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ABSTRACT

This study aims to analyze the influence of assertiveness, family responsibilities, the
presence of networks, work life balance and level of mentorship that women obtain
regarding their aspirations to be leaders inm Commercial banks in Butwal Sub
metropolitan City. A five poimt likert scale questionnaire has been developed to
collect two types of information including general information ie. demographic
details relating o female leaders engaged Commercial Banks in Butwal Sub
metropolitan city and details about the dimensions of female leader aspiration.
Ordinary Least Square (OLS) method of regression analysis has been executed to
check effect of independent variables on dependent variable. Descriptive and causal
comparative research design has been adopted for data analysis has been done o
phtain the results as per objectives. The overall findings of this study suggest that
most of the female employees in commercial banks of Butwal Sub metropolitan city
arc aspired to be leaders, This study identifies various factors like Assertiveness,
Network, Family Responsibility, Work-life Balance, and Mentorship have significant
effect on leadership aspiration. Among all the factors, mentorship has the most
influence on Leadership Aspiration followed by assertiveness, work life balance and
network. Mentoring women in their career can enhance their aspiration o become 4
leader in their career. To help women in the workplace, organization should encourage
personal and professional balance as they advance in leadership positions.

Keywords: Leadership Aspiration, Assertiveness, Network, Family Resporsibility,

Work-life Balance, and Mentorship, /
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Chapter I
Introduction

Background of the Stady

Leadership aspiration is defined as the interest in achieving a leadership position, As a
predictor of advancement, it is important to understand the conditions that foster female
leadership aspiration (Erlemann & Knippenberg, 2018). A shifi in motivation from an
extrinsic to an intrinsic approach may alter a person’s leadership behavior as values
influence conduct and motivation is the desire to do something. Additionally, leadership
behavior may alter as a result of a shift from extrinsic to intrinsic motivation (or vice

versa) that occurs during life or is brought on by a traumatic experience (Jenmi, 2017).

Leaders face a challenging burden as managing people gets increasingly demanding and
complicated, Leadership techniques that were formerly viable are no longer applicable.
Marketl competition is rising, leaving little possibility for distinction. Organizations® are
increasingly looking for ways to differentiate themselves in the area of leadership.
However, in order to do so, one must first comprehend the complexities and breadth of
leadership, as well as the factors that must be considerad and how they interact (Talajic et
al., 2022). Leadership has evidently developed from the capacity to force the leader's will
on others in order to elicit compliance, respect, lovalty, and collaboration (Moore, 1927).

Business leaders’ belicfs are only relevant o the organization if they are pul into action.
In business ethics as in life, we always hope that doing the right thing, although being
cosily and ofien painful in the short mm, will pay off in the end (Ciulla, 2020).
Competent tcam leaders and managers who interact with CSRs and assist them in
developing effective teams. Employees are also given independence in their job and are
permitted to work in the method they think is ideal for them to attain objectives, and they
also get strong support from team leaders and supervisors 1o surpass the prior largets.
Innovative leadership is critical for any organizations seeking to remain competitive in
the twenty-first century (Alharbi, 2021). Similarly, Jung et al. {2003) found that

leadership had a favorable impact on organizational innovation. = AN




Women's leadership atiributes have been demonstrated to be successful, and 1t appears
thar the presence of both male and female conventional leadership abilitics in 8 working
setting helps both genders to thrive. Culture and circumstance confinue to play important
toles in shaping and influencing attitudes toward gender and leadership. The findings of
this study show that gender prejudices persist in our culture and have a significant effect
in how leaders are appointed to positions of power (Appelbaum et al., 2019}

Female leadership enhances organizational performance and productivity, leading o
greater business outcomes. Women continue to be underrepresented in business
leadership roles, with modest improvement { Tjahjana et al., 2024). Pressures for intense
parenting, along with the rising demands of most high-level occupations, have left
women with little time to mingle with colleagues and create professional networks—that
is, to amass the social capital required for managers who want to advance (Eagly & Carli,
2007).

In recent years, women have become much more prevalent in small company ownership
worldwide. These women play a vital role in the expansion and advancement of regional,
national, and international economy. However, the academic world has paid very little
attention to them despite their growing numbers (Fielden & Davidson, 2005). Women's
capacity to become corporate leaders should increase when unfavorable prejudices about
them go away. This argues that women should break stereotypes by acting more like
males in order to be treated equally (Kray & Kennedy, 2017). The problem that women
do not occupy a large position in the executive space of companies is appropriately
defined as the "glass ceiling” or "the leaking pipeline”, Although women do well in
middle management, they do not achieve the same level of cxccutive positions as males

(Painter & Werhane, 2011).

Women employees exhibited a considerably greater level of positive view of female
leadership compared to male employees. Finally, the findings revealed that the gender of
the immediate superior was substantially associated to employees' positive attitudes of
female leadership (Hilal, 2015). There are no variations in the degree of objectivity in

incumbents' descriptions of female successors’ qualities compared to their male
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counterparts, nor in the degrec of subjectivity in their developmental requirements
(Virick & Greer, 2012).

Women have aspirations, regardless of whether they take achon and encourape
themselves to climb to top managerial positions. However, in many circumstances,
impediments such as discrimination, familial obligations, prejudice, and stereotyping
prove ineffective. The majority of women and men believed that cducation and training
might better equip women for leadership jobs. Respondents overwhelmingly supported a
participatory leadership style. A favorable correlation emerged between participatory
leadership style and organizational effectiveness (Elmuti et al., 2009).

Women's leadership is frequently associated with feminine characteristics such as
flexibility, tolerance, compassion, and teamwork. Despite their passion and commitment
to organizations, women's leadership prospects are limited, and those who do hold
leadership positions confront tremendous hurdles. In academia, female leaders seck to
advance their carcers and identities while overcoming obstacles such as male dominance,
limited collaboration, and limited power over their knowledge, and severe workloads.
Monetheless, women are eager to take on |eadership moles, face challenges, and make
substantial contributions {Shrestha et al., 2023).

By investigating the leadership joumneys of female leaders in private organizations in
Nepal, focusing on the impact of social and familial issues. It was discovered that these
leaders overcome gender preconceptions via competence and expertise, aided by sirong
familial support and professional recognition. This distinct combination influenced their
leadership characteristics, stressing tenacity and integrity in accordance with South Asian
cultural standards (Thomas & Das, 2024). With 46 percent female representation in its
entry-level workforce, the banking industry in Nepal is ahead of other countries in South
Asia in achieving pender parity. However, only 23 percent of senior management roles
are held by women, according to a new International Finance Corporation (IFC) report
that examines gender diversity at six leading banks in Nepal. Nepal has a solid legislative
framework 1o encourage women's economic engagement in the country. These provisions

are broader than those of other South Asian countries. These progressive policies have
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allowed Nepal 1o be a leader in the region, more needs to be done to increase the number
of women in leadership positions and to reach gender parity (IFC Report, 2024).

