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Abstract  

Over the years, women’s role and impact in the workforce have increased, shaping the modern 

economy. They have become an integral part of the global labour force in diverse sectors, from education, 

healthcare, science, and technology. The legal framework and gender stereotypes have significantly 

restricted women’s participation in various sectors. Amid all the advancements and challenges, such as 

gender pay gaps, unequal representation in leadership roles, and balancing work with family 

responsibilities, still exist. This study examines how gender discrimination affects women's career 

advancement in four important fields: government, education, business, and entrepreneurship. It 

highlights the gender differences that affect professional achievements by exploring the intricate elements 

that influence women's career trajectories, salary discrepancies, and sector-specific challenges. The study 

emphasises the vital need for ongoing efforts to eradicate structural prejudices and advance an equal, 

diverse, and inclusive workforce through a thorough and comparative investigation of parameters offered 

to both genders. The findings of the study highlight that demographic variables have a great impact on 

how gender equality is perceived by the respondents. The sectoral variations also suggests that the gender 

wage disparity is influenced by sector-specific organizational cultures, policies and visibility of wage 

practices.  

Keywords: Women; Career Advancement; Government; Education; Corporate; Entrepreneurship; 

Economic Participation 

 

 

Introduction 

Even though the world has advanced significantly in the twenty-first century, women still have a 

difficult time moving up the organizational ladder. Breaking down long-standing institutional and cultural 

hurdles that obstruct women's career advancement is essential to achieving true gender parity. Despite 

years of activism and the implementation of equal pay laws, gender-based income gaps still exist in the 

majority of developed countries, with women continuously earning less than men. As mentioned by 
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Cukrowska-Torzewska (2021) emphasizes the complexity of gender disparity in the labour market by 

pointing out that this wage difference is caused by several interconnected causes. Women's empowerment 

and employment are inextricably linked, and they meaningfully reinforce one another. India's rapid 

economic expansion has sparked revolutionary changes in women's lives and raised their level of labour 

market participation. Despite structural obstacles and prevalent socioeconomic norms, there has been a 

noticeable increase in the number of women working. The 2023 report on Female Labour Utilization in 

India states that policy interventions and government initiatives are still crucial for increasing the 

participation of women in the labour force. These initiatives actively support inclusive hiring practices 

and work to guarantee secure and fair workplaces for women in all industries. 

Due to widespread prejudice against women caused by the deep-rooted stereotype, women are 

underrepresented across all sectors and businesses. Furthermore, societal norms around gender roles often 

pressure women to prioritise family responsibilities over career progress. Structural inequalities, such as 

gender pay gaps and limited access to mentorship and sponsorship opportunities, create barriers to entry 

and progression. Moreover, the entrenched biases in hiring and promotion processes can disadvantage 

women, perpetuating a cycle of underrepresentation in leadership positions (Thelma and Ngulube, 2024). 

Today, despite the tremendous progress made towards gender equality, women are still facing several 

barriers to reaching leadership positions at the very top levels of the corporate and organizational 

hierarchies. Top corporate roles such as CEO and board members continue to see a minority 

representation of women, and it continues to persist globally, with the gender gap in leadership remaining 

firmly intact, despite increased work entry for women (Ciappei et. al., 2023). This showcases that women 

at top of the hierarchies are facing similar obstacles in the major sectors.  

 

Review of Literature  

Jacob et. al. (2019) explored how longer commuting times affect well-being, focusing on gender 

differences. It finds that increased commuting lowers well-being for women but not for men. Women in 

full-time managerial roles or thin labor markets (fewer job opportunities locally) are most affected, 

especially those balancing work and family duties. Men generally commute longer but are less impacted. 

