, it is essential to mention that 64.4% of the 

women in the workforce belong to subordinate roles (the lowest responsibility of management); 

as the seniority of the position increases, female’s representation decreases down to 7.1% of 

women among the employer or boss roles within the organizations (World Economic Forum, 2018; 

Instituto Nacional de las Mujeres, 2018). 
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Figure 1. Gender Gap in Labour Force in Mexico.          (Instituto Nacional de las Mujeres, 2018) 

 

Common terminology used to describe the reduced female representation in managerial 

roles is the glass ceiling. This metaphoric concept – conceived in 1980 – has been used to describe 

the invisible barriers to which women are exposed in the various representations of workplaces 

(Akpinar-Sposito, 2013; Tomás & Guillamón, 2009). One of the motives that literature suggests 

that the glass ceiling might be sustained within the organizations is the concept of gender role 

ideology (Eagly & Carli, 2007). This ideology represents how different gender roles are 

interpreted, related to the specific behaviours, attitudes and beliefs of the abilities of each gender 

(Poncela, 2011; Aparisi, 2009).  

The gender-role congruence theory from Eagly & Karau (2002) highlights the bias 

between the female gender role and the leadership role, which would imply two different yet not 

excluding ways of prejudice within the workplace: firstly, it would indicate that females are 

perceived as having less potential to occupy leadership roles, and in second hand, it evaluates the 

compliance of the leadership role as being less favourable when it is being executed by a woman 
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than when a male counterpart is carrying out the exact same position within an organization and 

directed to a team. Thus, employers and organizations who have highly recognizable stereotypes 

like the previously mentioned tend to favour their male employees’ development to managerial 

roles rather than search to develop the most suitable poster for the position, regardless of the gender 

(Bursch & Holst, 2011).  

Focusing on leadership, as researchers have been deepening the investigations related to 

positive organizational focus, strength-based perspectives have been gaining attention within the 

Human Resource Management context. One of the ones that have become more popular with time 

is that of Clifton’s Strengthsfinder of Gallup (Welch, Grossaint, Reid & Walker, 2014, p. 21). 

These strengths are illustrative of what are considered to be the crucial talents required in 

leadership experiences, being those the concepts of trust, caring, hope and stability (Rath & 

Conchie, 2008, in Welch et al., 2014, p.20).“People who do have the opportunity to focus on their 

strengths every day are six times as likely to be engaged in their jobs and more than three times as 

likely to report having an excellent quality of life in general (...) Having someone at work who 

regularly focuses on your strengths can make a dramatic difference” (Rath & Conchie, 2008, p. 

15).  

Through coaching, this specialized focus on strengths can be achieved easily in the 

workplace since it specifically pays attention to the one-on-one relationship between client and 

coach, making emphasis on a particular aspect desired to work for the development of the client. 

Recent researches suggest that a coaching process should be rather seen as a process, analysing 

the interaction between the two key players of the dynamic, and no a one-way dynamic among the 

participants (Myers and Bachkirova, 2018, p. 298).  
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The present research aims to aid understanding the role portrayed by female professionals 

in the workplace, together with the contribution that a different combination of strengths and skills 

have in their socio-professional development and how this is perceived from the strengths-

leadership perspective. It results relevant to be able to identify how the specific focus of this 

coaching style – taking strengths into consideration rather than opportunities – influences in the 

women's’ experience in order to understand their leadership influence.  

Research Question 

The purpose of this investigation would be thus to address:  

What is the relationship between a strengths-based leadership coaching model and the 

perceived development opportunities of female professionals to managerial roles in Mexico within 

the food industry?  

 

This research will contain guidelines for those interested in facilitating greater access to 

women's leadership in the workplace through the particularity of strengths-based leadership 

coaching. It will allow the investigation to enter into the gender perspective within companies and 

other employer organizations, as well as other public and private entities with skills in employment 

policies and business development. By making visible the phenomenon of female leaders in 

Mexico – especially in its most innovative features – this investigation will provide a new spectrum 

of understanding women's’ development within the organizations, as well as the link between 

strengths-focused coaching and this development.  

 



 8 
 

Research Objectives  

In order to explain furtherly specific aspects of the research question, the S.M.A.R.T. 

objectives of the research are the following:  

    Objective 1: To understand the development opportunities available to female professionals 

within a food industry in Mexico, undergoing a Strengths-Based Leadership coaching model, and 

their perception of these opportunities 

     Objective 2: To assess the differentiation of career path development of female 

professionals undergoing a Strengths-Based Leadership coaching program within a food industry 

in Mexico from female professionals that did not receive the coaching 

     Objective 3: To examine the experience of the managerial staff within a food industry in 

Mexico regarding the performance of the female professionals undergoing a Strengths-Based 

Leadership coaching model 

Research Context  

The proposed research was born through the identification of a gap among two relevant 

topics in the “leadership at the workplace” context. In one hand, we have the strengths-based 

leadership investigations: Welch et al. (2014) narrowing it down to a depth of insight about the 

perceptions of coaches with expertise in strengths-based leadership, MacKie (2014) viewing 

leadership from the perspective of evaluating strengths-based coaching’s effectiveness on 

leadership development among senior managers (regardless of gender), and McNae (2015) relating 

it with a gender-based approach but focused merely on high school student leaders. On the other 

hand, there has been found to exist investigations related to gender-based leadership, such as 

Henderson, Simon & Heincheck (2018) researching about the relationship between gender identity 
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and leadership at the workplace through a United States investigation and Mullany (2012) with the 

particular identification of the influence of communication in gender-based leadership.  

Nonetheless, little to none investigation has been found regarding the connection of 

strengths-based leadership and gender within the same research. Introducing through this proposed 

research, the new connections among the variables could lead to a clearer understanding of the 

role female professionals play in the workplace of the food industry in Mexico. Being able to 

identify and analyse the implications of using a coaching method based on the female 

professionals’ strengths, and how this impulses their performance and development is still an 

unknown area of research as of today.  

  



 10 
 

Chapter 2: Literature Review  

With the purpose to enhance the understanding of the influence that undergoing a strengths-

based leadership coaching has in the performance management of female professionals, and thus 

their access to managerial roles within the workplace context, different sources of information 

have been addressed to understand the roots of the investigation. Throughout the research, the 

constant themes addressed were, primarily, the three that follow.  

First, the present Literature Review will be taking into consideration the information 

regarding Strengths-Based Leadership and the elements that compose it, passing through the 

importance of training a skill, positive psychology, and recognition. Furtherly, the literature will 

be stepping in the current practice of coaching and the perception within the organization. And 

finally, information regarding performance management from the gender perspective will be 

presented with the purpose of understanding current challenges within the workplace context and 

career paths. 

Strengths-based leadership  

Emphasizing the concept of strengths-based leadership, as researchers such as Welch et 

al. (2014) have been deepening down their investigations to a detailed insight regarding the 

perceived expertise of coaches focused on the strengths-based leadership models, and MacKie 

(2014) has been studying it from an effectiveness standpoint regarding the development of 

leadership on senior managers in the organization, the bottom line is that in the latest researches a 

more significant focus has been attracted to the positive organizational perspective, such as 

Clifton’s Strengthsfinder of Gallup (Welch et al., 2014, p. 21).  
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According to the theory behind, belonging to Rath and Conchie (2008) pp. 39–42, the 

corresponding strengths are a reflection of the talents that are considered vital in an individual 

portraying a leadership role – either within or outside the organization; those talents would be 

those of trust, caring, hope, and stability. The Strengths finder model divides the 34 strengths 

within four quadrants: relationship building, influence, execution, and strategic thinking. Through 

their investigation, the authors (p.15) establish that when people are given the possibility every 

day to concentrate their efforts on their strengths, significant changes can be observed in their 

engagement levels and life quality, since they can be as much as six and three times greater, 

correspondingly. Success begins when individuals are working through their talent – conceived as 

the natural thoughts and behaviours one has – and invest time and energy on them, turning this 

talent into a strength since the performance is now consistent. If skills and knowledge are added 

to the equation, this will intensify the consistency of the strength. Focusing on the employee’s 

strengths can be a perspective that could allow, through the appropriate practice of a coaching 

process, to focus on the two-way relationship between the coach and the direct report, being able 

to focus a particular aspect that is desirable to develop. 

When striving to develop leadership skills in the workplace and connecting them to 

strengths, Moxley (2005, cited in Welch et al., 2014, p.21) establishes that the strengths are the 

differentiating factors that provide each person with a particular type of contribution. As their 

engagement levels are raised through the work on this particular set of skills, individuals tend to 

be more committed and elevate their performance in the workplace (Rath & Conchie, 2008, p.15). 

It becomes thus critical to learn to switch the perspective of the vocabulary used during a Strengths-

Based context, placing every conversation, challenge, or objective from an interpretation frame 
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that allows not only to understand the problematics, but as well to identify the strengths and 

qualities that can provide tools to turn things around (White and Waters, 2015). 

According to Welch et al. (2014, p.23), “a strengths approach makes leadership work easier 

and is naturally motivating and energizing (...) leadership work could be so easy when he began to 

focus on strengths”. It becomes thus rather crucial that the way progress (within a strengths-based 

leadership organizational environment) is recognized is tailor-made and adjusted as well to the 

strengths of each individual; promoting a workplace that is considered psychologically healthy 

plays an essential role in the optimization of both the general well-being of employees, as well as 

the general performance of them within the organization (Grawitch and Ballard, 2016). 

Importance of developing a skill/strength 

It has been suggested, through the findings of investigations regarding strengths-based 

coaching, that the level of understanding from an individual of their strengths, and thus the 

objectives set on their development based on this, could play a critical role in the efficiency of a 

coaching model based on strengths (McDowall and Butterworth, 2014). In order to strengthen the 

full comprehension of a skill, it is recommended to narrow it down on a particular concept – or as 

in the Learning and Development context is known, a competency – to enhance the accountability 

of the subject, making it become a driving factor in their learning process  (Baughman, Brumm, 

and Mickelson, 2012, p. 117). However, it is critical that the work done around this 

skill/competency is held not only through a particular set of activities, commonly known as a 

Training Program, but rather through a deepened Developmental program; even though trainings 

might enhance the ability of the employee, they might not consolidate the knowledge and allow 

the employee to perform to their full potential as an integral developmental focus, supported 
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through mentoring, counseling, coaching, and critical experiences programs (Du Plessis, 2016, p. 

19).  

Regarding Learning and Development programs, highlighted under the Talent and Staffing 

AON’s reported Trends of 2018 (p.4), it becomes crucial that these are not only designed based on 

only one of the elements composing it, being these the developmental gaps of the employee (in 

order to give them some advantage versus their competitors) or the organizational objectives and 

needs (Falola, Osibanjo, and Ojo, 2014). A balance within the purposes and objectives that one 

has to seek in order to achieve the latter becomes crucial to develop the employee’s capabilities, 

skills and abilities to a full and in this way, ensure a heightened performance and consequently, a 

heightened productivity in the organization (Elmaga and Imran, 2013, p. 144). The challenge: 

ensure that the training that coaches or managers consider as the optimal or more useful for the 

employees is, actually, the one needed to cover the previously mentioned. 

 It is relevant that power figures within the organization not only have a comprehension of 

the Human Resource Management practices and their impact on the effectiveness of the programs 

implemented (Bos-Nehles, Riemsdijk and Looise, 2013), but that they understand that the impact 

a quick-win training or immediate solution has for the performance and developmental issues of 

their employees will not have the same impact as one that could be built through a long-term 

application or practice (Patton and Pratt, 2002).  

Positive psychology 

“Positive psychology with its emphasis on building on strengths and enhancing confidence 

and positive emotion is increasingly being applied in an executive coaching context” (Biswas-

Diener & Dean, 2007 in MacKie, 2014, p.121), primarily since it has not been commonly used in 
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the analysis of the transformational leadership performance of employees. Considered to be the 

scientific study of the optimal psychological functioning, this perspective of psychology, through 

the study carried out by Ovejero & Cardenal (2015), allowed to identify that there are differences 

among genders talking within the strength’s spectrum, qualifying women from Hispanic 

populations as having a more positive relationship with strengths and virtues such as knowledge 

and wisdom, courage, humanity and love, justice, transcendence, and temperance. Nonetheless, 

throughout their investigation they clarify the need to deepen in the underlining context of the 

social differences among men and women to identify if these factors could be having an impact on 

the identified strengths, giving space to consider that social norms – and how comfortable the 

society is with them – play an essential role in the behaviour of their participants. 

While focusing on what is functioning optimally, this stream of psychology puts strengths 

into the spotlight (Leach & Green (n.d). in Van Nieuwerburgh, 2015, p. 171), making them part 

of the regular conversations within the workplace. In a coaching dynamic, identifying the 

communication methodology that adapts the best to the coachee might be an essential part of 

recognition – promoting a workplace that is considered psychologically healthy plays an important 

role in the optimization of both the general well-being of the employee, as well as the general 

performance of them within the organization (Grawitch and Ballard, 2016). When an exceeding 

performance is recognized, the employees’ performance will be substantially increased – more so 

if the recognition is done in an unexpected way (Bradler, Dur, Neckermann & Non, 2016).  
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Strategies for Development Opportunities 

Though HR Management covers a broad spectrum of practices and challenges, being able 

to fulfill appropriately (as an organization) the psychological contract with employees when it 

comes to their development becomes critical in their performance: respecting the limits between 

life at work and life at home and at the same time enabling them to practice different kinds of 

critical experiences has a direct impact on the performance, security, and work experience of 

employees, directly connecting as well with the achievement of sustainable organizational goals 

(Nizamani, Ahmadani and Kazi, 2017, p. 58; PWC, 2018). For this reason, it becomes crucial not 

only to concentrate attention on the way female employees are going to be coached and how is 

their performance going to be measured, but it becomes a challenge to as well focus on their 

perception of fairness within the opportunities that arise in the construction of their Career Path 

within the organization (Sturman and Park, 2016, p. 1; Smith, Caputi & Crittenden, 2012). 

