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Although the number of working women has increased in India in the 

last few decades the percentage of female representation at the 

top/managerial level is still quite low. The objective of gender equality, 

which further contributes to sustainable development, is violated by 

discrimination against women in management positions. A systematic 

analysis of around 65 research papers reveals what factors or 

antecedents of genderdisparity exist at managerial levels in the 

corporate sector. Such factors can be social, personal, organizational, 

cultural etc. Because of these different barriers that affect the women 

wanting to work, they are not pushed to reach the top. It is also analyzed 

that this scenario doesn't exist only in the Indian context but such factors 

play a vital role even abroad. Using TCCM (Theory-Context-

Characteristics-Methods) review framework, this research provides a 

comprehensive understanding of the dominant theories, contexts (i.e. 

industries and countries), characteristics (key variables and their 

relationships), and methods (research methodology and analysis tools 

&techniques) employed in gender disparity that affects sustainable 

organizational growth.

Keywords: Gender Disparity, Inequality, Factors, Barriers, Managerial 

Levels, Sustainable Organizational Growth

Introduction

Patriarchy in India has a long history, and its roots are deep. Historically, 

women have been the victims of oppression and domination since the 

evolution of humans and have faced many problems and challenges that 

their counterparts would never face just because of the gender they are 

born in. It's been a concern for quite some time, both globally and in 

India, with regards to the status of women in corporations.

There are various ways to talk about the concept of gender disparity, 

which is so prevalent all over the world. At a workplace, it can be in the 

form of lack of equal opportunities, promotions, judgements by their 
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bosses and peers, gender bias and lack of support. It is easy 

to see at home, in the form of personal life pressure, work 

life balance, raising children on their own, lack of family 

support, societal pressures and guilt. 

In climbing up the ladder of success, women have as big an 

ambition as men. With the same passion, they're also 

joining the workforce. However, a completely different 

picture emerges from the statistics on boardrooms and top 

management. This shows that there is some leakage in the 

pipeline caused by several factors. 

“Women are underrepresented in top management 

positions. Gender discrimination is still present in the labor 

market in general, and specifically in the upper levels of 

organizations” (When Women Thrive 2020 Global Report). 

“Only 13 women (2.6%) were CEOs of Fortune Global 500 

companies in 2020. The percentage of women decreases as 

the levels of management progress, as follows: 

approximately 37% were managers, 29% were senior 

managers, and 23% were executives.” (Yagüe-Perales, 

2021).“Inequality between women and men is due to social 

prejudices, mostly because of gender barriers present in 

organizations. Gender barriers pose a serious threat to equal 

opportunities for women and their social rights” (United 

Nations Human Rights: Office of the High Commissioner, 

2021). The factors that lead to gender disparity at the 

workplace are multiple. It may organizational, social or 

personal. For instance, Gender stereotypes and biases have 

been widely recognized as critical drivers of workplace 

gender disparity. A study emphasizes the role congruity 

theory of prejudice toward female leaders, highlighting 

how preconceived notions about gender roles can impact 

the evaluation and perception of women in leadership 

positions (Eagly and Karau, 2002). 

The phenomenon of occupational segregation has long 

been identified as a major contributor to gender inequality 

at the workplacediscusses the mechanisms that perpetuate 

occupational segregation, emphasizing how societal norms 

and expectations influence the concentration of men and 

women in specific industries and roles. (Reskin, 1993)

The struggle to balance work and personal life is a 

significant factor affecting gender disparity. (Shockley et 

al., 2017) conducted a meta-analysis, demonstrating how 

work-family conflict disproportionately affects women due 

to traditional gender roles and caregiving responsibilities.

(Correll, Benard, and Paik, 2007) investigate the 

"motherhood penalty," wherein women experience 

setbacks in their careers after becoming mothers. This 

penalty is attributed to biases, limited opportunities, and 

perceptions of reduced commitment, leading to negative 

consequences for women's advancement.

The concept of the glass ceiling and the related glass cliff 

phenomenon has garnered attention in explaining gender 

disparity in leadership positions. (Ryan and Haslam, 2005) 

shed light on the glass cliff, highlighting how women are 

often appointed to leadership roles during times of crisis, 

putting them in precarious situations that can hinder their 

success.

“The persistence of gender pay gaps continues to contribute 

to gender inequality in the workplace” .(Blau and Kahn, 

2017) present an extensive analysis of the gender wage gap, 

examining its extent, trends, and explanations, including 

factors like negotiation differences and occupational 

segregation.