In MNepal, the entire image demonstrates a major lack of diversity. Women hold just 9%
of scnior cxcoutive jobs, accounting for 18 out of 201. Only six of the |55 provineial
chiefs are women, accounting for a mere 4%. Several things contribute to this disparity,
Across all commercial bank branches, just 11% of managers are female. The ratio is
preater in Kathmandu Valley, where 236 of 804 branch managers are female (29%).
However, the number lowers dramatically outside of the valley, where just 126 of 2,880
branch managers (4.37%) are female (Chalise & Pande, 2022). The women chief executive
officer of any commercial bank is started from Anupama Khunjeli of Mega bank Lid.
However, it is limiled 1o a very meager in number as per the number of banking and

financial institutions running in Nepal,

Despites of gender equality and women participations in working field, only few women
are able to get the leadership position as they aspire to be in. There has been litile
rescarch on the influence of intemal and external variables on female leadership
aspirations. However, this type of rescarch is critical for establishing ways to boost
women's contributions as leaders. This study aims to identify the influence of
assertiveness, family responsibilities, the presence of networks, work life balance and
level of mentorship that women obtain regarding their aspirations to be leaders in
Commercial bank.

Statement of Problem

Women's professional progression is still hampered by glass ceiling reasons, including
organizational, social, and psychological impediments, cspecially in managing positions.
These issues continue to restrict women's advancement prospects despilte growing
initiatives to advance gender equality in the workplace, particularly in historically male-
dominated sectors like Nepal's banking indusiry (Shrestha et al., 2024).

Women bankers in Nepal face several hurdles during their careers that limit their growih
at work. These issues emerge carly in their professions and appear at various stages of
their professional jowmeys, pulting them at a disadvantage in terms of work or
professional outcomes, as well as creating a suboptimal daily work experience. While

'k
4 ; I|Il\.

fait




banks have initiated efforts to address some of the sbove challenges, limited buy-in
among the managerial and leadership cadre is adversely affecting the success of these
efforts. Most banks have introduced policies 1o increase women’s representation. They
have initiated specific steps to improve women's experience and representation in the
workforce (for example, by targeted recruitment dnves, and specific leadesship
development programs for women employees). However, most banks do not currently
monitor how these efforts are faring. Existing efforts are also undermined by a lack of
buy-in from leaders and managess. In fact, nearly 57 percent of men in middle and senior
management roles who responded to the survey do not believe that having more women

leaders can help their organizations become more competitive (IFC Report, 2024).

Aligning with these responses to the problems the study aims to investigate various
determinants of leadership aspirations of female leaders especially in commercial banks
in Butwal Sub metropolitan city, Nepal, Likewise, study aims to analyze the influence of
assertiveness, family responsibilities, the presence of networks, work life balance and
level of mentorship that women obtain regarding their aspirations to be leaders in
Commercial bank. A quantitative method of data analysis has been done to obtain the

results as per objectives.

Research Questions

# Is there an association between the assertiveness, network, family responsibility,

work-life balance and mentorship and leadership aspiration?

# Do assertiveness, network, family responsbility, work-life balance and

mentorship effect on leadership aspiration?
Ohbjectives of the study

» To measure the association between assertivencss, network, family responsibility,
work-life balance and mentorship, and leadership aspiration.

» To analyzs the effect of assertiveness, network, family responsibility, work-life

balance and mentorship on leadership aspiration.

L




Rationale of the study

The study is beneficial to different parties such as female leaders, their family members,
coworkers, society etc. to understand what actually aspire women to be leaders in any
institution they work, The study of leadership aspiration in Commercial bank can help

new females aiming to stay in Nepal and build their career in Wepalese banking sector.

Limitation of the study

The stidy is restricted to female leadership in. commercial banks in Butwal Sub
metropolitan city only. The findings may not necessanly represent opmions of those
female employees from other locations and from other seciors like, education, medical,

A
manufacturing sectors, and msurance sector, Ty T




Chapter I1

Literamre Review

Theoretical Review
Trait theory of leadership (Thomas Carlyle, 1840)

One method to studying leadership is to find the characteristics that distinguish "natural-
born” leaders, those wha possess the "right stuff." According to the Great Person Theory
of History, extraordinary individuals emerge to shape the trajectory” of human events,
This approach has received some support over the years, as certain characteristics of
people who po on 1o become leaders include ambition, intelligence, a desire for power.
self-confidence, a high encrgy level, and the ability to be flexible and adapt to change.

Effective leaders possess a range of important traits that contribute 1o their success. These
include cognitive ability, which refers o intelligence and the capacity 1o process large
amounts of information quickly, and flexibility, which enables them to adapt to the needs
of their followers and changing situations. Inner drive is crucial, as it encompasses a need
for achicvement, ambition, and high energy levels. Leadership motivation invelves a
desire to influence others to achieve common goals, Expertise is also vital, as it signifies
specific knowledpe of technical issues relevant to the organization. Creativity allows
leaders to generate original ideas, while sell~confidence instills faith in their own abilitics
and ideas. Lastly, integrity, characterized by reliability, honesty, and an open
communication style, ensures that leaders are trusted and respecied by their team.
Together, these traits form a strong foundation for effective leadership (Hogan et al.,
1994,

Social Cognitive Career Theory (SCCT) - Robert W. Lent, Steven D. Brown, and
Gail Hackett (1994)

The social cognitive carcer theory (SCCT) is a relatively recent theory that aims to

explsin three interconnected elements of professional development: (1) how basic

acadcmic and job interests arise, (2) how educational and career choices are chosen, and

(3) how academic and career success is achieved, The theory contains a number of ideas

{for example, interests, abilities, values, and environmental circumstances) that occur in
) A\

= J=t




parlier career theories and have been shown to influence career development. SCCT,
created by Robert W, Lent, Steven D). Brown, and Gail Hackett in 1994, 15 based on
Albert Bandura's general social cognitive theory, an influential theory of cognitive and
motivational processes that has been extended to the study of many areas of psychosocial
functioning, such as academic performance, health behavior, and organizational

development.

Three interconnected vanables—self-efficacy beliefs, result expectancies, and goals—
serve as the fundamental building blocks of SCCT (Social Cognitive Leaming Theory).
Self-efficacy refers to an individual’s own conviction in his or her ability to undertake
specific actions or courses of action. Unlike global confidence or self-esteem, self-
efficacy beliefs are relatively dynamic (i.e., changing) and activity-specific. People's self-
efficacy for the activities necessary in different vocational areas varies. For example, one
individual may be extremely confident in his or her ability to complete tasks required for
successful admission into and performance in scientific domains, but considerably less
confidence in his or her talents in social or entrepreneurial sectors, such as sales. SCCT
posits that people are likely to acquire interested in, choose to pursue, and perform better
at activities at which they have strong self-efficacy beliefs (Lent, et al., 2002),

Bandura’s Social Learning Theory & Social Cognitive Learning Theory

This theory is founded on the premise that we learn via our interactions with others in a
social setting, People learn comparable actions by seeing the activities of others. People
absorb and mimic the conduct of others after witnessing it, especially if the observations
are pleasant or contain rewards connected to the observed behavior, SLT consists of three
ideas, according o the literamre.

