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Abstract

The aim of this diploma thesis is to present brisade of gender phenomena and to
provide different definitions. Special focus is gwvto various forms of gender inequalities
which may create barriers for women advancemeitieer. Whole chapter is dedicated to
glass ceiling concept, which is probably the mashplex phenomena because it is caused by
multiple factors.

This thesis also contains a glass ceiling casdysttom Indian metropolis, which
provide useful overview of diverse issues, whicecho be handled, when dealing with glass

ceiling in corporate world.

Key words: Gender, glass ceiling, inequality, India, businessporate world

Abstrakt

Tato prace se snazi zachytiizné aspekty gender problematikyirBz je kladen
zejména na jednotlivé druhy nerovnosti, které mohtaovat kariérni dst zen. Jedna z
kapitol je wnovana fenoménu “skléného stropu”, ktery je povazovan za nejkomptgin
formu diskriminace na pracovisti, protoZe jéigpbovan mnoha faktory.

Zawrecna kapitola vychazi z terénniho vyzkumu v Indii @stiiuje situaci Zzen ve
trech velkych mistech. Vysledky poskytujitphled mnoha faktds které omezuji moznosti

Zen na postup do nejvyssich mist managementu.

Kli ¢ova S|0vaigender, sklegny strop, nerovnost, Indie, podnikani, firmy
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1. Introduction

Glass ceiling is relatively new term which is slgwgetting into knowledge of women
in many professions worldwide. This phenomenorstteedescribe discrimination of various
minorities in career advancement. This thesis pteséhe mainstream concept of
discrimination on the basis of gender.

Gender itself is often misunderstood term. Firshptlr tries to explain differences
between gender and sex, which are commonly configsats in Czech context. And yet it is
very interesting issue because it can help us answeay interesting questions, e.g.: Should
we nurture girls and boys in a same way? Shouldtistody be entrusted rather to mothers
than fathers? Why is the sexual violence ratherablpm of men and does it have any
biological causes? Should societies treat women raad employees equally? How it is
possible that men still make more money than woareh what society should do about it?
What should be the role of men and women in theyafriThose are just selected few
guestions which can be answered once we get tastadd gender rules and how they apply.

Main part of first chapter is focused on genderquadities, which create the
background for the glass ceiling. The subchaptepriwn in Business” stands alone even
though it can be part of the gender inequalitidsckapter. It comprises important connection
between the gender chapter and the glass ceiliagtehand so it deserves independent unit.

This brings us to second chapter, which is entidgglicated to glass ceiling concept,
its forms and causes. Significant part of this ¢haplso consists of statistical data which help
us imagine the dimension of the phenomenon.

Last chapter is about situation of gender issuek glass ceiling concept in Indian
context. Major part of this chapter is derived fromanuscript of final project report. This
project was called “Women managers: ChallengesCppubrtunities” and its aim was to find
out why there are almost no women in top positiéisdings of this study are compared with
the only similar survey of Gupta et al.

Hopefully this thesis will clarify gender issue awdl help to spread awareness about
glass ceiling phenomenon. If the Indian study willp to change the situation of Indian

women then it will be incredible success.

! Lippa, 2009: 14



1.1. Methodology

As it was already mentioned, gender and glassngedire quite new phenomena in
context of Central Europe and it is hard to findtaale sources. Sometimes it was not
possible to find sources which would offer detdits comparison. Most of them were
describing the same patterns using the same pridetey (this was very common) or their
ideas were not fitting into framework of the thedikis is the reason, why, in order to keep
the consistency of theories or historical backgdyuarger parts of one source are elaborated
in several places. Most of the thesis is compiledwvailable literature and different articles
and surveys available on the internet. Many issudsis thesis are overlapping and so similar
formulation may be used on several places.

Last chapter consist of manuscript of final rep@vomen Managers: Challenges and
Opportunities”. This report summarizes the findingfs survey in three Indian cities —
Bangalore, Kolkata and New Delhi, conducted in @ir2008/2009. Author of this thesis was
a part of the research team and so it would begstiag to compare global situation with that
in India. Study was conducted under the supervisibnesearch workers from Centre for
Social Research (CSR), head of the research degatrtmwas Dr. Nivedita Ray, who
participated with author of this thesis on the [fireport completitioh This is an Indian non-
governmental organization, based in New Delhi aratavasi with other smaller local
branches. CSR is mainly focused on advocacy ardrigkand on supportive activities. They
also prepare gender sensitization courses forgolfitcers and other employees.

Women Managers was a project requested by MinisfryWWomen and Child
Development and the main aim was to find out whretthe concept of glass ceiling is present
in India in same form as in western societies &nygs, what legislative would be suitable to
mitigate the impacts of this phenomenon on womesomporate world.

Study was aimed at four sectors, where is the gsealisparity between number of
women in entry level and senior level, these akospitality and Tourism, Media, Banking
and Finance, Healthcare. Each sector was dividedtimee levels — entry, middle and senior
and for each of them special questionnaire wasagpeep(see annex). Sample size was 360
women (10 managers*4 sectors*3 levels*3 cities) a4dHR managers and CEOs — those

were practically the only men in sample size.

2 More about CSR can be found on their websites wafindia.org



To prepare the sample size was basically the mifistutt work. There are no existent
databases of women employees so all contacts hael doquired through informal networks.
All interviews were conducted face to face. In NBelhi, interviewers were the members of
CSR research team and in other cities it was lagahcy. Final report is very comprehensive
and includes level-wise, sector-wise and city-vasalysis. Despite the enormous effort this
manuscript, in its current form, will never be pshed (due to change of political

organization). Manuscript is available on requéstuahor of the thesis.



2. Gender

This chapter will describe main definitions of genand sex and the meaning of the
concept. Section “Gender inequalities” will focus main gender inequalities which may be

in any way connected to issue of glass ceiling.

Gender is much discussed issue nowadays. Manyniaegens adopted gender
policies. All major international organizations atealing with gender inequality and gender
mainstreaming became very fashionable since thdedrnNations World conference on
Women in Beijing 1995. The term itself has diffdrenmeanings. It can be perceived from
diverse angles — e.g., social, cultural, evolutioftavould not be possible to get all various
definitions at one place, here are several of them.

“Gender is used to describe those characteristics of wormeth men, which are
socially constructed, whilsex refers to those which are biologically determinBeople are
born female or male but learn to be girls and beyso grow into women and men. This
learned behaviour makes up gender identity androetes gender roles™

“Gender is the culturally and socially constructed rolegsponsibilities, privileges,
relations and expectations of women and men, bogsgirls. Because these are socially
constructed, they can change over the time andrdifbm one place to anothe®ex is the
biological make-up of male and female people. lvisat we are born with, and does not
change over the time, nor differs from place tacpl4’

“ Gender refers to the personal inner-sex identity of adividual, irrespective of his
or her outer sex, which is determined by his/hegbikual organs.®

“ Gender refers to the varied and complex arrangements betweaen and women,
encompassing the organization of reproduction teeual divisions of labour and cultural
definitions of femininity and masculinity.”

There can be many more definitions found in différsources but they mostly have
very similar meaning using different vocabularyeTbasic message they all have in common
is that they differentiate sex as inborn charasties whereas gender is all other layers added
during nurture. This fact might seem to be simghd| it is much more complicated issue.
Many of those nurture layers developed into stretegeotypes during the time and determine

our lives.

¥ World Health Organization, 2009: 6

* Ministry of Women & Child Development, 2007: 3
® Wikipedia, 2010

® Bradley, 2008: 1



This division of perspectives in gender compariaonording to Cleveland et al. can
serve as another example of gender issue complexity
Biological — Implicitly assumes existing differences between wanand men. Says, that
differences are due to genetic, hormonal and phi$ictors, are immutable and necessary
for survival. Research goal is to reinforce detegtlifferences between men and women. But
the drawback is that differences may be exaggerated
Socialization —Acknowledges observed differences between men anden, assumes that
men and women behave differently as a result ainleg. Observed differences are not
immutable and are subject to change. Differencesrgenas part of social and cognitive
development process. Research is focusing on desgrivays children and adults learn
gender identity and social rules that contributeobserved differences. Drawback is that
small, systematic biological variations among med women might be ignored.
Structural/Cultural — Assumes few inherent differences between men amdenoObserved
differences are the result of social structures syglems that reinforce such differences to
reinforce current power hierarchy. Differences @rangeable and exist to keep the powerful
in control and the powerless without power. Rededocus is on identifying similarity or
sameness between men and women in similar or @rmontexts. Drawback is potential to

ignore small but real individual variation amongmaand womeri.

To figure out the meaning of gender, the key ismtwve from focus on difference to a
focus on relations. Gender must be understood esmglex social structure. It is not an
expression of biology, nor a fixed dichotomy in ramiife or character. It is the pattern in our
social arrangements, and in the everyday activitiepractices which those arrangements
govern®

The basic thing to understand is that gender ier@int from sex. It refers to social
characteristics where women and men exist in dyoastructural relation to each other.
Although biologically designated, sex has a sigaifit part to play in the way human
experience is defined. This explication is subjaxtlayers of psychological experience
mediated by personality, socialization, sexualitg @ender divisions which are themselves
socially constructed. Gender is a process througitiwour social life is organized at the
level of the individual, family and society. So i also essential for structures of

" Cleveland et al., 2000: 21
8 Connell, 2009: 10



organizations. It prescribes and defines the paemef individual human experience in that
woman'’s lives are different from mer?s.

Gender is a social structure of particular kindnltolves a specific relationship with
bodies. This is recognized in the commonsense itlefinof gender as an expression of
natural difference, the bodily distinction of mdtem female. This means that the gender
stereotypes, or rather those layers which societyom every growing child, are mainly
connected with their sex. Humans are one of theispéhat reproduce sexually rather than
vegetatively (though cloning may change that so@9me aspects of our anatomy are
specialized for this purpose, and many biologicgakpsses in our bodies are affected by it.
What is wrong with this definition is not the atfiem to bodies, nor the concern with sexual
reproduction, but the squeezing of biological cawfy and adaptability into a stark
dichotomy, and the idea that cultural patterns §irexpress’ bodily differencé’

Gender concerns the way human society deals witlahibodies and their continuity,
and the many consequences of that dealing in orsopal lives and our collective fate.
Gender patterns may differ strikingly from one atdi context to another — gender roles may
be different in different tribes and societies -t hte still gender (still they bring in bias).
Gender arrangements are reproduced socially (otadically) by the power of structures to
shape individual action, so they often appear ungimg. Yet gender arrangements are in fact
always changing, as human practice creates newtisiis and structures develop crisis

tendencies?

Anatomy is another important factor, because asl| vasl embodiment it is
characterized by the ways women and men use tbeied to express everyday femininity
and masculinity and express sexual sensafion.

Whether we identify as a man or a woman determhogswe look, how we talk, what
we eat and drink, what we wear, our leisure aoéisjtwhat jobs we do, how our time is
deployed, how other people relate ta'ts.

The term sex should be used in relation to bioklgsex, whereas gender should be

used when we work with all sociological definedarl® and constructed characteristics like

® Nicolson: 1996: 9

9 Connell, 2009: 10-11
1 Connell, 2009: 11

2 Nicolson, 1996: 9

13 Bradley, 2008: 6



hair tying, dressing, nonverbal signs and intereBiere is no clear line between biological
and cultural factors!

As we can see, the issue of gender is very brodddaerse and it can be perceived
from different perspectives. The term itself wasatly explained, now it is important to look

at it its roots.

2.1 Evolution of gender approaches

The concept of gender as it is utilized now in abscience thinking is relatively new.
But the word has much longer history. The gramrahtise of this term seems to have led to
two other former usages: one is as a synonym fo(aeissue in gender analysis today); and
in another, ‘to gender’ meant to beget or procréategender’ might be used today). All three
of these linked usages can be seen as relativeiyital: there are no disputes about their
meaning and they are standard part of a grammanatabulary’

The concept of gender itself has interesting bamkgd and there are different
opinions on its development. It is crucial to mentiat least two of them. The basic ones
could be the evolution and biology approach. It lddoe appropriate to compare views of
two authors. One of them, Anthony Layng, is a feko of evolutional approach whereas
Carol Tavris refuses this attitude. They both hawigten similar articles on this issue so it
can be easily compared.

Follower of evolutional approach, Anthony Layngys#hat evolution is the creator of
different gender roles. His theory has originatgdh®e main thesis that “anatomy is destiny”.
As a practical example should serve a researchnodérdan anthropologists who found out
that gender roles in tribal societies around theldvare arbitrary even though they can be
different in each single tribe. But in most tritvesmen have lower status than ntén.

When it comes to gender, the belief is that théirdisve behaviour of females and
males is influenced significantly by their diffeginphysiology because ethnographic
challenges are less convincing. One major difficudt the fact that there are no societies
where women and men act alike. Even where conseitbesipts have been made to eliminate

behavioural differences between the sexes, digiimetremain. A study of American

Lippa, 2009: 24
!> Bradley, 2008: 14
| ayng, 1995: 18

10



communes in the 1970s found that none have comahamg near succeeding in abolishing
sex-role distinctions, although a number have ntaetheir highest ideological priority.

On the contrary, opponent of evolution theory Cdaralris thinks that it is not the
evolution, what explains the traditional gendeesolAccording to her there is no underlying
sexual nature and trying to find one is as impdssal trying to find a true self unaffected by
world in which it develops. Our sexuality is bodylture, age, learning, habits, fantasies,
worries, passions and the relationships in whidhttedse elements combine. The key to
gender roles can be found in traditional sexuabbigtur®

Here again both authors differ in their view. AntlgoLayng follows rather the
Darwin’s findings which describe a basic dichotomythe sexual natures of males and
females of all species. Males actively pursue fesialhey are promiscuous; and those who
are strongest, most fit in evolutionary terms, gactcin their sexual conquest. Females are
comparatively passive; they may choose their predesuitor, but then remain monogamous
and faithful. This patterns and attitudes appedretdhe same in both traditional and modern
societies. For example:

- Women generally prefer older men as mates, whilstmmales prefer younger
females.

- In courtship and mating behaviour, most men areensaxually aggressive
and most women are rather coy.

- Males are more inclined to delay marriage.

- Men are more likely to seek a variety of mates.

- Women tend to be more tolerant of adulterous mates.

- Females are more likely to be domestic and numurin

On the other hand Carol Tavris, asks why, if femalere so naturally chaste, coy and
monogamous, social taboos from ostracism to death tb be placed on females who
indulged in forbidden sexual relationships and wiloymarital affairs need to be forbidden
anyway if females prefer only one man? This disaney can be explained by sole presence
of male scientists who made the research only fibi@ir point of view. Since more women
started to enter the science, we can see sligiffgreht perspective. We now know that the

females of many species are not as coy as wasiloeg@arlier. On the contrary, the females

" Layng, 1995: 18
'8 Tavris, 1995: 25
¥ ayng, 1995: 18-19
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are sexually ardent and can even be called polgaisdiTheir sexual behaviour does not
depend simply on the goal of being fertilized bg tmale, because in many cases females
actively solicit males when they are not ovulatimgl even when they are already preghant.

The hypothesis is that females mate with numeroaigsrbecause paternity becomes
uncertain. The result is that male partners wilhii@e invested in and tolerant of the female’s
infants. Also because female can have limited nunobbeffspring she wants to make sure
that the genetic equipment will be of highest gyakor example many species of female fish
are promiscuous. A female shiner perch that isawtlating will nevertheless mate with
many males collecting sperm and storing them iadgrmuntil she is ready to ovulaté.

This was a short comparison of proponent and opgookevolution approach. To
sum up both theories, Anthony Layng says that #ralgr distinction is caused by evolution
itself. In this process differences between sexeewreated and our different physiology is
determining our roles in society. Carol Tavris does$ support this theory. Instead she says
that there are no such differences and that gerales were created artificially by male

researchers.

There is another attitude which tries to explaindgr background, it is the biology
approach. It was not possible to find definite apgas in this approach. Even though two
authors will be mentioned again, their views aré sw strictly opposite that they could be
compared. Still it is necessary to show these vienilustrate diversity in this approach so
larger parts of their articles will be elaboratedthis purpose.

One of those who say that biology determines genales is James C. Dobson. He
says that basic differences between the sexeseamdlagical in origin rather than being
purely cultural as ordinarily presumed. Men and wandiffer anatomically, sexually,
emotionally, psychologically and biochemically amd each cell of the body. Female
emotions are also influenced by three exclusivagihine functions: menstrual cycle,
lactation and pregnancy. Furthermore, the hypothasa which is located at the base of the
brain and has been called the “seat of the emdtiapparently wired very differently for
males than females. For example, a severe emotstimak or trauma can be interpreted by
the hypothalamus, which then sends a message teitiiéary by way of neurons and
hormones. The pituitary often responds by chandheg body chemistry of the woman,

2 Tavris, 1995: 26—-28
2 Tavris, 1995: 28-29

12



perhaps interrupting the normal menstrual cyclesiemonths or longer. Female physiology
is a very sensitive instrument, more vulnerable @rdplex than that of men counterp@rt.

