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Chapter |
INTRODUCTION

Management studies have usually ignored women's labour participation
that contributes to the didectics of continuity and change in society. Post-
colonial India is witnessing women in various areas of public labour,
professions being one among them. Management (of the public as well
as the private corporate sectors) is one of the very recent professions,
which has harnessed women's labour to the needs of capitd. The
capitalist market on the face of it, makes the process of women's entry in
the labour market and into the management profession seem as a liberal -
democratic act and as the proof of equality in the labour process. But, how
far do feudal and patriarchal mechanisms like segregation, discrimination
and harassment have a strong presence, and ae inescapable? Have
women becomethe prey to the dynamics of the capitalist market aswell as
to the public and private patriarchy structured on ‘gender'? This is one of
the main foci of enquiry in the present study

If we look into the history of management profession, it is seen that it
developed as ‘ownership management during the initial stages of
capitalism But through a period of time, with the rise in joint stock
companies and further development of corporate sector, a shift occurred in
favour of 'professional management' to work on behalf of capital These
professional managers are not the owners or shareholders of capital, but
they are 'employee managers who work on behaf of the owners of
capital

The 'employee managers were initially hired by the owners of capital
elither through their family affiliations or based on the individual's skill to
manage the enterprise. With the development of capitalism, enhanced
knowledge, skill and training, it has become necessxy not only to reduce



the uncertainties of the enterprise's externa environment (particularly the
market), but aso to plan, monitor and control the activities and efficiency
of the internal process. Therefore, new businesses as well as management
schools have been established in the recent decades to train men and
women for the acquisition of the necessa’y manageria skills in various
branches like Human Resource Development (HRD), Marketing,
Industrial Relations, Personnel Management, Finance, etc., based on one's
interest and capability. These professonally trained managers from
various branches are considered "professional employee manager's.

The major focus of this dissertation is the study of women professona
managers. Though there have been growing employment opportunitiesfor
women in the management profession, certain issues of sociologica
concern like the nature of employment and/or the terms and conditions
under which women managers are employed in these emerging industries
and corporate sector have not been focussed properly.

It is to be noted that the words 'Corporate’ and "Company" have been used
interchangeably. A 'Corporate’ is a formal organization, established for
the purpose of business and profit and incorporated under the commercid
law of the land in the Indian context, a Corporate or a Company is that,
which has been incorporated under the Indian Companies Act, 1956
Further, a 'Corporate’ or a Company' isabusiness enterprise comprising
share-holders whose liability to the Company is restricted only to the
unpaid amount on the shares held by them, hence the concept of 'limited
liability' Another important feature of a Corporate or a Company is that it
IS considered to be an artificial person in the eyes of the law and can sue or
be sued in its own name. In Law, the owner of the Company is the
Company itself and not its shareholder.

In India, the growth of management professon as compared to the western
developed countries, is still in a nascent stage and the participation of
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women in this profession has been very nominal. A comprehensive study
of women's unequal participation in management is not available yet.
Neither there are comprehensve survey and governmental reports
regarding the status of women in the management profession in India, nor
are there adequate number of empirical studies available, which could
unravel the nature of women's unequal participation in this profession
The present study ought to be conddered therefore as an attempt in this
direction.

WHY IN HYDERABAD?

The site for empirical research of the present dissertation is the twin cities
of Hyderabad and Secunderabad. These cities are today rapidly becoming
the destination for global and Indian business. Traditionally, Hyderabad
has been home to Indian public sector. In the contemporary period
however, investment in the private sector has registered a significant
increase These investments were aso remarkable for the diversity of
businesses that they have spawned Thus, apart from engineering, the
businesses that have been established include software, Pharmaceuticals,
and a host of service enterprises such as hospitals, hotels, consultancies, as
well as private banks and non-banking financial corporations

The location or relocation of business establishments in the twin cities is
also witnessing consequently, the emergence of a well-trained managerial
work force both locd and migrant Indeed, the latter tend to show a
marked preference for twin cities compared to locations like Mumbai,
Delhi, Chennai and even Bangalore These are due to economic as well as
personal reasons While the sedate life of Hyderabad and Secunderabad is
an appealing factor, other major reasons include reasonable cogt of living,
sdlubrious climate, commendable infrastructure; standard medi-care, and
so on. An important factor is dso that Hyderabad is strategically located in
the country, well connected by road, rail and ar. Mogt importantly, the
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state government has been displaying a remarkable business friendly
approach.

OBJECTIVES

The study, situating women managers in the context of their persond
sociologicd  background, attempts to andlyse their employment in the
'public’ sphere. It examines their public career as professona managers
with the following objectives:

to investigate how 'Gender' operates in the management sector which has
negative consequences for women, especially the concept and practice of
'patriarchy"

to explore the nature and extent to which organizations entrust
professionally trained women managerswith functionsand dutiesbefitting
their capacities

to map the diffused manner in which women managers experience

oppression

4 to understand whether and in what manner women managers possess a

collective consciousness, and how they intervene in order to better their
socia and professional conditions

VETHODOL OGY

The study has been undertaken in three stages initially, a pilot survey
was conducted, the sample being eight women and eight men managers
respectively. The pilot survey reveded that the management profession as
held by management as well as organization theories is not gender neutral,
but it is very much gendered in its nature The sample for the second
sage, based on 'Purposive Sampling Method' (Goode & Hatt, 1952)
comprised of sixty women and men managers respectively  (heredfter,



referred to as 'respondents). Male respondents were dso included in the
study to understand and bring home the stark contrast between men and
women in the managerial profession. The respondents were administered a
structured questionnaire containing cosed as wel as open-ended
quesions.  The third dage involved informa interviews with the
respondents, which were of an eabourate nature. On an average, each
respondent was interviewed for a maximum of 4 - 5 hours comprising 4 —
5 sessons.  Further, these techniques have been supplemented by direct
observation, participation / observation in managerial seminars and other

meetings.

In course of the survey, sixty (60) organizations were visited in the twin
cities of Hyderabad and Secunderabad. In only thirty six out of the above
sixty organizations, women were found to be in managerial strata. Since
there is presently no academic or research organization having data as per
the requirements of the present study, such a survey had to be undertaken,
which however, has proved to be extremely beneficial.

STRUCTURE

This Dissertation consists of FIVE Chapters The introductory Chapter - |
outlines the context of this study, objectives, methodology and

chapterization

Chapter Il is concerned with a conceptual understanding of 'Gender' and
'Work'. It isatheoretica investigation of '‘Gender' in the social sciences,
including feminist theory, Sexud division of labour, women's
participation in the labour force and occupationa segregation based on
sex This chapter attempts to provide an overall theoreticd framework on
gender and work



Chapter 11, titled 'Gender in Corporate Management: A Review in
Theory', traces gender in the literature on management, bureaucracy and
women. An attempt has been made to critically review the literature
examining the scope and manner in which gender has been understood-
This chapter examines the development of the profession of corporate
management and analyzes how a shift has historically come about from
‘ownership’  or ‘entrepreneurship  management’ to  ‘'professional
(empl oyee) management'.

An attempt has also been made to understand the question of gender and
women managers from all the major perspectives. Firstly, the review of
Marxian perspective, has brought out the various mechani smsof capitalist
exploitation. But it is found that severd of the writings in this perspective
were blind to 'gender' Secondly, management theories that seek to
analyze the organization, allocation and functioning of various
organizations have also been completely indifferent to the question of
gender Thirdly, the 'sex role' theories flowing from the libera (i e, non-
Marxist) tradition do not expose the modes of exploitation in their entirety
They lack the historical appreciation of sexua division of labour and the
new forms in which it finds continuity Finally this chapter takes up a
discussion on gender and bureaucracy showing how the Weberian
approach to bureaucracy isalso not illuminative as regards gender Certain
alternatives to bureaucracy, such as Androgynous management, Neo
Bureaucracy, and Femocracy, proposed by various feminists have been
discussed

Chapter IV, The Empirical Study', has been organized in two parts. The
socio-economic and cultural background and allied details of the
respondents have been described in Pan 1 Part |l is devoted to the
analysis of data on women in the management profession. The intimate
linkage of the 'public’ sphere of the respondents with their 'private
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sphere (detailed in Part |) has been appropriately taken into consideration
in the course of the analysis

In the concluding chapter, Chapter V, the findings of the study are

discussed in a comprehensve manner.
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Chapter 11
GENDER AND WORK : A Conceptual Understanding

Gender plays a dominant role in the historic process of the sexud division
of labour. The contemporaneous phenomena of women's participation in
the labour market and the occupationa segregation based on gender, are
discussed in this chapter,

Gender can be considered to be to feminist theory what 'Class and
'Production’ are to traditional Marxism and what the 'the unconscious
and 'repression’ are to psychoanalysis (Benhabib, 1989) The difference
between the concepts of sex and gender is that the former refers to
biological sex or the sex category into which people are placed at birth and
the latter refers to the result of that differential treatment in the socio-
cultural realm (Lorber and Farell, 1991) The concept of gender focuses
on the socia construction of sexual difference, which inturn serves as a

constitutiveelementofall socia andeconomicrel ationships

Scott (1986 1087} definesgender as

‘The integral connection between two propositions. gender is a
constructive element of social relationships based on perceived differences
between the sexes, and the gender is a primary way signifying
relationships of power".

Acker (1991) holds that an organization, or any other analytic unit is
gendered meaning that the advantage and disadvantage, exploitation and
control, action and emotion, meaning and identity, are patterned through
and in terms of a distinction between male and femae, masculine and
feminine Gender is not an addition to on-going processes, concelved as



gender neutral, rather it is an integra part of those processes, which cannot
be properly understood without an analysts of gender (Council, 1987),

Scott (op. cit.) holds that gendering occurs in a least five interacting

proceses, which though analytically digtinct, are in practice parts of the
same redlity.

In the congruction of division of labour, of alowed behaviors, of
locations in physical space, of power, including the institutionalized
means of mai ntaining the divisions in the structures of labour markets

. The construction of symbols and images that explain, express, reinforce or
sometimes opposethosedivisions. These symbols and images have many
sources or forms in language, ideology, media etc

| nteractions between women and men, women and women, men and men,

Including all the patternsthat enact dominance and submission

These processes help to produce gendered components of individual
Identity, which may include consciousness of the existence of the other
three aspects of gender such as, in organizations, choice of appropriate
work, language used, clothing and presentation of self as a gendered
member of an organization.

Gender is implicated in the fundamental, on-going processes of creating
and conceptualizing socid dtructures.  Gender is obviously a basic
constitutive element in family and kinship, but less obvioudly, it helpsto
frame the underlying relations of these gructures, including complex
organizations.



Organization logic appears to be gender neutral; gender neutral theories of
bureaucracy and organizations employ and give expression to this logic.

However, both in theory and practice gendered substructure is reproduced.

According to Elson and Pearson (1984: 26) "For women, unlike men, the
guestion of gender is never absent”. Gender ascriptive relations are clearly
the fundamental dtes of the subordination of women. They sarve to
maintain the differences, between men and women and through such
differences the subordination of women takes place. The ideology of
gender provides rationale for patriarchy. Patriarchy, as McDonough and
Harrison (1978) argue, is a universa structure through which the
oppression of women can be understood without reference to history.
Therefore the concern here is to see how patriarchy by determining the
nature of socia relations between men and women controls the economic

and material position of women

SEXUAL DIVISION OF LABOUR

Sexual division of labour is exhibited in all societies As societies
undergo economic change, concomitantly the nature of work and its
distribution between men and women yets reorganized. An understanding
of sexual division of labour in any society requires a close examination, of
not only the jobs what men and women do, but aso the relations under
which they perform them Though the established phrase sexual division
of labour is used, what is meant here is the division of labour based on

gender, whichistheroot cause for women'ssubordination

In socdd sciences, much work is currently under progress towards the
knowledge of the sexud division of labour in the private as well as public
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gpheres. It focuses on various approaches to look at the sexud division of
labour. Some writers focus on biologica differences whereas others view
it as a functional necessity. There are arguments, which locate it as a
cultural practice and finaly certain center round the material relations of
production as a matter of gender inequality. These diverse gpproaches are
often viewed as conflicting, competing or incompatible, but there is dso a
substantial implicit convergence, which brings out various dimensions of
gender stratification.

Murdock (1949) viewsthat sex differences and dependence make efficient
cooperativeunit. He holdsthat (1949 7)

"While man has the advantage of superior physical strength woman is
handicapped by physiological burdens of pregnancy and nursing.  All
known human societies have developed specialization and dependence
between the cleavage".

Tiger and Fox (1972) holds the similar view that human beings act
according to their Biogrammer which implies a genetically based
programs These determined functions predispose mankind to behave in
certainways

Levi-Strauss (1956) suggests that the division of labour between the sexes
Isthe mechanism that enforces a reciprocal state of dependency between
the sexes and that the economic interdependence of the sexes serves asthe
basis for the conjugal (nuclear) family This interdependence does not so
much arise from actua sex differences as from culturally imposed
prohibitions that make it impossible for one s2x to do the tasks assgned to
the other
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He considers the division of labour as

"...a device to make sexes mutually dependent on social and economic
grounds, thus establishing clearly that marriage is better than celibacy".
(op.cit :227)

Malinowski (1943) suggests that women owing to their docility are forced
to such work. According to Mainowski (op.cit.: 287)

"division of labour is rooted in the brutalization of weaker sex by the
stronger".

On the contrary, Mead (1949:164) argues that

'‘Women have a capacityfor continuous monotonous work that man do
not share, while men have a capacityfor the mobilization of sudden spurts
of energyfollowed by a needfor rest and reassemblage of resources .

The above approaches adhere to the fact that gender based division of
labour is universal in human history. But it is not at all clear why this
division is Typically hierarchical or why the rewards of specialization are
more equitably distributed between the sexes at some stages of economic
development than at others Even if men's superior physical strength has
contributed women's inferior position, to understand sexual subjugation
solely in terms of biology may be unhelpful (Amsden, 1980)

According to Mies (1988 69), the central assumption of male dominance
IS because of their biology that presumes men as superior. The analysis
used, the tools of analysis, the basic concepts and definitions that are
employed are colored by biological determinism Therefore it is essential
to have the knowledge of different approaches which discard the
universality of sexud division of labour, accounting that there is no clear
cut division between the sexesto perform certain tasks
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Oakley (1974) criticizes Murdock by arguing that the sexud divison of
|abour is not universd, nor are certain tasks dwaysperformed by men and
others by women. She finds Murdock's interpretation as biased because
he looks at other cultures through both western and male eyes Oakley
opinesthat not only is the divison of labour by sex not universal but there
IS no reason why should it be. Human cultures are diverse and endledy
variable. They owe ther creation to human inventiveness rather than
invincible biologicd forces.

Ortner (1974) andyses that socd attitude towards female biology, not
biology itsdlf, explans the gpparently unchanging nature of woman's
socid subordination and pattern of dlocation of taks  The universa
evaluation of culture as superior to nature is the basc reason for the
devauation of status of women and her work. She thinks that culture is
evaluated to be superiorjust becauseit isman's creation and equips him to
control nature by endowing systems of thought and technology. As
woman is consdered daose to nature, subordination of woman becomes a
pan of man's control mechaniam.

Parsons (1964) views the divison of labour dong lines of sex as a
functional necessty. Parsons tried to analyze the divison of labour
concaved mainly in terms of sex roles in the family, particularly the
distinction between 'expressve (concerned with the relations with the
family) and an 'instrumenta’ role (mediating between the family and the
outdde). Parsons characterizes woman's role as expressve where she
provides warmth, security and emotional support and man's role as
instrumental which leads to dress and anxiety reieved by 'expressve
female. Parsons argues that for the family to operate efficiently as a
odd sysgem, there must be a clear-cut sexud divison of labour. lathis



sens, the instrumental and expressive roles complement each other. The
entry of married women into the market is consdered as undesirable as it
might lead to competitive grain in the marital relationship. He maintains
that the sex dratification of the labour market is necessary to maintain
order in wider society.

The conflict approach to sexud division of labour dedls with the operation
of gender relations in relation to the process of production and
reproduction as understood by historical materialism. The pioneers of this
conflict approach are Marx and Engels. Marx himself did not undertake a
thorough investigation of women's sSituation under capitalism. Engles
(1985) briefly examinesthe sexua division of labour under capitalism, but
devotes much attention to the women's situation in the pre-capitalist
societies. His major focus is on the position of women in relation to the

historical changesin the modes of production

Writing about sexua division of labour, Marx and Engels (1970: 51)
assume that every society has been characterized by a sexual division of
labour "...which was originally nothing but the division of labour in the
sexual act". They maintain that the physiological sex differences led, from
the beginning of human history, to an elementary division of labour
between the sexes, Marx for instance writes (1967 351):

"Within afamily, and after further development within the tribe, there
springs up naturally a division that is consequently based on a purely
physiological foundation ".

Engels (1985) claims that there was a "natural’ division of labour, with
men speciaizing in producing the means of subsistence while women
worked in the household. Each sex was dominant in its sphere and since
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the work of both was vitd to survivd, women's status was at leest equd to
that of men. Enges holds that women's suppossd supremacy was
destroyed by developments in the sphere of production.

Smon de Beauvoir (1977, 85) explains about Engds idea of the old
divison of |abour that,

"It is to be explained by the upsetting of old division of labour which
occurred in the consequence of invention of new tools. The same cause
which hadassuredtowoman theprimeauthority inthe house, namely, her
restriction to domestic duties — this same cause now assured the
domination there of the man, for woman's house work henceforth sank
into insignificance in comparison with man's productive labour - the
latter was everything theformer a trifling auxiliary”.

Engels (1985) writesthat the determining factor in history is ultimately the
production and reproduction of immediate life. But this itsdf is of a two-
fold character. On the one hand, the production of the means of
subsistence, of food, clothing and shelter and the tools and on the other
hand, the production of human beings themselves, that is the propagation
of the pecies - has led to a consideration of the extent to which women
might occupy a specific role in the reproduction of the forces and relations
of productions. In spite of al this women are oppressed.

Engels views that this oppresson among women isdifferent basad on their
class He views that women of capitdist dass are more oppressed than
working classwomen. The entry of working class women into the labour
market made them independent of men in a way, unlike bourgeocise
women.

Saffioti (1978) points out that the working dass women face economic
marguidization in dass society which flows from the inability of capitaist
economy to employ dl potentid workers, and its need for a resarve army
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of labour that can be utilized during economic urgency. The fundamental
thrust of Saffioti's andysis is that the fight agang women's oppresson
and the sruggle for soadiam are insgparable.

Engels view on the centrauty of production and the family in determining
the podtion of women and in condtituting the form of family as a

higoricd question has a prominent hold. His anayss is however,

deficient in a number of respects, as contemporary critics have pointed
out Delmar (1976. 275) criticizes Engdls thus.

That he fails to recognize the role of the woman's domestic labour in
reproducing labour power within the family.

That he does not regard the sexud divison of labour as problematic and
thereforerequiringexplanation.

That he does not analyze the role of the State in reproducing the position

of women within the family, and in circumscribing the forms of
employment availabletowomen.

. That he failsto andyze the ideology of domesticity, which is involved in
reproducing a particular form of family and the reations of mae
domination and femal e subordination.

. That he uncriticaly presumes that the monogamous family would

disgppear among the working cdass as women were drawn into sodd
production.



Beechey (1987:55) suggests that

"The inadequacies of Engelss account of the application of the
development of modern industryfor the position of women stem not only
from hisfailure to analyze the patriarchal family, but from hisfailure to
analyze the ways in which the changing capitalist labour process
structures the organisation of wage labour, creating divisions within the
working class".

Beechey (op. cit) anayzes the specificity of the position of female wage
labour based on Marx's analysis of the labour process. She argues that
Marx's analysis of the generd tendencies within capitalism provides the
foundation for the analysis of female wage labour. She opines that Marx's
specific, and extremely fragmentary allusionsto the position of women are
unsatisfactory because he, like Engels, does not adequately anayze the
relationship between the family and the organization of capitalist
production.

It isargued that al thework which women presently do, that is, child-care,
nursing etc. must come within the sphere of public production. Thus
women's liberation requires the functions performed by the family to be
undertaken by the State which could happen only in socialism, according
toMarxistfeministthinkers.

The above mentioned approaches give a multi-dimensional view of the
sexud division of labour. The sexual division of labour in society appears
to express, embody and furthermore to perpetuate femal e subordination.
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OCCUPATI ONAL SEGREGATI ON

Occupationd segregation by sex in the labour market is an expanson of
the divison of [abour by sex. Any knowledge of sexud divison of labour
without an understanding of occupationd segregation is consdered
incomplete.  Since 1960's there has been a growing focus on this area by
economids, sodologigs and feminists. Theories on  occupationd
segregation discard various socidly condructed view points  and
ideologies which pogtion women into subordinate podtion and try to
present anew angleto look at women's problem.

Theterm Occupational Segregation by Sex, according to Organization for
Economic Cooperation and Development (1981:38) is used to refer to the
fact that,

"Men and "women are concentrated in different occupations (the
"horizontal" component of occupational segregation) and that even when
women occupy the same occupation they are often employed at different
levels of responsibility and allocated different tasks than men (the
"vertical" component)-  The labour market is largely divided into
segments which are broadly self contained, to which access is limitedand
between which there is usually little mobility, except at a lower level of
sdll™.

The segregation is of specid policy importance because the labour market
segments in which women are concentrated, tend to be disadvantaged in
terms of sKill, status, security and earnings. Indeed a large proportion of
the labour market segments dominated by women are found inwhat many
labour economigts and industrial sodologids referred to as the "secondary
|abour market" characterized by low sKills, low wages, high turnover and
low status. An analyss of segregation is fundamental to any study of the
different needs of men and women with regard to education and training,
the question of earnings differentia by sex.
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According to the writerswho focus their andyss on ‘dua labour market;,
the subordination of women is to be dtuated within an analyss of the
labour market which is sratified into primary and secondary sectors, thus
linking this segregation to the structural features of the [abour market

Bergman (1973) holds that the exdudon of women from the primary
market, "crowds' them into secondary sector occupations thereby inflating
the supply of labour and reducing the levd of earnings bdow norma
level. Two key that assumptions accompany this modd are: that workers
perfectly substitute one another adthough they have differing ascriptive
characterigtics, and that it is the demand Sde conditions that are
respongble for overcrowding, i.e, tastes of employers. Bergman fals to
explain the consderable degree of occupational segregation between men
and women within each sector and he ds0 fails to provide a precise
analysis of the causes and mechanisms of labour market segregation. It is
argued by some economidts that the operative degree of occupationd
segregation is at the levd of the establishment, rather than at the nationd
level.

Reich, Gordon and Edwards (1977) advance the more radicd ‘'labour
market segmentation’ analysis. They hold that the political and economic
forces of capitalist system have given rise to segmented labour markets.
One of the patterns for labour market segmentation is ssgmentation by
seX. Occupationa segregation and discrimination with low wages and
'serving mentality' are the mgor characteritics. They hold that these
characterigics are encouraged by such ingtitutions as family and schodls
They suggest that not much can be done to improve the employment
conditions for women in the smal numbers ofjob categories in which they
are concentrated without thoroughly transforming the economic system.



Economids involved in the andyss of sex segregation of labour market
(Blau et.d. 1977) argued that women get lower pay for amilar work and
to some extent, are occupationdly segregated by sex because of a
combination effectors enumerated beow:

Some economists say that women have lower <kills, but this Stuation
arises because of the fact that investment in human capital for women is
much lower when compared to men.

. It has been pointed out that they have high turnover rates. This point
should be discussed in the context of familial responshbilities (child
bearing and rearing) and domestic work.

. It is conddered that women are rdatively immobile regarding their jobs.
But this argument has been severdy attacked and disproved on the
groundsthat women have greater ability to move in and out of the |abour
market(Blauet.al . 1977).

It Is argued that when compared to men, women arc less efficient in
discharging ther duties, but this argument has been totally disoroved by
Innumerable sudies in the area of women and work (Griffiths and
Newman, 1976).

Hartmann (1977) observes that Marxist categories are useful for analyzing
production but unable to explan the specific gtuation of women within
capitaist forms of labour process. She argues that industriad capitdist
societies congg not of one dructure but of two:  patriarchy and
capitdiam.
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According to Hartmann (1977:84)

" Capitalismgrew ontop of patriarchy: patriarchal capitalismisstratified
society par excellence. If non-ruling class men are to be free, they will
have to recognize their co-optation by patriarchal capitalism and
relinquish their patriarchal benefits. 1f women are to be free, they must

fight against both patriarchal power and capitalist organization of
society".

Hartmann points out that even though capitalists actions are important in
explaning the crucid agects of sex segregation, labour market
segmentation theory over-emphadzes the role of capitdists and Ignores
the actions of male workers. Mde workers prevent the encroachment of,
or even to drive out, chegper female labour, thus increasing the benefits to
thelr sax, which help in perpetuating segmentation.

Hartmann (op tit: 84) putsit as,

"The present status of women in the labour market and the current

arrangement of sex segregated jobs is the result of a long process of
Interaction betweenpatriarchyandcapitalism™.

Esienstein (1979) cryddlizes an approach that came to be cdled 'dual
systems theory'. The basc comprehensve sysems of sodd reations,
namely, capitalism and patriarchy meet and interact. The present form of
their interaction is the socd order, which Esengen cals "capitdist
patriarchy". Understanding the contemporary world requires the
smultaneous analysis of its dass and gender structures. ESengen views
the analyss of gender requires in principle an intrinsc theory logicaly
independent of the theory of class.

Griffiths and Newman (1976) obsave that women are often given

different job descriptions and titles for the equivdent nature so that the
lower pay for women can be rationdized. She holds that women receive
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an unequal share of the benefits from labour due to the discrimination they
suffer under the ‘judtification’ that men, not women are bread winners-
She points out that many women are bread winnes.  Sgnificant
proportion of women workers are angle, divorced, widowed, separated or
with husbands earning less pay. If socety wishes to give equd treatment
to 'bread winners, then women should have the same opportunities as
men in the labour market

Reskin (1991) describes that one of the most enduring manifestations of
sex inequality in industrial and post-industrid societies isthe wage gap. In
1986, as in 1957, among full time workers in the United States, men
earned 50% more per hour than women did. (This disparity trandated to
$3,000 a year in median earnings, an dl time high bonus for being a
mae.) Mog sociologigs agree that the mgor cause of the wage gap isthe
segregation of women and men into different kinds of work (Reskin and
Hartmann, 1986). Whether or not women freely choose the occupations in
which they are concentrated, the outcome is the same; the more female
oriented an occupation is, the lower is its average wage (Trieman and
Hartmann, 1981).

Boserup (1975) holds that a sudden increase in supply of labour for given
occupation exerts a downward pressure on wages. Men, who consider
themselves as the superior s, begin to find these occupations less
attractive and leave the fidd open to women who are seen as' the inferior
£X. The downward pressure on male jobs, in occupations invaded by
women would not occur, if women could avoid flocking to a few
occupations and be ready to enter to and be trained for a whole range of
economic activities  The segregation is dso a result of the fact that there



are some occupdaions which are mere extensons, may be more
professondized and skilled versons of women's traditiona roles.

A survey of the economic podtion of women in Organization for
Economic Cooperation and Development (OECD) nations in the wake of
the recesson of the early 1980 concluded:

"Labour market biasagainst ‘womenpersistsand this, in combination with
the recession, has resulted in greater economic insecurityfor them and
those who depend wholly or partly on their earnings. Inequality in the
education system, in training, in employment and in the tax and social
security systems, along with the domestic division of labour have

combined to perpetuate occupational segregation and women's greater
vulnerability topoverty and dependence (Lowe: 1987).

