
VOLUME NO. 2 (2012), ISSUE NO. 5 (MAY) ISSN 2231-4245 

  A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

Indexed & Listed at:  
Ulrich's Periodicals Directory ©, ProQuest, U.S.A., EBSCO Publishing, U.S.A., Cabell’s Directories of Publishing Opportunities, U.S.A. 

as well as inOpen J-Gage, India [link of the same is duly available at Inflibnet of University Grants Commission (U.G.C.)] 
Registered & Listed at: Index Copernicus Publishers Panel, Poland 

Circulated all over the world & Google has verified that scholars of more than 1388 Cities in 138 countries/territories are visiting our journal on regular basis. 

Ground Floor, Building No. 1041-C-1, Devi Bhawan Bazar, JAGADHRI – 135 003, Yamunanagar, Haryana, INDIA 

www.ijrcm.org.in 



VOLUME NO. 2 (2012), ISSUE NO. 5 (MAY) ISSN 2231-4245 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, ECONOMICS & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

ii

CONTENTSCONTENTSCONTENTSCONTENTS    
    

Sr. 

No. TITLE & NAME OF THE AUTHOR (S) Page No. 

1. THE IMMIGRANTS DILEMMA AND HOW THE HUMAN RESOURCE MANAGER COPES WITH THE MIGRATED LOT: A COMPARISON OF UK AND 

PAKISTANI COMPANIES 

DR. AMER AL-KASSEM 

1 

2. ASSESSING CAUSES AND EFFECTS OF ETHNIC CONFLICT IN WONDOGENET WOREDA BETWEEN THE SIDAMA AND GUJI-OROMO PEOPLE 

DR. BREHANU BORJI AYALEW 

5 

3. THE RANKING OF EFECTIVE FACTORS ONLABOR PRODUCER WOMEN’S ENTREPRENEURSIP BY TOPSIS (THE CASE OF A PROVINCE IN IRAN) 

DR. YOUNOS VAKIL ALROAIA & RAHIL KATOLI 

10 

4. THE STRATEGIC GAINS OF ORGANIZATIONAL VERTICAL INTEGRATION: A STUDY ON SOME EDUCATIONAL INSTITUTIONS 

GOLAM MOHAMMAD FORKAN 

17 

5. THE IMPACT OF MICRO CREDIT ON WOMEN EMPOWERMENT 

RATHIRANEEYOGENDRARAJAH 

22 

6. THE MEDIATING EFFECT OF INTRINSIC MOTIVATION ON PERCEIVED INVESTMENT IN EMPLOYEE DEVELOPMENT AND WORK 

PERFORMANCE 

ASIF SHAHZAD, AAMER WAHEED & MUHAMMAD ARSALAN KHAN 

27 

7. THE IMPACT OF IMPLEMENTATION OF KNOWLEDGE MANAGEMENT ON THE FINANCIAL PERFORMANCE OF COMPANIES 

ROYA DARABI & ALIREZA ESLAMPOOR 

36 

8. EDUCATED UNEMPLOYMENT PROBLEM IN KARNATAKA: A STUDY 

DR. RAJNALKAR LAXMAN & AMBANNA MALAKAPPA 

42 

9. COMPARATIVELY STUDY OF REAL ORGANIZATION & VIRTUAL ORGANIZATION (STUDY OF SELECTED COMMERCIAL BANK) 

VIVEK UPRIT & MANGAL MISHRA 

46 

10. A STUDY ON MERGERS AND BANKS PERFORMANCE IN INDIA 

M. VAISHNAVI, DR. S. NIRMALA & V. JEYAKUMAR 

51 

11. IMPACT OF MICROFINANCE ON POOR PEOPLE: A STUDY OF LIVING STANDARDS, EMPOWERMENT AND POVERTY ALLEVIATION IN THE 

DAVANAGERE DISTRICT OF KARNATAKA STATE 

MANJULA B.G & DR. CHANNABASAVANAGOUDA 

56 