How these differences work in practical observai@@aviour? Medical science has
not begun to identify all the ramifications of sekuniqueness. Some of the differences are
extremely subtle. For example when researchersnaa$estudents in high schools and
college campuses to study behaviour of the seReg,dbserved that males and females even
transported their books in different ways. The ypumen tended to carry them at their sides
with their arms looped over the top. Women andsgirsually cradled their books at their
breasts, in much the same way they would a babgnfts still can not estimate how many
other sex related influences lie below the levat@isciousness.

Apparently some differences are culturally producEde reproductive capacity of
women results in a greater appreciation for stgbilsecurity and enduring human
relationships. In other words, females are morar&ibriented because of their concern for
children. Also women’s emotional investment in hHeme usually exceeds that of her
husband. She typically cares more than he aboutminer details of the house, family
functioning etc. Males and females also differ e tmanner by which they develop self
esteem. Men draw the necessary evidence of thethimess primarily from their jobs — from
being respected in business, profession, or dédimen, however, depend primarily on the
romantic relationship with their husbands for egpport. Perhaps the most dramatic
differences between males and females are eviddaheir contrasting sexual preferences. He
is more visually oriented, caring less about theantic component. She is attracted not to a
photograph of an unknown model or by a handsonamgér, but to a particular man with
whom she has entered into an emotional relatiorféhip

Even in this approach we can find opponents. Onéhem is Ruth Hubbard. She
thinks that women’s biology is a social construad @ political concept, not a scientific one.
Her thought is that one is not born a woman, or@ines a woman. This does not mean that
the environment shapes us, but that the concephangor man), is socially constructed as
little girls or boys try to fit as they grow up. iBlcreates false dichotomy. How active we are,

what clothes we wear, what games we play, whatav@md how much, what kinds of school

22 Dobson, 1995: 33-37
Z Dobson, 1995: 37
2 Dobson, 1995: 37-38
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we go to, what work we do, all affect our biology/\&ell as our social being in ways we can
not sort out. So one is not born a woman (or mamg,becomes orfe.

Women’s biology is also a political concept becautsédhas been described by
physicians and scientists who have been mostly@unaally privileged, university-educated
men with strong personal and political interestsl@scribing women in ways that make it
appear “natural” for us to fulfil roles that areportant for their well-being®

She refuses the early concept of scientists whoiapgirls from education saying
that they rather should devote their energy tobdistaproper functioning of their ovaries and
womb and that if they divert this energy to theisibs by studying, their reproductive organs
will shrivel, they will become sterile and the rag#l die out?’

Finally she concludes that even physical strergytiot a real problem. She says that if
women would have enough time and opportunity tontsame way as men do they would
achieve same results as already athletic events.dHer opinion is that the existence of
average sex differences is irrelevant to the waymeanize society. To achieve an egalitarian
division of labour requires political will and asti, not change in our biolog¥.

To conclude this second comparison, James Dobsais the gender differences in
biological settings of each man and woman. Bioleggwhat determines our chemistry and
emotions and so it is responsible for differentcpptions of gender. Ruth Hubbard, on the
other hand, refuses biology concept and says tbatley differences are instead created
artificially in a society and it is a will of malpoliticians and scientists. If there would be
equal attitude for both genders, both of them wdndaqually successful.

Of course this was not full list of different appohes towards gender division. This
was just to illustrate basic views on this issueaose the whole topic of gender is more
complicated. To conclude this section few summiogis should be mentioned. Raewyn
Connell summarizes gender reality this way:

* Human life does not simply divide into two realmsy does human character
divide into two types. Our images of gender arerftlichotomous, but the
reality is not.

% Hubbard, 1995: 41
% Hubbard, 1995: 41
2" Hubbard, 1995: 41
28 Hubbard, 1995: 45-47
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* A definition in terms of difference means that wdere cannot see difference,
we cannot see gender.

* A definition based on dichotomy excludes the ddéfemzes among women, and
among men, form the concept of gender. But thezesach differences that are
highly relevant to the pattern of relations betweeomen and men — for
instance, the difference between violent and natent masculinities.

* Any definition in terms of personal characterisésxludes processes which lie
beyond the individual person. Large-scale sociacgsses are based on the
shared capacities of men and women more than an difeerences. The
creation of goods and services in a modern econmmlyased on shared
capacities and cooperative labour — yet the predwse often strongly
gendered, and the wealth generated is distributddghly gendered ways, so

this must be included in the analysis of gerfder.

2.2 Examples of gender inequalities
In popular psychology, bodily differences and sbeiiects are linked through the

idea of character dichotomy. Women are supposdtat@ one set of traits, men another.
Women are expected to be nurturant, suggestiblatitze, emotional, intuitive and sexually
loyal; men are supposed to be aggressive, tougdedintaciturn, rational, analytic and
promiscuous. This was a typical mindset since thetaenth century when it was believed
that women have weaker intellects and less cap&mitjudgment than men. This argument
was used to justify their exclusion from universtand from vot&’

Even though the situation has changed now and wdmea entered universities as
well as polling-booths, there are still some anghsre women lag far behind the progress of
men. Looking for reasons of gender disparities m@ya never ending quest. For whatever
reason we have the gender disparities it is hedeitamfluences our lives everyday. It is
determining factor for our choice of hobbies anbsj@and for a size of our income. We can

find scientific support for this statement as well.

2% Connell, 2009: 10
30 Connell, 2009: 60
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2.2.1 Women in Politics

Definitely the most apparent and publicly noticeallequality is the lack of women
in politics. Even though their numbers are risitiggy are constantly underrepresented in
public sphere. For example Raewyn Connell writes there has never been woman head of
government in modern Russia, China, France, Brdapan, Egypt, Nigeria, South Africa or
Mexico, and only one each in the history of Germadstain, India and Indonesia. Every
secretary-general of the United Nations and evesadlof the World Bank has been a man. In
2007 statistics showed that 82.5% of members ofvMbidd’s parliaments were men. Among
cabinet ministers the predominance of men is evgheh. In 2005, just two countries had
women making up half of the national cabinet (Sweded Spain). More typical figures for
women representation were 14 percent (Unites St&iegador), 10 percent (Algeria), 8
percent (Italy, Argentina), 6 percent (China) anpe@cent (Saudi Arabia, RussfajThe great

regional disparities are shown in figure 1.

31 Connell, 2009: 2
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Figure 1: Women in parliaments (%), May 2008
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Source: Unifem, 2009: 23

Official statistics of European Commission showt thamen account for 31.0% of the

members of the European Parliament. In the won#ings of selected national parliaments it
Is in position 6 behind Iceland (34.9%) and Germéiy.2%), and in the EU in position 7
behind the Netherlands (36.7%) and the Federal iRtiepof Germany*? Following table

shows number of women in national governments ofiEdtates.

32 Frauen Computer Zentrum Berlin, 2000: 8
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Table 1: Women in government in EU 15 member states

Total Men Women in %
19 8 11 51.9
20 11 9 45.0
18 11 1 38.9
85 25 30 35.3
40 26 14 35.0
32 21 11 34.4
16 11 3 31.3
29 20 9 31.0
14 10 4 28.6
117 14 3 11.6
18 15 3 16.7
32 21 S 15.6
18 67 11 14.1
83 13 10 12.0
60 a3 Ji 11.7

Total 561 422 139 24.8

Source: Frauen Computer Zentrum Berlin, 2000: 14

Nevertheless, it is commonly believed that womewehthe right to take a part in
politics and decision making. It is also vital tavie women in decision making bodies,
because they speak for a big part of society. Bliengh the experience of women varies
across countries, regions and political systems aacording to class, race, age or ethnicity, it
is known fact that political accountability to womes increasing when women’s engagement
in politics results in a positive feedback loop,emby the process of articulating interests and
seeking representation of those interests in pultdicision-making leads to more gender-
balanced resource allocation and policy impleméemnat

Following info box shows some interesting findingé Unifem on democratic

governance.

33 Unifem, 2009: 18
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Info box 1: Figures on global democratic governance

» As of 2008, 18.4 percent of national parliamentesiare female (as opposed| to

11.6 percent in 1995), and 17 heads of state oergovent worldwide arg

U

women.
* Rwanda has the highest number of women parliamantamworldwide since¢
the election in September 2008 (56 percent of seats
* A 30 percent minimum for women in representativeeasblies was set as|a
target at the Beijing conference in 1995, while pagity zone is considerdd
between 40—60 percent.
* Since 1995, this 30 percent benchmark set as titedt mass' has begn
attained in 22 countries, including in six Africaountries.
* 95 countries worldwide apply some form of quotast Of the 22 countrie
that boast 30 percent or more women in nationaémabBes, 18 of them
applied quotas in some form.
» It will take developed countries at least 20 yemrd all other countries closer
to 40 years to reach the parity zone of 40-60 perce

14

« Women’s presence in public office represents ongator for Goal 3 of the
United Nations Millennium Development Goals (MDGs} “to promote
gender equality and empower women”.

* Higher numbers of women in parliament and otherlipubffice positions
generally contribute to stronger attention to wolséssues.

« Women in public office encourage greater politiealgagement by ordinarfy
women.

* More women in politics does not correlate with @réase of corruption, gs
often assumed. Rather, democratic and transpadiice is correlated with
low corruption, and the two create an enabling mmment for more women

to participate in politics.

* As a regional average, women hold between 7.7 tb @8rcent of ministerig

posts, while individual countries range from 0 &pgercent.

Source: Unifem, 2009
But what makes a successful leader? According tobau of surveys there are certain

traits which are highly valued in leaders. So theklof women leaders does not have to be
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only a matter of social settings. Whether thesésteae rather inborn or could be learnt would
be a matter for different thesis because it is drisue and it contains many different
perspectives and it is still not clear whether éxalip traits are connected to gender.

In a survey of Pew Research Centre Social and Deapbg Trends mere 6% of
respondents in this survey of 2,250 adults say, tnarall, women make better political
leaders than men. About one-in-five (21%) say mekarthe better leaders, while the vast
majority — 69% — says men and women make equalbd deaders. Why there are so few
women leaders on the top then? The public citedeyediscrimination, resistance to change,
and a self-serving old boys club as reasons forglative scarcity of women at the top. In
somewhat smaller numbers, respondents also saywtiraen’s family responsibilities and
their shortage of experience hold them back froenuper ranks of politics and businéss.

Next figure shows list of traits publicly perceiveab important for leaders in

connection with sex, “equally true” and “do not kvicanswers are not included.

34 pew Research Center, 2008: 1
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Figure 2: Leadership traits
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Source: Pew Research Center, 2008: 1, adjusted

Another similar research of CALIPER, Princeton-lthsganagement consulting firm,
which has assessed the potential of more than tilemapplicants and employees for over
25,000 companies around the world, and Aurora, adbo-based organization, which
advances women and comprises a 20,000 member bssimimen’s network, came up with
four major findings regarding the qualities of waméaders. The major findings are
following:

1) Women leaders are more persuasive than their maleanterparts.

The women leaders scored significantly higher thmale leaders in ego-drive

(persuasive motivation), assertiveness, willingndss risk, empathy, urgency,

flexibility and sociability. The strong people dkipossessed by women leaders enable

them to read situations accurately and take inri&ion from all sides. This
willingness to see all sides of a situation enharhbeir persuasive ability.

2) Feeling the sting of rejection, learning from advesity and carrying on with an

"I'll show you" attitude.
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The women leaders were in the mid-range on egogine(resilience), which was
lower, though not significantly, than male leadeBut they possess stronger
interpersonal skills (empathy, flexibility and salgility) and are more assertive than
their male counterparts.
3) An inclusive, team-building leadership style of prblem solving and decision-
making.
While the male leaders demonstrate fine levelswbahy, flexibility, sociability, and
urgency (a need to get things done immediatelyy wWomen leaders scored
significantly higher in these areas. Leaders ohlgsnders shared well above average
levels of abstract reasoning and idea orientatloterestingly, the women leaders
were lower than their male counterparts in thoroggs.
4) Women leaders are more likely to ignore rules andake risks.
Women leaders scored significantly lower than makders in external structure
(adhering to established procedures) and cautisgsrigney were also significantly
higher in their levels of urgency and risk takidgd they have very high scores in
abstract reasoning. The women leaders are morly likepush back when they are
overly bound by regulations and rules, engage inemisk taking and come up with
innovative solutions. They tend to have a greatmdnto get things done than male
leaders and are less likely to hesitate or focuthersmall detail&>

As above data and trends show, it is apparentitbaten are moving into politics fast

and with great will. Whether due to quotas or du@dtural charisma it seems that politics is

getting more favourable for women. Still there great regional disparities, which create

enormous challenge for future.

2.2.2 The feminisation of the labour force

New phenomenon of globalisation has led to an wsgagtented demand for women

workers in certain key sectors. For instance, womeaw make up 60 to 90 percent of the

fresh produce and clothing labour force at the Uabotensive stages of the supply chain in

developing countries; they are also a major presémdhe new tertiary outsourced service

sectors, for example, call centres and financialises. Women have emerged as the flexible

35 CALIPER, 2005: 3-6
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labour force par excellender the highly competitive labour intensive sectofshe global
economy. There are at least three reasons why waneeattractive to employers. First, they
are often free of the ‘fixed costs’ of an organisaldour force — namely, employer provided
benefits and social security contributions. Secotlte assumption that men are the
breadwinners and women just earn ‘extra incomeoimmonly used to justify lower pay to
women as ‘secondary earners’. Third, gender discation forces women to accept jobs in
low-paying work such as subsistence agriculture,gender specific industries, usually
involving caretaking or servicés.

Women entered the workforce by large in 1940 aedethvere three main contributing
factors: demographic changes, the war and the aseren labour force participation of
married women. The demographic trend involved pafjouh growth and a redistribution of
women between 20 and 64 years of age. In 1870jadasmomen made up 15% of the female
labour force, whereas by 1940, the proportion wa$%. The reasons, why more married
women were entering the workforce in 1940, includedndatory schooling for young
children, decreasing fertility rates, and inadeguaicthe male income to sustain the family
(i.e., the need to have a second income). Todaganesee precisely those factors cited in the
popular press as explanation for continued pagt@mp of women in the workforc¥.

In some parts of the world women are valued asst@l workers, for instance in
microprocessor plants, because of their supposedtyble fingers’. Though the detailed
division between men’s and women’s work varies iffetent parts of the world, it is
common for men to predominate in heavy industryping, transport, indeed in most jobs
that involve any machinery except a sewing machierld-wide, men are a large majority
of the workforce in management, accountancy, lawl &rchnical professions such as
engineering and computing. On the other hand insoarety women do most of the cleaning,
cooking and sewing, most of the work of lookingeaithildren, and almost all of the work of
caring for babie&®

Employment by sector and by sex is shown in figlirdt is apparent that in most
regions female employment is concentrated in eid@wices or agriculture, with fewer

women employed in industry (ranging from 7 to 23%all regions, compared to 12 to 34%

38 Unifem, 2009: 56-58
%7 Cleveland et al., 2000: 8
38 Connell, 2009: 3
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for men). The only region where men and women anelar patterns of employment by
sector is East Asia and Paciff.

Following figure 3 shows employment ratio by sexlifierent regions of the world.

Figure 3: Employment by sex in %

Sub-5aharan
Africa

South Asia

Middle East &
North Africa
East Asia

& Pacific
Latin America
& Caribbean

CEE/CIS

Developed
Regions

0 10 20 30 40 50 &0 70 80 90 100
Male employment: [J1997 2007
Female employment: [J1997 2007

Source: Unifem, 2008: 54

39 Unifem, 2009: 57
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Figure 4: Employment by sector by sex
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Feminization of labour force is positive phenomenbecause it brings more
independence and self-esteem to working women. oftributes to family income
diversification and security. Family has more mortel savings and investments. On the
other hand this positive phenomenon has its negaides as well. Mainly because women
are often exploited as a cheap labour and they wodangerous and demeaning jobs. These
conditions are subject to international laws arldsiout their enforcement in some countries
is hardly possible.

Even though feminization of labour force is notgexample of gender inequality, it
iIs a phenomenon which needs to be mentioned bedaisegs in many other issues which

affect women career growth.

2.2.3.Wages comparison
To be equally rewarded and have equal salary faelegork is rightful claim. But
even after 30 years from adoption of CEDAW (UN Cemvon on the Elimination of All

Forms of Discrimination against Women) nowherehi@ world are women'’s earned incomes
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equal to men’s. They reach 81 percent of men’seshimcome in Sweden, but more typical
figures are 64 percent of men’s income in Fran8ep&cent in United States, 55 percent in
Ukraine, 46 percent in Indonesia, 39 percent in ite¥ According to Unifem, the global
average gender wage gap is 1%%.

The earning gap exists across national culturethobh men invariably earn more
than women overall, the size of the female to matli® (F/M ratio) varies considerably across
countries. Australia has one of the highest F/Nbsatabout 90% for non-agricultural jobs;
the Scandinavian countries of Norway, Denmark amnegd&n also have high F/M ratios.
Japan has had one of the lowest F/M ratios, ab@U tor non-agricultural jobs. Countries
such as the United Kingdom, Germany, and Switzdrias well as the United States, have
intermediate F/M ratios. Interestingly, althougtSUwomen have higher work qualifications
with respect to educational and professional attaimt than do women in most other
countries, the United States does not have oneedfiighest earnings ratios. The gap between
male and female earnings is a long-standing atgilod the global economy, and it is not
likely that this gap will disappear anytime sdn.

