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ABSTRACT 

 

Despite the recognition that women play a key role in economic growth and development, their own growth at 

the workplace has remained significantly subdued. Even with rising work-from-home culture in the post-covid 

world, we still continue to observe little improvement in the day-to-day experiences of women. This has been a 

result of the many gender related challenges they face in the competitive space with their male counterparts. 

Very recent findings suggest that senior-level women are twice as likely as senior-level men to spend substantial 

time on work that falls outside their formal job responsibilities. It is found that even with increasing levels of 

burnout, women are much more likely than men to take necessary actions for their subordinates and colleagues, 

for example managing workloads of their teams, supporting diversity and making efforts of inclusion, simply by 

checking on how employees are doing. However, continued research on the participation and inclusivity of 

women in the workspace suggests that while it might seem that the world is progressing and there’s a rising 

involvement of women in the workplace, the reality of them being on the benefiting end is quite different. As per 

the evolving statistical data, women continue to remain underrepresented at every level, starting from entry-level 

jobs to senior roles. Even today, only 22% of senior executives in India are women. If we compare the position of 

men and women, we find 62% of men in managerial positions whereas women stand only at 38%. Women still 

have a long way to go, especially in corporations where the adage glass ceiling is still quite prevalent. 

Motherhood, equal pay, fewer leadership opportunities, sexual harrasment and industry specific bias are 

perhaps the tip of the iceberg that can be observed while investigating the position of women. Creating a better 

workplace, and helping women at the same time through a scrutiny in these lines will help to promote wider 

gender inequalities. In my paper, I will investigate the current position of women in the corporate workspace. I 

will analyse and look at the dimensions of women accepting work outside formal responsibilities, their 

underrepresentation at all levels, unequal pay, fewer leadership opportunities, sexual harrassment and industry 

specific bias. The why’s and the solution.  
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INTRODUCTION 

 

Gender bias is not a thing of the past. Even today, we are still far from gender parity. 42% of women in the corporate 

sector have experienced gender discrimination at work. 40% of people agree that men have more rights to a job than 

women when roles are scarce. With identical qualifications, men and women are treated differently. Looking to the 

future, the 2021 Global Gender Gap Report shows that the greatest challenge to closing the economic gender gap is 

women’s under-representation in emerging industries and roles. 

 

Despite the popularly rising belief that women have nearly closed the gender gap in the workplace, men continue to 

land the majority of high-paying jobs. It will be fair to say that the workplace is an inhospitable place for women due to 

the various forms of gender inequalities present. The major concern here is that both the objective disadvantages of 

lower pay, status, expectations of longer working hours, opportunities at work, industry specific bias and the subjective 

experiences of being stigmatized, affect women’s mental and physical health, job satisfaction, commitment, and 

ultimately, their performance.  
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Despite the continued efforts of activists and policymakers for the gender gap in different parts of the world, gender 

equality still seems like a pipe dream. According to the latest World Economic Forum’s (WEF) Global Gender Gap 

Report, India ranked 108th out of 149 countries on the gender gap index. What is noteworthy is that the gender pay gap 

is not the same as unequal pay. Unequal pay essentially means that a woman is paid less for the same work that a man 

does. A company's gender pay gap, however, will also consist of fewer women in senior or highly-paid roles or more 

women in part-time jobs. India’s battle for gender parity is like the myth of sisyphus. The World Economic Forum’s 

Global Gender Gap Report of 2021, which places India amongst countries with the largest Gender Gaps in Economic 

participation and opportunity due to an observed declining trend from 27 percent in 2010 to 22 percent in 2020. 

 

Secondly, now that we’re growing as a country in the corporate domain, we see women’s lack of representation in it, 

especially at the C- suite level. It must be argued that to ensure equality, women’s participation in the positions of 

power and decision making should be as much as men. But they have made slow progress in the corporate arena, even 

while delivering impressive results at the workplace and making exciting gains in areas such as health, employment and 

education. 

 

It is but a rare phenomenon for women to hold power positions in the corporate space.  