The provisona agenda of the 'World Plan of Action' (Glazer, 1977)
cdled to fight for "equa pay for equa work' and against occupationa
segregation, Reagan and Blaxall (1976) clam that even if ‘equa pay for
equa work' intherea sense is achieved, equality of opportunity will not
occur smultaneoudy. This is because occupationd segregation of sexes
results from the interaction of wel-entrenched and complex st of
institutions that perpetuate the inferior postion of women in the labour

market.

Hanna Papanek (1976) observes that, occupationa segregation must be
sudied on an internationally comparative bess, so that these nations
which arejust beginning to industridize can learn from the experience of
the indudtridlized countries with respect to segregating women in the
market place

She notes that many of the new opportunities for women in the
industrialized countries tended to be in occupations where ‘traditiond
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men's jobs have turned into ‘women's occupations with rdatively low
wages. This saves to reinforce the women's subordinate pogtion and
condition thetype of skillsthat women may acquire. Thissex segregation
of occupation is an extensgon of sexud divison of labour in the household
tolabour market.

Heam and Parkin (1987) write that the gender segregation of work,
including divisons between paid and unpaid work is partly created
through organizationa practices and understanding these processss is
necessary for understanding gender inequality,

NATURE OFWOMEN'SWORK:

The concept of 'Work' is important to understand the dynamics of the
socd structure. Many a sodd scientigs were gender blind in their
analysis of the concept of work as they overlooked the domestic activity
done by women. Joyce (1989) locates the need to look beyond the
economic and production realms snce the work is essentidly a sodd
condruct. Marxist feminists focused on the domestic work's contribution
towards the accumulation of capital whereas Socidigt feminists dress the

need for the payment of wages to women for the labour shed at domestic
Sohere.

According to Boserup (1990; 34) women's work and women's role in the
family and in society at large arc radically changed by and aong with the
changes inthe economy. To understand this, it is important to view these
changes in women's pogtion not as isolated factors, but rather as part of
genera changes that come about as human sodeties dowly develop from
ubsstence economies to high technology economies.
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Tilly and Scott (1978) defined 'work' as productive activity for household
use or for exchange. Domestic work done by women is often cdled by
economigts as 'use vaue and the market [abour as 'exchange value'. To
public knowledge any mention of women's work reminds of her
employment status Snce her domestic work is consdered as a natural part
of her life

Women's participation in the labour market took place especidly, after
industrial revolution. This led to a historic separation of the domestic
sphere and non-domestic phere.  This separation is viewed by Palitica
Economy of Women Group (PEWG) as crucid to her subordination under
capitdism.

Braverman holds that (1974; 271)

"The capitalist mode ofproduction takes over the totality of individual,
family and social needs and, in subordinating them to the market, also
reshape them to serve the needs ofcapital”.

Braverman arguesthat the family losesitsrole asa socid institution and
as an agency of production in the period of monopoly capitaism and
retans the sole function of an ingtitution for the consumption of
commodities. Even its rote in consumption has become individuaized, as
dl family membersareinvolved inwage labour.

On the contrary, Tilly and Scott (1978) provide, though not in Marxist
categories, a historicd account of women's |abour force participation.
They show the replacement of family wage economy and how the
household's need for wages determine the productive activity of women.
They point out that, a the mos generd levd, the interplay between



society's productive and reproductive systems within the household
influences the supply of women available for work.'

They hold that family provided a certain continuity in the midst of
economic change. Vaues, behavior and grategies shaped under one mode
of production continued to influence behavior as the economy changed.
The membeas in the family continued the household roles and
rlationships.  Though indugtridization deprived the family's function as
productive unit, the family till continues to influence the economic
activities of its members.

According to Beechey (1987) with the development of the capitaist 1abour
process (and in particular the emergence of modern industry, when
capitalis domination of the labour process becomes direct) the family
appearsto have become separated from the capitalis mode of production.
In redlity it is divorced only from the labour process and continues to play
a vitaly important role in the organization of production as capitalist
accumul ationdeve ops.

Kuhn (1978:44) holds that the root cause for women's subordination lies
inthefamily. She maintainsthat:

"Family is congtantly referredto, or deferredto, asthe crucial site of the
subordination of women, and its absence or dissolution, it is implied,
wouldpose a threat to property relationsboth patriarchal and capitalist
and even to the psychic relations through which, it is argued, social
relations are mapped into relations of subjectivity" .

Mackintosh (194) holds that woman's work, unpaid as well as paid, has
certain advantages for cgpitd  Women form one of the chegpest and most
vulnerable parts of the wage labour force; and are thus open to a high leve
of exploitation. Furthermore the materid divigon which emerges in the
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work force between men and women, that is difference in pay,
competition forjobsin dtuations of unemployment, lessans the strength of
workers as a whole, dlowing capitd to divide and rule and thus to
Increase profits at the expense of wages.

This kind of gender subordination means that when a Labour market
devdops, women, unlike men, are unable to take on fully the dassc
atributes of free wage Labour. "A mean can become a free wage
labourer”, as Marx (1976. 273) holds, "...in the double sense that as a
free individual he can dispose his labour-power as his awn commodity
and that, on the other hand, he has no other commodityfor sale.. he is
free of all the objects needed for the realisation of hislabour-power" .

A woman is never 'free' in this way. Her obligations towards domestic
labour and struggle to obtain her subsistence from men, in exchange for
persona sarvices of a capitalist labour process. It is this gender difference
which gives women a 'secondary gatus in the Labour market. This
secondary status arisng from women's subordination as a gender, means
that women workers are peculiarly vulnerable to super-exploitation; their
|abour-power is exploited, ether on adaily or agenerationa bads. It ds0
means that women tend to get lower wages than men, even when such
lower wage contributes to the support of severd other people (Elson and
Pearson, 1984).

According to Marx (1974) the object of capitaist production is the
extraction of surplus value by capita) through the employment of labour
power in the capitdist labour process In the surplus-vaue producing
process, the wage labourer sdlIs her/his labour power to the capitdist in
exchange for awage. The wage, however, does not represent payment for
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the entire tone worked, but rather corresponds to what Marx cdls the
value of [abour power. This is equivdent to the cogs of reproducing the
worker. The domestic labour done by women, labouring a home without
remuneration, and outsde the direct domination of capita, produces use
values for the reproduction and maintenance of the mae labourer and his
family.

The recognition of the role of domestic labour in the reproduction and
maintenance of labour power has required a modification of Marx's
definition of the value of labour power. Politicd Economy of Women's
Group (1976. 10) argues that

"The value of labour power is therefore defined as the value of
commodities necessary for the reproduction and maintenance of the
worker and his family. Thisimplies that the value of labour power is not
synonymous with the labour-time embodied in the reproduction and
maintenance of labour power once one lakes account of domestic labour
(and the State)".

This is because domestic labour is itsdf involved in the reproduction of
|abour power asacommodity.

The demand for female labour in modern industry, as suggested by
Beechey (1987:60), can be advantageousto capital in three ways.

a.  Inreducing the value of labour power overdl. The tendency of capitd to
reduce or force down the vaue of labour power aisss as a

countertendency to the tendency for therate of profit to fall.

b. Because female labour power has atower value than mae labour power.
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c. Becausewomen can be paid wages a aprice which isbenegth the value of
labour power.

In the latter haf of the seventies a number of writings reflected on
Marxist approach of the labour process Beechey (1987) tried to broaden
the cdasscd Marxis framework in order to take account of women's
pogtion in the labour market Beechey holds that women had a didtinctive
postion in capitaist farms of [abour process — chegp, unskilled workers
and act as a potentidly disposable industria reserve army* of [abour,
Beechey opinesthat Marx had recognized this, but only inadequatdly. She
argued that the reasons why women congtituted a digtinctive kind of
labour force did not liein 'natural differences of strength and sKill, but in
the sexud divison of labour within the home because women are
dependent on the family economy, and specificaly on the male wage, for
part of the cogs of producing and reproducing their labour power,
Beechey argued that, women's |abour power puts pressure on the val ue of
labour power, and it isthis, which makesthem apreferred [abour forcefor

capitd.

Hartmann (1977) holds that 'our central problem of analysis is or should
be, the relation of women to men, not to capita or other economic forces.
She proposes that one has to go beyond the bonds of Marxist anayss,
ance the object of study of Marxist theory is production or production
rdations, adifferent object of analysisfromthat of feminists.

Hartmann (1977) argues that for women in industria capitdist soadties it
IS not only the capitalism, but dso patriarchy that subordinates their
pogtion. Patriarchy, which was esablished before capitdism, was carried
over into capitalist forms of labour process by men, through trade unions.
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offender ideology, whereby the reproduction of existing relations of
production takes place. ldeology is inculcated by the dominant dass
(‘oourgeoise ideology'), seen as a more or less coherent value system of
the capitdig culture. These are imposed on the dominated dass through
various gpparatuses such as school, family etc., in the interest of the
dominant class.

Hirg (1976) arguesthat ideology functionsto reproducethe dass relations
of production, and becomes ssimply a vehicle for the transmisson of
representations of those rdations, and the family is one among a number
of gtesfor that transmisson. Presumably, to the extent that patriarchy isa
structure of dominance, ideology can likewise be seen as a means by
which representations of sexud rdations of production are transmitted,
and the family can be seen asthe arenaof such tranamisson.

Alhusser (1971) views that ideology is a reflection (in ideas) of a
determining economic base He locates ideology as a practice enjoying
relative autonomy from the economic level. He sressesideology as'lived
experience, as representing 'the imaginary relationship of individuals to
their red conditions of exigence, and emphasizes that individual subjects
are constructed and reproduced in ideology. Althusser's view of ideology
redefinesthe dasscd Marxist view of ideology.

Barrett (1980) pointsthat, the gender ideology is a crucid determinant of
women's oppresson and discussed a variety of ways in which ideology
operates in the economic redm, not only in the definition of skill, but o
In the more generd divison between women's and men'sjobs  Shegives
two possble aternative assumptions about ideology. Firdly, ideology is
absolutdy independent of the economic rdations of capitdism, and
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secondly that ideology is grounded in materid rdaions. What Barrett
indgs isthat ideology should be disassodaed from economic relaions.

Kuhn (1978) obsarves that patriarchy tends to be understood ether as a
dructure informing sodd rdations, reations of production and private
property in the sense argued by Engles, or as an dternative pogtion it is
S=en as a structure informing psychic reaions, subject postioning and
symbolic structure.  What Kuhn wants to suggest is that these two
podtions are not necessaily dternatives. The psychic rdations can be
s=en as the dte and expresson of the symbolic operation of socdd and
property reations, and that such away of posng this rdationship involves
a rethinking of the nature of family reations and reformulation of the
question of Ideology.

Barrett (1980) writesthat the liberation of women would require,

a. re-dividing of labour and responsibilitiesof child care;

b. the actua or assumed dependence of women on a male wage (or capitd)
would needto bedoneaway with;

c, theideology of gender would need to betransformed.

Therefore the need of the hour is that

"1t is necessary to resort to direct cultural action in order to develop a
specificallyfeminist consciousness in addition to transform the economic
base" (Ehreinrich asquoted by Jaggar, 1970 264).

As Marx (1963. 147) himsdf remarks, " All history is nothing but a
continuous transformation of human nature'.

In summary, gender has to be understood as a socidly constructed
ideology on the bads of which, differentiation is made between men and
women based on thelr biology. This ideology has historicdly exercsed its
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influence on work in society, as acommon and enduring feature in dl the
modes of production. In the capitdis mode of production, gender makes
its presence felt in gross and subtle manner a the sght of sodd
production. It combines patriarchy with the capitdist sodd structure and
divides society into private and public spheres, operating in both these
aes,

A critique of the capitdist mode of production which is at the same time
not afeminist critique, usually ether glosses over gender or underplays its
exigence. While this is generdly true in the (larger) case of women and
their labour (both public and private) it is espeddly so in the area of
women in management drata in corporate organizations. Here,
'‘Management', '‘Bureaucracy' and other indtitutions are dlegedly gender
neutral. Indeed thisis conventiona wisdom. Thisisprecisdy the objective
of the present study to enquire whether and how Gender operates in
Management.

The present chapter has sought to provide a theoretica understanding of
gender and its presence in the world of work. This has been done with
reference to the copious literature that has been generated in the recent
period. While this review goes to provide an overdl framework of
understanding, the next chapter is concerned with a discusson of earlier
studieson Gender in Management.
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Chapter 111

GENDER IN CORPORATE MANAGEMENT:
A Review of Theory

The Origins of Management

During the initid stages of capitaliam, the capitdist himsdf used to perform the
dua roles of the owner as wdl as the manager. In course of time, the generd
decline of traditiona family-owned firms and the rise of the joint sock
company led to the distinction between the owner of capita and the manager of
capitd Marx (1967: 387-88) obsarves

"Sock companies in general - developed with the credit system - have an
Increasing tendency to separate this work of management as aJunction from
the ownership of capital, be it self-owned or borrowed. The mere manager who
has no title whatever to the capital, whether through borrowing it or otherwise,
performs all the real functions pertaining to thefunctioning capitalist as such,
only thefunctionary remains and the capitalist disappears as superfluous from
theproductionprocess’.

Wright (1979) hol dsthat the concentration and centralization of capital growing
out of accumulation process and technologica change led to the partia
separation of economic ownership from possesson. With the expansion of
capitais enterprise, it waslessfeasble for the capitaist to be equdly involved
in both functions, which led to the rise of professonad managers to ded with
pecific agpects of production and to coordinate production asawhole,

Braverman (1974) opines that while the manageria stratum continues to be
drawn from among those endowed with capitd, family connections and other
ties within the network of the dass asawhale, it is not dosed to some who may
rise from cither sodd dasses not through the acquidition of wealth on ther
part, but through co-optation of ther talent on the part of the capitaist
organization whichthey sarve. The operating control isvesed increasngly ina
goeddized management saff for eech enterprise Snce both capitd and
professond management - at itstop levds - are drawn, by and large; from the
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same dass it may be sad that the'two ddes of the capitdist, owner and
manager, formerly united m one person, now became aspects of the dass

Though the managerid stratum is smdl in thetota population, this stratum has
become very large in comparison with the pre-monopoly Stuation. Today the
ingtitutionaization of capitad and the vesting of control in & goecidized stratum
of the capitdist dass correspond chronologicdly to an immense growth in the
scde of management operations. Today the management process is subdivided
among functiona departments, each having a gpecific agpect of the process for
its domain: personnd management and training; planning, marketing etc.
(Braverman, 1974),

The management function is exercised not just by a manager nor even by staff
but by an organization of workers under the control of staff of managers,
asSgtant managers, supervisors ec. Thus the relations of purchase and sde of
labour power, and hence of dienated labour, have become part of the
management gpparatus itsalf. Taken together, this becomes the administrative
apparatus of the corporation. Management has become an adminidrative
apparatus, which isalabour process conducted for the purpose of control within
the corporation, and it is conducted as a labour process exactly andogous to the
process of production, athough it produces no product other than the operation
and coordination of the corporation (Braverman, 1974),

Sdaman (1982) views that the main thrust of Braverman'soverd|l andyss, and
his andyss of management in particular, is the reationship between the
organization of enterprise and the requirements of capitalism. According to
Braverman (1974), the new, expert and crucid management function not only
attempted to reduce the uncertainties of the enterprise’s external environment

paticularly the market, it was dso concened to monitor and control the
activities and efficiency of interna process 'Management', according to
Braverman (1974:267)" is a labour process conducted for the purpose control
within the corporation'. In other words, management represents a distinct class
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(capitdid) interest, sarves explicit dass functions, and condtitutes a major
element iIn the oppresson of working dass  employees

According to Sdaman, Braverman's andyds of management dso reaes
closdly to recent attempts by writers such as Carchedi, Wright and Poulantzas
to edablidh the dass podtion of ‘intermediate dass groups, including
management. Despite their important differences, writers like Braverman, seek
to edablish 'dass boundaries and hence 'dass locations in terms of the
functions performed by adass of capitd (Sdaman, Graeme, 1982),

Marxigts recognize the growing importance of the occupationd divison of
labour of professonds, administrators and managers representing an evolution
of an 'intermediate srata, which extends back to Marx's own attempts to
andyze the dass dructure of the 19th century capitaist society. Bottomore
(1963) holds that Marx had made references to the 'middle dass in his
contribution to the Critique of Hegel's Philosophy of Right  written in 1844, He,
however, did not specify the congtituent dements of the middle dass there.
Neverthdess, he was aware of "..the congantly growing number of the
'middle dasses those who stand between the workman on the one hand and the
capitaist and land lord on the other” (Marx, 1963.573). In contrast to the (old)
middle dass whom Marx regarded as non-revolutionary, but conservative -
"Nay more, they arereactionary, forthey tryto r ol | backthewhed of history."
The (new) middle dass', according to Marx "are a burden weighing heavily
on the working base and increase the sodid security and power of the upper ten
thousand" (quoted by Giddens, 1973:177).

But Marx regarded such drata as essentidly temporary and epiphenomend in
rdation to the basgcdly dichotomous dass structure proper to the capitdist
economic sysem. Marx holds that through the dynamics of this sysem, the
members of these drata are destined to become assmilated ether into the
working class via a process of 'proletarianisation’ or concelvably, but to a far
lesser extent, into the capitdis dassvia a processof incorporation.

36



French Marxis writers of the 1960s such as Bdleville Mdlet and Gorz
(Goldthborper1982) treat expanding groupings of reatively well-qualified while
collar employees not as baing proletarianised in any conventional sense, but
rather as forming a key component of a 'new working dass. According to this
conception, the 'new working dass are the representatives of ‘technicad and
scientific labour'. They use the word 'new' in the double sens= it refers to
occupations that are new in the sense of having been recently created or
enlarged, and a0 in the sene of thar gloss presumed advancement, and
'superiority’ over the old. The 'new working dass isthus 'an educated |abour’
and it seems to have the capacity to revitdize the struggle for socdiam by
countering 'economigtic' tendencies with the labour movement and by bringing
issue of ‘control’ to the center of its concaerns. However, the thess of the new
working dass seemto berapidly losing support (Goldthorpe, 1982).

Poulantzas (1975) argues that the new wage-earning groups constitute adistinct
class, the new petite bourgeoisie. Poulantzas brings out the distinction between
mental and manual labour. Mental 1abour, first, is labour that is distinguished
from the'smpl€e, manual labour of the working class by various 'ideologica
symbols (rituas, know-how, secret knowledge - 'generd culture' as opposed to
'technical skills) such that it is percaved as intellectually superior, privileged
and regpectable. Menta labour is dso bureaucratized, a process that
'materidizes mental |abour as 'separate€ from manual labour and reproduces
the whole relationship of domination and subordination within itsdf It thus
reproduces bourgeois political relaions and embodies and reproduces dass
powers as such, by virtue of the feet that its agents both subordinate themsdves
and subordinate others.

The new petite bourgeoisie is ds0 sen as inherently fractionalized by
cleavages drawn within it, and the transformations affecting unproductive
mental |abour are seen to "reinforce gill mote the polarization... fractions in
the direction of the working dass by being massavely focused upon them
(Pouanizag 1975. pp. 302-3). Moreover, the gatisticaly predominant fractions
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are precisdly those, which do have proletarian polarization, and it is these
fractions which are heavily feminized. The three mgor fractions are, firet, that
of low levd sdes and sarvice workers, sscond, that of bureaucratized workers
in banking, administration, the civil service, education and so on; and third, that
of low leve technicians and enginears.

Rennet; (Bottomore, 1978) devdops the idea of "service dass' which
comprises of three main eements

a employessin public—that is governmenta service (civil service and other
officias);

b. employeesin private economic service (business administration, managers,
technica experts etc.) and

c. employeesin sodd services (distributive agents of welfare).

Wright (1979) distinguishesthe 'new middle dasses from the petty bourgeoise
that the new middle dasses can be defined as sodd categories that occupy
contradictory locationswithin dassrelations.

According to Carchedi (1977: 44) "a manager is the production agent who
under monopoly capitalism is capital personified”. Poulantzas (Op. Cit.)
congders the bureaucratized agents as part of an 'intermediate dass not
because they are a link or tranamisson belt in the bourgeois€s domination
over the working dass, 'not because it is directly the effective intermediary ...’
but because of the reations the hierarchy expresses Even o, it might, in
principle, beworth asking whether, even if many or most unproductive worker*
do not directly dominate the working dass they are none the less agents of
those who do; that is whether or not they are pan of the whole complex
apparatus of control, domination and survellance. It has been suggested that the
labour of employees (dericd, commercid and so on) increasingly has to do
with the functions of co-ordination and unity of the labour process, and that
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such workers are thus no longer petty functionaries (‘subdtern’) of capita fat
agents of cgpita (Carchedi, 197/5.365-90).

In contrast to this approach, John and Barbara Ehrenreich propose a new
'professond managerid dass (PMC) as aformation specific to the monopoly
dage of capitdiam. It is characterized as a dass of non-productive workers,
made possble by the growth of sodd surplus, whose function is to ensure the
' reproduction’ of dass and cultura rdations. As the main agency of sodd
control under monopaly capitadlism, the professond managerid dass stands in
evident oppodgtion to the working dass, but a the sametimeit isaso ssen as
being in necessary oppodtion to the capitdist dass over issues of ownership
and control, and in fact as forming an enduring reservoir of radicalism
(Goldthorpe: 1982).

West (1978) criticizes Braverman, Poulantzas, Carchedi and a Dumber of
anayds of the contemporary dass structure, and of the class position of white-
collar labour. She argues that Braverman has a smplistic conception of the
working cdass as he does not take sufficient account of differentiation and
cleavages within the class gpart from those of sex. West dso has certan
objectionsregarding Poul antzas'saccount of theworking classunder monopoly
capitalism and criticizesthe samefor focusing amost exclusvely on the labour
process. She dso criticizes these writers for having a mistaken conception of
productivelabour, which refersonly to the production of material commodities.
for having an exceptionaly narrow conception of the working dass and for
tailing to congder that many women work in occupations which have become
increasingly proletarianized. West dso questions how Poulantzas, discusson of
these very same processes of burcaucratization and the reproduction of the
mental-manua divison create fractions as it is goplicable only to particular

Ca=5

West holds that Braverman, Poulantzas and Carchedi concentrated on dass to
such an extent that they virtualy excluded gender. On the other hand, writers
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like Giddens are concaned a severd points with the rddionship of
feminization to the bases of working and middle-class Sructurarion, namely
differing market capacity, ‘paratechnica’ and authority rdaions, neighborhood
sgregation, dass awareness and unionization. Giddens (1973) dates that
women's dominance of the routinized, lowes-levd, white-collar occupations
must leed us to rgect swegping assations about proletarianisatioa
Feminization is seen asthe objective changes in white-collar work, or at leest as
dtering their dgnificance. His remarks imply that, whatever the systematic
discrimination agang women in the labour market, the character of certain jobs
in that market degpends on who occupies them. Indeed it may depend on the
meaning of such jobs for their occupants, particularly in that they mean
something very different for men and women (Wes, 1978).

Clegg (1989) does congder the dgnificance of gender inequality within
organizations and enquires into the ways in which organizations reproduce
gender divison as largely a contingent matter. Wright (195) is keen to
separate dass from gender. For Wright, dass structures are based on forms of
exploitation, whilst gender inequalities are instances of oppresson and hence
any attempt to suggest interconnections at a theoretica levd is misconceved,
He argues that organizationa hierarchies are centra to the analysis of class
relations with his emphasis on the way in which dass reations are based on
‘organization assats as well as property and skill assets He dso argues that
gender isonly continently related to organizationa hierarchies,

Goldthorpe sees the project of dass andyds as specifying the impact of dass
factors on life chances In his eyes, dass must be rigoroudy distinguished from
gender, in order that their rdlative importance in affecting life chancesis tested
(Goldthorpe and Marshdl, 1992).

Savage (1992) opines that the mgor reason why there has been little sustained
atempt to think about the way in which gender influences middle dass
formation, liesin the way that gender processes are normaly conceptuadly
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diginguished from dass processes He holds that, whilst this has the merit of
dlowing both gender and dass inequdity to be recognized, and hence in
preventing gender being reduced to dass it leads to a damaging inability to
comprehend the connections between dass and gender inequaity a anything
other than at purely empiricad levd.

Some of the feminigt writers like Chrigine Delphy, and Sylvia Waby have
handled the reationship between gender and dassin morevaried ways. Delphy
(1984) arguesthat the relationship between 'mae husbands and ' female wives
IS a dass, one in which men exploit women's labour. Waby (1986, 1990)
recommends the views of Delphy. Thereault isto podst two overlgpping sats of
dass rdations in contemporary sodeties firdly, those based around capitdist
forms of explaitation, and secondly, those based around the patriarcha mode of
production within the household.

Crompton and Witz (1986) are more concerned with the interplay between class
and gender. The dternative to emphasi zing the separation of dass from gender
IS to sse dass formation as in part based on gendered processes, and vice versa
Pringle (1989) has shown how the very existence of job structuresis rdated to
gendered principles.

Savage (1992) argues that there is no intringc reason why the types of
processss|eading to exploitation, dosure, and poss ble dassformation should
be seen as distinct from gendered processes

It is vital dso to show how specific dasses are gendered and it is necessary to
indicate bow differing types of excluson and exploitation on the bads of
gendered processesoperateinsuchpecific sodd dases

The central focus of this chapter is the relationship between gender and power
within organizationda settings. If we look into the history of organizations a

variety of sodd forces might have shaped the patriarcha power rdations of
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organizationd forms, and gender being one of the mgor forces anongs them.
The devedopment of modern bureaucratic organization shows that gender is

woven into the very fabric of bureaucratic hierarchies and authority relaions.

Savage (1992) holds that whilst women have moved into professond and
'Killed'  jobs within the middle dasses - loosdly defined, they have rarely been
able to secure podtions of managerid authority within  organizationd
hierarchies. Women have moved into podtions of high 'expertisg, but not into
pogtions of high ‘'authority’. Women's carears depend upon enhancing their
expertise, making themsdves ‘indispensable, whils men have the additiona
resource of being able to widd authority within organizationd hierarchies.
While the possesson of expertise may prevent a woman from being demoted
from an expert job, it is not a precondition to advancement or promation.
Savage (Op, Cit.) argues that the gpparently dramatic rise in the number of
women in manageria rank is largely cosmetic. He suggeds that the growing
number of women in middle dass jobs is not an indication that women are
moving into postions of effective power. But as organizations restructure,
growing numbers of professionds and managers are employed in ways which
do not involve them in line management. Savage (Op. Cit.) holds with regard
to the figures pertaining to rise of women managers and professonas in
various organizations and countries, that ‘these figures should not be taken as
evidence that women are moving into podtions of authority. Rather, the
expandon of women in managerid jobs is dosdy assodaed with the
restructuring of management, and women are located in goadfic areas within
the new management structure.  These podtions demand high levds of
expertise but do not give important organizationa authority'.

Organization Theories and Gender

Gender and bureaucratic workplace organfrations are dosdy inter-linked in
many a ways, though it has been neglected for a long period. Emerging
literature in this area has described, andyzed and theorized the agendered
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nature of organizations and organizationd life. They have been insendtive
towardsthe gender issuesinther study on organizations. Mills (1989) criticizes
organization and management theorigts for presenting a picture of corporate
redity, which excludes gender from the dynamics of organizationd experience
and from the congtruction of organizationa culture. Even the feminist writers
had little interest in organizations, except in S0 far asthey provide examples of
amore generd st of patriarcha practices

Writing about the origin of organization theory, Clegg and Dunkerly (1977)
holds that organization theory has a control function, which exids as another
metaphor for socid order and domination. This was the originad function of
theories of 'organic' society and of organizations as devedoped in the writings of
Europeans such as Compte, Saint-Simon and Durkheim. Clegg and Dunkerly
(Op. Cit.) opine that in their writings, can be seen the germinal seed of present
day organization theory. Equally, if weturnto theindustria revolution, market
theories of posegve individualism and laissez-fare emerge as mord
judtification for nineteenth century capitaism In time, from these early
beginnings, many of the important themes in contemporary organization theory
can be seen to have emerged.

