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Abstract 

In the current scenario, women are better positioned than ever before to raise 

leadership roles in the India's corporate world. Simultaneously, there is a paucity of 

women leaders and women in senior management positions who could be taking up 

leadership positions later and thus it is the right time to address the issue of women 

leadership and encourage and support women to take up leadership roles. The present 

study analysed how demographic factors influence on career strategies adopted to 

overcome the barriers among women leaders in their leadership positions. Companies 

have taken many kinds of support structures in the working places, such as various 

career strategies for increase the number of women at the top positions.    

Keywords: women leadership, demographic factors and career strategies. 

Introduction  

It seems today women are better positioned than ever before to raise the leadership roles in 

Information technology Companies. Women leadership is a delicate balancing act but women 

are capable of building a comprehensive, combined and transformational work environment 

with leadership styles that are highly effective and encourage individuals and organizations to 

flourish. Presently company do many kinds of support structures in place, such as women’s 

networks and leadership development courses, these are helping to increase the number of 

women at the top positions and who can serve as role models or inspiration. Though, women 

are still a distinct minority in the technology workforce and an even smaller proportion of 

corporate leadership. Young women were confused about the practical steps they need to take 
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to make it to leadership (Suresh 2011). The image emerged of young women in technology 

are highly ambitious, strategic about their career success, and somewhat sceptical about the 

leadership of today.   

 Women Leadership in IT Sector:  

Across the world, there are very few women corporate board members and the number varies 

from one to four across IT firms. Interestingly, from a social standpoint of view more women 

are desired in top management as they do affect positively the firm profit ability. More 

specifically, there is a need to unzip the “success imperatives” of women leadership in the 

corporate world particularly in the IT sector where one finds a growing number of women 

being employed where they do exhibit the potential for excellent performance in leadership 

roles (Hassan 2008).  

Many different data sources show that the participation of women in IT in India is 

consistently rising. According to the Indian National Sample Survey (NSS) data at 2011, 

women represented 21% of the Indian IT labour force. A 2014 figure from the World Bank 

Enterprise Survey India estimated this figure to have risen to nearly 27%; and the 2016 India 

Skills report has updated it to 30%. Affording to this report Software and IT constitutes the 

second largest non- agricultural sector, after Pharma and Care (41%), in which women are 

better represented among the twelve industrial sectors of the Indian economy. 

According to the National Center for Women & Information Technology (NCWIT), the 

Anita Borg Institute for Women and Technology, Girls Who Code, and other organizations 

aim to support women in the industry and increase the percentage of women entering the tech 

space as well (Herman 2017). According to NCWIT, in the 1980s, women represented a peak 

of between 35 and 40 percent of the computing and information technology (IT) workforce in 

the U.S. By 2011, that percentage dropped to about 25 percent. This concurred with a 

decrease in the percentage of women majoring in computer science degrees in college. While 

women in tech are working hard, they don’t necessarily believe they know how to get to the 

top positions. 

Barriers Faced by Women in Leadership: 

In the past brought to light a number of interesting standpoints worth mentioning the barriers 

faced by women in leadership positions that female career development and the glass ceiling 

phenomenon. First to acknowledge is the social resistance women at management positions 
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face which is argued to cause stress and de-motivation. Although both men and women 

experience stress at top management positions, women argue that they face additional stress 

related issues due to their gender. Discrimination is moreover mentioned as a conflict for 

career progress even though discrimination at the workplace is against all written laws. 

Theory discloses the fact that life responsibilities clash with the organisational structure. 

Women find it really hard reaching top positions in the business hierarchy, and approximately 

70 percent of all women in dual earner couples report that they have to take a greater 

responsibility for child care than their male partners. The stressful dynamics that women face 

as work awaits twenty four seven further hinder their path to the top (Bilimoria, et al., 2007). 

Based on social preferences, a woman’s career may ebb and flow differently compared to the 

traditional male model, which is primarily focused on a linear career progression. As many 

women choose to have children, childbirth may hinder them from adapting a linear 

progression, hence making their path somewhat different from men’s. A woman is more 

likely to travel in and out of the organisational work sphere, and hence take longer time to 

reach the same organisational status as their male counterparts. However, research further 

suggests that during middle adulthood, women discover a renewed sense of purpose and 

increased energy for work. Furthermore, the corporate culture demands ambition and 

continuous availability and since women often are limited by their family responsibilities 

they are frequently perceived as timid. Other potential barriers for women to reach top 

positions are discriminatory methods of selection, the lack of career planning, and also the 

macho behaviour of male colleagues.  