Coaching as a talent management strategy 

The investigations regarding the effect that coaching might have in the work-life context 

indicate that while using a behavioural perspective during investigations, the individual´s 

perception of how their objectives could be achieved becomes increased, as well as the way they 

perceived their wellbeing in general matters (MacKie, 2014, pp. 119–120). When coaching is 

being held through a strength-based perspective, the coaches have to maintain the authenticity of 

themselves, the individual, and the objectives established – connected to the coachee´s strengths - 

on the lookout (Welch et al., p. 31). This would ensure that the attention is focused on the right 

elements to steer their talent to the desired developmental road.  
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Within the main topics regarding performance appraisal, according to Hutchinson (2013, 

pp.76-79) is the concept of Training, Coaching, and Guidance. Though high emphasis has been 

made on maintaining a balanced perspective of all the talent management strategies in order to 

promote a more defined and clear significance of why and how employees are performing in a 

specific project or style of performance (Thunnissen, Boselie, and Fruytier, 2013, p. 4), Coaching 

has gained an important role in the current HR trends according to AON’s reported Trends (2018, 

p.4) within the Performance Management context. Companies such as Deloitte (2018), being in 

the eye of the market regarding HR practices, switched from single-number evaluations to a system 

where interactions between managerial figures and employees would be more frequent, 

transparent, involving the feedback of a higher number of key stakeholders – transforming the 

relationship into one more characteristic of Coaching sessions rather than a merely evaluating 

interaction (Buckingham and Goodall, 2015).  

In recent research, it is highly suggested that the coaching processes should be rather seen, 

redundantly, as a process, giving space and opportunity to deploy an analysis of interaction among 

the two essential elements of the dynamic (Myers and Bachkirova, 2018, p. 298), making clear the 

expected outcomes of this coaching becomes vital for the success of the interaction (MacKie, 2014, 

p.120). Whenever a coaching process is taking the course under a strengths-based leadership 

perspective, the coach would have to make an additional effort to maintain the authenticity of their 

behaviour on the lookout (Welch et al., p. 31).  

Although there has been empirical data indicating the efficiency of the coaching processes, 

it is until Gessnitzer, Schulte & Kauffeld (2016) investigated which were the strategies of 

communication used in the most efficient types of coaching that indicated the following 

discoveries: although more directive coaching approaches, focused on solution-giving techniques, 
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were very effective during the beginning of the coaching processes, it was non-directive 

methodologies the ones that had a more significant influence towards later stages of the coaching 

dynamic. Making a deep-dive in the micro-communicating techniques would allow the coach to 

make a more tailor-made and adapted methodology to each employee undergoing the process, 

allowing to impact on the most-needed areas of development. However, the crucial element of 

coaching is the changes done to the system surrounding: “a culture for learning occurs when the 

elements that make one-to-one coaching effective are transferred into the practices of the 

educational institution. Generating learning cultures involves building collective understanding 

and motivation” (Devine, Meyers and Houssemand, 2013, p. 1387). 

Even though coaching is not exclusively related to the Line Manager figure, it is however 

important to highlight that it has become increasingly requested that they perform within the 

coaching context and exhibit corresponding behaviours (Beattie, Kim, Hagen, Egan, Ellinger, and 

Hamlin, 2014,  Joo, Sushko & McLean, 2012, in Laurence, 2017, p.43). From the strengths-based 

perspective, coaching protocols can be easily adapted to the Manager´s dynamic with the 

employee, whether it is: applied through documentation of the employee´s performance 

improvements, awareness through testing and adaptation to performance plans, or working 

simultaneously a leadership and functional strength to make more holistic the employee´s 

development (MacKie, 2014). 

Career path designing from the gender perspective 

Access, presence and permanence of women in the workplace might be affected by barriers 

such as occupational segregation, which implies a differentiation of activities and employability 

types for each gender without taking into account the individual abilities, giving a minorized value 

to the occupations characterized by female attributions, while the leadership roles within the 
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organizations are conceived with more attributes linked to the masculinity (Eagly & Karau, 2002; 

Urquidi, Valencia, Zarate, and Huerta, 2012). Although the invisible barriers that don´t allow 

women to keep developing to higher positions within the organization, known as the glass ceiling 

(Bombuwela & De Alwis, 2013), are being fought and broken, “due to powerful gender ideologies 

that operate within the societies (...) femininities and masculinities reify each other, and to look at 

one without the other would leave analyses of gender and language incomplete” (Mullany, 2012, 

p. 305).  

The previously stated makes the gender-role congruence theory of Eagly & Karau (2002), 

which considers the effects of incongruence between gender and leadership roles as influencers in 

the perception of prejudices and discrimination (particularly within the workplace), be set as one 

of the challenges of career path designing: being able to identify the skills, abilities and knowledge 

of the female employee without creating a differentiation that could be perceived as a segregation 

activity. Perceiving females as having the same potential and having the ability to execute 

favourably a leadership position will allow designing a succession plan focused on capabilities 

rather than gender (Bursch & Holst, 2011).  

When talking about capabilities required for performing within a Managerial position in 

the workplace, “one important area of focus that has emerged is on women in leadership roles, to 

assess the language that women are using to enact their authority when they occupy positions of 

power previously held only by men” (Mullany, 2012, p. 304). Research has highlighted that 

women in managerial roles have a particular type of attitude that is perceived as helpful and 

exemplifying of an affiliation standpoint, and this makes them closer to what can be defined as a 

transformational leadership style, differentiating them from their peers in the workplace as it 

separates them from the prototypical definition of how a manager acts and looks like – commonly 
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defined as a more “masculine” way to present themselves within the leadership environment; this 

style of leadership might be a differentiating factor of them from their peers within the workplace 

(Henderson, Simon and Henicheck, 2018, p. 341). Evaluating performance and consequently 

designing a career plan in an effective way – that is not criticized as a gender-focus and is instead 

identified as a leadership methodology or style – is one of the current challenges in the 

Diversification of Career Path design.  

Finally, career path designing should carefully address the issues reflected by several 

metaphors of women within the organizations other than the glass ceiling, which is the most 

known. Among them are the sticky floor, glass labyrinth, and glass cliff. The sticky floor refers 

to women in the lowest positions of an organization and the difficulty of progressing to anything 

above that level (Christofides, Polycarpou and Vrachimis, 2013). Glass labyrinth represents the 

lack of possibility of developing to determinate positions within the organization, which limits 

women to stereotypically feminine roles. Later on their development, women are denied to reach 

higher positions within the organization as they did not occupy key roles that prepare them for 

those roles (Carli and Eagly, 2016). The glass cliff refers to that phenomenon where women are 

promoted to leadership positions that have a high risk of failure, risking their perceived 

performance and development (Sabharwal, 2015). 
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Performance management from the gender perspective 

With the purpose of facing contemporary issues within the Human Resources context, 

challenges addressed in daily operations must be minimized to its smallest expression with the 

appropriate support network to Line Managers from the HR departments (Ryu and Kim, 2013, p. 

962), such as making a proper knowledge transfer and selection of the policies and performance 

management practices that they will be promoting within their direct reports, regardless of their 

gender. The purpose: allow managers to focus on the quality of their transformational relationship 

with their teams, allowing them to utilize different strategies with each employee and, equally, 

make an assertive evaluation of their performance, rather than focusing their attention on other 

factors such as their own knowledge in the topic, the gender of their employee, among other topics 

(Carter, Armenakis, Field, and Mossholder, 2013).  

Line manager’s challenge as HR agents 

Line-managers are a figure role in the organizations that could be addressed as key HR 

agents, influencers, and policy implementers. They can be considered as a significant influence on 

the actions and attitudes of employees along the organization, having the power to “elicit 

discretionary behaviour by how they interpret and apply people management practices and 

processes (…) and show leadership” (Hutchinson, 2013, p. 73). Since the basis of every line 

manager’s dynamic with their direct reports is the relationship established among both players, 

the emphasis is done on a balanced perspective of talent management strategies, focusing their 

actions to a holistic organizational approach that allows the employees have a more defined 

significance of why and how they are performing in a specific project or style of performance 

(Thunnissen, Boselie, and Fruytier, 2013, p. 4). Appropriate involvement of line managers in the 
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design, development, and execution of talent management strategies are the underpinning concept 

to effective integration of the performance management systems (Egerová, 2013). 

Investigations regarding the role of Line Managers as team-leaders and the connection with 

High-Performance Work Practices would be strongly linked to two principal factors: on one hand, 

the way the Human Resource Management practices are perceived to be implemented from the 

direct reports’ perspective and perception; and on the other, the way their behaviour as a line 

manager is perceived by their corresponding direct reports (Alfes, Truss, Soane, Rees, and 

Gatenby, 2013, p. 841). Whereas there is sustainable research highlighting the importance of the 

implementation of High-Performing HR Practices to impact on financial and performing aspects 

of employees (Sikora, Ferris and Van Iddekinge, 2015, p. 1908), it has been found that it is not 

only the direct implementation of policies and practices – the what standpoint of people 

management –, but rather the how perspective: line managers’ behaviours can alter the homeostasis 

of the system they are developing within, having within their day to day interactions with their 

direct reports the power to alter their organizational engagement and in consequence, their 

performance (Pombo and Gomes, 2018). “Positive experiences of HRM practices alone appear 

insufficient to generate high levels of engagement and performance; rather, our data suggest that 

it is the combination of positive perceived line manager behaviour and positive experiences of HR 

practices together that is associated with an engaged and high-performing workforce” (Alfes et al., 

2013, p. 852). 

Line manager’s challenges regarding stereotypes 

Narrowing the challenges to a gender-based perspective, Festing, Kornau & Schäfer (2014) 

dedicated their study to identify how Performance Management practices could – or could not – 

be considered a Human Resource Management strategy that could be considered inclusive for 
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every gender, and if there were elements that generated variability among the groups in these 

considerations. Considering Performance Management as a particular concentration in the process 

of “attract, develop, and retain talented employees” (Festing, Kornau & Schäfer (2014, p.709),  the 

key elements of Performance Management were separated and thus, it was identified that the 

gender bias among both groups was lower if there were clear definitions of the expected traits in 

talent, the underlying career orientation had a determined structure (as it could not only impact but 

as well interrupt career paths), and the content of the development programs was oriented in a 

balance of personal and technical skill development. 

On the other hand, even though the concept of sexism (prejudice based on the biological 

sex of individuals) can be applied to both genders, it is mostly known as an antipathic attitude 

directed to women, situating them in an inferior status (Expósito, Moya & Glick, 1998; Limón & 

Rocha, 2012; Merino, Martínez & Díaz-Aguado, 2010). In the work-life context, this can be seen 

reflected at the moment that determined behaviours are associated as specific of males or females 

in leadership positions, having as a result prejudices that bring as a consequence a higher amount 

of men in higher responsibility positions (Limón & Rocha, 2011; Vaamonde, 2011). These 

tendencies bring the behaviours then to become recurrent and generalized to all members of a 

determined group, thus creating a judgment or a specific opinion: better known as stereotypes, 

which could eventually evolve into some of the metaphors of women in the organization 

previously mentioned in the literature (Glick & Rudman, 2010).  

Virginia Schein in 1973 elaborated the concept think manager, think male in which it is 

established that those traits that are considered to be more feminine (such as emotionality and 

affection) are perceived – by both men and women – to have less value within the workplace for 

leadership roles, thus implying that directive tasks are stereotyped as qualities usually related to 
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the masculine population (such as efficiency, independence, productivity, autonomy, and 

competitivity). As stated by Wilson (2003), this stereotyping among genders in the workplace 

could unconsciously lead decision-makers within the organization to give certain advantages to 

one of the genders above the other due to a biased perception of their capabilities, characteristics, 

and performance. This can thus have an impact within the hiring possibilities and potential 

promotion and/or development opportunities within the workplace.  

Finally, one of the most significant challenges regarding stereotypes is related to the social 

obligations – with this, we refer to the activities such as family care, home-related work, that are 

generally attributed in the Mexican context to women. The conflict between the balance of the 

social and work obligations is one of the most noticeable barriers for the professional development 

of females since she is limited by the need to pursue various roles and having an overload of 

responsibilities (Morales-Marente, 2007). Though nowadays a higher number of females have 

incorporated to the professional world, the idea that women have the responsibility to manage all 

the housework and family care is still existing – the distribution of these responsibilities within the 

couples is a struggle, even if women are contributing to the generally masculine attributed chore 

of providing economically to the family (Barrios & DiDona, 2013). Due to this lack of balance, 

women are forced to interrupt their careers or reduce their working hours or days – obtaining then 

less experience and monetary retributions and slowing down their professional progress, according 

to Eagly and Carli (2007). 

  



 24 
 

Literature Conclusion 

The role that development plays within the workplace could be perceived as challenging 

on its own as having a crucial role in the job opportunities available for every individual within an 

organization – working in the maximization of the performance is not to be considered a natural 

or short-term only task. Although the challenges within the organizational context regarding 

Human Resource Management will be evolving through time as the system of performance and 

development evaluation is ever-changing (since current issues that are under the scrutiny of the 

market will eventually evolve into either performance lessons or best practices, adapting to the 

environment in which it is developing), it becomes crucial to maintain a close communication with 

employees in general not only through formal channels of communication, such as engagement 

surveys or generalized investigations but it is in this way how Coaching becomes the ultimate all-

star of the Human Resource Management practices. Having constant one-on-one communication 

will allow to close the gap between the differences of performance among the players, turning the 

Performance Management process and Development opportunities a more smooth process, full of 

comprehension regarding the expectations, objectives, challenges, and focus required. 
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Chapter 3: Research Methods 

Introduction 

Underlining the basis of this investigation lies a deep desire to understand the potential 

professional development to which female professionals can aspire within the workplace 

environment. Though feminist researches focus on the advantages and disadvantages that women 

embrace through their journey within the organizational development, this research instead has its 

eyes on evaluating the influence and impact that a coaching model based on the strengths of the 

employees – rather than concentrating on those elements that women might be lacking to become 

successful leaders – has on their opportunities to grow within an organization. 