Unconscious biases play a pivotal role in recruitment and 

promotion decisions. (Moss-Racusin et al., 2012) highlight 

how science faculty's subtle gender biases favor male 

students, exemplifying how ingrained biases can affect 

women's opportunities and advancement.

Efforts to address gender disparity include implicit bias 

training and diversity initiatives. (Devine et al., 2012) 

present a prejudice habit-breaking intervention as a means 

to reduce implicit race bias, highlighting the potential of 

such programs in challenging ingrained biases.

The absence of  f lexible  work pol ic ies  can 

disproportionately affect women, who often bear the brunt 

of caregiving responsibilities. (Kelly and Kalev, 2006) 

discuss managing flexible work arrangements, highlighting 

the need for formalized discretion to ensure equitable 

access to such policies.
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Gender disparity in the workplace has been recognized as a 

pervasive issue with far-reaching consequences for both 

individuals and organizations. Gender disparity often leads 

to reduced diversity in organizational leadership and 

decision-making teams. Lack of diverse perspectives can 

limit creativity and innovation, hindering an organization's 

ability to adapt and thrive in a rapidly changing business 

landscape. (Dass and Parker, 1999) underscores the 

connection between diversity and innovation, emphasizing 

the role of gender parity in fostering a creative and dynamic 

work environment.

Organizations that fail to address gender disparity risk 

losing valuable talent, especially among their female 

workforce. The "leaky pipeline" phenomenon, where 

women drop out of the workforce due to limited 

advancement opportunities, has been well-documented. 

(Hewlett et al., 2008) discuss the concept of "off-ramps" 

and "on-ramps," highlighting the importance of retaining 

talented women through flexible policies and advancement 

pathways.

Persistent gender disparity can lead to negative perceptions 

of an organization's commitment to diversity and equality. 

Such perceptions can impact the company's reputation, 

making it less attractive to potential employees, customers, 

and investors. (Catalyst, 2007) presents research on how 

organizational reputation can be affected by gender 

diversity initiatives, stressing the importance of aligning 

values with actions.

By excluding qualified women from leadership roles, 

organizations miss out on a significant portion of the talent 

pool. (Erhardt et al., 2003) demonstrates the positive 

relationship between gender diversity at the top 

management level and financial performance. 

Organizations that overlook qualified female leaders may 

fail to tap into their skills, expertise, and potential 

contributions to sustainable growth.

Gender disparity poses legal and regulatory risks for 

organizations. Lawsuits related to gender discrimination 

and unequal pay can result in financial penalties and 

reputational damage. (McGuire and Palisi, 2006) examine 

the legal implications of gender disparity and discuss the 

importance of compliance with anti-discrimination laws in 

fostering sustainable organizational growth.

Gender disparity can have long-term implications for an 

organization's performance and stability. A lack of gender 

diversity in leadership roles may hinder strategic decision-

making and impede adaptability to changing market 

dynamics. Research by illustrates the link between gender 

diversity and financial performance, suggesting that 

gender-balanced companies tend to outperform their peers. 

(McKinsey & Company, 2015)

Gender disparity can inhibit organizational agility, as 

diverse perspectives are crucial for effectively navigating 

complex challenges. Organizations that lack gender 

diversity may struggle to adapt to changes in the business 

environment. Based on the concept of agility, explores the 

impact of diversity on an organization's ability to respond to 

market shifts and technological advancements (Kotter, 

2014).

In conclusion, gender disparity has profound implications 

for sustainable organizational growth. It affects diversity, 

innovation, talent retention, reputation, access to talent, 

culture, legal compliance, performance, stakeholder 

relationships, and organizational agility. By recognizing 

and addressing these impacts, organizations can position 

themselves for long-term success and contribute to a more 

inclusive and equitable business landscape.

It has been proved that an organization that incorporate the 

concept of gender diversity in its culture not only gives a 

fair chance to the male counterparts but also brings a new 

perspective to the table. This helps in overall growth of the 

organization in the long run. This concept of sustainable 

growth is supported by several researchers. The aim of this 

paper is also to analyse different factors of gender disparity 

and why the removal of such barriers would lead to 

sustainable organisational growth. We would also try 

establish relationship between presence of gender disparity 

and employee performance within the organization. Our 
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contribution shows the relation between gender gaps in 

access to senior management positions, and perceptions of 

organizational workers by men and women as well as their 

impact on organisational outcomes. It is therefore apparent 

that social sustainability requires equitable access to 

management positions for women, but it is also an 

important factor to achieve sustainable results. First, we 

review previous evidence about barriers to gender disparity 

at workplace and further study its relationshipwith women 

employee performance and sustainable growth pattern of 

the organization. 

