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This paper highlights issues re-
lated to gender diversity like the
glass ceiling faced by women in
organizations. Gender diversity
is vital to ensure success in
today’'s knowledge economy.
Contended is that firms that want
fresh ideas, strong growth, posi-
tive company image, fewer dis-
crimination lawsuits, and en-
hanced ability to hire qualified
workers should be aggressive
about gender diversity. When
females are not represented they
cannot have a say in policy mak-
ing and decision making. Also
they would not get a chance to
sit in recruitment boards or men-
tor other junior females which
would multiply the vicious circle,
argue the authors.
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I ntroduction

In the past, all women in the work-
place were automatically assigned to
temporary or part-time or low responsi-
bility jobs because it was understood
that their first priority was taking care
of their families. Unmarried women
were likely to quit as soon as they are
married (often to an up-and-coming ex-
ecutive in the company), and married
women were likely to quit as soon as
they became pregnant. Women with
children were understood to care more
about the children than about work. In
addition, there was a widespread belief
that women were not as capable as men,
either physically or mentally or emotion-
ally. Today, women are not generally
seen asinferior to men (in fact, itiscom-
mon to hear that men are inferior to
women). And there are women who
want to put work first and family sec-
ond. Most women in the workforce do
not see it as temporary — something to
do until they “catch a man” — nor as
“extra” income. Organizations have
been slowly adjusting to these changes,
learning to treat women as the equals
of men. Discriminating against female
employees (in terms of hiring and ad-
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vancement) and treating them in a sexual
manner (sexual harassment) are now
against the law.

‘ Gender differencesin the level and
type of formal education and in par-
ticipation in thelabor forcearerap-
idly disappearing; but the rate of

advancement of women into higher
positions is relatively slow.

Gender differences in the level and
type of formal education and in partici-
pation in the labor force are rapidly dis-
appearing; but the rate of advancement
of women into higher positions is rela-
tively slow. The position of women world-
widein managerial jobsisincreasing and
the position in the last decade has been
described as improving but women are
still at a disadvantage when compared to
men’s position. Generally, agrowing num-
ber of women occupy management po-
sitions, but at top levels still very few
women are present. Some sources even
indicate that no. of women in top posi-
tions is currently declining, a trend ob-
served in both the United States and Eu-
rope.

Review of Literature

The growing recognition of women
managers by companiesisdueto thefact
that likeall other diversity initiatives (Tho-
mas & Ely, 1997), the approach of in-
vestment in femal e talent works because
they are to some extent outsiders. Their
experiences can reveal not only differ-
ent ways of working and innovative prac-
tices(Thomas & Ely, 1997; Martin, 1998)

but they can also help to question those
aspects in the work environment which
are rarely noticed by those in the main-
stream. Gender equity is therefore es-
sential for increasing organization perfor-
mance, however research on gender and
organizations has analyzed the emer-
gence, persistence, and transformation of
gender discrimination in detail (e.g.,
Alvesson & Billing, 1992; Hearn &
Parkin, 1987 ; Knights, 1994 ; Mills &
Tancred, 1992). A common theme isthat
although workers are often constructed
as disembodied and gender neutral, if one
looks at the skills, behaviors, and norms
these workers are expected to display
and conform to more masculine charac-
teristics, traits, and behaviors. Acker
(1990), Ferguson, (1984); Kanter (1977)
Martin (1998), for example, found that
men and women displayed different work
styles and showed how men’s styles
were better rewarded asthey fulfilled the
organizational efficiency goal than were
women'’s styles. While organizations
claim that their norms and practices are
gender neutral, this body of research
shows that one gender is consistently
seen as deviating from the norm and that
discrimination continues to hold sway,
although in adisguised form. IntheAsian
context also similar studies were done
(Tan, 1991; Selmer & Leung, 2003;
Youkondi & Benson, 2005) which exam-
ined the increased acceptance of partici-
pation of women managers in manage-
ment in Asian countries and the barriers
that existed in their career paths. Simi-
larly in Indian context also, a number of
studies are done indicating improvement
in Indian women’s economic productive
roles and issues related to female labor
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force participation ( Liddle, 1988; Joshi
, 1993; Buddapriya, 1999). The study by
Liddle (1988) indicates segregation of
Indian men and women in different sec-
tors and has also done a comparative
analysis of work done by Indian and
Western women. Buddapriya (1999) has
concluded that there are certain stereo-
types for men and women and the main
difference lies in the differential treat-
ment being given to women managersin
terms of decision making and wage rates.
Recent years have witnessed more re-
search in this area as compared to ear-
lier years aswomen havelargely entered
into corporate sector in recent past due
to Equal Employment Opportunity legis-
lations, pressures of competitors and cus-
tomers dueto globalization and the need
to manage the best talent as a competi-
tive advantage. Creating gender equitable
workplace environments cannot be
achieved simply by increasing the num-
bers of women within the organization,
but by adapting policies and procedures
to women’s needs or even by providing
gender sensitivity training (Kolb, et al.,
1998). The focus should be on identify-
ing and changing those systemic issues
that both reproduce gender inequity and
negatively effect organizational perfor-
mance (Bailyn et al., 2003; Kolb, et al.,
1998), inhibiting the organization’s abil-
ity to envision alternative work practices
or adapt to new demands. An important
component of gender equity is breaking
the glass ceiling on which a number of
studies are done (Davidson & Burke,
2004; Chugh & Sehgal, 2007) revealing
that the differences in terms of educa-
tion and recruitment among men and
women are disappearing but the ad-