 This research, thus, would enhance through primary and secondary research the 

importance of the relationship with the coach and the environmental reality, identifying through 

which strengths have this process been created and the potential development opportunities that 

can be present for the female professional undergoing this coaching process. It will become crucial 

to understand the connection between the elements with the workplace growth opportunities, and 

for this, the importance of the detailed narrative and descriptions of a particular set of women’s 

experiences within the food industry in Mexico, that have undergone the Strengths-Based 

Leadership Coaching program, becomes even more highlighted.  

For this reason, the research proposal has been structured as follows, based on the Research 

Onion of Saunders (Saunders, Lewis and Thornhill, 2015). This element will allow us to layer 

down the investigation, understanding first the research philosophy, then the approach, strategy, 

choices, timings, and finally, the process followed for collecting and analyzing the data. 
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Figure 2. Research Onion (Saunders, Lewis & Thornhill, 2015) 

 
 

Participants 

A general description of the participants for this investigation consists of the following 

groups within a food industry located in Mexico as of 2019:  

• female professionals that did undergo a Strengths-Based Leadership Coaching model (4) 

• female professionals that did not undergo a Strengths-Based Leadership Coaching model (2) 

• managers within the organization (2) 

Further details will be provided within the last layer of the Research Design to facilitate 

the comprehension of this investigation’s Data collection and analysis. 
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Research Design 

For the purposes of this research, the design is developed under the qualitative perspective 

(furtherly explained in detail within the methodological choice in this same chapter).  

Philosophy 

Since the research philosophy is related to the beliefs and assumptions of knowledge, the 

particularities of the present research regarding its epistemology would be very interactive and 

thus taken through the interpretivism philosophy, allowing the researcher to “understand the 

differences between humans in our role as social actors” (Saunders, Lewis & Thornhill, 2015), 

specifically under a phenomenological philosophy which would allow the researcher to understand 

the social world surrounding the females (subjects of study of this investigation) with the objective 

to identify how, from their particular standpoint and experience of the situation, the world 

functions and makes sense for them. 

This philosophy was chosen because identifying and interpreting the relationship among 

the different themes the participants elaborate during the interaction with the researcher is essential 

for the purposes of this investigation, since it will allow recognizing not only the variables’ 

implications on female professionals and managerial roles in Mexico, but the perception different 

groups have about the variables. For this reason, primary research is intended to be executed 

through the constructivism paradigm, since it is going to be considered that the participants are 

active players within the construction of their reality, as they have an active participating role in 

the way they perceive, represent and process the experience they are subject to (Mertons, in 

Sohlberg & Lejulfsrud, 2017; Saunders et al., 2015, p.168). 
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Approach to theory development 

Following the steps of Saunders’ onion, the next selection to be done is the research 

approach. For the purposes of this investigation, the inductive approach has been selected since it 

focuses on achieving through data collection a greater comprehension of a theory within the 

context where the situation of study is being held (in this case, the strengths-based coaching of 

females within a particular context, the food industry, in Mexico). This approach, according to 

Saunders et al. (2015) will allow to identify and explain the general patterns identified through the 

interviews of all the sets of groups: women that were coached and promoted, women coached and 

not promoted, women not coached and promoted, and line managers of the organization 

Methodological choice 

The methodology spectrum would be covered through the strategy of a mono-method 

qualitative strategy. Kumar (2019) exemplifies clearly that this strategic approach (qualitative) 

will allow the researcher to “follow an open, flexible and unstructured approach to an inquiry”, 

thus supporting the latter decision of data collection method (semi-structured interview, which will 

be explained furtherly in following sections of this chapter). A qualitative methodology will allow 

the researcher to make emphasis on the descriptive narrative of the perceptions, feelings, and 

experience of the people involved in this investigation regarding a particular phenomenon: in this 

case, the strengths-based leadership coaching and the development opportunities of women in the 

workplace within the food industry in Mexico. 

Research strategy 

The research strategy for the present investigation would be a Case Study, as it “enables 

the researcher to get a detailed understanding of the context of the research and the activity taking 



 29 
 

place within that context” (Saunders et al. 2015, pp. 188–189). The purpose of this strategy would 

be that of explaining social phenomena, allowing to identify through an in-depth and holistic 

investigation if the particularities of the phenomena subject to research within this investigation 

could be considered typical of  this type of cases (as to be said, undergoing a strengths-based 

coaching model rather than a regular coaching model and thus influencing in the access to 

managerial roles for females within a particular context) and in this way, we could be looking at 

valuable insights regarding the connection among the themes involved (Kumar, 2019, p.196).  

The selected case study was a particular group of coached females, within the food industry 

context in Mexico, that either underwent strengths-based leadership coaching or were immersed 

in a culture where this program was being held, while the organization (confidential) went through 

an integration process. This context gave opportunity to several changes – vertical and horizontal 

– to occur within the organizational chart, thus providing a platform to provide enriched data of 

the perceptions of the impact Strengths-Based Leadership had within this population. 

Main priority of the investigation would be ensuring data saturation is achieved during the 

execution of interviews, allowing then to follow the exploratory nature of case studies and deepen 

as well in the explanatory spectrum (Saunders et al., 2015, pp. 174–176; 285–301) since it will 

allow understanding the reasons and dynamics of the relationship among the aspects underlining 

a particular phenomenon, while studying and exploring a particular area of research where little to 

none investigation has been done regarding the possibility of the relationship among the 

phenomena (Kumar, 2019). For this investigation, this approach would allow understanding the 

impacts that the strengths-based leadership coaching model – the intervention, in this situation – 

has on the developmental opportunities for females within the food industry in Mexico. 
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Time horizon 

For this layer, the selection of method is related to the cross-sectional spectrum, as this 

will allow collecting the data in one same moment, providing with a clear snapshot of the current 

situation the interviewees are experiencing within their organization (Saunders et al., 2015). Due 

to the desire to understand through a series of interviews executed in a delimited time their 

perceptions and experiences, this type of research was considered as optimal for the purposes and 

objectives related to this investigation. 

Techniques and procedures 

Throughout this section, visibility of the population of the study, the sampling process and 

selection of participants will be detailed, as well as the data collection and analysis techniques 

proposed for the research. 

Population, sampling, and participants. 

Population. 

The population for this study was a particular group of people, within the food industry in 

Mexico as of 2019 (large as of approximately 2,000 employees within the whole country), that had 

been immersed in the culture of the Strengths-Based Leadership Coaching program. Within this 

population, a narrow-down was selected towards the female population that had been exposed to 

portraying a coachee role within this context, having a group of approximately 20 women.  At the 

same time, to broaden the perspective of the environmental context, a narrow-down was done 

towards the managerial levels of the organization that had actively been working with the 

Strengths-Based Leadership Coaching program, having a group of approximately 10 Line 

Managers. 
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The groups were selected as they would allow the researcher to have an integral perspective 

on female professionals’ development in the workplace, being able to collect data from the 

standpoint of who has already reached the “objective job role”, the people in charge of managing 

this population (regardless of their gender, as what is going to be collected from their interviews 

consists mainly of their experience managing women that had been undergoing this particular type 

of coaching system), and general female population whose career development movements could 

(or not) related to striving for a managerial role.  

Research sampling & participants. 

Participants for the present investigation would be selected through a non-probabilistic 

purposive sampling, allowing the researcher to actively choose the participants within the 

selected industry to help answer the research question as they possess a particular characteristic 

that is crucial for the purposes of the present investigation: females at the workplace currently 

undergoing a strengths-based leadership coaching process. (Saunders et al., 2015).  

Through previous knowledge and familiarity with the population, as they were co-workers 

of the researcher during her time working with a previous employer, it was possible to make a 

purposive selection of the sample and participants, as their current development within the 

company is crucial to have different perspectives of the Strengths-Based Leadership Coaching 

model. Invitations to participate were sent and confirmed via e-communication, due to time-zone 

differences and location (since the researcher is located in Dublin and the population in Mexico). 

From the complete database of people undergoing this particular type of coaching, their 

line managers, and general female population within the food industry in Mexico as of 2019, a 

sample was carefully selected to complete the requirements of this investigation. It becomes 

essential to highlight that the confidentiality of participation will be sustained throughout the whole 
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course of the investigation, in order to avoid biases or potential risks within their workplace due 

to the knowledge of participation, as it is under a voluntary circumstance and in no reason or 

manner it is desired to affect their current professional context (furtherly detailed in the Ethics 

section).  

A total of 8 people (variable age, profession, and educational level1) within a food industry 

located in Mexico in 2019 were selected for the investigation, divided into the following groups:  

• Two female professionals that did undergo a Strengths-Based Leadership Coaching model 

and were promoted to a managerial position 

• Two female professionals that did undergo a Strengths-Based Leadership Coaching model 

and were not promoted to a managerial position 

• Two female professionals that did not undergo a Strengths-Based Leadership Coaching 

model but were familiar to it within their context of development 

• 2 Managers within the organization that actively worked with the Strengths-Based 

Leadership Coaching model 

 

Women that did receive 
the coaching & 

promoted 
 

GROUP MGR-SBL 

Women that did receive 
the coaching & not 

promoted 
GROUP NONMGR-SBL 

Women that did not 
receive coaching& were 

promoted 
 

GROUP MRG-NONSBL 

Managers within the 
organization 
 
GROUP CONTEXT 

MV LT KH LM 

ML PR YZ LMZ 

Table 1. Codification of participants for data protection and analysis 

                                                

1 Data provided with further detail in the Results & Analysis sections 
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Data collection. 

For the present investigation, both data approaches proposed by Saunders et al. (2015) were 

used: primary data collection and secondary data collection. 

Primary data collection. 

Through this type of data collection, it is intended that the information came first-hand 

received from the direct approach of the researcher towards the subjects of the research (Saunders 

et al., 2015). For this investigation, semi-structured interviews2 were executed within a two weeks 

spectrum of time during July. The duration of the interviews was of approximately 35 minutes 

each, executed via online through the application Zoom and with support of the recording program 

of the same. The nature of this type of interview allowed to alter (if necessary) the order of the 

questions depending on how the person interviewed responded to a previous question – in 

occasions, additional context was given that caused a different order than the one outlined initially. 

A battery of eight open-ended questions was designed, with corresponding potential sub-

questions to deepen in the answers provided in case it was needed to obtain the data desired. The 

same battery of questions was utilized for the different subgroups of the research (4 in total), 

aiming with this to understand from the different perspectives and standpoints their experience 

involving Strengths-Based Leadership Coaching and thus facilitating the cross-analysis of the 

responses received by the diversity of participants. The purpose of these interviews is to collect as 

much data regarding their experience as possible, allowing the participants to express freely within 

a semi-structured context. 

                                                

2 See Appendix 1 for detailed information of questions utilized 
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The design process behind the questions, to ensure the validity of the semi-structured 

interview process, is principally based on the structure proposed by Domegan and Fleming (2007), 

clarifying in as initial step the information that was desired to obtain, the group of people to be 

selected, and the way the data was going to be obtained from this sample. In the case of this 

research, the desired information was linked directly to the objectives of the investigation: 

establishing a clear connection of the objectives with a particular set of themes allowed to facilitate 

the design of the questions (see table 2 in following section). Furtherly, the questions were adapted 

to a non-leading structure, thus leaving enough structure to make sure the desired Theme came to 

topic but enough openness to give space to the interviewee to develop their answer as they felt 

more comfortable. Pre-testing was executed with two individuals, who assisted in making the 

understanding of the questions in Spanish more understandable. Mother-tongue was selected as 

the language to execute the interviews as it allowed a more natural expression of emotions, 

perceptions, and made the conversation more fluid with the group of participants. 

Secondary data collection. 

For the sense of this investigation, secondary data collection was executed and documented 

throughout the Introduction and Literature Review in order to create a robust analysis of the results 

of the interviews realized. 

Data analysis. 

Initially, from the Interviews that were executed by the researcher, a Narrative analysis of 

the data was executed in order to obtain from each the richest amount of information for the 

research’s purpose (QSR International, n.d.; Saunders et al., 2015). All collections were held 

through scheduled appointments with each member to facilitate the appropriate execution of each 

one, to avoid time-lapses and as well minimizing the variability of the context within the data 
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collection was implemented. Technological support was taken into consideration highly during 

this investigation. Due to the nature of the time-zone and physical distance of the researcher with 

the people interviewed, every interview was held through the Zoom application for recording and 

transcription purposes, promoting as well the visualization through video to ensure a face-to-face 

communication with the support of the internet tools. Initial coding of the participants of the 

investigation were determined for confidentiality and as a practical manner (see Table 1 in 

Research sampling and participants). 

For the present investigation, Thematic Analysis´principles were taken as the form of 

analysis of the data (Braun and Clarke, 2006). By identifying the themes collected along the 

process by the unitization of the elements through a platform of Excel. Through this, it was 

executed the use of Thematic analysis in order to convert the qualitative data collected and 

transcribed from the semi-structured interviews open-coding questions in a way that facilitates the 

analysis of the elements, comparing the results, notes, and codes constant throughout the process. 

Data was manually inserted in a manual database created by the researcher to facilitate the 

visualization of the relationship of the codes3. From the data collected, codes were furtherly 

determined and related to particular themes that linked to each of the objectives of the 

investigation. This way, the creation of a Thematic Map gave visibility and clarity of the codes 

related, facilitating the analysis of the data under the following concepts (see table below). 

 

 

                                                

3 Available in the Analysis & Findings chapter of the present dissertation 



 36 
 

OBJECTIVES 

To understand the 
development opportunities 
available to female 
professionals within a food 
industry in Mexico, 
undergoing a strengths-based 
leadership coaching model, 
and their perceptions of these 
opportunities 

 

To assess the differentiation of 
career path development of 
female professionals 
undergoing an SBL Coaching 
program within a food industry 
in Mexico from female 
professionals that did not 
receive the coaching 

To examine the experience 
of the managerial staff 
within a food industry in 
Mexico regarding the 
performance of the female 
professionals undergoing a 
strengths-based leadership 
coaching model 

THEMES 

Perceived benefits of the 
strengths-based leadership 
coaching program. 