Literature Review

(Oakley G, 2000) examined so many reasons contributing 

to low women representation at top level management.

This  includes lack of line experience, inadequate career 

opportunities, gender differences in linguistic styles and 

socialization, gender-based stereo- types, the old boy 

network at the top, and tokenism.

It majorly discussed two barriers:

1. Corporate Practices like lack of training in areas like 

operations, manufacturing, marketing etc, women 

employed more in supporting roles like HR & PR, lack 

of women supportive promotional policies, gender pay 

gaps.  

2. Behavioural and Cultural (double binds, gender & their 

communication styles- women are less assertive, less 

self-promoting and do not blow their own horn, unlike 

men. Gender based stereotypes- relating self-

confidence, aggressive, independent, unemotional, 

active, logical traits with MEN and relating emotions, 

less self-confident, less analytical, less consistent traits 

with WOMEN). attractive males and unattractive 

females are preferred and found more capable and vice-

versa. assuming that men are best suited for leadership 

roles, women are less attracted to power. women at top 

report that men feel uncomfortable with their presence. 

women at top treated as threat to old boy network. 

Tokenism at top also drive away best female talent.

(Shaw & Hoeber, 2003)examined how the focus on 

masculinity and femininity in three English National 

Governing Boards of Sports has been shaped and enhanced, 

with implications for employment roles. Males were 

associated with powerful coach and senior management 

roles, whereas femininity was related to less important 

RDO or teaching role. Acceptance of such discourse of 

masculinity and femininity has led to distinct association 

between employment roles. To a certain extent, females in 

these three organisations were able to connect with work 

roles which are influenced by stereotypes about men; 

therefore they demonstrated their abilities for senior 

management positions. Despite the increasing numbers of 

women in sport's leadership positions over the past 30 

years, they remain dominated by men and this is 

symptomatic of a gender imbalance within sports 

management.

(BARRIOS, 2014)this study also examined different 

factors such as sexual and psychological harassment, 

promotion issues, family matters, discrimination on 

grounds of gender, work prejudice, safety or security 

concerns etc. demographical aspects like age, education 

level, married status, occupation, years of experience, 

nature of organisation etc.

(Nandy et al., 2014) Some of the barriers discussed in this 

study were psychological obstacles, societally related 

restrictions and organizational constraints. Barriers to 

advancement, gender stereotypes and other threats from 

within or outside an organisation persist for women in 

organisations. Their roles are stereotyped in organizations, 

and they're not part of informal groups networks or take part 

in the decision making process. Because of this, women 

lose enthusiasm and many a times after leaving the job, 

never come back.  Managerial roles expect person to 

possess masculine traits but when women show it, they are 

not accepted as they are not exhibiting feminine traits.

(Do Women at Top Make a Difference? Gender Proportions 

and the Experiences of Managerial and Professional 

Women., 2015) As a function of gender, this exploratory 
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study examined the satisfaction and work experience of 

female managers and professional women. Managerial and 

professional women working in skewed or titled 

organizations, mostly men at all levels and senior 

management, were less satisfied with their work and 

reported more intention to leave than women working in 

organizations with fewer men at all levels of management. 

The study gives a scope for further study of the reasons 

behind these findings which may be exclusions of women 

from the old boy's network in male dominated 

organizations, potential insensitivity of senior men towards 

omen, absence of female mentors and role models etc. 

Many factors were examined in this study like - Gender 

Proportions, Individual Demographic Characteristics, 

Organizational & Situational Characteristics, Work 

Outcomes (Job Involvement, Intent to quit, Job 

satisfaction, career success, future career progress).

(Stamarski et al., 2015)The factors considered to be gender 

discrimination in decision making and the implementation 

of human resources practices, as well as disparities between 

men and women across organisational structures, processes and 

procedures. It covers leadership, structures, strategy, culture, 

organisational environment and human resources policies, the 

level of sexism among corporate decision makers.