The occupations showing the lowest differentiaésfast-level education teaching and
general office work, both occupations that arelyike be dominated by females. Even among
persons with the highest skills level (universiggcee), the gender wage difference is still
evident?®®

To show one example from USA, in 1979 the averagekly earnings for men and
women were $285 and $177 respectively. That ithatttime, women earned a bit less than
62 cents for every dollar earned by men. In th& fyuarter of 1998, average weekly earnings
for men and for women were $596 and $455 respdgtiVéat is, women earned bit over 76
cents for every dollar earned by men. The trend dlre time is not quite as simple as
depicted here. There have been years when the gapehatively larger or relatively smaller.
However, there is still a large gap and there issigm that it is likely to close in the near
future

Following figure shows that, apart from wage gapmen also create smaller

proportion of salaried workers than men. In mostetteping regions, about one half to two

40 Connell, 2009: 3

41 Unifem, 2009: 54

42 powell et al., 2003: 31
L0, 2010: 5

4 Cleveland et al., 2000: 161
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thirds of women hold vulnerable employment. Althbuthe percentage of women in
vulnerable employment has dropped since 1997 irt regeons, a disparity between men and
women exists, especially in the Middle East, Néxffica and Sub-Saharan Afriéa.

Figure 5: Status in employment as share of totagleyment (%)
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Wage gap is very persistent phenomenon becausenipreses economic as well as
social settings. Some theories consider the sasepce of women in labour market as
undesirable because it cuts down the value of veor its price. This may involve only
unskilled labour where employers need to cut theeptown as much as possitiliéotherwise
it would be profitable to employ only women to hasteeaper labour). Further, number of
employers “excuse” the lower salary by the fact thamen have longer career breaks, e.g. to
rise a family. Even though many countries haveaalyeadopted laws which should ensure

and protect equal rights and salaries for bothsseke gap is decreasing very slowly.

2.2.4.0ccupational segregation
Another type of inequality is occupational segrematSegregation is often associated
with discrimination on the basis of race or ethtyi@nd in many contexts race still is the main

basis for segregation. In the workplace the magreggtion is gender. It is even more potent

45 Unifem, 2009: 54
46 Rueda et al., 2000: 357
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force than race, ethnicity, age or other facfdrghis is based mainly on belief that certain
occupations suit more women’s nature whereas o#irerbetter for men.

Occupations are generally classified as male-intensfemale-intensive, or sex-
neutral based on the proportion of women in thaipation. Male-intensive occupations are
defined as those in which one third (33.3%) or lekshe work force is female. Female-
intensive occupations are defined as those in wiichthirds (66.7%) or more of the work
force is female. The remaining occupations, in Whicomen hold more than one third but
less than two thirds of the jobs (33.4% to 66.68¢ defined as sex neutral. For example in
United States, only 8.8% of women work in male4nsige occupations, with other women
equally divided between female-intensive (44.3%} aex-neutral (46.9%) occupations.
Similarly, only 8.5% of men work in female-intensiwccupations, with other men equally
divided between male-intensive (44.7%) and sexrab(#6.8%) occupatiors.

Jobs that are held primarily by women tend to imedbwer levels of technical skills
and responsibility than jobs held primarily by mamd are generally not as highly valued by
organizations. One of the best predictors of theustand pay level of a job is the proportion
of women holding that job. The more women foundairparticular job, the lower is the
average pay. One explanation for this trend iswwahen are concentrated in jobs that are of
less value to organizations. These female-domingibd are traditionally referred to as
“pink-collar” jobs. These include service sectorrlyalerical work and retail salé8.

What are the reasons for this occupational segmatEconomic theory suggests
many explanations which can be again appendedetaémand and supply sides. On the
demand side, discrimination against women or thpleyers’ perception that women are on
average less qualified than men may contributegpegation. On the supply side, there is the
standard explanation based on the human capitaryththat suggests that since women
generally anticipate shorter and less continuovsera and are forced to choose jobs that are
compatible with their household tasks — due to i&@at discrimination” — it is in their own
interest to take occupations which require smdllenan capital investment and have lower

penalties for breaks in their care&?s.

47 Cleveland et al., 2000: 167
“8 powell et al., 2003: 25-28
4 Cleveland et al., 2000: 167
%0 Dolado et al., 2002: 4
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If there would not be any segregation and the wladgs were completely integrated
with regard to sex, the percentages of the malefamale labour force in each occupation
would be equal. For example, if 5% of all malesevengineers, 5% of all females would be
engineers, and the same would hold true for allupations. As one sex increased in
proportion in the labour force relative to the atltee percentages of members of that sex in
different occupation would remain equal to the eglgint percentages for the other 3&x.

The level of sex segregation has dropped in masttces since the 1970s, primarily
due to the increased employment of women in mafehdated occupations. However, the
level of sex segregation remains very higHn 1900, approximately 90.2% of working
women worked in only 25 of 252 occupations. Forearng later 86.7% of working women
were employed in these occupations. Women were jaritya(90%) in only 11 of 451
occupations in 1948 This could be perceived as positive trend becausan mean that
women spread among others occupations as welldiffatent explanations are feasible as
well since we lack proper statistical data front tirae.

In the United Kingdom the disparity between theetypf jobs taken by men and by
women is still very large. 60 percent of women vesskare employed in just ten out of 77
recognised occupations, with the heaviest concgmisabeing in what have been called ‘the
five Cs’: caring, cashiering, catering, cleaningl arlerical. The 2001 census showed that
women formed 84 percent of the workforce in persseavices, 78 percent in administration
and secretarial work, and 71 percent in sales astbmer service¥,

According to International Labour Office data, ovailf of the female or male labour
force in countries such as Australia, Austria, @anaCyprus, Egypt, Finland, France,
German, Ghana, Italy, Japan, Kuwait, Luxembourg,Nletherlands, New Zealand, Norway,
Poland, Senegal, Spain, Sweden, Switzerland andrited Kingdom would have to change
occupations to eliminate sex segregation completdiynough there have been increases in
the labour force participation of women worldwidiee sex segregation of occupations is one
of the most enduring features of the global econdimy

Occupational segregation remains a serious burdendévelopment of female

potential. It is still not very clear what the ekaeasons are. Earlier opinion considered

1 powell et al., 2003: 24

2 powell et al., 2003: 25

3 Cleveland et al., 2000: 9

% House of Commons, 2005: 6
% powell et al., 2003: 25

29



mainly the lack of education, knowledge and expegeas the main cause of low presence of
women in certain occupations. Current findings @ prove that. Women are achieving
higher degrees with better scPeAnd because of this a number of professions haea s
substantial growth in female representation. Edaccatomen are not likely to occupy “pink-
collar” jobs anymore, unlike the women with lowedueation and training, for them

segregation remains present despite the anti-isetory legislaturg’

These were the most apparent and most discusselérgerequalities in developed
world, but the list is much longer and it is nahilied only to these forms. The emphasis on
developed world is important because the formsisdromination vary significantly. In many
developing countries women are discriminated euervery basic level. They are deprived
from right to education or property and they haweited access to sources as water and
nurture or sanitation and health care. This creedespletely different social settings and so
the inequalities will show different patterns amdntls. Following info box sums up other

forms of sex-based discrimination as defined in GRD

%6 House of Commons, 2005: 7
57 Cleveland et al., 2000: 170
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Info box 2: Sex-based discrimination and basic hunights

The Convention on the Elimination of All Forms ofsBrimination against Women defin

sex-based discrimination as “any distinction, egida or restriction made on the basis of

which has the effect or purpose of impairing orlifyshg the recognition, enjoyment ar

exercise by women, irrespective of their maritatss, on a basis of equality of men and

women, of human rights and fundamental freedontisarpolitical, economic, social, cultural,

civil or any other field” (article 1). Key polititcaeconomic, social, cultural and civil rights

covered in major international human rights tresatnelude the following:
* Right to non-discrimination
* Right to employment
* Right to equal remuneration
* Right to social security
* Right to bank loans, mortgages and other formsaficial credit
* Right to adequate standard of living
* Right to adequate housing
* Right to ownership of, access to and control ogad|
* Right to health
* Right to education
* Right to participate in cultural life
* Right to equal participation in public and polititiée
* Voting rights
* Right to nationality

In addition, rights of particular importance to wemsuch as reproductive rights, including

access to reproductive health care services andyfgianning, care covered under t

Convention. Other rights explicitly covered undee Convention are those relating to iss

that affect women disproportionately, such asickiiig and exploitation through prostitution

(article 6), and those issues faced by women ial areas (article 14).

ne

ues

Source: United Nations, 2006: 85

31



2.3 Women in Business

This topic is closely relative to formerly mentiah&vomen in politics” and so it can
be part of gender inequality chapter. Still it d@ss separate section, because it is important
for further understanding of glass ceiling conospich in our case will be mostly connected
with business world. Even though most of this cpheéll be explained in following chapter,
it is necessary to know some background, histoasakell as statistical.

In business similar rules as in politics apply. t®¢ top 200 businesses listed on the
Australian stock exchange in 2007 (including thdbat publish the mass circulation
magazines), just 5 had a women as Chief Executiffee® (CEO). Of the 500 giant
international corporations listed in Fortune magaa ‘Global 500’ in 2007, just ten had a
women CEO. Such figures are usually presented yaipg#hat women now form 2 percent of
the top business leadership around the wirld.

The rate of world economic activity has increased the number of women-owned
businesses is increasing as well (for example B. th 1970, women owned only about 5%
of all businesses, in 1996 it was already 36% aechumber is still risingj, but the overall
activity is still just over two thirds of the rater men. The main exceptions are Scandinavia
and parts of West Africa, where women’s relativbolar force participation rates are
unusually high. But in some Arab states women’skwaarticipation rates are one quarter the
rate for men, and in much of south Asia and Latmeiica they are about half the rate for
men®°

Even despite recent improvements most corporatétiwisan the hands of men, most
big institutions are run by men and most sciencé #athnology is controlled by men.
Moreover it is common that businesses owned by wotaeed to have fewer employees and
lower sales and invested capitalNevertheless the women-owned business firms reptes
the fastest growing segment of privately held besinfirms and the revenues as well as
number of employed people in women businessesihareased in recent yeds.

To understand this current trend it is necessaryotk back to the past. Highly
charged political hurdles often have obscured thetsf of women’s leadership roles

throughout history. The status of women leadersfarmer decades has either been

®8 Connell, 2009: 2

%9 Carr, 2000: 209

€0 Connell, 2009: 3

1 The World Bank, 2010: 5
2 powell et al., 2003: 192
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exaggerated or downplayed to serve the needslodtarical argument for women’s place in
society. In reality, women during the twentieth ttem have worked in virtually all sectors of
government, business, the non-profit community, smclal movements. Many women have
risen to leadership positions, although their numbeere generally far lower than their
percentage in the populati6h.

During the decades of World War | and World War ipmen were drawn into
business and government positions by circumstascmwch as by choice. Women proved
essential in running businesses, working in theufanturing and service sectors. However,
when World War Il ended and men returned to thabsj women found themselves displaced
from business and government positions. With matoepgtions women tended to return to
their more traditional roles: mothers, homemaksthpolteachers, nurses and secretéfies.

Gradually with an entry of birth control measuresd damily planning and with
overall change in society settings women were againt once more into the workforce. The
1970s saw widespread public recognition of womerghts and their abilities to make
significant contributions to the workplace and tisty in general. As in earlier decades,
economic necessity continued to change the malkad-tige family and the work environment
— and hence the professional options of women. Mamd more women entered the
workforce, this time in search not only of a joli bfia career that paid wéf.

Following table compares two major types of womatrepreneurs — traditional and
modern — and shows the different motivation anduats. It sums up the historical trends

and opposes them with present.

83 Smith, 2000: 8
6 Smith, 2000: 8
% Smith, 2000: 9
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Table 2: Traditional versus Modern Women Entrepuese

Traditional Modern
1945-1970 1970—Present
Orientation Home and Family Career
Work Income supplement Incubator effect
Entry Segregation in service aphiale-dominated business apd
retail sector new ventures
Financing Personal sources External capital
Credit Discrimination Anti-discriminative laws
Education Liberal arts Technical and business
administration, with corporatE
experience
Type of ownership Proprietorship, low income Cogtergrowth, high income

Source: Carr, 2000: 211, adjusted

Although women made up an increasing percentagéhefworkforce during the
1980s, they continued to be excluded from mostdeskdp positions. Even in occupations
such as school teaching where women dominated thkfovce, leadership roles (principal,
headmaster, and department chair) were still galerost exclusively to men. Even though
women in increasing numbers were receiving uniteisaining as doctors and engineers,
practitioners and companies in these fields wehectant to hire even the most qualified
women, especially to positions of authority andderahip. Business was particularly slow in
opening doors for wometi.

The main reason for women to start their own bussing that they want to pursue their
own interests and fulfil their entrepreneurial desi Other very frequent reason is that women
want to balance their family and career or thatytlékd not feel any other option of
advancement in their former j6b.

Whether motivated by economic necessity or by aghoMomen are competing for the
same jobs and opportunities as men. The workfofcth® twenty-first century not only

accepts but depends on these contributions. Cotwpetbusiness cannot afford to

% Smith, 2000: 10
67 carr, 2000: 212
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discriminate against women in the workplace. Thetsdo businesses that follow only

traditional habits of hiring include the following:

1.

Recruitment problems. Companies who insist on fishing in a small pond
inevitably come up short; the shrinking percentafjavailable white males
should discourage companies from this narrow rasid@ring. In addition,
companies who hire too narrowly acquire a reputati@mong
underrepresented groups for bias in the hiring ggec When those
companies need to reach out to a broader job caitedijoool, they meet
resistance and suspicion among the very workegssbek to attract.
Productivity loss. If the organization’s culture is one in which opunities
for advancement for women and others are neverizeeidl the
understandable results is low morale, absenteersinaamarked decline in
productivity.

Opportunity cost loses Failing to capitalize on diverse representatitiaro
has serious consequences for companies in termarikting to a variety of
demographic groups, teamwork, workforce quality,erall employee

commitment, and relations with clients and othakeholder$®

Despite rising levels of education and experierue is still a gap between the

quantity of female labour and the hierarchical guaif those positions. It has been explained

by the fact that women have had a later start irkimgainroads into corporate and

governmental levels of power. Only during the 198@se the number of women at work

approached the number of male workers. Howevey, Were not typically found at parity

with male workers in leadership roles. Career dgwelent and climbing a corporate ladder

takes time, often as much as 20 years accordirsgprte studies. The questions for women

and for businesses at the end of the twentiethucgiare apparent: Is it just a question of time

for women to rise naturally in organizations? Oitiga women’s style of leadership again

what can explain the gap? Are there organizatibaatiers to women becoming leaders —

glass ceiling?

% Smith, 2000: 10-11

% Smith 2000: 11
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To sum up the gender chapter, it is visible thatdge influences all aspects and
spheres of our lives. Ranging from politics andithess to culture and society, everyday we
can experience certain bias. It is on individuatpa/iing whether these biases are desirable or
whether we need to fight to remove them. Nevertzeikis still determining our choices and
options.

In recent literature shows how sensitive this isstileis. The view is very bipolar and
seems to be a gender battle, all available litezattas divided into gender-favoured — almost
exclusively written by women and gender-againstritt@n by men. This is not to say that
there are no exceptions, for sure there are, leupaabably limited. Maybe it just mirrors the
amount of attention paid to this issue.

Gender is very broad topic and includes many oitmeresting phenomena. It is not
the aim of this thesis to make extensive elabanaticthem all; it would not even be possible.
It was rather meant to be a selection of topicscivlaire somehow connected to glass ceiling
and which make background for it, so it will beieaso understand.
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3. Glass ceilling

This chapter will be focused mainly on the glasérgeconcept in corporate world. It
is important to distinguish, because glass ceitiag several forms and subtypes. This barrier
in women advancement is present in almost all catboips, e.g. science, politics, education
(even though there are mostly female teachershehdmaster would be a nf8n media etc.
Each subtype has certain specifics, slightly ddfeérhistory and background and it is not
possible to perceive it as one homogenous group.

Choice of corporate glass ceiling phenomenon wéibattate because author of the
text was a part of research team which was assignid out the situation of glass ceiling in
corporate world in India. Some information from tfeal report manuscript will be used
already in this chapter. Nevertheless, brief dpsion and outcomes of this study follow in
Chapter 3. It will be interesting to compare thedty with practical results of the survey.

Generally, this chapter will define the term ofggaceiling as such, its incidence, its
causes and factors and contributors to successéakbthrough. Finally some extended

statistics on women in management are included.