The ams and objectives of the theory and practice of organization and
management are not intended for the development of the society as a whole
ether in the countries of its origin or in the countries which imported it
Contrarily, its ams are, first to kegp the less deveoped countries persstently
underdeveloped which has been the historical necessity of capitalism in the
epoch of imperialism, and secondly, to protect aamal minority of capitalists of
their immense wedth and thar rights in the ownership of the means of
production as ther private propety (Venkaeshawalu, 1984). These amdl
minority of capitdists ant none other than men who dominate the majority men
and women in the power hierarchy. In other words, the theory and practice of
organization and management is in redity nothing but the theory and practice
of exploitation and oppresson of smdl minority of men over a magority
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capitaist dassrule. These Marxist accounts, while giving a historica account
of the development of capitdist mode of production and rdations, ignore the
operaiond mechaniam of patriarchy in theory as wdl as in practice
Rationdization, capitdism, bureaucracy and so on reflect the oppostion
towards the question of gender inequality- a historica process of degendered
resume of the organization.

Weberian Bureaucracy

Bureaucracy has been diginguished as a form of organization with particular
technicd characterigics. Weber presented an influential account of the
characteristics of bureaucracy. Weba's modd emphasized the following
features.

I. A specidized division of labour;

ii. A hierarchy of authority with a clearly defined system of command and
respongbilities,

ii. A formal sat of rules and procedures governing operations and activities
coordinating behavior inapredictable, uniform and impersonal manner,

Iv. A body of full-time, permanent officials, gopointed according to technical
competence, trained in specidized tasks, paid according to rank in the
hierarchy and who may develop careen on the bags of their ability and
seniority (Abcrcrombieet.d., 1989).

Weber regarded bureaucracy as the roost efficient and rationa form of
organization, sressng the virtues of precison, soead, unambiguity. knowledge,
continuity, discretion, unity, srict subordination, reduction of friction and of
materia persond cogts (Weber. 1968). For him, bureaucratic organization was
the roost technically efficient way of peforming any given activity; "...the
decigve reason for this advance of bureaucratic organisation has aways been
its purely technicd superiority over any other form of organization'
(Weber,1968.973).
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According to Weber (in Geth and Mills 1948245 “bureaucratic and
patriarcha structures, though are antagonistic in many ways, yet they have
common feature, that is their permanence in nature'. Taking the idea from
Weber, Ramsay and Parker (1992252) express the idea that "...bureaucracy is
aform of rationdized patriarchy”. The dominant modes of operationadization
of the bureaucratic ided type of Weber are intimately related to patriarcha and
capitadis assumptions about the nature of work in organizations. Ramsay and
Parker (1992) hold that bureaucracy reflects the rationaity of capitd

accumulation as well asthe rationadity of patriarcha domination.

The sexud divison of labour, according to Ramsay and Parker (1992) *is
rooted in the development of capitdist organizations and the patriarcha
character of management. As Gould (1979) agues, the sructure of
hierarchical organizations and the patriarchal divison of labour were founded
on the patriarcha family. Asagroup men retained power and authority in the
new organizations partly through legitimizing hierarchical organization
gructures.  The logic of capitdism generated economic decison making
theories which supported patriarchal power over women's labour. According
to Savage (1992, 10) "the very development of the hierarchical structures
which Weber saw as typica of the modern bureaucracy took place aong
gendered ling'.

The Weberian ideology has been dominant in organizational and managerid
thought throughout mogt of this century. According to Ramsay and Parker
(1992), it reflects as a model to solve the problems of organizing. Thus the
ided’' In'ided type becomes a prescription for organizational excellence and
the 'one best way' to condruct an organization Following the Weberian
paradigm Frederick Taylor. Elton Mayo, Urwick and Gatt and others were
arguing different versons of the same prescriptive thess. This is a prescription
that oecifies a rigid hierarchy, top-down communication, Specific role
definition, the separation of public and private spheres and so on (Ramsay and
Parker, 1992). Ramsay and Parker argue that this is a particular solution to
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Weberian problematic that reflects both capitdis and patriarcha assumptions
about contral, kill and rationdlity.

Scientific M anagement

The scientific management movement initiated by Taylor (1947) bdongs to the
chan of devdopment of management methods and the organisation of |aboour.
It is an attempt to produce the universdigic rules and prescriptions for
managers to the increasngly complex problems of the control of labour in the
rapidly growing large, multi-unit capitaist organizations.

Marxisgts like Braverman (1977) hold that scientific management investigates
not labour in generd, but the adaptation of labour to the needs of capitdl.
Goddier (1972 36) writes that "scientific labour management seeks to
establish the conditioned reflex, most profitable for the enterprise, to produce a
human production automation physcaly conditioned and 'stimulated
psychologica spring of prestige and material spring of the bonus'.

Marxiss and neo-marxig critique of the scientific management theory
emphasizes the mode of production in the capitalis economy and ignores the
fact that the devedopment of modern professonad management and its
asodaed and legitimizing theory and thinking represent the development of
patriarcha authority.

Taylor's prescriptions as well as suggestions denote how men should behave as
organizers and the organized. In the Taylorian andyss (1947), organizations,
work and management in their various forms, are the concerns of men. Those
are reduced to instrumenta and mechanigic forms, and are henceforth,
degendered.

'Scientificmanagement', according to Hearn and Parkin (1987:20) 'is assumed
to be concerned with the management of men by men. It is this tradition which
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informs men that they remain asexua worker-beings, while in contrast women
presumably have specid qudities, by virtue of their sexudity, as sex objects,
that is the features of organizationa adornment and so on. They put forth
Taylorigm's influence on the practice and theory of management as immense,
There are, for example, degply embedded assumptions that organizationa
leadership is something to be peaformed by men, that leadership implies
maeness, and that maeness carries inherent qudities of leadership that women
lack'.

Scientific management theory presents a profound slence towards the question
of gender, sexud divison of labour in the organizations, sexud discrimination
ec. It glorifies maeness and masculinity, maintains as if it is agendered, but it
creates the posshility of the conflation of femininity and gendered nature
(Hearn and Parkin, 1987).

Human Relations Perspective

Human Relations school devdoped by Hugo Munsterberg, Elton Mayo and
others is a reaction to the formalistic sructures of scientific management
theory. The roots of 'human rdations pergpective* are in the discipline of
organizational psychology that developed in the immediate wake of
Tayloriam', (that is dmogt when once the scientific management theory was
put into practica tes). It dedt primarily with the adjustment of the worker to
the ongoing production process

Mayo and his colleagues, concentrating mainly on the behaviour of the workers
and their productive capacity, keeping in view physologica, psychologicd,
physca and economic aspects, came out with the concluson through their
Hawthorne studies that, the whole problem gopeared as a problem of human
atitudes and sentiments, not capitalist soad reations of production. To them,
what mattered in industrid efficiency or inefficiency, increase or decrease in
productivity was individud's psychologica make-up. For this, what is required
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iIsakind of 'psycho-therapy' and therefore the theory is aso described as
‘clinical approach’. 'Human Reations approach on the organization and
management reflects the capitalist and patriarchal authority which focuses on
the more effective regulation of total social aswell as psychic relations of the
|abour.

Hearn and Parkin (1987), whose focus is on the sexuality in the organizations,
hold that the men researchers, and subsequently the men managers, had asa
pan of their concern and supposed respons bility, the persona and emotional
lives of the workers. They criticize the human relations approach stating that
'management of the human relations type is beginning to own not just
asexualized labour, or the controlled body, as in the case of classcal theory, but
the 'person’ as a whole including mind, body, and emotions, leading to aform
of psychic totalitarianism.

Feminist views on Bureaucracy

Gender oppression, according to Ramsay and Parker (1992) is common to most,
iIf not al organizations, but it takes unique form within each organization
according to their local hi stones, symbolic languages and senses of
commitment or opposition They hold that " within the organizations women
experience adouble oppresson As subordinates they are subject to
bureaucratic regulation of their behavior, and as women they are excluded as
equal organizational participants by patriarchal structures and processes’
(Ramsay and Parker, 1992 259) Therefore, the sexual division of |abour and
authority isrooted in the development of capitalist organizations and the
patriarchal character of management Thelogic of capitalism generated
economic rational decision making theories which supported patriarcha power
over women's labour and created what Kanter (1977) describes asthe
"masculine ethos' of managerialism

44



Witz and Savage (1992) in their article "'The Gender of Organizations® bring out
different stance of Kanter, Ferguson and Pringle in relation to Weber's dassc

account of bureaucracy.

Kanter's book Men and Women of the Corporation (1977) represents a
pioneering account of the ways in which gender influences corporate
bureaucracies and they look forward to the day when women can inhabit
bureaucratic hierarchies asthe equasto men.

Witz and Savage bold that Kanter, like Weber, is convinced that bureaucratic
organization is here to day, but unlike Weber, dhe is hopeful that the
‘tragedy’ of bureaucracy - that hierarchiesresulting in sdlf-defeating traps for
those who find themsalves in subordinate and disadvantaged postions as they
struggle for autonomy in the context of condraints, can be baanced by a more
hopeful vison in which stuations can be modified. The net of rewards and
condrants can be rewoven. New tools can be provided. The people who are
stuck can be offered chdlenge. The powerless can be given more discretion,
more influence over decisons (Kanter, 1977:11).

According to Savage and Witz (1992:.14) a the centre of Kanter's analysts of
the gendered corporate experience, isthe view that power differences, not sex
differences, explain the different corporate experiences and fortunes of men and
women of the corporation, Kanter denies that there are any intringcaly
different, gendered modes of behavior and orientation within organizations, and
ingsts indead that, what look like gender differences are redly power
differences. The problems facing women in managerid roles are problems of
powealesness, not sex. Therefore she suggests that power wipes out sex. In
other words, once women have organizational power, their gender paes into
Insignificance Nonetheess, the current state of affairs isthat mae bureaucrats
and managers not only possess power, but dso drategicaly exclude women
from aocess to the resources of power and efficacy. Women in organizations
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are digpossessad of power in a myriad of ways and One among them is male

homo sociahility.

Mae homo sociability represents one of the main ways in ‘which management
becomes a dosed and gendered circde. This discusson of the mae manageria

dite and the problems men have in communicating with women, leads Kanter
to invoke the notion of a 'bureaucratic kinship system’' based on homo soad /
sexud reproduction whereby men effectively 'done themsdves in their own
Image, guarding access to power and privilege to those who fit in, to those of
ther own kind -in short, to other men (Savage & Witz, 1992). Therefore
male homo sociability thus represents one way in which women are excluded
from the corporate resources of power, Smply because of the fact that they are
women and not men.

Kanter not only reveds the terms on which women are included within
bureaucratic organizations, but she dso shows how thelr incluson is very much
shaped by the terms of their subordination to corporate men. The exclusion of
women from organizationa pogtions has more to do with ther excluson
from the resources of power, whilst ther inclusion in the corporate hierarchy
has more to do with their subordination within the relationa aspects of (male)
dominance and (female) subordination. This point is not explicitly
recognized or developed by Kanter according to Witz and Savage (1992).

Kanter holds that gender discrimination within bureaucracy is presented as an
irrational  impulse within  the othewise rationd tenor of bureaucratic
organizationd life. Witz and Savage bold that she reads Weber in  a 'de-
gendered way and acceptsthe coretruths of Weber's account of therationality
and god-directedness of bureaucracies. Pringle (1989) holds that Kanter may
be seen to be operating within a Weberian discourse of bureaucratic rationdity
without unpacking its gendered sub-text.



Ferguson (1984) argues that the present bureaucratic structure and discourse
are fundamentally diento, and oppressve of women and urges women to seek
dternative organizationa forms rather than their incluson within mae-
inflected bureaucratic organizations. Though Ferguson agrees with Weber at
the macro levd andyds, as bureaucratic administrative structures devdop
aongsde advanced capitdiam at the levd of systemic processes, but she draws
more on Foucaults notion of 'bureaucratic discourse to edablish the
connections between macro-ingitutiona and micro-individud levds. Theterm
'bureaucratic discourse refers to the goeech of the administrative discipline
which both express and reflect a particular structure of ingitutions and
practices, and operates as a kind of verba performance, placing people and
objects within a network of sodd, poliicd and adminidrative

arrangements,

Ferguson (Op. Cit) holds that, the bureaucratic discourse and structure are
masculinist and antithetical to feminist modes of organizing. She argues that
the bureaucratic power crestes an organizationd aena in which the
‘feminization' of subordinates is encouraged. Ferguson argues that a feminist
project lays the ground for an aternative to the bureaucratic discourse, an
dternative that is inflected by women-centred ways of organizing activity.

Ferguson (1984) in the long term advocates an androgynous revisioning of
bureaucratic activities in the public sphere. Accordingto her, red androgyny
Isdefined not assmply adding together misshapen hdves of male and female,
but rather as acomplex process of caling out that which is valuable to each
gender and carefully disentanglingit fromthat which isriddlied withthe effects
of power, is a 'political struggle'. In the short term, however, Ferguson
advocates a separais solution for women, who need to evolve thar own
organizational forms rather than become co-opted into existing mae
bureaucratic sructures. Thelong-term am, isthedimination, not the reform,
of mae-centred bureaucratic modes of organization. Thus Ferguson argues a
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cae against both bureaucracy per se and women's paticipation in the
bureaucratic organization.

Witz and Savage, hold that Pringle provides a radica critique of bureaucracy
as underpinned by discourses of power and sexudity in her book Secretaries
Talk (1989). Pringle marks out the gender roles in the bureaucratic work
place She posss the most fundamental chalenge to Weber's andytica
framework and represents a postsructurdis undermining of Weber, nether
accepting the Weberian paradigm of bureaucratic rationdity, as Kanter does
nor usng discourse andyds to complement Weber's analysls, as Ferguson
does Pringle wants to establish that, forms of power and control in the
bureaucratic organization revolve round the condruction of sexudity* In other
words, the bureaucratic organization is not 'desexudized’ but is saturated with
sexudity, embodied in its gendered occupants. Pringle effectively re-reads
Weber in order to bring out what might be described as an unthematized gender
sub-text in his account of rationality:

"1t can be argued thai while the rational-legal or bureaucraticform presents
itself as gender-neutral, it actually constitutes a new land of patriarchal
structure. The apparent neutrality of rules and goals disguises the class and
gender interests served by them, Weber's account of Nationality' can be
interpreted as a commentary on the construction of a particular kind of
masculinity based on the exclusion ofthe personal, the sexual and thefeminine
from anydefinition of 'rationality’ ' (Pringle, 1983:88).

Pringle adopts a Foucauldian view of power as not something that is possessad,
nor something of which there is a fixed amount somehow circulating through
an organizationd sructure. Rather, power is areation - athough not in the
Weberian sanse of a rdation of dominance and subordination, nor a sodd
relaion, but adiscursve rdaion. As Pringle inggts, power rdations cannot
samply be read off from structura inequdities nor do they merdly reflect these,
rather, power refers to a complex drategic Stuation, dways to flux. Thevitd
dement present in Foucault's definition of power is that power continualy
createsthe posshbility of resstance. ThusPringleindds, "Mdepower" isnot
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sample and unilaterally imposed on women -gender rdations are a process
involving srategies and counter-dtrategies of power. (Pringle, 198%a:92)

Sexudity in the Organizations

This theme is broadly based on Foucauldian or post-gructurdist framework of
organizationa andyds which focus around power and gender within
organizations. There is digtinction between those who focus on 'gender’ as a
matter of thelr andyss and those who focus on 'sexudity’. The sexudity
paradigm views gender as underpinned by the more complex embeddedness of
sexudity, of our bodily exigences in organizations, and assumes that by
analyzing sexudity one dso analyzes gender. Hearn and Parkin (1987) hold
that thereisa"booming slence* about sexudity inthe literature on organization
theories which locate organizations with asexud figures. Hearn and Parkin
(Op. Cit.) writethat,

"Enter most organizations and you enter a world of sexuality. ... This can
include a mass of sexual displays, feelings, fantasies, and innuendoes, aspart
of everyday organizational life, right through to sexual relationships, open or
secret, occasional sexual acts, andsexual violations, include rape”.

There are two pardld discussons regarding sexudlity in organizations (Savage
and Witz, 1992). Burre (1984) holds that the higtorical process of
desexudization pardles those of rationdization and capitalism. Thisinvolves
the repulsion and expulson of many human feglings out of the organization.
The process of organizationad desexudization has higoricad roots in the
civilizing process, the deveopment of rdigious mordity, the development of
caculative rationdity and the development of control over time and the body.
Burdl's anayss of organizational desexulaization becomes a dimengon of the
development of modem adminigtrative forms neglected by Weber.

Savage and Witz (1992) bold the two ways in which Burrdl (1984) on one
hand, and Hearn and Parkin (1987), and Pringle (1989) on the other, key ther
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andyses of sexudity and organizations into Weber's dassc account of
bureaucracy: onewhich 'adds on' higorica dimenson neglected by Weber —
the process of desexudization; the other which 'adds in' seridization as a
fundamental, but neglected, structuring principle of bureaucracy.

Adkins (as quoted by Savage and Witz, 1992) criticizes Hearn and Parkin that
‘although they appear to be fore-grounding sexudity in organization, ultimately
reduce indances of sexudity, such as sexud harassment and displays of
pornography, to a by-product of capitdis processes. Adkins continues to
clam that 'they smultaneoudy essentidize and naturalize heterosexud
relations, which smply become 'acted out' under capitaist work rdations*.
Adkins (Op. Git) quedions ‘why should capitdig hierarchies cdl into being a
sexudity in which women are sexudly exploited by men'?

Sexual Harassment

Sexud harassment surveys represent a part of the broader concerns of women
againgt mae violence and objectification in its various forms. Feminigt
exposure of the widespread occurrence of sexua harassment of women at the
work place isthe most obvious example of the gendered power of sexudity in
organizations according to Halford (1992). Halford opines that the naming of
sexud harassment can take place in varying degrees and it can be argued that
thereis an dmost seamlessjoint with the broader organizationa culture,

Hearn and Parkin (1987:93) clam that:

"Male managers with female subordinates may use sexuality, harassment,
joking and abuse as a routine means of maintainingauthority. Thismaybe
thor oughlyembeddedinthetaken-for-grantedcultureof theorganization”.

Sexud harassment has been defined by various agencies in various ways,
Definition of sexud harassment used by surveys and government agencies
provide some guidance, but nothing definitive, according to sex role theorids
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The U.S Equa Employment Opportunity Commisson (EEOC) in 1980 pointed
out sexud harassment as an unwelcome sexud advances, requests for favors,
and other verbd or physicd conduct of a sexud nature when submisson to or
rgection of the conduct enters into employment decisons and / or the conduct
interferes with work performance or creates ahostilework environment”.

In the casss litigated to date, the courts have had little difficulty in determining
If sexud harassment was present. Legd Defense and Educational Fund, 1980,
defines that "any remark made which is "offensve or objectionable to the
recipient* could be sexud harassment. Another definition on sexud harassment
by Federd Government of U.SA. maintains that any contact which makes
women "uncomfortable’ will be illegd. CLUW News, 1980 defines sexud
harassment as,

" Sexual harassment I ncludes the continued or repeated verbal abuse of asexual
nature, including but not limited to , graphic commentaries on the victim's
body, sexually suggestive objects or pictures in the work place, sexually
degrading words used to describe the victim, or propositions ofa sexual nature.
Sexual harassment also includes the threat or insinuation that lack of sexual
submission will adversely effect the victim's employment, wages, advancement,
assigned duties or shifts, academic standing or other conditions that affect the
victim's" livelihood"

Unenberger and Keaveny (1985) view that a narrow definition of sexud
harassment would guard againg inundating the courts with unfounded claims of

harassment, a concern expressed by severd courts.

Powell (1981) viewsthat these definitions are influenced by both persond and
gtuationa factors The persond characterigtic that has the strongest effect is
EX: women condstently see more sexud harassment than men do. Managerid
levd isa gtuationd factor influences definitions of sexua harassment,
Managers a lower levds are more likely to see sexud harassment as a problem
than those a middle level, and top managers who are mostly isolated from the
rank and file in their perceptions of sexud harassment.



Powel (1981) continuesthat ‘it may be sexua harassment in the eyes of some
workersandfor others, it may amply be the harmless expresson of individuas
bascaly sexud nature. Some people are flattered by sexud attention that others
find repulsve. In short, drawing a line between acceptable and unacceptable
s=xudly oriented behavior in the work place is not easy. It has become very
difficult to draw a fine for organizations to carry out their legd obligation to
discourage sexud harassment within thelr boundaries. Three generd models

have been offered as explanations for sexud harassment (Tangri, Burt and
Johnson, 19832).

According to the 'socio cultural modd', sexud harassment has littleto do with
sexudity - ft is an expresson of power and hogtility. In this view, individuas
with the least amount of power in society, meaning women in male cultures, are
the mog likdly to be harassed.

The oppodte view of sexud harassment is that it has everything to do with
sexudity. Individuas with strong sex drives are sexudly aggressve towards
others due to biologica necessties. Therefore, it should be neither surprising
nor of particular concern that individuals exhibit such aggressveness in work
sttings as wdl as dsawhere. It is dso assumed that men and women are
naturally attracted to each other and liketo interact in sexudly oriented ways in
the work place. This view, labded the 'natural biological mode' of sexud
harassment, trividizes the issue and dams that sexud harassment represents a
harmless behavior to accept, rather than a problem to solve This modd can
a0 legitimize sexua harassment.

A third explanation, labded the 'orgmizational modd', suggeds that certain
organizationa characterisics can st the dage for sexud harassment For
example, the hierarchicd structure of organizations gives some individuas
authority over others, granting them the opportunity to use the promise of
rewards or the threat of punishments to obtain sexud gratification form the
subordinates.
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Sex RoleTheory

Liberad pergoectivesview gender inequality astheresult of individud cases of
discrimination combined (sometimes) with the exigence of sexrde
dereotyping in education and labour market. This sex role theory draws
heavily on Parsonian systemstheory.

Parsons and Baes (1955) firs devdoped sysemstheory by syntheszing some
of the ingghts of psychoandytic theory, particularly a the intra persond leve
Into a more comprehendve framework. They made the distinction between the
task/maintenance roles, instrumenta/expressve roles on the bads of gender
segregation of role performance. For indance, Parsons argues that if dl
members of the family were equdly involved in competition within the
occupationa structure, there might be a serious strain on the solidarity of the
familyunit. Thus a segregation of sex roles has emerged to ensure that their
respective incumbentss do not come into competition with each other. Parsons
definesthis sex role differentiation, which correspondsto the differentiation of
family and economy in industrid soddies, in tems of a sructurd
differentiation between instrumenta roles performed by men and by removing
woman from competition within the occupationa sysem by her confinement
within the family to the performance of the expressive roles It laid the bass
for a conservative sociology of gender, which took its place in the gresat
expangon of American soad stence in the 1950s and 1960s

The nuclear family with a dear gender divison of labour between the
'externdly-oriented’ male and the 'integrative’ female is drawn as a paradigm
case for gpplication to groups and organizations (Hare. 1962). This kind of
theorizing can be used to justify and perpetuate the 'mantenance’ roles of
women in less powerful and lower paid organizationa pogtions

The empiricd sudies of sex role theorigs have based their work on the
Parsonian functiondist framework. As mentioned above, Parsons andyds
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focuses on theorizing the functions of the family and of sex role differentiation
for the maintenance of the society as awhole whereas empiricd sociologicd
dudies of ‘women's dua rde have been devdoped within British soaology,
which combine a modified structural functiondist framework with empirica
research on working women and thefamily structure,

A dgnificant number of British and American sudies on women managers
have been conducted from sex role perspective.  The post war Britain focused
on sociologica sudies concerned with married working women in relation to
their regoective familia pogtions, Myrdal and Klen's "Women's Two Role'
firg gopeared in 1956 followed by Fogarty, Rapoport and Rapoport's (1971)
"Sex, Career and Family". These have regtricted themsd ves to women engaged
in professond occupatlions. Other gtudies have consdered the impact of
women working on the structure of the family (Rapoport & Rapoport's " Dual
Career Families' ec).

Varied literature that has come on women in management from sex role
perspective holds that certain historic attitudes have curtailed the placement of
women in management profession, especidly, at top echelons and their success
atached to it. Ames and Helde (1988), present various aspects of sex role
theory as follows,

a Women are rductant to prepare for busness carears because it is inconsstent
with their self-image (i.e, women find it difficult to violate culturaly induced

X rote sereotypes).
b. Women want to do the work and could do wdl if the "mde sygem” let them

do.
c. Women are not temperamentally suited for managerid roles (for example, they

areirrationa, non-competitiveand unambitious) (Brown. 19/9).

4 \Women experience tow power which results from recency of ther hiring, lack
of entry toma e-dominatedkey group, andnetworks, baeingtokensandalack
of familiaritywiththe"rulesofthegame” (Kanter,1977).
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e. Women do not have adear notion of a successful career pattern because of lack
of role modds and mentors to guide them through organizationd maze and
teach them politica skills (Cooper, 1932).

f. Women are gengrdly recruited a 'assging jobs rather than a vigble
professond activities (Greenfid d, Sue and Racur and Rawson, 1979).

g. Women face attitudind barriers to successful manageriad performance both
their own and those of mae managers.

h. Women's |labour participation rate compared to men's is lower because of
familia commitments.

L  Women encounter non-intentional discrimination patterns at work. That is,
women managers are not automaticaly part of the organization's information
and decison networks.

J].  Women face role conflict of equdly demanding domestic and professond
Spohere.

k. They expeience lots of dress due to soad, familial and organizationa
pressures.

The sudies have shared the assumption that married women are an important
source of labour a al levels of the occupationd dsructure, and have
investigated the sodd characterigtics of women who work, and the problems
they facewhen they work and so on.

Marxist, radicd and soddig feminigs point out these ideas as inadequate
because they missed the sgnificance of power in gander rdaions. Women's
liberation groups argued that women are oppressed because men have power
over them; and that changing the stuation of women means contesting, and
eventualy breaking, this power.

Frawnzway and Lowe (1978) obsarve in ther critique of sex role literature
which focuses on atitudes that, the sex role literature misses the redities of
what the attitudes are an about. The palitica effect 9 to highlight the pressures
that create an artificidly rigid distinction between women and men, and to play
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down the economic, domestic and political power that men exerdse over
women. Zimmer (1988 71) mantains that, "The major Imitation of this
approach is itsfailure to acknowledge the degree to which organizational
structuresandthe interactions that take place within themare embeddedin a
much broader system of social and cultural inequality between the sexes'.
Edwards (1983) has obsarved bow dragticdly sex role theory smplifies the
complexities of gender, reducing al masculinities and femininities to one
dualism; sweeping al women into one feminine rale which in turn is equated
to being a housewife and located in the family.

Cordl, (1993) summarizesthe critique of s2x role theory as aframework for
the soad andyds of gender in four basc congderations,

a. itsvoluntarism and inability to theorize power and sodd interes;

b. its dependence on biologica dichotomy and its consequently non-socid
conception of structure;

C. its dependence on anormative standard case and systematic misrepresentation
of an instanc;

d. andthe absence of away of theorizing the higtoricity of gender.

Barren and Norris (in Beechey. 1987:169) intheir paper point out that,

" Sociologists who have looked at theposition of women in the labour market
have traditionally assumed thegeneral subordination ofwomenin the family
and the society andhave then gone onto consider the factors underlying the
decisions of women to participate in the labour market. Thus they have
stressed the role conflicts that a working wife may experience, the
Importance ofthe household structureandthe stage of thelife cycle, and the
family income postion. Indoing so, they have taken for granted, far example,
the fact that men can go out to wort without experiencing role conflicts
(indeed men will experience them if they stayathome) and that men will be
considered the primary breadwinner. In other words, they have set aside same
ofthemor ei mpor tantsoci ol ogi cal puzzl esbyconcentr atingonthemovementof
womeninto and out of the labour force. By focussing attention onthe crucial
decisionaboutlabour forceparticipatio,theyhavetosomeextent, diverted

attention from the question of whichjobs are filled by men and whichjobs
are filled by women -and moreimportantly, fromthe difficculty of explaining
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C.