According to Abaz and Hadžić (2020), in Bosnia and Herzegovina, up to one-third of women who are 

economically active, which is half of the working-age population. The results imply that while women are 

aware of gender bias in the workplace, it does not represent their capacity for employment. To improve 

female participation in the labour market, effective laws and policies should be in place. On the other 

hand, an interesting argument by Larsson and Alvinius (2020) have examined in their study the critiqued 

gender-sensitive leadership research for not considering different work environments. It questions 

whether gender-specific leadership norms apply in male-dominated (e.g., military), female-dominated 

(e.g., healthcare), and mixed-gender settings. . The research aims to study self-reported leadership 

behaviors of men and women and make within-gender comparisons in these environments, . According to 

Wang and Klugman (2020), China initially advanced gender equality with policies like equal pay and 

social services, boosting female workforce participation however, economic growth has reversed many 

gains, with participation dropping and wage gaps widening.  

A striking argument by Rembeza and Radlinska (2020) examined if women are still considered 

"secondary workers" in labor markets, focusing on gender differences in employment and unemployment 

flows across eight OECD countries. The research highlights progress in some areas but shows that 

women’s labor market disadvantages remain in certain regions. However, in 2021, Tabassum and 

Nayak’s research discussed how gender stereotypes, such as "Think Manager–Think Male," limit 

women's careers in management. Such stereotypes associate leadership qualities with males and, 

therefore, limit women's opportunities and reinforce patriarchal norms. Although perceptions have 

changed to some extent, systemic biases continue to exist around the world.  
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On the other side Schieckof and Sprengholz (2021) explored how female immigrants integrate 

into Europe’s labour market. It highlights that immigrant women face unique challenges due to their 

gender and origin, often holding the most disadvantaged positions. Studies from 2000–2020 highlight 

trends and gaps in understanding these challenges, like self-employment or overlooked regions.  Schiestl 

et. al. (2021) highlighted in their study that the interconnected role of individual, relational, and 

institutional factors enables refugee women's employment. This study interviewed nine refugee women 

and ten experts to explore how these women successfully found employment early in their integration 

process. Similarly, Cukrowska- Torzewska (2021) examined the gender wage gap in Poland, focusing on 

how education influences wage expectations. It finds that women in fields like mathematics, IT, and 

physics have higher wage expectations and no difference compared to men. The paper suggested that 

increasing women's presence in STEM fields could help reduce gender inequality in the labour market. 

In 2022, Hobbins et. al. has explored how women balance dissonant culture based on interviews 

with women in higher ranks. With time, these women's styles become a hybrid of feminine and masculine 

traits as they accrue experience. By deviating from traditional patterns, they become transformation 

agents, reshape homosocial norms, then contribute to changing constructions of gender and leadership in 

organizations.  Rimkute and Sugiharti (2022) used a nationally representative dataset, consisting of 

32,559 women aged 15-49, from the 2017 Indonesia Demographic and Health Survey to study the 

household technology and employment among married women. Household technology increases the 

likelihood that women hold pink-collar (services) and white-collar (professional) jobs; however, it 

decreases women work blue-collar (manual labour) jobs and in agriculture. On the other hand Huang, C., 

& Huang, I. (2022) examines how gender discrimination hinders women's career advancement, impacting 

employee productivity. It highlights the prevalent paradigms of gender discrimination in organizations, 

particularly in India, and emphasizes the need for equality to foster sustainable growth. In 2022, Yousef 

Farhan examined the barriers women face in leadership, including sacrifices for family, risk aversion, and 

the perception that leadership's costs outweigh its benefits.  

Moorthy et al (2022) evaluate the impact of gender inequality on women's career progression in 

Malaysia, focusing on patriarchy, gender stereotypes, organizational culture, family, and individual 

factors. The study also enhances theoretical understanding of the Glass Ceiling and feminist perspectives 

in this context. Kaplan’s study in 2022 emphasized the invisible work and tasks that go unnoticed, unpaid, 

and unrecognized in the workplace. It focuses on how this affects men and women differently. Using 

interviews and surveys in Israel, the study found that women and disadvantaged groups do more invisible 

work than men, no matter their job or position.  