First, humans may learn by observing, which is known as observational learning. Seeond,
mental states are a key element in leaming; this is also known as intrinsic reinforcement.
Finally, it emphasizes that learning does not always result in a behavioral change, which
is followed by the modeling process. Based on his research and discoveries, Bandura
renarned his SLT to Social Cognitive Learning Théory (SCLT) in 1986, In other words,
the Social Cognitive leaming Theory (SCLT) stemmed for a better description from the
SLT which had been advocating since 1960)'s.




Because they address attention, memory, and motivation, the SLT and SCLT theories are
frequently referred (o as a bridge between behaviorist and cognitive leaming theories. It
also places a strong emphasis on cognitive notions. Furthermore, Albert Bandura is often
regarded as the most famous living psychologist. His Social Cognitive Theory has
affected mmmerous fields of study, including education, health sciences, social policy, and
psychotherapy, among others. On a closer observation, however, social cognitive theory
has its roots in American behaviorism, but Bandura extends radical behaviorism to
melude cognitive factors in his account of social leamning. Finally, cognitive theory has
been used to solve a number of global problems such as environmental conservation,

poverty, souring population growth and so on (Tadayon & Bijandi, 2012).
Empirical Review and Hypotheses
Asgsertiveness

The role of assertiveness is significant regarding female leadership aspiration (Tjahjana,
et al., 2024). The cffect is significant for assertiveness on a perception of leader’s
behavior that aspire him to be a leader (Lazenby et al., 2015). Similarly, the siudy of
Mutangili (2020} showed that assertive leadership promotes higher sclf-awarcness, an
internalized moral viewpoint, balanced information processing, and relationships between
leaders and therr subordinates, all of which contribute to good self-development
However, Meshko et al. (2022) stated that developing assertiveness in fufure managers
requires activating personal self-regulation systems and developing constructive
strategies to tackle professional challenges. Goals include improving swdent self~esteem
and self-concept, fostering a professional and subjective viewpoint, and promoting
appropriate managerial conduet. Likewise, the study of Kuzhabekova et al. {2017)
concluded Women using transactional leadership style prioritized orgsnizational
requirements and subordinate performance over personal concerns for their workers,
They did not interact with their subordinates on a human level and frequently sided with
male colleagues. Such women attempted to seem reasonable, placing their professional
character ahead of their identities as women.

Hy: Assertiveness has a significant and positive influence on female leadership aspivation,
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Network

Organizational learning and personal views observed by peer collaborators are linked to
individual leaders' perceptions of instroctional leadership. So it plays an important part in
leadership aspirations (Lion & Daly, 2019). Similarly networking skills are vital for
boosting social capital and achieving carcer success; nonetheless, many people find
networking to be uncomforiable or helieve they lack the necessary skills (Janasz &
Forret, 2008). Regular interactions with others can help establish trustworthy
relationships. Employees across all levels of an organization will need to adjust their
attitudes and mindsets regarding the genuineness and importance of networking (Akkas,
2023). Likewise, Network has positive influence on leadership aspiration (Tjahjana et
al., 2024). Leader networking, as reporied by leaders and by their subordinates, was
significantly related to ratings of managerial effectivencss by peers and superiors (Kim &
Yukl, 1995). However, Hassan et al. (20158) concluded that the use of networking is
largely to achieve work unit ohjectives rather than to seek personal goals: hence, it does

not immediately imply leadership conduct, Nevertheless, it assists leaders in their task.
Hi: Network has a significant fnfluetice on female leadership aspivation.

Family Responsibility

The study done by Song and Cheng (2020} concluded that family responsibility has a
positive influence on leadership espiration as Women play a part in supporting the family
economy. Similarly, Study of Zunaidi and Maghfiroh (2021) investigated that the major
reasons why women must work outside the home are cconomic and self-actualization in
order to aid their spouses, These ladies chose to work because their families’ economic
needs required it. Assisting with hushand's finances, including meeting his requirements
and paying, women are influenced towards leadership. However, the results from the
study of Tjahjana et al. (2024) showed that family responsibility has a negative influence

on leadership aspiration.

Hy: Family responsibility has a positive influence on and female leadership aspiration.
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Worlk Life Balance

Leadership aspiration also is positively influenced by work life balance, Implementing
work—life initiatives, such as flexible work arrangements, leaves of absence, or on-site
child assistance, organizations may encourage leadership aspiration for both genders
(Fritz & Knippenberg, 2018), Work-life balance have most significant influence to
employee engagement, and employee engagement have sirong influence to the employee
performance (Katili et al,, 2021). Less stress in the workplace, team support, area of
specialization, workload, flexibility, supervisors' commitment o employees' personal
lives, work force, and discipling have all indicated that the teaming population of health
and safety employees has some control over their time and personal lives. Furthermore,
the company's assistance and rules for work-life balance are regarded to be appropriate,
paving the path for good employee performance (Thwughwavwe & Shewakramani,
2024). However, study of Giuffrida (2018) observed and concluded that women often
struggle to manage work and family responsibilities. The survey found that many
respondents were primary caregivers for others and struggled to balance their job and
personal responsibilities. Similarly, as per study of Deery (2008), work-life balance has
long been recognized as a critical component in increasing employee performance.

People utilize ways to assist them balance their participation in their jobs and their

families.
H: Work life balance has a significant influence on female leadership aspiration.

Mentorship

Mentorship has a significant influence on the formation of leaders and will continue
throughout human history (Roy. 2024). Mentoring is successful in responding to
leadership needs and fostering leadership skills, i particular developing reflective skills
and nurturing strong networks (Stead, 2005). The Writing Peer Mentoring program at
West Chester University  significantly impacts the development of leaders and
professionals in various fields. This research highlights how the program serves as a
unique dual learning and development opportunity for both mentors and the students they
support (Pickett, 2022). Exposure to mentorship increased leader efficacy, whi:h_ai’fc:ctcd

Fy .5

independent performance ratings over time (Lester et al,, 2011).
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He: Mentorship has a significant influence on female leadership aspiration.
Leadership Aspiration

Women's success in leadership, education, and accomplishment requires a motivating
balance. Creating a work atmosphere with motivational balance may empower women to
realize their goals, rather than merely aspire. To enhance women's advancement, barriers
must be removed and support systems built. To build an egalitarian workplace, both
genders must acknowledge their own prejudices and strive towards breaking down
barriers (Giuffrida, 2018). Increasing female IEMP mvolvement 15 a very important
goal. Supervisor pender, work-life initiatives, cooperative atmosphere, and the
organizational environment significantly influences female leadership aspirations

{Erlemann, 2016, fﬁ;‘.}‘-_
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Chapter TIT
Research Methods

Research Design

The study is hased on descriptive survey research design. Co refational and casual

examination is carried out as per the need of this study.
Population and Sampling Technique

There are 71 commercial bank branches operating in Butwal Sub mefropilitan city. In an
average 6 people are working as productive workers in each Branches ol commercials
banks in Mepal, The total workforce in 71 branches is 426. As per Financial
Incorporation Report, May 11, 2024; women in managerial role in commercial banks is
23%. Moreover, women workforee in commercial bank is 46% of the total employees.
Therefore, the population is 46 % of total employees’ Le 195 and census technigue has
been adopted under the study. Therefore, the sample size 15 195", 211 guestionnaires has

been distributed to the respondents and 195 valid questionnaires have been received,
Nature and sources of Data

The proposed research is relying on primary data. The primary data has been collected
from the female leaders engaged in Commercial Banks in Butwal Sub metropolitan city.