 

Perceptions of the strengths 
and barriers of female 
professionals undergoing a 
strengths-based leadership 
coaching program 

Implications of this 
focalized coaching 
program in the 
development programs 
within an organization 

Table 2. Objectives and Themes relation 

 
It is essential to address as well that practical issues arose within the context of the 

investigation. Firstly, data collection access could become an underlying difficulty due to internal 

privacy policies within the organization selected; nonetheless, previous agreement of disclosure 

was made to handle this problem (as mentioned furtherly in the Ethical section). It would as well 

be potentially risky to address the ethical concept of gender-bias, furtherly having to disclose the 

purposes of the investigation in order to minimize the impact of a cross-discrimination between 

the male and female population within the organization. 

Materials 

As previously mentioned in the Primary Data Collection section, the semi-structured 

interview questions design (see appendix 1) was the primary material utilized during the 

investigation. This appendix provides as well visibility of the connection with the Objectives and 

Themes of the investigation4. 

                                                

4 Review Primary Data Collection section in this chapter 
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It was as well provided to the participants of the investigation a fully detailed Information 

Sheet and Informed Consent Form (appendixes 2 and 3, respectively)  that they returned e-signed 

to the interviewer, ensuring visibility of the investigation as well as the conditions of participation 

of the same. 

Procedure 

General research outline: Executed through the duration of MBA program (start: September 

2018). 

Modifications to the research: Executed during May to August 2019 with feedback provided by 

supervisors. 

Initiation of Field Work: analysis of population and selection of sample. 

Date of contact: Participants were invited via e-link through a Zoom link meeting, Informed 

Consent Form, and Information Sheet of the investigation, requiring e-signature of the documents. 

Date of the interview: During the beginning of the call and after the welcoming, they were briefed 

again shortly with the purposes of the investigation (same data as the documents mentioned below 

and found in appendixes 1 through 3). Recording of the session started as the flow of the semi-

structured interview was being held, and as soon as it was finished, it was cut during the recording. 

The approximate duration was between 25 minutes and 35 minutes. 

Date of preparation of data: Interviews were furtherly transcribed and translated by the 

researcher, kept within codified documentation in digital version.  

Date of analysis: Data was introduced to Excel database platform, and thematic analysis was 

realized 

Date of discussion: Data was connected with previous research on Literature Review. 
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Research ethics 

Among the ethical issues5 expected within the framework of this investigation would be 

the following. First, accessibility to the data: preoccupation of employee is regarding their data 

privacy could make difficult the availability of this population. However, a previous agreement 

with the participants regarding compliance with the General Data Protection Regulations (GDPR) 

guidelines with the information they were sharing within the context of this investigation was a 

way of addressing this issue6. It is as well essential to clarify that through the data shared via 

electronic with the participants, complete visibility of the research investigation´s objectives was 

disclosed, as well as the possibility for them to opt-out of the investigation if they desired to. 

It became as well relevant the confidentiality when selecting the sample from the 

population: as well as there is an existent database of people undergoing a Strenghts-based 

leadership model (previously or currently), managers and female population within the 

organization, the particular selection of people would be kept confidential in order to avoid biases 

through the knowledge of the participation within the research. 

On the other hand, the potential risk regarding gender: the perception from the 

interviewees and top managerial population by narrowing down this investigation specifically to 

this population could generate some soundbites within the employer and employees. Nonetheless, 

full disclosure of the purposes of the investigation would be held within the participants involved 

to avoid a bias within their perception of the investigation, avoiding a cross-gender perception of 

discrimination. 

                                                

5 View Appendix 4 for Ethics Information 
6 View Appendix 2 and 3 for Information Sheet for Participants and Informed Consent Form 
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Finally, social and psychological factors played a potential ethical issue: the perception 

from, yet again, interviewees and top managerial population regarding strengths-based leadership 

coaching and its benefits, implications, and criticisms could impact the results of the investigation. 

Within the context of the interviews, it would become important then to address their perception 

in order to understand from which perspective their testimonial has been with the researcher. 

Research limitations 

The main research limitations would be related to the following: On one hand, the concept 

of the sample’s nature of size and perception: aiming for a higher number of interviews and/or 

focus groups would not be achievable. However, they would be very enriching for a longitudinal 

study regarding this same topic, the reason why it would be highly recommended. Regarding 

perceptions, it can be considered to be a limitation for obtaining accurate data through thematic 

analysis as it is instead the standpoint from a particular sample within a context. It becomes a 

swell noted that a limitation would be that of a narrowed population selection: focusing on 

Mexican female professionals could limit the generalization purposes of the present investigation. 

As it has been mentioned before, the topic of data privacy emerges: policies within 

organizations, as well as the GDPR, could disable the opportunity to acquire more data that could 

be avoided within the interview context, allowing to use effectively the questioning time on topics 

related to the investigation and not only the population definition. 

However, some of the efforts to address these limitations were addressed through the 

strengthening of the questionnaires in order to have an enriched content collection through the 

population available to survey, in order to be able to have a greater opportunity to collect themes 

and perceptions regarding the present investigation.   
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Chapter 4: Findings & Data Analysis 

Introduction 

In this chapter, key findings and data analysis will be presented from the interviews realized 

accordingly to the objectives of this research. As mentioned before in the Research Methodology, 

eight interviews were held through Zoom, recording both video and audio. The interviews were 

realized in Spanish and furtherly translated to English by the researcher in order to facilitate the 

connection of the data with the literature review previously analyzed. During the codification of 

the data, the thematic analysis was realized through the transfer of the findings to manually 

elaborated manual analysis document7 to be able to review. 

The interviews 

Each of the interview sessions were held with the same battery of eight open-ended 

questions, which were asked to each participant regardless of the characteristics of the subgroup 

the interviewee belonged. This was done to allow to create cross-comparisons between the groups 

that had similar values (furtherly explained in the following section, Thematic Analysis Process). 

While transcribing the recordings, key codes were entered into the excel analysis file to carry 

forward a thematic analysis. 

Interviewee profiles – groups and subgroups 

For the purposes of this investigation, nine people in total were approached for interviews 

– however, one of the interviews was excluded to keep a homogeneous number of participants 

                                                

7 Excel database provided as support in the Moodle platform. 
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between each of the subgroups (the additional person was another coached person that had been 

promoted). The discretionary selection was put in place due to the value of the comments and 

responses to the questions of the interview. Within this population, the following characteristics 

were present regarding education, position, and age (see table below). 

Women that did receive 
the coaching & promoted 

 
GROUP MGR-SBL 

Women that did receive 
the coaching & not 

promoted 
GROUP NONMGR-SBL 

Women that didn’t receive 
coaching& were promoted 

 
GROUP MRG-NONSBL 

Managers within 
the organization 
 
GROUP CONTEXT 

MV 
Female, age 27 
Undergraduate 

Jr. Manager - Procurement 
Coached for: 5 years 

LT 
Female, age 30 
Undergraduate 

Specialist - Logistics 
Coached for two years 

KH 
Female, age 29 
Undergraduate 

Jr. Manager - Finance 
Not coached 

LM 
Male, age 43 

Undergraduate 
Director – Supply 

Chain 
Coaching for five 

years 
ML 

Female, age 36 
Undergraduate 

Sr. Manager - Logistics 
Coached for: 2 years 

PR 
Female, age 28 
Masters degree 
Coordinator - 

Manufacturing 
Coached for two years  

YZ 
Female, age 32 
Undergraduate 

Jr. Manager - HR 
Not coached 

LMZ 
Male, age 36 

Masters degree 
Sr. Manager - 

Quality 
Coaching for three 

years 
Table 3. Demographics 

Thematic Analysis Process 

The analysis was carried out manually following the principles of Braun and Clarke (2006) 

in order to generate themes for a Thematic Analysis through the data collected by open coding 

interview questions. For the present investigation, the familiarization with the data collection 

began with constant notes, recordings, transcriptions, translations, and comparison of the data – 

which finally took to the identification of emerging codes within the process. The relevant data 

related with these codes was furtherly introduced in the manual analysis database (Excel) and 

categorized into charts – allowing to create a thematic map of all the related information/codes 

based on.4 themes, and 11 subthemes (see table 4). Finally, these categories were reviewed 
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carefully and connected to the previously identified and named themes (consistent with table 2 and 

4).  

It is essential to highlight, as mentioned before, that the themes were identified from the 

objectives and thus, connected to the way the interview questions were built:  ultimately 

connecting with the research question. Previous assumptions during the design of the investigation 

were then consistent with the results obtained from the interviews, allowing the researcher to 

provide clear examples related to each of the subthemes, themes, and objectives – that will 

furtherly be discussed with the literature in the following chapter of this dissertation report. 

OBJECTIVES MAIN  
THEMES 

SUBTHEME  
1 

SUBTHEME 
2  

SUBTHEME 
3 

SUBTHEME 
4 

To understand the 
development opportunities 

available to female 
professionals within a food 

industry in Mexico, 
undergoing SBL coaching 

model and their perceptions 
of these opportunities 

Perceived 
benefits of the 
SBL coaching 
program. 

SBL Coaching 
as a platform 

of learning and 
development  

Perceived 
key 

competencie
s of a highly 

prepared 
Line 

Manager 

Perception of 
professional 
preparation 

in managerial 
abilities of 
female line 
managers 
with SBL 
coaching 

General 
professional 
preparation 
platforms 

within a food 
industry  

To assess the differentiation 
of career path development 

of female professionals 
undergoing an SBL 

Coaching program within a 
food industry in Mexico 

from female professionals 
that did not receive the 

coaching 

Perceptions of 
the strengths and 
barriers of 
female 
professionals 
undergoing an 
SBL coaching 
program 

Female 
representation 
in managerial 

positions 

Challenges 
of female 

professionals 
developing 

to 
managerial 

roles 

Key 
competencies 

of female 
professionals 
in managerial 

roles 

 

To examine the experience 
of the managerial staff 
within a food industry in 

Mexico regarding the 
performance of the female 
professionals undergoing a 
strengths-based leadership 

coaching model 

Implications of 
this focalized 
coaching program 
in the 
development 
programs and 
opportunities 
within an 
organization 

The learning 
and 

development 
experience 
with SBL 
coaching 
program 
versus 

traditional 
models 

The learning 
and 

experience 
with 

traditional 
programs  of 

coaching  

The transfer 
of knowledge 
through SBL 

Consequentia
l experience 

for 
surrounding 
colleagues 

Table 4. Thematic Map 

The data collected within each theme was furtherly discussed in the present research 

relating Themes, Stakeholder Groups, and Subgroups created by the researcher as they portrayed 
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commonalities valuable to differentiate perceptions – thus enriching the findings of the present 

investigation (see table below).  

GROUPS FOR ANALYSIS 
 

SUBGROUP FOR ANALYSIS 

GROUP MGR-SBL 
Women that did receive the coaching & promoted 

SUBGROUP SBLFEM 
Women that did receive the SBL coaching program – 

regardless of promotion  
(Groups MGR-SBL and NONMGR-SBL) 

GROUP NONMGR-SBL 
Women that did receive the coaching & not 

promoted 

SUBGROUP MGRFEM 
Women that were promoted – regardless of SBL coaching  

(GroupsMGR-SBL and MGR-NONSBL) 

GROUP MGR-NONSBL 
Women that did not receive coaching and were 

promoted SUBGROUP SBL GENERAL 
People that worked with SBL  

GROUP CONTEXT 
Managers within the organization (context) 

Table 5. Groups and Subgroups for Thematic Analysis 

 
Each theme will be addressed by sharing findings and relevant data collected by the 

participants´ response for each subtheme, as evidence of the perceptions of each one of the groups 

and subgroups mentioned previously. This division was made to enrich the analysis of the findings, 

as well as providing more visibility regarding the themes and objectives of the present 

investigation. 
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Theme 1: Perceived benefits of the strengths-based leadership coaching program 

Within this first theme, the emerging subthemes were related mainly to the participants´ 

perceptions surrounding the professional preparation of Line Managers: in general, females, and 

with and without the SBL preparation. The findings as well reflected a high repetition of SBL as 

a coaching platform of learning and development, and a generic comparison of the traditional 

professional preparation platforms within the food industry (see table below). 

OBJECTIVES THEME SUBTHEME 
1 

SUBTHEME  
2  

SUBTHEME 
3 

SUBTHEME 
4 

To understand the development  
opportunities available to female 

professionals within a food industry in 
Mexico, undergoing a strengths-based 
leadership coaching model, and their 

perceptions of these opportunities 

Perceived 
benefits of 
the SBL 
coaching 
program. 

SBL 
Coaching as a 

platform of 
learning and 
development  

Perceived key 
competencies 

of a highly 
prepared Line 

Manager 

Perception of 
professional 

preparation in 
managerial 
abilities of 
female line 

managers with 
SBL coaching 

General 
professional 
preparation 
platforms 

within a food 
industry  

MGR COACHED MV   5 9 9 2 
MGR COACHED ML   3 3 3 2 

NON-MGR COACHED LT   2 2 6 0 
NON-MGR COACHED PR   2 5 6 0 

MGR NOT COACHED YZ   2 7 3 4 
MGR NOT COACHED KH   3 4 2 2 

CONTEXT COACH LM   3 0 5 2 
CONTEXT COACH LMZ   3 8 4 2 

    23 38 38 14 
Table 6. Theme 1 and frequencies of mention of corresponding subthemes 

Participants, regardless of their differential perspectives within the organization, referred 

to the SBL coaching as a platform that allowed them to have more awareness about themselves 

and to be intentional within their development within the organization, thus recurring to the 

identification of the first subtheme. 

Subtheme 1: SBL Coaching as a platform for learning and development. 