As it was discussed earlier, despite the tremendoosease of women in the
workforce generally, and in management and entnepméal endeavours specifically, women
remain conspicuously absent among the highest ngnkop paying, and most powerful
corporate positions. Motivated by the 1960s, maoynen aspire to and are achieving status
in traditionally male work domains. Contemporarypdar statistics indicate that women
occupy approximately 30 to 40% of lower and midleveanagement positions in
organizations, compared to less than 20% in thiy 4870s. However, only 2 to 5% of top
executive positions (e.g. corporate officers) atel by women. This finding has been termed
theglass ceiling’*

This phenomenon caused the lack of women in middte senior level management
positions due to the organizational, attitudinatl ssocietal barriers that effectively keep
women and minorities from advancing up the caraddér. Unlike sexual harassment, job

segregation and pay inequalities — which are olsviexamples of sex discrimination — the

0 Smith, 2000: 10
"L Cleveland et al., 2000: 312
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glass ceiling is a more subtle form of workplacecdmination. Women are no longer
prohibited or usually even publicly discouragednirentering certain occupations; however,
in most cases, they are kept out of the pipelineniaddle and top level management
positions. In fact, the glass ceiling exists at mlawver levels of management than previously
thought. Additionally, the glass ceiling also egish academia, governments, politics and
science’?

It is a barrier so subtle that it is transparemet, o strong that it prevents women and
minorities from moving up the management hierarclhyappears to exist at the general
management level in many businesSeExtended definition of the basic term is included
following info box.

Info box 3: Definition of glass ceiling

Glass ceiling: Phenomena, that occurs when invisible, artifidialrriers prevent

individuals from advancing within their own orgaaions despite their qualifications.

[2)

Although the term originally was used to describe point above which women managers
were not allowed to rise, the term is used todag broader sense to describe both obvious
and subtle barriers, which prevent advancement ryppties for men and women from|a

wide variety of underrepresented groups. Qualifinetlviduals hit the glass ceiling when th

[1%)
<

find they can not seem to rise any further in trganization. The ceiling is painfully apparent
to them — yet often invisible to executives at tdpthe organization. Even when compgny
executives recognize that there may be unwrittemnspoken barriers for women and others,

these leaders look to external or personal reasoeeplain the dearth of women at the top.

Source: Smith, 2000: 11-12

Women are entering into global labour force in rdaaumbers. In the year 2000, two
out of three new entrants to the labour force wasenen. In the year 2000, almost a third of
all new entrants into the labour force were minesitwho doubled their current share of the
labour market. More and more, the competitive edgego to businesses that are able to
attract and, perhaps more importantly, retain gerogloyees?

Higher educational levels, falling fertility ratesid sectoral changes have contributed

to women'’s increasing participation in the laboancé Women constitutever 40 percent of

2 Business and Professional Women’s Foundation, :18®5
3 Cleveland et al., 2000: 312
"4 Business and Professional Women’s Foundation, :18®5
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the global labour force, approximately 60 percentéveloped countries and 30 percent in
developing countrie§ At presentmore and more women are becoming graduates, post
graduates, earning professional degrees and emtavnporate life. With the rising education
levels and social acceptance of gender equality emoare moving into management jobs.
However cultural and social attitudes still prewglbn women choices of jobs. They are more
concentrated in traditional feminine professiorke linursing and teaching. Nevertheless
women are making inroads into the management sebtofact their participation has
increased with the expansion of the managemenbrsegening up more employment
opportunities to womef?.

The glass ceiling exists at different level in difnt companies or industries. The
promotional plateau for women in large companiesfien found just short of the “general
manager” position. Even in smaller or more progwessompanies, it is rare to find woman at
the general management level. Statistics also rélraaminorities and women are less likely
to obtain positions in line functions — such aesand production — which most directly
affect the corporation’s bottom line and are coesed the fast track to the executive suite.
Instead women and minorities are more likely tplkeeed in stuff function§’

The glass ceiling also exists in the world of acade Women and minorities remain
clustered in the ranks of the non-tenured. Furtlbeemalthough women are now receiving the
majority of degrees awarded, the situation of @msfenal women in academia is not
improving. Recent reports examining the status ofm@n on college campuses are drawing
the same conclusion reached in similar reportsgreep20 years ago. Female professors, staff
members and administrators in academia face aldh@girk environment. This poor working
climate is attributable to persistent and widesprgender discrimination. Female faculty and
staff members are paid less than male colleagusmdar levels, they are more likely to hold
lower-level positions, and they also receive fejgbrpromotions’

The glass ceiling impedes women’s career advancena¢ronly in the private sector,
but also in the public sector. In both elected apdointed positions, women are not equally

represented. The glass ceiling in government afitigsdimits the participation of women at

> Ray, 2009: 4

° Ray, 2009: 4

" Business and Professional Women's Foundation, :1®B538
8 Business and Professional Women's Foundation, :18®5
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the highest levels of the policy-making processe Tijority of women in government still

face barriers that restrict their opportunity tvaace beyond the lowest-level jofSs.

All theories have their deniers. George Gilder doskérve here as one example, he
thinks that it is not the glass ceiling phenomenahjch proves women from rising in
corporate hierarchy. He thinks that it is rathematter of inborn characteristics. His
conclusions are following:

1) Males are more aggressive than females in all husoareties for which the
evidence is available.

2) The sex differences are found early in life, an@twhen there is no evidence
that differential socialization pressures have bieemught to bear by adults to
shape aggression differently in the two sexes.

3) Similar sex differences are found in man and suldrprimates.

4) Aggression is related to levels of sex hormonesl ean be changed by
experimental administrations of these hormdfies.

The sex that is more competitive will tend to wiore competitions. Feminist contend
that the male edge in aggressiveness is irrelamattie modern workplace, where soft skills
are allegedly becoming more important. The facthet from finance to economics, from
technology to market research, high-level employmemmore and more oriented toward
mathematical reasoning. This means that men waltemsingly hold the top jobs, because
they are more likely to excel in méth.

For the glass ceiling debate, however, the keytpsithat men with the most earnings
capacity exploit it most effectively, working longhours and more resourcefully the more
education and credentials they possess. By conttestmore education and credentials a
married woman possesses, the less likely she ok full time all year at a highly
demanding and remunerative job. Women may seeka#idncand credentials in order to
work less rather than to work more. Female physgitor example see 38 percent fewer
patients on average than male physicians; femalgelis see fewer clients than male lawyers;
female professors write fewer books and researpbrpahan male professors. It springs from

entirely commendable desire on the part of womegaino more time with their families. The

9 Business and Professional Women's Foundation, ;188539
8 Gilder, 1995: 95
8 Gilder, 1995: 96
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result is that women who would be best preparedigéece the glass ceiling shy from the
effort 5

It is apparent that glass ceiling is very compksue. It involves diverse factors which
need to be handled. To understand all the diffgpentpectives it is necessary to uncover the

causes of this phenomenon.

3.1. Causes of Glass Ceiling

Human capital theory, one explanation for the glasng, posits that women have
not advanced to top level positions because these hwot attained the same levels of
education and experience or developed the samerkagd skills and abilities as men. This
theory suggests that as women gain these necesgagyiences and characteristics, they will
be represented equally at top management levelsettr, the recent calculations reveal that
at the present rate of advancement, it will takiil about the year 2465 for women’s presence
in executive suites to be equal men’s. Moreovérewdtence indicates that there are few, if
any, real differences in women’s and men’s qualtfims to lead?®

It is more plausible that women face many moreiderthan men in their quest to
reach top leadership positions in organizationx @&d race) stereotyping and systemic
barriers have to be discussed. Stereotyping theoggests that women are discriminated
against by power holders because of a perceivdd dadit with top leadership positions.
Decision makers who hold discriminative views ailelly to place women in position
consistent with their assumed value to the orgéioiza Thus, women may be denied
opportunities to advance at the same rate as meaube systematic biases in review
processes may lead to unfair promotion decisioeseRt research using computer simulation
provides compelling evidence that stereotypes aaseb against women as leaders explain
the extreme paucity of women in top levels of mamagnt®*

Systemic barriers that nurture the glass ceilingplve organizational conditions that
mirror the prejudices of broader society. In othards, these barriers can not be attributed
directly to people’s stereotypes and prejudicesabatattributed to the system more broadly.
Discrimination occurs because the organization tisictured such that women are

systematically disadvantaged in comparison to mehaeir efforts to navigate their careers to

8 Gilder, 1995: 97-98
8 Cleveland et al., 2000: 313
8 Cleveland et al., 2000: 313
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top executive levels. Structural discriminatiortyipified by gender concentrated occupations
that pay less and involve little power. Women amnékely to advance to top organizational

levels because they are not adequately representezhreer paths that lead to those
positions®

Overall, these systemic barriers, which impede wdmeareer advancement, can be
divided into three main groupsrganizational, attitudinal and societal Recruitment
practices, developmental practices and credertiglgding experiences and accountability for
equal employment opportunity responsibilities halke been identified as organizational
barriers contributing to the glass ceiliffg.

Job segregation also plays important part in tlegteiling. The majority of female
executives are concentrated in female dominatadsinés, such as health care and education.
Additionally, women executives in both female analendominated industries are guided into
certain types of management positions — mostlyf stad support — that offer few openings
for getting to the top’

The network of men largely contributes to the glagiling. The vast majority of
corporate officers are men. Research has revehbdpeople at the top usually select for
promotions those who resemble themselves. Sinceéomeg and sponsorship by higher level
executives are two of the most important avenuesdt@ncement and since there are so few
women at the top, these opportunities are lesdadblaito womerf® This network of men
creates another problem — lack of female role neoedatl mentors. Studies have shown that
same-sex mentors are beneficial, which puts wontem disadvantage because of limited
choice®

Clichés about why women work contribute to thelistglvomen’s career as well. One
predominant myth is that women are more proneawedeheir jobs because they can’'t handle
the dual responsibilities of a job and fanify.

Other systemic barriers include tokenism (see oo 4) and bicultural stressors. The
heightened visibility and unrealistic expectati@hsracteristic of tokenism create conditions

for failure, affecting not only the person in thekén position but also other women in the

8 Cleveland et al., 2000: 313

8 Business and Professional Women’s Foundation, :18®5
87 Business and Professional Women’s Foundation, :18®5
8 Business and Professional Women’s Foundation, :19®5
8 Nicolson, 1996: 104
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pipeline. When the token woman fails, decision makee less likely to risk placing other

women in that position. Finally, women in managetrface the dual stressors of being a
female (which is associated with discriminationeajer work — family stress and greater
likelihood of being sexually harassed) and beimgasmager. Women may deliberately choose
not to pursue top positions because of the complisttessors from both these demanding
domains of life. Whether women are directly discnated against in their attempts to

advance to top organizational levels, or whether giistem makes women’s advancement
more difficult than men’s (i.e., women have to pptwith being tokens as well as managing
stressors from multiple roles more so than do m#m@),glass ceiling remains a formidable

barrier for women leaders.

Info box 4: Tokenism

It is a status, when one is being perceived akentdi.e., member of small, visible
minority). Typically tokens are perceived stereatgfly, are expected to perform better than

anyone else, and are expected to fulfil stereoypades for their token status.

Source: Cleveland et al., 2000: 321

Women in managerial career paths still may havécdify attaining top executive
positions, in part because they are often not gihensame developmental opportunities as
their male peers. It is important not only to beptoyed in a career path leading to the
executive suite but also to be given challenginggsesignments that increase one’s visibility
to organizational makers. Three categories of agreental opportunities that are important
for proving oneself suitable for top managementendscribed by Cleveland et al.:

1) Job transition involves changes in a job’s content, status, oation and

challenges the manager to effectively structureva mnfamiliar situation.

2) Task-related characteristicsinvolve risks and challenges in the existing
job that give managers opportunities to test aachlérom new courses of
action, such as turning around a troubled operation

3) Obstaclesare difficulties faced in the job such as diffichbss or lack of
personal support.

1 Cleveland et al., 2000: 314-315
92 Cleveland et al., 2000: 314
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Male and female managers attending management ajgmeht seminars were
surveyed to assess gender difference in these &esglapmental experiences. Men reported
significantly more task-related developmental congris in their jobs compared to women.
These differences remained after age, tenure, édacand job type were taken into account.
Women reported significantly less personal suppotheir jobs than men. In another sample
of managers was found that women and men had the kavel of education, worked in the
same industries, indicated the same willingneseltucate, and took very few, if any, career
breaks (i.e., to raise a family). However, evethis sample of very similar male and female
managers, women received significantly less pay theen. If women are not equitably
rewarded for their efforts to be good leaders, thisst affect their motivation to aspire to top

executive levels of managemént.

Women are crucially aware of the problem. In a syref women managers 90
percent felt that the glass ceiling is the moshificant problem facing women managers.
Eighty percent of these women said that women wederrepresented at the executive level.
Women also know that pay inequities exfst.

« Women managers tend to be clustered in the lowgingaentry levels of
management, such as working supervisor and fimstdupervisor.

«  Women manager’s pay lags behind men’s at every.l8bken women move
into an occupation in significant numbers, the @ation loses status and
decreases in pay, and men tend to move out obrivérsely, if an occupation
loses status and reasons, women are more likélg tored into it.

« Women are likely to hit the glass ceiling even adte-level positions®

But there are even other factors preventing womam progress:
» A continued reliance on old-boy networks (relyingword-of-mouth referrals
instead of recruiting and hiring from a diversedabpool).
o Skewed appraisal and compensation systems (in whtictuses, perks, and

favourable performance reviews were mostly fregyegiven to white men).

% Cleveland et al., 2000: 314
% Smith, 2000: 16
% Smith, 2000: 18
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» Lack of corporate responsibility or executive actability (top executives
made no effort to give high-visibility, career-enbang assignment to women
and failed to keep records of their informal hiramgd promotion system$).

Stereotypes about women also hinder their abititynbve ahead. A wealth of survey
research and anecdotal data documents the negate®nceptions across industries of
women’s leadership skills. Work and family confichay also contribute to career path halts
for women. Many of those conflicts could have beased by flexible organizations willing
to help women better balance work/family issues @nttinue to pursue career advancement.
Companies that espouse family-friendly policiesha form of corporate child care, flexible
work arrangements, resource and referral suppoughers, dependent care assistance plans,
and other programs may not in fact practice whay tbreach. Without company flexibility
and support, it is often difficult for women to tealoth families and fast-track care@fs.

Causes of glass ceiling are very diverse and de #&vident that if we want to
overcome these burdens in the future it would niearchange of attitude on multiple levels.
But even in current settings it is possible to krgaough.

3.2. Breaking through

Breaking glass ceiling is significant challenge Women especially given that the
gatekeepers and power brokers in companies tebeé tohite males (glass ceiling concerns
not only women but generally all minorities). Break the glass ceiling requires a major
commitment on the part of organizations to takeoacin promoting and advancing people
regardless of their gender or ethnicity — and f@nnto take an active role as partners in
implementing this change. Some of this work hasaaly begun with major corporate efforts
in diversity training, recognition of the uniquedljties of women’s leadership styles, formal
mentoring programs for women, and implementation vedrk/life human resource
management strategigs.

The research on how women perceive the glass gelielps us identify how
organizations lose talent as well as what can beedaby understanding the problems.
Several studies exploring how women both succeemhatget derailed in their careers have

% Smith, 2000: 18
% Smith, 2000: 18
% Smith, 2000: 19
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been undertaken. These studies help identify fadtoat explain both gender inequity and
contributors to success in breaking through. Tleeesix basic factors:

1) Help from above.

2) A track record of achievements.

3) Desire to succeed.

4) An ability to manage subordinates.

5) A willingness to take career risks.

6) An ability to be tough, decisive, and demandihg.

In terms of factors that lead to derailment, thesomost often mentioned included (1)
inability to adapt, (2) wanting too much (for onkése for other women), and (3) performance
problems!®

Following info box shows findings of a survey abglass ceiling.

% Smith, 2000: 19-20
100 5mjth, 2000: 20
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Info box 5: Breaking the glass ceiling

Some women have made it to the top in organizatioranagement (or very close
it). Through interviews and surveys, researchekse lexamined the characteristics of th
women that helped them break the glass ceilingveupf 176 female executives (80

Over 80% of the sample was within three decisiorleto the top of their companies and,

top-level positions in their companies, and mosine@o were in service and retail industri

organizations.

Findings were that these exceptional women wereeraimnilar to their male peers

this study (they were nominated by the female pi@dnts), it is worth noting that the
women, like their male peers, possessed collegeedsgaveraged 13 years of experienc

their current type of work, had at least one mediming their career and worked in line

mobility than men. Within the female sample havivagyl a mentor was positively related
salary and perceptions of being promoted in theréutAlso, female executives who h

concerns.

To sum up, female executives succeeded with méattyeassame characteristics as ¢
male executives. Good education, hard work, lirspoasibilities, and mentors were keys
their success. Additionally, women’s positive atliés about egalitarian sex roles facilita
their upward mobility. Although the presence ofldren tended to be negatively associa
with career aspirations, almost half of these etteeuvomen did have children under 1

suggesting that it is not impossible to have a pamd be a successful executive.