12. INDIA’S SPECIAL ECONOMIC ZONES: DEVELOPMENT AND EXPORT PERFORMANCE 

PRAMOD P. LONARKAR & DR. A. B. DEOGIRIKAR 

59 

13. THE RE-VITALIZATION OF KHADI - A NEED OF THE HOUR: A CASE STUDY AT SANGRUR (PUNJAB) 

RAKESH MISHRA & DR. P. K. JAIN 

63 

14. VALIDATION AND EVALUATION OF BURNOUT AMONG NURSES 

DR.BEJOY JOHN THOMAS & DR. G. S. DAVID SAM JAYAKUMAR 

67 

15. ‘SWADESHI’: A TOOL OF ECONOMIC EMPOWERMENT 

DR. AVIJIT ROYCHOUDHURY 

72 

16. WOMEN ENTREPRENEUR THROUGH SHGs: A STUDY IN THOOTHUKUDI DISTRICT 

C. RATHINAM & DR. K. KAMALAKANNAN 

75 

17. A STUDY ON CENTRAL COORDINATED VEGETABLE MARKET IN PARAVAI MADURAI: PROSPECTS AND PROBLEMS WITH SPECIAL REFERENCE 

TO FARMERS 

DR. MRS. S. FATIMA ROSALINE MARY & S. P. SAVITHA 

79 

18. EMPOWERMENT OF WOMEN AT HOUSE-HOLD LEVEL THROUGH SELF-HELP-GROUPS- A STUDY OF KHORDHA DISTRICT OF THE STATE OF 

ODISHA, INDIA 

DR. ANUJA MOHAPATRA 

83 

19. ENVIRONMENTAL ASSETS AND LIABILITIES IN ARUNACHAL PRADESH, INDIA: A CRITICAL ASSESSMENT 

DR. TASI KAYE 

88 

20. STUDENTS AND PRIVATISATION OF HIGHER EDUCATION 

DR. NARINDER TANWAR 

92 

21. ECONOMIC DEPENDENCE OF TRIBAL ON FOREST: A CASE STUDY IN THE GANJAM DISTRICT OF ORISSA  

PADMA LOCHANA BISOYI 

96 

22. NON – PERFORMING ASSESTS IN STATE CO-OPERATIVE BANKS IN INDIA – AN EMPIRICAL STUDY 

DR. A. DHARMENDRAN 

102 

23. GOVERNANCE OF MANAGEMENT EDUCATION IN INDIA: A MYTH OR REALITY? 

A.LAKSHMANA RAO 

107 

24. MODERN DAY WOMEN ENTREPRENEURS OF TAMILNADU – A CASE STUDY 

S.SHAILAJA 
112 

25. PERFORMANCE OF PRIME MINISTER’S EMPLOYMENT GENERATION PROGRAMME SCHEME IN NAGAPATTINAM DISTRICT 

S. DHINESHSANKAR & DR. S. MAYILVAGANAN 

116 

26. WOMEN EMPOWERMENT: A STUDY BASED ON INDEX OF WOMEN EMPOWERMENT IN INDIA 

N. P. ABDUL AZEEZ & S. M. JAWED AKHTAR 
119 

27. WOMEN EMPOWERMENT – BREAKING THE GLASS CEILING 

ANANDAMMA N. 
126 

28. POVERTY AND FOOD SECURITY NEXUS IN INDIA 

PARVAZE AHMAD LONE & NASEER AHMAD RATHER 
129 

29. A STUDY ON THE PERFORMANCE OF DAIRY CO-OPERATIVES IN TAMIL NADU 

S. MADHESWARAN 
133 

30. AN ECONOMIC STUDY ON THE PERFORMANCE OF PRIMARY AGRICULTURAL CO-OPERATIVE BANK 

P. SANTHOSH KUMAR 
137 

 REQUEST FOR FEEDBACK 140 



VOLUME NO. 2 (2012), ISSUE NO. 5 (MAY) ISSN 2231-4245 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, ECONOMICS & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

iii

CHIEF PATRONCHIEF PATRONCHIEF PATRONCHIEF PATRON 
PROF. K. K. AGGARWAL 

Chancellor, Lingaya’s University, Delhi 

Founder Vice-Chancellor, GuruGobindSinghIndraprasthaUniversity, Delhi 

Ex. Pro Vice-Chancellor, GuruJambheshwarUniversity, Hisar 

    