-why it is that there are these pronounced differences between men's and
women'sjobs".

Beechey (1987) thoroughly criticizes the sex role theories saying that
sociologicd work which has attempted to describe and andyze the role of
women in the labour force in terms of their 'dua role effectively adopts the
terms of the Parsonian functionaist problematic, and in particular ignores 'the
economic role of female wage and domestic labour'. The critique of Beechey
(1987) isasfollows:

The domination of the structura functionalist problematic within socology has
led sociologids to divorce the family from an andyss of the forces and
relations of production which are in capitaist sodeties dass relations, and to
underestimate the importance of both forms of female labour, domestic 1abour
and wagelabovur.

The empirical sociologic sudies have reduced the question of the
contradiction between women's pogtion in the family and female wage labour
to a subjective tension between two roles, which are defined in terms of
different setsof normativeexpectations.

While s2x role studies share with Parsons, a notion of sex rotes understood in
terms of normative expectations, they lack the macro sociologica analysis
which Parsons provides, in his early Essays, of the tensdons between the
demands of the occupational system and the kinship system in industrial
societies.  Thus, instead of providing an anaysis of tensons whose roots are
located a a socigd leve, the empiricd <udies locate tensons for the
individual women as resulting from the exisence of different st of normative
expectations Therefore, Beechey holds that the tendons that Parsons locates
gructurally within the organization of society have become reduced to
individua role conflicts, and no explanation of the socid/higtorica foundations
IS provided for these role conflicts within the organisation of the society.

The empirical sudies co-relate the entry of women into the labour market to
twin sources : the impact of indudtridization and the normative inarch towards
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democracy. According to Beechey, 'these factors, ether done of taken
together, do not provide a satisfactory explanaion’. Beschey (19 ) holdsthat'it
IS Inadeguate to podulate indudridization per se as an explanatory factor
without specifying which eements of the development of industria capitalism
bring about changes, and without showing how these changes affect the
demand for female labour. Thar andyds is founded on various taken-for-
granted assumptions, the bads of which requires explanation.

Though these sodologicd studies provide a great ded of vauable information
(such as which women work, when in their fife cydes they work, the problems
they face when they work) they do not provide any andyss of the distribution
of female labour among particular occupations and industries, nor do they
congder the functions of the normative expectations they describe, for the
maintenance of the sexud divison of labour or for the reproduction of the
mode of production. No analysis is provided for the conditions which gave rise
to the sexud divison of labour, the exigence of which, in fadt, the sudies take
for granted.

More fundamentally, they fail to consder the ways in which the labour process
structures the organization of work in the capitaliss mode of production and the
relationship between the sexud division of [abour and the labour process

Sysems thinking has, in many respects become the new orthodoxy of
management thought and theory.

Manageria Unionism and Gender

There is a dearth of writings on women managerid unionism. Even the
managerid unions which organize employee managers are quite few and arc
conddered very weak compared to the other trade unions of blue collar and

white collar workers.



The character of the trade-union movements in advanced capitaist soaeties has
until quite recently been predominantly blue-collar and working dass  Union
'recruitment drives higoricadly have by-passed those industries in which
white-collar workers are most heavily concentrated. The unions were
unambiguoudy mae inditutions. Women formed a smdl, secondary |abour
pool in these indudtries and were seen as having only a temporary stake in
employment. Just as they were margindized in their employment, so were
women largey excduded from attempts a white-collar  unionization
Including managerid unionization.

Lowe, (1987) holds that the gender segregation of the labour market is
respongble for lower levels of female unionization by clustering women into
a handful of ghetto-like occupations where conditions reinforce an

individualistic goproach to solving job problems.

Lowe (Op. Cit.) obsarves further that the expanson, rationdization and
fragmentation of manageria work triggered by theadministrativerevol utionled
to a shift in recruitment patterns. The overal trend in office work was
undeniably toward routinized tasks performed in large bureaucracies. But
given thaa women were hired to perform these new jobs, and that men
typically occupied postions defined by a higher degree of authority,
responsbility and mobility prospects, few managers of ether sex were
personally proletarianized

If we look into the studies on managerid unionism compared to the trade
unionism of conventional working dass Arthurs (1983) seeks to illuminate
agpects of the character of managerid unionism through a study of unions
of managers in three nationdized indudtries, which were, cod industry, power
industry, and the ged industry. He holdsthat there is no necessary reason why
manageria unionism will differ substantialy from other kinds of unionism, and
moreover that it may be as heterogeneous as traditional unionism. Conflicts of
loyaty which may exigt for dl employees, are however, likely to be greatest for
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managers. But Arthurs (Op. Cit) shows that any conflict between amanager's
union and managerid rote is likely to be resolved in practice principdly by
attenuating union role and through the separation of senior managers into
digtinct bargaining units.

Smpson (1983) views that what are becoming increasngly bureaucratic
organizations, have further divided women from their subordinates.  Smpson
concludes that for many managers in such Stuations, individud rather than
collective means of resolving thelr grievances may be preferred and be
effective.

According to Arthurs (Op. Cit.1983), management polices toward managerid
unions need to take into account the fact that these unions must develop
mutually congructive rdationships with other, very different unions, whilst
not logng faith with their managerid members. He views tha managers face
conflicts between their managerid and union loydties which they need to
handle with care and discretion, avoiding the distrust of fellow union members,
whilst fulfilling ther management responshilities Increasngly, smal
managerid unions are merging with the white-collar sections of manua
workers unions or with larger white collar unions.

Smpson (Op. Cit. 1983) opines that the increasang unionization of managers
means that managers may have to be sudied not only from the perspective of
their representing one dde in negotiations, but a0 is employees with
grievances of their own. Professondiam is often thought antitheticd to trade
unionism.

According to Lowe (1987) caegrid orientation, founded on a bdief in
individual success meshed with a white-collar status consciousness leads to a
rgection of unions as Dblue-collar, working - dass inditutions. This
occupationa constousness was dso fostered by employment in amadl,
scattered work places with dose employer contact Mills  (1957) description of
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white-collar individudism points out how these employees 'usudly reman

psychologicaly the little individua scrambling to get to the top'.

Halford (1992) holds that the organized mae interests in bureaucracies can be
obsarved in three principal forms of organization, one among than being trade
unions (the other two are the professons and the senior managers group) which
(supposedly) coordinates dl authority activity. It isopined that dthough women
are increasingly unionized, they remain lesslikely to hold official posgsand the
particular interests of female-dominated occupations remain less likely to be
addressed. The reponse of locd authority trade unions to postive policies
for women varies by union and by geogrgphicad locaion. In generd,
manual unions are less supportive and while collar unions more 0. Where
there is a grong and recent tradition of organized male labour dominating
loca palitics, there isdso likely to be more ressance to equdity policy.
Trade unions can disrupt the adoption of new policies during negotiations
over changes to the new employment practices Particularly striking points
have been the introduction of disciplinary procedures for cases of aleged
sexua harassment, and banning of page pin-ups. Unions have adso impeded
consultation with women workers by failing to pass on information. The
Situation appears to improve when women take up official pods, as the unions
national organizations of members, particularly when women, begin to make

new demandson the grounds of gender

Elson and Pearson (1984) holds that in many casss women do not identify
themsadves as workers, or develop 'trade union consciousness. The
employment of women in world market does provide a material bass for
'politicizing the persond’ because of the way it masses together women not
smply asworkers but asagender Women are brought together in the factory,
smply by virtue of beéing women, of having the characterisics of a
subordinate gender. In factory employment, women are abstracted out of

particularized gender ascriptive rdaions.
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The development of conscious co-operaion and solidarity  between women on
the bags of recognition of their common experience of gender subordination,
ISeven more important a god than any particular weakening of ‘machismo
or 'patriarchd attitudes. Improvements, which come about through capita
accumulation or date policy or changing mde attitudes, can be reversed.
Laging gans depend upon the rdationships built up between women
themsdves,

Savage and Witz (1992) opine that trade unions, have served to uphold male
interests. The best known example of this gpproach are the powerful writings
of Cockburn (1981) and Walby (1986) who view that the trade unions have
been extremeay important organizationa forces excluding women from certain
parts of the labour market.

Amsden (1980) opine that 'WWomen's work' is typically believed to be too
difficult to organize due to an unfavorable s&t of sodologicadl and economic
variables. According to Conndl (1993), attempts to form unions of working
women ran into obstacles that were not faced when unionizing men Partly this
had to do with direct ressance from men; unions controlled by men often

would not accgpt women members.

ALTERNATI VES TOBUREAUCRACY

There are certain alternatives to bureaucracy, such as anti- bureaucracy and neo
bureaucracy as undersood by Ramsay and Paker (1992), androgynous
management propossd by liberd feminists and femocracy of Audrdian
feminigts like Eisengtein (1990).

Anti-bureaucracy

Ramsay and Paker (1992) gpesk of ‘anti-bureaucracy', as essantidly
congtituting an attempt to refuse the exigence of the functional imperatives
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themsdves. This would smply not be an organization snce it would
continually refuse any structure or interna differentiation. It would have no
task gpecidization, no hierarchy and no rules. Members would drift in and out
according to their own interests and make no distinction between their sdves in
the organization and their sdves outsde it. They hold that if we desre aworld
that benefits from the products of organized |abour, the anti-organization is
inadequate because nothing will functionin time.

Neo-bureaucracy

Ramsay and Parker (1992) introduce the term 'neo-bureaucracy’ which falls
between bureaucracy and anti-bureaucracy. Neo-bureaucratic organizations
would be continually attempting to refuse the fixity of patriarcha and
capitaist imperatives while recognizing the power of organized labour to bring
wider socid benefits. They would recognize the functional imperatives of
bureaucracy whilst refusing the definitions of the solution outlined above
Thus there would be limited task specidization that acknowledged areas of
expertise but would not imply that only experts/professionals have power
over particular areas of the organization's activity Individual ownership of
success would be replaced by an accent on teamwork and group achievement
Specified roles would be replaced by negotiated dlocations of personnd to

copewith particul ar problemsor opportunities.

There is a need for a centre, which would be responsible for srategic decison-
making and coordination, but its power would be continually re-negotiated by
the members of the organization. 'Promotion’ would be replaced by an
agreement that a particular individua or group had certain skillsthat required
them to take a certain podtion within the organization for a determined
period The organization would dso need to be continualy refusing to
reproduce itsdf by only gppointing those who were like those in the centre
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A neo-bureaucratic organization would be one that depended on certain rules,
such asthe circulation of decisons, but never acted asif these rul ess were
other than guides to action.

Fndly, and most importantly, the neo-bureaocracy would be an organization,
that continudly dresses its procedura nature and the necessity to rework
organizationa rationdity for the next task and priority. The members of this
form of organization would not be forced to make any dear diginction
between the formd/public and informal/private aspects of their sdves The
organization would not require them to act without hatred and pasdon, it
would be expected that their hatreds and passons could be negotiated in
and through the organization. The individua member must fed that they have
a chance to influence the organization in ways they felt were desrable. A
continua encouragement of public debate about the nature of the
organization would therefore be necessay to ensure that members felt
committed to dl or part of itsactivities.

In the light of Kanter's (1977) writings, it is clear that the neo-bureaucratic
organization would need to dress the values of uncertainty, vagueness and
Instability as pan of itsculture. Thiswould be necessary for two reesons The
firgt is in order to change current structures and shared vaues, the organization
would require the information previoudy used, to make sense of the current
gtuation, but should no longer rely on such information or take it for further
actions. The second is to prevent afixing of any one group as dominant in the
organization which would require that the nesds, interests and perspectives of
dl groupsbe heard and responded to.

Neo-bureaucracies may enable patriarcha and capitaist pressures to be ressted
and changed. Ramsay and Parker (1992) argue that it is a the organizationd

cultura levd that such change must be initiated Specific and locd
organizationa rationaities and practices nud be revisad if the organization is

to develop features that correspond to this modd. Neo-bureaucracy is based
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on the assumyption that organizations need to do certain things in order to be
organized but how it manages these things is acultura matter that reflects
the understanding of agents within the organization. The dternative is
bureaucratic rules that often become; like equal opportunity polides pieces of
paper that do not reflect or influence the actua texture of fife within the
organization. Putting it another way, what the proponents are proposng is
that the neo-bureaucratic organization needs to cagpture the hearts and minds
of its members in order to ensure its functioning. Snce forma rules are
largely absent, control must be exercised through consent and common
purpose. If thiswere not the case the organization would cesse to function or
become, moreformally bureaucratic.

Androgynous M anagement

Androgynous management' is viewed as a style that blends behaviors
previoudy deemed to belong exclusively to men or women, says Savage
(1980). She explains why managers should be androgynous. Firstly, women,
who are assumed to have different qualities than men, are entering the
professon of management in increasng numbers. Therefore, management
theory and practice should expand its definition of what it makesto include the
feminine behavior exhibited by the newest members of the managerid ranks.
This reason relies on the assumptions about the applicability of gender
dereotypes to male and femal e managers (Sargent, 1980).

A seoond reason offered in support of androgynous management is that
androgyny is the best route to fulfillment in men's and women's persond
lives and makes them happier people If androgyny is dso adopted as a
slandard for managerid professon, androgynous managers will be better able
to integrate their persond and professond lives. Sargent takes a vaid podtion
about the merits of androgyny, but it is ill uncertan as to whether
androgynous individuasare truly better off in life,
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A third reason offered for androgynous management isthat it is particularly
appreciate for the climate in which organizations currently operate, Sargent
argues that workers increesangly seek fulfillment rather than just a pay-cheque
from their work and that, more motivated and committed employees are
needed to take advantage of improved technology. Also, in a low growth
economy with shrinking or unchanging capital resources, organizations must
focus on the contributions of their human resource if they are to improve their
efficiency and work output. Behaviord theories of leadership dso offer this
reasoning to justify managers showing concern for people as wdl as concern
for thetask, but it isthe solejudtification for androgynous management that has
widespread support Little research has been conducted on  whether
androgynous individuals actudly are superior managers. A strong case can be
made for androgynous management, if a broad interpretation of what is meant
by androgynousis adopted.

Bern (1977) came to measure androgyny as a propendty to describe onedf as
high in both feminine and masculine characteristics.  An  androgynous
behaviora style may mean exhibiting of high amounts of both feminine and
masculine behaviors. Bem found, however, that androgynous individuas
were actualy high in behaviord flexibility and adaptability, Since androgyny
IS defined Iin teems of a bdance of masculine and femininetyped
characterigtics, the androgynous person has both forms of responses in his or
her repertoire and presumably derives adaptive behaviord flexibility from this
array of options (Bam, 1977).

The Managerid Grid Theory by Sargent (1980) viewsthat better managers art
androgynous by advocating a combination of task-oriented and people
oriented behavior. Although they did not dfe their own theory of leadership,
Donndl and Hal (1980) readied the same conduson. Managers in ther
sudy who were high achievers, successfully integrated their concerns for
tasks and people, average achievers concentrated on the tasks, it the expense
of the people performing it, and low achievers showed little concern for
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neither tasks nor people To pargphrase thar results in sex role identity
terms, high achievers were androgynous, average achievers were masculing
and low achievers were undifferentiated. Donndl and Hal (1980) have
provided an explanation for why the ranks of management are filled with
individuas who exhibit predominantly masculine behaviors, even though such
behaviors are sddom exclusvely recommended These individuas may be
organization's average managers, who perform wdl enough to retain their
podtions but not wel enough to be conddered excdlent peformers. The
androgynous manager, who is flexible in his or her reponse to manageria
gtuations, seems preferable to the masculine manager.

Femocracy

The concept of Femocracy is anew term in feminist theorizing, which emerges
out of specific experiences of Audtrdian feminism of 1970s and 1980s
developed by Pringle and Watson (1990) 'Femocrats are feministsworking in
the state bureaucracy on women's issues and their credentials as feminists are
used as criteria for appointment to a podtion in the state bureaucracy. Ther
endeavor is to talk about, and prepare policy proposas concerning women's
interests.  Their appointments are often linked to affirmative action or equa
employment opportunity programs, developing, implementing and monitoring
these programs. What is significant about the femocrat phenomenon isthat, it
provides an historic ingtance of women working as feminists within mae
dominated bureaucratic sructures. There are two caegories of feminist
intervention in bureaucracy identified by Eisengan (1989,1991) One is a
‘bureaucratic-individua' intervention where women enter the bureaucracy of
date or nationa government at a policy-making levd as sdf-identified
feminigts, the other is the 'bureaucratic structurd' one, where women cregte
new structures within government or university adminigtrations, specificaly
designed to benefit women (such as women's policy units, women's sudies
programmes, or minidries for women's affairs). Other forms of feminist
politicd intervention are 'legd reform' through legidaive change, 'paliticad
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paticipation in a leadership role, participation in non-feminist politica
parties or trade unions as sdf-proclamed feminist and, findly, 'dternative
dructures, where feminists create indegpendent organization outdde of
exiging political and adminigrative structures(cf. Eisengein, 1989,1991).

Critics of the femocrat phenomenon would argue that femocrats invariably
become co-opted by masculinist modes of acting, and lose touch with the
congtituency of women whose interests they are there to represent. However,
Eisengan (Op. Cit) argues that femocrats do make a difference.  Ther very
presence results in an infusion of ideas about women, power and sexudity into
the state bureaucracy (Savage and Witz, 1992).

To conclude, this chapter has examined the origins of management that are
intimately connected with the evolution and development of Joint Stock
Companies. The latter was the redity in the time of Marx himsdf who took
note of its characteristics and made some prognoses concerning its future. An
important feature of post-Marx capitdist organization has been the increasang
separation of ownership and management. The function of management became
soecidized and differentiated keeping in pace with the constant expanson and
restructuring of capita worldwide, and in one country. This has been the
subject of analysis and commentary from Burnheimto Ehretnrich.

Theoreticd dudies having a gender - sendtive drain have atempted to
understand how the practice and theory of management are gendered. These
writing have sudied Gender in Management / Bureaucracy from the
perspective of power (and powerlesness), 'Bureaucratic discourss, 'Sexudity'
and 'Sex Role Theory' and s0 on. These writers have in fact, propose various
dternatives to the present management structure; process and ideology. Armed
with this understanding, the empirical data collected for the purpose of present

study has been subjected to andyds.
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Chapter 1V

THE EMPIRICAL STUDY

Preliminaries

The centrd focus of the empirica study is to andyze bow the principle of
'patriarchy’ operates in hidden as wdl as open forms within the managerid
professon in the organizationa context. The concept of 'patriarchy’ explans
the pogtion of women in society and various agpects of gender inequality
(Colgan and Ledwith, 1996). It determines characteristics asociaed with
women and men, the assumptions made about the division of |abor (private as
well as public), the rdationship between them, and bow they are represented,
communicated, transmitted and maintained. "It dso includes sexua and soad
rel ationshbasadonsexud ity andrd ationsof power andcontrol based

on gender (Itzin and Newman. 1995:1.2). Therefore the concept of 'patriarchy’
IS deployed in order to understand various forms of gender inequaity women
face in the organizationa and professond life on one hand, and in the familial
structure on the other. It analyzes how the prevalling patriarcha organization

sructure lead to discrimination based on gender, job segregation and lack of

political or collective constiousness,
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PART- I

SOCIO-ECONOMIC BACKGROUND OF THE RESPONDENTS

Socic-economic  background of the respondents like their age, family
background, education levels, aspects of marriage and child-care and domestic
work, is very much essentid to study women managers. It thus situates them in
thelr persond socdologicad background and helps to anayze their employment
in the 'public’ gohere. This gpproach enables a comprehensve understanding of
the respondents as managers and aswomen.

AGEAND MANAGEMENT STRATA

As gated in the Introduction, the sampling technique employed in the survey of
women managers has been 'purposive sampling'. Actudly, it was discovered
during the survey that the sample indeed reflected the empirical redity of
women managers in the profession Thus in corporate Hyderabad, a magjor
proportion of women in management are evidently in the age group of 26-35 (as
shown intheFig. 1) Secondly, they are mostly noticed in thejunior to middle
level management strata, wheress, their presence decreases up the ladder. At the

sametime, the agelevd showsan increase.

It can be seen from the Fig 1 that, in the sample, 55% women are in the age
group of 26-35, 13% women are in the age group 36-40, 12% of women in the
age group 41-45, 10% women in the age group 46-50, 3% in 51-55 and 2% in
55 and aove, age group The respondents identity has been protected by use
of pseudonyms For the same reason, the companies from which the sample was
drawn have not been named in the text. However, an attempt has been made to
give representation to companies involved in most types of busnesses. Thus the
sample includes respondents from manufacturing, information technology, non-
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banking finance companies, hotels and hospitdity, corporate hospitals, media,
efa

Fgurel : AgeofWomenManagers

FAMILY BACKGROUND

Ninety two percent of the sample comprise the upper castes, and among them.
Brahmins tend to dominate. Agan, this reflects the prevaling socio-culturd
redity. Interestingly however, among women, (who arethe focus of the study),
a mgor proportion in the sample are non-Brahmins. On the other hand, among
men. Brahmins are larger in number, It is not proposed presently to enquire into
the sodologica sgnificance of this phenomenon. Apart from Brahmins, the
upper cases include, from south India, the categories of Kamnma, Reddy. Kapu,
etc. aswdl as a fair number of upper caste denominations from other parts of
the country. In fact, from the peculiar circumstances of their growth, the
professond dasss in India continued to comprise those who dso ranked high
In the hierarchy of cage (Midfara, 1961) This highlights the omni-presence of
cages in Indian socety, the corporate management professon being of no

exception.
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Secondly, a bulk of women and men managers in the sample hail from the
families that are nuclear in structure and compostion; a nuclear family usualy

IS condgdered to he composed of parents and their children only.

Educational Levd of Family Member?

Mog of the women managers in the sample are the first generation women to go
for work in the public sphere. Coming to the parenta generation of women
managers, 70% of the women executives mothers had lower education and in a
few cases they were illiterates; whereas 69% of women managers fathers were
professonds. Around 80% of the married women managers husbands were
professonds and amongs them, 20% of women managers were better qudiified
than their spousess Women managers tend to haill from families with high
educationd and professond qudlifications of thair fathers and husbands.

Schooling of the Eiecutives

Mogt of the women in the sample hail from urban background with a mgority
of them having had their schooling in metropolitan dties (60%) whereas men
hail from urban (45%) as well as rural background (55%).

Eighty one percent of women managers had English as their medium of
ingruction, having sudied in Chrisian missonay sthools (55%X public
schools (10%) and Kendriya Vidyadlayas (15%). Whereas 55% of men
happened to have thelr schooling in regiona languages in Government and
municipa schools Thistrend showsthat men with non-urban backgroundand
non-English medium background can also makeif inthe managerial position.
whereas in case of women, they should hove better schooling, education and
exposur e to the professional culture, to makeit tothesamelevel
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WOMEN AND THEFAMILY

Marriage is usudly understood as one of the most important phases in woman's
lifethat brings atota change in her way of life. '‘Marriage is the root cause for
dl the subjugation’ according to Soddig feminists. Though this is not dways
obvious, man's domination and woman's subordination to a man in the name of

compromises and adjustments, in the maritd relation is but a universd
phenomenon.

Among the respondents, around 78% of the women managers expressed that
they had freedom to choose the job or place of work before marriage. It is a
matter of luck if things fall in place according to their wish after the marriage,

Ms. Manjula, a middle levd executive, has aptly summarized employers
attitude: "employers have insecurity against employing women executives in key
positionsfor various reasons. Unmarried women might get married and leave
thejob at any point of time based on husband's and inlaws demands. Married
women might go for maternity leave and child care and might not give attention
to the profession. Elderly women do not have the aptitude and vigor to work in
the ever progressing organisational set up. These kind of doubts and
insecuritiesare never-ending and arise exclusively with regardto women. How
else should we show our competency and alter these male centered attitudes'?
Women not only have to professonaly excd to fight for equdlity, but they have
a0 to ded with these kind of patriarcha attitudes. In fact, this is precisaly what
allthestruggleisabout.

MARRIAGE

Out of the 60 women managers covered to the study, larger percentage is of
married women (63%), 2% are widowed and 5% are divorced or separated
30% of women managers arc unmarried. as can be ssen inthe Fg.2. It is found
that unmarried women managers are in the 21-35 years category.
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In the sample, around 60% of 42 married women managers who got married
were above 26 years of age a the time of their mariage. Only 33% of the
married women were beow 25 years of age. The ddlay in marriage for women
compared to generd age of marriage in the wider socety occurs because of
their busy schedule Ms Manjula, a middle level executive in finance sector
mentioned that "l did not have time to think about marriage because of the
preoccupation in my career. Now that | am dightly settled in career, | got
married two years ago, a the age of thirty two".

Figure 2: Women and Maritd States

A specid mention about marriage (and the age of marriage) has been made
because women's professon is very much linked with their marital satus.
Because of the importance given to the career, a longer time period is needed
for the initid career settlement. This results in the age of marriage getting
extended compared to other women in wider society. Thisindicates that women
take thalr carears serioudy.

Typeof Marriage

The choke of spouse ds0 indicates women's place in the sodedy. It is
interesting to note that those who are supposed to take important decisons
regarding profit and loss of the firm, Iabor problems and recruitment, sdes and
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marketing, finance ec. usualy put the mgjor decison of marriage into the hands

of either family membersor rddives.

In the case of 68% respondents, marriages were arranged ether by family
members or rdaives. Ms Madhuri, junior executive in a Multi Nationa
Corporation, saysthat "l saw my husband only at the time of marriage. | gooke
to him a couple of times over telephone | had seen his photograph and seet a
few E-mals. My parentstook the decison for mé'. Ms Sudha, amiddle leve
manager in the sarvice sector, who is on the verge of getting married, sad that,
"Though my parents chose the boy, | had the opportunity of meeting him. Only
after my consent my parents have fixed this marriage, agreeing to dl the
demands of the bridegroom'’s parents. Dowry and other things are common
these days. One should think very practically otherwise we cannot live'. This
indicates that professon and persond life have been compatmentdized. A
positive trend is seen in the 32 % of the women in the sample, who have

contractedamarriageof their ownchoice.

| nfluence of Profession on Marriage

Manageriad professon has relatively negative effect on women managers
marital progpects. Nine percent of women managers expressad that it has an
adverse effect whereas 36% expressed that though the effect is not so serious, it
is still there M ehta's (1976) study holds that men and other elder members of
the family in India were gradualy redlizing that an employed woman was
actually an as==t to amiddle-class family, and was not an embarrassng factor it
dl, provided ghe took up such ajob and maintained a lifestyle that did not

hamper the generd decorum of the family in any way.

A junior executive in marketing who is unmarried found her marriage which
was agreed to, cancdled because of her being in the marketing fied. Her
prospective father-in-law exclamed, "Oh That lady! She is dways on the
dregts'. He agpparently knew nothing about her job or marketing professon
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This kind of a negative attitude restrains women's progress in the manageria
fidd though sometimesthey takeit asa chalenge.

The gtudion is dightly different for men. Mog of the men in the sample
expresed that thelr career in managerid professon had a podtive effect on
their marriage. None of them found it condraining. Mr. Ramesh, an executive
in Human Resources Development from a reputed computer firm makes a
generd observation that, "as soon as bride's parents come across a guy who has
taken up management as his professon, they say that ' we have got a very good
match. He isa manager in so and so firm™. This kind of an attitude illudtrates
and reaffirms that management is a masculine professon, amanis a perfect fit
for a manager. For the same reason, that management is a masculine
professon, women won't have much choice to sdect their marriage partner
because, the society at large fedls that management is man's forte and the fact
that women are managers acts adversaly on thelr marital progpects

DOMESTIC WORK

Domedtic work, isbeing undertaken exclusvely by women managersin many a
caes Though women have entered the professond world, it has not led to any
change in the work patterns a home. To perform household work and child
care has become customary on part of the women managers, and their soousss
do little to reduce it A magority of household tasks have been the prime
respong bility of women managers (50%) or performed by the women managers
with the assstance of hired help (23%) or being done by some other family
members or reatives (17%). Not a angle ingtance has been noticed in women's
regoonses of domestic regponsgbility being takea up by the husbands.