Thus, the glass ceiling breakers were unlikely ¢one from the largest, most powertul

opposed to staff positions. On the other hand, worheld more egalitarian sex-rgle

socialization attitudes than did the men and wess loptimistic about their future upward

children under 18 reported lower career expectafidrigher level of stress, and mg

thoughts of quitting, even though many of their pamies made accommodations for fami

to
eSe

of

whom identified a male peer, who also completediraey) was done in order to obtain a
profile of women who had surpassed glass ceilingndaries. Participants in the study came

from service industries, manufacturing, governmeetail industries, and small businesses.

on

average, they controlled budgets of over $2.5 amlliThus, women in this sample truly held

the study than they were different. In spite of tdoenparisons between man and women in

lid
to
ted
ted
8,

Source: Cleveland et al., 2000: 315-316
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One way, how to break glass ceiling could be prégugislation. Almost every country
has adopted legislation prohibiting discriminatimnguaranteeing equal rights for men and
women. The ILO’s Discrimination (Employment and Qpation) Convention and Equal
Remuneration Convention are amongst the most higitified of all international labour
Conventions. Nonetheless, efforts are still neggst®aachieve gender equality in the labour

market®!

Even with the existing legislative great dispast@re still apparent. With regard to
share of women in management jobs data showsithgéneral, countries in North America,
South America and Eastern Europe have a highee sifavomen in management jobs than
countries in East Asia, South Asia and the MiddéstENevertheless, in female-dominated
sectors where there are more women managers, @glisponate number of men rise to the
more senior positions and in those professions altymeserved for men, women managers
are few and far between. The global figure for besses with no women in senior
management positions has remained unchanged ar88np since 2004, while countries like
the US, Mexico, Russia, Poland, Italy and New Zedlhave witnessed a fall in businesses

with women senior manage'¥.Info box 6 shows global statistics of women mansge

10 \wirth, 2001: 139
192 Ray, 2009: 5
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Info box 6: Women in management

In the United Kingdom, the total number of managand administrators was 4,306,000

1999. Of these, women constituted almost 33 perd@ut there was still a glass ceiling

n

apparent at the highest levels. A 1998 survey et ®34 different companies in the United

Kingdom found that 3.6 percent of directors weranga.

In Canada, 43.6 percent of companies had no feowlgorate officers and only 26.6 had

multiple female officers in corporate positions 1809. In 1995, the proportion of women

as

senior executives and board directors in the 70|@ffest German companies was between

1 percent and 3 percent, while their share of seamd middle management was 6 percent

12 percent respectively.

A recent French government report cited a 1997ystfdthe 5,000 leading enterprises
France, which found that women comprised 1,68hef26,700 managers (6.3 percent). ]
same study showed that women represented 2 patdre chief executive officers of the
companies, 4.7 percent of executive managers @&percent of managers overall.

In Brazil, a 1991 survey of major corporations fduhat women comprised only around
percent of top executives: 3.5 percent in the 3@fedst national private groups, 0.9 percen

the 40 largest state-owned groups, and 0.5 pencéiné 40 largest foreign-owned compani

The situation is more encouraging in certain caestrA study in Jamaica found an eleven:;

one ratio of women to men at boardroom level, wimleChile, women held 8 percent

director and high-level executive positions in 1996 survey of private-sector boards |i

Australia reported an increase in the number of @ammn these boards from 7.6 percen
1998 to 8.3 percent in 1999. This compares withgaré of 4 percent in 1996. Surve

focusing on senior management (not just the vepy jtios) report higher proportions

women holding management positions. In the Nethdda women increased thei
participation in senior management from 10 peréent979 to 18 percent in 1990 and|i

Canada, women'’s presence in senior managementsat@ectors was 15.9 percent in 19

compared with an availability rate of 20.8 perdentqualified women.

and
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In Finland, female managers most often work bel@ar) level as personnel, marketing|or
financial managers and women’s share in theseipositreached 11 percent in 1994. They
fared best in industries employing large numbersvaimen, such as health and community
services and the hotel and catering industry.

In Argentina, women occupied close to 7 percendesfior management jobs according to a

1995 survey.

Source: Wirth, 2001: 38-41

Given the situation that women'’s progress is vdowsowing to factors that are
complex and varied, what attempts have been doif@ $0 overcome this glass ceiling. One
strategy which some of the countries have optdlesmposition of the Norwegian model.
Effective from January 1 2006, Norway's governmugd imposed quotas under which the
top 500 publicly traded firms until 2008 have tib 40 percent of their boardroom seats with
women, or be delisted. France is imposing a 20gpe¢rguota, while Spain has decided to give

preferential treatment to companies who appointemasmen on their board&®

However when we look at women’s representationhanmanagerial jobs it is very
less compared to men. Their rate of progress ig slisw and uneven. Women are still
concentrated in the most precarious forms of warkughout the world and breaking the
‘glass ceiling’ still appears elusive for all butlect few.Men are in the majority among
managers, top executives, and higher levels ofegsddnal workers whilst women are still
concentrated in the lower categories of managpdsitions.'**

Although a few women have made it to the very tophie world of work, yet largely
their presence in senior management level is nibfgigWomen continue to face more
difficulties obtaining top jobs than they do lowkywn the hierarchy. A handful of women are
making headlines here and there as they breakghrdaut statistically they represent a mere

few percent of top management jobs. The rule ofmthuis still: the higher up an

193 Ray, 2009: 6
14 Ray, 2009: 4
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organization’s hierarchy, the fewer the women. Worheld a mere 1 to 3 percent of top
executive jobs in the largest corporations aroinedaorld®®

Empowering women to break through glass ceilinguireg action on many fronts.
The right qualifications and training are centes,are policies and practices in the workplace
to eradicate discrimination at all levels. Governtsealso play a fundamental role in
regulating the social, political and economic eoniments and in making these receptive to

gender equality and the guarantee of equal rijfts.

195 Ray, 2009: 4
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4. Glass Ceiling in Indian Context

This chapter is focused on situation of womenarporate world in India. Most of the
data presented here will be taken from manusctiginal report from a project “Women
Managers: Challenges and Opportunities”, which e@sducted by research team of Centre
for Social Research (CSR). This is an Indian novegamental organization which was
assigned by Indian Government (Ministry of Womed &ild development) to conduct this
study. Aim of this study was to find out, whethbe tconcept of glass ceiling is present in
India in same form as we know it in western cultarel whether there is the need to adopt
some legislation in order to prevent it.

Study was conducted in three cities — New Dellandalore, Kolkata, and in four
sectors — Banking, Media, Healthcare and Hospytalitd Tourism. The choice of these three
cities was deliberate. India is very vast countnghwdifferent culture and habits in each
federal state, these influence even the corporalieire, and so different outcomes were
expected. Four sectors were chosen on the bagisspifoportion between the numbers of
women in entry level and senior level.

Our aim was to find out what major problems womaeefat workplace, how do they
feel about the company atmosphere, whether thdicypis supportive, what are their career
aspirations, family background and many other factthat may influence their future
advancement.

This study is unique and first of its kind, butsttrying to be a follow up of a study of
Gupta et al. which had the same name but diffeobpctive and methodology. There are
almost none other data regarding glass ceilingndhial available. This is the reason, why the
manuscript of the final report creates the majot phthe chapter.

First part of the chapter contains the comparisbindian context with the global
situation. Are there any differences or are thbeesame patterns as the western world? These
observations were made on the basis of secondaay derived from different articles and
studies. Then, there are results of the surveyf itsad lastly, there is an illustration of
findings from the study of Gupta et al. Their saenpize was slightly different so the results

have not the same informational value.
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Advancement of women in management jobs has npt gace with increase in
working women. Their presence in senior managenhevel is negligible. Women are
graduating and entering management positions yeteths a bottleneck at middle
management levels. While entry is easier, prograssiows and in most situations regardless
of their qualifications or achievements, women prevented from climbing the corporate
ladder to the top. In India researches and sureegal that men outnumber women in terms
of attaining top managerial positions. Review afas®lary sources shows that data on Indian
female managers is almost non-existdifite very lack of statistical data signifies theklaf
attention paid to the issue of women in leadergbigtions in the Indian conte}t’

A few studies that have been conducted on the isSugomen representation in
management jobs reveal that women are lagginggiaind men in managerial jobs According
to one of the scarce sources, the study by Guptd, 2 women per 100 economically active
men take administrative and managerial positiondniia’®® Recently Confederation of
Indian Industry released a study “Understandingliéeels of Empowerment of Women in
the Workplace in India” covering 149 large and roedisize companies across regions. The
report highlights that women comprise 16 percepaibr management level, 4 percent each
at middle and senior levels, and only 1 percentoiganizational leadership positions
(CEOs)'®®

The worldwide statistics shows that in 2000-02 woime@verall share of managerial
jobs was between 20 percent and 40 percent in 4&fo63 countries’® As far as senior
management position is concerned female represamiatvery less. Women take 20 percent
of senior managerial positions in the US and 1@gmrin the world on an averdge In US
and Europe 25 percent of companies do not have wdmesenior management at Hiff.
Female representation is even less as far as andbership is concerned. According to
European Board Women Monitor, 2004 conducted byBbepean Professional Women'’s
Network (EPWN) an average proportion of women badirdctors in 11 European countries

were reported to be 8 percent varying from 2 periettaly up to 22 percent in Norwdy®
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This indicator is reported as 13.6 percent for '&fSThe International Business Owners
Survey (IBOS) 2004 conducted by Grant Thorntonioned that 42 percent (59% globally) of
business in India include women in senior manageérpesitions, but women occupy 12
percent (19% globally) of the senior managementspagailable'™

As evident from the data above, India is laggingbiehind world’s average in female
representation in management. Indeed, it is hardntgine that women constituting 48
percent of population (Census 2001), 48 percenh®fmarginal and 17 percent of the main
workers (Census 2001), they take only 2—-3 percéntirgstrative and managerial positions.
This discrepancy clearly sheds light on the sogjidss ceiling” that Indian women face when
entering professional careérs.

As discussed in former chapter, the glass ceiliomes in many forms: women’s
under-representation at the corporate hierarchylered wage gap, occupational segregation,
discriminative corporate policies, lack of attentim the specific needs women have, sexual
harassment, exclusion of women from informal neksoffremendous amount of research
has been undertaken in this area with Breakingutfitahe Glass Ceiling by ILO being one of
the most comprehensive international studies. vdia sample was not included in the latter.
Research reveals that the attainment of top exexytositions for female in the world in
general and India in particular is complex and Imegs many variables. Understanding those
variables is important to formulate strategies\teroome such forms of gender inequality in
organizational leadership. The key research problemains to identify the factors that
contribute slow progress of women in the manageritént

In India the situation of women is changing with ma@and more women getting
educated not only in general education but alsbnieal and professional courses. Along
with their increasing level of education in variaiseams there has been sizeable increase in

their workforce participation?

A study showed that the Fortune 500 companies with highest percentages of
women corporate officers yielded, on an averagel p&rcent higher return on equity than

those with the lowest percentages. Even more eagog is Fortune's conclusion that the list
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of brand-name firms with women chief executivesoisger and more impressive than ever.
Undoubtedly these are encouraging phenomenon warehwitnessed in India but the
question is how diverse and widespreathis phenomenon in the Indian Management sector.
The success stories of few women making it to dpedre ‘feel good factor’ providing an
impression that position and status of women is\gimag in Indian management sector. But in
the true sense how many of these breakthroughseally happening. Barring a handful like
ICICI Bank, HSBC and Biocon, an overwhelming majoof Indian boardrooms are still no-
go areas for womeft?

Women today comprise only 2 percent of the totahagrial strength in the Indian
Management sectorHowever India is among the countries witnessing iacreased
participation of women in senior levels along wibuntries like Taiwan, the Philippines,
Hong Kong and Sweden. India is seeing an increasiaghber of women occupying
management positions in leading companies, bagwdliand privately heltf°

Being one of the fastest growing economies inrdgon clearly does not translate
into bigger and more powerful roles for women iglitnwho land far fewer top jobs than
women in BRIC (Brazil, Russia, India and China) miies and India's Asian neighbours.
Among the BRIC countries, 42 percent of top manageositions in Russia are held by
women, 31 percent in Mainland China and 29 perceBtrazil. The Philippines leads where
47 percent of all top jobs go to women. Apart frdapan, India's position on the list is better
than only 2 other countries - Denmark (13 percamt) Belgium (12 percent). The Indian
metros do emerge better than the national averdfpeGhennai closest to the global average
at 22 percent followed by Delhi at 18 percent aaddglore at 16 percett:

The reasons for this are many ranging from indialdeonstrains, mindsets,
stereotypes and organizational structural impedimeéeFfhere is an increasing feeling that a
majority of Indian companies still have a kind oftitutional sexism that tries to prove
women are less able than men so do not allow wamenove up in their career. Not only
this is visible in the Indian corporate sectorsitalso observed in the civil services in India
where women IAS (Indian Administrative Service) dR& (Indian Foreign Service) officers
have been victim of gender bias. There are casesawhomen IFS officers have been denied

assignments compatible with seniority by MinistfyExternal Affairs (MEA), for the simple
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reason that they had challenged the system. Inn@ckacy, like India merit, fairness and
transparency should be the hall mark. But regrbttdbose who seek to question the
government are further punished. There is bittenmetition in the senior level civil services.
Male officers feel threatened when there are stindgpendent minded women officers as a
competitor. And that's when they start blaming wonfier being concerned about family or
for being emotional, and their achievements areemignized?

Women in corporate India are aware of the comgr@ahey work under and obviously
try to make the best of the bargain. They typicdlgar a disproportionate amount of
responsibility for home and family and thus haverendemands on their time outside the

office 123

4.1. Situation in India

What is evident from the above discussion is thamen in India experience a slower
progression compared to their male counterpartslé/émtry is easier, growth slows and in
most situations regardless of their qualification@chievements, women are prevented from
climbing the corporate ladder to the top. Althowgfew women have made it to the very top
in the world of work, the phenomenon of glass ogilis still very prevalent in India as well
as in other countries. The glass ceiling has proesstant to affirmative action, sensitization
of senior managers and human resources staff, mesagupromote work-family balance and
a broad recognition that investing in the talemtd gualities of both women and men at all
organizational levels makes good business sense.eklstence of the glass ceiling that
retards the progress of women is a prime examphiisafimination against women at work
through vertical segregation by s&x.

There are many overt and covert glass-ceiling factbat impede women’s career
growth in the management sector. These can bearaed under organizational, social and
individual level. The organizatiecentred paradigm advances the view that it is the
disadvantageous position of women in the orgammati structure few numbers, limited
decision making power, which influences women’seeargrowth and progress, shapes and
defines the behaviour of women. The underlying @ple of this perspective is that men and

women are equally capable and committed to assuposgions of leadership. The problem
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lies in the organizational policies and structumes the remedy is a fundamental change to
eliminate inappropriate discrimination in institutal policies and practices. Among structural
factors may be listed: discriminatory appointmemd @romotion practices; male resistance to
women in management positions; absence of polaredegislation to ensure participation of

women; and limited opportunities for leadershipnireg and for demonstrating competence

as a result of the power structure in the workpfate

Societal approach links gender-centred and orgaoied structure perspective. Here
the analysis is concerned with the social constonatf gender and the assignment of specific
roles, responsibilities, and expectations to woraed to men. These gender-based roles,
irrelevant to the work place, are carried into wna@kplace via their internal structures and
everyday practices. The socio-cultural perceptionbjch determine the attitudes and
behaviours of individual men and women, form basri® the equal participation of women
in senior management. Gender relations are keptace because the actors involved, both
dominant and subordinate, subscribe to social agdnizational reality — the clustering of
women in the lower ranks and wage g&b.

Individual-centred perspectivén which the paucity of women is attributed to the
psycho-social attributes, including personalityrelegeristics, attitudes and behavioural skills
of women themselves, is another explanation ofsgtafling existence. The problem is vested
in the individual and woman is called upon to adagtelf to the traditional, male concept of
management within the academy. Focus is on the foeedomen to adapt to compensate for
their socialization deficits. Among personal fastoare lack of self-esteem and self-
confidence, limited aspirations in the field of mgement, lack of motivation and ambition to
accept challenges to go up the ladder. Women'snt@atien to interpersonal relations with
peers which could impede their upward mobility; poded myths regarding women’s low
potential for leadership, being less assertives kmotionally stable and lacking ability to
handle a crisis; include: male managerial styles;alirse and language that shut women out;
informal organizational cultures also referred $otlee old boys club; women'’s reluctance to
self-promote their achievements and capabilitiekingathem institutionally invisible; the
persistence of cultural values and attitudes ttrangly support women’s childcare, family

and domestic responsibilities as priority over ea@spirations?’
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The above discussion shows that there are varieasons contributing to the

existence of glass ceiling in Management professibith is extremely complex and varied.

They are as follows:

The stereotypes and preconceptions towards wonenhhby are fragile and
lacking in the qualities that are considered uséfube effective managers.
Traditional masculine traits such having higherueathan feminine traits in
management world. Top posts are generally charaeterby masculine
aggressive values and suitability for them is dedichostly according to male
criteria.

The position which an individual hold within theganization shapes the traits
and the behaviour they develop or posses. Womem ai:cure positions that
have titles with little real power or supervisomtlaority.

Women are primarily placed in non-strategic sectather than in the so-
called line positions that involve financial deoisimaking or revenue-
generating.

Responsibilities, like sales and production posgicthat are critical for
advancement to the top, are usually given to males.

Mentoring plays an important role in the advancemefh women into
management positions. However, access to mentasingften limited for
women, which in turn results in a lack of trainiagd career development
activities.