 In this context, this subtheme emerged in Group MGRSBL mostly as the clear 

identification of their skills and how this allowed them not only to approach the challenges of their 
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roles and responsibilities in a more energetic, positive, and motivating manner, but it also reflected 

how they perceived this as a preparation tool for their own direct reports and/ or coachees.  

“It became much more tangible and as I said, it was amazing to read those 
descriptions and say “of course this makes sense to me” (…) they (coaches) aimed for 
their people to understand, that they saw in their direct reports all these different types 
of strengths, so they didn´t necessarily try to have a team that was homogenously good 
in something, so they actually saw things differently and changed their chip to “hey, 
which strengths do the people that are already in my team already have?”. 
- Participant MCMV 

For the NONMGR-SBL population, their responses reflected as well a key learning during 

the SBL coaching process: how to build effective teams through the identification and combination 

of strengths within each member of the community; however, the differential factor in the 

messages communicated between this two groups were that the NONMGR-SBLs highlighted how 

vital the guidance of an appropriate Coach was for the application of this learnings to their daily 

performance. 

“But I think that with good coaching and a person to guide you, SBL can give you all 
that information or that guide on how to implement it. The moment you start 
implementing it and start applying it in your day-to-day life, both professionally and 
personally, you become aware.” 
- Participant NMCLT  

A radically different perspective was portrayed by the Group MGR-NONSBL: for them, 

conceiving a SBL based perspective for a coaching methodology was appreciated and respected, 

but their responses portrayed a more individualistic approach, reflecting their perceived limitations 

to the program: where focusing uniquely on the strengths of yourself – or your team – is a liability 

as you can fall into not being aware of your opportunity areas and this could have an impact on 

the developmental opportunities available, creating a sense of frustration. 
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“Well, I have never thought you should not focus on your weaknesses and leverage 
your development only on your strengths. If there is something that I have learned (…) 
yes, leveraging in your strengths is going to make you grow, but make sure to cover 
well your opportunities because those are the ones that might make you fall. I believe 
that my strengths helped me be where I am now in my development, definitively, but if 
I had not been much more intentional, and I had taken an attitude of “you know what, 
I´m not good in analysis, and I never will be”, I would be out by now.” 
- Participant MNCKH  

The Group CONTEXT, portraying the vision of Line Managers Coaches within the 

organization, reflected a similar perspective to Group MGRSBL (promoted females): highlighting 

the power of individualization of capabilities and strengths among the groups as the most valuable 

asset of the SBL program. Their participation, however, was enriched as well with the importance 

of going out of the traditional ways of learning and instead built your career on your capabilities, 

not only your professional preparations. 

“Interestingly, my advice would be to not follow the curriculum of universities because 
they are very stuck on certain topics of the past. For example, this topic of strengths is 
not taught in college, or not as far as I know: there is no class on how to use your 
strengths for your personal or professional development. My advice would be to find 
on your own courses that have probably no curriculum value but give you the 
knowledge to apply whatever you have learned through them more technically: 
negotiation, especially.” 

- Participant CLM 

When analysing the information dividing it by the created subgroups, Subgroup SBL 

General focused their mentality on the self-knowledge phase of SBL coaching: they were all 

strongly aligned that awareness of the particular set of strengths was vital for the optimal 

deployment of SBL. When narrowing down to SBLFEM, the opinions were no different from 

these four members. It was interesting, though, that when analysing subgroup MGRFEM – even 

if they had not been working under the SBL coaching program – their participations as well 

highlighted the importance of self-awareness as a crucial factor of learning and development. 
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Subthemes 2 and 3: Perceived key competencies of a highly prepared Line 

Managers / Perception of professional preparation in managerial abilities of female Line 

Managers with SBL coaching. 

Analysing the data within the context of the developmental focus Line Managers gave to 

their direct reports´ career, most of the participants provided clear identification of what they 

considered to be the optimal managerial abilities, and relating them to how they perceived SBL 

coached females portrayed this ideal LM job description. This took to the identification of the 2nd 

and third subthemes. In this context, Group MGRSBL agreed that the particular characteristics 

that made them consider a LM to be highly prepared were mainly the ability to listen, observe, and 

motivate: for them, the value of the people in these roles was directly connected to the importance 

they give to the development of their direct reports. When questioning how did they connect this 

to the professional preparation of female LMs within the SBL coaching spectrum, the participants 

re-connected it to the individualization of strengths they learned during their coaching processes – 

mentioning it as a competitive differentiation asset from other managerial figures. 

“You can see the intentionality of these Line Managers, (…) I do think that we generate 
this consciousness of seeing people´s development in a way where each person can 
have certain strengths (…). Moreover, precisely there is where the enrichment of the 
SBL is: how can we complement at work our strengths.”  

- Participant MCMV 
 

When analysing the responses of Group NONMGR-SBL, similar responses were given 

those to the previous group. Having all been trained by SBL, their magnifying lens is continuously 

focused on strength’s identification. Nonetheless, this particular subgroup recognized that they had 

lacked essential elements – even highlighting the fact that their peers that did receive a promotion 

practiced this and they both did not: asking the right questions. Being political in their decision 

making, thus asking for what they believe they deserve in their development. 
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“I think they tend to know how to ask the right questions, because they already know 
how strong they are (…) for example DL (former colleague and now senior manager), 
I can see how all the previous preparation has prompted her to ask for more and more, 
when I think that many women would have said “it´s cool where I have arrived, don´t 
push it too much, I'm not going to ask for more”; and DL is like “I'm making you a 
humongous job, I have many reports, and I want you to pay me for that. What´s next 
after this, what I'm going to do?”. She's always looking for that.” 

- Participant NMCPR 

Coincidentally, the group that had not undergone the SBL coaching program as well 

reflected the importance of the focus of line managers on developmental opportunities for their 

direct reports. However, this group (MGR-NONSBL) was more verbal with the reasons why they 

perceived a differential performance within the SBL female line managers: they perceive these 

women´s approach as more holistic and less anxious. 

“This preparation with SBL coaching program: I considered it worked (…) a positive 
synergy, common language (…) I think that above it all it was very inspirational: it 
decreased their levels of anxiety in a way because you are focused more on what you 
can do correctly (…) You start developing more the strengths part, but at the same 
time you are compensating certain opportunity areas.” 

- Participant MNCYZ  
 

The group CONTEXT as well reflected the individualization factors; thus, they focused 

their responses in a particularity not mentioned by any group before: how what they perceived as 

natural or innate for the female population could be playing in their favour to portray a particular 

role in managerial positions. However, these positions were limited to a supporting nature of the 

core execution of the business – finance, and safety within the context of Supply. 

“I think those roles require much discipline, then actually their strengths are aimed at 
strengthening links and making a robust plan of governance (within safety and 
finance), providing for the organization a healthy cervical spine, and thus, letting 
others operate in a wider bandwidth but always respecting the heart.” 

- Participant CLMZ 
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When analysing the information dividing it by the created subgroups, it was constant – as 

mentioned before – among SBL General, SBLFEM and MGRFEM the importance of identifying 

the individual characteristics of their direct reports what generally was described as one of the best 

practices of a Line Manager (female or not), as well as the ability to being empathic to their reports´ 

needs — getting to know not only your team, but the surrounding community where they can 

develop – laterally or vertically. 

Subtheme 4: General professional preparation platforms within the food industry. 

Finally, participants highlighted and gave context of the previous and current practices 

regarding development. Before the integration process of the organization they belong to, SBL 

was a common language for them, and it was central for their development. However, after this 

process there have been variations regarding their experience with the continuity of the SBL 

program, giving differential perspectives. This took to the identification of the fourth subtheme.  

Groups MGRSBL and MGR-NONSBL both mentioned being previously used to work 

under a capability focused coaching, where the identification of particular activities was crucial, 

and action-results oriented behaviours were considered as highlighted performance platforms.  

“Reviewing which is the capability that I have to work, we see what I have to develop.” 
- Participant MNC KH 

 

“I was used to have a role where I achieved results through execution.” 
- Participant MC ML 

Group NONMGR-SBL didn´t mention any relevant data regarding this subtheme. Within 

the Group CONTEXT, participants mentioned as relevant previously quoted data in the other 

subthemes: regarding their recommendations of focusing on “parallel roads of learning” rather 

than the traditional schemes that add to your curriculum. 
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Theme 2: Perceptions of the strengths and barriers of female professionals undergoing an SBL 

coaching program 

Among the topics of the second theme, the subthemes that emerged were related to the 

participants´ perception of females within the Mexican culture: they spoke about career path 

developments, challenges, advantages, and key competencies they visualized within the female 

professionals in the managerial context (see table below). 

OBJECTIVES THEME SUBTHEME 
1 

SUBTHEME  
2  

SUBTHEME  
3 

To assess the differentiation of career path 
development of female professionals 

undergoing an SBL Coaching program within a 
food industry in Mexico from female 

professionals that did not receive the coaching 

Perceptions of the 
strengths and 

barriers of female 
professionals 
undergoing an 
SBL coaching 

program 

Female 
representation 
in managerial 

positions 

Challenges of 
female 

professionals 
developing to 
managerial 

roles 

Key 
competencies of 

female 
professionals in 
managerial roles 

MGR COACHED MV   3 6 1 
MGR COACHED ML   3 1 6 

NON-MGR COACHED LT   3 5 3 
NON-MGR COACHED PR   2 8 1 

MGR NOT COACHED YZ   2 4 0 
MGR NOT COACHED KH   1 5 4 

CONTEXT COACH LM   2 7 5 
CONTEXT COACH LMZ   4 3 4 

    20 39 24 
Table 7. Theme 2 and frequencies of mention of corresponding subthemes 

The findings among the participants´ contributions, regardless of their differential 

perspectives within the organization, mainly reflected perceptions on stereotypes and they 

generally discussed how this impacted in representation across the organization, thus recurring to 

the identification of the first subtheme. 

Subtheme 1: Female representation in managerial positions. 

For this subtheme, it becomes relevant to highlight that from the 8 participants of the 

present research, only one of them mentioned they actually perceived a balance of representation 

of female figures in managerial positions and in the cascading job levels within the organization. 

As for the perception of all the other members, variabilities in their opinions were found: some 
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perceived a good representation in lower managerial levels, but not in the top management, as 

others disagreed that representation was held somehow within the organization. 

Breaking it down by groups, perception of female representation within the Group 

MGRSBL was one with the greatest variabilities – which were identified even by the same 

participants, as one of them explained there might be a differentiation factor in her opinion due to 

generational differences. One of them explained that even at coordination and managerial levels, 

at least a 60% of participation was clear. The other differed – she agreed with the other groups in 

the concept that as the pyramid figure narrowed down, the representation became lower at the top. 

“Only in my team there are five managerial positions of which 3 are women, and (…) 
in a coordination level, it is a very similar proportion: around 60% are women.” 

- Participant MC ML 
 
“What I notice by observation is that there are many women in general in the 
organization, but I just see them a lot at the levels below, not in management positions. 

- Participant MC MV” 
 
However, particularly speaking of the Group MGR NONSBL, both participants 

highlighted the fact that the female figures in top managerial roles were not considered by 

themselves as aspirational representations of their career development. Even if both considered 

that the organization had special focus to the development of women, their perception was highly 

related to not connecting with the image those women represented for their desires concerning 

personal and professional development balance, as well as giving context that they perceived clear 

differences as of the way men in similar positions performed in balance-related topics. 

“I see that there are women in managerial positions in the top, but what I also see and 
is frustrating is that women who are in senior management positions are women who 
live, eat and breathe work, there is no way they can achieve a balance with their 
personal life, and men don´t live like that their managerial positions” 

- Participant NMC PR 
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Regarding the perception of Group CONTEXT, both participants mentioned that if the 

representation exists, it can be perceived as a strong leadership – however, this representation is 

low and limited to a particular set of roles. As mentioned before, by quotes previously stated, roles 

are perceived to be more in the supportive stream of the crucial operations of the organization 

rather than the core. One of the participants challenges the system, stating that it becomes then 

important to question the following when we do not find women in high management positions: 

“If the equation (of development programs) is the same, and what you are looking for 
is a profile (…), it is something you should be aware of.” 

- Participant C LMZ 

Within this context, participants both in Subgroups SBLFEM and MGRFEM invited as 

well to the decision-makers of the process of managerial selection, to become aware of the situation 

and in a way, address the uncomfortable topic of misrepresentation among these top levels.  

“We are not even aware that it is a fact that there are few women in managerial 
positions, and that we have to be more intentional or at least first be aware of what is 
happening and then say “well let us do these small wins." 

- Participant MC MV 

Subtheme 2: Challenges of female professionals developing to managerial roles. 

Within the context of this theme, participants were asked particularly about their perception 

of the challenges that female professionals had in their development opportunities to managerial 

roles. As responses were quite homogeneous among this subtheme, rather than analysing by groups 

and sub-groups this segment will be addressed through 5 general topics: socio-cultural 

awareness, perception of emotionality, work-life balance, self-confidence, and stereotypes. 

Indistinctively, at least one member of each group mentioned, in a way or another, the 

difficulties that the socio-cultural context has in this topic: Mexican culture, from their diverse 
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standpoints, has a negative impact either directly in the opportunities presented to the female 

population of the organizations, or in the self-awareness these women have about their potential 

and thus, their drive to raise the hand in opportunities that might present to them. 

“In Mexico, it is totally no man's land; it depends one hundred percent on the 
leadership, the person who is selecting for the roles and how sensitive that person is 
to gender diversity and the advantages of having a person with a diversity of ideas in 
post of that nature” 
- Participant C LM 

Regarding the perception of emotionality, indistinctively of which Group, participants 

highlighted that behaviours typically related to the female gender – such as protectiveness, being 

sensitive, making a challenge – are easily misinterpreted within the context they are living and can 

be perceived as an over-protectiveness, hysteria, and immature complaining, respectively. 

“I feel that they question women 's decisions more because of the prejudice that they 
are hysterical or that they are more sensitive.” 

- Participant NMC PR 
 
“If you fall in excessive use: if this protective role is exaggerated, then the counterpart 
could take advantage of that situation.” 