PATRONPATRONPATRONPATRON    
SH. RAM BHAJAN AGGARWAL 

Ex.State Minister for Home & Tourism, Government of Haryana 

Vice-President, Dadri Education Society, Charkhi Dadri 

President, Chinar Syntex Ltd. (Textile Mills), Bhiwani 

    

COCOCOCO----ORDINATORORDINATORORDINATORORDINATOR 
DR. BHAVET 

Faculty, M. M. Institute of Management, MaharishiMarkandeshwarUniversity, Mullana, Ambala, Haryana 

    

ADVISORSADVISORSADVISORSADVISORS 
DR. PRIYA RANJAN TRIVEDI 

Chancellor, The Global Open University, Nagaland 

PROF. M. S. SENAM RAJU 
Director A. C. D., School of Management Studies, I.G.N.O.U., New Delhi 

PROF. M. N. SHARMA 
Chairman, M.B.A., HaryanaCollege of Technology & Management, Kaithal 

PROF. S. L. MAHANDRU 
Principal (Retd.), MaharajaAgrasenCollege, Jagadhri 

    

EDITOREDITOREDITOREDITOR 
PROF. R. K. SHARMA 

Professor, Bharti Vidyapeeth University Institute of Management & Research, New Delhi 

    

COCOCOCO----EDITOREDITOREDITOREDITOR 
DR. SAMBHAV GARG 

Faculty, M. M. Institute of Management, MaharishiMarkandeshwarUniversity, Mullana, Ambala, Haryana 

    

EDITORIAL ADVISORY BOARDEDITORIAL ADVISORY BOARDEDITORIAL ADVISORY BOARDEDITORIAL ADVISORY BOARD    
DR. RAJESH MODI 

Faculty, Yanbu Industrial College, Kingdom of Saudi Arabia 

PROF. SIKANDER KUMAR 
Chairman, Department of Economics, HimachalPradeshUniversity, Shimla, Himachal Pradesh 

PROF. SANJIV MITTAL 

UniversitySchool of Management Studies, GuruGobindSinghI. P. University, Delhi 

PROF. RAJENDER GUPTA 
Convener, Board of Studies in Economics, University of Jammu, Jammu 

PROF. NAWAB ALI KHAN 
Department of Commerce, Aligarh Muslim University, Aligarh, U.P. 

 



VOLUME NO. 2 (2012), ISSUE NO. 5 (MAY) ISSN 2231-4245 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, ECONOMICS & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

iv

PROF. S. P. TIWARI 
Department of Economics & Rural Development, Dr. Ram Manohar Lohia Avadh University, Faizabad 

DR. ANIL CHANDHOK    
Professor, Faculty of Management, Maharishi Markandeshwar University, Mullana, Ambala, Haryana 

DR. ASHOK KUMAR CHAUHAN 
Reader, Department of Economics, KurukshetraUniversity, Kurukshetra 

DR. SAMBHAVNA 
Faculty, I.I.T.M., Delhi 

DR. MOHENDER KUMAR GUPTA 
Associate Professor, P.J.L.N.GovernmentCollege, Faridabad 

DR. VIVEK CHAWLA 
Associate Professor, Kurukshetra University, Kurukshetra 

DR. SHIVAKUMAR DEENE 

Asst. Professor, Dept. of Commerce, School of Business Studies, Central University of Karnataka, Gulbarga 

    

ASSOCIATE EDITORSASSOCIATE EDITORSASSOCIATE EDITORSASSOCIATE EDITORS 
PROF. ABHAY BANSAL 

Head, Department of Information Technology, Amity School of Engineering & Technology, Amity University, Noida 

PARVEEN KHURANA 
Associate Professor, MukandLalNationalCollege, Yamuna Nagar 

SHASHI KHURANA 

Associate Professor, S.M.S.KhalsaLubanaGirlsCollege, Barara, Ambala 

SUNIL KUMAR KARWASRA 
Principal, AakashCollege of Education, ChanderKalan, Tohana, Fatehabad 

DR. VIKAS CHOUDHARY 

Asst. Professor, N.I.T. (University), Kurukshetra 

    