In 2019, Jacob et al. examined the effects of commuting on well-being, highlighting gender 

differences. The finding of the study was that longer commutes caused by external factors lower well-

being for women but not for men. In 2023, Ciappei et. al. has examined the impact of women in top 

corporate roles, such as CEOs and board members, on organizations. It highlights progress made through 

laws like Norway’s 40% female board quota but notes ongoing debates about the benefits of gender 

diversity, with mixed results in areas like decision-making, financial stability, and sustainability. Barriers 

like the glass ceiling persist, though women are shown to enhance corporate social responsibility. The 

study emphasizes the need for continued support for female leaders and recommends further research to 

address gaps and evaluate the full impact of gender diversity in corporate leadership. Gender biases in 

hiring, evaluations, and promotions impose stricter standards on women, who are frequently rated more 

negatively than men. Men often act as gatekeepers to leadership positions. Tremmel and Wahl (2023) 

have examined gender stereotypes in leadership using explicit and implicit measures, focusing on how 

gender affects leadership opportunities and evaluations. 

Cha et. al. (2023) highlights Japan's gender gap in leadership, with women holding only 11.2% of 

managerial positions, despite comprising 69.6% of the workforce. Traditional gender roles and a 
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significant pay gap hinder women's advancement. Leadership roles are often seen as challenging, 

deterring many women from pursuing them. In 2023, Galsanjigmed and Sekiguchi, in their research, have 

focused on the issues women are trying to face in organizations to be effective leaders.  According to 

Hernández et. al. (2023), the involvement of women in the labour market of   Mexico is measured against 

the economic growth obtainable for each of the sampled years from 2000 to 2021. A 10% rise in 

employed women impacts GDP by 7.83% to 10.01%. In 2023, McLean et. al. explored in their study why 

some U.S. companies have more women in leadership roles while others do not.  The research suggests 

that local cultural beliefs about gender roles strongly influence women’s participation in leadership and 

the labor market. In 2023, Zharylouskaya’s research looks at the value of international laws to achieve 

gender equality in the labor market. Hughes and Hewage (2023) examined how gender diversity reforms 

impact the inclusion of independent female directors on company boards and overall board independence 

across 41 countries. Onate et. al. (2023) examine the challenges faced by highly educated migrant women 

in the Basque Country, Spain, who moved for marriage. These women struggle with language barriers, 

lack of networks, traditional gender roles, and balancing family responsibilities while trying to find jobs 

that match their qualifications.  According to Thelma and Ngulube (2024), despite progress, women still 

face barriers like the glass ceiling, stereotypes linking leadership to male traits, and societal expectations 

that hinder their advancement. Issues such as hiring bias, poor performance evaluations, and unequal 

promotions persist.  Shanthaarchchi (2024) explored gender inequality around construction in Sri Lanka 

and identified various issues like the remuneration gap between males and females, limited prospects for 

growth in the profession, and socio-cultural setbacks. Khalid and Aftab (2023) investigated the impact of 

women's glass ceiling beliefs (denial, resilience, acceptance, and resignation) on their perceived career 

progression, with education acting as a moderating factor in Pakistan and Saudi Arabia. The study offers 

valuable theoretical and practical insights for policymaking and organizational practices aimed at 

promoting women's career advancement through education.  

Ketchiwou, G. F., & Dzansi, L. (2023) explored how gender discrimination hinders the growth of 

productivity of employees, and how it prevents women from growing in their careers. In 2023, Galizzi et 

al. this study looks at the struggles women face in Italian accounting universities, where they are often 

held back by unfair systems and ideas that favor men. According to Hing et al (2023), gender inequities in 

the workplace focusing on the unfair treatment and outcomes for women as compared to men. Issues such 

as unequal pay, few leadership positions, and high rates of discrimination and harassment are presented as 

problems. According to Liu (2024), in Chinese society, traditional gender roles create issues like price 

discrimination in marriage and gender inequality in the workplace. The article suggests stronger laws, 

penalties for workplace discrimination, and promoting gender equality. Empowering women financially 

can reduce men's burdens, improve family harmony, and support social development and stability.  

