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ABSTRACT

Womeninaleadershippositionhasbeenamatterofconcerntheworldoverespeciallyininformation
technology(IT)/informationtechnologyenabledservices(ITES).However,fortheadvancementof
womeninleadershippositions,individualcharacteristicsarenotenough.Besidesindividualfactors,itis
thedetectionoforganizationalfactorsthatenabletheadvancementofwomenintoleadershippositions.
Thepresentarticledevelopsamultidimensionalscaleontheperceivedenablersfortheadvancement
ofwomeninleadershippositionintheIT/ITESsector.Thescaleconsidersbothindividualfactors
(characteristics)andorganizationalfactors,suchaswelfareschemes,careerdevelopmentsupport,
andtraining.Thearticlealsorevealsthatindividualfactors,suchasself-confidence,ambition,and
perceivedcompetencyarealsoenablersofadvancingwomentoleadershippositions.Researchers
couldexaminetheconsidereddimensionsoftheproposedscaleinothersectorsandwithrespectto
otherconstructsrelatedtowomen’swork-lifebalance.
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INTRodUCTIoN

Increasingly,Indiancompaniesarefocusingonrecruitment,development,andretentionoftalentto
gainacompetitive.WhileIndiahasnolaborshortage,talentisindemandandinveryshortsupply.
Recently,Infosysreportedthatofthe1.3millionrecentjobapplicantsonly2percentwerequalifiedor
evenemployable.Thisshortageispredictedtogetworse.Thereport,India’sDemographicDilemma
predictsthattherewillbeashortageof750,000skilledworkersoverthenextfiveyears.Duringthis
sameperiodtherewillbeasurplusof1.3millionunskilledandunqualifiedworkers.Becauseofthe
projectedannualGDPgrowthof7percentandthisprojectedtalentgap,itisessentialforcompanies
toengageakeycomponentofeconomicgrowth—theskillsandtalentsofwomen.67percentof
employersinIndiaarestrugglingtofill jobs—doubletheglobalaverageof34percent.Ofthose
studentsenrolledinhighereducation,40.3percentarewomen.Evenso,womencontinuetohave
troublemovinguptheladderandarestuckatthejuniorandmiddlemanagementlevels.(Catalyst,
2012).TheCatalyst2012reporthighlightedtheGenderGapinLeadershiplayersofIndiaInc.low
representationofwomenindecisionmakingrolesincorporateIndia(seetable1).
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Soiftheclearneedistofillthisleadershipgapbyleveragingtheskillsandtalentsofwomen,
organizationssurelyneedtofindwaystoenableadvancementofwomenintoleadershippositions.
Equally,womenneedtostriveatanindividualleveltoleverageopportunitiesandadvancethemselves
totheseniordecision-makinglayersoftheorganization.

India’s Information Technology and Business process management (IT-BPM) sector has
contributedsignificantlytotheIndianeconomyanditscontributionrelativetoIndia’sGDPismore
than9.3percent.Thissectorisprojectedtogrow8.5percentin2016fromUSD132billionin2015
toUSD143billion.Theindustrylandscapeconsistsofmorethan16,000firmsandIndiaisalso
maturingtobecometheSiliconValleyofthedevelopingworldwithmorethan4,200start-upsthus
beingthe3rdlargeststart-upcommunityintheworld.Thissectorclaimstohavethehighestvolume
ofdiverse,employabletalentandisestimatedtoemploynearly3.7millionpeoplein2016which
makesitthelargestprivatesectoremployer.By2020,India’sIT-BPMsectortotalrevenueisprojected
toreachUSD200-225andbetweenUSD350-400billionby2025.(NasscomReport2016).These
projectionswouldneedcontinuousfocusonbuildingtalentpoolandqualityleadershipwiththeIT
andITESsector.Yet,ITabandonmentisemergingasakeyissueamongyoungITprofessionals.
ThemainreasonsofabandoningITcareersareeffortrewardmis-match,perceivedworkloadand
emotionalexhaustion(Colomo-Palaciosetal.,2014).Companiestosurviveshouldbeabletotaptalent
ofbothgenderswouldstandtogainfromapeoplecapabilityperspective.IntheIT-BPOindustry,the
participationofwomenintheworkforceisseenasacriticalenablingfactorforcontinuedgrowthof
theindustry.(DuttaGuptaetal.,2015).

Organizationsinthissectorarebeginningtorecognizetheinfluenceofwomenandaregearingup
toactasacatalystintheirdevelopmentThisindustryitselfhasbeenabeaconinchampioningdiversity
andgenderinclusivityinitiatives.(NASSCOM,2009).However,theproblemisthattherearestilltoo
fewwomenasdirectorsontheboardsofIndiancompanies.Thepercentageofwomenemployeesat
themanageriallevelisalsoless.Thus,thereisunderrepresentationofwomenatdecision-making
processes.Further,reasonsofrolestressamongwomeninIT/ITESsectorareattributedtoresource
inadequacy,roleoverloadandpersonalinadequacy(Aziz,2004).AnotherstudybyBharathietal.
(2015)revealthatthemainchallengesformaintainingwork-lifebalanceforthewomeninIT/ITES
sectorareextended/oddworkinghours,traveltimebetweenhomeandworkplaceandparticipationin
additionaljobsandassignmentswhichisfurtheraggravatedbythefeelingofguiltofnotbeingable
totakecareofselfandeldersathome.Socialmediainteractionwasfoundtobestressbustersfor
mostwomen.Mostwomenwerefoundtopreferflexibletiming,andsupportivespouse,familyand
friendsaswellasanenvironmentconduciveforworkattheoffice.Theseissuesneedtobeaddressed.
Despitethenumberofinitiativestakenbythecompaniesandthegovernment,theissueofgender
inclusivitystillremainsunresolved(Nasscom2010).

Thereisdearthofliteratureabouttheenablersinthecareerpathofwomenwhohaveadvancedup
theladderandbrokethroughtheglassceilingtopursuetheircareer(Moodyetal.2003).InAsia,the
interestaroundthetopichasdeepenedinthelastdecade.MoststudiesintheIndiancontext,however,
havebeenmoreinclinedtowardschangingsocio-culturalenvironmentandstatusofwomen,linking
genderissues,sourcesofdiversityorchallengesandbarrierswomenfacetopersistintheircareers.
Fewexploratorystudiesintherecentyearshavebeenconductedwiththeviewtoprofilesuccessful

Table 1. Gender gap in leadership ranks in Indian industry (Catalyst, 2012)

WomenBoardofDirectors 4.9%

WomeninSeniorManagement 3%to6%

WomenemployedbyOrganizations 22.6%

WomenintheLaborForce 36%
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