Women'’s career paths tend to be more circuitousirsedrupted than those of
men which are typically linear, and this impedesmea’s progress to top
positions. Women often have to deal with the comipés of the dual role as
working women and mother and sometimes have to roakgromises, which
slow down their careers. Women managers with aiildire often looked on
less favourable than those without children any tre viewed as being less
committed.

Women workers still bear more of the main burderfiaofily responsibilities
than men and so have less time for the extraclaridormal and informal

networking essential for advancement in enterprises
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* Inability to stay late at work and a disinclinatitor jobs involving travel and
transfers have been identified as another majaorfadéor women in achieving
top positions?®

Lastly, women managers also have their own innételsa which need to be fought
and overcome. Many women do not aspire for highanagement as that would disrupt
family life. Therefore women managers need to distaltheir career goals and acquire
determination to overcome the obstacles that ¢xigkeep women from accomplishing their

goals. Women need to develop the confidence ainddetneeded to succeed in business.

As we can see, the assumptions in India are tjuitesame as in the western society.
The aim of the survey was to either confirm thosguanptions or to come up with new theory
which could explain the lack of women in top pasis.

4.2. Findings and Recommendations of Women Managers

study

In this chapter the major outcomes of analysis omary data relating to the
challenges and opportunities faced by women masagdirbe highlighted. However, before
discussing the findings of the primary data itgsemntial to have a look at the overall situation
and status of women managers in India vis-a-viswibdd. Not withstanding the fact that
women’s education and participation in the workéornn India has increased yet their
representation in higher management is very lowpaoed to men. There are various studies
which have been done on women’s share in the mamage A few researches and survey
conducted in the Asian and Indian context reveat th India, men outnumber women in
terms of attaining top managerial positions. Ifla@k around, we will not find even a handful
of companies headed by women or women at leadecdhgrategic departments. But that
does not mean that the situation is not improvidgpmen are being taken for jobs of
responsibility, though it may be more on the HRy®&ng, IT or finance side and much less

in hardcore production or marketing jois.
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4.2.1.Key findings of the study

In this study 360 women managers and 24 HR mandigersall three cities — Delhi,
Bangalore, and Kolkata — were interviewed. Theyensfeom four sectors Healthcare, Media,
Banking and Hospitality. The data collection inldi¢ook over four months and it was the
major difficulty. Despite the challenges the CSBntefaced in terms of time and availability
of these managers in getting interview done, theractions with them was a positive
experience. Many women managers articulated abdwitchallenges that they faced and
shared their views on various aspects relatinghéir tcareer. We observed that there were
differences in views and opinions, both level-was®l sector-wise, with regard to challenges
faced in the organization, societal and individfraht. There were multiple viewpoints on
issues like training, networking, and transfergjureed for promotion and growth. The HR
managers from different sectors provided us amlrisnto their company policies relating to
gender inclusiveness. They shared their views daggremployment criteria, promotions,

leaves and other faciliti¢€°

4.2.1.1. Responses on Challenges Faced by Women [slgers

4.2.1.1.1. Organizational Level

* Organizations provide equal opportunities to med aomen to grow, in terms of
employment, promotion, and training. But severapmndents find that those are not
enough, for the very fact that the situation of veoms not similar to those of men.
Some respondents said that they lose out in susbriymities due to various domestic
compulsions. Many respondents felt that compantesuld be sensitive to their
situation and needs.

* Most of the companies that have been audited duheginterview process of the
women managers and HR managers do not have anyfispgender policies to
promote women to leadership jobs and make the agi@on more gender inclusive.
However most of the respondents said there orgtmizaare gender sensitive.

* Majority of the companies did not have any spedgader committee and cells where
women can report their grievances. In most comggaities handled by the higher
management. Several respondents said that it Wa=itiito vent out their grievances

1% Ray, 2009: 68
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as repeatedly lodging complaints is not taken faaoly by the senior management
and might block one’s chances of promotion.

Many respondents said that they are confronted midte ego especially in case of
subordinates and colleagues. Assertiveness on #ne g women is often not
appreciated by men.

Discrimination of women in the workplace is veryoda. Many women managers felt
that men are more valued and have better chancggdmotion than women as they
are more flexible and mobile than women.

Majority of the respondents said that support systeboth at the work place and at
the family help to retain women in employment. Aerchble women to give their best.
Facilities such as transport, compensatory leaaed, medical benefits are statutory
kind of benefits offered by majority of the compasiand that form part of the
company’s concern regarding its employees. As soglgpecial support systems are
provided to female workers.

Facilities like flexible working hours and créchage non existent in many of the
companies. This was suggested as one of the masone why women in the private
sector have to quit jobs. Majority of young marri@dmen managers expressed the
desire that their companies should have facilities créeche and flexible working
hours so that they can maintain a work — life be¢an

Maternity benefits remain an issue of anxiety moathong the entry level and mid-
level women managers, especially those in the f@isactor organizations. In public
sector organizations women do not have any isegzgding it.

In private sector companies several respondentspleamed that their companies
provide maternity benefits but they are not sevesito their needs especially when one
joins office after availing maternity leave. A famanagers lamented that they are not
provided with flexi-timings and are perceived asslecommitted to their work.
Unfavourable conditions compelled women to takeemk in their career.

Some of the women managers stated that having wdrogsses has helped them to
give their best in their work as they are treatéith wore understanding and empathy.
They receive encouragement and advice regardingwioek which has helped them

to improve.
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e Training programmes are conducted by companieghieir employees to enhance
their skills and women are encouraged to partieipat the training. Several
respondents were happy about the fact that theiigaprogrammes are conducted in
duty hours and the participants are exempted frioair tvork, which helps them to
avail the training. Sometimes companies providesjpart or transport allowances to
encourage them to participate in the trainings. elmv there were a few other
companies that made no concessions to the speiificulties that women might
face, specifically not very helpful in allowing tneto avail training. Many
respondents felt that training should be designi rggard to the time and space of
women.

* Women participation compared to men is less inr®ss trainings. The HR managers
stated that the low participation ratio of womerb&ause of less number of women
employees at all levels.

* Majority of the respondents believed that netwagki® important for career growth.
But most of them said that it did not contributetheir career, due to their family
obligations they did not have much time for netwiogk A few respondents even said
that they are not comfortable with it.

» Several respondents said women cannot grow afieird. The reason that was cited
most was at higher level there is stiff competitaond there are subtle gender biases.
Women are offered less challenging assignmentsy @lkee mostly out of the informal
loop or networks.

* Most of the HR managers opined that women do notipze their work. The job on
the top can involve putting in long and unpreditgaiiours besides the possibility of

frequent relocation, which is often not possibld gasible for most wome'i*

4.2.1.1.2. Societal Level Challenges

* Although many managers had the support of theiriljaryet their obligation to
domestic duties did not allow them to give 100%heir job. Several young married
respondents said that they preferred not to takester and rather compromise in

promotion, to keep a balance between home andeoffic
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« Balancing home and work seemed hard for these waomamagers. Many women
complained of conflicting role responsibilities acdmplaining in-laws, who wanted
the daughter-in-law to quit their jobs.

» Several respondents said that they took breakragecdor family reasons.

* Many respondents expressed angst regarding thaifingvmindset that women are
perceived to be less committed to work, while mea ot. In fact, many of the
managers felt that men who are married with childaee rather considered more

committed to work>?

4.2.1.1.3. Individual level Challenges

» Several HR managers said that majority of womenagears do not have the drive to
move ahead. They are more complacent about thsitign@ But they also said that
those women, who are assertive and focused, mowethpir career.

* Majority of the respondents although expressed thepiration to attain the top level
position, yet many of them failed to suggest hovatbieve that. They did not have
any clear cut career plans and strategies.

* Some of the respondents mentioned that they neeéewelop appropriate skills and

confidence-3

4.2.1.2. Sector- Specific Findings

4.2.1.2.1. Hospitality
*  Women make up 9.1% of the workforce in the Hotel estaurant industry and men

90.9%. The female percentage share in this indisaymere 0.9%.

«  Women employability in this sector has increasetth Whe growth in tourism sector in
India. Majority of women managers stated that thieymotivated to take up the career
out of own preference and job market.

e About 81.8% of women managers said there is no egrepdlicy although most
women said during interviews that they do consith&ir company as sensitive to

gender issues.
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* The job areas most of them are confined to aretgakdions, food and beverages and
housekeeping.

* The facilities provided by the company to suppben are transport, medical benefits
and compensatory leaves. But those are not exelydior women.

* Despite the fact that majority of the women said gector is favourable to women,

still most of them believe that women cannot grdteraa certain point>*

4.2.1.2.2. Media Sector

« In the media sector travel and tours are an intguaet of the job, and it becomes
difficult for a woman considering safety issuesifiSthuties in media help women to
adjust their schedules.

* About 50% of the respondents in media said thegdaglass ceiling in promotion.
There are stiff competition and ego clashes. Adhgevop position is not easy.
Promotion beyond mid-level is difficult. One needse very aggressive. Networking
is extremely important to be in the loop and margmen managers lose out in this
aspect for which their growth is impacted.

* One of the respondents said that the media indastng at profit maximization, and
men can be better entrepreneurs than women, betaerxseare not carried away by
emotions, but are more assertive and commerciadeain

* Maternity leaves and child care affects those womwéo are anchoring. It is not
possible to do correspondent jobs anymore. Theseanare either forced to take up

desk jobs or they quit®

4.2.1.2.3. Banking Sector

* Only two women have risen to the top position iblgusector banks since they were
nationalized. There are only 5% of women managensublic sector banks. Private
sector banks comprise 40% women managers.

* In Banking sector transfer remains a major impedinnethe career growth of most of
the women managers. Many respondents have com@admpismotion just not to take
transfer. Majority of the managers felt that tramsfhould not be linked to promotion.
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* Only 38.2% respondents said their banks have gepalieies. Most of them said their
organizations are gender sensitive. Sexual haradsrases reported are rare. Major
banks have grievance cell to deal with women prable

* Trainings are most often conducted and women ateusaged to participate in the
training programmes.

e The respondents in the banking sector felt thaséwotor is good for women because it
is a source of respect, recognition, and a safgosér work. Problems exist with the
fixed working hours, but certain improvements irstregard will definitely make it a
comfortable and women friendly place to work.

» Banks provide facilities such as medical benetitsppensatory leaves and transport
facilities to a few managers. Flexible working h®wption is available in private

banks but not in public sector bark8.

4.2.1.2.4. Healthcare Sector

 There are no gender policies and companies areskussitive to gender. Sexual
harassment cases are reported and some compawesgbader cells to address
women grievances.

» Special efforts are not made for women to grow wvitthe organization. Women
candidates are preferred in the physiotherapy sactd client relationship. This may
be due to their caring, empathetic nature.

* The positive factor there is scope for flexibilaypd independence within this sector.
Due to these reasons, the sector is favourabl@@ratting more women.

« Several respondents said glass ceiling exists. #omen are given more preference
in several job areas like travel assignments, floiclkvwomen lose out.

« Companies encourage women managers to participatainings. Majority of them
felt that consideration of time and space of tlentngs are just as important as a

supportive work culturé®’
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4.2.1.2.5. Overall Sectors

* Promotion is based on performance and merit inntieelia, hospitality, health and
private sectors banks. In case of a public se@dakpseniority and performance were
the determining criterion for promotion to highewéls. Performance is judged on the
basis of written examination and interview in thbaeks.

* In all sectors most women (45%) said travellingigitesents are generally given to
men. This is primarily because of security reagorensure female employees’ safety.
Many feel it limits the women in their professiomigvelopment and career growth.

* Most of the companies in the four sectors do neeheny proper grievance cells to
address women complaints reports of sexual haragsrviost of the banks have
grievance cells that address women complaints.

* Out of the four sectors media and banking werefleggle with working hours.

» Companies across sectors offer equal opportunityr@av. But majority do not have
any specific policies to promote women.

«  Women managers often face conflicting issues inagang family and office. Only

14.3 % said they are managing comfortaffy.

4.2.1.3. Level-wise findings

* The average time of experience of the entry leegbondents was 3.5 years while the
average length of experience of middle level maragpefore being elevated from
entry level was 6 years and for senior level therage years of experience was 9
years before being elevated from middle level parsit

* The respondents in the entry level are found tanbee independent in their career
choices. Their career choices were entirely basetheir own decision and the job
market demands. In the middle level the respondstkit was the job market, family
support and advise of peers that determined tlegger choices. In the senior level
majority of the respondents said it was family amdividual factor that guided their
career choices.

« Both entry level and middle level women managesred to be top level managers.
In the senior level most of the respondents sadithtially when they joined job they

138 Ray, 2009: 73-74
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were more concerned with the immediate job andr late with experience they
became more ambitious and aspired for higher jpositi

At entry-level the main motivational factor for a@®ng the current company as
employer is career chances, followed by reputatibthe company. Salary plays a
smaller role. At mid-level the dominating motivagifactor for the respondents was
reputation of the company followed by career charar& salary. And at senior level
the main motivational factor is salary and greadés in decision-making and working
atmosphere.

All respondents in three levels said that their pany encouraged and facilitated
women to undertake training. Individually speakinmpst of the respondents in each
level were not aware of training programmes offdogdChambers and Management
institutions.

At all levels women agreed that their company ptesiequal opportunity to grow in
the organization.

Across all levels some respondents said their camepaare not sensitive to the fact
that situation of women is different and that tisépuld be given facilities to promote
them.

A few respondents at different levels spoke abloatsubtle discrimination existing in
the workplace. At entry and at middle level resportd commented that male
colleagues are more flexible and may therefore neéepred in getting employed or
promotion.

Several of senior level women said that even aftaching senior stage most of the
male treat them as women first than their position.

Majority of women managers at all levels said tlvatnen have to work much harder
than men to prove themselves.

Across the levels majority of respondents felt reing is important. The middle
level managers mostly said that they cannot aftordo networking as their family
responsibilities do not allow them to devote muatetto it. Most senior level women
said they are not comfortable with it.

With regard to transfer policies women at mid lemedl senior level said that it should
not be linked to promotion and women who are wjlito take transfer should be

promoted. It should be more need oriented tharrano
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* Across all levels women found that their companyaswomen-friendly.

« Family has been a great support to the respongdnédl levels. However clashes
between their domestic duties and professional coments have impacted the career
of the women managers. It was mostly observed enctises of respondents in the
middle level. At entry level women managers did experience conflicting situation
so much. At the senior level women said that thiglyekperience clashes but they

have tried to make adjustments and manage suctigssfu

4.2.2.Recommendations

« Women intake ratio is less than men in almosthedldcompanies/organizations visited
in the four sectors. Companies should orient tregruitment policies to recruit equal
number of male and female in the entry level ineort bring in gender diversity and
inclusiveness.

* In the survey it was observed that company policgregshe four sectors are not
adequate to ensure growth and leadership develdpmenwomen employees.
Companies should be more sensitive to women simtiand need as women
generally have to look after family and work.

 Companies should be transparent about their psliceating to employment,
promotion; training. Organizations should go fonder audits.

* Need of male colleagues who are more sympathetic emderstanding. Managers
should be made more accountable for gender foctesedts and everyone should go
through a gender sensitization process.

* More transparency among the staff and the HR deyasuttis needed; more employee-
friendly HR, sensitive to women concerns and situeits needed.

* Lack of laws in the private sector, therefore theheuld be proper laws regarding
pregnancies, maternity leaves etc. The laws shbeldrescribed, so that no one
manipulates it.

* Clear cut sexual harassment policy should be lamndby the companies. Proper

grievance cells need to be formed for women tontegdwout their grievances.

%9 Ray, 2009: 74-76
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* Promotion should not be linked to transfer as reenlihe case in public sector banks.
Transfer should be need based. Women, who arengyith take transfer, should be
given transfers if the companies have a branchendcation where one wants to be
transferred.

e Both family and work are fulfilling experiences. @bsupport system at family and
work place would enable women to fulfil both withdaeing pressurized to prioritize
one above the other. Companies should adopt bedliges such as options to work in
flexi-timings, work from home and transport facég.

« Difficulty with child care arrangements was a majworkplace issue. Companies
should provide facilities like créches to enablenven to give their best in their
profession.

» Companies should encourage its women employeesirtipate in programs that
would hone personality development of women

* Woman should have clear cut aims and ambitiondenGoals should be well defined
In the start so that women do not lose focus imtidst of their career.

* Lack of mentoring is found to be one of the factogsponsible for women slow
development. Companies should create programsdotaring entry and middle level
managers. Mentoring not only inspires a sense sfarsibility across levels but also
adds a sense of intergenerational connection amgroeity.

* Companies should establish leadership trainingi@iplfor newly recruited women
managers in the recognition that promotion to naediel and senior-level often
entails appointment to leadership positioffs.

The larger lessons that can be drawn from thisystiel:
Women representation at the top level of managémearoportionately very low compared
to men. There is a solid glass ceiling that is texgsand that is resisting there movement in
their upward ladder of career growth. This suggtesisthere needs to be systemic changes if
companies are serious about bringing in greateersity in their management and
encouraging competent women to overcome the huttkssociety places in their career
path!*!

