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Abstract 

India is becoming an important country in economic scene worldwide and will 

be the most populated country by 2050. With its fast-economic development, 

women’s place in society does not evolve at the same speed. The aim of this 

paper is to investigate the presence of gender inequalities in the accession to 

managerial occupation in the Indian labor market. A lot of studies have been 

conducted in European and North American countries, but there is not much 

about Asian countries.  

For this study, we used data from 2011 and find evidence of gender 

discrimination against women in their accession to managerial occupations 

and in terms of remuneration. This paper adds more literature about the gender 

gap in the Indian labor market and offers some tracks to solve India inequality 

issues on the labor market. Also, limitations regarding our work will be 

discussed.  
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1 Introduction 

The rapid evolution of society’s behavior towards women make India an interesting 

case to study. However, women still have to face many barriers to their advancement both from 

society and the labor market. Like in many other countries, women’s workforce participation 

in India is lower than males. The women’s labor force participation rate was 28.5% in 2017 

which is one of the lowest in the world. Besides, females are discriminated against in the labor 

market. Indeed, they tend to be employed in low-paid and low occupations. Furthermore, in this 

country, there are still strong sex-role stereotypes that represent the ideal manager as an 

ambitious, aggressive male. Whereas females are considered as emotional, too feminine and 

unambitious to be managers. Female executives usually report that in a woman’s career is being 

a woman is a major burden (Gulhati, 1990). Moreover, as social legislation, the organizational 

and personal tendency are to keep the employment of women low, including managerial 

positions (Budhwar et al., 2005). 

It is important to implement measures against discrimination and the glass ceiling in the 

workplace to encourage women in their career decision. India still needs to work on its policy 

in order to improve women’s position in a high level of management. The aim of the paper is 

to explain the gender gap in the top managerial positions in the Indian labor market. The main 

contribution is the finding of relevant factors that hinder women from becoming a manager and 

what can be done to ensure the empowerment of women in the top managerial positions. 

To answer the research question the probit model helps us in the investigation the 

probability to become a manager while being a woman. It allows us to see the changes in the 

probability to become a manager when adding controlled variables. With the probit model, we 

find evidence of glass-ceiling in the Indian labor market. Nevertheless, because of the small 

sample we used for the OLS regression, we do not experience radical change in the results.We 

find that two third of the managers are males, it represents initially 71% of gender gap. We tried 

to explain this gender gap by controlling factors that hinder women from reaching the 

managerial positions. Those factors are our controlled variables for this analysis. It seems that 

the education and the ethnicity have a substantial effect on the probability of becoming 

manager. 
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Next, we run an OLS regression to test the wage difference between males and females in 

the top managerial positions. The OLS estimation shows that we have 48% of gender wage gap 

and it is not only the experience but also that education lowers the gender wage gap in the 

management positions. In addition, it appears that women remain under-payed for the same 

education level and with marital status as well. 

 

This paper is organized into seven sections. The next section provides the historical context 

related to our research question. The third section covers the theoretical framework and the 

empirical studies that have been done regarding the research question. In the fourth section, we 

discuss the selection of our data and the description of the latter. Then, the fifth section explains 

the different methods we used in order to answer our research question. The sixth section covers 

and interprets all the results. Finally, the last section summarizes the main findings and answers 

the research question.  

2  Historical Context 

India is the second most populated country (1.3 billion inhabitants in 2017) and it is the 

seventh biggest country in the world. The country has been colonized by the British colony 

during the 18th century and got its independence in 1947 with a non-violence resistance led by 

Mahatmas Gandhi.  

This country has a chequered history with respect to the status of women. However, 

India was one of the few countries to have a female head of government as early as 1966. In 

fact, gender inequality in India took roots from the social construction of distinct convention of 

male domination and female subordination (Batra and Reio Jr, 2016). There are huge disparities 

in the Indian labor market due to a patriarchal society. Indeed, the gender gap in the labor 

market was around 34 percent in 2000. Women’s life is dictated and monitored by males. For 

instance, if a woman displeases her husband, it will be seen as a violation of her wifely duties 

(Batra and Reio Jr, 2016). 

Furthermore, religion has great importance in India and it impacts the working status of 

women. The household religion may impact the image of women and might hinder them from 

reaching a high position since there is the presence of patriarchy in the religious and social 

sphere. Men can use religion as a tool to burden women from having an education and reach 
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high managerial positions based on religious believes and norms. For a long time, the Indian 

society has been growing with castes. It has been written in the law under the British colony to 

keep order in India. This term is defined by Mason Olcoot (1944), as “a hierarchy of 

endogamous groups that individuals enter only by birth”. It differs from other social 

organizations by the fact that there are various ranks and it’s a permanent situation determined 

by birth. The organization of the cast comes from the Hindu religion, a god Hindu more 

precisely from the Brahma god. Each part of his body embodies one cast; the head Brahmins 

cast, arms are the Kshatriyas cast, the waist corresponds to the Vaishyas cast and finally the 

legs the Shudras cast. Furthermore, under all of this, there are the Dalits with is an outcast. All 

the cast have roles in the society; the Brahmins are priests and teachers, the Kshatriyas are 

warriors and rulers (low), the Vaishyas are farmers, traders, merchants, and landowners; 

Shudras are commoners, servants and finally Dalits are street sweepers and latrine cleaners. 