Another study in 2020, Wang and Klugman highlighted the need for better policies to improve 

opportunities and sustain gender equality in modern China. Another crucial argument put forth by 

Bhanumati and Vennila (2024) examined how gender discrimination impact on female commercial 

drivers' performance in Coimbatore's transportation sector. Data from 243 participants reveal that hiring 

and amenities discrimination significantly hinder performance, reducing organizational productivity. 

Kerimova (2021) investigated gender equality in career advancement at Westminster International 

University in Tashkent (WIUT), focusing on family and work-related factors.  Ballesteros et al (2024) 

evaluated the impact of gender discrimination on women's competency development in the northern 

region of Peru in 2023. A survey of 450 women revealed that workplace discrimination negatively affects 

skills development but does not hinder career progression. Khan et al (2024) highlighted barriers to 

women's advancement in academic leadership in Pakistan, focusing on institutional, organizational, and 

individual factors. Through interviews with 37 women, it identifies cultural norms, male-dominated 

workforces, and internalized subjugation as key challenges. In 2024, Das and Sharma analysed how 

gender discrimination hinders the growth of productivity of employees, based on whether they are men or 

women.  
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After conducting an intensive literature review, a critical gap was identified that factors like 

stereotypes, policy frameworks, and certain specific factors were not much explored altogether. 

Therefore, this study aims to examine the factors impacting women’s career advancement in diverse 

sectors and scrutinise the role of gender discrimination women face in different sectors.  

 

Research Methodology  

Methods of Research 

In order to investigate the complex effects of gender discrimination on women's career 

progression in four crucial urban Indian sectors—government, education, business, and 

entrepreneurship—this study used a mixed-methods methodology. The research attempts to identify 

sector-specific subtleties and gender-based inequities influencing career paths and economic outcomes for 

educated women by combining quantitative data and thematic investigation. 

Design and Goals of the Research 

The study is organized around two main goals:  

 

 To evaluate how gender differs in a few chosen sectors in terms of career progression, pay 

disparities, job prospects, mobility, and family-work balance.   

 To assess how cultural factors and institutional regulations influence women's professional 

experiences and results.  

Data Gathering Tool: Survey 

Google Forms was used to distribute a structured survey that collected primary data. The 

questionnaire was painstakingly created to record professional experiences, career development trends, 

opinions of workplace inclusiveness, exposure to policy interventions, and demographic information. To 

enable complex answers and thematic depth, the poll used a combination of multiple-choice questions, 

open-ended prompts, and statements on a Likert scale.  

Framework for Sampling 

To guarantee equitable participation across the four sectors, a purposeful sampling technique was 

used. The survey was completed by 80 female professionals, 20 from each of the following sectors: 

business, education, government, and entrepreneurship. In addition to highlighting the unique 

opportunities and constraints faced by women in a variety of professional contexts, this stratified sectoral 

distribution facilitates comparative study. 

Scope of Analysis 

The collected data were subjected to both descriptive and thematic analysis: 

 Quantitative responses were organized and evaluated using SPSS (IBM Software, V.23), a 

statistical tool, to identify patterns in income disparity, access to opportunities, and career 

stagnation. 

 Qualitative inputs from open-ended responses were thematically coded to surface recurring 

narratives around discrimination, leadership, family pressures, and the perceived impact of 

institutional policies. 
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Together, these layers of analysis offer a multidimensional understanding of gender-based career 

barriers and inform actionable recommendations for inclusive workforce development.  

 

Results and Discussion  

This paper aims to shed some light on and discuss in detail and analysis the gender differentials 

that women go through in the major sectors, especially in the five major areas. These categories include 

education, corporate world, governmental jobs or positions, and entrepreneurship, which are analyzed by 

wage gaps, employment opportunities, career mobility, family development, and policy relevance.  