TECHNICAL ADVISORSTECHNICAL ADVISORSTECHNICAL ADVISORSTECHNICAL ADVISORS    
MOHITA 

Faculty, Yamuna Institute of Engineering & Technology, Village Gadholi, P. O. Gadhola, Yamunanagar 

AMITA 
Faculty, Government M. S., Mohali 

    

FINANCIAL ADVISORSFINANCIAL ADVISORSFINANCIAL ADVISORSFINANCIAL ADVISORS    
DICKIN GOYAL 

Advocate & Tax Adviser, Panchkula 

NEENA 

Investment Consultant, Chambaghat, Solan, Himachal Pradesh 

    

LEGAL ADVISORSLEGAL ADVISORSLEGAL ADVISORSLEGAL ADVISORS    
JITENDER S. CHAHAL 

Advocate, Punjab & Haryana High Court, Chandigarh U.T. 

CHANDER BHUSHAN SHARMA 
Advocate & Consultant, District Courts, Yamunanagar at Jagadhri 

 

SUPERINTENDENTSUPERINTENDENTSUPERINTENDENTSUPERINTENDENT    
SURENDER KUMAR POONIA 



VOLUME NO. 2 (2012), ISSUE NO. 5 (MAY) ISSN 2231-4245 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, ECONOMICS & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

v

CALL FOR MANUSCRIPTSCALL FOR MANUSCRIPTSCALL FOR MANUSCRIPTSCALL FOR MANUSCRIPTS    
Weinvite unpublished novel, original, empirical and high quality research work pertaining to recent developments & practices in the area of 

Computer, Business, Finance, Marketing, Human Resource Management, General Management, Banking, Insurance, Corporate Governance 

and emerging paradigms in allied subjects like Accounting Education; Accounting Information Systems; Accounting Theory & Practice; Auditing; 

Behavioral Accounting; Behavioral Economics; Corporate Finance; Cost Accounting; Econometrics; Economic Development; Economic History; 

Financial Institutions & Markets; Financial Services; Fiscal Policy; Government & Non Profit Accounting; Industrial Organization; International 

Economics & Trade; International Finance; Macro Economics; Micro Economics; Monetary Policy; Portfolio & Security Analysis; Public Policy 

Economics; Real Estate; Regional Economics; Tax Accounting; Advertising & Promotion Management; Business Education; Management 

Information Systems (MIS); Business Law, Public Responsibility & Ethics; Communication; Direct Marketing; E-Commerce; Global Business; 

Health Care Administration; Labor Relations & Human Resource Management; Marketing Research; Marketing Theory & Applications; Non-

Profit Organizations; Office Administration/Management; Operations Research/Statistics; Organizational Behavior & Theory; Organizational 

Development; Production/Operations; Public Administration; Purchasing/Materials Management; Retailing; Sales/Selling; Services; Small 

Business Entrepreneurship; Strategic Management Policy; Technology/Innovation; Tourism, Hospitality & Leisure; Transportation/Physical 

Distribution; Algorithms; Artificial Intelligence; Compilers & Translation; Computer Aided Design (CAD); Computer Aided Manufacturing; 

Computer Graphics; Computer Organization & Architecture; Database Structures & Systems; Digital Logic; Discrete Structures; Internet; 

Management Information Systems; Modeling & Simulation; Multimedia; Neural Systems/Neural Networks; Numerical Analysis/Scientific 

Computing; Object Oriented Programming; Operating Systems; Programming Languages; Robotics; Symbolic & Formal Logic and Web Design. 

The above mentioned tracks are only indicative, and not exhaustive. 

Anybody can submit the soft copy of his/her manuscript anytime in M.S. Word format after preparing the same as per our submission 

guidelines duly available on our website under the heading guidelines for submission, at the email addresses: 

infoijrcm@gmail.comorinfo@ijrcm.org.in. 

GUIDELINES FOR SUBMISSION OF MANUSCRIPTGUIDELINES FOR SUBMISSION OF MANUSCRIPTGUIDELINES FOR SUBMISSION OF MANUSCRIPTGUIDELINES FOR SUBMISSION OF MANUSCRIPT    

1. COVERING LETTER FOR SUBMISSION: 

DATED: _____________ 

THE EDITOR 

IJRCM 

Subject: SUBMISSION OF MANUSCRIPT IN THE AREA OF. 