Strategies Adopted by Women Leaders:  

 The present study analyse only career strategy. This is one of the strategy of overcome the 

barriers faced by women in leadership positions.  

Career Strategies:  

Women generally did not change completely either in their work life or their family life, or 

both. They also did not expect, ask for, or rely on their organizations to provide the support 

and assistance they required, since they found that existing work/family programs focused on 

different needs and issues from theirs and believed that they were responsible for meeting 

many of their own needs. According to research within the field of career development, 

women have the same possibilities as men to advance up the corporate ladder, particularly if 
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women are entering the same occupations and are similar to men in ambitions and abilities. 

Women are assumed to have successful careers by following the male model and by sharing 

child and home responsibilities with their partner. There is an increase in research supporting 

the notion of various models of career development for women and men. In a study 

conducted by Kirchmeyer (1998) including both objective and subjective measures of career 

success (income, organizational level and self-reported success), four types of career success 

determinants were identified. They were; firstly, human capital variables; secondly, gender 

roles; thirdly, supportive relationships; and lastly family status variables. In her study, 

Kirchmeyer (1998) found support for all relationships with one exception for family status 

measure, which was found to have similar effects for women and men. 

Review of Literature: 

Danielle.et.al (2015) identified the strategies used by women to achieve success in their 

careers, the most common response were “networking” and  majority of respondents said that 

they had mentors.  Moreover, all women stated that they saw themselves as mentors to others, 

and all but one agreed that they actively cultivate allies who have helped them in their 

careers. Some female executives noticed that there were fewer women than men in the higher 

ranks of their companies but resisted thinking about these imbalances in terms of gender 

inequality. The results had repercussions and paved the way for future research concerning 

the nuances of career “success,” female executives’ perceptions of gender dynamics in the 

workplace, and work/life pressures within the corporate sphere. 

Jonkoping.et.al (2009) in their study found that, networking can influence women’s career 

development. Social capital and networking is a vital tool for career development. The study 

revealed theories regarding female leadership, female career progression and the glass ceiling 

are therefore taken into consideration as vital factors for career development. In order to carry 

out this study a qualitative approach was chosen, and five business women were interviewed, 

all considered proficient of the subject. The main conclusion derived from the interviews 

demonstrates that formal networks were less important than informal networks in order to 

overcome career obstacles and advance professionally. The networks that were considered 

most beneficial for the interviewees were the ones that evolved naturally and were reciprocal. 

Moreover, pure female networks were not considered as valuable as mixed networks since 

men more often possess access to important information than women. 
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Nirooja.et.al (2007) in their study examined the barriers to women in leadership positions in 

senior management of the construction organisations, and the initiatives committed to 

promote women to senior level of management.  The study stated social development of 

women in society has increased the scope of their participation in the development of the 

economy to widen from homes to the work place. However women are under-represented in 

the construction industry and the percentage of women leaders in senior management remains 

minimal. The study says substantial body of opinion within the research on women leadership 

reflects that modern organisations require a non-coercive leadership based on teamwork and 

building relationships.  The study stated that the generally held negative perception of women 

as leaders could be an obstacle to women leadership in construction. 

Catalysts.et.al (2003) in their research revealed that even though women in leadership have 

gained some ground within the last several years, minimal changes have occurred in their 

attitudes and experiences within the workplace. Five top barriers to advancement have been 

identified: exclusion from informal networks of communication, gender based stereotypes, 

lack of role models, lack of mentoring, and lack of significant general management or line 

experience. All of these barriers to advancement are stressors for women in the work 

environment and could very well be an extension of gender socialization.     

Objectives of the Study: 

 To analyse the various barriers faced by women in leadership positions in Coimbatore 

IT companies. 

 To analyse the significance of demographic profile of the respondents towards  career 

strategies of women in leadership. 

Research Methodology: 

Type of Research: The present study is descriptive in nature.  

Area of the study: The study was conducted among the women leaders in various IT 

Companies in Coimbatore.  

Sampling Techniques: The sampling technique used for the study is convenience sampling.    