A magority (80 %) of women managers devote gpproximately 35 hours a week
for the domestic work and those with children spent 40-45 hours aweek. Only
afew (4%) expressed that their husbands too shared the domestic work. More
than 90% of men managers expressed that they might have hardly spent more
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than 5 hours aweek for the household chores They hdped inthetasksthat are

less"demeaning’ for them as maes.

None of the men married to women managers carried out any of the domestic
chores of cleaning and washing. Over a third of the husbands as wdl as men
managers did shopping for their family needs, lessthan 10% of men helped in
cooking occasondly, and taking care of children (in teaching, taking them out,
etc.) when they were free. Around 20% of the men managers told that they
extended thelir help in domestic chores during the period of emergency say
hedth problems, if the Stuation demanded.

The data shows that the sexud divison of labor in the domestic sphere has not
changed with women's participation in professons. In fact, it is leading to
double exploitation in case of women.

CHILD CARE

Child bearing and rearing is a difficult task for women who have full time
manageria jobs as mog of the responsibilities are expected to be taken care of
by women done Mog of the employers discourage maternity leave Ms
Sudha, a middle level executive holds that "Our top management did not like
me to take sx months off Sometimes we have to lose our jobs, thar
explanation for that being the emergency of the particular placement to run the

organization”.

After the birth of a child (some of the middie and senior levdl managers who
have become mothers at one point of time expressed that), the women managers
had to shorten their leave and come hack to work to reduce the inconvenience
and meet the demands of the professon as wdl as the portion. The
insengtivity of the patriarcha attitudes is amply expressed when one of the top
levd mae manager expressed, "why do women need fix months off for the
maternity leave when the whole process does not take morethan twenty days'.
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Ms. Kapana, ajunior executive saysthat "womenwho are around 28 years of
age, and without children are generdly not taken serioudy for the important
assgnments which requires afairly long and committed time frame. Employers
hold that she might go for kids and might not concentrate on thejob. Thisisa
very serious kind of discrimingion”. Thejob of bio-sodd reproduction is
being treated as a burden on the organization.

Number of children

Women's participation in the labor market depends on the number and age of
their children throughout their working lives. Keeping their career in view, they
are stling for one or two children. Among the forty two married women
managers, 45% of women managers have gone for single child and 31% of
them have two children. Only 14% of women have three and more than three
children. This trend can be obsarved in the Fig.3. When asked about the cause
for the limited number of children, Ms. Margaret, a middle levd executive
expressed, "Where is the time? With dl difficulty we could find time for one
and two isimpossble given my career in mind'".

Figure 3: Number of Children

82



A woman manager with children below 5 years of age goends around 40-45 hrs.
a week for the domestic and child rearing work. A magority of women
managers (55%) did mog of the child-care. A magjority of men expressed that
the mgor reponghbility of child care belonged to thelr wives. Around haf of
women managers hudbands in the sample had never washed or bathed their
children, changed a nappy, got up at night to attend to a child or helped their
young children in dudies Someimes women managers have taken their
parentsin-lawvs hdp or some of them could employ servants or some distant
relatives to help for the child care. Only in case of a meager 6% of women
managers, their husbands hdped in the child care

Figure 4 : Reault of child-birth

Among the 38 women managers having children, 8% had to go in for voluntary
unemployment leaving the labor force for severd years following child hirth.
Around 8% of the women managers had to redrict their career choke, and
around 16% of than had to loose their seniority.

Among the maried women managars, only 23% of the women managers
expressed that their husbands encouraged their career in ill agpects Around
46% expressed that though their husbands were not againg their working, they
did not help in any kind of domestic wort ft is very difficult for women to
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combine the dua labour of public and domegtic sphere. Some of them (18%)
felt that their husbands consder children as more important than career,
whereas others (13%) thought that their husbands would be happy if they were
housewivesandlooked afterthe ¥ armi |y, ingead of both of themworkingand
coming home tired. This can be seen in the following fig.5.

Figure 5 : Husbands View on Women's Career

Though women are in full-time manageria professon, still they are largely
responsible for the child care and domestic work, these being consdered value
less in exchange terms. Though the child bearing and child rearing is for the
perpetuation of the future society, thisvery biologica process rel egated women
to the secondary status in the society as well as consder them as "secondary
wage earner’ in the economic market, men aways being 'the primary wage
earners. Therefore it is evident that as women executives reach the
organizations with additionad family responshilities, they find that they are
required to fit into the structure which is dominated by men This structure is
predominantly made by and for men, which in other words is i mgor

characteristic of patriarchy.

In summary, the fact that there is an organic linkage between the 'private and
the 'public’ spheres in women's lives has been sufficiently highlighted in the
theoretical discusson in the preceding chapters. In both these soheres
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patriarchy can be consdered to operate in varying degrees influencing and
affecting women's decisions and choices pertaining to marriage, work, income,
caexr and growth and other dlied issues This is not the case with men

however. Therefore a woman's role in public sphere is conditioned a great ded
by her persond background.

Mackintosh (1984) expresses that the subordination of women through unequal
divison of labor in the market sphere is ultimately derivative of subordination
within the marriage based household (snce the ideologicd roots are here). This
does not imply that one entirely depends on the other.

It is pertinent, therefore to precede the empirica study of women (managers) in
the public sphere (corporate management) with an adequate consideration of
their private sphere. The present part of the chapter has been devoted for this
purpose. Thus, the factors conddered here pertain to socd, economic,
demographic and cultural characteristics making up the persona world of the
respondents both women and men. These include age and family background,
educationa levels of the family and respondents, family-as-such, marriage,
professional choice & marriage, child rearing and child care and so on. These
details, on analysis, largely confirm the conclusions offered by previous studies.
The persond background of women managers, structuraly forces them to a
situation of disadvantage in their pursuit in the public sphere. This is not the

caewith men however.

It is with these initial structura disadvantages that women managers practice
their professon in corporate organizations, the disadvantages due to gender
How gender is operationa in the organizationd context is a subject of enquiry

of Part II.



PART-I1
GENDER AND ORGANISATIONAL DYNAMICS

Women's entry into the managerial employment is due to a combination of
factors of market demand and personad gStuation. The demand for women
managers have to be understood in the larger context of the demand for
management personnd. The latter are required to run the complex corporate
organizations of today which need both generd and specid functiona sKills in
al the areas of management

The growing number of women in the management profession globaly can dso
be attributed to the fact that larger numbers of women have access to higher
education, are aware of thelr rights and capacities, and have the attitude to win a
positive mental attitude.

J OB STRUCTURE ANDRECRUI TMENT

Jobs staffed by women are placed and positioned in the organization, in a
‘gendered’ manner. This can be seen in the recruitment patterns, fixation of pay
and perks, etc., which arediscussed here in detail.

Divison of labour by sex results in occupationd segregation in the
organizations. Job segregation is an extenson of sexud division in the
household into the labour market. The manageria |abour market is no exception
to this feature.

Occupationa segregation of sex results from the interaction of well-entrenched
and complex st of ingtitutions that perpetuate the inferior postion of women in
the labour market. The complex ingtitutions such as family, law, economy,
culture tend to reinforce and support occupationd segregation (Reagan and
Blaxdl, Op, Cit). This is obvious by women managers choice for
management. Only 30% of women expressed that they wanted to have
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management professon as their career whereas a mgjority of 70% expressed
that medicine, dvil savices teaching, journaism, research and other
professions or occupations were their first choice but not management They
explained that they 'decided to pursue a career in management in the later part
of their education when many of the other options were dosed. In the case of
men, more than 77% expressed that they wanted to have ' management as
profession a any cos as it gives a sense of pride. This happens because of the
myth that women do not fit into the demanding male oriented management
professon which is full of uncertainties. Moreover, there are not many women
managersto look up to in this professon.

When interviewed, Mr. Srinivasan, one of the middle level management
professond from I.1.M.says, "the reason for women not opting for management
profession is not clearly evident but may be they have imagined that manager is
aman but not awoman. But to be very frank, women in industrial relations or
marketing haveto dea with raw men, either [abour or heavy clientswho do not
have a sense of regpect for women. They do not treat women as equaly
professional but only as sx objects Many a women do not like to take the risk

and stand on their own feet".

The contemporary corporate bureaucracies are large and multi-departmentadl,
employing big number of managerid staff In this scenario, one should
understand how and why women get recruited to manageria jobs which were
once the sole preserve of men. If we look into the glamour of jobs in the totd
scenario, it has all the ideologicd trappings of a respectable, white-collar job
structure, which any middle class person could only dream abouit.

Many women manager's (58%) have expressed that they have been denied ajob
because of thelr gender. Women are often assgned to work in Human Resource
Development, functions of recruitment, training etc. but they were not chosen
for the indugtrid relations function. Employers, colleagues and subordinates
would not like women to manage industrid relaioas. Ms Sudha, a middle
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level executive was remembering her experience of one of the interviews that
"One of the interviewers expressed the doubt that 'What can a lady Industria
Relations manager do here? She cannot handle the labour. Better think about
her later for some other work™.

'Femininity' and 'beauty’ are dl beng expected of women in some of the
branches of manageriad jobs like marketing. Many of the employers would like
to use women as a commodity in the market. Employers encourage the exposure
of their femininity in the manageriad operaions, in mannerisms and dressng. 'If
you hegate it, you won't be given placement’ says one of the employee
managers. Ms. Geetha, ajunior executive says that "Though | am a digtinction
student in marketing management, the interviewers said, "we arc not in need of
you. One should be good looking if not beautiful to be qudlified for marketing
jobs'. She continued, "one of the interviewers has tried to show paterndistic
feeling and gone to the extent of advising me that "this is my advice, better do
not apply for the marketing or sdesjobs’.

Many firms do not make it clear in the advertissment about eligibility of
women'sapplicability. But even after writtentest and interviews, they deny the
placement saying that ‘we do not need women". Ms. Sumitha, ajunior level
manager described about one of her initial experiencesin thejob interview that,
"We had awritten test for the recruitment of management trainees in Bombay.
A few of us were selected and asked to attend the interview. In the interview
we were denied jobs because we were women. Unmarried girls were denied a
job because they will be getting married and leaving thejob and married women
were denied because they will be leaving thejob one day or the other This is
what was expressed by one of the pand membears. They look upon women as

handicapped persons'.

This denid of women into the management professon appears to be a bias of
men to control women. Ms. Geetha, ajunior executive says that "I don't think
women are in any way any less competent to compete with men in manageria
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profession, but what is lacking is that the confidence towards women
candidates by the sdectors The sdectors who are definitely men, are
negatively biased agang women's cgpacity to perform ther duties in an
efficient way".

The sdectors or the recruiters do not have any criteria for the sdection of the
candidates. "If the candidate is a woman of a child bearing age the first thing
that comes to their mind is the maternity leave. There should be some sense and
ome pattern in the kind of recruitment”, holds Mamtha, a junior leve
executive. Ms Prabha, a senior manager says, "There are many organisations
which condder that women are incapable especidly in the fidds of
manufacturing, finance and other dlied managerid services On the other hand,
there are a few organisations which prefer only women managers What is the
major criteria for the sdectors? Why not the government do something to
prescribe certain rules and regulations for the sdection criteria for the
recruitment of the candidates instead of leaving it to the total discretion of the
corporate houses. | feel the government should intervene to help women

managersinthisregard"”.

Ms. Sgaa, amiddle level manager in one of the top financial organisationsin
the city, says that "Many organisations will not like to take women executives
of equa capability as much as men. They think that the moment women enter
into office, there will be so many complications. But they do not want to make
it obvious in the advertisaments. If an average man and an intelligent woman
compete for the same postion or job, the interviewers prefer to take an average
man compared to a knowledgeable woman. | have experienced it severd
times'.

Ms. Suhagni, a senior executive says that "One should agree that women are a
rare breed in managerid jobsin 70's, and 80's. But in 90's, women are eager to
take chdlenging jobs in management. Women compete with men at colleges
and come out with flying colours. But when it comes to employment, 1 fed that
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the cream of thejobs ill go to men. Mot women managers are sill limited to
desk typejobs. Women are given jobs which have previoudy been refused by
men or where there is no competition from men'.

There is a clear discrimination in the recruitment patterns of the private sector
industries, either service or production, on account of gender. In this patterning
of the recruitment system, the recruiters mostly are men and show ther
domination and superiority, to have things in their control, in which women are
subordinate. The problem is with how women are vaued and who has the right
to as3gn value to people. It is not that women are aways absolutely excluded
from power or prestige in patriarchy — the problem is with the framework itself,
and theframework is determined by men.

JOBCATEGORY

Women's manageria jobs were largely the extensons of traditiona clerical
occupations. Even after professiona training as managers, around 2% of
women and only 3% of men in the sample were in the routine desk type of jobs
like front office staff, customer relations executive etc., Twenty eight percent of
women and 26% of men were in Personnd Management sphere. 5% of women
were in production or manufacturing sector, 25% were in marketing / sdes/
advertising/ market research and 10% of women were in management services/
corporate planning and only 3% of women were in finance and management
savices. This clearly shows a pattern of segregation within the management
profession, with their presence being margina in "mile-dominated” sectors of
manufacturing, corporate planning; and finance having only 18% of woman
managers (in al these three areas taken together). There we 49% of men in
these three areas as shown in the Figure 6.
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Figure 6: Job Category

It was obsarved earlier that women were being deployed cm jobs which were
mere extensons of their traditional clerical jobs. It was noticed during field
work that horizontal segregation occurs in the following manner, managers,
male and female may belong to the same grade in the same functional area
Ther jobs however, would be designated differently. For example, in the
industrial relations and personnd management area, the male manager more
often performed duties pertaining to industrial relations. This includes
undoubtedly tough task of bargaining with the trade unions (if any), handling
serious industria disputes etc. On the other hand, women managers tend to be
assigned 'soft' tasksrel ating to employeewel fare.

What is not in dispute is the job that the male manager does. However, women
are presumed to be incompetent a discharging the same jobs, no matter how
Incompetent male managers may be. In other words, it is conddered a nun's
job. This kind of segregation not only denies acoess for women into chdlenging
aress, it dso denies them equa remuneration even though not being in the same
grade or category as their mae counterparts. This is because the mde indudtrid
rdations manager may get additiona pay and dlowances for discharging

difficult tasks, whereas, it would be held that women managers do not perform
amilar tasks
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involving travel assgnments, which the family members didiked and at times
they themsalves would not like it because it was very tedious for them. Thus,
the dtuation is paradoxicd for women professonds They face ather
monotonous, non-demanding jobs or chdlenging and strenuous jobs, both of

which put them at agendered disadvantage.

POSTION IN THE ORGANIZATION

Job segregation does not end there. It has various facets. In the private sector it
appears that policies for recruitment of women in the managerid levels are by
and large arbitrary. Thus while some organizations have clearly kept women
out, others have taken them into more sarvice and staff oriented functions rather
than main - line activities even though they are MBASs and trained for any

function.

Figure7: PogtionintheOrganization

PositionintheOrganization

If we look into the pogtion women and men managers occupy in the
organizations, it is quite unequal. Around 48% of women who arc equaly
gualified as men are in junior levd pogtions, whereas only 17/ of men are
occupying the junior postions, as can be seen in the Ag, 7. Many a women
have been stagnant in the junior levd in spite of equa number of years of
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experience dong with men. If we look into the middle level pogtions, there is
not much gap of percentage between women and men as 35% of women and
40% of men occupy this leve in the organization. The compostion of women
and men above middle leve pogtion reveds the presence of only 1726 women
and 43% men in senior and top pogtions. This obvioudy shows that women
have been denied senior or top podtions on the bass of their gender, despite
gualifications and avalability. The under-representation of women in the senior
positions and an obvious categorization of women into subordinate pogtions is
one of the many manifestations of patriarchy in the form of organizationd

Inequality and discrimination.

Women managers do quditatively different kind of jobs in the name of
management. They are asdgned different types of tasks from those of men.
Women managers, in this context, are doing secretarid work or some
manageria occupation (50%) where they need not have to make any kind of
important decisions on behalf of the organization. They perform routinekind of
jobs either in marketing or human resources, or any branch for that maner. An
example. Ms. Maurlene Benedict, an executive, is in charge of five kinds of
tasks in her pogtion. She is a distinction student, in Economics from Delhi
University and did her MBA from a premier management institute. She has
settled in Hyderabad and is working in one of the corporate houses for the past
eight years. She is in charge of client introduction progranme, explaining to
the clients the benefits of being an investor with their organization She attends
to the externa and internal phones, and is in charge of fax and photocopy. She
also does data entry and other computing work.

The above respondent has not been adlotted any postion of power, has nothing
to do with decison making and performsjols which are not at dl related to any
of the training that she underwent at the management school  After days of hard
work from 900 AM. - 6.00 P-M., 9x days aweek, she getisa monthly sday
of Rs. 6500 /- and perks. This discrimination is nothing but a professondized



and skilled extension (with the implementation of new technology) of woman's
traditional |abour.

Market operations done by employers segregate women and men into different
kinds of desgnations. Women managers are assigned desgnations, which are
goecidly coined for them, and are exdusve. Ms Samatha holds that "When |
joined firgt from Tata Institute of Sodd Saences into thisfirm, | was not given
any designation or charge of anything for ax months. | did not know why they
had recruited me. | did not have any work other than filing the documents.
Later, after time and again persuading them, they gave me a desgnation like
‘employee relations officer' and the detalls of the charge were not given. This
designation was specidly created for me. Two men who joined dong with me
were made team leaders and promoted within an year's time, while | am just
groping in the dark".

Thusfemal ejob ghettos in the manageria sector are created through horizontal
and vertical segregation, which is one of the mechanisms through which
capitalist and patriarchal structures operate together, as Savage and Witz (op
Cit. 1992) rightly say. The exclusion of women managers from organizational
positions has more to do with their exclusion from the resources of power,
whilst their inclusion in the corporate hierarchy has more to do with ther
subordination within the relational agpects of mae dominance and female
subordination. In formal organisations, 'co-ordination’ is enforced by the higher
authority upon their subordinates for the kind of work to be done. Men are
hierarchically in the pogtions of power and influence. They control information
and access to information, the decison-making processes and the decisons that
are made.

The above data shows that women managers arc generdly assgned desk-type,
junior levd jobs where technica skills are needed, but not given the formaized
authority. In the process they are supposad to co-ordinate the job as a matter of
enforcement from the higher authority.
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SALARY

Job segregation and discrimination is very much obvious in the disparity of the
sdaries given to the women managers, compared to men.

As obsarved ealier, women manager's jobs are often given different job
descriptions and designations (for thejobs of equivaent nature and amilar kind
which men managers perform), so that the lower pay for women can be
justified. Around 7% of women and 0% of the men had a sdlary bdow Rs.
2000, 20% of women and 13% of men bdonged to the category of Rs2001-
5000. Thirty ax percent of women and 22% of men beonged to the category of
Rs5001-10,000, and 20% of women and 25% of men were found in the
category of Rs. 10,001-20,000.

Figure6 : Current Salary

Seventeen percent of women and a mgority of 40% of men earned above Rs
20, 000 per month, as is evident from the FHg.6. This is a dear dgn of
discrimination on account of gender and shows a vertical segregation.
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WORK RELATIONSHIPS

Work relationships amongst men and women flow from the source of power
based on the generd hierarchy in the organizations and more specificaly from
the male power, which is attained by a magority of men irrespective of their
position in generd organizationd hierarchy. The power mentioned here covers
domination, control and co-ordination that manifest in the form of paternaism,
dependency rdationship and coercion (sexud and non-sexud). Many awomen
(75%) irrespective of their postion in the hierarchy felt that men tend to show
their superiority in whatever postion they might be. Patriarchal power relations
are interwoven into the very fabric of bureaucratic hierarchy and authority
relations.

Subordinates

Irrespective of women's higher position in relation to hierarchy in the
organisation, the interaction of male subordinates tend to be different with male
bosses and women bosses Ms. Sinha, a junior manager holds that They
maintain arelatively casud approach with women higher-ups in terms of their
mannerisms, time management; whereasthey are very punctua and obedient
with our male counterparts.

Generdly it is felt among women managers that subordinate men do not comply
with women bosses orders readily. Urmila Chatterji a middle levd executive
expressed that "we do not have much control over our subordinates. We haveto
request them to gee things done.  Whereas our male colleagues or our superiors
have control over them aswell ason us. Therefore there is pressure from both
the ddes’. Mr. Rama Rap, a snior manager, expressed his extreme
dissatisfaction and anger at the inefficient handling of atrade union strike by his
lady boss, usng filthy language againg her, though she was conddered efficient
in the corporate adrdes  This might be because, not only was his superior a



woman, but aso because of the age gap between them, where, she was a lesst
twenty years younger to him.

Women managers feel powerless to punish, fire or demote their subordinates for
any indiscipling, etic. Ms Kavitha, a middle levd manager, says "Some of my
subordinates always come late, around 1200 noon. They dgn the muster and
dissppear and are seen only a 500 in the evening. They never take prior
permission. | warned them, but they did not bother. When | complained to the
higher authority, he told me 'to ignoreé and that these things happen
everywhere. Later, | cameto know that, my boss caled my subordinates to his
chamber and told them, "I did not want you to get scoldings 'from a lady'.
That iswhy | diluted theissue before her. Better remember and do not repest it
agan”. This shows that male bosses often protect male subordinates from
women bosses during the times of trouble,

Women managers power in relation to the male subordinates depends upon
their family background, (that is, their father's or husband's position) and their
relation with male higher ups within and outsde the organisation. Initialy,
when Ms. Chaudhary joined and was working in a senior position, many men
who worked under her did not take her serioudy. But, after two years of
working, she says "Don't know how the news oread that 1 am the niece of the
Chief Executive Officer of the organisation, which 1 have never let out or
behaved s0. My subordinates started behaving differently with me, with alot of
respect, and my orders are taken very serioudy now". This shows clearly that
the male subordinates generaly did not give ther woman superior her due
respect. In certain instances women managers are repected as in the above cae
as aresult of her rdation to someone higher up in the organisation.

Made workers or subordinates are rude; and my punishment or suspension or
demotion given by women personnd managers has an adverse and a srong
effect on thar parsond lives Ms Geetha, one of the respondents sad that,
"One of the workers in the organisation was aways absent and even if he
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attended work, he never worked properly. Initidly, | gave him a memo. In
spite of that his behaviour did not change. My higher officials asked me to give
him suspension orders. The man threatened me that he would pour add on my
face and | was scared for along time whenever | was out of my housg'.

Women managers dso found that many a time thelr subordinates are
gosspmongers, especidly about ther women bosses  Ms Mitdi a junior
executive expressad the concern that "if women managers are reatively
informal or concerned they keep women in didogue and drag the information
and pass unnecessary rumours in the informal communication”. Ms. Geetha, a
junior executive, makes an observation regarding men in organization that "they
behave as if they know everything and they expect women managersto gt and
watch their work instead of interrupting them. They hook up informal relation
with al the male higher ups by helping them at their persond work, at their
homes or of similar kind, by providing them unnecessary information about
women in the office and so on'".

In spite of al this, a few women managers (45%) prefer men as their
subordinates because as Ms Mishra, a middle levdl executive says"| feel we
need male subordinates adso as they have lot of mobility and they are rude
enough to get the things done. When we have to do raw dedings, instead of
women, men subordinates can do a better job. They have an equation with
other men. They can gt for a cup of tea and make the busness’. But 22% of
women managers and 65% of men managers preferred women as ther
subordinates as 'women were very dncere in ther work'. Made managers
preferred women as their subordinates but not as colleagues or bosses because
they could not bear a women equal to them or above them'.

The above discusson clearly shows that mae power is much stronger than the

power women derive from the higher podtion in the bureaucratic hierarchy

Men cannot bear having women aong with them or above them in the
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organisational hierarchy as they are used to visudisng women being in the
exploitative subordinaterel aionship.

Colleagues

Calleagues share the same hierarchy and they have so many things to share
with. But when women come in between, men often fed that there is a
disturbance in the smooth going homo-socid environment.  But Mr. Chandra
Sekhar a middle level executive says "Though women work with al sncerity,
they are and will never be equa to men in the corporate network because it isa
man'sworld. Men crush them down if women want to go above men. Itisthe
truth and | have seen it a various levels'.

Ms. Pratima, a middle level manager in the sarvice industry felt that ‘'most of
the men are 'Yes Boss kind. They always want to be before the eyes of the
bosses and move around higher officials They sometimesbribe higher officials
based on their interests, like liquor. In a way, that helps them to have good
conduct reports and so on, which are useful in getting increments and
promotions.

Tor men, their persond interests are more important than organisational goas
and they use organisations for their persond benefit, unlike women, who
wholeheartedly work for their organisations gpart from their familial life. Men
are egoids and die with it' says Ms Girija, ajunior executive 'They use filthy
language with their subordinates and make friends with them. We do not know
the knack of it' says Ms. Shubha, amiddle level executive.

Men taketota credit when everything goesright and if something goes wrong,
they blame the women. Ms Rgeshwari a middle levd executive says "my
colleague and 1 were sharing an assgnment for the bunching of an important
product of the company. Certain administrative problems arose and the total
blame was put on me"'. Usudly it is obsarved that for any success, men will be
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ahead to take the credit, but on the other hand for any fault and failure, the
woman has to face the blame, showing their so cdled lack of efficiency.

There is no free flow of communication between mae and female colleagues
when the work isto be shared. Men often fed that women compete with them
and take the advantage of the information. Senior men, keeping it in mind give
different kind of assgnments to men and women. Ms Subba Lakshmi, ajunior
executive says that, "we will be given totaly different kind of assgnments So
there is no question of competition at dl. Higher officias take care of the
dtuation so that we won't come in the way of male colleagues.

Men often tease their women colleagues. Ms. Gauri, ajunior executive clams
that "my colleague dways used to tease me in the name of my fiance. For a
long time | tolerated it. | got bugged up once and told my fiance. My fiance
gave him a serious warning'".

A majority of male managers (76%) expressed that they are always better than
their women colleagues One of the senior management consultant was frank in
expressing that "itisaman'sworld Where is the place for women. In spite of
their struggle in different ways and at various levels it is very difficult for
women to make a place for themselves in the corporate sector. The business
world, socd world and familial world are stamped for men. | might go to the
extent of saying "equality is impossible”.

Super-ordinates

Some of the male superiors pamper women managers, some of them treat them
as just like any other subordinate who works for the organisation and some of
them treat women managers as mere sex objects and try to exploit and oppress
them. Ms Shala ajunior executive says, "'In the strenuous business schedules,
senior men want to redlax sometimes by commenting and teasng women as

102



colourful objects. Sometimes they want to show their power of being a man and
of being higher in hierarchy".

As Ms Sudha a middle levd manager aptly puts it, sometimes in the
conferences, forma parties and seminars, "women managers are supposed to
give bouquets andflowers to the people on the dais and give a colourful
appearance. Other than that weare not given any other role toplay by our
senior officials’. Ms Shala ajunior executive says in frustration that "l was
askedto get water andserveto all the member softhe conference even when my
mal e colleagues and subor dinates were there".

Some of the senior male managers who are redly serious about their work and
who want to meet the organisational gods treat women as serious persons who
have come to work. Women managers aways preferred such kind of superiors
because as Ms Vanga, amiddle levd executive puts it, ‘Men do know much

about business and have really good contacts and they are redlly willing to
develop the business. We will have a chance to learn more about busness and

have acareer advancement if men do not simply s&t usadde aswomen but treat
us as able competitors and colleagues.