Table 1: Cross Tabulation between Sector and Age of the Respondents. (Data collected through surveys). 

Sector Age 

24-30 31-36 37-42 43-48 49-55 Total 

 Government  Count  8 6 6 0 0 20 

Row 

N%  

40% 30% 30% 0 0 100% 

Education  Count  8 6 4 2 0 20 

Row 

N%  

40% 30% 20% 10% 0 100% 

Corporate  Count  12 4 2 2 0 20 

Row 

N%  

60% 20% 10% 10% 0 100% 

Entrepreneur  Count  6 4 0 8 2 20 

Row 

N%  

30% 20% 0 40% 10% 100% 

Total  Count  34 20 12 12 2 80 

Row 

N%  

42.5% 25% 15% 15% 2.5% 100% 

Source: Primary Survey 

A total of 80 responses were recorded, with 20 responses for each sector. Table 1 showcases the 

age demographics, and the survey data indicate a predominant representation of younger professionals, 

particularly within the 24-30 years age bracket. In the government sector, 40% responses were received 

from the 24-30 years old age group, 30% responses from the 31-36 years old age group, and 30% 

responses from 37-42 years old age group. In the education sector, 40% responses were received from 

24-30 years old age group, 30% responses from the 31-36 years old age group, 20% responses from the 

37-42 years old age group and 10% responses from the 43-48 years old age group. In the corporate 

sector, 60% responses were received from the 24-30 years old age group, 20% responses from the 31-36 

years old age group, 10% responses from the 37-42 years old age group, and 10% responses from the 

43-48 years old age group. In the entrepreneur sector, 30% responses were received from the 24-30 

years old age group, 20% responses from the 31-36 years old age group, 40% responses from the 43-48 

years old age group, and 10% responses from the 49-55 years old age group.  
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Table 2: Cross Tabulation between Sector and Work Experience. 

Sector  Work Experience (Years) 

 0-5 6-10 11-15 16-20 21-25 Total 

 Government Count  12 8 0 0 0 20 

Row N %  60% 40% 0% 0% 0% 100% 

Education Count  8 6 2 4 0 20 

Row N %  40% 30% 10% 20% 0% 100% 

Corporate Count  10 4 2 4 0 20 

Row N %  50% 20% 10% 20% 0% 100% 

Entrepreneur Count  8 2 2 0 8 20 

Row N %  40% 10% 10% 0% 40% 100% 

 Total  Count  38 20 6 8 8 80 

  Row N %  47.5% 25% 7.5% 10% 10% 100% 

Source: Primary Survey 

Table 2 shows the work experience of the responses from each sector. In the government sector, 

majority (60%) of responses are from female employees with 0-5 years of work experience, followed by 

40% responses with 6-10 years. In the education sector, 40% responses are from 0-5 years of work 

experience followed by 6-10 years (30% responses), 11-15 years (10% responses), and 16-20 years 

(20% responses). In the corporate sector, 50% responses are from the female employees with 0-5 years 

of experience followed by 20% responses with 6-10 years, 10% (11-15 years), and 20% (16-20 years). In 

the entrepreneur sector, 40% responses are from the females’ employees with 0-5 years and 21-25 

years of experience: followed by 10% responses with 6-10 and 11-15 years of experience.  

