
India Studies in Business and Economics

Samapti Guha
Sanskruti Rajesh Kadam

An Inquiry 
into Women 
Representation 
in Management
A Case Study of Indian Industries



India Studies in Business and Economics



The Indian economy is one of the fastest growing economies of the world with 
India being an important G-20 member. Ever since the Indian economy made its 
presence felt on the global platform, the research community is now even more 
interested in studying and analyzing what India has to offer. This series aims to 
bring forth the latest studies and research about India from the areas of economics, 
business, and management science, with strong social science linkages. The titles 
featured in this series present rigorous empirical research, often accompanied by 
policy recommendations, evoke and evaluate various aspects of the economy and 
the business and management landscape in India, with a special focus on India’s 
relationship with the world in terms of business and trade. The series also tracks 
research on India’s position on social issues, on health, on politics, on agriculture, on 
rights, and many such topics which directly or indirectly affect sustainable growth 
of the country. 

Review Process 
The proposal for each volume undergoes at least two double blind peer review where 
a detailed concept note along with extended chapter abstracts and a sample chapter 
is peer reviewed by experienced academics. The reviews can be more detailed if 
recommended by reviewers. 

Ethical Compliance 
The series follows the Ethics Statement found in the Springer standard guide-
lines here. https://www.springer.com/us/authors-editors/journal-author/journal-aut 
hor-helpdesk/before-you-start/before-you-start/1330#c14214

https://www.springer.com/us/authors-editors/journal-author/journal-author-helpdesk/before-you-start/before-you-start/1330#c14214
https://www.springer.com/us/authors-editors/journal-author/journal-author-helpdesk/before-you-start/before-you-start/1330#c14214


Samapti Guha · Sanskruti Rajesh Kadam 

An Inquiry into Women 
Representation 
in Management 
A Case Study of Indian Industries



Samapti Guha 
Centre for Social Entrepreneurship 
Tata Institute of Social Sciences 
Mumbai, Maharashtra, India 

Sanskruti Rajesh Kadam 
Sasmira’s Institute of Management Studies 
and Research 
Mumbai, Maharashtra, India 

ISSN 2198-0012 ISSN 2198-0020 (electronic) 
India Studies in Business and Economics 
ISBN 978-981-97-3712-3 ISBN 978-981-97-3713-0 (eBook) 
https://doi.org/10.1007/978-981-97-3713-0 

© The Editor(s) (if applicable) and The Author(s), under exclusive license to Springer Nature 
Singapore Pte Ltd. 2024 

This work is subject to copyright. All rights are solely and exclusively licensed by the Publisher, whether 
the whole or part of the material is concerned, specifically the rights of translation, reprinting, reuse 
of illustrations, recitation, broadcasting, reproduction on microfilms or in any other physical way, and 
transmission or information storage and retrieval, electronic adaptation, computer software, or by similar 
or dissimilar methodology now known or hereafter developed. 
The use of general descriptive names, registered names, trademarks, service marks, etc. in this publication 
does not imply, even in the absence of a specific statement, that such names are exempt from the relevant 
protective laws and regulations and therefore free for general use. 
The publisher, the authors and the editors are safe to assume that the advice and information in this book 
are believed to be true and accurate at the date of publication. Neither the publisher nor the authors or 
the editors give a warranty, expressed or implied, with respect to the material contained herein or for any 
errors or omissions that may have been made. The publisher remains neutral with regard to jurisdictional 
claims in published maps and institutional affiliations. 

This Springer imprint is published by the registered company Springer Nature Singapore Pte Ltd. 
The registered company address is: 152 Beach Road, #21-01/04 Gateway East, Singapore 189721, 
Singapore 

If disposing of this product, please recycle the paper.

https://orcid.org/0000-0001-5878-2808
https://doi.org/10.1007/978-981-97-3713-0


Dedicated to Mrs. Rina Guha, my mother, my 
partner and supporter in the academic 
journey. 

Dr. Samapti Guha 

And 

Dedicated to my father and mother Mr. 
Sarjerao Namdeo Magar and Mrs. Reubai 
Namdeo Magar, my inspiration and my life. 

Dr. Sankruti Rajesh Kadam



Preface 

Women in the labour market are discriminated against in terms of the pay gap, occupa-
tional segregation, etc. Professor Claudia Goldin, Nobel Prize winner in Economics 
in 2023, has studied historically the problems of women workers. Her work empha-
sises that the growth of women’s participation in the labour market is not influ-
enced by economic growth, productivity, etc. Historically, women have faced wage 
gap or earning gaps due to social factors such as motherhood, the gender role of 
women under patriarchy though they are equally educated as men workforce. It is not 
only applicable to developed nations. For example, women’s participation in higher 
education in India is gradually increasing, and they are performing efficiently. If we 
consider the enrolment of women students in universities and well-known institutions 
such as IITs and IIMs, it is significantly rising. However, there is very less representa-
tion of women in the labour market generally and specifically in management. In the 
last 16 years, we have been a part of the teaching and research fraternity in the School 
of Management and Labour Studies of Tata Institute of Social Sciences. On several 
occasions, our Alumni and other management professionals shared that problems of 
glass ceiling and glass walls still exist in the Indian corporate world. Several organ-
isations are not focusing on gender diversity at the policy level. These management 
professionals also expressed their interest in participating in the research study on 
women’s representation in management. It motivated us to think about the research 
project on women in management in Indian industries. As a first step, we have done a 
research project on ‘Women in Management’ supported by Indian Council of Social 
Science Research during 2015–16 on 300 managers. 