Women managers who are trained in the top management schoals (1.1.M.,
X.L.R.l., T..S.S) etc. weretaught to maintain informality in the organisations
and help eliminate hierarchies so that there will be free flow of communication
and the solidarity to work for the organisationa gods will be excdlent. But
Ms. Geetha, ajunior executive says, "It won't work inthered life Stuation. It
iIsonly theoreticd”. Ms. Sudha, a middle level executive says, "The senior men
are feudal and autocratic in nature. In pite of the mistakes on thelr part, they
never admit it and they don't like to learn new things from the young
gengaion. They work with dosed minds. Ms Madhavi, a middle levd
executive who is in charge of recruitment in a trading financial ingtitution, says
"As 1 was taught to maintain informality, when once some of the recruitments
were taking place; | have sent some informa message on a note pad sicking it
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to the curriculum vitae of the new recruits and sent it to my immediate boss
That man cdled me to his chambers and threw those papers on my face before
those new recruits. | was shocked by his act".

DECISSON MAKING

In the organizational <Sudies, anayds of decison making as a plank of
behavioral view point has gained a lot of importance through the writings of
Barnard (1938) and Simon (1960). In the dasscd modd of organization,
structure was the most important aspect of organization. The earlier part of this
chapter presented how the organizationa hierarchies are gender stratified. If we
examine the decison-making processes in the organizations, there are two
agpects of decison making: the first aspect pertains to programmed decisions
and these decisons are normally based on precedents. They are reasonably
routine in nature and are basad on facts. In the process of the fidd work, it is
understood that a substantial number of employee women managers are
engaged in this kind of decision making which ismore or less programmed and

structured.

Secondly, there are other sets of decisions in organizations, which pertain to the
ends of the organization, not simply the means, which ire broadly termed as
non-programmed decisions. These are the decisons that are commonly known
as strategic decisions. These decisons pertain to the determination of the broad
objectives and reformulation in case of need in changed circumstances.

The drategic decidons determine and influence the podtioning of the
organizations and the drategic rote of the organizations with regard to the
marketing strategies to be adopted, products to be bunched, new avenues to be
explored and decisons with regard to any unforeseen or crigs Stuation in the
organization. It is obsarved that, in this kind of decisons envisaged above, the
role of women manager is margind. Ms Pavathi, a senior manager says that
“it is a ritud for us to participate in the important meetings of srategic and
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policy decisons. Generdly, we keep quiet and we fed it's better to be glent.
Even if we sugges, they give adedf er. S0 it is no usE'. Ramanamma and
Bambawala (1984) conclude from ther reseerch on status of working women
that, Indian society is extremdy satus conscious and datus bound. As a
result, women in lower satusjobs are more acogpted by society and the family
members but they are not tolerated in decison making roles.

Frdly, given the comparable experience, exposure €c., number of women
moving up to senior managerid level and thar presence in that category who
take crucid decisons is limited. Secondly, even in cases where they were
pogtioned in the senior manageria tasks, it was obsarved that they were not
involved in the cruciad decisons. Finally, even in cases where they were
involved, thelr view-points were not taken serioudy and were st asde. As
observed above, the marginaization of women executives involvement in the
'process of decison making. Hence not only 'the process is gendered if it is
examined carefully, but the content of decison making is adso constantly
informed and guided by the gender biases For ingtance, in decison making
regarding the recruitment into the organization, expansion of the organization
and restructuring of the organization, especialy in personnd and Human
Resource Development decisons, women are the mos adversdly effected

categories.
LEADERSHIP

Classcd theories of leadership like the trait theory of leadership propounded
that a particular st of traits are essentia to be a successful leeder. Ability to
wield the gick to control and direct, were recognized as essentid to a leader

The trait complex that had certain 'in-born qudities being essentid to a leader,
IS broadly basad on the premise that men have such characterigtics. Though the
trait theory of leadership has waned away and dasscd theory of organization in
which leadership is viewed as Smply a control mechanism essentidly through
carrot and gick palicy has given way to the (so-cdled) participative modds till
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date the traditiona bdief in the leadersnip traits as required to be a successful
manager, being linked to gender continue in management practices

The view that one needs to be a man and have masculine qudities to be a
successful manager, (at least in the drategic cutting edge wings of management
like finance, marketing and operations) dill persads. The winds of change that
blew in the organization theory regarding the structure of organization, the
modes of communication and participatory and communicative leadership did
not unfortunately remove the gendered conception of leadership, which is based
on the broad premises of trait themes of leadership that have been found to be

of limited use.

Secondly, in the modern participative kind of management which bdievesin the
softer forms of exploitation, by involvement, by communication, by
participation based on the so-caled consensud model gopears to be considering
women as 'fit for the new styleof leadership'. Thischangeisnot indicative of a
departure from gendered management, but is a reteration of gendered
management. It is in fact, based on the premise of exploitation of those
characteristics of women which the present stage of capitalism requires to
further its interests. In the name of new styles of management, women are
consdered as good 'new managers, more specifically in certain aess, like
Personnd management and Human Resource Development. The new
managerial thinking wants to exploit thelr so-cdled "gendered characteristics,
such as employing feminine gpped and persuason, and market them for the
furtherance of its interests. As Mills (1959) succinctly puts it, ‘that part of the
persondity which is more suitable to advance the interests of the capitd will be
selectively appropriated’. These characteristics which arc helpful for the capita
are indoctrinated into the mind s&t of women in generd and including those in

managemen.

Sexudity hasthus, in theinitid stages of organizationa and managerid thought
and experience, informed the management to exclude women from managerid
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professon. Now the same femininity in the present sage of capitdiam, is
helping to include women in some sectors of management and recognize their
leadersnip traits. Thusthere isnoreason to hail their new inclusion. Like the
classical exclusion, the process ofinclusion isalso based onfemininity. The
whole issue becomes more complicated because it is not the replacement of
dasscd thinking, but there is a continuation of dasscd thinking hand in hand
with new-thought of incluson of women in managerid cdrcdes. In drategic
sectors of management like finance, opearaions, ec., women are dill congtantly
excluded and men are preferred. Ms, Sareena Rani, a middle level manager in
one of the production sector units in Hyderabad holds that "the most important
assgnments are given to my mae colleagues so that they decide for the
company. | am not given such assgnments to learn.  Higher officias dways
prefer men, as they do not have confidence in women". Thus the present Sage
of managerial practice operate on the basis of excluson from some sectors
especidly from those with power and incluson into some sectors, in which

sexuality plays a significant role.

Thus, the trend observed from the field are, firdly, the leadership of women
managers is limited to certain sectors. Secondly, even in these sectors where the
presence of women is significant, there is a large scde clustering of women in
middle level managerid postions, where they become intermediaries who act as
a bridge between top management and the dally work schedule of an
organization This clustering is primarily because women managers are not
provided with structural as wdll as cultura avenues to reach the top This has
been presented in the discusson of structure of organization where it is shown
that only 17% of women are in the senior and top management

Thirdly, the leadership is shagped on the lines of hierarchical rdations of power
based on gender discrimination. Ms Suhasni a middle leve executive says,
"though 1 am the chief of the department, wherein | am supposed to have a lot
of autonomy and freedom,, | have no powers to influence the decsons of the
higher authority".



Finaly, it is unfortunate to note that, even in those sectors where there is
significant presence of women managers as o-cdled leaders, the red power of
decison making does not lie with them. The principles of management envisage
the commensurate nature of power and respongbility. But, what is happening
In practice is that, the responghility of persuason and task accomplishment are
being vesed with the women managers without the attendant power of decison
making.

Thus those few women who take the leadership role are from viewpoint of
'relations of power' in organization are definitely in subordinate pogtions The
so-cdled libera managerid thinking might hall their presence as leaders, it may
be more appropriate to describe its paradoxica dtuation by terming those
women who have respongbility but less power, who are leaders but stuck in
middle management pogtions, who take decisions but not the crucia ones
They turn out to be 'gendered subordinate leaders.

These facts from the field reved that participative modd and the new
manageria approach is only for public consumption. In redlity, as discussed
during the course of this chapter, in terms of the structure of the organizations
and relations of power, the role of the women managersis margina and thereis
tremendous amount of centralization of power Ms. Anitha a middle level
executive says, "dl decisons which 1 took as head of the department were not
accepted by my Chief Manager. My male subordinates felt reluctant to work
with me. When | gpproached my Chief, he refused to answer and asked me to
|eave the room".

The emerging sectors of management like sarvices and information technology
sectors clearly illustrated the hierarchical rdations of power reinforcing the fact
of centrdization and gendered excluson. It is noted that power structure is
shaped on the bag s of a particular structure of the organization based on gender
Moreover, women managers take decisons, they are not the crucid ones for the
organizations. There is hardly any room for the leadership of women even in
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the so-cdled decentrdized participatory new management modd. All these
trends are indicative of reinforcement of gendered managerial hierarchies and
Its operation even in those cases where women are seemingly involved as
leaders and decison-mekers. Thus, the new age of management is in fact

reinforcing patriarchy.
JOB SATISFACTION / DISCONTENT

Job satisfaction is a primary phenomenon for anyone, which ever professon one
takes up. Job satisfaction can be ganed if one can express hersdf or himsdf
through on€e's work without any congraints. One of the themes of Marxist
views on work says that 'man fulfils his humanity in work, and it is the
liberation of work which will mark the humanization of society' (Aron,
1965/1991:149). But in the corporate manageria circles, the jargon of job
satisfaction, achievement, motivation and so on is nothing but an Utopian
capitaist terminology in the highly centrdized and fragmented job structure
which looseswork efficiency aswell asthe satisfaction.

Figure8: Job Satisfaction

In the current Stuation, for managers, job satisfaction is primarily relaed to
financia matters (65% of women and 60% of men), as ssen in the above figure
(FHg.8). They expressed that the more their sdaries and increments and perks
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are, the more they would gan pleasure from their work, they will have a
comfortable living and have gtatus in the sodety. Some men and a few women
(30% and 8%) felt that they need power to control the people or Stuations and
some women and a few men (27/% and 10%) wanted to show thelr skills and
expertise in a chalenging work amosphere.  Job security is the badc factor
everyone needed to have, irrespective of gender and 96% of women expressed
that a peaceful organizationa life where there is no thredat to their persond life
(sexudlity) isto bethe mgor assurance.

More than 40% of the women managers expressed that they were discouraged
from having awill of their own and had no specid space and choice to carry out
their duties. The organization was seen as rigid and drictly bureaucratic and
hierarchic in culture which did not dlow a space to carry out their duties
according to the needs and there was no possbility of tacing independent
decisions with regard to the organizations.

Many a women adso wished to combine their familial as well as their
professonal carear. For them, both were equally important. When there is a
threat to any one of them, or when there is an imbalance, or when they wanted
to go for career advancement or children or threat to their pesond life
(sexuality) from the organizational sector, women would like to have a change
ofjob or leave thejob or have break in thejob, that is, forced unemployment

CHANGEOFJOB

Many a women managers expressed that they did not want to change the job
given al the conditions were conducive to them. If the family conditions are DOC
conducive, they might have to shift for lesssr demanding jobs or leave the job
dtogether. If the organisationd amosphere is not conducive, or if the behaviour
of the staff is odd, or pay scdes are less or if they get better carear chances,
women managers are likdy to change thejobs. Therefore from the data, it can
be obsarved that there are three reasons for the job change of women and men:
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a career advancement, b. domedic and familid, and findly, c. organisaion
related.

It has been obsaved from the data that a sgnificant number of women
managers agreed that their work histories had been 'plan-less and they had to
adjust primarily with their familia demands (30%). In spite of that, whenever
they were to compete with men, they possessad dl the skills to handle in the
organisational activities.  Men's attitude have adways been towards the
improvement of career and standard of living and were thus fixed dways on the
career ladders whereas women were forced to have a Seady pattern of caresr,
instead of taking bold decisons. Around 60% of women managers expressed
that they had not changed the job for the past five years whereas only 20% of
men expressed that they had not changed the job over the same period Ms.
Priya, a middle level manager mentions, "It is generally felt among the
employers that if we stay for too long in the organisation, we will be taken for
granted and no longer be given important assgnments. We should create
Insecurity among our employersthat we have agreat demand outside. That is
one of the reasons that managers should change the job quite frequently which
IS not very common among women managers for various reasons’

Among the twenty four women managers (40%) who had changed their jobs,
most of them cited domestic and organisational reasons for doing so  They
expressed parents or husband's transfer (four members), children's hedth and
education (five members), as the reasons for job change and nine of them were
not satisfied with the organisationd prospects and the behaviour of men, and
others have expressed persond and other domestic reasons.

But anong men managers, only a meager 16% had changed their job for family
reesons And dl others have changed for better professond progpects A
maority of 51% have expressed that they left the job because of better

professond progoects dsewhere
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Among the men managers the reasons for the break were predominantly for
higher studies (50%), trying some kind of independent consultancy work (20%0)

and other ressons

It can be obsarved from the data that women managers whenever they had a
break, it was for familid reasons or due to ingppropriate behaviour of men or
dual demands of time. Where men managers are concerned, the primary reason

for the break was furtherance of thair professond interests.

Promotion Progpects

Promotions tend to have a very podtive effect on job satidaction and the
promotiona policies differ from one organisation to another. Though the
corporate houses give an impression that they are objective and are 'equal
opportunity employers, according to Ms Geetha, ajunior manager, "There is
severe resistance in treating women on par with men in the selection for the
promotions’. Therefore women managers are vertically segregated and could
not move beyond the middie level managerial positions except for a meagre
percentage. As discussed elsewhere, with dead-endjobs, women are trapped

into lower positions, cumulating their alienation.

Higher the women managers want to move in the career ladder, they have to
face savere ressance and manipulation from male colleegues, seniors and
subordinates. Top management while evaluating the peformance of women
managers took into consderation extra work-place consderations such as the
details of ther family, their husband's podtion, thelr persond and
organisationa behaviour apart from their performance, unlike for men. where
only their performance a work is conddered and gppraised, This hindrance and
politicd manipulation of those top executives and employers in obstructing
women from reaching the postions of power is an gpparent Ign to control
women, through relegating them to lower podgtions of power.



Women are not supposed to overtake their husband's career if both of them
happened to work for the same organisation. Ms. Maheshwari who work as a
junior level executive in one of the savice industries expressed that "my
husband works dong with me and hejoined the organisation after me. When |
was conddered for promotion based ol my seniority and experience, the
Interviewers asked me in the interview pane that 'now can you cope up if your
husband is in subordinate postion. Won't you fed bad? When my husband
and | do not have any problem what's their problem?' Her gpplication for

promotion was reected.

A frequent matter of doubt is posed by the employers concerning women
managers commitment to their professon. Ms Sudha, amiddle leve executive
says, "we literally do not know how to prove oursaves that we are redly
serious and have come to work and take our professon as serious as any other

breed which has come to work™.

In corporate houses, a manager is supposed to have free interaction with the
people around. But the woman manager's free movement or interaction does
take negative implications sometimes. Ms. Lakshmi Parvathi, a senior manager
in one of the commercia departments for the past 10 years says, "the promotion
prospects should be according to merit. When it comes to redlity, there is
always bias. If we move freely with our male colleagues or other members of
the organizations, unnecessary rumors pass on. Even if we don't communicate;
it isvery difficult. Theknifeisdoubleedged That is having a severe effect on
our working and promation progoects'.

The data shows that women managers ire equaly quaified and competent as
men are. But the promotion patterns for men tad women are totally different in
most of the organizations. The most merited and potentid women arc not
tolerated inthe men'sdrdes. Ms. Preeti, amiddlielevd manager says, "l was
supposed to get promoted into a powerful and respongble higher postion, but
my junior was placed into it. Everyone was shocked. The reason that the top
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management gave for not giving the promotion to me was that, the postion
requires late hours of work, and working on holidays, which | anyway do even
now. The reason they gave looked so glly. It was only a pretext”.

Sometimes, when a woman manager gets promotion bassd on her own merit,
she would be accused of having connections with the top officials. Ms. Savithri,
a middle levedl executive sys, "As | was equdly competent and achieving
results for the company, | was given promotion and two increments, but | have
been accusad of having illicit connections with the top cadre'.

Promotions are possbly based on one's undertaking the assgnments which are
difficult and chalenging. But as Ms. Chandrakaa, who is a junior leve
executive says, "The best assgnments go to the men and women have to do
with the regular and routing jobs which no one likes doing. Nor there is much
recognition accorded to them. This affects our promotiona progpects'

Around 65% of the women managers told that definitely there is a negative
effect of one's own gender on their promotion prospects Around 35%
expressed that it depends on ones own performance. Many a women closed
their eyestowards the gendered nature of the organi zations and once they move
up in the hierarchy they totally ignore that they belong to a particular group
called '‘women' and they try to identify themsalves with thelr men managersin
the higher rungs of hierarchy. Ms. Heera, a senior levd executive holds that,
"Gender would not in any way effect our promotion prospects. It is an equd
worldnowadays'.

As regards male managers, 45% of them expressad that women did have abit of
disadvantage because of their sax with regard to thelr  promotion  prospects
where as 55% denied it.

115



Though the capitdist organizationd network gopears to recognize the individua
worth for the betterment of the organizational fame, it is the patriarcha st up

which holds women from entering the power niche of bureaucratic hierarchy.

LABOUR TIME

Women work for more than 15 hours a day forjob as well as domestic needs.
On an average, 33% of women managers work for bdow 8 hours a day
officially. A mgority of 50% work for 810 hours a day and, 17/% of women
managers do work above 10 hours per day on an average.

Figure 10: Working Hours/Day (Job)

For those who work overtime, no specid benefits are pad  Seventy eight
percent of them told that they did not have any flexibility of working schedules
(seen in Fig 10). They were supposad to do the full time duty as per the time

prescribed by the company.
As can be sen in the figure bdow, (Fg. 11), around 51% of the women

managers told that they worked overtime and around 42% told that they do
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work overtime, but not dways. Only 7% expressed tha they do not work
overtime.
Figure 11: Overtime

Ms. Uma Reddy, ajunior executive says, "We are not paid for working over
time. Sometimes it stretches up to 14 hours of work when the reliever is late or
absent. We havetowork in spite of difficultiesat home. Middle dass families
cannot live on single earnings to lead a comfortable life". Ms. Maheshwari a
junior manager says, "We are not paid overtime. Everybody works overtime
Often, when we have to complete atask before the deadling, in last one month
we worked twice till mid night". Ms Sudha expresses that "if we do overtime,
though we are not paid for it, we will be in the good books of the higher
officias’.

As has been already pointed out, and can be ssen in the Fig 12, around 47% of
women managers soend 2-4 hours per day for their domestic work whereas 50%
of them spend more than 4 hours for their household matter. Only 3% of the
women managers goend less than one hour for their domestic work. 100% of
men expressed that they spoend lessthan one hour for thar domedtic work.
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Figure 12 : Domestic Work

The women managers hardly find respite at office and a home. Neither thelr
work can be humanized, nor their labour, both paid and unpaid is reduced. This
capitalistic-patriarchal cob-web dretches so long that they are left with no

leisure.

Marx's views focus on two major themes regarding work. According to Aron
(1991:149, 190), the first theme is sdf-expresson of onesdf in the work, i.e.
'man fulfils his humanity in work' and the other conception that 'man is truly
free only outside the work. In this conception, man redizes his humanity only
to the extent that his labour time has been sufficiently reduced so that be hasthe
possibility of doing something besdes working. Of course, it is possble to
combine these two themes by saying that the complete humanization of society
would presuppose that, firgt, the conditions imposed on man in his work were
humanized and that, smultaneoudy, his labour time was sufficiently reduced so

that he could read Plato in his leisure hours'.

Ms Sudha, a middle levd manager asks, "Lasurel What doestha mean?' Ms
Meena, a middle levdl manager says with a satiricd amile "it is wiped off from
my dictionary". More than 30% of the women managers told that they arc left
with no lesure a dl and many a times they fed doof and dienated with the
domestic chores and busy professond schedule.  Fifty three percent of women

expresed that they hardly get time to spend with their family
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Ms. Sareena Rani, a middle levedl executive told that, "By the time we come
from our offices and children from the schools dl of us are damn tired. We
hardly tak to each other on working days other than looking after ones own
busness and doze off". Dr. Sushma Rao, a senior executive says "Trave fin-
long periods sometimes lead to inadequate time on a regular bass with my
daughter. | try to make up for it when in town".

Those smdl number who had leisure time, soent it by reading books and
magazines, academic as wdl as entertainment ones, a few of them spent their
time listening to music and radio and watching TV whereas others spent their
time resing, practicing dance, attending get togethers, travelling, vidting
relatives and other family members etc., based on convenience.

STRESS

The capitalist mode of work in the organizations and the patriarcha relationsin
the family as well as society squeezes all energies, emotions and interests of
women managers make them to live like cogsin thewhed  If we look into the
position of women, most of them are in the first decade of thelr careers, wherein
a large number of changes are occurring in their tota way of life. The demands
made out of patriarchal mode of production and reproduction in combination
with capitalist mode of work in the organizations nuke women sressed out and

the ultimate stage is detachment with one-sdf

Many a time, women are log in the complexity of the huge corporate st up.
The fragmented, mechanical and morose work structure has tat its human
characteristics and pattern of work has been degraded into an instrument,
ingdead of work itsdf being the expresson of onesdf. The individuds are
dlienated because they lose control over their own existence in a system subject
to autonomous laws.
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Stress is a condition of physicd as well as emotiond exhaustion due to the
overwheming pressures. To most managers, dress is a part of everyday life
managing the demands of one€s roles in a better way, sexud demands and
advances from men a various phases of life, severe monotonous workload, less
manpower, dissatisfied workstructure,untimely work schedules, travel
demands, taking on the spot decisons and mos importantly, domestic work
pressures.

Around 35% of the women managers told that they undergo severe sress and
tenson in ther job which is an ongoing process dl through and 60% of them
told that they do face tensgon or fed dressad out only during the times of
trouble. Ms. Vijaya, ajunior executive in one of the reputed corporate housss,
saysthat "Yed Work load phis untimey schedules plus less man power lead to
lots of dress'.

Dr. Sushma Rao, a senior executive, says that "when there are deadlines for
different projects to be met they do overlap and this creates tension or dress
Excessve travelling is aso one of the reasons for dress relating to the job'.
Whereas Ms. Sgjda, a finance executive says "There is lot of tenson in the
finance sector. The decisions should be taken on the spot”

The physical signs of dress may be high blood pressure, liver and kidney
problems, ulcers, migraine, aggravation of ashma, insomnia, going into mild
depresson, mouth sores, congtant fatigue, disturbed menstrua cycle and
sometimes it goes to the extent of getting abortion of their pregnancy dso. The
mental signs of dress arc very difficult to oot irritability, boredom, inability
to cope with routine problems, suppressed anger are some of the menta sgns of
dress MsVijaya.isunmarriedandworksasaj uniorexecutive, say that

-if 1 work for late hours beyond our schedule, sometimes it leeds to a mild
depresson. As | stay an done, that hangover of work will not go. | will be
veryirritatedandthatwill beshownonmy servant-maidorwhomeverisbefore

me'.



Ms. Sonica, a middle level executive saysthat "compared to office, at home |
am totaly different In the office, | won't show my anger to anyone. But a
home, | will be angry with my children. With severe work-load at office, | get
irritated with even a bit of noise a home and with that, sometimes | beat my
children. Women will be playing so many rolesthat are at extremes. No actor

can play like this'.

The new 'human relations techniques that are being employed in the
organizations have some unintended consequences. For example, corporate
etiquette, hospitaity, and public rdations principles may enjoin employeesto be
a their best behaviour a al times. Baing polite and generd to dl the dlients of
the firm at dl times is part of this tendency. More often, women employees,
especidly managers are groomed in this manner. This can have serious
psychological consequences, as employees learn to sublimate and repress their
true status of mind to accommodate corporate values and needs. Though they
may be feeling depressed at times, for example, they are expected to maintain a
warm and cheerful demeanor It is obvious that once they leave the office
premises, they carry their repressed frustrations home and let them loose on the

family.

As felt by the women managers, sress might be external to the organization
(like family or persond as well as other socid problems) or internal to the
organization. When it is in relation to the organization, dress may be linked
with, insufficient resources to do an adequatejob. entrapment in a deed - end
job, uneven distribution of workload, sexud favors, top levds of the
management like deadlines to be met within a short time, etc. It might be linked
with the subordinates and colleagues as well Uncooperative colleagues and
subordinates, and their negative attitude generates organizationa dress

Frequently, official commitments lead to tension at home front. Mrs Uma
Reddy, ajunior executive says "Working for late hourswill be difficult because
children will be looking for my arrival Husband is dways preoccupied with his
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profession. If | won't attend, they will get used to bad habits. That's my mgor
worry".

Ms Kanaka, an executive expressesthat "It was our wedding anniversary. We
had plans to go out and have adinner. But my boss asked meto work overtime
when | had made plans to go out | fet angry cm mysdf yet | knew any
requests or arguments might reflect on my job. | tried to suppress my anger It
led to a severe headache. It gpoilt the mood of the day".

There are some who can manage to drop their tenson a office itsdf and relax at
home. Agan this depends upon the organization, their place in the
organization, the family support, age of the child, availability of somebody to
care for the child and other factors. Ms Sgaa, a middle executive in the
finance sector, says that "The tension at office is dropped at the office itsdf.
We cannot work both ways. When | go home, | relax and forget about office.
Only next day morning, | start thinking about my office when | am on the way
to the office".

Another question that might arise is, whether tension at home leads to lack of
commitment at office? Forty three percent of the women managers expressed
that 'office matters are different from home and tension at home is always left at
home and when they come to office nothing enters into thelir head other than
office work. Around 45% of them expressed that not aways there will be
tenson a home and only when the Stuation is sarious, household tensons do
peep into their commitment at office As one of the executive points out, 'after
dl, we are d0 human bangs Sometimes dtuation O aises we cannot
compartmentalize oursaves into office gphere and family spheré. Ms Sareena
Rani, a middle levd manager told that "though | attend most of the domestic
work, yet my husband expects cue to be more cooperative and helpful for the
family", She questions, "for whose sake am | working? Is it not for the family

| am doing as much work in the office as my husband does Apart from that |
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am attending family work. These things make me disturbed and affect my
officework". The different levels of stress can be seen inHQg.13.

Figure 13 : Stress

Ms. Sgda, who is a middle level executive in one of the top financia
Institutionsin the city having asmall child of seven years, saysthat "My child is
not yet convinced on me going out and working and be away from her. Even
today, she does not like me to go out and work. But | feel we will be more
disciplined if wework outsde, and the child dso learnswithin no time'.

Beyond office work and familial sphere, even other pans of society aso create
pressures and tenson on women. Ms Madhuri lyer, ajunior executive opines
that "There are lots of irritations, in the office epecidly. Men will be acting
smart and want to portray their ego before us, in what ever levd they might be
placed in. Some will bedirty goons. They will phydcaly as wdl as mentdly
create pain and pressure.  If we travel during late boon, there is problem with
the sodety, and a fear of goons, ether in the form of co-passanger in the bus or
auto-waa or someone on the road We have to go through al these while we
reach our offices and homes It'saman's world, you know".



Ms Shradhanjali Mishra, a senior executive says that, "l get into tot of dress
Until the problem is over, | won't come out of it. | have athma, and dress
aggravatesit. | can't overcome my dress, that'stheweskness, | learnt to live
with it", twenty five percent of the respondents told that they do undergo with
health problems like insomnia, headache etc. But not dways.