- Participant MC ML 

Entering the work-life balance context, again responses repeatedly consisted among every 

group: the perception of the female role within the family context is still stronger than the 

perception of the shared responsibility among both figures of a partnering couple. It is still 

expected, within the context of the country, that women have to make choices and if they select 

any that does not involve prioritizing their family, it is misconceived. However, these choices are 

sometimes pre-made by the decision-makers of the managerial positions – taking into 

consideration “what if’s” regarding pregnancies, development, and dedication without addressing 

the topic directly with the female that is being discussed. 
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“I think it is a cultural issue in a country level, and you can go to every country in 
Latin America, where the role of women has always been more in the home and family, 
and where when you try to break those barriers… I mean, I do believe that we are 
given the opportunity of “you know what, go forward with your career”, but always 
with a sense of not neglecting your family.” 
- Participant MNC KH 

 
“So I think all of this gender-house-women related topic is seen as an obstacle in the 
sense that she won´t be able to dedicate 100% of her mind and effort to her work 
because she has another kind of preoccupations at home. I do think this is another 
thing that affects us being treated differently.” 
- Participant MC MV 

Related to the self-confidence concept, it was addressed in 2 manners. One of them, 

highlighted particularly by one of the participants of CONTEXT, established that there was a 

connection between the cultural context and the perception of confidence women had in the 

country. Participants of Subgroup SBLFEM – though giving no rationale behind why women 

were not self-confident about their abilities – did mention this concept repeatedly.  

“ In Mexico they doubt a lot, they don't believe the story about themselves: they find 
many internal failures and reasons why they won´t succeed - and to some extent it is 
understandable because if you look at the entire ecosystem it is designed so that they 
do not rise, and over the years there have been many examples maybe in the lives of 
each one of them where, regardless of their greatest efforts and talents, the simple fact 
of being a woman was a factor for them being denied an opportunity. And it is that 
lack of self-security may or may not be well-grounded in examples of life.” 

- Participant C LM 
 
“Culturally, I think we have seen situations in which man imposes a certain way. I 
think the woman would need to be a little more confident; More certain of their 
decisions, more certain of like… I do this, and I have this kind of knowledge, and I 
have these studies, this type of criteria, which are related to ethics and study 
experiences” 

- Participant NMC LT 
 
Finally, related to the concept of stereotypes, data was shared regarding women being the 

same stoppers of the development of fellow colleagues due to mistrust or fear, the misconception 

that women have to portray themselves as even tougher, more dedicated, and “demonstrating a 
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strength” that is probably inexistent to prove that they are at the same level of the male gender, 

and related to the concept of credibility: it is commonly – and mistakenly – perceived that men are 

usually the ones that occupy managerial roles, so whenever females are in one of those positions, 

they have a sense of having to prove themselves constantly. 

“When you are a woman, if you want to demonstrate certain strengths or if you want to 
show that you have certain capabilities, you force your personality a bit to be a harder 
personality, much more forceful, much stronger than you might naturally be.” 

- Participant MNC YZ 
 

Subtheme 3: Key competencies of female professionals in managerial roles. 

Finally, participants during the semi-structured interviews were particularly questioned 

about their perception of the key competencies of female managers. The responses revolved 

around: performance management; maximizing natural strengths such as empathy, listening, and 

a collaborative spirit; and striving for perfection. Within the Subgroup SBLGEN, repeatedly 

traditionally feminine leadership capabilities were mentioned through their responses. They 

connected it with taking what they are naturally capable of to the next level: the maximization of 

strengths taught through the SBL platform. 

“Particular focus of people management within the SBL context: the handling of 
strengths and emotions, for the empathy that can exist (…) in strengths I think we have 
high listening skills, it is an important topic in terms of resilience… empathy, a 
collaborative spirit.” 

- Participant MC ML 

 “People management (…) a person who maximizes her strengths, cares about people, 
is someone aware of her actions, what she does and is very intentional as for people 
to improve and to be empowered.” 

- Participant NMC LT 

“Certain things that denote the feminine nature may be better: I am a faithful believer 
that the discipline imposed on them is natural, because it is a matter of protection, of 
gender if you want, but that does not disagree on the part where they have to shine, 
and that brightness is fair, it should not be a limitation.”  

- Participant C LMZ 
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Theme 3: Implications of this focalized coaching program in the development programs and 

opportunities within an organization 

Regarding the last theme, subthemes were identified related to the differences perceived 

by the participants among their learning and development experiences with the different offers of 

coaching – traditional and SBL. All participants provided as well data about how the knowledge 

of SBL was transferred either directly by them or by consequence as being a part of the surrounding 

environment of the culture (see table below). 

OBJECTIVES THEME SUBTHEME 
1 

SUBTHEME 
2 

SUBTHEME 
3 

SUBTHEME 
4 

To examine the experience of the 
managerial staff within a food industry 
in Mexico regarding the performance of 
the female professionals undergoing an 

SBL coaching model 

Implications 
of a focalized 

coaching 
program in 

the 
development 
programs and 
opportunities 

within an 
organization 

The learning & 
development 
experience 
with SBL 
coaching 

program versus 
traditional 

models 

The learning 
experience 

with 
traditional 

programs of 
coaching  

The transfer 
of knowledge 
through SBL 

Consequential 
experience for 
surrounding 
colleagues 

MGR COACHED MV   8 1 4 2 
MGR COACHED ML   9 2 2 0 

NON-MGR COACHED LT   9 0 2 1 
NON-MGR COACHED PR   5 2 2 0 

MGR NOT COACHED YZ   2 3 1 2 
MGR NOT COACHED KH   0 5 1 2 

CONTEXT COACH LM   7 2 1 1 

CONTEXT COACH LM
Z   7 1 6 1 

    47 16 19 9 
Table 8. Theme 3 and frequencies of mention of corresponding subthemes 

The findings among the participants´ contributions, regardless of their positions and time 

under a particular type of coaching, reflected a good platform of comparison through their 

experiences as either participants or observants of SBL, thus recurring to the identification of the 

first and second subthemes. 
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Subtheme 1 and 2: The L&D experience with SBL coaching program versus 

traditional models // Learning experience with traditional programs of coaching. 

Both subthemes were regularly addressed through various responses: participants gave 

context, mainly if they belonged to Subgroup SBL General, of the importance of connecting 

leadership competencies, consciousness, and breaking the barrier of traditional learning styles. 

This subgroup portrayed a posture in which a heavy weight was given, during their day-to-day 

operations, to strengthen their teams through collaboration, focus on people and leadership, and – 

in a way – complementation of the diverse elements within a regular or cross-functional team. 

“So yes, I do believe that having taken this coaching program gives us, first of all, the 
consciousness and opening of our mindset, and then the intentionality of what we can 
do and will do with this information. It gives us the push to see how we can integrate 
it to our teams, how we take advantage of more things in which that strength adds 
value, or how we can add some strategic key member to a team with some strength I 
do not have and this allows us to achieve more things together.” 

- Participant MC MV 

It was as well tangible to perceive the differences between both types of coaching, as it can 

be observed from the comments of contrasting groups such as CONTEXT, MGR SBL, and MGR 

NONSBL. While SBL coaching is identified as focusing value in the richness of the differences 

of the members of a team (and thus, female´s own capabilities) the traditional model seems to be 

having a turnback in which it is expected that in an autonomous way people work in their gaps 

rather than their strengths, find their way through self-taught platforms (even if previously the 

orgeanization offered the opportunity to employees of  direct training from experts in the matter). 

“(Traditional coaching programs) always looked at the gaps and tried to fix things 
and make people become superman or superwoman since we do circularly try to 
develop we must understand that humans do not function that way: we are not 
rounded, we are more angular. And that is a good thing: those angles are our 
strengths.  

- Participant C LM 
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“I consider the preparation (of SBL) to be good. For me, the concept of social and 
emotional intelligence and how here we really work with Leadership competencies, 
(…) dealing with ambiguity. (…) How they work with emotions so that you really are 
a leader, is part of what us women who are in those roles today can handle.” 

- Participant MC ML 
 

“Leadership takes a longer time to develop, which I believe the company has been 
intentional in developing. Something that I don´t love about this model (traditional) is 
that now all the learning is through virtual platforms, (…) it is more self-taught. I think 
we had a very good offer before, very good courses, people more specialized in their 
subject that they could, like, share a little, and it is something that we have lost.” 

- Participant MNC KH 

Learning from someone with expertise in the area you desire to develop is, as well, 

highlighted by CONTEXT group as a recommended learning and development practice of the 

SBL program. Having the opportunity to enrich your knowledge around your strengths and 

passions directly by an inspirational figure connects as well with the desire NONMGR-SBL group 

expressed in one of the subthemes of the previous section, related to the representation of females 

within the working context.  

“If your life plan objective is to become an entrepreneur, you do not necessarily need 
a title: What you need is to have a voracious curiosity and a strong passion (…). other 
than that, get a mentor or a coach, who is doing what you want to do. The idea there? 
To learn from a professional who is doing (what you are striving for) instead of 
learning from a person who is a professional in teaching and who has never done it.” 

- Participant C LM 

Finally, when analyzing the data related to group NONMGR SBL, their participation was 

very related to subgroup SBL General. Nonetheless, one particular participant highlighted a 

concept not mentioned before, and that can be considered as relevant in the learning experience of 

a coachee within the SBL context: the accountability the coachee takes within the SBL coaching 

sessions, not leaving all the weight in the coach or LM in focusing for their development. This has 

been mentioned in previous subthemes – however, this participant highlighted it within this 

context, making it relevant for the subtheme. 
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“I think it is more important be prepared as a coachee, because (…) what you want is 
to squeeze all that you can out of that person who is assigned as your coach.” 

Participant NMC PR 

Subtheme 3 and 4: The transfer of knowledge through SBL // Consequential 

experience for surrounding colleagues. 

When addressing the possibility of transferring this knowledge and allowing others to live 

as well the experience of SBL even indirectly, surprisingly even the group that had not been related 

to SBL – group MGR-NONSBL – had been able to absorb some of the crucial learnings of the 

program and passing them forward to other members of the community. Their personal touch was 

mostly related to looking for alternate opportunities to export these strengths without having the 

need to perform in a vertical change. This connected to the findings portrayed by the broader 

Subgroup MGRFEM, as they as well highlighted the importance of participating in diverse 

forums that allowed to exploit the strengths. Though those that were part of the MGRSBL group 

specifically said this could be a pre-preparation for higher roles, the intent was the same: giving 

people exposure to the possibility of working under a different type of scheme like that one they 

traditionally knew provides forums to remove focus from traditionalistic performance 

management strategies and allow them to see things differently. 

“How you integrate them to multi-functional teams? How do I make you a leader of a 
project? How do I give you another thing that in the end of the day will also give you, 
intentionally or as a consequence, tangible evidence so, when you want something else 
in the organization, there is all this history (of your performance) that will somehow 
make easier the jump to the next Job Level?” 

- Participant MNC YZ 
 
“How you can involve a person in critical experiences that will allow them to perform 
through their strengths of leadership, helping make a situation more agile through an 
ability that in that situation was what was needed (…)  I have noted a tendency: to see 
opportunity areas. So, I have been practicing that when somebody comes with me to 
analyze this, I challenge them with “have you thought about your strengths?”.  

- Participant MC MV 
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Within the subgroup SBLGEN, most of the participants mentioned the importance of 

having clear expectations within the Line Manager – Direct Report relationship for the optimal 

delivery of the knowledge. Whichever the position they held, having clarity, trust, and ongoing 

communication became crucial for them during the transferring of their knowledge within their 

teams. This would then evolve into the optimal performance within the SBL context for the team: 

having a clear understanding of how one’s strengths could impact, help, or potentialize the 

strengths of others to create a virtuous circle of development. 

“Everything has to do with expectations. If you see the root causes, you can go to “bad 
communication, nobody told me” ... but at the end (…) we have to deal with it all. So, 
that perfect combination (of the team) that you see is extremely imperfect, perhaps 
there is no balance – and you should make clear what is it that you expect from this 
perfectly imbalanced balance. What battles will they fight, what are the priorities?”  

- Participant C LMZ 

“Within my responsibility it would be to permeate the tools for my Line Manager and 
the team, that is to say, I knew it had worked for me and generated this impact, so I 
think it starts within oneself (…) and (then) to be able to transmit that importance and 
that impact to my LM so that he can support within the team” 

- Participant NMC LT 

However, it was only one participant that clearly stated, revolving the particular concept of 

knowledge transmission, the importance of the personal intent, and the accountability one must 

have towards their development. Though it has been mentioned in other themes, in this particular 

context only one participant of the MGR NONSBL group highlighted it.  

“Coaching definitely helps, regardless of whether you are male or female but I think 
a lot has to come from your intentionality to do things.” 

- Participant MNC KH 
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Chapter 5: Discussion 

Introduction 

The objective of this study is to understand the perception of the role portrayed by female 

professionals in the workplace, together with the contribution that a combination of strengths has 

in their socio-professional development and how this is perceived from the strengths-based 

leadership perspective. Female leadership in the workplace was studied through the particularity 

of the SBL coaching lens and the gender perspective, allowing to answer the research question: 

what is the relationship between an SBL coaching model and the perception of development 

opportunities of female professionals to managerial roles in Mexico within the food industry? 