Despite the fact that the cast organization has been taken away from the law in 1950, it is still 

very present in the Indian inhabitant’s mind. As a matter of fact, it has great importance on the 

educational level, the job determinations of individuals and discrimination and segregation. 

This is another obstacle for women (and men) from lower cast to get an education and reach 

high-level occupation.   

Moreover, the educational system should provide equal chances to boys and girls. 

Considering the huge disparities which occur in India it’s interesting to have a look at India’s 

institutions and educational system. In fact, 88% of the villages have a public school, but only 

30% of the rural area get access to upper-primary school. Even though today there is an increase 

in female’s education in rural areas.  

Besides, the factors that cause gender inequality have been identified by Batra, and Reio 

Jr (2016). It includes the minimal bargaining power and poor representation, the lack of control 

over work and life balance, the limited access to institutional training and information, unequal 

access to resources and treatment. There is no clear knowledge about what can be done to 

improve cultural and social norms. Although, the state can impact it by implementing schooling 

gender policies that impose a minimum year of schooling for boys and girls. Also, the 

government can set equal wage policies, this would encourage women to work and to get in 

high positions knowing they will not be discriminated. However, in the early 21st century, many 

women wanted to enter the labor market to provide more income to the family and thus being 

more financially comfortable (Budhwar et la. 2005). 
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Furthermore, it is a patriarchal society where the men of the family take almost all the 

important decisions including the year of schooling of the children. In most of the case, in a 

rural area, the father encourages the stronger son to get a good education so he can take care of 

him later. Also, mother’s level of education has an impact, the less educated she is, the less 

educated the children will be. The presence of electricity in the village increases the probability 

of being graduate by 16 percentage points. Girl's level of education is also really influenced by 

the violence level in the village and the access to roads. Also, it is impacted by children's 

weddings when girls are getting married around 15 years old they are less likely to get a high 

education level.  The investment of the state seems to have great importance in the chance of 

girls to go to school and to graduate.    

Female’s empowerment should be the economic interest of all populations and 

policymakers in order to make the country perform better.  

3 Literature Review 

3.1 Theoretical Framework 

It is obvious that Indian women’s career differs from men because a lot of Indian women 

quit their jobs for familial reasons (Wesarat and Mathew, 2017). Several theoretical studies 

based on gender gap differences in the labor market have been made and with it, the glass-

ceiling theory appears. The phenomena have been firstly named in late 1980 in the USA. This 

concept tends to explain why women are less likely to access high positions with 

responsibilities. It illustrates the fact that despite a lot of effort and willingness, women do not 

access high positions (Wesarat and Mathew, 2017). 

This model has been exposed by Grout et al. (2007); the point is to provide a model of 

the glass ceiling that tries to identify the problem of women accessing higher positions. Women 

have to work harder in order to have access to equivalent jobs, and yet, even if they get 

promoted, they will get lower paid compared to men. They identified a glass ceiling 

phenomenon for the high-rank position. The Federal Glass Ceiling Commission describes Glass 

ceiling as a barrier to obtaining a management-level position. It applies to women because “they 

are women”. 

One explanation of the glace-ceiling is the human capital theory (Becker, 1964) which 

describes that schooling raises earnings and productivity and that the investment in education 
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depends on the potential return to schooling investment (expected wage). This theory tends to 

explain investment in human capital. The term refers to all the knowledge an individual will 

learn during his life such as education, work experience, tenure, etc. The investment in human 

capital depends on direct cost -the cost of the education- and opportunity cost -loss of labor 

income during the periode of education.. This theory explains why women, in some situations 

have less incentive to invest in human capital, thus, have a lower education level than men. 

Indeed, if we assume that women will have a lower wage compared to men, they will invest 

less in education because the return to schooling will be lower. In addition, during their 

pregnancy, women do not work during a certain period of time. This leads to less experience 

and affects women’s human capital. Moreover, according to Albrecht et al. (2003), gender 

differentials at work experience and tenure have significant power in explaining the gender gap. 

The American politician and economist L. Thurow developed in 1975, the physical and 

social distance discrimination on the labor market, which may also explain the glass ceiling 

effect. There are barriers such as organizational, societal cultural and individuals that exist, 

thus, it makes women have a disadvantage from getting trained enough to be qualified for 

managerial positions. Furthermore, the labor market is more elaborate for men than for women, 

at first only men were working and nothing changed with the massive coming of women in it. 

Women are like outsiders that have to fit in and adjust to this area which is not drawn for them 

(Fernandez and Campero, 2017). This is even truer in high positions, which discourage women 

from reaching high managerial positions.   

Another theoretical explanation for the glass-ceiling effect is the taste-based 

discrimination, which is a theory developed by Becker (1971). He describes the idea that some 

workers/customers/employers do not want to work or be in contact with women (while applying 

it to the labor market). There is no motivation of why it exists, there is only a “taste” or 

preference against one category of people. The theory explained that minority workers (women) 

tend to receive lower wages because their majority co-workers (men) demand a wage premium 

whereas their employers demand a wage discount in order to interact with them. This may 

impact women decisions of schooling level in links with the human capital theory.  

While thinking about performance, women seem to be less performant than men. Grout 

et al. (2007), pointed out that harder work increases productivity, then it affects the wage at a 

higher level. However, when women get pregnant, they do not work during a certain period of 

time contrary to men. These phenomena lead to a diminishing of their global performance. 