Tools for Data Collection

Questionnaire consisting of five Poinl scale has been used to address dimensions of
family responsibility, assertiveness, networks, work life balance and mentorship as a
dimension of leadership aspiration of female leaders on bank and financial institutions.
Data has been collected from primary sources using a well-structured questionnaire on a
five point likert scale as |-strongly disagree, 2- disagree, 3-neutral, 4- agree, 3- strongly
agree, The guestionnaire has been developed to collect two types of information
including peneral information i.e demographic details relating to female leaders engaged
Commercial Banks in Butwal Sub metropolitan city and details about the dimensions of

! htips:fwww financialnotices. com/bank-location/local- 498 bank AN\
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female leader aspiration. Initial pilot testing of the questionnaire has been done wath 24
female leaders enrolled in Commercial bank in Butwal Sub metropolitan city to check the

validity of the questionnaire as well as reliable test has been conducted.

Statistical tools for Data analysis

Descriptive statistics used to understand the socio demographic information about the
respondents. One way ANOVA has been used to check mean differences. Karl Pearson’s
coefficient of correlation test has been done to check relationship between dependent and
independent variables. ﬂrriinar:.rl Least Square (OLS) method of regression analysis ]:|~‘E|.5
been executed to check effect of independent variables on dependent variable,

Mean

Average is a popular term used to refer to the arithmetic mean. The average value of a set
of numbers is represented by the mean, which is a measure of central tendency. To
compute it, first add up all of the values in the dataset, and then divide that total by the
total number of values. The arithmetic mean, or simply the mean of the supplied
numbers, is the average of a given sct of numbers, It facilitates comprehension of the
typical value or average of a specific variable under smdy for both readers and
researchers, The mean ean also be utilized for trend analysis, compansons, and mference

from data analysis carried out during thesis research.
Standard deviation

Dispersion is a measurcment of the scatter required to obtain an average from the mass of
figures in a series. To quantify the absolute dispersion, one nses the standard deviation,
The standard deviation increases correspondingly with the smount of dispersion. High
levels of observational consistency as well as series homogeneity are indicated by modest
standard deviation, and vice versa. P

Hirs
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Reliability Analysis

A reliability test is an evaluation of a research instrument or measure used for data
collection that looks at its consistency, stability, or dependability. A reliability coefficient
called Cronbach's Alpha is used to determine the consistency of measures for this study.
Cronbach's alpha rmuns from 0 to 1. No internal consistency 15 indicated by a value of 0,
while perfect internal consistency is shown by a value of 1. When the alpha value is high
enough I{usua]iy maore than 0.70 or 0.80, depending on the field), it indicates that there 1s
a strong correlation between the items and that they regularly contribute to measuring the
consiruct. On the other hand, a low alpha value can suggest that the items are assessing
distinct components of the concept or that they are not tightly related (Nunnally &
Bernstein, 1994),

Correlation Coelficient

The correlation coefficient which is denoted as r is a statistical measure that determines
the strength and direction of the relationship between two variables. It ranges from -1 to
1. Where. 1 indicates a perfect posibive correlation which determines that if one variable
increases another variahle decrease. 0 indicates no correlation where there is no linear

relationship between two variables.

Regression

The influence of links between independent wvariables and dependent vartables is
analyzed statistically using regression. If all of the variables in the regression model are
linear, the regression model is referred to as linear. Strajghtforward regression model that
uses a straight line to evaluate the association between one independent variable and one
dependent variable, When X is the explanatory variable and Y is the dependent variable,
the equation for a basic linear repression line Y=a +bX. 3
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Research Framework and Operational Definition of variables

Research Framework

Figure |
Independent variables Dependent variable
Assertivensss \
| Hy
Network S
H;
Leadershi irati
Family responsibility i i ity
3
Ha
Work life balance ',,,..-"‘"
Hc

Mentorship /

More: Adspted from Tjahjana et al. (2024)

The model becomes:

Leadership aspiration = f (family responsibility, assertiveness, networks, work life

balance and mentorship).

Y=pO+PI X1 +E2X2+B3X3 4+ X4+ X5t tviiiiiniiininnivnnens {1}
Here, Y is leadership aspirations, X1 represents assertiveness, X2 stands for networking,
X3 indicates family responsibility, X4 represents work-hfe balance, and X5 represents

mentorship. The coefficient of constant, B1, B2, B3, 4. and B5 represepts coefficients of

explanatory (independent) variables and u is the error term.
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Operational Definition of variables
Assertiveness

Assertiveness entails correctly expressing thoughts, sentiments, and limits while
respecting the rights of others, preserving a favorable impact in the receiver, and taking
into account the potential implications of the expression. It incorporates both positive and
negative statements and aims to attain personal andfor instrumental objectives (Plafinan,
2017). Assertiveness describes how a person behaves in a scenario in which her
viewpoinls andlor interests n:;]]lde with those of others. That is, given any real -c:ur
projected obstacle, humans must frequently confront a fundamental guestion regarding
behavioral reactions to this subject are typically organized i the thoughts of both actors
and viewers along a continuum ranging from aveidance and passivity to aggressiveness

and hatred (Ames, 2009),
Nerwork

Networking entails establishing and sustaining cooperalive connections with persons
beyond the manager's work unit. Specific networking activities include attending
meetings, professional conferences, and ceremonies, joining groups and clubs, and
socializing informally and interacting often with people in the professional network
{Kaplan, 1984).

Family Responsibility

Family responsibility impact persons’ availability and willingness to work. Consistent
with gender-based normative expectations, women continue to carry primary duty for
house maintenance and childcare, regardless of their job level. Although worked mamed
women spend less time on howsework and childeare than non-employed women, they
invest significanily more time to home and family in fulfilling their family role

obligations than males (Parasuraman & Simmers, 2001).

Waork-life balance

Work-life balance 15 characterized as a balanced connection in all aspects of attention,
time, engagement, and commitment (Greenhaus & Powell, 2006). Determinants of work-
lite balance, such as job satisfaction, flexible working hours, and soci
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be disregarded, particularly in the organizations of the aforementioned Asian nations.
Management and policymakers may make the greaiest use of the current results in
developing new policies and managing work-life balance in their particular businesses
(Al & Sinha, 2019).