Table 3: Bivariate between the Existence of Gender Wage Disparity and Sector 

 Sector 

Govern

ment 

Educ

ation 

Corporate Entrepr

eneur 

Total 

Existence 

of Gender 

wage 

disparity  

Yes Count  6 10 14 12 42 

Column N %  30% 50% 70% 60% 52.5% 

No Count  14 10 6 8 38 

Column N %  70% 50% 30% 40% 47.5% 

Total  Count  20 20 20 20 80 

Column N %  25% 25% 25% 25% 100% 

Source: Primary Survey 

Table 3 showcases that a slight majority of respondents (52.5%) affirm that the gender wage 

disparity exists by indicating that a prevalent recognition of wage inequality, whereas 47.5% suggest that 

it does not exist. The sector-specific analysis elucidates that 30% government sector respondents, 50% 

education sector respondents, 70% corporate sector respondents, and 60% entrepreneur sector 

respondents have affirmed that the gender wage disparity exists. Whereas, 70% government sector 

respondents, 50% education sector respondents, 30% corporate sector respondents, and 40% entrepreneur 

sector respondents have dismissed the existence of gender wage disparity.  
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These sectoral variations suggest that the perception of gender wage disparity is context-

dependent, influenced by sector-specific organizational cultures, policies, and visibility of wage 

practices. The divergence in responses underscores the importance of sector-targeted interventions and 

transparency initiatives to address wage disparities effectively. This implies that government 

employment may be associated with more equitable pay practices. Whereas, in the education sector, 

it reflects the on-going debates about pay disparity within academic institutions. In the corporate 

sector, this indicates that the wage disparity is widely recognized, possibly due to the competitive and 

hierarchical nature of corporate environments. In the entrepreneur sector, this depicts the 

underlying potential concerns about wage gaps in entrepreneurial ventures.  

Table 4: Cross Tabulation between Sector and Recruitment of Women for Leadership and Decision-

Making roles. 

Sector Recruitment of Women for Leadership and Decision-Making Roles 

Based on 

merit 

Rarely considered 

for leadership 

roles 

Offered in Specific 

Areas/Department 

Total 

 Government Count 6 6 8 20 

Row N% 30% 30% 40% 100% 

Education Count 12 6 2 20 

Row N% 60% 30% 10% 100% 

Corporate Count 10 2 8 20 

Row N% 50% 10% 40% 100% 

Entrepreneur Count 6 8 6 20 

Row N% 30% 40% 30% 100% 

Total Count 34 22 24 80 

 Row N % 27.2% 17.6% 19.2% 100% 

Source: Primary Survey 

Table 4 showcases how the recruitment of women for leadership and decision-making roles takes 

place in various sectors and identifies significant sectoral differences. In the government sector, an equal 

number of respondents (30%) confirm that the appointment of women is done based on merit and that 

women are not often shortlisted for leadership, reflecting a polarized perception of gender equality in 

leadership selection. Interestingly, 40% of the responses indicate that women are offered leadership 

positions in specific departments or sectors, which points towards sectoral specialization rather than 

inclusive equality. The education sector, on the other hand, fares better, with 60% respondents stating 

that women are hired on the basis of merit, and merely 10% stating that women are given leadership 

positions in particular fields, which indicates a comparatively liberal attitude towards gender-neutral 

leadership. The corporate sector has a mixed picture with 50% of the respondents recognize merit-based 

hiring, but a substantial 40% describe women being presented with leadership posts only within limited 

fields, demonstrating partial institutional advance but ongoing compartmentalization. The entrepreneur 

sector has the most conservative trend, with just 30% supporting merit-based hiring and a larger 

percentage (40%) claiming that women are hardly ever considered for leadership positions, in addition to 

30% being considered for specific department or sector roles in particular fields, indicating high levels of 

gendered barriers and few opportunities for women in entrepreneurial leadership. In total, these results 

highlight sector-specific dynamics, where the education sector is at the forefront of equitable 

recruitment practices, while entrepreneurial and government sectors indicate deep-seated biases 

and limited gender parity in leadership roles. This analysis indicates the imperative for targeted policy 

interventions to foster meritocracy and break down sectoral disparities in women's leadership 

opportunities in all sectors. 
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Table 5: Bivariate between Impact of Policies in Women's Career Advancement and Sector 