(Moazzam, 2017)Stereotypes have a negative impact on 

individual perception on women in management selection 

criteria was positively correlated with the education. In 

fact, cultural and societal norms such as that mentioned by 

only a few female respondents in the course of seeking 

higher management positions often lead to gender bias. 

They were asked to explain why women had not been able 

to reach the highest managerial positions due to social 

pressures; all replied that this was a result of societal 

pressure. Some women blamed the women themselves for 

being a part of such social set up that doesn't support 

females in the society.

(Jayachandran, 2020)Gender norms, which impede full and 

equal participation of women in the labour market across 

Developing Countries, are a cause for concern. The barriers 

included cultural barriers like- Harassment and violence 

towards women in public places, restrictions placed on 

women's social interactions and freedom of movement, 

control over household finances, intimate partner violence 

and who should be the breadwinner, who bears 

responsibility for household chores and childcare, solutions 

to overturn the norms.

(Ramos et al., 2022)Different types of obstacles to women 

being promoted to leadership positions, as well as the 

perception of organisational justice, are directly linked. 

Barriers to entry into influential and dominant networks, as 

well as barriers linked to a balance between work and life. 

There's also a direct link with various types of barriers to 

women becoming managers. Challenges relating to 

accessing networks, as well as obstacles associated with 

work and life balance.

The role of sustainable human resource management is to 

be played by two key characteristics: the development of 

staff and a mix of flexible working times and new types of 

workspace are particularly relevant in terms of their impact 

on outcomes such as satisfaction with employment, or job 

performance. he attention needs to be on a mix of employee 

development-flexible and time-flexible places, leading to 

an increase in both employee job satisfaction and 

organizational performance.

Research Methodology

The research paper undertakes a systematic review study 

using TCCM (Theory, Context, Characteristics Method) 

technique involving study of the various barriers that cause 

gender disparity at managerial level. The aim is to do a 

thorough analysis of the kinds barriers that affect the gender 

disparity and which further leads to low women 

representation at managerial level at workplace. A total of 

30 papers shortlisted for the review were screened and 

examined to find out some commonalities in the end. 

Research Methodology includes thematic analysis of these 

30 research papers to conclude that the inter-play of which 

factors acts as barriers in women's growth to the top
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1 “Do gender differences 
persist? An examination 
of gender diversity on 
firm performance, risk, 
and executive 
compensation” 
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Bowman's risk–
return paradox 

USA, trading 
firms 

Dependent variableare 
Compensation, Firm Risk, 
Firm Performance, 
Independent Variable is 
Gender diversity  

ExecuComp, CRSP, 
and Compustat 
datasets were used 
for the analysis. Also, 
sensitivity 
analysesused to 
evaluate the 
robustness of the 
results 

2 “Gender inequalities in 
the workplace: the effects 
of organizational 
structures, processes, 
practices, and decision 
makers’ sexism” 

Ambivalent 
sexism theory, 
Model of gender 
discrimination in 
HR 

CANADA Gender inequalities in broader 
organizational structures, 
processes, and practices, 
gender discrimination in HR-
related decision-making and in 
the enactment of HR practices, 
organizational decision 
makers’ levels of sexism. 

Meta analysis 

3 “Fixing women or fixing 
the world? ‘Smart 
economics, efficiency 
approaches, and 
gender equality in 
development” 

efficiency 
approach 

- Structural discrimination Secondary research- 
systematic literature 
review 

TCCM APPROACH
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study examined the satisfaction and work experience of 

female managers and professional women. Managerial and 

professional women working in skewed or titled 

organizations, mostly men at all levels and senior 

management, were less satisfied with their work and 

reported more intention to leave than women working in 

organizations with fewer men at all levels of management. 

The study gives a scope for further study of the reasons 

behind these findings which may be exclusions of women 

from the old boy's network in male dominated 

organizations, potential insensitivity of senior men towards 

omen, absence of female mentors and role models etc. 

Many factors were examined in this study like - Gender 

Proportions, Individual Demographic Characteristics, 

Organizational & Situational Characteristics, Work 

Outcomes (Job Involvement, Intent to quit, Job 

satisfaction, career success, future career progress).

(Stamarski et al., 2015)The factors considered to be gender 

discrimination in decision making and the implementation 

of human resources practices, as well as disparities between 

men and women across organisational structures, processes and 

procedures. It covers leadership, structures, strategy, culture, 

organisational environment and human resources policies, the 

level of sexism among corporate decision makers.