Mentorship

Mentorship emerged as a necessity in the workplace, primarily due to the ever-changing
landscape of organizations, new demographics of associates entering the workforce, and
growing opportunities of employment within an organization. Those who previously
were not a part of the workforce required suppori and guidance of mentors to be
successful in their professional careers (Russell & Adams, 1997). Mentorship acts as
significant technique for socially responsible leadership development (Shalka, 2016).

Leadership Aspiration
Leadership aspiration can be defined as the interest in achieving a leadership position. As
a predictor of advancement, it is important to understand the conditions that foster female

leadership aspiration (Erlemann & Knippenberg, 2018). An intention to obtain

promotions, manage and train others, and be recognized as a leader in one's field

{O'Brien, 1996).
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Chapter TV

Resulis, Discussion, and Conclusions

Results

Deseriptive Analysis: Demographic Analysis
Table 1

Fabie showing age of respondents

Category Age
1824 yrs.  24-30 yrs. 30-36 yrs, 36 yrs. &
above
Frequency i 56 76 37 5 26
Percent 259 35.2 174 12

Source: SPSS Chapur Digital Library of Lumbini Banijya Campis

From the table it is found that out of {195) respondenis, {24-30) age group is ranked in
first with (76) respondents, and second is gone for the (18-24) age group with (56)
regpondents. Likewise, the third group is (30-36) with 37 respondents and there are 26
respondents above 36 years, Thercfore, it can be said that having majority of the
respondents from the age group of (24-30) they opines as per the gbjective of the

queshionnaire.
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Table 2

Table showing the marital status and education level of respondenis

Category Marital Status Educational Level of Respondents

Marmied Unmarred Others  Bachelor  Masters Mphil and Others

Pactorate
Frequency 87 100 10 47 129 3 16
Percent 4.3 46.3 3.7 21.8 59.7 9.4 7.4

Source: SPSS Output Digital Library of Lumbini Banijya Campus

From the above table marital status it is found that 40.3% (87 respondents) out of 195
respondents are married, 46.3% (100 respondents) are unmamied, and 3.7% (10
respondents) come under other groups. This reflects that about half of the respondents are
unmarried. The "other" category represents a minimal portion of the total respondents.
From the analysis of education level of respondents, 21.8% (47 respondents) hold a
Bachelor's degree, 59.7% (129 respondents) hold a Master's degres, and 9.4% (3
respondents) have an Mphil and Doctorate, and 7.4% (16 respondents) fall into the
"other" education category. This shows that the majority of respondents have a Master's
degree, followed by those with Bachelor's degrees. A smaller percentage holds an Mphil
& Doctorate, and a small number falls into the "other" education category. '
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Table 3

Table showing the years of experience

Category Years of
experience
less Than 1 1-3 yrs 3-5 yrs 5-10 yrs 10 and
¥I8 above yIs
Frequency 49 101 16 19 10
Percent 5.1 46.8 7.4 8. 4.6

Source: SPES Ouipur Digital Library of Lumbini Banifva Campus

From the table it is found that out of (195) respondents, majority of the (76) respondents
have a working experience of (1-3) years, and similarly. 49 respondents have a working
expericnce of less than one year. Likewise, 19 respondents have a working experience of
5 - 10 years and only 10 respondents have a working experience of more than 10 years.
Therefore, it can be said that having majority of the respondents having working

#

experience of 1-3 years opine as per the objective of the questionnaire. i)
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Descriptive Analysis
Descriptive Analysis of Assertiveness

Table 4

Table showing Descriptive Analysis of Assertiveness

Cronbach's

Details N Mean Std.,
Deviation  Alpha

1 am an individual full of energy 195 44615 61116 an
I am an outgoing and sociable individual (extrovert), 1935 44410 57469 R
1 am an individual who has a confident personality

195 45949 50254 50
of leader. i
1 feel that 1 know a lot more than most leaders

195 45744 33569 8
about what it takes to be a good leader.
1 am confident of my ability to influence a work

195 459500 50223 AR

group that T lead.

Note. SPSS ouiput Dighial Library of Lumbint Banifva Campus

The mesan represents the average level of agreement or frequency on each statement,

which is typically measured on a 5-point Likert scale (I = Strongly Disagree, 5 =

Strongly Agree), with a mean close to § indicating strong agreement, a mean around 3

indicating newtrality or moderste agreement, and a mean below 3 mdicating

disagreement. The standard deviation (SD) depicts the range of individual replics; a low

SD (e.g., around 0.5) reflects consistency, with most responses near (o the mean, whereas

a larger SD (over 0.7) indicates greater variance in viewpoints, When the alpha value is
high enough {usually more than 0.70 or 0.80, depending on the field), it indicates that
there is a strong correlation between the items and that they regulgrly contribute to
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measuring the construct. On the other hand, a low alpha value can suggest that the items

are assessing distinet components of the concept or that they are not tightly related.

Above results from the table 4 shows that all the five statements of variable assertiveness

have high mean value that is more than 4.4, it reflects that most of the respondents are

agree ot strongly apree with them. The standard deviations for all the items are low

(below 0.62), which shows that there is a litle variation in responses. The Cronbach’s

Alpha walues are ranging from 068 to 0.90. This indicates acceptable intemal

consistency and represents the items reliably measure the variable assertiveness.

Descriptive Analvsis of Network

Table 5

Table showing Descriptive Analvsis of Network

Detils

I often seek other forms of support from

other people or Groups.

I have extensive relationships with people
or groups who have different webs for

finding new ideas.
[ aften network with outsiders.

| often strengthen networks with other
people or groups.

I often share ideas with people or

groups outside my Network.

N Mean Sd. Cronbach’s
Deviation Alpha

195 40615 60074 97

195 4.1282 62437 &1

195 43705 A0315 82

195 42718 67578 -5

195 42667 51844 )

Note, SPSS output Digital Libvary of Lumbini Banijya Campus
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From the above table 5, the overall results shows that all the five statements of variable
network have high mean value that is more than 4.0615, it reflects that most of the
respondents are agree with all the items. The standard deviations for all the items are low
{below 0.68), which shows that there is a little variation in responses. The Cronbach’s
Alpha wvalues are remging from 071 to 0.892. This indicates acceptable internal

consistency and represents the items reliably measure the variable network.,
Descriptive Analysis of Family Responsibility
Table 6

Table showing Descriptive Analvsis of Family Responsibility

Details N Mean Stdd. Cronbach’s
Deviation Alpha

| am the sole bread earner of the family, 195 4.5026 55959 0

| do not have the liberty (o leave my job as
my family's sustenance (daily bread) is 195 43282 61487 68

dependent on this.