 (e.g. Finance/Marketing/HRM/General Management/Economics/Psychology/Law/Computer/IT/Engineering/Mathematics/other, please specify) 

DEAR SIR/MADAM 

Please find my submission of manuscript entitled ‘___________________________________________’ for possible publication in your journals. 

I hereby affirm that the contents of this manuscript are original. Furthermore, it has neither been published elsewhere in any language fully or partly, nor is it 

under review for publication elsewhere. 

I affirm that all the author (s) have seen and agreed to the submitted version of the manuscript and their inclusion of name (s) as co-author (s). 

Also, if my/our manuscript is accepted, I/We agree to comply with the formalities as given on the website of the journal & you are free to publish our 

contribution in any of your journals. 

NAME OF CORRESPONDING AUTHOR: 

Designation: 

Affiliation with full address, contact numbers & Pin Code: 

Residential address with Pin Code: 

Mobile Number (s): 

Landline Number (s):  

E-mail Address: 

Alternate E-mail Address: 

NOTES: 

a) The whole manuscript is required to be in ONE MS WORD FILE only (pdf. version is liable to be rejected without any consideration), which will start from 

the covering letter, inside the manuscript. 

b) The sender is required to mentionthe following in the SUBJECT COLUMN of the mail:  

New Manuscript for Review in the area of (Finance/Marketing/HRM/General Management/Economics/Psychology/Law/Computer/IT/ 

Engineering/Mathematics/other, please specify) 

c) There is no need to give any text in the body of mail, except the cases where the author wishes to give any specific message w.r.t. to the manuscript. 

d) The total size of the file containing the manuscript is required to be below 500 KB. 

e) Abstract alone will not be considered for review, and the author is required to submit the complete manuscript in the first instance. 

f) The journal gives acknowledgement w.r.t. the receipt of every email and in case of non-receipt of acknowledgment from the journal, w.r.t. the submission 

of manuscript, within two days of submission, the corresponding author is required to demand for the same by sending separate mail to the journal. 

2. MANUSCRIPT TITLE: The title of the paper should be in a 12 point Calibri Font. It should be bold typed, centered and fully capitalised. 

3. AUTHOR NAME (S) & AFFILIATIONS: The author (s) full name, designation, affiliation (s), address, mobile/landline numbers, and email/alternate email 

address should be in italic & 11-point Calibri Font. It must be centered underneath the title. 

4. ABSTRACT: Abstract should be in fully italicized text, not exceeding 250 words. The abstract must be informative and explain the background, aims, methods, 

results & conclusion in a single para. Abbreviations must be mentioned in full. 



VOLUME NO. 2 (2012), ISSUE NO. 5 (MAY) ISSN 2231-4245 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, ECONOMICS & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

vi

 

5. KEYWORDS: Abstract must be followed by a list of keywords, subject to the maximum of five. These should be arranged in alphabetic order separated by 

commas and full stops at the end. 

6. MANUSCRIPT: Manuscript must be in BRITISH ENGLISH prepared on a standard A4 size PORTRAIT SETTING PAPER. It must be prepared on a single space and 

single column with 1” margin set for top, bottom, left and right. It should be typed in 8 point Calibri Font with page numbers at the bottom and centre of every 

page. It should be free from grammatical, spelling and punctuation errors and must be thoroughly edited. 

7. HEADINGS: All the headings should be in a 10 point Calibri Font. These must be bold-faced, aligned left and fully capitalised. Leave a blank line before each 

heading. 

8. SUB-HEADINGS: All the sub-headings should be in a 8 point Calibri Font. These must be bold-faced, aligned left and fully capitalised.  

9. MAIN TEXT: The main text should follow the following sequence: 

 INTRODUCTION 

 REVIEW OF LITERATURE 

 NEED/IMPORTANCE OF THE STUDY 

 STATEMENT OF THE PROBLEM 

 OBJECTIVES 

 HYPOTHESES 

 RESEARCH METHODOLOGY 

 RESULTS & DISCUSSION 

 FINDINGS 

 RECOMMENDATIONS/SUGGESTIONS 

 CONCLUSIONS 

 SCOPE FOR FURTHER RESEARCH 

 ACKNOWLEDGMENTS 

 REFERENCES 

 APPENDIX/ANNEXURE 

 It should be in a 8 point Calibri Font, single spaced and justified. The manuscript should preferably not exceed 5000 WORDS. 