 

p. 6 

 

Based on this situation, employers can make statistical discrimination that will lead to a glass 

ceiling effect. The concept of statistical discrimination is a phenomenon that occurs when 

employers choose their employees according to the image they reflect regarding a group of 

people. Applying to the labor market, employers are aware that women have lower global 

productivity compared to men so they will hire more men and this is a rational choice based on 

stereotypes.  Grout et al. (2007) explain that women in low-skills positions may be less 

productive than men for the same occupation, but all the women who get high-skilled jobs have 

to work really hard (harder than men) to get the same position. This “over-work” from women 

means that women should be more productive than men. Despite this situation, they are still 

less paid than men in high-occupations.  

In Asian countries, cultures and religious traditions are really present and impact the 

participation of Asian women in management Yukongdi and Benson (2005). Indeed, in India, 

the socio-cultural and economic aspects may discourage women from pursuing a career in 

management. They talked about the “gender-centered perspective” as well which was described 

in previous studies. In those researches, the proponents of this approach assumed that women’s 

attitudes are inappropriate to be in managerial positions because they do not fulfill the “good 

manager profile”. However, this perspective cannot explain the gender gap in top managerial 

positions. 

As an explanation for the gender gap, we can also consider the cultural and sociological 

aspects of the country. Indeed, in some countries like in India, there is still this idea that women 

have to stay at home to take care of the house and the family. Thus, girls grow with this idea 

and may decrease the incentive to invest in education because they know that they will not have 

a return to investment. 

3.2 Empirical Studies 

The proportion of women in a managerial position is still very low in India, even if it 

increased the past few years. Indeed, the economic evolution and the development of new 

technology may present an opportunity for Indian women managers (Yukongdi and Benson, 

2005). Moreover, in India, women tend to break the glass ceiling in many sectors such as 

finance and banking, but in some other sectors such as Army, there is still evidence of the glass 

ceiling (Yadav and Khanna, 2014).  
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There are several barriers at organizational, societal and individual levels that hinder the 

women from becoming managers which shows a loss of productivity for them who feel stagnant 

in their actual jobs (Akansha, 2014). Yukongdi and Benson (2005) indicate that only a few 

women work as managers due to social and institutional systems (the preference for sons). In 

addition, Day-Hookoomsing (2002) mentioned that the lack of education is a major obstacle 

for the road to success for running business activities and for women. Although, the other way 

around Deepika Nath (2000) show that family support and a friendly work environment will 

encourage women to become a manager, rise the working scale and shut down the glass ceiling. 

Moreover, the educational level of the individuals also depends on their cast and religious 

beliefs. Indeed, V. Brooah (2011) shows that Dalit, Muslim and Adivasi children get a lower 

educational level due to discrimination at school.   

The presence of glass-ceiling and sticky floors in the rural and urban areas in India has 

been analyzed by Agrawal (2013). He finds evidence of discrimination against women on the 

Indian’s labor market. He exposes that women tend to be discriminate in India’s labor market 

and to be hired in lower-wage jobs, so it is important to study this topic in terms of women’s 

welfare. Agrawal (2013) observed that the gender gap increases across the wage distribution, 

which shows evidence of glass-ceiling for women. This phenomenon is more evident in rural 

sectors. The author finds that in the urban area, there is more evidence of a sticky floor. They 

observed that women are more discriminate at the bottom of the wage-distribution, furthermore 

women are more likely to suffer from the employee empowerment than comparable men.  The 

government should intervene and promote equal-wage policies and the minimum wage. While 

for the topic, equal-wage policies would be more efficient since it would be applied to all 

women regardless of the occupation when the minimum salary will only concern women in low 

occupation (Agrawal, 2013). 

Moreover, the wage gap between men and women in high-occupation was about 45% 

in the US between 1992 and 1997. Bertrand and Hallock (2001) wanted to know if there are 

any factors that can explain such a difference. They find out that women tend to have less bonus 

compensation than men (more salary compensation). They provide evidence of occupational 

segregation. There are fewer women in managerial occupations relatively to men, but also even 

fewer women in a high-managerial occupation. There is an under-representation of women in 

the three-top managerial categories and top four occupations: Chair, CEO, vis-Chair and 

President, this might explain 45% wage-gap. Moreover, the low repartition of women in 
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managerial occupations tends to express the segregation of women in some industries (with 

lower wages). Still, 10% of the 45% wage differential are unexplained which show evidence of 

discrimination against women. Cohen et al. (2001), finds evidence of a niche for women in low 

managerial positions. Even if there is a growing percentage rate of women in the managerial 

position, there is less than 2% of women in this occupation in the industrial sector (automobile) 

and more than 90% of women in the health care sector. By computing a dissimilarity index in 

order to measure the segregation of women in the managerial sector, they find that there is 

segregation, but more women in managerial positions led to less segregation. 

On the other hand, Ramgutty-Wong (2000) investigated the CEO’s behavior towards 

women managers in Mauritius. Most of the directors interviewed were enthusiastic about the 

idea of women in management and no senior managers were against the idea either. Some 

studies show that women tend to be more productive than men, especially in high positions. 