10 Ray, 2009: 76-77
1“1 Ray, 2009: 78
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4.2.3. Gupta et al. study

We can compare these findings with results ofathlg similar study which was done
by Gupta et al. Their research targeted all bur@eisdiscriminations women managers have
to face when entering the labour force. Their studyuded 162 email respondents (no field
work or interviews) — men and women (so they hadvilews of both sides). It was focusing
on seven key areas — (1) hiring practices, promadiod advancement, (2) equity in pay and
reward, (3) organizational perceptions of gendsues, (4) the management and leadership
skills of women and how useful they are, (5) hownrfeeel working with women, (6) coping
strategies against gender bias in organizationsadrad prevents women from advancing, (7)
and what initiatives companies could tafeFor the purposes of result comparison, key area
(2) and (6) will be mentioned.

In terms of equity in pay and reward, findings o#owing: Even though, both male
and female managers perceive that employees ae hased on their qualifications, merit,
and accomplishments, but gender becomes an impartasideration during salary raises,
promotions or advancement decisions. More womeie\eekhat they must work harder than
men, are paid less than men for the same quaiditaare forced to prove their competence
all the time, and to succeed in the corporate wdhHdy must develop management style
which is comfortable to men. Even at senior leve; status as women does not become
irrelevant; she continues to be perceived as “wdmém needs to “prove” her worth while
men are assumed competent till proven otherwiseveFavomen (71% vs. 81% men)
perceive that competence, not gender is an issagganizations. They noticed an interesting
difference between male and female managers oonrpghce expectations. More men (48%)
than women (38%) believe that to be successful, @managers need to consistently
exceed performance expectations more often than hemas expected these percentages to
be reversed. The way these percentages came out study suggests that men expect more
from women while women are underestimating thegeetations — which may not be good
for their career$®

If we have a look at what prevents women from adirg than the findings are: From
female managers’ perspective, the major barriersvéonen’s advancement to corporate

leadership are: male stereotyping (72%), exclugibnwvomen from informal networks of

12 Gupta et al., 2006: 292-293
143 Gupta et al., 2006: 293-294
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communication (71%), and women’s commitment to fgamesponsibilities (65%). On the
other hand, male managers perceive two major bamteevomen’s advancement. women not
being long enough in the pipeline (72%) thus haviegs business experience, and family
responsibilities slowing women down (70%). Our stualso indicates that 59% male
managers believe that few women can or want to tatwt takes to get to the top.
Surprisingly 52% female managers also concur whth feelings of male managers on this
issue. Lack of mentoring of women and lack of awass of organizational politics were also
perceived as barriers. More women (50%) than mé#oj3hought that inhospitable corporate
culture is a barrier to women’s advancement. Mor@emmanagers (24%) than female
managers (10%) thought that woman’s ineffectivedéeship style is a barrier to their
advancement. Perhaps, the leadership style thatameenot comfortable with is labelled as

“ineffective:. 14

Their recommendations to overcome the gender biasikplace are:

 Open dialogue between men and women in organizationlearn about gender
differences that exist on important issues affectire work environment.

e Offer educational and training programs for men amoimen to learn how to
effectively manage the gender diversity in orgatnira

* Re-engineer HRM practices and implement other sitgges offered by our
respondents to make organizations more “womendhgnSuch suggestions include:
—  Exposure of women to top management
— Job rotation for women
—  Career development programs for women
— Leadership development programs for women
—  Better child care facilities at work
— Surveying women regularly to assess their job feati®n
— Senior level commitment to gender issues
— Recruitment of women at senior level positions

—  Establishing mentoring program for women

144 Gupta et al., 2006: 304
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« Although, a few women organizations have emergeltdia, there is ndssociation
of Women ManagersThey recommend establishing such a professionay liod
organize educational, training, development andeaeh on gender issues in
corporations*®

Even the findings of Gupta et al. are very convigciObviously, the biggest problem
is the different perceiving of men and women. kras, that both are expecting something
else than the other ones.

Apparently glass ceiling is present in India, butdraw out some clear result of the
CSR study was very difficult. Some problems wita furvey are mentioned in discussion but
the trickiest fact was that many results were @ahttory. The reason can be the conflict in
responses from entry level stuff and seniors, wieoewprobably more loyal and wanted to
create better picture of the company or that thesy yyere more mature and perceived the
same issues differently. Nevertheless, women fem} aire discriminated and deprived from
their rights. This is very serious revelation ahdsiup to Indian government to assess the
findings of the study and make the final decision.

As it is obvious throughout whole third chapterlilnstill has long way to go in terms
of legislation and women presence in manageriaitipas but it should be mentioned that
India stands pretty well among the group of devielgountries. This will be mainly due to
the fact that many Multi-national organizations buéding their branches here and that India
is favourite destination for outsourcing, which ng$ in many patterns from original
countries. The pressure from international comnyuniill sooner or later bring their
standards and Indian government will have to redbe question remains, whether the

change of legislation will be followed by changesotial mindset.

15 Gupta et al., 2006: 309-310
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5. Discussion
Certainly this thesis offers many topics for disgias but | would like to elaborate the

findings of last chapter. | had a chance to be ra gfathe research team of CSR for seven
months and | went through the whole process optiogect preparation — from questionnaire

compilation (see appendix) to data analysis. | prasent at number of interviews which were
conducted in New Delhi and | had a chance to meatyninteresting women CEOs but also

fresh graduates at entry level and the overall @sgion was bit different than that expressed
in final report.

First of all it was great struggle to collect thetal because women were unwilling to
cooperate — it seemed to me that many of them stexpeus because we were NGO
employees. Even though we had a cover letter frben Ministry of Women and Child
Development, or just because of it, many of thefosed the interview straight away or if
they agreed over the phone, when it came to irdervihey cancelled with apologies or just
disappeared. Then there was another group of wavherwarmly welcomed foreigners and |
had a feeling that they wanted to show off. Thiswpproved in the case we got the chance
to talk with girls from lower levels.

It is not very common to commit such an extendegaech to the NGO, especially on
request of ministry, but this was probably excamiocase, because CSR has 26 years of
experience, which is more than majority of privegsearch agencies, and it works for women
so it has many useful contacts and networks.

My overall impression was that for some women tlasgyceiling played an important
role (especially in media sector where the trassé&d frequent business trips were common)
in terms of promotion but for another big grougstivas not the case. Many women just made
this personal decision and when they settled ddley, just quitted the job or did not have the
aspiration for promotion anymore. Whatever the saasmay be, this trend was clearly
apparent when we gathered the personal informékerage and marital status. Vast majority
of women in top management were either single worded and had mostly one child.

This apparent conclusion was nonetheless not ierdul the final report because it is
not a phenomenon which can be affected from cegtrarnment.
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6. Summary
Even though it was not possible to describe (amhg not even the aim of the thesis)

all possible patterns in gender and glass ceilmgnpmena, still the main results are apparent.
Despite the existing laws and restrictions, gerdlecrimination continues to appear. It is
obvious that legislation can not solve everythi@gnder patterns are usually deeply rooted in
the society and it takes long time to change thedset of the people. However, recent
statistics show that the trend is positive and sppagress is already happening. The best
example is the field of politics where more and emomen are occupying high positions and
thus take a part in decision-making. This way tbey influence new laws and legislation as
such and make a positive change.

Glass ceiling concept still needs further reseagelificient data outside United States
are hardly present. This hinders any predictionaiAgt is apparent that causes of glass
ceiling are very diverse and their removal will weg complex solution. Indeed, proper
measures can not be undertaken if we do not knoat wie are facing. Every culture is
specific and so what works in one country doeshaot to be applicable in different settings.
That is why each country needs specific approach.

India is one of those countries where they recaghithe importance of proper
research. This country is very unique. If it wasnti@ned earlier that each country needs
different approach, then India itself needs nundf@oncepts to fight glass ceiling. India is so
diverse that it is not possible to generalize frone survey to whole country. There is still
space for many more similar surveys as was thatwxied by CSR.

Generally speaking whole issue of gender is vetigrasting because it is so diverse. It
influences our lives everyday and it is still chiaugg It is as dynamic as our society and it

offers many opportunities for research.
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7.Shrnuti

| kdyZz nebylo mozné v této praci postihnout vSechmgzné aspekty genderové
problematiky, pesto se poddo odhalit rekolik zajimavych trendl. Je evidentni, Ze
legislativa a zakony nejsou samospasitelné, pratedeiminace pokréuje i v zemich, které
se zavazaly k dodrZzovani mezinarodnich zatagkipadré maji vlastni zakony. Samotné
zakony generovou diskriminaci zmirnit nemohou, geadeé role jsou {ilis siln¢ zakdensny
ve spolénosti. Uvdomeni obyvatel je jediné mozné dlouhodateSeni. Sotasné statistiky
nam vSak nazraji, Ze zména vtomto sr¥ru jiz nastala. NejlepSimiikladem jsou asi
vysledky politickych plizkumi. Zeny staletastji usedaji na vyznamné posty, coz jim dava
rozsahlé pravomoci na dalSi &my.

Sklereny strop je termin v naSich zé&pisnych dtkach stale patkud nejasny. Pokud
chceme zjistit fipadny rozsah problému, bude jedita provést je§t mnoho pézkumi,
protoZze az nadkolik vyjimek, nemame tégi Zzadné Udaje. | zde je vSak nashat se jedna
o komplexni problematiku, ktera bude vyZadovat elwglgistup. Navic nelze pouzeégbrat
néjaky model ze zahratii, protoZze kazda zefimé sva specifika, kter4 bude nutné brat do
avahy.

Indie je jednou ze zemi, ktera uzZipkumy zamdiené na problematiku sklémého
stropu provadi. OvSem zde je situacegesteco komplikovawjSi, protoZe Indie jetiznorody
subkontinent a vlastni legislativu nebiegpis bude nejspis gebovat kazdy jednotlivy stat.
PrestoZze vlada si jiz existenci problémeippusti, zemy je stadle na zstku cesty. Bude
potieba provést jeStvelké mnoZzstvi vyzkuin aby se dosfo ke hmatatelnym vysledin.

Obecr Izetici, ze problematika genderu nabizi mnoho proskerzkoumani. To je
zpasobeno tim, Ze se jedna o dynamicky systém, kienesistale gni a ovliviiuje tak i nase

Zivoty.
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Annex A —Entry Level Questionnaire

Name of the Women Manager:

Position/designation:

Sector :

Project
Women Managers in India -
Questionnaire on the Entry Level

Draft

Age
Marital Status
Children
|. Personal Details
Il. Educational level
Education Graduate Post Graduate Doctorate
(Name of the Institute) (Name of the Institute) (Name of the Institute)
Technical
Managerial
Any Other
Specialization (if any)

Skill Enhancement
Trainings attended (if

any)

Type

Duration

Institution

1. What motivated you to choose management

courses?

b- Family
c- Job Market

a- Successful Peers

d- Own Preference
e- Any other, pl. specify
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2. Who gave you advise/inspired you to follow th
courses?

eaePeers
b- Elders in the Family
c- Institutional Counselling
d- Success stories from Newspaper/Magazin
etc.
e- Any other, pl. specify

3. What was you career aspiration before you starde Successful top-level Manager

to study management courses?

b- To have your own enterprise
c- More successful than peers
d- Status

e- Any other, pl. specify

4. How did joining the management courses affe

your attitude and outlook concerning your career

choices?

ct- More aggressive
b- More ambitious
c- Effective time-management
d- Individualistic
e- More optimistic/extrovert

5. If you think about your current situation, would

you like now to choose other courses? If yes,
which?

a- HR Management

b- Finance Management

c- Business Management

d- Hotel Management branches
e- Any other, pl. specify

Il. Getting Employed

6. How many jobs did you apply for before gettin
this job?

7. Did you get the job in the chosen field?

a- Yes
b- No

8. As a woman, did you feel that you were given
equal responsibility in an equally important arsa
your male colleagues?

a- Equal Responsibility
ab- Less Responsibility

c- Equally important area

d- Less important area

e- Any other, pl. specify

V. Job/Workplace

9. What is your current position/ designation? WH

are the duties and responsibilities associated wit
this position?

at

I

10. Since when are you in your current position?

11. How many years of work experience do you
have?

12. For how many years have you worked with th

company?

is
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13. What was your motivation to apply and to sta
working for this company?

rta- Salary

b- Career chances

c- Reputation of the company
d- Working atmosphere

e- Relationship with colleagues
f- Chance of personal growth
g- Any other

14. Are you satisfied with your current position,
tasks and responsibilities? Why or why not?

a- Satisfied

b- More than satisfied

c- Not satisfied

d- Temporarily not satisfied
e- Any other, pl. specify

15. What is your present salary structure?

a- 10,000 — 15,000
b- 15,000 — 20,000

c- 20,000 — 25,0(
d- 25,000 — 30,0(

16. Where do you see yourself in five years?

a- Still at the same level

b- In the middle-level

c- In the senior position in middle-level
d- Top-level

e- Any other, pl. specify

17. Which are your further plans of growth/Which
position do you want to achieve?

a- Middle-level

b- Upper-middle level
c- Top-level

d- Board of Directors

e- Any other, pl. specify

18. How do you plan to achieve this goal?

a - by attending special skill development
training

b - by promotion

¢ - by training in soft skills

d - by joining an MNC

e — Any other

19. Does your company offer trainings for
employees on the entry level? If yes, please spe

a- Introduction Training

cib- Skill-development training

c- Soft-skill development training
d- Training for present job

e- Any other, pl. specify

20. What opportunities were given for learning ar
training, job handling, etc.?

1&- Availed training leave

b- Better placement within the company
c- Opportunity to interact with high-level
delegation

d- Any other, pl. specify

21. How are women encouraged to participate in
trainings organized by the company?

taeOrganised during duty hours

b- Exemption from office work

c- Door-to-door transportation provided

d- Provision for taking care of the family in
absence (in case of out-station training)

e- After training increments/promotions, etc.

22. Do you know about special trainings for wom
offered by chambers/management schools?

ea- Yes
b- No

23. Have you already participated in some trainin

- Received increment

How does it help in enhancing your career?

b- Better role and responsibilities
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c- Transferred to important job area
d- Increased efficiency/performance
e- Any other, pl. specify

24. How important is networking in your opinion
for professional development?

a- Important

b- Very Important

c- Not Important at all
d- Less important

e- Do not know

25. Do you know the concept aflass ceiling?

a- Yes - No

26. What does this concept mean to you?

a- Discrimination against women in reaching th
top position despite having equal qualification &
experience

b- Discrimination for being a woman in
promotions/training, etc.

c- Both the above

d- Preference to women

e- Do not know exactly

¢

\nd

27. Do you think, you ever faced thigass ceiling? If | a- Yes

yes, in which extent?
b- No

28. Does your company have a gender policy? a- Yes c- Do not know
b- No

29. How sensitive is your organization to gender a- Sensitive

issues?

b- Very sensitive

c- Less sensitive

d- Not at all sensitive
e- Do not know

30. What are the measures undertaken by your
company to stipulate and to support women
iIssues/policies in employment and promotion of
women employees?

a- Equal preference in employment
b- Equal preference in promotion
c- Equal preference in training

d- Any other, pl. specify

31. Are you aware of any harassment cases at your
workplace? If yes, was any action taken to preit@nt

a- Yes b- No

Action taken:

32. What are the support system/facilities provided
your company?

a- Flexible working hours

b- Accommodation

c- Transport facility

d- Creches

e- Compensatory leaves

f- Medical benefits/health insurances, etc.
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33. Are you able to put extra hours in your work a- Yes NB
whenever needed? c- At times d- ieuoften
e- Any other

V. Equal Opportunities
34. Does your organization provide equal a- Yes - No
opportunity to grow in the organization?
50. Are there women in different levels of a- Yes - No
managerial positions?
35. Do you feel that beyond a point woman cannota- Yes - No
grow in the organization or there is no such glasg c- Not aware

ceiling?