vancement of women to higher positions
isslow. A study by Ibarra, Carter & Silva
(2010) reveals that men get more pro-
motions than women as both are being
mentored but mentoring outcomes are
different for both. This is because men
are sponsored more as compared to
women by their mentors in promotions.
Along with gender equity, this study fo-
cuses attention on inclusive organi zational
culture as dimensions of organization’'s
culture that have adifferential impact on
men and women. The organizational cul-
tureincludes norms, values, core assump-
tions and behaviors promoted in an orga-
nization; work processes and practices;
roles and types of work; core manage-
ment systems (such as performance ap-
praisal and reward systems);decision
making and communication processes
(both formal and informal);resource al -
|ocation processes; accepted |eadership
and management styles and the use and
management of time. Chal ofsky (2003)
says, the best employers are not be-
cause of their perks and benefits, but
because of their organizational culture
and policies that promote meaningful
work, and a nurturing as well as sup-
portive workplace. The study by
Emmerik, Euwema & Wendt (2008 )
examined the associations of gender
and cultural clusterswith two classical

‘ The best employers are not be-
cause of their perks and benefits,
but because of their organizational
culture and policies that promote

meaningful work, and a nurturing
as well as supportive workplace. \
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|eadership styles: consideration and ini-
tiating structure. Gender equity and in-
clusive organizational culture would
lead to job satisfaction among female
employees leading to higher retention
and increased organization commit-
ment. Schwartz (1989) revealed that
top women managers were two and half
timesmorelikely to leave their employ-
ment than men, not because of family
obligations but due to dissatisfaction
with their career prospects. In alongi-
tudinal study of mid-career MBAS,
Schneer & Reitman (1994) reported
that gender did not affect the work en-
vironment during early careers, but
mid-career women compared with their
counterparts were less satisfied, on
lower salaries, feeling |less appreciated
by their bosses, and experiencing more
discrimination. A study by Sandhu &
Mehta (2007), attemptsto develop, re-
fine and validate a scale for measuring
attitudes of women executives towards
their job. The findings reveal that
women executives are quite positivein
their approach and are reportedly ac-
cepted as executivesin India. Biswas
(2010) studies that the two attitudinal
variables of job satisfaction and job in-
volvement act as mediators between
psychological climate and employees’
turnover intentions and extends it to
their impact on organizational effec-
tiveness. If gender equity and inclusive
organizational culture are promoted at
the workplace, it would lead to in-
creased job satisfaction especially
among femal e employees and would in-
crease their commitment to the orga-
nization. Porter et al. (1974) and Steers
(1977) said that an individual whose

needs are satisfied in an organization
ismore likely to be committed and likely
to stay with it. While another body of re-
search (William & Hazer, 1986; Brown &
Peterson, 1993; DeConink & Stilwell,
2004) suggests that it is organizational
commitment that indicates the relation-
ship between job satisfaction and job
commitment. A study by Chawla &
Sondhi (2011) on a sample group of
women professionals from the BPO sec-
tor and school teachers revealed that
organizational commitment had signifi-
cant and negative impact on turnover in-
tentions. Finally anumber of modelshave
been developed by different researchers
(Cox Jr., 1993; McDonald, 2003; Saxena,
et al., 2009) which have related gender
equity and inclusive organization culture
with organization effectivenesstaking job
satisfaction and organizational commit-
ment as mediators.