Based on a multifactor leadership questionnaire, Bass and Avolio (1994) show that managerial 

women tend to be better than men managers. This questionnaire included four aspects of the 

leadership: idealized influence or charisma, inspirational motivation, intellectual stimulation, 

and individualized consideration. However, there are no concrete actions to promote the 

integration of women in top managerial positions (Ramgutty-Wong, 2000). In order to have 

more equal employment opportunities in the labor market, the government could introduce 

policies and regulations (Blau and Kahn, 2016). 

Evidence has been made from several studies showing that negative attitudes toward 

women managers. Indian women in upper-class society have fewer barriers to advancement in 

their professional careers (Gulhati, 1990). Women tend to have more difficulties to join the 

management cadres because of the hierarchical backgrounds. The Women as Managers-Scale 

(WAMS) was made in order to measure the attitudes towards women managers. Gulhati (1990) 

found that having a higher education helps women. However, the fact women’s success in their 

education does not ensure them to reach a higher rank in any service sector (Akanksha, 2014). 

According to Gultati (1990), Indian women managers have more positive attitudes towards 

women in management than Indian man managers. Besides, multiple regression was performed 

in its study to test the assumption that women with high educational levels have the most 

positive attitudes towards women in management. Women consider themselves as equally 

capable as men when it comes to a top managerial position, but males still see women as less 

qualified to be a manager. Being a women manager is a new phenomenon in India; the challenge 
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is to deal with men who do not accept them as their superior. In addition, women managers 

have a low predisposition to make important decisions due to the lack of training or informal 

network. The organization's practices against women such as stereotypes by spreading the idea 

that women as incompetent as managers, telling also that they lack knowledge about general 

management (Akanksha, 2014). If women do not have the same chance in facilitating their 

access into a managerial position, it is another burden for them (discriminatory practice). 

Indeed, theoretically, nothing prevents women from getting in the highest positions, but in 

practice, there are facing a lot of barriers; like the presence of a glass ceiling that prevents 

women from reaching top managerial positions and having a higher wage -Wesarat and Mathew 

(2017). Actually, socio-cultural, personal and organizational factors affect women from 

climbing up the upper management positions (Yadav and Khanna, 2014). As a matter of fact, 

family support and the company's environment are essential for women’s career progression.  

Discrimination in the labor market starts during the hiring process. Fernandez and 

Campero (2017) analyze the hiring process in the high-tech sector, in order to find out some 

explanations for the gender gap in managerial occupations. The authors look at internal and 

external applicants. Their findings show some evidence of demand-side screening biases 

against women. But since this screening bias is not different at different levels organizations, it 

is not relevant to explain the gender gap in managerial occupations. The authors find that the 

supply-side gender disparity may explain the gender gap in top managerial positions (male 

tipping mostly in this sector). The external hiring process is the best way for the firms to “track” 

the glace-ceiling according to this study. 

The gender gap in top managerial occupations in every country is quite large. One of 

the explanations developed by Kottis (1993) is that the top managerial occupation is more 

designed for men than for women. The article’s aim is to learn more about the women 

difficulties in entering the top managerial labor market. It’s more difficult for women because 

the top managerial occupation is designed for men. You can have an interview playing golf or 

cricket, so the employer knows you better, but those sport are male-dominant sports. 

Furthermore, when you enter a room for a meeting full of men (with men language) as a woman 

you have two choices; either you try to learn the language and act like them or say nothing and 

“hide”. The author also shows that there is a lack of opportunities for women on the labor 

market, this leads to a high turnover of women in companies. They explained it as a fact that 

there are not enough formations possibilities and so evolutions possibilities for women in 
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companies. They find out that a lot of women are leaving to find a better offer (better occupation 

and wage) or start their own business. In order to break the glass ceiling, the managerial area 

has to evolve and become more open to women, indeed women have to make a lot of effort to 

fit in this “male-dominant” area while nothing is done to adjust and make some spaces for them. 

As underlined by Budhwar et al. (2005), women’s education and employment rate are 

low. Indeed, they emphasized the fact that with the traditional patriarchal attitudes towards 

women still exist and are perpetuated at home. Nevertheless, over the past 30 years, thanks to 

the new emerging of information technology (IT) and communication, the share of Indian 

women entering all occupation has increased which is an advancement considering the fact that 

earlier in the history, most of the professions were male-dominated.  

The stress caused by the dual role of being managers and housewives could be seen as 

stressful for the women managers. Indeed, it has been found that women managers are stressed 

due to their work which overall can discourage the other women from getting into the 

managerial position (Akanksha, 2014). However, women managers do not experience the stress 

at the same degree, it depends on their situations in the workplace and at home.  

4 Data 

4.1 Data sources/selection 

In order to answer our research question, we chose to work with the LIS database which 

is a nonprofit cross-national data center situated in Luxembourg. The organization located a 

suitable dataset then, they get an agreement with the country’s organizations in order to access 

microdata and harmonized them. The dataset is composed of two main fields, the household 

data, and the individual's data. For our analysis, we will mainly focus on the raw individual data 

for India that are available for 2011, collected by the India Human Development Survey. 

The collection of the data is based on interviews and was made between October 2011 and 

September 2012 by the India Human Development Survey. They did multi-topics surveys 

across India of 41,554 households in 1,503 villages and 971 urban neighborhoods. They collect 

data through surveys, which is composed of a household’s questioner and education health and 

learning test questioner. In addition, they collect data about the village in order to have an idea 

of the standard of living. Based on this data source, we have a sample of 204,365 observations. 