Sample Size: A sample size of 75 respondents was selected using convenience sampling 

techniques.  
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Tools used for analysis:   Analysis of Variance (Anova) 

Analysis and Interpretation: The collected data is processed, classified, and interpreted 

using the following statistical   analysis: 

 Reliability: Reliability is the extent to which the measurement of the constructs gives 

consistent results. The Cronbach’s alpha was used to measure the reliability of the 

constructs. The Cronbach’s alpha coefficient for the overall instrument was found to 

be 0.858, which depicts that the reliability of the coefficient value is at acceptance 

level.   

 Analysis of Variance (ANOVA): The principle of ANOVA is to test for differences 

among the mean of the populations by examining the amount of variation within each 

of these samples, relative to the variation between the samples using SPSS software 

version 16.0.    

 

 Analysis between age and career strategies  

Null hypothesis H0: There is significant difference between age and career strategies.  

Alternate hypothesis H1: There is no significant difference between age and career 

strategies.  

Table1:  Analysis between age and career strategies 

Career strategy Sum of Squares df Mean Square F Sig. 

Between Groups .583 2 .194 2.386 .076 

Within Groups 5.861 72 .081   

Total 6.444 74    

 

Inference: 

 From the above table shows that the significant value is greater than 0.05 for the 

career strategy (F=2.386, p=0.076 where p>0.05), indicates that women leaders of various 

age groups perceive this strategy statistically not significantly different. Null Hypothesis is 

accepted and Alternate Hypothesis is rejected. Hence there is no significant difference in 

career strategy and different age groups of the respondents’. 
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 Analysis between marital status and career strategies 

 
Null hypothesis H0: There is no significant difference between marital status and career 

strategies. 

Alternate hypothesis H1: There is significant difference between marital status and career 

strategies. 

Table: 2 Analysis between marital status and career strategies 

Career strategy Sum of Squares df Mean Square F Sig. 

Between Groups .887 2 .443 5.826 .004 

Within Groups 5.557 72 .076   

Total 6.444 74    

 

Inference: 

 From the above table shows that the significant value is less than 0.05 for the career 

strategy (F=5.826, p=0.004 where p<0.05), indicates that women leaders of various marital 

status groups perceive this strategy statistically significantly different. Null Hypothesis is 

rejected and Alternate Hypothesis is accepted. Hence there is significant difference in career 

strategy and marital status of the respondents’. 

 

 Analysis between educational qualification and career strategies 

 

Null hypothesis H0: There is significant difference between educational qualification and 

career strategies. 

Alternate hypothesis H1: There is no significant difference between educational qualification   

and career strategies. 

Table: 3 Analysis between educational qualification and career strategies 

Career strategy Sum of Squares df Mean Square F Sig. 

Between Groups .314 2 .157 1.867 .162 

Within Groups 6.131 73 .084   

Total 6.444 75    
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Inference: 

 From the above table shows that the significant value is greater than 0.05 for the 

career strategy (F=1.867, p=0.162 where p>0.05), indicates that women leaders of various 

educational qualification perceive this strategy statistically not significantly different. Null 

Hypothesis is accepted and Alternate Hypothesis is rejected. Hence there is no significant 

difference in career strategy and educational qualification of the respondents’. 

 

 Analysis between designation and career strategies 

Null hypothesis H0: There is no significant difference between designation and career 

strategies. 

Alternate hypothesis H1: There is significant difference between designation and career 

strategies. 

Table: 4 Analysis between designation and career strategies 

Career strategy Sum of Squares df Mean Square F Sig. 

Between Groups .588 2 .294 3.663 .030 

Within Groups 5.856 72 .080   

Total 6.444 74    

 

Inference: 

 From the above table shows that the significant value is less than 0.05 for the career 

strategy (F=3.663, p=0.030 where p<0.05), indicates that women leaders of various 

designation groups perceive this strategy statistically significantly different. Null Hypothesis 

is rejected and Alternate Hypothesis is accepted. Hence there is significant difference in 

career strategy and designation of the respondents’. 

Conclusion and Suggestions 

The results of this study show that marital status and designation of the respondents’ shows 

significant difference in career strategy and there is no significant difference between other 

demographic profile of the respondents’ and career strategy.  The study suggested women 

need to be trained in effective time management and design media programs on women 

development for changing the society attitudes towards the value of women in top workforce 
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through exposure of training programs, workshops and education curricula and the role 

models of successful women in different phases and leadership positions to improve women 

leadership skills. Also the study recommended policy changes, systemic and cultural changes, 

as well as various programs to encourage women to take up leadership position. 
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