36. PI. cite reasons for your answer to the above
question.

a- HR Policy of the company

b- CEO

c- Attitude of Senior male colleagues
d- Attitude of senior female colleagues

e- Any other, pl. specify

VI. Sector Specific

37. Do you think this sector is more favourable tg
women?

D a- Yes

NB

38. How is it favourable?

a- More women employees

b- More women in higher position

c- Speedy promotion system for women
d- Better salary structure/increments

e- Any other, pl. specify

VII. Other Factors

39. How is your family (husband/parents)
supporting your ambition?

a- Supportive

b- Very supportive/Enthusiastic

c- Adjust schedules for each other
d- Not at all supportive

e- Any other, pl. specify

40. How do you manage family and career? Are
you comfortable with the balancing act?

a- managing successfully
b- Conflicting issues
PI. elaborate:

41. Any suggestion for future generation?
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Annex B —Middle LevelQuestionnaire

Name:

Project
Women Managers in India

Questionnaire on the Middle Level

Position/designation:

Sector, in which the interviewed woman is working_i

Draft

I. Personal Details

Age

Marital Status

Children

Il. Educational Level
Education Graduate Post Graduate Doctorate
(Name of the Institute) | (Name of the Institute)] (Name of the Institute)

Technical
Managerial
Any Other

Specialization (if any)

Skill Enhancement
Trainings attended (if any

Type Duration

Institution

1. What motivated you to seek a career in b- Family

managemer

c- Job Market

a- Successful Peers

d- Own Preference
e- Other, pl. specify

a- Successful top-level Manager

2. What was your career aspiration before youeddarto- To have my own enterprise

to study?

d- Status

c- To be more successful than peers
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e- Other, pl. specify

3. Do you feel you are able to realize it? If yebat
do
you think are the chief contributing factors in
achieving the same? If no, what are the sturgbli
blocks?

a- Yes- contributing factors:

b- No- main blocks:

. How helpful do you find skill
enhancement/improvement trainings in the mid
career?

a- Very helpful

b- Helpful

c- A little helpful

d- Not helpful at all
e- | don't know

. If you consider your current employment situati
would you have chosen different courses? If so
Why?

ba- Yes, pl. specify:
b- No
c- | don’t know

Il. Job/Workplace

6. What is your current position/ designation? WH
are
the duties and responsibilities associated thith
position?

at

7. As a woman, did you feel that you were given
equal

responsibility in an equally important area as
male

a- Equal Responsibility
b- Less Responsibility

c- Equally important area
d- Less important area
e- Other, pl. specify

colleagues?
8. Did you get the job in the chosen field? a- Yes b- No
9. Since when are you in your current position? years
10. For how many years have you worked with this
company? years
a- Salary

11. What was your motivation to work for this
company?

b- Career chances

c- Reputation of the company
d- Working atmosphere

e- Relationship with colleagues
f- Possibility of personal growth/ developmer
f- Other

12. How many years of work experience do you
have
prior to being elevated to the middle level?

years

13. What is your present salary structure? Are yg
entitled to :

Salary Structure:

ub- Medical benefits

a- Bonus

c- Maternity leave
d- Provident fund
e- Transport facility

f- Other
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I1l. Company Related

14. What system/criteria does the company that
are

working with follow for promoting its
employees

from entry level to middle level?

a- Merit-based (career & trainings)
ydd Performance-oriented

c- Gender-based

d- Seniority-based

e- Other, pl. specify

15. Does your company offer training for employ¢
on
the entry level to enable them for promotion?

a- Refresher Training

s Skill-development training

c- Soft-skill development training

d- Training for mid-level job handling
e- Other, pl. specify

f- No training

16. How are women encouraged to participate in
these
trainings organized by the company?

a- Organised during duty hours

b- Exemption from office work

c- Door-to-door transportation provided

d- Provision for taking care of the family in
absence (in case of out-station training)

e- After training increments/promotions, etc.
f- Not encouraged at all

17. Have you attended any such training? If yes,|ph- Yes: b- No
specify.

18. Are you aware about special trainings for a- Yes b- No

women PI. specify:

offered by chambers/Management Schools?

19. Do you think it is necessary for companies to
offer
special trainings for women?

a- Very necessary

b- Necessary

c- Not at all necessary

d- Not particularly for women
e- Other

20. How should special trainings for women be
designed/ constructed?

a- Considering the time and space

b- Supportive work culture

c- Considering care of family during absence

d- Encouragement by increments/ promotion
non-transfer

21. Does your company have a gender policy?

a- Yes
b- No
c- | don't know

89



22. How sensitive is your organization to gender
issues?

a- Very sensitive

b- Sensitive

c- Less sensitive

d- Not at all sensitive
e- | don’'t know

23. What is the basis for promotion to senior [8ve

a-Performance

Ib- Merit

c- Seniority

d- Readiness for transfers/relocation
e- Other, pl. specify

24. Do you feel your male colleagues stand a be
chance for promotion to senior level? If so,
why?

a- Yes
ter No
c- | don't know

25. How do you visualize yourself five years from
now?

a- Still at the same level

b- In a senior position in middle-level

c- Top-level

d- Among the decision-makers of the compa
e- Other, pl. specify

26. In your opinion, how important is networking
for
professional development?

a- Very Important

b- Important

Cc- Less important

d- Not Important at all
e- | don't know

27. Are you able to put extra hours in your work
whenever needed?

a- Always

b- Quite often
c- Sometimes
d- Never

28. What are the support system/facilities providé

by
your company?

a- Flexible working hours
2th- Accommodation

c- Transport facility

d- Créches

e- Compensatory leaves

f- Medical benefits/health insurances, etc.

29. What are the measures undertaken by your
company to stipulate and to support women
issues/policies in promotion of women

employees?

Equal chances in: a- employment

b- promotion

c- training

d- decision-making
e- Other, pl. specify

30. How do you feel as a women in middle
management?

a- Very comfortable

b- Comfortable

c- Less comfortable

d- Not at all comfortable
e- Other, pl. specify

31. Are you aware of any harassment cases/
injustice

against female colleagues at your workplate?]

yes, was any action taken to prevent it?

a-Yes

P b- No
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V. Equal Opportunities

32. Are there women in different levels of

managerial a- Yes Nb-
Positions within your company?

33. Have you heard about the concepigtdss
ceiling? a- Yes NBb

34. What does it mean to you?

a- Discrimination against women in reaching
the
top position despite having equal
qualification
and experience
b- Discrimination for being a woman in
promotions/training, etc.
c- Both the above
d- Preference to women
e- Do not know exactly

35. Do you think, you ever faced thiggass ceiling
in
your working environment? If yes, how?

Yes, through:

a- HR Policy of the company

b- CEO

c- Attitude of Senior male colleagues
d- Attitude of senior female colleagues
e- Any other, pl. specify

f- No, have never faced it

36. Do you feel that beyond a point woman cannoa- Yes
grow in the organization or there is no such | b- No

glass c- Not aware
ceiling?

V. Sector Specific

37. Do you think this sector is more favourable tg
women?

D a- Yes
b- No

38. How is it favourable?

a- More women employees

b- More women in higher position

c- Speedy promotion system for women
d- Better salary structure/increments

e- Other, pl. specify

VI. Other Factors

a- Very supportive/Enthusiastic

39. In how far is your family (parents/husband
Supportive the demands of your career at

) b- Supportive
tke moderately supportive

mid

d- Not at all supportive
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level?

e- Other, pl. specify

40. How do you manage family and career?

a- Managing successfully

b- Occasionally experience stress due to the
balancing act

c- Experience conflicting issues

d- Struggling to combine work and home

PI. elaborate:

41. Have you ever found yourself compromisi
your

career choices because of family and
children?

a-Yes,
nél. describe in few lines:

b-No

42. Any suggestion for future generation?
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Annex C —Senior Level Questionnaire

Draft
Project
Women Managers in India
Questionnaire on the Senior Level
Name:
Position/designation:
Sector, in which the interviewed woman is working_i
|. Personal Details

Age

Marital Status

Children

[I. Educational Level
Education Graduate Post Graduate Doctorate
(Name of the Institute) | (Name of the Institute) (Name of the Institute)
Technical
Managerial
Any Other
Specialization (if
any)
Skill Enhancement Type Duration Institution
Trainings attended (if
any)

a- Successful Peers
1. What motivated you to take up managemert- Family
as c- Job Market

a career option? d- Own Preference
e- Other, pl. specify

2. What changes do you observe in the offerirag The standard has risen
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of management courses by institutions?

b-sthedard has dropped
c- More and more demand-driven
d- Mushrooming of institutions to facilitate
admission
of girl students near by their residence
d- More branches/ types of management are tau
e- Other, pl. specify:

ght

3. How do you rate your success since you
have
(already) reached the top management le

a- I've reached what I've always aspired to

b- Hard labour has been rewarded

c- Performances has been awarded
vel?It's more than | ever imagined

e- It's been a long way

f- Other, pl. elaborate:

4. What do you think are the chief contributir
factors in achieving the same?

a- Outstanding performances/merits/trainings
aattended

b- Rising opportunities

c- Adjustment and support at the home front
d- Women-friendly promotion policy of the
company

e- Other, pl. specify:

5. Did you face obstacles en route to this top
level
position? What are they?

a- Often having to prove your capabilities being 3
woman

b- Difficulties in getting promotions

c- Clashes between family responsibilities and w

d- Attending unsuitable training programmes

e- None of the above

f- Other, pl. describe:

prk

6. Do you believe skill enhancement/
improvement trainings are helpful in
achieving
success in management career?

a- Very helpful

b- Helpful

c- Less helpful

d- Not helpful at all
e- | don't know

7. What is the role of short term
certificate/diploma courses in career
promotion?

a- It gives your skills recognition

b- Better performance results in better chances
c- It's considered during promotion

d- It plays no mayor role in promotion

e- Other, pl. specify:

Il. Job/Workplace

8. Since when are you in your current positio

n? years

9. For how many years have you been worki
with this company?

years

10. Did you get the job in the chosen field?

a- Yes b- No
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11. What was your motivation in working for
this
company?

a- Salary

b- Greater role in decision-making

c- Reputation of the company

d- Working atmosphere

e- Relationship with colleagues

f- Possibility of personal growth/ development
g- Other:

12. How many years of work experience do y
have prior to being elevated to the seniof

level?

ou
years

13. As a woman, did you feel that you were
given
equal responsibility in an equally importa|
area as male colleagues?

a- Equal Responsibility
b- Less Responsibility

c- Equally important area
nt- Less important area
e- Any other, pl. specify

14. What system/criteria does the company f
you are working with follow for promoting

its

employees from entry level to middle leve

and from there to senior level?

a- Merit-based (career & trainings)
hat Performance-oriented

c- Gender-based

d- Seniority-based
ble- Any other, pl. specify

15. Does your company offer training for
employees on the middle level to enable
them
for promotion?

a- Yes b- No

16. How are women encouraged to participal
in
these trainings organized by the compan

a- Organised during duty hours

teb- Exemption from office work

c- Door-to-door transportation provided

y@- Provision for taking care of the family in abser
(in case of out-station training)

e- After training increments/promotions, etc.

17. Have you attended any such training? If | a- Yes b- No
yes, PI. specify:
pl. specify.
18. Are you aware about special trainings fon a- Yes b- No
women offered by chambers/ManagementPl. specify:

Schools?

19. Do you think it is necessary for companie
to
offer special trainings for women?

a- Very necessary

- Necessary

c- Not particularly for women
d- Not at all necessary

e- Other

20. How should special trainings for women
designed/ constructed?

a- Considering the time and space

bd- Supportive work culture

c- Considering care of family during absence

d- Encouragement by increments/ promotion/ no

=}

transfer
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e- Other, pl. specify

21. In your position, how do you support
women
managers in the entry and middle levels
their career ambitions?

a- Giving preference to women candidates
b- Giving equal chances to male and female
candidates
rb- Designing special training programmes for
women
employees at middle level
c- Providing support system like creches, transp
d- Flexible working hours
e- Other, pl. specify:

I1l. Company Related

22. Are you aware of a gender policy within
your company?

a- Yes b- No

23. How sensitive is your organization to
gender
issues?

a- Very sensitive

b- Sensitive

c- Less sensitive

d- Not at all sensitive
e- | don’t know

24. What is the basis for promotion to senior
level?

a-Performance

b- Merit

c- Seniority

d- Readiness for transfers/relocation
e- Other, pl. specify

25. Do you feel your male colleagues stand a

better chance for promotion to senior lev
If
so, why?

a- Yes, pl. specify:

e~ No
c- | don’'t know

26. What is the ratio of women at the entry
level
and at the senior level in your company?

01

1

0:1

51

e- Other, pl. specify:

a-5
b-7
c-1
d-1

27. In today’s business world, networking,
communication and collaborations are
crucial
for professional development. How do ya
relate your success to it?

a- It significantly contributed

b- It contributed to some extent

c- | firmly believe in it, but it did not contribatin
my

u case

c- | found it not very significant for promotions

d- Other, pl. specify:
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28. What are the support system/facilities

provided by your company?

a- Flexible working hours

b- Accommodation

c- Transport facility

d- Créches

e- Compensatory leaves

f- Medical benefits/health insurances, etc.
g- Other, pl specify

Equal chances for: a- employment
29. What are the measures undertaken by your b- promotion
company to stipulate and to support wonien c- training
issues/policies in promotion of women d- decision-making
employees? e- Other, pl. specify
30. Does your company have any policy to | a- Yes
handle employee’s grievances particularlyb- No
in PI. specify:
reference to women employees? What
would
you like to improve in the system?
a- Yes, pl. elaborate
31. Have you ever tried to make any break
through? b- No
a- Very comfortable
32. As a woman manager in the senior level,| b- Comfortable
how c- Less comfortable
comfortable are you in your job situation | d- Not at all comfortable
especially when you have to attend the | e- Other, pl. specify
board
meetings, business delegations, etc.?
a- Yes
33. Are you aware of any harassment/sexuall Action taken:
harassment cases at your workplace? If yes,
was any action taken to prevent it? b- No
V. Equal Opportunities
34. Does your organization provide equal
opportunity to grow in the organization? | a- Yes b-No
35. Are there women in different levels of
managerial positions? a- Yes b-No
a- Discrimination against women in reaching the
36. The concept oflass ceiling’is often position despite having equal qualification an
discussed in relation to women entering the experience
corporate sector? What does it mean to | b- Discrimination for being a woman in

top
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you?

promotions/training, etc.
c- Both the above
d- Preference to women
e- Do not know exactly

37. Do you think, you ever faced thigass
ceiling in your working environment? If
yes,
how?

Yes, through:

a- HR Policy of the company

b- CEO

c- Attitude of Senior male colleagues
d- Attitude of senior female colleagues
e- Other, pl. specify

f- No, | have never faced it

38. Do you feel that beyond a point woman

cannot grow in the organization or there

no
such glass ceiling?

a- Yes
- No
c- Not aware

V. Sector Specific

39. Do you think this sector is more favoural

to
women?

le

a- Yes NB

40. How is it favourable?

a- More women employees

b- More women in higher position

c- Speedy promotion system for women
d- Better salary structure/increments

e- Other, pl. specify

VI. Other Factors

41. How do your family and friends support
the
demands of your career at the top level

a- Being understanding

b- Support in domestic chores met out

c- Adjust schedules to suit each other’'s demands
?d- Flexibility in approach

e- They are not supportive

f- Other, pl. specify:

42. How do you manage family and career?

a- Managing successfully

P b- Occasionally experience stress due to the
balancing act

c- Experience conflicting issues

d- Struggling to combine work and home

Pl. elaborate:

43. Have you ever found yourself
compromising
your career choices because of family
children?

a-Yes,
Pl. describe in few lines:

and
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b-No

44. Do you have any recommendation for
women choosing management as a career
option?
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Annex D —HR Questionnaire

Project
Women Managers in India
Questionnaire on the HR Managers

Name:

Sector:

Position/designation:

Gender Policy Related

What is the selection procedure for
recruitment of Managers in your company

What is the ratio of Women vis-a-vis men
candidates in an interview for managerial
posts?

How many women managers are there in
your company at the entry level?

How many women managers are there in
your company at the middle level?

How many women managers are there in
your company at the senior level?

Does your company offer trainings for
employees on the entry level? If yes, ples
specify.

1S€

37. What opportunities were given for
learning and as training, job handling,etc.

38. What is normally the ratio of women

managers in such trainings?
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39. How are women encouraged to
participate in the trainings organized by t
company?

ne

Do you observe any correlation of numbe
of women managerial students in
management institutes and women
managers in the job market?

Has the proportion of women managers
increased/decreased during the last five
years in your company?

Does your company have a gender policy~

If yes, are you aware of that?

I)

How sensitive is your organization to
gender issues?

What are the measures undertaken by ya
company to stipulate and to support wom
issues/policies in employment and
promotion of women employees?

ur
en

Does your company have any policy to
handle employee’s grievances particularl
in reference to women employees? And
how does this system work?

Does your company offer flexible working
hours (to support your family
responsibilities)? What are the support
system/facilities provided by your compar
in terms of transport, creches, compensa
leaves, medical benefits/health insurance
etc.?

Yy
[ory
Sl

Does your organization provide equal
opportunity to grow in the organization?

Are there women in different levels of
managerial positions?
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Are there any special areas of management
that you find women more in number than
men or vice versa ?

Are special efforts made to help women
grow in the organization?

Do you think this sector is more favourable
to women, if so what do you think are the
reasons?

Format

Ratio of male and female students in the manageimnstitites vis-a-vis applicants for
job placements
Ratio of women candidates in interview for managgyosts at the entry level
Ratio of women candidates for promotion to midéteel in comparison to their male
counterpart
Ratio of women managers at the top/senior levelcamparison to their male
counterpart
Is there any specific gender-friendly policy tha¢ tompany has been implementing?
If yes, then why?
How has it benefited the women employees? How maognen employees are
benefited by it?
Are the company offering any special facilitiesetik

- Maternity Benefits

- Créches

- Transport

- Medical benefits/ Health Insurance

- Leaves, etc

- Any other
What is normally the nature of the job of women agers (Part-time/ Full time/
Contractual/ temporary/any other)
As a part of gender policy does your company supp@mmen managers training/
attending conferences/ seminars/etc. for promdtieg career?
Do you feel that though it has not often been nomeatil in black and white in the
selection procedures for either employment or ptoong but it is normally a trend
that ‘men prefer men’? Is that so?
Why do you think women managers could not ablestzih beyond a certain point in
their career?
How the HR policy of a company could further theega aspirations of women
managers?
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