Among men, around 40% of them expressad that they do undergo severe hedth
problems because of the work-load. When they have severe workload they took
to smoking and consumption of adcohal etc. They reported to have severe blood
pressure, migraine, liver problems etic. Around 40% of them told that they
undergo common health problems which come and go and they are temporary.
Around 33% of them told that they never had any health problems because of
the tension at office.

For a woman manager, the dress levels that she has to undergo is twice
compared to a man, because awoman hasto excd both at work, and look after
her career and at the same time, look after her home and children In that
repect, the stress that awoman hasto face is double compared to men.

SEXUALITY AT WORK PLACE

Sexuality isakey factor in the analysts of gendered relations of organizational
structure. Weeksholdsthat:

We till cannot think about sexuality without taking into account gender; or. to
put it more generally, the elaboratefacade of sexuality has in large pan been
built upon the assumption of fundamental differences between men and women,
and male dominance over women (1986:45)

In a world in which women art viewed as subordinate to men. in which

heterosexudity is the norm and in which organizations expect women
managers behavior to conform to aview of 'normal’ gender reations, sexudity
becomes an embodiment of power rdations (Burrdl and Hean 1989)
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Sexuality a work place which is apublicissueisapublic form of sexudity and
the concern here is with the public form of sexudity. Hearn and Parian
(1987:93) make reference to the use of sexudity through harassment, sexud
joking and sexud abuse— as a means of contralling women and of maintaining
authority. In this connection, the increese in sexud harassment, when
juxtaposed with the increase of women in managerid pogtions, it can be linked
not only to a more sexualy heterogeneous work place but adso to the use of
harassment to control, to threaten women, and to remind them of their ultimate
postion as sexud objects (Badsamo,1985. 11-12). This kind of separation to
control women can be put in different ways, like denia of job based on gender,
discrimination based on gender at different points of time; subjection to sexud
harassment, sexud advances from men, employing feminine goped as a code
of conduct of the work structure ec.

Some of the women (37%) would like to have preferential treatment because
they are women. Ms Heera a senior manager says that "l will be happy if
somebody opensthe car door for me and hold it It isa matter of regpect”. A
few of them (20%) felt that they would not like to have preferential treatment
because they would be consdered as weaker sex Ms Sudha an executive says
that, "in the process of giving preferential treatment, men condder us as weak
and assign less powerful jobs which will be the dead end in its own way".
Whereas 43% of women managers felt that they need preferentia treatment is
women only during certain occasons like child bearing and ill hedth in the
family. Ms. Girija Ganesh, a respondent opines that, "dl sad and done we are
women and we have to look after the children and family, we cannot escgpe

fromit".

"Employingfeminine appeal isa must in the current corporate structure”' says
Ms, Uma, ajunior manager. "It gives you a different suture tod identity and
helps to be in the good books of the higher officials and the clients' according
toMs. Mahima, ajunior executive. Arourd 37% of the women managers want
to employ feminine gpped to further thelr career intereds.
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Ms Parvathi, an executive from commercid department says that "sometimes
women in the marketing divison have to employ feminine goped, otherwise
their pogtion is threatened’. Ms Uma Reddy, ajunior executive holds that
"today the trend has changed. When we are deding in the sarvice sector, being
feminine isa must. We have a different code of dress and code of conduct”. It
IS expected by the organizations that the modes of dress have to be gendered
and yet not be sexudized. Therefore organisational women aways took care of
looking feminine enough in gopearance and at the same time "bugness like' in
behaviour.

Ms. Mamata Sinha, ajunior manager has gone to the extent of saying that "If
my client has got attracted by my figure and femininity, then | will kick him to
the sky and get my business done. If the other person iswesk it is his problem.
| want my businessto be done and for me my career is important”. Thiskind of
a trend is generally observed only among enthusiastic junior managers who
want to make acareer at any cos.

But the story of the senior managers is a bit different. Around 20% of them
wanted to show the persondlity in ther style of work rather than giving a
feminine appead "Employing feminine aoped to get the market is not a
successful method inthe long term. Somewill bedoing it Thetask isclouded
It is convenient if you do not operate it" says Dr. Janaki lyer, a middle leve
manager inone of thefinancial ingtitutions.

Women have to ded with the sexud advances from men, in one form or the
other was expressed by 6/% of women managers under study. Ms. Girija, a
junior executive says that "occasgond passes and sexud advances art common
from our younger days but is not expected even in the professona way of life"

Ms Sudha, a middle levd manager says that, "1 have not seen even a dangle
woman who has not faced this kind of a Stuation.  If things arc loo offensive
and beyond our control we have to take the help of top management or quit the
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job". Therefore the public forms of sexudity are particularly affected and
reinforced by the public as wdl as private inequdities of the patriarcha
structure.

Some of the women managers (28%) did not want to comment on it feding "it
Is too unprofessiona to talk about such akind ofthings at office’ (Ms.Sgaaa
middle levd executive). Around 5% told that they never faced such a kind of
dtuation. They would like to ignore the very fact of sexudity or overlook it
thinking that they are neutra. This can be a convenient means to removing the
obvious from contention.

Some women opined that they cannot manage these kinds of sexud advances
for long, as it created unnecessary dress and pain.  Therefore 'to overcome such
cases being tough and assartive and aggressive, is a must' according to Ms
Uma. Being tough and assartive can help women to kegp men at a distance but
it is not aways possble by women. "When assgning certain jobs and work to
the subordinates, | generdlly ask them to do it but it is neither a request nor an
assartion” says Ms. Urmila, a middle level manager. Ms Geetha a junior
executive says that "in the organisation women must behave like men, but not
be men. It isadifficult equation for women managers. Yetitisvery difficult to
maintain gender neutrality for women'. "Being tough and assertive is a natural
way for men because it is the quality required for a manage™” says Mr

Mahendra, amiddie levd executive,

Sexual Harassment

The Supreme Court of India (NAWO. 19979 defined sexud harassment to

include"..such unwelcome sexualy determined behaviour (whether directly
or by implication) as:
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Physical contact and advances,

A demand or request for sexud favours;

Sexually coloured remarks,

Showing pornography;

Any other unwelcome physica, verba or non-verbal conduct of sexua nature'.

The judgement makes it mandatory for the employer or other responsble
persons a workplace *to prevent or deter the commisson of acts of sexud
harassment and to provide the procedures for the resolution, settlement or
prosecution of acts of sexud harassment by taking adl the seps required..

Though the guiddlines and the law to ensure the prevention of sexud
harassment are there in thejudgement, in practice, the different forms of sexud
harassment are highly persond and individuaistic in nature, hence, making it
public, according to many respondents, is very difficult.

"Sexud harassment is common but not obvious', according to Ms. Anuradha,
one of the respondents. Sexud harassment, ether serioudy or jokingly, as
suffered by 62% of women managers expressed that it can take place in various
forms like sexually coloured remarks (16%), a demand or request for sexud
favours (30%), physical contact and advance (10%), verba abuse (39%) and
molegtation (5%). Whenever sexuad harassment takes place, it is persond
individualistic in nature and invigble in its form, and as expressed aove, it has
diverse form. Though sexuality isindividualistic and persond in nature, but the

IssUe is very much public and it isan issue of power.

Sexud harassment for women come from cither colleagues and subordinates or
clients, but when harassment takes place by bosses themsdves then many
women felt that they will fed hepless and powerless to enforce their demands
and may suffer retaiation for ther complants Ms Mamata, a Human
Resource professonad says that "One of the girls in our company aways
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complained to the top management that her immediate boss is harassang her.
The top management told her that dl these things are common and you should
have confidence in you to retdiate. After sometime when she had gone and
complained again, the next thing the top management (fid was asking her to
resgn thejob because the company could not afford to lose that particular man
who was harassng the lady because he was bringing very good busness to the
company”. Ms Mamtha says "When there is any such risk from women
complaining sexua harassment by men, women will be made to resgn thejob
by the higher officials. This isvery common. Nothing will come out of the
four wdls. It may lead to women joining the spree of the unemployment.
Many a times, sexud harassment is systematicdly legitimised by the
organisation heads.

Many women often fee humiliated by harassment from fellow men but refrain
from mentioning it to their colleagues or friends or family members, either for
fear of losing thejob or for the fear of the society. Ms. Geetha, an executive
expressed in agony that "As | am newly married, my boss caled me to his
chamber and asked whether | am using any family planning method, if not to go
for it and which family planning measure is better and other odd things which
are unbearable. | don't know whether he behaves the same way with other
women or not, but | felt very humiliated and angry but could not do anything. |
am planning to quit the organization if he continues this again”. Power of men
IS derived from the patriarchal sodd structure outsde the organisation, and the
same power isaso present in internal organisational structures

Single women and young widows are the most harassed group, according to the
present study. Ms Subbal akshmi,ajunior manager in one of the sarvice sector
joined the job in her 30' s after she was widowed and she had to bear the
family's responghbility. Her boss as well as her colleagues used to initidly
request and later demand and threaten her for sexud favors. She had to leave
twojobs She says that "in private sector, the boss is the head and he is not
answerable to anyone. 1 am strong hence 1 could escape from such a kind of
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things. But there are so many women who will be surrendering to such
demands'.

Figure 14 ; Forms of Sexual Harassment

Many atimes the organizational heads hush up these kind of harassment! when
it comes from clients either by transferring the woman manager to some other
place or giving some kind of increment and ask them to resgn, Ms Vibha, a
junior executive had been molested by one of the foreign clients during a
function. When it was made public, it was hushed up by transferring her to
other department with an increment. She wanted to go to the court but the

authorities requested her not to make it public, as the reputation of the company
would be a dake.

"Discusson on pornographic pictures has become, of late, a bit common among
the corporate cirdes and women fed bad and humiliated It is an outright
sexud violence and abuse agangt women to show women as 0 objects and
nothing d8' says Ms Girija a junior levd manager. "Sexudly colored
remarks regarding women's figure and 9ze are not ecgpadle. 'Y oung women

have to face dl this But as the age passes by, dderly women will be on the
safer 9de’ saysMs. Renuka, amiddlelevd manager
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Ms. Anitha, amiddielevd manager saysthat "Generdly, unmarried men do not
make any sarious comments or harass women a a severe levd. Harassment
comes from the married men and widowers who gpeak in an obnoxious way that
it will be very difficult to retaiate with same parity”. "In order to satisfy ther
ego, men would like to see the humiliation and suffering in women's eyes
Then only thelr egos will be satisfied and they fed they are physicaly more
powerful than women. | mean women as the subordinate crowd”, says Ms
Aparna, a junior executive. "If women retaliate men with smilar kind of
comments on same parity, women are consdered indecent and vampish. Sheis

not treated properly asit is not possible for men to show their manliness', says
Ms. Lakshmi, ajunior manager.

Some times, women manager's are asked to work for late hours even when the
things are not urgent. Superiors or colleagues may take the advantage of the
lonely position of the women manager Ms Girija,ajunior level manager who
had to move from her earlier place of work on account of sexua harassment,
saysthat "my boss aways used to give me assgnments at the last hour of the
office timings, and keep me till late hours on some pretext or the other. |
requested some of my colleagues to wait for me. But how long? He aways
wanted meto submit to him When | gave my resgnation letter, he put it in the
dustbin. 1 did not take up work experience certificate and | have never
mentioned anywherethat 1 have worked in that particular organization 1 came
to Hyderabad and started working here with aloss of pay and experience’.

Friendly interpersonal relations and comradeship among organizationd
members is aways welcome as long as it iswithin limits. Ms Prabha, ajunior

manager says "Women are dways the misundersood crowd, and men want to
take advantage of the camaraderie and the limits are aways transgressed"

Many men (40%) did not answer the question whether they have harassed or
made sexud remarks and if they did it, why did they do it? They left this
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question unanswered. Some have told it as an absolute nonsense to bring these
kind of questions in the competitive work place (20%0). Some have blamed
women for thar ill behavior, and expressng that thelr dresses tempted men to
comment on them. Some of than (20%) sad that it isa natura rhythm of life.

Many women managers told that we cannot distinguish which way the
harassment comes from. Generdly, women managers overtook such kinds of
nasty comments becauss asin the words of Ms Madhuri, a junior executive, "If
we bother about such things we cannot work outdde. Sometimes | reply back
on the goot and will fed reieved temporarily”. Some of them have reported to
the higher officials and many atimes no action was taken. Various responses of

women managersto the harassment they are undergoing are as follows:

There are generd grievance cdls in amost dl the organizations visted. But
generally these cells are ineffective and defunct. Normally, the employer chairs
the cdl aong with the head of human resources But when a woman manager
comes with a problem of misbehavior of colleegues or superiors or
subordinates, and goes to the grievance cdl if the problem is not of serious
nature, then generally the cdl looks at it impartially. But, if the Stuation is
srious, generally concerning the misconduct of men, directly or indirectly the
higher officials would give hints to the woman manager, either not to prolong
the issue or make suggestions to her, to leave the organization as the employer
cannot afford to lose men managers, who are consdered useful and who bring
businessto the organization. " I'm the living example 1 have faced the Stuation
and | was thrown out of the organization for no fault of mine' says Ms. Dixit, a
middle leved manager in the service sector.

Many of them expressed that adjusting or compromising to the conditions is the
best dternative- Many a women managers told that when the issue takes a
s=rious turn they generdly leave the job and join somewhere because prestige
and «df eteam is what it matters to most of them. None of them opted for
beeting up the ones who had hurt and harassed them severdly, nor they gave a
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police complaint. It was because they felt resorting to complant is too
procedura and one cannot afford to spend too much of lime for such kind of
things. "Though family supports temporarily during the period of crigs
continuous support and patience on the part of thefamily, ether for husband or
parents or ablings or children israre' says Ms, Geetha, ajunior level executive.
According to Ra Birbd (1997), though such incidents are common, there are
only a handful of complaints and casss. He thinks that such a scenaio is not
only dueto sodd and familial congraints, but aso because there is no secific
forumforthispurpose. Evenif suchforumsarethere, they areineffective.

Figure 15 : Countering Sexual Harassment

Hence the sexud harassment has dways been hushed up as an individudized
phenomena, in order to have the leest effect on the organizationd production or
clientede rdationship. Sexud harassment is not taken serioudy generdly, and is
treated very casudly. Sexud harassment is deeply rooted in power reations
between men and women, that are shgped dong gender lino, which is nothing
but the manifestation of the exploitative capitdis and oppressve patriarchal
sodd  dructure,



MANAGERIAL UNIONISM

Unions are unambiguoudy men made and male dominated groups in the market
structure. Trade union movements have dways been blue callar and working
cdass phenomenon. But despite the increese in women's labour force
participation even in the manageriad labour market, conditions in women's
employment have adways militated agang female unionism. As the entry of
managerid women into corporate management is new, managing traditiond
trade union values of unity among the newly discovered plurdist membership
provides a significant chalenge to traditiona patriarchd trade unionism.

Among managers, unionism is conddered rare, though not uncommon. In
Hyderabad, there are no manageria unions, which work for the managers, leave
aone for women managers. There are only managerid networks and academies
which conduct seminars and training programs for the betterment of
performance of the managerial employees, but do not take up the cause of
managers and fight for them. Women do face lots of problems like wage
discrimination, blocked promotion and sexud harassment, and lack of minimum
facilities like creches for women managers with young children. Employersdo
not take care of the women managerid labour's welfare activities, which are
notified as per the Factories Act, 1942. It saysthat any industry which employs
more than thirty women should have a creche, she is entitled to have thirty
minutes to spend with the child, ether leaving the child in the creche or feeding
the child in the lunch hour. But it has been noticed that these stipulations are
not taken serioudy by the Chief Ingoector of the Factories and the corporate
houses ds0 do not care to give due regard to such mandatory welfare
regulations.

Managers are the most unorganized and fragmented group in the organizations.
They do not have any kind of rdation with other employee managers to other
branches of management. This is partly due to the fragmentation of the
managerid work gructure. In this context, there should be some union or group
which should take care of the interest of the manageria employees, other in the

1A



forma sense or informally. But the pitiet part isthat one-third of the women
managers expressad that they have no idea about unions and they don't want to
be a part of it. Ms Vijaya, an executive says that "l do not like any such
organization. I'm dways away from them". One fourth of women managers
told that unions are not necessry for managers because they are not the blue
collar labour and they are not on par with them. Ms Maheshwari, ajunior
manager from a production sector says that "'l never fed that | should present
my problems to a group of people. When you have problems, you should solve
them by yoursdf. Why should you cdl a third person. That shows your
incapability".

Managers do not consder themsalves to be a part of the labour process even
though they are smply hired labourers who can befired in an arbitrary manner.
They form the most vulnerable section of the hired labour. In case of women
manager's, the need for some organized effort is even more pressing given the
back-drop of inherited inequalities, discrimination at work place and other
factors mentioned above. Since managerial labour tends to congder itself as a
part of, and identifieswith the capital, it blocksitsown way to form any kind of
organized unions. On the contrary, in redlity, as pointed above, ‘hired
managers are like any other component of labour. But this group goes to the
extent of marketing their psychologica persondity traitsaso, that is. the human
variable ismarketed for an immediate persond gain in theinterest of capitalism

This kind of marketing of personality traits becomes mud) more manifest and
tends to be linked to the sodd grouping of women in management especidly
when the women managers are ' thought to be suitable to a particular st of
roles like front office managers, guest / public relations executive and certan
manageria podtions are demarked as feminin€. It is interesting to obsarve
how capitalism organizes various sodd groupings in such a manner that they
tend to devdop a digtorted notion of their place in the capitalist rdations of
production, particularly in case of managerid labour and more 0 in the case
under condderation. The distorted verson of their postion became amply dear
when one of the women managers Ms Uma Reddy, a junior executive in a
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corporate hospital expressed the opinion tha "unions are absolute bullshit It is
a cinematic imitation. Nothing can be achieved if you are a member of a union.

In private sector, you should be in the good books of the top officids.
Otherwise, you will be left nowhere',

A little more than haf of the women managers in the study expressed that
unions are very much necessary to express thair problems and grievances. Ms
Shradhanjali Mishra, a senior executive says that "Up to a certain point, unions
should be there. But the top management is not really empathetic with unions'.
Ms. Salga, a middle level executive who works for one of the top financia
ingtitutions in the city, says that "I have never thought or worked with a union.
But it is good to have one You have a platform to discuss if the top
management is not cordid. We can take a collective action”. In smilar terms,
Ms. VanithaNair, dso a middle level executive says that "Frankly speaking, |
do not know much about it and | am not interested But | fed they are essentid
because an individual may not be able to contact the top management to put
higher arguments. Since unions are much experienced they might be of some
help" and Ms Sgada, ajunior executive says that "We need a platform to
express our grievances. | fed that grievance cells within the organization are of
no use. They should be from outsde and should be impartial. Therefore trade

unions/managerial unions are very much necessaary. Most people do not have
access to top management and one hasto fight for genuine cause'.

THEROLEOFMANAGEMENT CONSULTANCIES

Management consultancies provide professond sarvices, they are consdered as
the helping agencies for the organizations and individua managers. Their role
and how they are dructured for the benefit of organizations is wel as
individuals hasto be reviewed.



During the course of fidd-work, as a result of interaction with management
consultancies and training centres in Hyderabad, the following agpects have

cometo notice:

They have not touched the women managers family domain and the problems
they face with familial labour (domestic and reproduction).

They have not looked into the issues of job segregation and wage
discrimination. Even if it has been brought up to their notice; their solution for

women was to cope with the job segregaiion and wage discrimination, by
competing with men.

Management consultancies were insendtive to sexudity and sexud harassment
of women in the organizations. Even if women expressed such a kind of
problems, they felt that women were incompetent and inefficient to bear dl this.

Management consultancies always address the issues of how women managers
can and should spend most of their time, physically, mentally and emotionally
for the betterment of the organizations. These consultancies have nothing to do
with the problems of women. The problems and issues faced by women
managers are conddered as individualistic and privatein nature

As women were sent to seminars and management training and orientation
programs by ther respective organizations to the management consultancies.
organizations expect management consultancies to work for the benefit of the
employers of the organizations rather than for the employee managers.

Separate programs for women managers are limited, and in case such programs

are conducted, the problems they usually take up are.
Time management in the overburdened office and family life so that more

sarvice can be extracted for the organizations.
Skill management in the deskilled and fragmented work with programmed
decisons from the above to follow.



a Motivating the dienated and segregated labour by reinforcing the same old
work structure and inculcating the capitaist way of labour's life,

d. Obeying to the patriarcha vaues of the organizations by reinforcing the male
culture.

Conclugon

Indian women managers are in search of their new identity in the corporate
world. In spite of dl the problems, they would like to have a chdlenging
caeer. When they dart thar career with dl enthusasm to be a competent
professional, the capitdist as wel as the patriarchd culture segregates and
subordinates them. The subjective recruitment patterns, job segregation, sexud
harassment and the marginaization of women in the manageriad work runs
contrary to Weberian ideas of bureaucracy and reaffirms the very gendered
nature of organizations.

In their endeavour of being professionals, they do not get adequate support from
the organizations, they fed lack of job satisfaction and experience a sense of
discontentment. They are caught up in the whirlpool of job, family and gender
subjectivities.

The responses from women managers, wherever appropriate, have been
compared and contrasted with those of male respondents. The result is that,
evidently, there is a latent inegquality and an in-built structure of subordination
and oppresson of women based on the ideology of gender. The empiricd
anaysis graphically describes how this takes place Wherever necessary.
empirica findings have been supported by gppropriate references to the
literature on the subject.



Chapter V
CONCLUSION



Chapter V
CONCLUSON

Does the forma entry of women into the Strata of management in corporate
sector sgnify emergent changes in structure of gender relations in work
place towards equdity? Regrettably, the present empiricd study proves
otherwise. Though women tend to gain formal entry and podtion in the
cadre of management / management dtrata, they do not seem to have
secured a real podtion in the managerid power structure. Though such
women have been vested with the trappings of managerialism, they
neverthel ess execute largely periphera tasks. Men continue to dominate.

As the empirical evidence in this study demondrates, a bulk of women
managers are not, in redity, performing work of a manageria nature. Work
of amanagerial natureimpliesthat it isbased on specific professiona skills
In any of the functional areas of management - finance, personnd,
technical, marketing and so on. Secondly, it involves decison making
which is crucia in a significant way to the enterprise. Thirdly, a certain
guantum of supervisory and control function must be exercised by a
manager in his or her area over others which makes for the distinction
between the 'manager' and the 'managed..

When the above criteria is aoplied to women managers in the present study.
it is seen that many would fail the test. More often, the designation of
manager appears to be superfluous and cosmetic when compared to the
actua work performed by the women managers. It can be obsarved that.
primarily, the ubiquitous problem in mos corporate organizations is that
power and authority do not flow down the hierarchy as to fervently desred
by theory. In other words, there is a concentration of power with mgor or
crucid decisons being taken by top management or some persons within
that stratum. This is so both in 'family' owned busness and in the so-cdled
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professionally managed companies  In this scenaio, beng a woman
manager is evidently an added or double handicap-

Therefore, if women managers (a the middle and upper middle levds),
including men managers in many cases, do not peform work of a
manageriad nature but are deployed on tasks bedow their professond
competence and ill, how can this phenomenon be conceptudized in
theory? What does one designate such managers as and a what leve of
hierarchy In the sodd divison of labor does one dtuate them? It is

proposed, on the bass of the present study, to term such employees as
'manageria labor'.

The capitdist corporate structure masks itsdlf with the ideology of equdlity
and, objectivity, and boadts of performance being given more importance
rather than sex, cade, dass or race. But actualy it vibrates with inequality.
The patriarchal organizational structure based on gender leads to
discrimination, job segregation and sexud power play. The linkages
between the capitaist and patriarchal nature of the organization and other
socid institutions structured on capitalist-patriarchy such as family have
brought women into themost vul nerabl e situation today.

There is a dearth of micro studies in the socology of industria relations
pertaining to professionaly trained employee women managers. There is
evidently no soecid study on women managers in Hyderabad. The present
study has made an attempt to obtain a holistic picture of the participation of
women in management sector throwing light on the basc issues and
problems of women managers in their everyday life in the made
organizationa st up. These expeiences include a variety of 0do-
economic activities pertaining to their family, professon and grader.
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The empirica context of this study has been to explore the operationd
mechanism of patriarchy in the capitalis organizationad s&t up which leads
to professona segregation, sexud discrimination and harassment of women
managers working in various organizations. It dso amed . .  to explore
the lack of collective conscousness and collective organization and the
diffuse manner in which women managers experience oppresson. The
findings are based on the data collected through a questionnaire, informal

interviews, attending seminars and conferences pertaning to women
managers, and by observation.

Socio-Economic Background

It has been found in previous Sudiesthat the white collar women belong to
nuclear families in urban settings and are exposed to mass communication
and the current information technologies. In the Indian context, the
concentration of higher caste is found to be higher in white collar than in
blue-collar jobs. Further, the restrictions imposed on working women were
found to be more pronounced in white collar jobs (Snha& Shashi Prabha,
1988). The present study has found that a mgority of women managers hail
from upper cages and from the nuclear families But the trend shows that
men with non-urban background and non-English medium background can
aso make it in the manageria postion, whereas in case of women, they
should have better schooling, education and exposure to the professond
culture, to make it to the same levd. Therefore; women seemingly have to
work twice as hard as men to fulfill their aspirations.

Marriage is a very important phase for the Indian woman, which brings a
tota change in her way of life. Marriage is conadered to be a permanent
relationship. 'Marriage is the root cause for dl the subjugation’ is an
understanding common to most feminists. Though this is not aways
obvious, yet man's domination and woman's subordination to man in the
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name of compromises and adjustments, in the marital relation is a common
phenomenon in various facets of life. This can be seen in the present study
too. The data holds that though a few women managers have had a marriage
of their own choice, a mgjority of them settled for arranged marriages. It is
interesting to note that those who are supposed to take important decisons
regarding profit and loss of the firm, labor problems and recruitment, sdes

and marketing, finance etc. have put the maor decison of marriage into the
hands of either family members or reatives

From the empiricd data, it is understood as regards maternity that 60° o of
women managers have worked through till the late months of their
pregnancy and returned back to the work too early. Those who took longer
leave found that they had been transferred to the different section where the
work bore no relation to their professional status and skills  Thus the

transfers can be consdered to be of a punitive nature and oppressive in
Intent, an evidence of gender at work

Though women arein full-time managerial profession and being one of the
economic earners in the family or the sole earner in some cases, they could
not escape or transcend the sexual division of labor at home such as child-
care and domestic work totally or even partially. As it is cons dered as
women's domain, men did little to reduce their workload. Even if they
helped, they helped in areas which do not demean their male ego. Even
during the sickness of a child women managers rather than men had to be
absent from work. Therefore a majority of women managers have limited
the number of children to one or two keeping in view thar familial,
professiona and economic conditions and commitments. The child bearing,
rearing and domestic work, (which is considered value less in exchange
terms according to the feminists holds women to the secondary datus in
the society as well as recognizes them asa scondary wage eaner in the
economic market Men on the contrary are conddered is the primary wage
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earners. As Sathi (1988) puts it rightly that, the employment of women
does not necessxily lead to a change in the work patterns a home. The
traditional role of a woman as  home-maker and soddizer of the young
remains unaltered despite her new roleas an economic earner. Also, the
mere fact of woman making a financia contribution to the family income
does not lead to a change in the exigting role structures and ensuring power
podtion within the family as manifested in her role in dedson making.
Husbands aso continue to remain as man decison-mekers. Therefore it is
evident that women executives reach the organizations and take thear
respective jobs with additiond family responghilities as they are
subordinated in the patriarcha family structure.