Handiing the day-to-day needs of the children
195 45333 60297 79

at homa is primarily my responsibility.
| have dependent elders ai home. 195 45282 60323 1

If T am jobless for a month of twoe, my family
195 44410 61236 60

will be in preat financial distress.

Note, SPSS outpni Digital Library of Lumbini Banijya Campus

The results from the above table & shows that all the five statements of variable family
responsibility have high mean value that is more than 4.3, it reflects that most of the
respondents are agree with all the items, The standard deviations for all the items are low
: Th.ﬁ.!l_:r!liﬂ'@:tﬁlnh's

=

(below 0.61), which shows that there is a little vanation in respon
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Alpha values are ranging from 0.68 o 0.79. This indicates acceptable intemal

consistency and represents the items reliably measure the variable family responsibility.
Descriptive Analysis of Work-Life Balance

Tahle 7

Tahle showing Descriptive Analysis af Work-Life Balance

Details N Mean Std. Cronbach's
Dmri.aﬁnn Alpha

I am satisfied with the amount of time 1 spend

. 195 45538 51865 20
on work-related activities, ;
I have enou ersonal time after fulfilling m
E.hp o 195 42462 S1Ea2 88
work duties. i
I successfully manage my professional
responsibilities while maintaining & fulfilling 195 44974 60380 g
farnily life.
My orpanization supports work-life balance
S bR : 195 45487 R R 81
through various initiatives. :
| can manage time for friends and relatives. 195 44615 60266 81

Nore. SPSS onipur Digital Library of Lumbini Banifva Campus

The from the above table 7, results shows that all the five statements of vanable work-life
balance have high mean valuc that is more than 4.2, it reflects that most of the
respondents are highly agree with all the items. The standard deviations for all the ftems
are low (below 0.60), which shows that there is a little variation in responses. The
Cronbach’s Alpha values are ranging from (.70 to 0.88. This indicates acceptable internal

consistency and represents the items reliably measure the variable work-lifgsbalance.
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Descriptive Analysis of Mentorship
Table 8

Table showing Descriptive Analysis of Mentorship

Deetails N Mean Std. Cronbach’s
Deviation Alpha

My mentor takes a personal intergst in m

S p G Y T S
carest.
My mentor has devoted ial time and

2 : 5 195 42205 61613 a5
consideration to my carcer, :
I share personal problems with my menator, 195 43795 53189 =g
[ try to model my behavior after my mentor. 195 4.5128 58227 21
[ respect my mentor’s ability to teach others. 193 43538 56925 8]

Note, SPSS output Digiial Library of Lumbini Barifya Campus

The from the above table 8, results shows that all the h[ve statements of variable

mentorship have high mean value that is more than 4.18, it reflects that most of the

respondents are agree with all the items. The standard deviations for all the items are low

(below 0.611, which shows that there is a little vanation in responses. The Cronbach’s

Alpha values are ranging from (.78 to .82, This indicates acceptable internal

consistency and represents the items reliably measure the variable mentorship.
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Descriptive Analysis of Leadership Aspiration

Table 9

Table showing Descriptive Analysis of Leadership Aspiration

Cronbach's

Dietails N Mean  Std
Deviation  Alpha
[ strive to gather job information about :

195 44308 63333 18
improving my skills to become 2 leader. '
My aspirations are very high in re to

o il T S
professional recognition and achievement. :
I strive to develop the skills of a leader. 195 44923 52139 79
I would like to obtain a (higher) leadership
. 195 45744 53560 g1
position. '
Aftaining lcadership status in my career is
¥ ! 195 44667 59436 g

important Lo me.

Note. SPSS ourput Digital Library of Lumbint Banifya Campus

The results from the above table 9 ghows that all the five statements of variable
leadership aspiration have high mean value that is more than 4.0615, it reflects that most
of the respondents are agree with all the items. The standard deviations for all the items

are low (below 0.63), which shows that there is a little variation in responses. The

Cronbach’s Alpha values are ranging from 0.77 10 0.81. This indicates acceptable internal

consistency and represents the items reliably measure the variable leadership aspiration.




Results of Normality Test

Table 10

Table showing the Normality Test

Kolmogorov-Smirmnov’ Shapiro-Wilk

Sig. Sig.

Assertiveness 63 72
Networking 054 058

Family Responsibility A6E 068
Work Life Balance M55 053
Mentorship 071 D65

Naote. SPSS ouwmmat Digital Library of Lumbing Banifye Campus

From the above table 10, the Kolinogorov-Smimov test for normality shows the p-value
of all the variables is greater than 5% level of significance, so data found normal,
Similarly, through Shapiro-Wilk test, the p-value of all the variables is greater than 5%
level of significance, it also shows data are normally distributed.
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Results of Construct reliability and Validity assessment
Table 11

Resuliz of Construct reliability and Validity assessment

Composite Composite Average
C v, Teliability reliability variance
Bacts (tho_a) itho e) extracted
Variables Alpha (AVE)
Assertiveness 070 0.913 (925 0.913
Network 0.784 (.574 .89% 0.874
Family 0.8a7 0.902 0.867
Responsiblity 0,702
Work-life balance 0,831 0.894 0.922 (L8049
Mentorship 0.912 0.946 0.922 0.946
Leadership 0.928 0.926 0.928
Aspiration 0754

Note. SPSS output Digital Library of Lumbini Banijya Campus

The findings from table 6 confirm the scales used in the study are reliable for measuring
the inténded variables. The Cronbach’s Alpha values of all the variables are above the
standard threshold valwe of 0.705 (Bland & Altman, 1997), which indicates that the
internal consistency of all constructs and validates the scale used for measuring each of
the constructs is reliable, Further, Composite Reliability (CR) rho_a and CR rho_c values
are gbove 0.70, indicating constroct reliability and validity (Saari et al., 2021; Hair ot al.,
2022). The Average Variance Extracted (AVE) values are above (.50 threshold values,
sugpesting that the convergent validity of all the variables 15 established (Hair et al.,
2022). Hence, the results of the above table qualify all the quality criteria measures,
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Owverall Reliability Test
Table 12

Table showing Overall Reliability Test

Mo of Items Cronbach’s Alpha

6 404

Note, SPSS output Digital Library of Lunibini Banijva Canpus

From the table 7, it is found that the Cronbach's Alpha of all the five variable is 0.83]

which is greater than 0.7. It mcans the rescarch instruments are reliable, A

T

-
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Results of One Way Analysis of Variance

Tahle 13

Table showing Resulis of One Way Analysis of Variance

Sum of Df
Squares
Marital '
549
S Between Groups 7.9 .
Within Groups 432.539 192
Between Groups 2.097 3
Age Within Groups 438,390 191
Education
vl Between Groups 18,904 i
Within Groups 421.583 191
Between Groups 4,991 4
Years O witkin Groups 435.496 190
experience

Mean F s1g
Square

34974 1.764 174
2.253

699 035 822
2.295

6.301

2855 3R

2.207

1.24% 544 703
2202

Nate. SPSY output Digital Library of Lumbint Banijve Campus

From the above table 13, The overall findings show that only education level has a

statistically significant influence on leadership aspiration (F = 2.835, p = 0.038), 1t
implies that respondents with verious levels of education (bachelors, Masters, MPhil and

doctorates and others) have diverse degrees of aspiration for leadership positions. As per

the post hoc analysis and group difference MPhil and doc holders show

31




significantly higher leadership aspiration than the bachelors, master degree and others
category.