Impact of Policies in 

Women's Career 

Advancement  

Sector 

Government Education Corporate Entrepreneur Total 

 Yes Count 4 16 16 10 46 

Column N % 20% 80% 80% 50% 57.5% 

No Count 16 4 4 10 34 

Column N % 80% 20% 20% 50% 42.5% 

Total Count 20 20 20 20 80 

Row N % 25% 25% 25% 25% 100% 

Source: Primary Survey 

Table 5 explains the different perceptions about the impact of policies on women's career 

development in four different sectors. The government sector have a strong disagreement, where 80% of 

the respondents confirmed that policies do not have a significant impact on women's career development, 

compared to only 20% disagreeing to it. Interestingly, the education and corporate sectors have a strong 

agreement, where 80% of the respondents confirmed that policies have a significant impact on women's 

career development, compared to only 20% disagreeing in each sector. This indicates that policy systems 

in education and corporate sectors are seen as comparatively effective or prominent in enabling women's 

career advancement. The entrepreneur sector offers a more even vision, with each being equally 

distributed (50% and 50%) between believing or not that there is a policy impact on it, consistent with 

the new or scattered nature of women entrepreneurship policy frameworks. These insights stress sector-

level disparities in the effectiveness of policies, calling for specially designed mechanisms tackling 

specific institution-specific challenges. The extreme contrast between sectors implies that although 

policies are structurally available, their actual impact on the career path of women is subject to 

variables like institutional backing, cultural acceptability, and the presence of strong enforcement 

mechanisms, especially in the government industry. Collectively, these findings underscore the need 

for targeted policy interventions and stepped-up implementation measures to close the perceptual gaps 

and promote fair career progression prospects for women in all fields.  

Table 6: Case Processing Summary 

Case Processing Summary Pseudo R-Square Value 

 Frequency 

Marginal 

Percentage 

Nagelkerke  .856  

Sector Government 20 25.0% 

Education 20 25.0% 

Corporate 20 25.0% 

Entrepreneur 20 25.0% 

Valid 80 100.0% 

 Missing 0  

Total 80  

Subpopulation 35a  

 

The Nagelkerke R-squared value of 0.856 indicates that this model accounts for 85.6% of the 

variance in the dependent variable, suggesting an excellent fit. This is often considered the most reliable 

Pseudo R-square for logistic regression.  A Nagelkerke value of 0.856, which is high, suggests that the 
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model possesses significant explanatory power. This implies that the independent variables present in the 

model serve as effective predictors of the outcome. A high Nagelkerke value allows for increased 

confidence in the predictions made by the model. The model is expected to be dependable in forecasting 

the outcome based on the specified independent variables. In the context of evaluating various models, a 

higher Nagelkerke value can assist in identifying which model aligns better with the data. Here, a value of 

0.856 indicates that the model is quite proficient. The robust explanatory power of the model can support 

decision-making efforts. For instance, if the model is utilized to forecast outcomes across different sectors 

(Government, Education, Corporate, Entrepreneur), a high Nagelkerke value signifies that the predictions 

are likely to be precise and beneficial for strategic planning.  

Table 7: Logistic Regression Model. 

Logistic Regression Model 

Effect Model Fitting 

Criteria 

Likelihood Ratio Tests 

 

-2 Log 

Likelihood of 

Reduced Model 

Chi-

Square 

df Sig. 

Intercept 103.839 15.212 3 .002 

Work Experience (Years) 125.526 36.900 3 .000 

Age 88.635a .009 3 1.000 

Gender wage disparity exists 97.859a 9.232 3 .026 

Hiring process (Gender bias) 88.683 .057 3 .996 

Gender biases in your sector 95.888 7.261 3 .064 

Recruitment of women for leadership 

and decision-making roles 

92.691 4.064 3 .255 

Mentorship programs or initiatives to 

support women's career progression 

97.189 8.563 3 .036 

Societal expectation affects women's 

career progression 

98.847a 10.220 3 .017 

Any policies to support work-life 

balance for women 

89.757 1.130 3 .770 

Policies make an impact in the women's 

career growth 

133.621 44.994 3 .000 

The chi-square statistic is the difference in -2 log-likelihoods between the final model and 

a reduced model. The reduced model is formed by omitting an effect from the final 

model. The null hypothesis is that all parameters of that effect are 0. 

a. Unexpected singularities in the Hessian matrix are encountered. This indicates that 

either some predictor variables should be excluded or some categories should be merged. 