(Moazzam, 2017)Stereotypes have a negative impact on 

individual perception on women in management selection 

criteria was positively correlated with the education. In 

fact, cultural and societal norms such as that mentioned by 

only a few female respondents in the course of seeking 

higher management positions often lead to gender bias. 

They were asked to explain why women had not been able 

to reach the highest managerial positions due to social 

pressures; all replied that this was a result of societal 

pressure. Some women blamed the women themselves for 

being a part of such social set up that doesn't support 

females in the society.

(Jayachandran, 2020)Gender norms, which impede full and 

equal participation of women in the labour market across 

Developing Countries, are a cause for concern. The barriers 

included cultural barriers like- Harassment and violence 

towards women in public places, restrictions placed on 

women's social interactions and freedom of movement, 

control over household finances, intimate partner violence 

and who should be the breadwinner, who bears 

responsibility for household chores and childcare, solutions 

to overturn the norms.

(Ramos et al., 2022)Different types of obstacles to women 

being promoted to leadership positions, as well as the 

perception of organisational justice, are directly linked. 

Barriers to entry into influential and dominant networks, as 

well as barriers linked to a balance between work and life. 

There's also a direct link with various types of barriers to 

women becoming managers. Challenges relating to 

accessing networks, as well as obstacles associated with 

work and life balance.

The role of sustainable human resource management is to 

be played by two key characteristics: the development of 

staff and a mix of flexible working times and new types of 

workspace are particularly relevant in terms of their impact 

on outcomes such as satisfaction with employment, or job 

performance. he attention needs to be on a mix of employee 

development-flexible and time-flexible places, leading to 

an increase in both employee job satisfaction and 

organizational performance.

Research Methodology

The research paper undertakes a systematic review study 

using TCCM (Theory, Context, Characteristics Method) 

technique involving study of the various barriers that cause 

gender disparity at managerial level. The aim is to do a 

thorough analysis of the kinds barriers that affect the gender 

disparity and which further leads to low women 

representation at managerial level at workplace. A total of 

30 papers shortlisted for the review were screened and 

examined to find out some commonalities in the end. 

Research Methodology includes thematic analysis of these 

30 research papers to conclude that the inter-play of which 

factors acts as barriers in women's growth to the top
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S.No.

 

Title of Paper

 

THEORY

 

CONTEXT

 

CHARACTERISTICS

 

METHODS

 

4

 

“From ‘gender equality 
and 
‘women’sempowerment’ 
to global 
justice:reclaiming a 
transformative agenda 
forgender and 
development”

 

Gender 
transformative 
approach

 
UK

 

Gender Equality

 

and 
women’s Empowerment

 
Secondary research-

 

systematic literature 
review

 

5

 

“Gender Gap in Science, 
Technology, Engineering, 
and Mathematics 
(STEM): Current 
Knowledge, Implications 
for Practice, Policy, and 
Future Directions”

 

expectancy-
value theory, 
mindset theory, 
social cognitive 
approach 

 

USA, 
Healthcare 
sector

 
lifestyle values or work-
family balance preferences, 
cognitive ability,

 

gender-
related stereotypes and 
biases,relative cognitive 
strengths,

 

occupational 
interests or 
preferences,field-specific 
ability beliefs,

 

Secondary research-

 

systematic literature 
review

 

6

 
“Work Flexibility, Job 
Satisfaction, and Job 
Performance among 
Romanian Employees—
Implications for 
Sustainable Human 
Resource Management”

 

Work 
adjustment 
theory

 

 
16 counties

 
Job performance, Work 
Flexibility, Job satisfaction

 Data collection through 
quantitative 
sociological survey 
using structured 
questionnaire. Analyses 
done by Multiple 
Correspondence 
Analysis (MCA)

 

7
 

“Diversity improves 
performance and 
outcomes”

 

conservative 
research 
approach

 

HEALTHCARE 
INDUSTRY

 diversity, quality and 
financial performance

 Diversity improves 
performance and 
outcomes

 

8
 

“Rethinking the life 
cycles

 

of international norms: 
TheUnited Nations and 
the global

 

promotion of gender 
equality”

 

Constructivist 
approaches, 
discursive 
approach

 

Beijing
 

internal and external 
dynamism of norms

 Secondary research-
 

systematic literature 
review

 

9
 

“Women’s Promotion to 
Management and 
Unfairness Perceptions—
A Challenge to the Social 
Sustainability of the 
Organizations and 
Beyond” 

Social Exchange 
Theory

 
Spain

 

 
unequal HR practices and 
policies, unequal 
performance appraisal, 
barriers related to work–
family balance, 
organizational justice, self-
perceived performance 
organizational commitment, 
barriers to accessing 
networks 

Data collection through 
questionnaire. CFA, 
weighted

 
least squares 

means and variance 
adjusted (WLSMV) 
was

 
used for analyses.