Scope & Objectives

Women constitute almost 50% of the
population in our country and cannot
therefore be ignored as earning hands.
As more and more women are entering
labor force, they are facing problems at
al the three levels- lower, middle & se-
nior levels asis evident from the statis-
tics. Thisstudy isbeing doneto highlight
these problems. Specifically it aims:

1. To examine whether women face the
glass ceiling as they rise to higher
levelsintheir jobs

2. To know the level of women partici-
pation in policy formulation and de-
cision making.
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3. To know if there exists some degree Jammu city. Table 1 shows the level
of biasnessinjob allocationinfavor wise profile of 550 female employees

of men.

M ethodology

Data were collected from the dif-
ferent branches of the 4 public and 4
private organizations functioning in

in 8 public and private organizationsin
Jammu city. A sample of 562 employ-
ees of 8 public and private sector or-
ganizations was taken randomly. Ana-
lytical tables are used to analyze ratio
of men and women at different levels
of management.

Table 1Female Representation at Different Levels in Public & Private Banks

Sector Name of the No. of Level of Management Total
Organization branches (No. of female employees)
Top Middle Lower
Private Sector ICICI Bank 3 Nil 01 14 15
Public Sector Jammu and Kashmir Bank 55 01 152 57 210
Private Sector Aircel NA Nil 04 10 14
Public Sector State Bank of India 22 Nil 36 60 86
Private Sector HDFC Bank 3 Nil 01 10 11
Public Sector LifeInsurance 10 15 o7 50 72
Corporation of India
Private Sector Airtel NA Nil 03 06 09
Public Sector BSNL NA 01 19 113 133
Total Sample Size 550

Asisevident from the table the
participation level of females at the
top most level isnil. Even at the se-
nior management level their partici-
pation is insignificant. Women are
mostly there at clerical levels in
banks. With few women at senior
levelsthere are no policiesfavoring
women at the lowest level as there
can be no participation in decision
making. Also those women at the
lowest level have no women men-
torsto guide them leading to further
deterioration of the situation.

‘ Women are mostly there at
clerical levels in banks.

To measure the objectives, crosstabs
were used along with Chi square tests. For
the first objective, crosstabs between gender
and different statements of glass ceiling in
the questionnaires were used.

Table 2 9" Statement Crosstab

Count Gender (1-male,2- female)
1 2 Total
9 (yes-1, No-2)1 153 362 515
2 9 31 40
Total 162 393 555

The 9™ statement shown in table 2 asks
whether there are equal provisionsfor males
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and females in these organizations for
skill development. Out of total 555 em-

females, but majority of the employees
i.e 515 said that there were equal pro-

ployees, 162 were male and 393 were visions.
Table 3 9" Statement Chi-Square Tests
Value Df Asymp. Sig. Exact Sig. Exact Sig.
(2-sided) (2-sided) (1-sided)
Pearson Chi-Square .9332 1 .334
Continuity Correction® .617 1 432
Likelihood Ratio .978 1 .323
Fisher’s Exact Test .373 .219
Linear-by-Linear Association  .932 1 .334
N of Valid Cases 555

a. 0 cells (.0%) have expected count less than 5. The minimum expected count is 11.68.

b. Computed only for a 2x2 table

The Pearson Chi-square test shows that
there is no association between the two vari-
ablesequality in provisionsfor skill devel opment
and gender as the value of significanceis .334
which is greater than .1.

Table 4 10" Statement Crosstab

The 10" statement is whether
enough learning opportunities are
provided to women for career ad-
vancement in these organiations.
Table 4 depicts that 494 employ-
ees, 155 males and 339 females
agree that they are provided op-
portunities but 61 employees ( 54

Count Gender(1-male,2- female) Total females and 7 males) disagree
1 2 Thelow value 001 of Chi-square
10(yes-1,No-2) 1 155 339 494 test clearly indicates that thereis
2 7 54 61 significant relationship between
Total 162 393 595 |earning opportunities for women
for career advancement and gen-
der.
Table 5 10" Statement Chi-Square Tests
Vaue Df  Asymp. Sig. Exact Sig. Exact Sig.
(2-sided) (2-sided) (1-sided)
Pearson Chi-Square 10.4042 1 .001
Continuity Correction® 9.463 1 .002
Likelihood Ratio 12.170 1 .000
Fisher’s Exact Test .001 .001
Linear-by-Linear Association  10.385 1 .001
N of Valid Cases 555

a. 0 cells (.0%) have expected count less than 5. The minimum expected count is 17.81.

b. Computer only for a2X2 able
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The 11" statement whether women are
provided mentors for their career enhance-
ment as shown in Table 6- depicts that almost
equal no. of employees both agree and dis-
agree with the statement indicating that men-
tors are provided in some organizations and
not in others. The Pearson Chi-square test