As we are investigating on the gender gap in the Indian’s labor market, we excluded 
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unemployed individuals, which correspond to 135,370 observations; then we have a sample of 

68,788 individuals. After this, we decided to omit the child labor force which represented 

children under 14 years old (dropped 359 observations). Also, we excluded the old labor 

workforce that should be retired, which corresponds to the population over 60 (dropped 5,362 

observations). Then, we have a sample of 63,077 individuals, which is composed of 49,458 

males and 13,619 females. Finally, for the OLS regression, we keep only managers which leads 

us to a sample of 1,887 individuals, with 1,750 men and 137 women. The data quality aspect 

allows us to add the weighting in our regression to ensure nationally representative estimates. 

Since the latest dataset available on LIS is for the year 2011, Indian females in the labor market 

might have evolved. In addition, the sample is quite small and the proportion of males and 

women in the analyzed sample is quite unequal. Since there are many more men than women, 

it can be explained by a bigger proportion of employed men relative to employed women in the 

Indian labor market. 

4.2 Data Descriptions 

For the regression, we mostly used raw individual data from the LIS database including 

the sex of the individual; male or female. The household database has been merged with the 

individual database because the region and the age were not available in the individual database. 

Appendix 1 presents the summary statistics of our data with the list of the variables used in the 

regressions. It gives information about the number of observations, the mean and the standard 

deviation. Regarding educational attainment, we use three categories (Low, Medium and High 

education), in order to identify any gender differences in the level of schooling. As shown in 

Appendix 1, 9.9% of the male in the sample are highly educated compared to 7.6% for females. 

Furthermore, a larger share of women is low educated (86.6%) compared to males (80%). 

Because this paper investigates the gender gap, we need to take into consideration the 

factors that might affect the female from climbing up the managerial positions. This is why we 

add marital status, the number of children, the ethnicity but also the occupations and the 

education of fathers. On average, 3.5% of the male in the sample are managers while only 1% 

of the female have a managerial position, thus females are underrepresented in management 

positions. Also, we can point out that female is overrepresented in the elementary occupations, 

indeed, 30% of the female are working in the elementary occupations compared to male with 

11%. 



 

p. 12 

 

When we focus the summary statistics for Managers (Appendix 2), it reduces even more 

the sample, we now have 1750 male managers and only 137 female managers. There are 12.771 

times more men than women. Interestingly, on average we observe that the female managers 

are younger (37 years old) than male managers (38 years old). Concerning the marital status, 

84.3% of male managers are married whereas 69.6% of female managers are married. 

Furthermore, the proportion of unmarried women is slightly higher than unmarried men. It 

predicts that marital status can be a reason why women won’t reach the managerial position 

because of her marital status. This would confirm that a short number of husbands are not 

supporting his wife into breaking the glass ceiling. Besides, we can see that 35.3% of female 

managers don’t have children which suggest that having children can influence also access in 

managerial positions. However, for this analysis, we have to keep in mind that the proportion 

of male managers is much higher than females. 

5 Methodological Framework 

For the purpose of this research, we will test our theories using the probit model. We 

decided to run a Probit Regression on Stat using the LISSY interface. This regression uses a 

dependent variable that can take two values, here we have “being a manager or not”. The aim 

is to estimate the probability of becoming a manager considering the explanatory variables.  

 

𝑃(𝑀𝑎𝑛𝑎𝑔𝑒𝑟 = 1) = 𝜙(𝛽𝑓𝑒𝑚𝑎𝑙𝑒)Eq. 1 

𝑃(𝐹𝑒𝑚𝑎𝑙𝑒 𝑀𝑎𝑛𝑎𝑔𝑒𝑟 = 1 |𝑋1, 𝑋2, 𝑋3, 𝑋4, 𝑋5, 𝑋6, 𝑋7, 𝑋8)  

= 𝜙(𝛽1𝑋1 + 𝛽2𝑋2 + 𝛽3𝑋3 + 𝛽4𝑋4 + 𝛽5𝑋5 + 𝛽6𝑋6 + 𝛽7𝑋7 + 𝛽8𝑋8) 

      Eq. 2 

𝜙 the cumulative normal density function of the normal distribution. 

Where X1, X2, X3, X4, X5, X6, X7, X8 are the controlled variables under consideration: 

X1: Age; X2: Age squared; X3: Education; X4: Fathers’ education; X5: Marital status; X6: 

Number of children; X7: Ethnicity; X8: Area   

                                                 
1 

1750 𝑚𝑎𝑙𝑒𝑠

137 𝑓𝑒𝑚𝑎𝑙𝑒𝑠
= 12.77 
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We are using a probabilistic regression because our dependent variable is binary. The 

purpose is to estimate the probability of women becoming a manager. In order to observe their 

impact on the gender gap and thus on the probability to become a manager, we will control for 

different variables. A high value of the results shows that the probability to become a manager 

it high. Furthermore, if the result is negative it means that it is in favor of men and if the 

coefficient is positif it means that it is in favor of women. Indeed, the probit regression gives us 

results that are normally distributed as shown below. 

  

Figure 1: Representation of the Normal distribution of the Probit regression 

Besides, we need to add the marginal effect to the regression in order to have the results 

in percentage. Indeed, the marginal effect provides a good approximation to the change in the 

probability to become a manager with a change in the explanatory variable. 