Within the present investigation, the researcher made an in-depth connection of the 

information presented through the previous chapter, Findings and Data analysis, with the 

Literature related to the themes. The present chapter will be presented as a cascading review: From 

the objective to the themes/subthemes discussed in the findings 

Objective 1: To understand the  development opportunities available to female 

professionals within a food industry in Mexico, undergoing an SBL coaching model, 

and their perception of these opportunities 

When aiming to understand the depth of the implications of this objective, the participants’ 

responses were codified within the context of the theme perceived benefits of the SBL Coaching 

program. This allowed to identify first the influence of this coaching on the professional 

preparation of women in Mexico, and then connect it to their perceived preparation for managerial 

roles – impacting then in the development opportunities available for them. 
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Findings showed consistently that for the participating population, having the opportunity 

to practice self-awareness of their strengths and capabilities was crucial to consider SBL 

Coaching as a platform of Learning and Development.This is consistent with the theory behind 

the SBL program, as it establishes that in order to ensure the creation of an optimal learning culture 

within the organization, the first step is to create an environment with collective understanding as 

central operations, as well as motivation (Devine, Meyeres, and Houssemand, 2013). Related to 

the motivational element, according to the participants of this research (especially those who had 

been directly involved in SBL) focusing on their strengths portrayed a more positive approach 

that “makes leadership work easier ad is naturally motivating and energizing “ (Welch et al., 2014, 

p.23). This supports the importance of working through a narrowed focus to the positive aspects 

of their performance: consistently to the participants´ perception, literature shows that when 

positive psychology is embracing the executive coaching practices of the employees, confidence 

is enhanced (Biswas-Diener & Dean, 2007 in MacKie, 2014, p.121). 

Investigating how it was perceived, in the words of the participants, a highly prepared Line 

Manager, concepts related to a caring and attentive behaviour were mentioned continuously in 

the findings of this study. These results were expected to be consistent with the literature, as 

according to the findings of Rath and Conchie (2008) some of the vital talents to portray a 

leadership role are related to trust, caring, hope and stability. However, an important clarification 

is made by Grawitch and Ballard (2016): recognition of progress of direct reports must be tailor-

made and adjusted to the strengths of each individual. This exemplifies directly the most 

highlighted posture of the participants, and especially those that had worked under the SBL 

methodology: what makes female Line Managers that work within the SBL context fall into the 

“job description” of a highly competent Line Manager is that they work hand in hand with the 
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individualization of their direct reports. This group is perceived, by the participant, as one that 

doesn´t work under the “one size fits all” perspective – and it is clearly stated through behaviours 

as listening, observation, focus on development, and motivation. 

Regarding how general professional preparation platforms were perceived through this 

investigation, most of the participants landed on the importance of the communication skills were 

critical for having a successful relationship between Line Manager/Coach and Direct report. 

Consistent with the literature, Gessnitzer, Schlute & Kauffeld (2016) establish that although more 

directive coaching approaches, focused on solution-giving techniques, were very effective during 

the beginning of the coaching processes, it was non-directive methodologies the ones that had a 

more significant influence towards later stages of the coaching dynamic. This, however, reflected 

in discrepant perspectives by the participants that had lived a Strengths-Based Leadership coaching 

program to those who hadn´t: the second group were more comfortable working with action-

oriented methodologies. 

It can be thus explained, through the participants’ perspective and the literature, that women 

undergoing Strengths-Based leadership coaching do have access to developmental opportunities 

within their organization and have (generally) an optimal perception of this opportunities. The 

alignment between what is expected in a managerial role in their context and the preparation SBL 

enhanced in them is part of the reasons why. However, there is a relevant conversation surrounding 

the perception element for those participants that had not received a promotion regardless of their 

efforts of preparation: an underlying gender bias in their context. This connects with the analysis 

of the following objective. 
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     Objective 2: To assess the differentiation of career path development of female 

professionals undergoing an SBL coaching program within a food industry in Mexico 

from female professionals that didn’t receive the coaching 

For the present objective, data was codified within the context of the theme perceptions of 

strengths and barriers of female professionals undergoing an SBL coaching program. This 

perspective allowed a deeper comprehension of all the surrounding influential factors that, for the 

female participants, had an impact in their career path development when compared not only to 

those women that had received or not SBL coaching – but as well with the male gender. 

Placing the analysis under the Mexican perspective within the food industry (part of the 

nature of this investigation), the general perspective of female representation in managerial 

positions relied in a lack of balance within the top managerial levels. This finding was expected, 

as the current statistics of women in managerial roles in Mexico state this clearly: the latest Global 

Gender Gap Index of 2018 places Mexico as number 50 among 150 countries included in the 

survey. Although some participants highlighted that coordination levels had a more balanced 

distribution among genders, it was also relevant within their postures the clarification that women 

that currently hold the top management positions are not perceived by the lower levels as an 

aspirational figure. Consistently to these findings, Eagly & Karau in their investigations in 2002 

with their gender-role congruence theory, considered that incongruences between gender and the 

perception of leadership roles influenced in the presence of prejudices and discrimination. This 

then makes it difficult to perceive females as having the same potential or ability to execute a 

leadership position in a favourable manner, as said by Bursch & Holst (2011). The previously 

stated situation clearly happened with the interviewees: their focus was on the perceived 

differences of the top managers’ gender rather than on their capabilities.  
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Through the investigation of the key competencies of female professionals in managerial 

roles, participants referred principally to figures that for them, had a focus in performance 

management and in the maximization of natural strengths, such as empathy, listening, and 

collaboration. These finding is directly related to the SBL theory (Rath & Conchie, 2008), as it is 

considered that success begins when individuals are working through their talent – conceived as 

the natural thoughts and behaviours one has – and invest time and energy on them, turning this 

talent into a strength since the performance is now consistent.  

Regarding the perceived challenges of the female professionals, relevant and repetitive 

concepts emerged throughout the participations. Directly related to the gender role ideology of 

Eagly & Carli (2007), the findings of the present research represent clearly a differential 

interpretation of the gender roles: women participants perceived as challenges the way specific 

behaviours and attitudes were directly expected from their gender. Their perception that it was 

expected from their surrounding community to make particular choices regarding work-life 

balance (favoring family over work) and that they had to modify their way of portraying their 

emotions and participations at work (being tougher, more perfectionist, not over-sensitive) fell into 

the spiral of this gender role ideology.  

According to the theory of social obligations of Morales-Marente (2007) activities such as 

family-care are generally attributed to women in the Mexican context. During the present 

investigation, all participants mentioned an underlying concern that this was a recurrent topic even 

in performance management contexts: women are expected either to pursue various roles and have 

an overload of responsibilities, or to decide biased on their families rather than their professional 

career. The distribution of these responsibilities within a household are still not balanced, and this 

forces women to either interrupt their careers or reduce working hours – having less exposure to 
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opportunities of progress (Barrios & DiDona, 2013; Eagly & Carli, 2007). It is a concern that these 

debate does not lie only in the woman´s thinking process or in her partner relationship, but that 

decisions are made in the talent perspective by hiring managers: they are taking into consideration 

the potentially situation where a pregnancy, marriage, or “lack of ability of managing it all” 

happens in the life of women. 

This connects to another of the challenges relates to the stereotypical behaviour of males 

and females, and thus, touching the concept of the perception of emotionality. Within the 

participants’ perceptions, women established that in their day-to-day they had to portray attitudes 

that are traditionally related to a more “men-like” behaviour, avoiding practices such as being 

protective, sensitive, or challenging. This, for them, is due to a self-protective sense of avoiding 

being perceived as complaining, over-protective, or hysterical. According to Virgina Schein’s 

concept think manager, think male (1973), the previously mentioned traits (that are considered to 

be more feminine by both the male and female gender) have less value within the workplace for 

leadership roles, thus implying that directive tasks are stereotyped as more traditionally masculine 

qualities. Although Henderson, Simon & Henicheck (2018) have highlighted that the 

transformational leadership style most women showed during their research (having affiliation as 

their core) has a more positive impact than the commonly masculine style of leadership, the 

findings of the women involved in the present investigation were more aligned to Schein´s theory.  

Concepts such as the negative impact of perceived socio-cultural differences had in the 

women´s self-confidence were recurrently mentioned during the interviews, and the 

investigations held by Ovejero & Cardenal (2005) support the preoccupation of this impact. 

Although their research portrays a positive perspective in qualifying women from Hispanic 

populations as having a positive relationship with strengths and virtues, they as well highlight the 
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limitation of their study and clarify the need to deepen in the underlining context of social 

differences among genders and the social norms of this culture´s behaviour. 

Having a clear gender bias in the country, it could be said that the organization is in the 

right track in lowering the bias levels as they have clear definitions of what is expected from their 

talent and a balanced development program (focusing in personal and technical skills) as it is 

recommended by Festing, Komau and Schäfer (2014). However, there is an important element that 

is being left aside: that the underlying career orientations does not have a determined structure, 

falling into an occupational segregation where employability opportunities are different for each 

gender without taking into account individual abilities (Eagly & Karau, 2002) This was as well 

mentioned, specially by the Coaches interviewed: the development and performance of females 

within the organization was mostly highlighted under a particular set of positions that are 

considered more as supportive roles rather than the central operations of the organization.  

It can be thus explained that the career path development reality of these women is, 

regardless of the SBL coaching preparation, connected to the theories that don´t allow women to 

develop either vertically or horizontally: the glass ceiling and the glass labyrinth, respectively 

(Bombuwela & De Alwis, 2013; Carli and Eagly, 2016). In the present investigation, the labyrinth 

seems more appropriate to define the particularity of the career development opportunities – they 

lack the possibility to grow into determinate positions, limiting them to stereotypically feminine 

roles and later on, impacting in the possibility to reach higher positions as they lack experience in 

the key positions to prepare them for a General Management. 
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     Objective 3: To examine the experience of the managerial staff within a food 

industry in Mexico regarding the performance of the female professionals undergoing 

an SBL coaching model 

Finally, with the objective to understand the surroundings of the organizational reality in 

which the women of this investigation were developing, an objective related to the managerial 

staff was determined. The participants’ responses in this objective were codified within the context 

of the theme implications of SBL coaching program in the developmental programs and 

opportunities within an organization. This allowed to identify first the differences of the Learning 

and Development experiences within the SBL coaching context vs. the regular coaching process, 

and furtherly connect it with the transfer of knowledge to other people: whether it happened 

through SBL or as a consequential experience as a surrounding colleague. 

Findings showed consistently, that regardless if the L&D experience was through SBL or 

a normal style of coaching, participants mostly highlighted the importance of the focus on people´s 

abilities (strengths), leadership, learning from an expert, and collaboration. This is consistent 

with previous researches, as McDowall & Butterworth (2014) establish: when an individual has 

high levels of understanding (more so if it is about their strengths), and thus the development 

objectives set are based on this, coaching models are perceived as more efficient. The group that 

did not receive a promotion, though, highlighted an important element regarding their L&D 

experience: the accountability of the subject must be enhance in order to strengthen the full 

comprehension of a strength/competency. If all the responsibility is left on the coach, there is a 

potential breach in the quality of the coaching sessions and thus, in the developmental opportunity 

from the coaching experience for the coachee  (Baughman, Brumm, and Mickelson, 2012, p. 117). 
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However, when analyzing the literature regarding the differences of operation between 

traditional and SBL coaching, the results obtained are substantially different. According to Rath 

& Conchie (2008), when people are given the opportunity to work based on their strengths, they 

are 6x more likely to be engaged and 3x to perceive a higher life quality. This is consistent with 

the findings of the research: SBL coached participants highlighted how motivated they were when 

portraying a learning scheme that focused in their top 5 strengths. However, on the other hand, 

when working under a traditional coaching, it is important to reflect on the fact that the impact a 

quick-win training will not be the same as if learning is applied through a long-term application or 

practice (Patton and Pratt, 2002). That is, Developmental programs should be based in a more 

long-term learning process and not only in quick actions or solutions. Although, it is important to 

mention that one of the participants in a managerial role that didn´t live the SBL process actually 

manifested a preference for this style of training – showing, once again, that L&D processes should 

be tailor-made to the needs of the employee. 

Finally, when focusing in the transfer of knowledge, either by direct or consequential 

means, participants in this investigation – regardless of their background – once again highlighted 

the importance of having clear communication practices in order to transfer clearly their learnings, 

key messages, and expectations. Related to the investigation of Grawitch and Ballard (2016), in a 

coaching dynamic having a clear communication methodology is crucial in order to establish the 

grounds of an optimal recognition program. It is as well relevant to mention that the participants 

were clear in the importance of the relationship built with the coach or line manager: they 

considered key that, to have a clear transfer of knowledge, trust should be at the center of the 

relationship. This is consistent with Thunnisen, Boselie & Fruytier (2013), as for them this 

relationship should be built with the purpose of define clearly the performance expectations.  
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It can be thus explained that regardless of the coaching model selected, the managerial 

staff’s main challenge regarding performance of female professionals undergoing a SBL coaching 

model is in sustaining an authentic posture: being true to their knowledge, their preparation, to 

the expectations with the individual, and with the objectives expected from this relationship 

(Welch et al., 2014). However, it is important they always keep in mind how this is related to the 

coachee´s strengths, ensuring the attention is focused on the right elements to steer this talent´s 

career development to the desired development road. 

Conclusion 

In conclusion, connecting the findings of the three objectives, it can be defined that 

developmental opportunities are present and available for females within the food industry in 

Mexico. However, there are evident perceived differences for this same group of women, 

generating a sense of dissatisfaction in them as they feel limited in the options that are available 

for their gender. Although there is clear evidence that SBL coaching provides a platform for these 

women to practice and acquire all the capabilities that an ideal and highly qualified Line Manager 

has, thus making them the ideal candidate for a managerial position, there is something stopping 

the development of some of them.  

The conversation then flows towards the design of career paths: critical findings have been 

identified as sociocultural challenges that play a key role in the female representation in managerial 

positions within the Mexican context – and the way the top management female leaders are 

perceived by the lower levels, since they are not perceiving them as aspirational roles. Thus, it can 

be said that the these are constricted by social perceptions and stereotypes that have an impact in 

the self-confidence of women. This lack of confidence becomes then a blocker for them to raise 

their hands in the handful of opportunities available, allowing their developmental paths to go 
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through parallel roads (labyrinth) and not acquiring the experience of key roles to achieve high 

management positions. 