10. FIGURES &TABLES: These should be simple, crystal clear, centered, separately numbered & self explained, and titles must be above the table/figure. Sources 

of data should be mentioned below the table/figure. It should be ensured that the tables/figures are referred to from the main text. 

11. EQUATIONS:These should be consecutively numbered in parentheses, horizontally centered with equation number placed at the right. 

12. REFERENCES: The list of all references should be alphabetically arranged. The author (s) should mention only the actually utilised references in the preparation 

of manuscript and they are supposed to follow Harvard Style of Referencing. The author (s) are supposed to follow the references as per the following: 

• All works cited in the text (including sources for tables and figures) should be listed alphabetically.  

• Use (ed.) for one editor, and (ed.s) for multiple editors.  

• When listing two or more works by one author, use --- (20xx), such as after Kohl (1997), use --- (2001), etc, in chronologically ascending order. 

• Indicate (opening and closing) page numbers for articles in journals and for chapters in books.  

• The title of books and journals should be in italics. Double quotation marks are used for titles of journal articles, book chapters, dissertations, reports, working 

papers, unpublished material, etc. 

• For titles in a language other than English, provide an English translation in parentheses.  

• The location of endnotes within the text should be indicated by superscript numbers. 

 

PLEASE USE THE FOLLOWING FOR STYLE AND PUNCTUATION IN REFERENCES: 

BOOKS 

• Bowersox, Donald J., Closs, David J., (1996), "Logistical Management." Tata McGraw, Hill, New Delhi.  

• Hunker, H.L. and A.J. Wright (1963), "Factors of Industrial Location in Ohio" Ohio State University, Nigeria.  

CONTRIBUTIONS TO BOOKS 

• Sharma T., Kwatra, G. (2008) Effectiveness of Social Advertising: A Study of Selected Campaigns, Corporate Social Responsibility, Edited by David Crowther & 

Nicholas Capaldi, Ashgate Research Companion to Corporate Social Responsibility, Chapter 15, pp 287-303. 

JOURNAL AND OTHER ARTICLES 

• Schemenner, R.W., Huber, J.C. and Cook, R.L. (1987), "Geographic Differences and the Location of New Manufacturing Facilities," Journal of Urban Economics, 

Vol. 21, No. 1, pp. 83-104. 

CONFERENCE PAPERS 

• Garg, Sambhav (2011): "Business Ethics" Paper presented at the Annual International Conference for the All India Management Association, New Delhi, India, 

19–22 June. 

UNPUBLISHED DISSERTATIONS AND THESES 

• Kumar S. (2011): "Customer Value: A Comparative Study of Rural and Urban Customers," Thesis, Kurukshetra University, Kurukshetra. 

ONLINE RESOURCES 

• Always indicate the date that the source was accessed, as online resources are frequently updated or removed. 

WEBSITE 

• Garg, Bhavet (2011): Towards a New Natural Gas Policy, Political Weekly, Viewed on January 01, 2012 http://epw.in/user/viewabstract.jsp 



VOLUME NO. 2 (2012), ISSUE NO. 5 (MAY) ISSN 2231-4245 

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, ECONOMICS & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed Refereed Open Access International e-Journal - Included in the International Serial Directories 

www.ijrcm.org.in 

126

WOMEN EMPOWERMENT – BREAKING THE GLASS CEILING 
 

ANANDAMMA N. 
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ABSTRACT 
Women in recent years have undoubtedly proved themselves in all walks of life. However, women executives still have to cover a lot of ground. As per the report 

of Catalyst, the leading research & advocacy organization for corporate women, it will take women 47 years to attain parity as corporate officers. The prime 

reason being the gender discrimination that has unnoticeably engulfed into most companies across the world. Some research reports have revealed that women 

declare ‘gender barrier’ as still playing a key role in restraining their achievements at the workplace. As a matter of fact, very few Indian companies have women 