 

The Eq.1 draws the relation between the dependent variable which is the probability of 

becoming a manager and the explanatory variable; here the gender of the individual. Our main 

variable of interest is the sex of the individuals since we want to investigate the gender gap in 

India. This equation will be the main support of the analysis; indeed, we will compare the results 

-gender gap- with more controls among this initial gender gap. We used the sex variable as a 

dummy, it equals to 1 for women and 0 for men. Then we will analyze the relationship between 

our dependent variable and the explanatory variables. A change in the gender gap after adding 

each controls will tell us whether the probability of becoming a manager increases or not.  The 

estimated gender gap is expected to reduce with the controls.  

As shown in the table in the section, to run the probit regression we control for different 

variables- that are listed above in Eq 2. In this equation, the dependent variable is, once again 

the probability of becoming a manager. A dummy variable is used to compare the manager 
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(reference variable) with other occupations. The purpose of doing this is to know if there is an 

overrepresentation of males in some positions. All of the explanatory variables are categorical 

variables (except for age which is a continuous variable). Since we are investigating the gender 

gap in managerial positions in India, we want to know if education can explain a part of this 

gender gap. If it decreases after controlling for the educational level, it means that women’s 

lack of education is a factor that the gender gap . On the other side, if there is no visible changes, 

it means that there is evidence of discrimination against women (glass-ceiling). Besides, the 

education level variable is divided into three categories: Low, Medium and High. We decided 

to omit the “low education level” because we focus on the individuals in managerial positions. 

As mentioned in the literature review, in India the father takes all the important 

decisions within the household including the years of schooling of the children. We used the 

same specifications as for the educational level but apply it to the father, we have five 

categories: a father with no education, secondary level, high secondary level, bachelor degree 

and over bachelor studies. For this variable, the omitted variable is the fathers with no education 

since we want to know whether a father with a higher level of education will be more likely to 

encourage his daughter to get an education and so will be more likely to be in a managerial 

occupation.  

Since the family support and the activity of the husband seem to matter a lot, we also 

control for the marital status. This variable includes: married, never married/not in a union, 

formerly married/in union and widowed. We chose to use this as a dummy which will be easier 

to use later in regressions. As we want to control whether being married or not impact to the 

probability of becoming a manager, we chose to control only for married women. 

Since the study is about India, where castes still have great importance we chose to 

control for it. The goal is to know if, in this society where caste has been abolished from the 

constitution in 1950, this social stratification still has an impact on the determination of the 

occupations. The point of controlling the caste is to know whether being a part of the higher 

caste in India, has a role in the probability for women to reach a managerial occupation or not.  

Finally, we controlled for the area, the goal is to know whether living in a rural or urban 

area has a great impact on the probability for women to reach managerial positions. Here, we 

control for the women living in urban area.   
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The second part of our analysis is based on OLS regression. It is the most used 

estimation model for linear models and it is an easy way to interpret. Running the following 

regression helps us to identify any gender wage gap in the top managerial positions. 

 

 𝑙𝑛𝑤𝑎𝑔𝑒𝑖 = 𝛼 + 𝛽0𝑠𝑒𝑥 + 𝛽1𝑎𝑔𝑒 + 𝛽2𝑎𝑔𝑒2 + 𝛽3𝑒𝑑𝑢𝑐𝑎𝑡𝑖𝑜𝑛 + 𝛽4𝐸𝑡ℎ𝑛𝑖𝑐𝑖𝑡𝑦 + 𝛽5𝐴𝑟𝑒𝑎 + 𝑢𝑖

 Eq. 3 

Lnwage refers to the logarithm of the wage, i indicates the information on individuals, 

ui is the error term and the () are the estimated coefficients from the regression.  

To perform this regression, we drop all the occupations but the managerial ones in order to 

compare the wage between males and females for managerial occupations. We decided to 

specify the wage in the logarithm so it would be easier to analyze later on. Moreover, we 

decided to control for some variables in order to see the impact on the wage that includes the 

experience (age) and educational level (over bachelor education level). When adding the 

controlled variables, we expect that it will decrease the wage differential between males and 

females.  

Testing the gender wage gap in the top managerial positions might explain why women 

would invest less in their human capital. Indeed, the fact that women would earn less than men 

even with the same years of schooling and experience, could discourage women from investing 

in their human capital. Indeed, they will forecast a lower wage, which is a hindrance from 

having big ambitions.  

6 Results 

After regressing the Probit model, we find that womem have 0.023 percentage point 

lower probability to become a manager (see table below, row: predicted probability). Then, it 

turns out that the gender gap is 71.53%2, we got this result by doing the marginal effect 

(appendix 3). It means that two third of the managers are males.  

                                                 
2 In order to have the results in percentage using the predicted probability of becoming a manager for males and 

female; x1=Female, x0=male :  

% =
𝑥1 − 𝑥0

𝑥0
∗ 100 =  

0,009069 − 0.0318615

0.0318615
∗ 100 = −71.53% 
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In order to analyse how the probability evolves, we adding each control one after the 

other. First, when controlling for the experience (throw the age variable), we observe that the 

probability to become a manager decreases from -0.509 to -0.521. This suggests that the 
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experience does not explain the gender gap in the top managerial position in India; also, it 

matches with the marginal effect. Indeed, it decreases by 4.253 percentage point.  