Finally, it is important to highlight that the managerial teams of the context where this SBL 

coached women have been developing rely in communication, relationship building, and 

authenticity in order to focus the development conversations in a capability and strengths stream, 

rather than basing it on the perceptions each gender has in the Mexican context. 
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Chapter 6: Conclusion & Recommendations  

Making a wrap-up of the findings and connections with the literature of the discussion, it 

becomes relevant for the conclusions and recommendations to understand the mediating factor the 

level of training and preparation the SBL Coach has in the experience of the coachee. This relates 

to their level of self-confidence, thus impacting on their way of approaching the callenges of their 

context, and potentially impacting in a positive way the perception of this group of SBL coached 

females has regarding the development opportunities available for them. 

This investigation´s strengths rely mostly in the researched groups segmentation: 

portraying not only a visibility of how the selected groups perceived the development opportunities 

of females undergoing a Strengths-Based leadership within the food industry in Mexico, but as 

well segmenting the analysis of the results within sub-groups (such as the complete Female 

Managerial sample, the complete Strengths-Based leadership Female sample, and the complete 

group that had worked under Strengths-Based leadership coaching program). This implied the 

possibility to deepen the discussion in a manner that represented from a more holistic perspective, 

the general findings of the investigation.  

Another of the strengths of this research was its qualitative nature and the analysis done 

through a thematic process: whether it is not denied that a quantitative approach could allow a 

more in-depth identification of other influencing factors in the perceptions of the groups analysed 

(furtherly discussed in the recommendations), the execution of this research through this 

perspective gave open space to the participants to express their preferences, concerns, and – even 

through the interviews – it allowed them to reflect on the learnings they are currently still applying 

to their day-to-day operations.  
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Nonetheless, within the weaknesses of the present research lie, primarily, the language 

spectrum: although it could be perceived as a strength that the participants were allowed to express 

their rationales in their mother-tongue (Spanish), for the practical process of the analysis operation 

of the researcher this became a limitation as the further transcription and translation to the 

interviews was time-consuming and implied the need to generate adaptations of common 

expressions within the Mexican population. It was as well considered a barrier the sample sizing 

of the investigation: although the participation of the eight people interviewed was rich in content, 

reliability of the investigation could be enhanced by a bigger group of participants involved during 

the process of the research – this will be addressed in detail in the recommendations. 

Other of the challenges of the investigation is mostly related to possible practical 

implications regarding theoretical practices related to socio-cultural barriers. In the initial phases 

of the investigation, societal and cultural spectrums of the Mexican culture were considered a 

minor element during the elaboration of the Literature and Research Methodology. However, when 

analysing the barriers perceived for the female population in the development opportunity, it was 

one of the most critical topics highlighted by the participants, indistinctively of their gender, 

background, current position, or are of the organization they are working in. It became necessary 

to adapt part of the literature in order to discuss these findings, and the weakness was addressed. 

However, it was a challenge since it became identified in the later moments of the research process. 

It is thus recommended that for future investigations, a longitudinal study is executed 

within a similar sample as this would allow identifying the process of thinking of the participants, 

the curve of learning within the SBL Coaching program, and critical moments in their career 

development where the actual development opportunities present can be identified rather than 

keeping as knowledge only their perception regarding these developmental opportunities. It would 
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be as well suggested that this longitudinal study had a sample greater than 2 per group, as to enrich 

and support the findings related to each of the groups – having greater visibility of the people 

involved with SBL coaching and its surroundings could assist in the confirmation of the findings, 

making them more reliable and valid.  

Though the investigation’s replication previously recommended could be held through a 

qualitative study once again, broadening the methodology to a multi-method application and 

complementing with quantitative data (regarding their level of preparation, studies, amount of time 

they have been involved in SBL coaching programs) could give additional visibility of other 

influential factors in the perception of the women and in their opportunities to develop. For this 

reason, it would be as well recommended to extend this research as well with quantitative elements, 

supporting the analysis through platforms such as SPSS and furtherly crossing the data with those 

findings of the qualitative spectrum of the investigation. 

Within the recommendations it would also be included the suggestion to replicate the study 

not only within the context of Mexico, but it becomes as well highly recommended extending it to 

other Latin American countries (and even countries with entirely different characteristics regarding 

the perception of female empowerment, such as Sweden and Holland, to give a couple of 

examples). As it was a recurrent topic and one of the most alarming findings discussed, having the 

opportunity to compare results among different nationalities, educations, cultures, traditions and 

customs could allow to confirm if the socio-cultural barriers identified within the limitations of the 

present investigation play a significative role in the actual developmental opportunities of females 

or if it is a matter more related to the perception females have accordingly to these opportunities. 
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Appendixes 

Appendix 1: Semi-structured interview questions and connection with Objectives & Themes for analysis 

OBJECTIVES 

To understand the development opportunities 
available to female professionals within a food 
industry in Mexico, undergoing strengths-based 
leadership coaching model 

To assess the differentiation of career path 
development of female professionals 
undergoing a SBL Coaching program within a 
food industry in Mexico from female 
professionals that didn’t receive the coaching 

To examine the experience of the 
managerial staff within a food 
industry in Mexico regarding the 
performance of the female 
professionals undergoing a strengths-
based leadership coaching model 

THEMES Perceived benefits of the strengths-based 
leadership coaching program. 

Perceptions on the strengths and barriers of 
female professionals undergoing a strengths-
based leadership coaching program 

Implications of this focalized coaching 
program in the development programs 
within an organization (possible 
modifications) 

QUESTIONS 

How would you evaluate the professional 
preparation in managerial abilities of the female 
line managers within your workplace? 
 
     A. Particularly speaking of those that have 
participated in the SBL Coaching program, how 
prepared would you say they are in overcoming 
the challenges of being a Line Manager once 
they’ve become familiar with the SBL 
philosophy? What makes you think so? 
     
 B. From your perspective, which would be the 
main strengths and barriers of these particular set 
of women that would have an effect on their 
performance as a Line Manager? 

What is the female representation in 
managerial positions/role within your 
organization?  
 
     A.   What in your opinion are the key 
considerations for developing an employee to 
a Line Manager? 

Tell me about your experience with 
coaching among the developmental 
program offer of your organization 
(Traditional or Strengths-Based 
Leadership). 
 
     A. How long have you been working 
on development topics under this type of 
coaching?  
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In your opinion, is the current structure of SBL 
Coaching program preparing females in the 
workplace about the needs and challenges of 
performance management? 
 
     A.Why? 
     B. What would you consider essential to 
sustain? What would you modify? 

Which ones would you consider to be the 
greatest challenges for female professionists in 
developing to managerial roles within your 
workplace? 
 
     A. To which competencies or skills would 
you relate these hardships? 
     B. Do you considere these competencies as 
acquired/developed or pre-existent? Why? 

Have you worked with the Strengths-
Based Leadership Coaching program in 
the past? 
 
     A. What was the experience like for 
you? 
     B. Have you been able to transfer this 
knowledge and experience to your 
worplace? 

Which would be, from your perspective, the key 
competencies of a highly prepared Line 
Manager? 
 
     A. How would you characterize their approach 
to development related topics within the 
workplace? 
     B. Managers that are familiarized with the 
SBL Coaching, how would you describe their 
performance under this definition you gave me? 

  

  

  
How would you describe the learning experience of those related to this type of coaching? 

     A. Are there any particular hardships (limitations) to the current execution of the SBL Coaching?  
     B. How about the key strengths of the program? What makes it different? 
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Appendix 2. Information Sheet for Participants 

 
Exploring female professionals’ development opportunities to managerial roles in 

Mexico undergoing a strengths-based coaching model 

You are being asked to take part in a research study, in support to the Dissertation Topic of Patricia 
Montserrat Arevalo Lopez, MBA student for the Human Resource Management Stream, in 
order to graduate from the program.  

The aim of the study is understanding the role portrayed by female professionals in the workplace, 
together with the contribution that a different combination of strengths and skills have in their 
socio-professional development and how this is perceived from the strengths-leadership 
perspective. 

 Women's leadership in the workplace is going to be studied through the particularity of the 
strengths-based leadership coaching lens. It will allow the investigation to enter into the 
gender perspective within companies and other employer organizations, as well as other public 
and private entities with skills in employment policies and business development.  

This project is approved by the Research Ethics Committee of Dublin Business School. 
In this study, you will be asked to participate in a focus group and semi-structured individual 

interview with the researcher in which you will be asked a series of questions regarding your 
experience undergoing a strengths-based leadership coaching model environment: whether 
you were a coachee, a coach, a line manager of a coachee or belonged to an organization that 
has this particular type of coaching. 

The study typically takes about 45 minute interview on single sessions. You may decide to stop 
being a part of the research study at any time without explanation required from you. You 
have the right to ask that any data you have supplied to that point be withdrawn/destroyed. It 
is as well important to highlight that you have the right to omit or refuse to answer or respond 
to any question that is asked of you, and that your questions about the procedures shall be 
answered (unless answering these questions would interfere with the study’s outcome.  A full 
de-briefing will be given after the study). If you have any questions as a result of reading this 
information sheet, you should ask the researcher before the study begins. 

The data I collect does not contain any personal information about you except gender, age, time 
undergoing coaching, and promotion/development opportunities within the organization you 
belong to. 

FOR FURTHER INFORMATION 

I or/and Ann Masterson will be glad to answer your questions about this study at any time. You 

may contact us at 10401812@mydbs.ie 
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Appendix 3. Consent Form 

PROJECT TITLE: Exploring female professionals’ development opportunities to 
managerial roles in Mexico undergoing a strengths-based coaching model 

 
PROJECT SUMMARY: The aim of the study is understanding the role portrayed by 

female professionals in the workplace, together with the contribution that a different combination 
of strengths and skills have in their socio-professional development and how this is perceived from 
the strengths-leadership perspective. Women's leadership in the workplace is going to be studied 
through the particularity of the strengths-based leadership coaching lens. It will allow the 
investigation to enter into the gender perspective within companies and other employer 
organizations, as well as other public and private entities with skills in employment policies and 
business development. This project is approved by the Research Ethics Committee of Dublin 
Business School. 
In this study, you will be asked to participate in a focus group and semi-structured individual 
interview with the researcher in which you will be asked a series of questions regarding your 
experience undergoing a strengths-based leadership coaching model environment: whether you 
were a coachee, a coach, a line manager of a coachee or belonged to an organization that has this 
particular type of coaching. The study typically takes among 45 minute interview on single 
sessions. You may decide to stop being a part of the research study at any time without 
explanation required from you. 

 
By signing below, you are agreeing that: (1) you have read and understood the Participant 

Information Sheet, (2) questions about your participation in this study have been answered 
satisfactorily, (3) you are aware of the potential risks (if any), and (4) you are taking part in this 
research study voluntarily (without coercion).  

 

 

_______________________________                      _______________________________ 

Participant’s signature     Participant’s Name (Printed) 

 

PATRICIA MONTSERRAT AREVALO LOPEZ    _______________________________ 

Student Name (Printed)        Student Name signature 

Date: ____JULY, 2019 
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Appendix 4. Ethics Information – Business Postgraduate Studies 

Student Details 
Student Identifier: 
 

10401812 

Proposal Research Title: 
 

Exploring female professionals’ development opportunities to 
managerial roles in Mexico undergoing a strengths-based coaching 
model 

Brief Description of the 
research: 
 
  

The present research aims to aid understanding the role portrayed 
by female professionals in the workplace, together with the contribution 
that a different combination of strengths and skills have in their socio-
professional development and how this is perceived from the strengths-
leadership perspective. It results relevant to be able to identify how the 
specific focus of this coaching style – taking strengths into consideration 
rather than opportunities – influences in the women's’ experience in order 
to understand their leadership influence.  

Women's leadership in the workplace is going to be studied 
through the particularity of the strengths-based leadership coaching lens. 
It will allow the investigation to enter into the gender perspective within 
companies and other employer organizations, as well as other public and 
private entities with skills in employment policies and business 
development.  

 
 

   

Sampling 
The population of 
interest: 
(brief description) 
 

Female professionals within the food industry in Mexico as of 
2019 that have undergone a strengths-based coaching model. It would 
become as well important to analyze their surroundings, thus interviewing 
a total of 8 people were selected for the investigation, divided in the 
following groups:  

• 2 female professionals that did undergo a Strengths-Based Leadership 
Coaching model and were promoted to a managerial position 

• 2 female professionals that did undergo a Strengths-Based Leadership 
Coaching model and were not promoted to a managerial position 

• 2 female professionals that didn’t undergo a Strengths-Based 
Leadership Coaching model but were familiar to it within their 
context of development 

• 2 Managers within the organization that actively worked with the 
Strengths-Based Leadership Coaching model 
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Sample of interest: 
(a brief description of 
the size and how it is 
chosen) 
 

Through non-probabilistic purposive sampling, actively searching within 
the population that possesses, in the selected organization, a particular 
characteristic that is crucial for the purposes of the present investigation: 
females at the workplace currently undergoing a strengths-based 
leadership coaching process. 

8 interviews, 2 for each subgroup 

 
 

   

Primary Research - Data Management 
Is the data anonymised – 
how is this done? 
 

Yes, only the researcher will be holding the interviews and 
selection would be made through demographic characteristics, thus not 
obliging to disclose if they are or are not participating in the study to their 
line managers. 

How is data 
confidentiality 
maintained: 

Data collection would be done privately through computer and 
disclosed only with the supervisor. 

Where will the data be 
stored: 

Online (cloud) and computer laptop 

When will the data be  
destroyed: 

The day after the time period for the appeal-of-grade period has expired.    

 

Specific Ethical Considerations 
Detail any 

aspects specific to your 
proposal that will require 
further ethical approval 
e.g. interaction with 
under-18 year-olds, 
experiments requiring 
deception, anything that 
might cause respondents 
any distress, etc. 

The potential risk of participants perceiving this as a potentially 
damaging activity to their development if they have not (yet) been 
nominated for a developmental position within the organization. Clear 
communication and measurement of confidentiality of participation must 
be ensured in order to avoid this perception and thus alteration of the 
results of the investigation.  

 

 

 

 

 

Student 
Signature: PATRICIA M. AREVALO LOPEZ 

Date 
Signed: MAY 8, 2019 

 