In contrast, marnital status (F = 1.764, p = 0.174), age (F = 0.305, p = 0.822), and years of
experience (F = 0544, p = 0.703) do not reveal significant difference in leadership
aspiration, since their p-values are greater than the 0,05 level. It indicates that the
respondents with different mantal groups (i.e. marmed, unmamied and others) as well as
respondents with different age group (i.e. 18-24 vears, 74-30 years, 30-36 vears and more
than 36 others) do not have diverse degrees of leadership aspiration. And respondents
with different years of experience (i.e. less than 1 year, 1-3 years, 3-5 years, 5-10 years
and more than 10 vears) do not have diverse degrees of leadership aspirahion.
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Results of Correlation Analvsis

Table 14

Tahble showing resulis of Corvelation analysis

Assertiveness Network  Family Work- Mentorship Leadership
Responsibility Life Aspiration
Balance

Assertiveness w o 2T 050 060"
Network f) -0.35 0.50" 0.65 0.55
Family I -4 {145 -0.50
Responsibility ! ol
Work-Lile i 0.55 0.60
Balance
Mentorship [ 065
Leadership 1
Aspiration

** Correlation is significant at the 0.035 level

Nore, SPSS owiput Digital Library of Lumbini Banifva Campus

From the above correlation analysis table 14, it 15 found that Mentorship (0.65) has the

strongest positive relationship with Leadership Aspiration, followed by Assertiveness
(0.60), Work-Life Balance (0.60), and Networking (0.55), indicating that individuals with
strong mentorship, assertive traits, good work-life balance, and strong professional

networks are more likely to aspire to leadership positions. Family Responsibility (-0.50)

shows nepative correlation with Leadership Aspiration, which means higher family

responsibility may decline leadership aspirations. Similarly, there is a moderate level of
correlation between network and mentorship (0.65), it shows that female emplovees with
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strong networks have more mentors, In addition. it is found that all the vanables are

significant at 1% level of significance.
Results of Regression analysis
Table 15

Fable showing results of Regresvion analysis

_ Unstandardized Standardized T S1g.
Madel Coefficients Coefficients
B Std. Error Beta

(Constant) 0780  0.208 3.734 0.000
Assertiveness (.40 .08 0.25 3.13 0.002
MNerwork 0.30 0.07 0.18 2.57 0.011
Family Responsibility -0.20  0.06 0,12 -2.00 0.045
Work life Balance 0.35 0.09 0.20 222 0.027
Mentorship D50 0.06 0.35 5.83 0.000
R Square: 0.75

Dependent Variable: Leadership Aspiration

Note, SPSS outpuet Digtial Library of Lumbini Banijva Campus

From the above regression analysis from table 15, 1t 18 observed that the overall model

explains a significant proporiion of the variance in Leadership Aspiration. The beta

cocfhicients (B) indicates the relative strength and direction of the independent varables’

(asgertiveness, network, family responsibility, work-life balance =
influence on dependent vanable (Leadership Aspiration).

mentorship)




Aszertiveness has a positive unstandardized beta coefficient of 0.25, with a p-value of
0,002, which is statistically significant at the 5% level (p < 0.05). This means that,
keeping other variables constant, when Assertiveness increases by one unit, Leadership
Aspiration is estimated to increase by 0.25 units. Network has a positive unstandardized
beta coefficient of (.18, with a p-value of 0.011, which is also statistically significant.
This suggests that a higher level of networking contributes positively to Leadership
Aspiration, increasing it by (.18 vnits for every one-unit increase in Network, Family
Responsibility has a negative unstandardized beta coefticient of -0.20, with a p-value of
0.045, indicating statistical significance at the 5% level. The negative sign suggests that
higher family responsibility tends to reduce Leadership Aspiration. A one-unit increase in
Family Responsibility leads to a 0,20 unit decrease in Leadership Aspiration. Work-Life
Balance has a positive unsiandardized beta coefficient of .35, with a p-value of 0,027,
indicating a significant positive relationship. This means that better work-life balance
contributes positively to Leadership Aspiration by 0.20 units for every one-unit increase
in Work-Life Balance. Mentorship has a p-value of 0.000, suppesting a statistical
significance. Moreover, it has unstandardized beta coefficient of 0.5 which means that
one-unit increment in Mentorship equals a 0.5 nse in Leadership Aspirstion of female

emplovees.

The alternative hypotheses have been accepted, as the p-value of all the independent
variables is less than 5% level of significance, which shows that the mmdependent
variables i.e. assertiveness, networking, work-life balance, and mentorship have
significant positive effects on leadership aspiration, but Family Responsibility has a
major negative influence. From the above table, the standardized beta coefficient for
assertiveness is {0.25), nerwork is (0.18), Mentorship is (0.35) family responsibility 15 (-
0.12), work-life balance is (0.20). From all, the standardized beta cocfficient for
mentorship is higher among all the variables. Thus, mentorship has the most influence on
Leadership Aspimation. The R square value is 0.75, it means, 75% of the variance in
Leadership Aspiration is explained by the independent variables (Asserlivencss,
MNetwork, Family Responsibility, Work-life Balance, and Mentorship). In addition,
remaining 25% of the varance in Leadership Aspiration is explained by the variables
other independent variables. '
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Summary of Hypothesis Testing
Table 16

Fable showing Summary of Hypothesis Testing

Hypothesis Statement P-value  Remarks

HI Assertiveness has a significant influence 0.002 Aceepted
on female leadership aspiration.

H2 Network has a significant influence on  0.011 Accepted
female leadership aspiration,

H3 Family responsibility has a significant 0.045 Accepted
influence on and female leadership
aspiration.

H4 Work life balance has a significant 0.027 Accepted

influence on female leadership aspiration.

H5 Mentorship has 2 significant influence on  0.000 Accepted
female leadership aspiration,

Note. SPSS output Digital Library of Lumbini Barijva Campus

The above table 16 shows the summary of hypothesis testing explained that (H4) hag p-
value 0.00 with beta 0.323 which was accepted, likewise HS and H6 both has p —value
0,00 followed by beta value 0.295 and 0.20 respectively. Overall, all the mdependent
variables has significant effect with dependent varigbles and all three hypotheses are

accepted.




Discussion

The findings of Tjahjana et al. (2024); Mutangili (2020); Lazenby et al. (2015) are
consistent with the results of this study, which found that the role of assertiveness 1s
significant regarding female leadership aspiration. Simularly, the results of this study are
consistent with Roy (2024); Stead (2005); Pickert (2022) who found that mentorship has
a positive influence on leaders” behavior. Their results, which concluded that leadership
aspiration is positively influenced by mentorship for a female leaders in banking sector.
S0, it can be said that role of assertiveness and mentorship has a significant effect on
female leadership in banking industry of Nepal.