 

In Table 7, through a logistic regression model, the respondents’ work experience and their 

reflections on whether policies make an impact in women’s career development have been identified as 

the most significant factors. In this survey, the responses are more predominantly collected from the 0-5 

years of work experience, followed by 6-10 years of work experience in the government, education, and 

corporate sectors. Whereas, in the entrepreneur sector the most responses are collected from 0-5 and 21-

25 years of work experience. Therefore, the work experience of the respondents showcases that in this 

survey female employees of four diverse sectors have participated from beginner’ level (0-5 years of 

work experience) to well-experienced and senior level (21-25 years of work experience). This indicates 

that the survey has covered responses from the one’s who has just started their careers to the one’s who 

have an extensive career. The survey also showcases that for the government sector, there was a strong 
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disagreement that the policies are having a significant impact. Whereas for the entrepreneur sector, half of 

them are agreeing to it and half of them are disagreeing. However, in the education and corporate sector, 

the majority of them support that these policies are making an impact in women’s career development. 

The diverse responses indicate that the policies are working in different sectors and the kind of impact it 

has on women’s career development. This highlights how the different sectors have policies which is 

making an impact in women’s career advancement. Therefore, the sectors can work on implementing 

more efficient policies in their respective sectors. Furthermore, the work experience plays an important 

role. Therefore, the experienced employees can implement some impactful policies with reference to their 

experience and the employees who have just started their career can share suggest and implement policies 

with reference to the contemporary world.  

 
Conclusion  

The findings indicate that demographic variables like age and work experience greatly impact 

what the respondents think about gender equality, and the younger age groups (mainly 24-30 years old) 

dominate the responses in all industries, especially the corporate sector, where 60% of the responses came 

from this age group. This indicates that young career professionals are likely to have enhanced knowledge 

or sensitivity about gender differences, which is likely to be influenced by modern gender thinking and 

changing organizational cultures. It also highlights the sectoral variations by suggesting that the gender 

wage disparity is influenced by sector-specific organizational cultures, policies, and visibility of wage 

practices. Leadership recruitment patterns show a sectoral stratification; the educational sector shows a 

relatively progressive position, with 60% supporting merit-based appointment and few perceptions of 

gendered obstacles to leadership, while the entrepreneurial sector shows strong barriers, with 40% 

reporting that women are rarely considered for leadership positions. These observations underscore the 

underlying structural biases inhibiting women's progress, placing a focus on the need for specific policies 

aimed at creating opportunities for equitable leadership, particularly within entrepreneurial settings. 

Additionally, promoting awareness and accountability mechanisms is essential in bridging perceptual 

gaps and articulating policy frameworks into concrete results. In general, the results highlight the 

importance of being sensitive to gender disparities through a sophisticated, sector-specific approach that 

acknowledges individual organizational challenges and utilizes sectoral strengths in effectively advancing 

gender equity. 

 

Limitations and Directions for Future Research  

The primary limitation of this study is its focus on workforce participation among educated 

women in urban India only. Future research can be conducted on investigating the workforce participation 

among educated women in rural India and those belonging to lower strata, where an empirical study can 

be conducted to analyse the patterns, barriers and factors playing an important role among educated 

women’s workforce participation. There is also a scope for further research focusing on the representation 

of women in leadership roles across various sectors in India. Studies like this could showcase the 

structural and cultural impediments that may hinder a woman’s decision-making and leadership position.  
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