The present empirical study has examined the rationale of women managers
for opting the manageria profession in spite of bearing so many difficulties
a the domestic as well as socid and organizationa front Tilly and Scott
(1978) had explained the push and pull factors which are influential in
determining the demand for and supply of women work force in the labor
market. The main reason to take up paid employment was the financial
factor, which helps in supporting the family The other mgor factor being
the career advancement that many a women want to do justice for ill the
years of education and training they had But many a respondents* first
choice was not a managerid professon and in many cases women made
thelr career choice in the later pan of their education. This happens because
of the myth that women do not fit into the demanding male oriented
management professon which is full of uncertanties. There are dso not
many women managers to emulate in this professon. On the other hand.

men tend to make constious and premeditated choice of management as a
career option.
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Job Segregation

The complex indtitutions such as family, law, economy, culture tend to
reinforce and support occupational segregation (Reagan and Blaxdl: 1976).
The data collected from the field shows that there is a dear cut job
segregation in the manageria field. The job segregation has been taken
place in horizonta as well as verticd levels. Around 30% of the women
managers and only 2% of men were in the routine desk type of jobs which
exclude women from the resources of power. In the depatments of
personnd management and industrid reaions, and human resource
development, a mgority of women aways performed the welfare functions
like hedlth or insurance of the employees or gave training to the employees
whereas a mgjority of men have awaysdeathwith industrial rdations. This
IS because welfare is consdered a safe and soft job A meager percentage of
women were obsarved in corporate planning, and finance This is a clear
evidence of horizontal segregation of women managers into certtan
occupational sectionswithin management areas

Job segregation and discrimination isvery much obviousin the disparity in
sdaries given to women and men Women managers jobs, as observed
from the data, are often given different job descriptions and titles for the
jobs of equivalent nature and similar kind so that the lower pay for women
can bejustified. Women are given totally different kind of assgnments
compared to men in view of male fear of competition The senior key
podtions are not generdly offered to women even though women art
remarkably smilar to men in ther educationa levels, ther yean of
experience and ther abilities Mog of the women managers have been
sagnated in the middle level postions with the same levd of qudification
and savice Inthis study, there are 48% of women and only 17% of men in
junior levd managerid postions whereas 35% of women and 40% of men
are in middle levd managerid pogdtions. Findly, in the senior levd, only
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120 of women and a subdantid 43% of men are present. Under
representation in senior level and categorization of women into subordinate
levels despite equal qudification and experience is an illudrative evidence
of vertical segregation of women in the manageria job structure.

Job segregation has various facets. In the private sector it appears that
policies for recruitment of women in the manageria levds is by and large
arbitrary. After exploring sixty organizations, women managers were found
only in around thirty d9x organizations in corporate Hyderabad and
Secunderabad. While some organizations have clearly kept women out,
others have taken them into more service and staff oriented functions rather

than main line activities of the professon

Savage and Witz (1992:16) obsarve that,

"The exclusion from organizational positions has more to do with their
exclusion from the resources of power, whilst their inclusion in the
corporate hierarchy has more to do with their subordination within the
relational aspects of (male) dominance and (female) subordination "

Femininity, good looks and being attractive are all expected of women in
some of the branches of managerial jobs, egpecidly like marketing
profession if they have to compete in the market. There is a clear
discrimination in the recruitment patterns of the private sector indudtries,

either sarvice or production, on account of gender

The study maintains that in the work relationships, a magority of men
irrepective of ther hierarchy have, rdatively, more power than women
managers in the organizations. Many a women (75%), irrespective of ther
podtion in the hierarchy, experienced superiority by men in whatever
podtion they hdd. Patriarchd power rdations arc; thus, interwoven into
the very fabric of bureaucratic relations
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Decision Making

In the course of fidd work, it was obsarved that a substantial number of
women managers were engaged in making pre-determined kind of decisons
which are more or less sructured and reasonably routine in nature and are
based on prior information.  But, women managers rardly take the drategic
decigons, which determine the broad objectives of the organization, and
their role is negligible in this regard.

The study holds that firgly, given the comparable experience, exposure eta,
the number of women moving up to senior managerid level and ther
presence in that category who take crucid decisons is limited. Secondly,
even in cases where they are podtioned in the senior managerid drata, it is
observed that they are not involved inthe crucid decisons Finally, evenin
caxs where they are involved, thelr view points are not taken serioudy mod
ae & adde. It is a clear evidence of the margindization of women
executives involvement in the process of decision making Hence not only
the process is 'gendered, if we examine carefully, the content of decison
making isaso constantly informed and guided by the gender bias

L eader ship

The trends obsarved in the fidd ae, firstly, the leadership of women
managers in severd organizations is limited to certan sectors like from
office management, public rdaions, in-house maintenance etc with
sgnificant lack of presence in finance, manufacturing, corporate planning
etc. Secondly, even in these sectors where the presence of women is
sgnificant, there is a large scde clustering of women in raddle leve
managerid pogtions where they become intermediates who act as abridge
between top management and the daily work schedule of in organization.

This clugtering is primarily because women managers are not provided with
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structural as well as cultura avenues to reach the top. This has been
presented in the discusson of structure of organization where it is shown
that only 17% of women are in the senior and top management. Thirdly,
the leadership is shaped on the lines of hierarchica relations of power based
on gender discrimination.  Findly, it is unfortunate to note that even in
those sectors where there is significant presence of women managers as o
caled leaders, the red power of decison making does not lie with them.
The principles of management envisage the commensurate nature of power
and respongibility. But, what is happening in practice is the respongbility
of persuasion and of task accomplishment is being vested with the women
managers without the attendant power of decison making. There is hardly
any room for the leadership of women even in the so-cdled decentrdized
participatory new management modd. All these trends are indicative of
reinforcement of gendered managerial hierarchies and its operation even in
those cases where women are seemingly involved as leaders and decison-

makers. Thus contemporary management practices continue to reinforce
patriarchy.

Thus those few women who take the leadership role are from viewpoint of
'rel ationsof power' in organization definitely in subordinate postions. The
liberal managerial thinking might hail thelr presence as leaders, but the
ground reality is that women managers have more responsbility but less
power, are stuck in middle management postions, andfinally, a few are in
decison making pogtions, take derisons, but not the crucid ones, it might
be more appropriate to decribe women managers, caught up in the
paradoxica situation by terming them as 'gendered subordinate leaders

Service Conditions

Many an employer do not prefer women managers fearing ther long
aosence with regard to thelr maternity leave and child care. But that isnot
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true. A mgority of women managers (62%) did not take any break till date.
Even those who have taken leave for the reasons of marriage, pregnancy
and child-care, have limited thelr break for a short period. It was men who
were highly mobile and moved from one organization to the other, taking

the individual advantage of training and experience.

Job security is the basc factor everyone aspired to have.

Ninety-six percent of women expressad that a peaceful organizationd life
where there is no threat to their persond life (sexudity) is thaer main
concaan Many women managers expresed that they did not want to
change ajob, unlike men, given al the conditions were conducive to them.
Even for those who wanted to change ther job, the mgor factors behind
this were either to have a career advancement or domestic reasons and
finally organization related reasons.  Some women managers who did not
changetheir jobs, their non-mobility hasled to asituation wherein they find
themselves being taken for granted in their own respective organizations
Their promotion prospects suffered and their bargaining power has been
severely affected

Promotion is another factor where women are highly discriminated The
observation from the field holds that women managers are equally qualified
as men are and equally competent dong with men. But women are not
aways taken serioudy for the senior pogtions. The promotion pattern is
gendered and isdifferent for men and women in different organizations. In
spite of these obvious factors, employers are oblivious of the Stuation and
prefer men done though women are committed, systematic, dedicated and
lesscorrupt.

From the empiricd data, it is observed that a woman manager does two
pardle kinds of labour - one for the forma organisation which is 'pad
and the other is domedtic rdlated which is 'unpaid Women wort for more
than 15 hours a day for job as well as domestic needs Women work
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overtime in the organisations which is not pad. Men dso work for overtime
In the offices but their sdaries are better off when compared with women.
The demands made out of patriarchad mode of production and reproduction
in combination with capitdist mode of work in the organizations put
women under condderable dsran. The study shows that women are
physically and mentally subjected to sress compared to men.

Sexuality

Sexuality at work place is a public issue. Sexuality assumes various forms
of harassment, sexud joking and sexud abuse as a means of controlling
women (Hearn and Parkin, 1987). The increase in sexud harassment, can
be linked not only to a more sexualy heterogeneous work place but aso to
the use of ' sexuality' to control women and to remind them of their ultimate
position as sexua objects This kind of sgparation to control women can be
put in different ways, like denial of job based on gender, discrimination
based on gender at different points of time, subjection to sexud harassment,

sexua advancesfrom men, employing feminine goped asacode of conduct
of thework structure, etc

The study revealsthat women often have to ded with the sexud harassment
from men, in one form or the other, as expressad by 626 of women
managers under study It can take place in various forms like sexually
colored remarks, a demand or request for sexud favours, physca contact
and advance, verbal abuse and moledation. If things are too offensive and
beyond their control, they have to seek the help of top management or quit
the job. Whenever sexud harassment takes place a ts persond,
individudigtic in nature and invisble in its form, but the issue is very
much public and it is an issue of power The sexud harassment fas dways
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been hushed up as an individua phenomenon, in order to have aleast effect
on the organizationd production or clientde rdationship.

Sexud harassment is not taken with the sariousness that it desarves. In the

words of V. R. Krishna lyer (as quoted in a document of the Nationa
Council for Women, 1995: 83),

"...women'swelfareislegislatedgalore but remainpaper tigerssince men
are to implement it. That compoundsthe crime, since evenpolicemen are
Ifreports are correct, among criminals who endanger women. Even the
laws are so lacunose that thejudiciary, ifobjectivelyjudged, will befound
guilty".

Sexud harassment is deeply rooted in power relations between men and
women, that are shaped along gender lines. This is a manifestation of the
exploitative capitalist and oppressve patriarchal sodd structure

The data has dso focussed on those women managers who deny the
exisence of gendered inequality and discrimination in any way. In the
words of a senior executive, "gender would not in any way effect our
pattern of working and promotion prospects. Nor is there any harassment

It is an equa world nowadays'. In the words of Karuna (1986), "women
will fail to percave discrimination even if it is practised aganst them so
long as they are condtrained by their sociaisation and men will continue to
view discrimination as natural and fair* Perhaps, this thinking is due to the
rare possibility that some of the women managers were fortunate enough to
be treated as equds in all spheres of life and without being discriminated

This is however a very individudigtic way of thinking. It may be used by
those who are blind towards the gendered nature of the organisations and
those who do not want to sse a change in women's traditional sexud
divison of labour  Such thinking therefore could be harmful to women's
sruggle for equdity at the workplace particularly inthe management cadre.



Some of the men managers expressed that there are no rules that
discriminate women and it is dways an equa world. That might be, to
some extent, true but the obstacleslay notin rules but dsewhee There
was no rule, which discriminated on the bads of sex. But this was not to
say that the rules favoured both sexes equaly. The rules did not take into
account the specid needs or problems of women. Maternity leave is
recognized as a right. Looking after children was assumed to be awoman's
responsbility. That a woman's sodd and domestic responsbilities were
greater than those of a man was a fact acogpted without question. But rules,
organizationa work-styles and individual persondities lacked the
Imagination, flexibility and predispostion necessary to respond to these
conditions. Taken together they all - conscioudy or unconscioudy -
worked against women (Joshi, 1989)

Unionism

It is obsarved from the study that women managers are the most
unorganized and fragmented group and that they do not have much
interaction with other employee managers within and outsde the
organizations In Hyderabad, it is observed that there art no managerid
unionswhich work for the managers, let done for women managers There
are only managerial networks and academies which conduct seminars and
training programs for the betterment of  performance of the manageria
employees but they do not take up the cause of managers or fight for them

It is surprisng to note from the study that one third of the women managers
have no idea about unions and they don't warn to be apan of a One fourth
of women managers told thal unions are not necessay for managers
because they are not the blue-callar labour and they are not comparable with
them. Mog of the managers do not congder themsalves to be a part of the
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|labour process even though they are smply ‘hired labourers and who can
be fired just as any employee. They form the most vulnerable section of the
hired labour. In case of women managerid labour, the need for some
organised effort is even more pressng given the back drop of inherited
inequalities, discrimination at work place and other factors discussed above-
Manageria labour, ance it tendsto consider itsdlf as a part of, and identifies
with capita, blocks itsaf from forming any kind of organized unions It is
interesting to obsarve thus how capitdism organizes various socid
groupings in such a manner that they tend to develop a distorted notion of
their place in the capitdist relations of production, particularly in case of
women managerial labour.

The study holds that, among other measures, collective mobilisation and

articulation by women managers can be a significant intervention to subvert
the patriarchy built into the system
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ANNEXURE



1.7.

QUESTIONNAIRE -
(Women Managers)

|. PERSONAL BACKGROUND

1.1. Name and Address

1.2. Designation:

1.3. Age

14. Marital Status

(@. Single
(b). Married
(c). Divorced
(d).Widowed

15 If you ae not single, a what age you were
married?

(@) Below 20
(b) 21-25

(©) 26-30
(d) Above 30

1 6 Type of marriage

(@) Arranged
(b) By own choice

Did in any way you being a manager influenced your
marriage proposals/choice of partner?
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1.8. (A) Number of children

(a). Nil

(b). 1

(c).2

(d). 3and 3+

1.8. (B). Age of children

(a). Bdow 1
(b). 1-5
(0.5-10
(d). Above 10

1.9. Who looks after the children? If not self, please indicate
the persons who help?

A. (9. Sdf
(b). Parents/In-laws
(c). Husband
(d). Maid Servant
(e). Others

B. Explain the nature of help

1.10 If married, which one of the following statements apply
toyou?

A. (& Your husband has encouraged your career
(b) Your husband is not against your working, but
does not participate inthe domestic work
(¢ Your husband feels that children are more
important than your career
(d) Your husband would like you to stay at home

B  Givereflections on your stale of position
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1.12.

111. Do you do most of the household work yourself?

A. (a). Yes
(b).No

If yes, how many hours do you spend? Give details

If NO, who does it and what kind of help do you get?
Please explain.

Which of the following responsibilities does your
husband share on regular basis?

(a). Taking care of the children
(b). Cooking

(c). Household shopping

(d). Cleaning and washing

(e) Miscellaneous (Specify)
(f) None

Il. FAMILY BACKGROUND

2.1 Formal Educational level of \our father and mother

and Husband if married
Mother Father Husband

(@) Profession
(b) Post-graduate
(c) Graduate
(d) High schoal
(e) Lower
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2.2 Please indicate the occupational status of mother, father
and your husband, if married.

I1l. ACADEMIC CAREER

3.1. Place where you did your schooling

(@) Village

(b) Town

(©) Metropolitan city
(d) Foreign country

3.2. Medium of instruction

3.3. Type of school

(@) Public

(b) Kendriya Vidyalaya

(c) Christian Missionary

(d) Government/semi government
(e) Municipal

(O Private

(g) Others(specify)

3.4 Nature of the school

(a) All Girls
(b) Co-educational

3 5 Pleaselist your educational qualifications

3 6 When did you first think of management as a career?
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3.7. (a) Was a management course your first choice?
Yes/No

3.7. (b). Why did you choose management asacareer? Please
explain the reasons.

3.8. Who have influenced you in your choice of
management as a carex?

3,9. Who were NOT supportive and tried to dissuade you
from taking up management career? Why do you think

0?

3 10. Did you undergo any training in management apart
from your professiona degree? Details please

1V.JOB STATUS AND CURRENT WORK

4 1 Position in the organization

(@). Junior level
(b) Middleleve
(c) Senior level

4 2 |sthis your first job? If not give details of earlier
jobs
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4.3. Reasons for changing or leaving thejob.

4.4. In Which of the following categories does your job best
fitinat present?

(). De type

(b). Execution of production / manufacturing

(c) Marketing/sales/distribution/advertising/market
research

(d) Finance

(e). Personnel/HRD/IR/ Administration

(f). Management services/corporate planning

(9) Others (Specify)

4.5 Did you have breaksin your career?
Yes/No

If yes, givethereasons

4 6 Reasons for returning back to work after break

47 Did you undergo any difficulties after you returned
back to work after a break

4 8 Haveyou ever refused ajob offer?
Yes No

1/8



If yes, give reasons

4.9. Reasons for joining this particular organisation

4.10. Please mention your current sdary

4.11 Areyou happy with yourjob? Yesor No Give reasons

4,12. What is the Primary source of satisfaction in your
PERSONAL life

4.13. What is the Primary source of satisfaction in your
PROFESSIONAL life

4 14 Whom do you think arc more suitable for the
management professon?

(@ Men

(b) Women
(c) Both

179



Give reasons.

4.15. What do you think is the Primary reason for the low
representation  of women in the  management
profession?

4.16, As a professional, indicate whom would you prefer as
your
Supervisor  Subordinate Colleague
(a8 woman
(b)Man
(c) No preference

Please give reasons.

4.17 Asamanagerial professional, would you advise young
women or men or both to take up the field?
Yes/ No

Please give reasons

V.JOB ASPECTS

5 1 What isyour role in the organization?
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5.2 Did you face initid problems onjoining this job? If
yes, give deals and please explan how did you
overcome the difficulty?

5.3 Define your relation with subordinates superordinates
/ colleagues customers.

5.4 Do you receive recognition and appreciation for your
work from your superiors/subordinates and others?

5 5 Discuss how the decision making process flows in the
organisations

5 6 Areyou involved in the process of strategic/ important/
crucial decision making in the organisation or you are
simply asked to simply implement the decisions already
taken? Please elaborate your position.
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57How do you handle the criss dgtuation in the
organisation?

5.8 Do you think that you can equally compete with your
male colleagues or do you think you are better than

them?

5.9 Is there any instance of your superior staff being not
satisfied with your work? Please give specific instances
and details

5.10 Is there any instance of your subordinate staff refusing
to do the tasks you have assigned them and for what
reasons?

5.11 Do you manage conflicts in the organisation If yes
what kind of conflicts do you manage and how do you
manage?



5.12 Discuss the leadership patterning, style and assgnments
IN your organisations.

5.13 Do you participate and influence in the policy framing
and drategic management?

5.14 Do you fed free to discuss your professional problems
with your colleagues? Please comment

515 Do you have freedom in carrying out your duties?
Discuss

5.16 What is your view on manageria unions? Pease
specify

A a) Necessxy b) Not necessary ¢) No opinion

B Givereasons for your stand on this issue
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5.17 Do you have any Stuation of tensorvstress in your job?
Please explain why?

5.18 Does official commitments lead to tension at home?

5.19 Does tenson a home lead to lack of commitment at
office?

5.20 Does your family members co-operate in this matter?

5.21 Has tension and stress owing to office work led to any
health problems?

5 22 How do you overcome tensong/stress at homc/office
Pleasegivededtals
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5.23 Do you have leisure time? YesdNo? If Yes how do
you spend it?
a) Reading
b) T.V. or other audio-visuad media

c) Family get together
d) Others

5.24 Do you get enough time to spend with your family?
Please give details.

VI.GENDERASPECTS

6.1. Have you been denied any job-interview on account of
your gender? Yesor No? If yes, please specify

62 Do you think the present management career is
masculine modelled?

6 3 Didyou ever fedl discriminated because of your gender
whileyouwereat work? Please explain
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6.5. Are you being taken serioudy by mae saff in the
meetings, conferences because of your gender. Give
detalls of specific ingances, if any.

6.6. A) Have you ever been subject to any harassment by
your staff/clients on account of gender?
Yes/No

A. IfYes isit
a) Physical contact and advances
b) Verbal abuse
c) A demand or request for sexud favours
d) Sexually coloured remarks
e) Any other (specify)

B. Kindly give details

6.7. Are you atough and assertive woman

6.8. Would you like to have a preferential treatment because
of your gender?
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6.9. Do you think that women should employ feminine
appeal to get the market / secure their podtion in the
organisation/secure power? Please explain.

6.10. Working women often have to ded with sexud
advances from men

A) AgreeB) Disagree C) No opinion

6.11. Did your gender effect your promotion prospects?
Please explain.

6.12. Is your organisational structure informal/formal or in-
between?

6.13 How many hours do you work per day? Do you have
flexibility in working hours?
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6.14. Does your job require overtime? If yes, how do you
adjust it with your responghbilities at home?

6.15. What are your career plans for future? Would you like
to have a career shift in the near future? If yes, why?

6.16 Any other reflection/ relevant information is most
welcome.
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18

QUESTIONNAIRE - 11
(Men Managers)

L PERSONAL BACKGROUND

1.2. Name and Address:

1.3. Designation:
1.4 Age

1.5. Marital Status

(a). Single
(b) Married
(c) Divorced
(d) Widowed

16 If you are not single, at what age you were
married?

(a) Below 20
(b) 21-25

(c) 26-30
(d) Above30

1 7 Type of marriage

(a) Arranged
(b) By own choice

Did in any way you being a manager influenced your
marriage proposas choice of partner?
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1.9.

110

1.8. (A) Number of children

(a). Nil

(b). 1

(0). 2

(d). 3 and 3+

1.8. (B). Age of children

(8. Below 1
(b). 1-5

(c) 5-10
(d). Above 10

Who looks after the children? If not self, Please
indicate the persons who help and the nature of help

A. (a). Sdf
(b) Parents/In-laws
(c) Wife
(d) Maid Servant
(e) Others

B Explain the nature of help

If married, which one of the foll owing statements apply
to you?

A (a) You have encouraged your wife's career
(b) You are not against your wife's working, but
does not participate in the domestic work
(c) You fed that children are more important than
your wife's career
(d) You would like your wife to stay at home

B Give reflections on your stared postion



1.11. Do you do most of the household work yourself?

A. (d). Yes
(b). No

If yes, how many hours do you spend? Give details.

If NO, who does it and what kind of help do you get?
Please explain.

1.12. Which of the following responsibilities do you share on
regular basis?

(a). Taking care of the children
(b) Cooking

(c) Household shopping

(d). Cleaning and washing

(e) Miscellaneous (Specify)
(f). None

Il. FAMILY BACKGROUND

2 2 Forma Educational level of your father and mother

and wife, if married
Mother Father Wife

(@) Profession
(b) Post-graduate
(c) Graduate

(d) High schoal
(e) Lower
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2.2 Pleese indicate the occupationa status of mother, father
and your oouse, if married.

II1. ACADEMIC CAREER

3.1. Place where you did your schooling

(@ Village

(b) Town

(c) Metropolitan city
(d) Foreign country

3.2. Medium of instruction

3 3 Type of school

(a) Public

(b) Kendriya Vidyalaya

(c) Christian Missionary

(d) Government/semi government
(e) Municipal

(O Private

(g) Others (specify)

3 4 Nature of the school

(a) All Boys
(b) Co-educationd

3 5 Please list your educational qualification

3.6 When did you first think of management asacareer
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3.7. (a) Was amanagement course your first choice?
Yes/No

3.8 (b). Why did you choose management asacareer? Please
explain the reasons.

39 Who have influenced you in your choice of
management as a career?

3.10. Who were NOT supportive and tried to dissuade you
from taking up management career? Why do you think
07?

3 .11 Did you undergo any training in management apart
from your professional degree? Detailsplease

IV.JOBSTATUSANDCURRENTWORK

41 Position in the organization

(@) Junior level
(b) Middle level
(c) Senior level

42 IsthisYourfirstjob ?1f not give detalls of earlier jobs
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4.3.

Reasons for changing or leaving thejob.

4.4. In Which of the following categories does your job best

4.5.

4 6

47

fitin at present?

(a). Desk type _ _
(b). Execution of production / manufacturing

(c). Marketing/ sded distribution/ advertising/ market
research

(d). Finance

() Personnd/HRD/IR/ Administration

(f) Management services/corporate planning
(g). Others (Specify)

Did you have breaks in your career?
YesdNo

If yes, give the reasons

Reasons for returning back to work after break

Did you undergo any difficulty after you returned back
to work after a break



4.8. Have you ever refused ajob offer?
Yes/No

If yes, give reasons

4.9. Reasons for joining this particular organisation

4.10 Please mention your current saary

4.11. Are you happy with your job? Yes or No Give
reasons.

4 12. What is the Primary source of satisfaction in your
PERSONAL life

4 13 What is the Primary source of satisfaction in your
PROFESSIONAL life

4.14 Whom do you think are more suitable for management

profession?
(@ Men
(b) Women
(c) Both
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Give reasons either way

4.15. What do you think isthe Primary reason for the

low representation of women in the management
professon?

4.16. Asaprofessional, indicate whom would you prefer as
your

Supervisor Subordinate Colleague

(2) woman
(b) Man
(c) No preference

Please give reasons

4.17 As a managerial professonal whom would you advise

young women or men or both to take up the managerial
professon? Yesd No

Please give reasons
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V. JOB ASPECTS

51 What isyour role in the organization?

5.2 Did you face initial problems on joining this job? If
yes, give details and please explain how did you
overcome the difficulty?

5.3 Define your relation with subordinates/superordinates/
colleagues/ customers.

5.4 Do you receive recognition and appreciation for your
work from your superiors/subordinates and others?

5.5 Discuss how the decision making process flowsin the
organisations

5.6 Areyouinvolved inthe process of strategic/ important/
crucial decision making in the organisation or you are
simply asked to simply implement the decisons aready
taken? Please elaborate your position

57 How do you handle the crigs dgtuation in the
organisation?
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5.8 Do you think that you can equally compete with your
female colleagues or are you better than them?

5.9 |Is there any instance of your superior staff being not

satisfied with your work? give specific instances and
details.

5.10 Is there any instance of your subordinate staff refusing

to do the tasks you have assigned them and for what
reasons?

5.11 Do you manage conflicts in the organisation? If yes,

what kind of conflict do you manage and how do you
manage?

5.12 Discussthe leadership patterning, style and assignments
IN your organisation

5.13 Do you participate and influence in the policy fram
and strategic management?

5 14 Do you feel free to discuss your professional problem?
with your colleagues? Pleasecomment

5.15 Do you have freedom in carrying out your does
Discuss
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5.16 What is your view on manageriad unions? Please
Specify.
A. @) Necessary b) Not necessary ¢) NoO opinion

B. Give reasons for your stand on this issue

5.17 Do you have any dtuation of tenson/stress in your job?
Please explain why?

5 18 Does officia commitments lead to tenson at
home?

5.19Does tenson at home lead to lack of commitment
a office?

520 Do your family membeas co-operatein this
matter?

5.21Hastenson and stress owing officework led to any
health problems?

5.22 How do you overcome tensorv/stress at home/office?
Please give detalls
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523 Do you have laesure time? Yes/No? If
Yes, how do you spend it?
(@ Reading

(b) T.V. or other audio-visua media

(o) Family get together
(d) Others

524 Do you get enough time to spend with your family?

Vi

6.1.

6.2 Do you think the present

6.3

Please give detalls.

. GENDER ASPECTS

How do you percadve women coming into the
marketplace, especially management profession?

management career is
masculine model led? Pleasegpecify.

Is there any difference between men and women's
performance?
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5.16 What is your view on manageria unions? Please
Specify.
A. @ Necessary b) Not necessary ¢) NoO opinion

B. Give reasons for your stand on this issue

5.17 Do you have any situation of tenson/stress in your job?
Please explain why?

5 18 Does officiad commitments lead to tenson at
home?

5.19Doestenson at home lead to lack of commitment
a office?

520 Do your family membes co-operate in this
matter?

5.21Hastenson and stress owing officework led to any
health problems?

5.22 How do you overcome tenson/stress at home/office?
Please give details
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6.9 Do you think men make better managers? Explain the
reasons.

6 10. Working women often have to dea with sexud
advances from men when they work with.

A) Agree B) Disagree C) No opinion.

6.11. Did your gender effect your promotion prospects?
Please explain.

6 12 Is your organisationa structure informal/forma or in
between?

6.13 How many hours do you work per day? Do you have
flexibility in working hours?

6.14 Does your job require oveaetime? If yes, how do you
adjust it with your responsbilities at home
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6.15. What are your career plans for future? Would you like
to have a caree shift in the near future? Ifyes, why?

6 16 Any othe reflection/redevant information is most
welcome.
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