 

10 “Social Norms as A 
Barrier To Women's 
Employment In 
Developing Countries” 

 

U-shape theory Labour market 
in Developing 
countries 

Harassment and violence 
toward women in public 
spaces,restrictions on 
freedom of women, control 
over household finances, 

intimate partner violence, 
who bears responsibility for 
household chores and 
childcare, solutions to 
overturn the norms 

Secondary research- 

systematic literature 
review 
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CHARACTERISTICS

 

METHODS

 

11

 

“Gender Stereotypes and 
Women in Management 
the

 

Case of Banking 
Sector of Pakistan”

 

 

GOS Model-

 

Theory of Sex 
Role 
Socialization, 
Role Congruity 
Theory, Role 
Ambiguity 
Theory

 

Pakistan, 

 

Banking Sector 

 
Gender stereotypes, women 
career advancements

 
self-administered 
survey questionnaire, 
interviews, t-test

 

12

 

“Corporate Glass Ceiling: 
An Impact on Indian 
Women Employees”

 

 

Effective 
Leadership 
theory

 

 

India

 

psychological barriers, 
societal-related barriers, 
organizational barriers, 
Govt. barriers,

 

Secondary research-

 

systematic literature 
review

 

13

 

“Do Women at the top 
make a difference? 
Gender Proportions and 
the experiences of 
Managerial & 
Professional Women”

 

 

Canada

 

Gender Proportions, 
Individual Demographic 
Characteristics, 
Organizational & Situational 
Characteristics, Work 
Outcomes

 

Questionnaire from 792 
female graduates, five 
hierarchical multiple 
regressions

 

14
 

“How are women's glass 
ceiling beliefs related to 
career success?”

 
Resilience, 
Denial, 
Acceptance, 
Resignation

 

Australia
 

women’s glass ceiling 
beliefs (Resilience, Denial, 
Acceptance, Resignation) 
and Individual Differences 
(Age, Education, Marital 
Status, Number of Children, 
Management Level) are 
related toindicators of 
subjective career success

 

namely physical and 
psychological wellbeing, 
career satisfaction, 
happiness

 
level, work 

engagement.
 

Data collection through 
online questionnaire, 
Regression analyses

 

15
 

“Striving for social 
justice: understanding 
gender issues at the 
workplace in India”

 

Integrated 
Human 
Relations 
Approach

 

India,PSU
 

work-family conflict, 
perceived diversity climate, 
and isolation from work.

 

Sem-structured 
Questionnaire

 

16
 

“Problems And 
Challenges Faced by 
Urban Working Women In 
India”

 

Preference 
Theory, Glass 
Ceiling Theory

 

India
 

safety and security issues, 
sexual and mental 
harassment, workplace 
discrimination and 
prejudices, 
?promotionalissues, family 
care issues, gender based 
discrimination, ,  

Exploratory study. 
Mixed Methodology-

 

Questionnaire for 
quantitative and 
interviews for 
qualitative and FGD. 
Methods triangulation 
was used for 

establishing validity 
and reliability. 

17 “Gender inequalities in 
India ’s new service 
economy: a case study of 
the banking sector” 

Segmentation 
Theory, 
Feminist 
Theory, Human 
Capital Theory, 
Gendered 
Organization 
Theory,  

India, Banking 
Sector 

local cultural discourses on 
femininity, Gender based 
organisational 
practices,institutional 
factors, especially 

government laws and 
organisational structures. 

exploratory study- 

Questionnaire curve,  

Multi-method strategy- 

Questionnaire for 
quantitative and semi-
structured interviews 
for qualitative 
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Acceptance, 
Resignation

 

Australia
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beliefs (Resilience, Denial, 
Acceptance, Resignation) 
and Individual Differences 
(Age, Education, Marital 
Status, Number of Children, 
Management Level) are 
related toindicators of 
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namely physical and 
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happiness

 
level, work 

engagement.
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online questionnaire, 
Regression analyses