According to Catalyst, a global nonprofit that works for women, the percentage of women in senior management roles 

globally grew to 29% in 2021. Though this is the highest number ever recorded and it still needs improvement. Talking 

about the current situation in India, women hold 9% of business management roles, 8% of management roles, and are 

only 2% of CEOs. 

 

Looking into the third and one of the most significant perspectives when gender bias is observed is Industry-Specific 

bias. There are innumerous industries as one puts their feet into observing the corporate world, some of them being the 

Electronics, Finance, Education, Information Technology, Entertainment and Health Care, etc. However, many of these 

have made gender-bias an obvious situation. Research shows that the tech industry has a 4:1 ratio for men and women 

respectively, which is disregarding the position of women. This disbalance can promote gender bias within an 

organization very easily. Around 72% of the women who currently work in the technology industry have shared their 

experiences of being discriminated against on the basis of their gender at some point in their existing careers. Women 

who work in IT jobs are also more likely than men to face gender discrimination and consider it as a major problem in 

their industry.  

 

Workplace sexual harassment is a prevalent issue faced by many in our country, but it goes underreported due to a 

variety of reasons. When committees are set up to investigate and collect data on workplace sexual harassment, few 

organisations have the necessary policies and structures to allow data collection and thorough investigation. Adding to 

this challenge is the fact that nearly 90% of the working Indian population is employed in the informal economy, where 

they work without contracts, paid leave and health benefits. In the informal economy, the employees might be 

vulnerable to sexual harassment but have few formal structures through which they can report such incidents and seek 

help. A major barrier to the reporting of workplace sexual harassment is the fear of dismissal as a result of making a 

complaint. In a recent study, it was found that in incidents where the perpetrator was in a position of relative authority, 

victims were less likely to report them as they did not think that any action would be taken against the perpetrator, and 

because of the possible consequences of making a complaint. Many reported fear of dismissal, loss of income, blocking 

of promotion and victimization in work assignments.  

 

My last problem area for discussion revolves around the debate on the long-working hours, where women are found to 

be incompatible as men. It is widely believed that women, unlike men, do not want to work for longer hours. They 

would also not want to travel to far away places for reasons of safety and inconvenience and hence, are undeniably put 

their careers at stake. When the organizations were questioned about it, they continued to maintain that women were 

failing to advance because they had difficulty balancing work and family. 

 

CONCLUSION 

 

Creating an employee compensation program that is fair, equitable and transparent is a necessity to seek equality of 

genders. Employees must be offered equal pay for equal work, regardless of their gender. This is one of the most 

obvious ways in which one can work towards gender equality in your workplace. It is noteworthy that everybody 

benefits from transparent evaluation and promotion procedures, not just women and minorities. On the other hand, it is 

clear that tackling workplace sexual harassment must be intertwined with measures to address sexual harassment, and 

significant efforts are required to tackle cultural norms that hold victims accountable and prevent them the help and 
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support they require. Victims must be supported to open up about their personal experiences and report through relevant 

channels. Possible policy considerations include: 

 

Strengthening enforcement mechanisms outlined in the POSH Act of 2013, ensuring effective implementations across 

organized and unorganized sectors may be of great help. Developing a policy framework for challenging existing socio-

cultural attitudes towards sexual harassment can also prove to be an important measure. Workplaces must also 

expanding the criteria of who can be considered a victim of sexual harassment by including other genders in legal 

frameworks addressing workplace sexual harassment. 

 

Lastly, I would like to suggest that what holds women back at work is not some unique challenge of balancing the 

demands of work and family but, it is rather a general concern of overwork that perpetually exists in the contemporary 

work culture. Both women and men suffer alike in such a situation. But, it is seen that women have to pay higher 

professional costs in such circumstances. If we want to resolve this issue, we must bring to account what we’re willing 

to allow such workplaces to demand of all their employees. As individual families and employees move against 

overwork, they will pave the way for others to follow. And as more research shows the business advantage of 

reasonable hours, some employers will come to question the wisdom of grueling schedules. When such actions will 

garner positive results, neither women nor men will feel the need to sacrifice the home or the work domain, demand for 

change will swell, and women might begin achieving workplace equality with their counterparts. 
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