Table 6 11*" Statement Crosstab

shows that there is no associa-
tion between the two variables,
providing mentorsto employ-
ees and gender, as the value of
significance is .997 which is
greater than .1

The 12t statement that
women have ranks significantly
different from those of men of

Count Gender(1-male,2- female) Total ) o .
1 5 equivalent qualification shows
11(yes-1, No-2)1 80 194 274  (Table 8) that majority of the
2 82 199 281 employees i. e, 476 disagree
Total 162 393 555  with thisindicating that ranking
isnot biased on the basis of gen-
Table 7 11" Statement Chi-Square Tests
Value Df Asymp. Sig. Exact Sig. Exact Sig.
(2-sided) (2-sided) (1-sided)
Pearson Chi-Square .000? 1 .997
Continuity Correction® .000 1 1.000
Likelihood Ratio .000 1 .997
Fisher’s Exact Test 1.000 .536
Linear-by-Linear Association ~ .000 1 .997
N of Valid Cases 555

a. 0 cells (.0%) have expected count less than 5. The minimum expected count is 79.98.

b. Computed only for a 2x2 table

der in these organizations.The Pearson Chi-
square test shows that there is no association
between the two variables, ranking of employ-
ees on qualification basis and gender, as the
value of significance is .582 which is greater
than .1.

Table 8 12" Statement Crosstab

Count Gender(1-male,2- female) Total
1 2
12(yes-1,No-2) 1 21 58 79
2 141 335 476
Total 162 393 555

The 13™ statement that there
isincreasein no. of womeninthe
past few years at higher levels
was agreed upon by majority of
the employees (471) indicating
that females have increased in
numbers at higher levels in past
few years thus changing the ear-
lier scenario and breaking the
glassceiling.

The low value .050 of Chi-
square test clearly indicates that
thereissignificant relationship be-
tween increase in number of
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Table 9 12" Statement Chi-Square Tests

Value Df Asymp. Sig. Exact Sig. Exact Sig.
(2-sided) (2-sided) (1-sided)
Pearson Chi-Square .303? 1 .582
Continuity Correction® 174 1 677
Likelihood Ratio .308 1 .579
Fisher’s Exact Test .689 .343
Linear-by-Linear Association .302 1 .582
N of Valid Cases 555

a. 0 cells (.0%) have expected count less than 5. The minimum expected count is 23.06.

b. Computed only for a 2x2 table

Table 10 13t Statement Crosstab

women at higher levelsin past few
years and gender.

Count Gender(1-male,2- female) Total N
The second objective was mea-
L 2 sured using crosstabs for decision
making and gender.
13(yes-1,No-2) 1 145 326 471
2 17 67 84 -
Total 162 393 555 Table 13 indicates that 3_36
employees agreed and 219 dis-
. agreed with the 4" statement that
Table 11 13" Statement Chi-Square Tests 9
Value Df  Asymp. Sig. Exact Sig. Exact Sig.
(2-sided) (2-sided) (1-sided)
Pearson Chi-Square 3.8372 1 .050
Continuity Correction® 3.344 1 .067
Likelihood Ratio 4.073 1 .044
Fisher’s Exact Test .052 .031
Linear-by-Linear Association 3.830 1 .050
N of Valid Cases 555

a. 0 cells (.0%) have expected count less than 5. The minimum expected count is 24.52.

b. Computed only for a 2x2 table

women are a part of key decision making
bodies in resource allocation, recruitment
etc. signifying that while some organiza-
tionsinvolve them in decision making some
do not. The Pearson Chi-square test
shows that there is no association between
the two variables, involvement of female
employees in key decision making bodies
and gender as the value of significanceis
.176 which is greater than .1.

The 6™ statement that including
women inimportant committeeswill
improve decision making was
agreed upon by majority of employ-
ees (530). Even males (93.8%) en-
dorsed this statement signifying that
thereisdire need of placing female
members in all important commit-
tees of the organizations.
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The Pearson Chi-square test shows
that there is no association between the