For the same experience level as male, female are not more likely to become a manager, 

it suggests that women have to work harder to have access to the same jobs. Women’s lake of 

experience compared to men is not a factor that explain the gender gap probability to access 

managerial occupations in India.  

When controlling for the education, we observe that the probability for women to reach 

managerial positions increases by 0.04. It means that the education explains the gender gap. It 

confirms the fact education is really important in accessing good jobs in India. This is also 

consistent with the fact that working in managerial position requires a medium or a high 

education level. Then, controlling for the educated women, it is obvious to observe an increase 

in their probability to become manager.  

The fact that women tend to be less educated than men explain a big difference in their 

probability of working in managerial positions. The lower the educational level of women can 

have different explanations. The first one is the fact that there are not supported by their families 

in their education compared to men, the second one is the human capital theory. Indeed, if they 

expected a lower return to their educational level, they have less incentive to invest in education.  

As presented in the literature review, India is a patriarchal society where the father has 

an important role. This is is we want to know if the fathers education plays a role in accessing 

the managerial positions. After controlling for the father’s education, we observe that the father 

does not really impact the chance for Indian women to become manager. 

We also saw in the literature review that the family support has a great role in the women 

succeed, this is why our sixth probit control is the marital statue. It is visible that married women 

are more likely to become manager, indeed the gender gap in the probability to become manager 

drops and now it is 67.86%. It matches with Deepika Nath (2000), who finds that family support 

is necessary for women success.  

 

Concerning women with children, we notice that having children decrease the gender 

gap by 3.024 percentage point. This result is coherent with the fact that women might be 

discriminated against when they have children. It is obvious that women with one or two 

                                                 
3 -67.97-(-72.22)=4.25 percentage points 
4 -67.86-(-64.84)=3.02 percentage points 
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children are more likely to become manager, when women with three or more children have 

lower chances to reach managerial positions. Indeed, the coefficient for women with three or 

more children are significantly lower compare to women with only one or two children. These 

results might illustrate the possibility of discrimination from the employer against women with 

children, which would hinder them from reaching managerial occupation because of 

productivity concerns.  

Moreover, the caste system still has a strong importance in India. Indeed, as we mentioned is 

in the historical context the influence of the caste system is still very present in India.  With this 

control, the probability to become manager drops from -0.480 to -0.450. This results show 

strong evidence of inequality between religions and cast in the accession to managerial 

occupations. It is obvious that Adivist and Dalits are less likely to assess managerial occupation 

as their coefficients are low compared to the others categories.  

Finally, we controlled for the living area, the gender gap drops to 61.95%. This means 

that women working in urban area are more likely to find work in managerial positions compare 

to women living in rural area. There could be a lot of explanations to this, such as the presence 

of more firms in big towns, for instance, more open-minded employers about women, lack of 

infrastructure in a rural area compared to urban. However, because of the lack of time and data, 

we could not examine those features.  

With this probit model, some evidence of the glass ceiling effect can be observed since 

at the end after doing all our regressions, the probability for men to become a manager is still 

significantly higher than for women. The predicted probability for Indian men of becoming a 

manager is of 3.03% and for women, it’s 1.15%. There is still a 1.882 percentage point 

difference between men and women.   

The graph below shows the evolution of the predicted probability for men and women 

to become a manager. The x-axis corresponds to the 8 regressions we did when adding more 

controls in each regressions. As predicted, the probability increases slowly (for women) and 

increases strongly at when we controlled for the caste, and then it keeps increasing but at a 

decreasing rate. Moreover, the predicted probability for men has the inverse mechanism.  

                                                 
2 3.03-1.15=1.88 
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Source: LIS, own calculation 

 

The variables that we used to investigate the gender gap do not explain a lot of the 

difference between men and females in their probability to reach managerial occupations. This 

residual difference might be due to other factors that we did not test for like the influence of 

traditions, women’s desire to become a manager but regarding the significant difference, it can 

be attributed to taste based discrimination against women.  

After showing some piece of evidence of taste-based discrimination on the Indian labor 

market which leads to a glass ceiling in managerial positions, we investigate the existence of 

gender wage gap between male and female in managerial positions. Hence the second part of 

our analysis based on the OLS regression on wage differential between males and females in 

managerial positions in India.  

For the first regression, we started by observing the wage gap between male and female 

without other controls. The Table in appendix 4 shows the first wage difference of 48%3 

between males and females. It implies that men earn 48% more than women in managerial 

positions in India. It corresponds to the initial wage gap in managerial positions in the Indian’s 

labor market. The wage difference may not be due to taste discrimination against women. The 

aim of this OLS regression is to know whether this initial wage difference can be explained 

while controlling for variables. To do so, we add a few control variables which include the age, 

the educational level, the ethnicity (or caste statut) and finally, the area where this individual is 

                                                 
3 (𝑒−0.665 − 1) ∗ 100 = 49% wage gap  
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working (rural, urban). If the wage differential tails off, it means that there are some 

explanations for this wage difference between males and females.  

After controlling for the first parameters which is the experience, we observe a wage 

gap of 39%. This means that 9 percentage points4 of the wage gap can be explained by a lack 

of experience from women compared to men. If men and women managers had the same level 

of experience, the wage gap would be 39% and not 48%. This result confirms the human capital 

theory that a higher experience level leads to a higher wage.  