in senior management positions. Recent survey reveals that only 26.1% of the listed companies have women in their board. A leading company like Videocon does 

not hire women for its office in Mumbai, no women would be found on the shop floor of Bajaj Auto. Despite this, women executives in India earn 40% less than 

what men earn in their entire career. Corporate argue that no glass ceiling exists. They claim that “women were paid lower salaries since they left the jobs 

midway, worked for less time and joined low-risk jobs.” It is suggestive to take some remedial measures to overcome the glass ceiling. The issue can be dealt from 

two sides- employer & the employee. Employer can ask women about the organisation’s culture, make organization more friendly & supportive, conducting 

regular interaction of board members with talented female executives, monitor the flow of promotions, make succession planning irrespective of their gender, 

and promote best practices for women & men. Women employees need to understand their own strengths & weaknesses make preparations for long term route 

map need to manage their profile & reputation as a tool of impression management, and understand organizational negative politics at different power bases to 

resolve their conflicts etc.  

 

KEYWORDS 
empowerment, gender discrimination, glass ceiling, organization culture, politics. 

 

INTRODUCTION 
omen in recent years have undoubtedly proved themselves in all walks of life. However, women executives still have to cover a lot of ground. As per 

the report of Catalyst, the leading research & advocacy organization for corporate women, it will take women 47 years to attain parity as corporate 

officers. The prime reason being the gender discrimination that has unnoticeably engulfed into most companies across the world. Some research 

reports have revealed that women declare ‘gender barrier’ as still playing a key role in restraining their achievements at the workplace.  

The overall employment situation of women has not evolved significantly. The ILO’s Global Employment Trends (2003) reported that women continue to have 

lower labour market participation rates, higher unemployment rates and significant pay differences compared to men. Women represent over 40 per cent of the 

global labour force, approximately 70 per cent of women in developed countries and 60 per cent in developing countries. There has also been little change in 

their share of professional jobs in the last few years. Women occupy around 30 to 60 per cent of professional jobs. This represents an increase of 0.7 per cent 

between 1996-99 and 2000-02. However, considerable variations remain between women’s share in different types of professional jobs. Cultural and social 

attitudes towards what constitutes “male” or “female” jobs result in occupational segregation, although the extent of the problem varies from country to 

country, and from job to job. Women are mainly concentrated in the “feminized” professions such as nursing and teaching, where at the same time they remain 

in lower job categories than men. However, women continue to make small inroads into non-traditional fields such as law, information and communication 

technology (ICT) and computer science, and engineering, and there is evidence that employers are beginning to promote women more systematically and to 

introduce family-friendly policies in order to retain them. However, women who choose non-traditional jobs can face special constraints in the workplace, not 

least of which are isolation, limited access to mentoring and female role models, and sexual harassment. 

Management positions represent only a small proportion of the total workforce, although this job category has grown over the last few decades due to the 

growth in the service sector. The expansion of this sector has often given more employment opportunities to women and, although they remain under-

represented, their increased participation in the sector has exceeded in their labour force participation as a whole. Recent global statistics show that women 

continue to increase their share of managerial positions but the rate of progress is slow, uneven, and sometimes discouraging for women faced with barriers 

created by attitudinal prejudices in the workplace.  In those professions normally reserved for men, women managers are few and far between. Even in female-

dominated sectors where there are more women managers, a disproportionate number of men rise to the more senior positions. The rule of thumb is still: the 

higher up an organization’s hierarchy, the fewer the women. 

 

EMPOWERMENT 
Empowerment is any process that provides greater autonomy to employees through the sharing of relevant information and the provision of control over 

factors affecting job performance. Empowerment helps remove the conditions that cause powerlessness while enhancing employee feelings of self-efficacy. 

 

GLASS CEILING 
The concept of glass ceiling surfaced in the US in the late 1970s. Glass ceiling was not a barrier to an individual as such, but a barrier to women and other 

minorities as a group.  

The US department of labor has defined ‘Glass Ceiling’ as “an artificial barrier based on attitudinal or organizational bias that prevents qualified women and 

other minorities from advancing upward in their organization into senior management level position.” 