 

15
 

“Striving for social 
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Human 
Relations 
Approach

 

India,PSU
 

work-family conflict, 
perceived diversity climate, 
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Sem-structured 
Questionnaire

 

16
 

“Problems And 
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Urban Working Women In 
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Preference 
Theory, Glass 
Ceiling Theory

 

India
 

safety and security issues, 
sexual and mental 
harassment, workplace 
discrimination and 
prejudices, 
?promotionalissues, family 
care issues, gender based 
discrimination, ,  

Exploratory study. 
Mixed Methodology-

 

Questionnaire for 
quantitative and 
interviews for 
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Methods triangulation 
was used for 

establishing validity 
and reliability. 
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India ’s new service 
economy: a case study of 
the banking sector” 

Segmentation 
Theory, 
Feminist 
Theory, Human 
Capital Theory, 
Gendered 
Organization 
Theory,  

India, Banking 
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local cultural discourses on 
femininity, Gender based 
organisational 
practices,institutional 
factors, especially 

government laws and 
organisational structures. 

exploratory study- 

Questionnaire curve,  

Multi-method strategy- 

Questionnaire for 
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for qualitative 
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S.No. Title of Paper THEORY CONTEXT CHARACTERISTICS METHODS 

18 “Gender, diversity 
management perceptions, 
workplace happiness and 
organisational citizenship 
behaviour” 

social exchange 
theory, equity 
theory 

Egypt 

 

engagement, job 
satisfaction, affective 
organizational commitment, 
workplace happiness, 
organisational citizenship 
behaviour. mediating effect 
of perceptions towards 
diversity management 

Data collection through 
questionnaires.Analyses 
using both t-test and 
Structural Equation 
Modelling 

19 “Improving the retention 
of women in the IT 
workforce : An 
investigation of gender 
diversity interventions in 
the USA” 

Individual 
Differences 
Theory of 
Gender and IT 
(IDTGIT) 

USA, IT Sector Stereotypes, Access & 
legitimacy/discrimination, 
Isolation & exclusion, Lack 
of role models Lack of 
mentors Lack of network, 
Men-dominated work 
culture, bad supervision, 

No clarity about career role, 
Women not supporting each 
other, Lack of 
sponsors,work-life conflict, 
Work-life balance, Nature of 
IT work, Fear and change of 
perceptions, Difficult to 
participate in interventions. 

semi-structured 
interviews across 9 
cases. Analysis - 
Interactive Model of 
content analysis. 

20 “Women in leadership and 
Management” 

- India, PSU Gender Bias, Motherhood 
Penalty, Lack of Female 
Role Models,Govt. Specific 
Factors 

Secondary research- 
systematic literature 
review 

21 “Women Perceive 
Barriers to Corporate 
Advancement as Self-
imposed Kimberly” 

Gender 
Socialization 
Theory 

America 

 

Push variables: External, 
social, organizational 
variables that push women 
out of workforce. 

Pull variables: internal, 
personal, that pull and 
restrict women from 
attaining their professional 
potentials.  

semi-structured phone 
interviews with 
purposive sampling. 
Results were analysed- 
Interpretive 
Phenomenological 
Analysis (IPA) 

22 “Women Participation in 
Indian Banking Sector: 
Issues and Challenges” 

- India, Banking 
sector 

sexual harassment in the 
workplace, men not 
accepting women as bosses, 
and the lack of solidarity 
among women, dual 
responsibility, having a low 
opinion of their own 
abilities, stereotypes, 
assumptions and biases, lack 
of infrastructural facilities,  
transfer policy, and 
assumptions that women are 
not interested in 
promotion/training. 

Secondary research- 
systematic literature 
review 
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S.No. Title of Paper THEORY CONTEXT CHARACTERISTICS METHODS 

23 “Dynamics of the gender 
gap for young 
professionals in the 
financial and corporate 
sectors” 

- Chicago, USA.  differences in business 
school courses and grades; 
differences in presence of 
childeren and career 
interruptions; and 
differences in weekly hours 
worked. 