Adding control for the educational level, the gender gap decreases from three percentage 

point. When we control for the same educational level, we observe that the wage gap drops 

again, it means that the difference in the educational attainment between men and women 

explains 3 percentage points of the initial wage gap. Once again, the human capital theory can 

easily explain this result. Indeed, if women expected a lower wage compared to men for a 

certain education level, they have less incentive to invest in education and thus have a lower 

educational level.  

The third control variable of our OLS regression is the “ethnicity”, which corresponds to 

the caste position and religion statue. As you can see Appendix 4, with this control the wage 

gap is now 34%. This means that if women are a part of a high caste, the wage gap decrease of 

2 percentage points. Moreover, on average individuals from upper-castes earn 66% more than 

other Indian citizens (in managerial positions). It shows that even after years of abolishment, 

the caste system still very present in India.  

Finally, controlling for the area, the wage gap slightly increases and is 38%. This means 

that women are discriminated in urban areas. Focusing only on managers working in the urban 

area, the wage gap is more important compared with the country. In an urban area, there usually 

are bigger companies with different managerial levels and women may be in lower managerial 

positions that can explain a difference of salary. Maybe there is more discrimination against 

women in big cities.  Those results are against Agrawal (2013), that there is more presence of 

glass-ceiling in the rural area. 

So we succeed in explaining 10 percentage points of the initial wage gap between and 

female. This means that there is evidence of discrimination against women on the Indian’s labor 

market. Indeed, after controlling for different possible explanations for the initial gap, there is 

                                                 
4 48-39= 9 percentage points 
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still 38% that remained. This also shows evidence of glass-ceiling, indeed, if Indian women 

know about it they will invest less effort in becoming manager, furthermore, one explanation 

of this may be the way they are paid. Women might have less or lower bonus compare to men. 

7 Conclusion 

This paper shows the presence of a glass-ceiling that prevent women from reaching 

managerial occupations in India. Actually, the chance to assess managerial positions between 

men and women in India's labor market is a good illustration of this phenomenon. The gender 

gap was initially 71.53%, and after controlling for the factors we chose to study, it decreases to 

61.95%. However, there is still a big part of the gap that is unexplained, even with the 

experience, level of education, marital status, number of children, ethnicity, and area of work, 

men are still likelier to get into the managerial occupation. Those results show evidence of 

mechanisms that hinder women from reaching managerial positions. Thus, it is relevant to say 

that this paper show evidence of a glass ceiling in the Indian labor market. 

Additionally, this paper shows the presence of unequal wages between men and women 

managers in India. Indeed, the OLS regression shows evidence that women remain under-paid 

for the same familial situation and education and tenure experience level. After controlling for 

five parameters, there is still 30% of the wage gap that remains unexplained. This is maybe the 

major obstacle for women to reach high managerial occupations. Indeed, if they think about 

this when they are studying, they may anticipate a lower return to education compared to men 

and thus invest less in education. This can lead to a downward cycle for women.  

 

As mentioned in the literature review, the more efficient way to reduce wage inequalities 

is to set a minimum wage which is the same for men and women. Moreover, according to Grout 

et al. (2007), offering the same promotion to men and women could be a good way to reduce 

consequently the difference between gender in high-rank positions. Furthermore, it has been 

shown that castes still have great importance in India even though they are not in the 

constitution anymore. It is necessary that the government set some rules in order to help the 

population to move one with those who believe that under-caste is not good enough to do 

anything else then low-skills occupations. Increasing the number of women in managerial 

occupations through the introduction of quotas is not a good solution. Indeed, A. Rao (2011) 
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shows that when quotas occur, the priority is to get women in order to fulfill to quota and it 

may be women that are not qualified enough.  

  

Besides, the government should set more policies in order to make a change in Indian 

people minds and thus the discrimination and segregation of some castes and religious 

communities as the Dalits and Muslims. Another priority for India is actually to reduce the 

inequalities between rural and urban areas, mostly in terms of infrastructure; in order to allow 

everyone to get the same opportunity to have a good education. 

 

Since the sample is quite small, we could not expect a high significance of the results 

even adding the person weight did not help us. We could have a more precise analysis with a 

monthly wage. If we could access it, we would be able to run an Oaxaca regression to have 

better acknowledge regarding the wage gap in the Indian labor market. Furthermore, there are 

a lot of other aspects that can cause the gender gap in top managerial positions such as cultural 

and sociological aspects but we cannot estimate it. Moreover, it was hard to get recent data for 

this study so we used available data from 2011. This suggests that the situation regarding 

women status might not be the same as eight years ago.  

 

After exposing those results and our recommendations for an India more equitable in 

terms of success for women. We can ask ourselves how the situation will evolve these next 

years. Indeed, India is expected to become the most populated country in the world in 2050. 

With this situation, if no real change is made by the government, nothing will change and the 

poverty will remain. As this is a patriarchal society in which boys are expected to take care of 

their parents later, the development of technologies starts to be a major problem in 

India.  Indeed, after having worm ultrasounds (which allows parents to know about the child 

sex) we observe a boom of baby girls abortion in India as mentioned R. Hassan (2016). It is 

like Indian parents choose whether they want a baby boy or a girl. This has to be a major concern 

about the future of women in India.  
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A.1 Summary Statistics 
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A.2 Summary Statistics for Managers 
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A.3 Gender Gap : Marginal Effect 

 

 
 

 

 

A.4 OLS Estimation (Wage gap differential) 
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