Family responsibility hag a positive effects on leadership aspiration in the smdy and this
is consistent with the study done by Song and Cheng {2020) which concluded that family
responsibility has a positive influence on leadership aspiration as women play a part in
supporting the family economy However, the results of this study is inconsistency with
the results from the study of Tjahjana et al. (2024), which showed that family
responsibility has a negative influence on leadership aspiration.

As per the Katili et al. (2021); Ihwughwavwe and Shewakramani (2024); Deery (2008},
work-life balance have most significant mfluence o0 employee engagement, and
employee engagement have strong influence to the employee performance. In addition,
the findings of this research are consistent with their results. This study is consistent with
the results Tjahjana et al. (2024); Kim and Yukl (1995}, as they found that, network has
positive influence on leadership aspiration. However, the result 15 not consistent with the
results of Hassan et al. (2018). Inconsistency in the findings could be due to cultural,

religious or other factors which are not included in the study.
Conclusions

The overall findings of this study suggest that most of the fermale employees in
commercial banks of Butwal Sub metropolitan city are aspired to be leaders. This study
identifies various factors like Assertiveness, Network, Family Responsibility, Work-life
Balance, and Mentorship. Among all the factors, mentorship has the most influence on
Leadership Aspiration followed by assertiveness. work life balance and  network.
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Mentoring women in their career can enhance their aspiration to become a leader in their
career. To help women i the workplace, orgamization should encourage personal and

professional balance as they advance in leadership positions.
Implications

The research provides insights to be addressed by women employees, their family as well
a5 banking mstitutions for encouraging women to obtam and develop their leadership
gualities that will aspire them to become a leader in their career, The banking institutions
should create the favorable environment for ;‘hem to work. Banks need to help women to
manage their time as well as their personal lives. This rescarch study also provides the
need for further research for better understanding underlying factors of leadership
aspirations in Butwal Sub metro Politan City, The study can be conducted i large scale
in different organizations like educational sectors, manufacturing sectors and so on to
increase representativeness of findings. Further research can be carmed out on various
aspeets of the leadership aspiration process that will be useful to make inform policics
and programming dealing with it, '
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QUESTIONNAIRE

Leadership Aspirations: A Study of Female Employees of Commerclal Banks in Batwal Sub-=
Metropolitan City

Dear Respondents,

[ am currently working as an Assistent Professor ot Lumbini Banfjva Campus, Trbhuwan
University Mepal. | am conducting a Mini Besearch on Leadership Aspirations: & Study of Female
Employees of Comimercial Banks in Butwal Sub-Metropolitan City, Your true and sccurte
responses 0 the questionmaire will be truly wolunble for this rescarch project. The responscs
provided will be kept confidential and solely for academic purposes, Thanking You,

You are kindly rm-'qun'l::d to put tick mark (V) on the appropriate bowes wherever ].lu:ru are genuinely

comcermzd,

1. Marital Status
= Melarmed
® Uinmarried
* Others

2, AgpeGroup
= 522 s,
m Q-8 yTs,
» 28-32 v,

Boa0 mEEO

= 32 wrs, and above

3. Highest level of education completed

»  Hachelor’s degree ]
= Master's degree L]
= MPhil & Doctorate ]
= (fhers =]

4. Years of Work Experience:

= Less than | year

® |- 3 wears

= 3-5 years

® 510 yeurs

hore than [0 years

Oooo 00




You are Sindly requesied o state your opinion by reading the stafement given under the headivgs:

A =Smangly Disagres, 2 = Moderarely Misageee, 1= aelther agree nor dizssgeee. = soderarely Agree amd § = Stremgly dgree

Agsertiveness
waal 2l
7 M plaraindy
Sintements Sy . [Pl r::u:um u:_ Hrmu;u.n-
1 am an individual full of energy
1 am on outeoing and sociabbe individual (extrovert).
I am an individaal who has a confident personality of
leader.
[ fizel that T know a lot more than maost leaders about
[wisat it takes o be a good leader,
am gonfident of my gbility to influence a work
that T fead,
Soarce: {Tighjana ef al., 224}
Metwark
el penipe .
Statements Sdrangly [ngree Agres Nar Muderately | Siroapn
IMsagres 1 . dbagre: 3 Ao Aprers
]

[ often seek other forms of support from other
h:m]:ﬂ: or Groups,

I herve extensive relationships with pecple or groups
who hawe different wehs fior finding new ideas.

I aften netwark with outsiders.

| often strengthen networks with other people or
TS,

often share idens with people or groups oelzide my
atwork.

Source: (Tjahjann of al., 2024},




Family Responsibility

Inderaiely
Statement Sirangly thm Mot Agree  |Maderaioly  |<srpno
DHsagres 1 ;ill" disagree AEEeE Agres
4 5
[ am the sole bread eamer of the family,
[ do not have the liberty to lzave my job as my
Farnily's sustenance is dependent on this,
Handling the dav-to-day needs of the children at home
r.s primarily my responsibility.
I have dependent alders at horme.
[T1 am johless For a month or two, my family will be
[in_great financial distress.
Source: (Bose & Pal, 2019)
Work-life Balance
Bvbertr |
Statement Sirmgl isagroe AgreeNar | Motenasly | sprapn
Dieagres 1 1 dizagres 1 "T" -I’Id;h‘-“

1 am sansfied with the amount of timee T spend on
work=- related activities.

[ have cnough personzl time after fulfilling my work
duties,

| am able to balonce a work and farmily,

My organization suppors work-life balance through
(VATEOLS inifiaives.

|T can manage lime for friends and relatives,

Souree; (Louly & Mathew, 2024) and {Erlemann, & Van, 2018}




Mentorship

Moderalely i
Statements Strongly Désagres A’;“Er Moderately | Seramgly
Disagree | 1 dlsagree 3 "‘I‘:ﬂ ""'Fls'-'ﬂ
My mentor takes o personal interest in my carser.
by mentor bas devoted special time and consideration
[0 Ty CATEET,
I share personal problems with nyy mentor, i
I iry wo msdel my behavior after iy mentor.
[ réspect my mentar = ability 10 each ofhers.
Sonence: (Chogin, 2006
Leadepship Aspiration
E}I:Hm et
Statement Streagly e wmf Muleraaedy Stromgle
Migree | |3 disagree 3 :-I:I'll :.gn:-:

Attaining leadership status in my career 1s important

rn me.

My aspirations are very high in regard to professional
recogmition and pchievermnent,

I strive 1o develop the skills of a leader.

[ would like to obtain & (higher) leadership position.

[ strive to gather job Enformation about Bnproving
rn:.- skills 1o becorms a leader,

Sources (Tiahjanas e al, 2024