2485 (1856 men, 629 
women) MBAs from 
University of Chicago. 
exploratory study. 
WEB-BASED 
SURVEY, Analysis by 
Descriptive Statistics 

 

24 “Gender Disparity in 
Board Rooms” 

Four Factor 
Model 

India 

 

Enablers- for better gender 
ratio, for gender balance, for 
self-growth,  

Secondary research- 
systematic literature 
review  

25 “Corporate Social 
Reporting and Board 
Representation: Evidence 
from the Kenyan Banking 
Sector” 

Stakeholder 
theory, 
legitimacy 
theory 

Kenya, Banking 
sector 

Dependent Variables: 
Corporate Social Disclosure 
Reportings Index. 
Independent Variables: 
board composition, gender 
representation on board, 
foreign nationals on board. 
Control variable: non-
performing loan ratio 

A binary coding 
technique is used for 
data analysis 

26 “Gender Gap in the 
Executive Suite: CEOs 
and female executives 
report on breaking the 
glass ceiling” 

Pipeline 
approach 

USA 

Fortune 1000 
CEOs 

Key Career strategies and 
barriers to advancements 

 

Primary- survey/semi-
structured interviews 
from Fortune 1000 
CEOs. Thematic and 
componential analysis 

27 “Breaking the glass 
ceiling: Structural, 
Cultural, and 
organizational barriers- 
Preventing women from 
achieving senior and 
executive positions” 

Leadership 
theories 

USA 

 

Structural, Cultural, 
Organizational Barriers 

 

Secondary research- 
systematic literature 
review  

28 “Gender-based Barriers to 
Senior Management 
Positions: Understanding 
the Scarcity of Female 
CEOs” 

- - Barriers based on gender Secondary research- 
systematic literature 
review 

29 “A Strong Man is Direct 
and a Direct Woman is a 
Bitch": Gendered 
Discourses and Their 
Influence on Employment 
Roles in Sport 
Organizations” 

- England 

 

discourse of masculinity and 
feminity, their relationship 
with employment roles. 

Empirical Study- data 
collected from 35 
national sport 
organizations 
employees 

30 

 

“Women Managers in 
India - Challenges and 
Opportunities” 

- India Glass ceiling Questionnaires based 
survey 
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and a Direct Woman is a 
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Discourses and Their 
Influence on Employment 
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Opportunities” 
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Discussion & Conclusion

Gender disparity in organizations is a complex 

phenomenon that has its traces in the form of organizational 

policies, hiring and recruitments practices, training, pay, 

and promotion of women. Apart from organizational 

factors, there are social factors as well that comes into 

picture. Societal and family pressures, multiple roles of 

women, child care, work-life balance are some of the issues 

that women keep juggling between. Interestingly these 

factors are present not just in India but abroad as well. 

Stereotyping of gender roles, positions and traits is yet other 

barriers women face while going up the corporate ladder. 

Male managers carry more stereotypes about women 

employees, than do female managers. However, femalesat 

managerial positions also carry similar kind of stereotypes. 

Men are not comfortable with female colleagues and 

bosses. They resist normalization of female seniors and 

often do not allow women to enter the boy's club or 

network. This is also one of the reason women face 

resistance in acceptance. It has been observed that women 

must work harder than men to get equal pay or promotion. 

The performance appraisal techniques and parameters are 

different for men and women despite working hard. This is 

something that really discourages women to work for their 

growth. Women are discriminated against at workplace as 

well as at family level. However, at times their self-

perceived norms also stop them from reaching the top. 

It is imperative that HR policies and guidelines recognize 

these barriers and start working on more gender supportive 

policies. We make the case that gender disparities in wider 

organisational structure, processes and practices which 

include human resources policy as well as leadership, 

structures, strategy, culture, organizational climate lead to 

discrimination against women when deciding on or 

implementing an HR practice. One way of helping women 

in the workforce is to adopt policies and programmes that 

are intended to comply with these norms. It's important to 

realize that rather than equality, you should aim for equity.

Making a shift in the cultural norms will not be an easy task, 

however this can be slowly worked upon if men volunteer 

to cooperate. Equal distribution of work chores among 
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other family members, support from family, availability of 

crèche facility at workplace, flexible working hours for 

women, giving women a fair chance when are they are 

ready to be back after a sabbatical are some of the ways in 

which these barriers can be reduced and gender parity can 

be achieved at workplace. This is the only way to 

sustainable development in the future.
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other family members, support from family, availability of 

crèche facility at workplace, flexible working hours for 

women, giving women a fair chance when are they are 

ready to be back after a sabbatical are some of the ways in 

which these barriers can be reduced and gender parity can 
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