Table 12 Case Processing Summary

two variablesinclusion of female employ-
ees in key decision making committees

Cases
Vaid Missing Total
N Percent N Percent N Percent
4(yes-1,No-2) * Gender 555 100.0% 0 .0% 555 100.0%
(1-male,2- female)
6(yes-1,No-2) * Gender 555 100.0% 0 .0% 555 100.0%
(1-male,2- female)
Table 13 4" Statement Crosstab
Count Gender(1-male,2- female) Total
1 2
4(yes-1,No-2) 1 91 245 336
2 71 148 219
Total 162 393 555
Table 14 4™ Statement Chi-Square Tests
Value Df  Asymp. Sig. Exact Sig. Exact Sig.
(2-sided) (2-sided) (1-sided)
Pearson Chi-Square 1.8272 1 176
Continuity Correction® 1.578 1 .209
Likelihood Ratio 1.815 1 .178
Fisher’'s Exact Test .182 .105
Linear-by-Linear Association 1.824 1 177
N of Valid Cases 555

a. 0 cells (.0%) have expected count less than 5. The minimum expected count is 63.92.

b. Computed only for a 2x2 table

Table 15 6" Statement Crosstab

and gender as the value of sig-
nificanceis.224 whichisgreater

than .1.
Count Gender(1-male,2- female) Total
The third objective to know
1 2 if there exists some degree of
6(yes1No-2) 1 152 378 530  biasinjoballocationinfavor of
men was measured by one-way
2 10 15 25 ANOVA
Total 162 393 555 '
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The high value of significance of some degree of biasnessin favor of
Fi.e. .482 as shown in Table no 18 allocation of resources towards
clearly indicates that there exists men.

Table 16 6" Statement Chi-Square Tests

Value Df Asymp. Sig. Exact Sig. Exact Sig.
(2-sided) (2-sided) (1-sided)
Pearson Chi-Square 1.4802 1 .224
Continuity Correction® .983 1 .321
Likelihood Ratio 1.399 1 .237
Fisher’s Exact Test .260 .160
Linear-by-Linear Association 1.478 1 .224
N of Valid Cases 555

a. 0 cells (.0%) have expected count less than 5. The minimum expected count is 7.30.
b. Computed only for a 2x2 table

Table 17 Descriptives OC-4(SD-1,D-2,N-3,A-4,SA-5)

95% Confidence
Interval for Mean

N Mean Std. Std. Lower Upper Mini- Maximum

Deviation Error Bound Bound mum
1 162 2.48 1.127 .089 2.31 2.66 1 5
2 393 2.41 1.077 .054 2.30 2.52 1 5
Total 555 2.43 1.092 .046 2.34 2.52 1 5

Table 18, ANOVA OC-4(SD-1,D-2,N-3,A-4,SA-5)

Sum of Squares df Mean Square F Sg.
Between Groups .592 1 .592 496 482
Within Groups 659.488 553 1.193
Total 660.079 554
Findings: 2. In case of whether enough learning

opportunities are provided to women

1. In case of whether there are equal for career advancement in these or-
provisions for males and femalesin ganizations, 494 employees (155
these organizationsfor skill develop- males and 339 females) agreed that
ment, out of total 555 employees, 162 they were provided opportunities but

were male and 393 were females. 61 employees (54 females and 7
Majority of the employees, i.e 515 males) disagreed.
said that there were equal provisions.
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3. In case of whether women are pro-
vided mentors for their career en-
hancement our analysis shows that
those who agreed almost equaled
those who disagreed with the state-
ment indicating that mentorsare pro-
vided in some organi zations while not
in others.

4. In case of women having rank sig-
nificantly different from those of men
of equivalent qualification our results
show that majority of the employees
i.e. 476 disagreed indicating that rank-
ing was not biased on the basis of
gender in these organizations.

5. In case of whether there is increase
in no. of women in the past few years
at higher levels majority of the em-
ployees (471) responded positively
thus changing the earlier scenario and
breaking the glass ceiling.

6. To the question whether women are
apart of key decision making bodies
inresource allocation, recruitment
etc. while 336 employees answered
positively and 219 negatively signi-
fying that some organizationsinvolve
them in decision making and in some
they are not.

7. The statement that including women
inimportant committeeswill improve
decision making was agreed upon
by majority of employees (530). That
even males ( 93.8%) endorsed this
statement signifies that there is the
dire need of placing female members
in all important committees of the
organizations.

Conclusion

Technological and social change
move at an ever-increasing pace. We in-
creasingly learn to think of ourselves as
a“learning society.” Asthenotion of life-
long learning becomes ever more inte-
grated into our expectations women must
not be left behind. But history suggests
that women will be left behind doing the
data entry, clerical data-retrieval, non-
technical service jobs and facing alife-
time of lower earnings, lower retirement
benefits, and greater risk of poverty if
we do not act positively to ensure that
women are included in these changes.
However the results of this study pro-
vide a ray of hope that women slowly
and steadily are breaking the glass ceil-

ing.
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