From 2017, we are also involved in many workshops for women entrepreneurs 
in India. In several workshops, we came to know that a significant number of 
entrepreneurs started their enterprises as they faced several barriers in their corpo-
rate careers. Some of them reached top-level management but could not overcome 
the problem of gender inequality. Some of them faced sexual discrimination, wage 
discrimination and occupational discrimination. All these revelations made us think 
seriously about taking up the issue of women’s representation in management in 
Indian industries as our book project.
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viii Preface

In this book, we have made an attempt to discuss key concepts such as Gender 
versus Sex, Patriarchy, Gender Inequality, Gender Discrimination, Glass Ceiling 
and Glass Walls through the lenses of Feminist Theories to understand the societal 
perception of women and their position in society. It is important to know these 
concepts before inquiring into women’s representation in management in the Indian 
industries as these industries are part of society. Further, organisational culture is 
highly influenced by societal culture. Sometimes, societal culture even influences 
women to form their perception of the stereotypical status of women in management. 
It is found that women faced barriers in the workplace as they were perceived as 
mothers or homemakers first and later as professionals in the workplace under a 
patriarchal system. Low wages paid to women executives are also justified by the 
perception of the leaders about women at work. It is important to enquire whether 
men and women executives perceive the same with regard to women’s representation 
in management in Indian industries. 

In the literature review chapter, we have attempted to review literature from disci-
plines of Management, Psychology, Sociology, Economics, etc., to understand how 
women’s representation in management in different countries is studied in a multi-
disciplinary way. It helped us to get a broader view of women’s representation in 
management. However, we noticed there is a dearth of books on women’s repre-
sentation in management in Indian industries. This book considers 22 industries, 68 
companies and 560 respondent executives from India to study the factors influencing 
women’s representation in management. 

Further, it is trying to address the problems of gender diversity, gender inequality, 
occupational segregation, glass ceiling and glass walls in Indian corporates in this 
book. It has significantly contributed in the area of women in management through 
the adoption of innovative and comprehensive research methodology. The study has 
enriched the research area in three ways. Firstly, it has broadened the perspective of 
the study by including both men and women executives in the study. It is essential to 
understand the viewpoint of male executives towards glass ceiling and glass walls. 
Secondly, the study performed two important analyses, namely Exploratory Factor 
Analysis and Confirmatory Factor Analysis. EFA has helped to identify the significant 
factors under different dimensions, while CFA successfully measured the influence 
of these factors on the career growth of women managers. It is a very innovative 
approach to study the subject in depth. The third most important contribution of the 
study is that it has added the missing link in the literature review and theoretical 
perspective by analysing the subject in four different dimensions, namely personal, 
work, organisational and social. There are various studies available in developed 
countries which explore the subject and develop theories specifically suitable for 
developed regions. However, very few studies talk about India and the applicability 
of these theories in India. The present book has contributed to this area by exploring 
these theories in depth and the applicability of these theories in the Indian context. 

The book widens the scope of research through a comprehensive analysis of 
factors impacting women in management from four dimensions, namely personal, 
work, organisational and social factors. Moreover, the book is expected to contribute 
to the literature related to women in management. In this book in the Indian context
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is observed a strong need to create awareness of the cost of losing women’s talent 
and paying close attention to their career growth at the management level. 

It will help the students and researchers of Management, Women Studies, Gender 
Economics, Social Work, Sociology, Anthropology, etc., to understand the issues 
in the Indian corporate world. It will also help the corporate leadership in organ-
isational policy formulation so that they can work on gender diversity and gender 
equality. Policy makers in India also consider this book as a baseline study for policy 
formulation for women. 

We are indebted to the studies of scholars such as Judith Butler, Rosemarie Tong 
and Naila Kabeer for introducing Gender Discrimination, Feminism and the posi-
tion of women in society and the studies of scholars such as Linda Wirth, Morten 
T. Hansen, Herminia Ibarra & Urs Peyer, Leigh Funston and Hwafern Quach, 
Deborah E., Arfken, Stephanie L. Bellar & Amrilyn M. Helms, Christine Piédalu, 
Paul Wiseman, Remington J. and M. Kitterlin-Lynch for making us understand the 
barriers faced by women in management. Without their studies, it was difficult for 
us to shape this book. 

Mumbai, India Samapti Guha 
Sanskruti Rajesh Kadam
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