 

GLASS CEILING REALITIES 
As a matter of fact, very few Indian companies have women in their senior management positions. According to an index positioned by Humanscapeindia.net, 

nearly three quarters of Indian women CEOs believe that they have to work much harder than their male CEOs to prove themselves. Recent survey reveals that 

only 26.1% of the listed companies (392 of 1,500 firms) have women in their boards. Out of the 278 directors on the BSE listed companies, there are only 10 

women directors. Despite this, women executives in India earn 40% less than what men earn in their entire career. Even when compared to its global 

counterparts, corporate India stands below average. It is surprising to note that, only 36% of Indian companies have women holding top management positions, 

as compared to 91% of companies in China. HCL has 24.5 percent female workforce which is a significant achievement. It is tipping point. About 80 percent of 

the women who works in the company are at entry level, and the other 20 percent re spread through the ranks. Within this 20 percent, about 15-18 percent are 

first or second level managers; the rest are senior managers.  This is an eye opening fact to contemplate on how successful women have been breaking the glass 

ceilings. Glass ceiling is an invisible hurdle that determines the level to which a woman can grow in an organization. In general, it is an attitudinal or 

organizational bias, which prevents women from occupying leadership positions in organizations. There are many signs to indicate that the glass ceiling exists in 

W
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organizations. A major sign of the same is the difference in the pay structure of women. Another indicator of glass ceiling is that women’s career growth is 

hampered by the corporate culture. For instance, corporate policies and practices can maintain the status quo by keeping men in positions of corporate power. 

Stating that while women outperform in taking care while men outperform in taking charge is how the corporate sector justify this bias. Despite better 

performances, women receive less support and appreciation from their male bosses and are slower to be promoted. Such stereotypes act as main reasons for 

women failing to reach the top in an organization.  

As far as women’s share of managerial positions is concerned, the rate of progress is slow and uneven. Their share ranged between 20 and 40 per cent in 48 out 

of the 63 countries in the sample in 2000-02.  Men are in the majority among managers, top executives, and higher levels of professional workers whilst women 

are still concentrated in the lower categories of managerial positions. Both visible and invisible rules have been constructed around the “male” norm, which 

women sometimes find difficult to accommodate: male and female colleagues and customers do not automatically see women as equal with men, women tend 

to work much harder than men to prove themselves, and sometimes they have to adapt to “male” working styles and attitudes more than necessary. 

Furthermore, women tend to be excluded from the informal networks dominated by men at the workplace, which are vital for career development. The 

problem is compounded by employers’ assumption that women, unlike men, are not able to devote their full time and energy to paid work because of their 

family responsibilities. Consequently, women are not given as many opportunities as men to do the more demanding responsible jobs, which would advance 

their careers. However, there is evidence to show that once women attain the upper levels of management, attitudes towards them are not much different to 

those towards men. 

 

PURPOSE 
The purpose of this paper is to know whether there exists glass ceiling for women executives in the corporate or not and to come out with ways to reduce glass 

ceiling, if it exists.  

 

RESEARCH METHODOLOGY 
The data is collected through secondary data sources. Secondary sources mean gathering information using published data such as journals, newspapers, 

research papers, reports, books and also through online.  

 

DATA BY COUNTRY AND AGE GROUP 
Data from a variety of countries reveals that women continue to be seriously underrepresented in managerial positions, especially at the higher levels. 

According to a study by the United States General Accounting Office published in 2002, women in the country now represented close to 47 per cent of the 

workforce, but held only 12 per cent of all managerial jobs. Women managers tend to be concentrated in certain sectors and jobs. More than 60 per cent of 

women managers were working in professional medical services, hospitals, and education. Women managers were also more likely to be found in personnel and 

human relations, while men managers were more likely to be found in purchasing, marketing, advertising, and public relations. Women were particularly under-

represented in higher positions.  

 

CANADA 
In Canada, 35 per cent of managers were women in 2001, an increase of 6 per cent since 1987. However, women’s share of senior management jobs was lower 

at 23 per cent in 2001. 

 

THAILAND 
In Thailand in 2000, women’s share in the private sector as officers (45 per cent), supervisors (42.2 per cent), and department managers (41.5 per cent) was 

nearly double their share as directors (28.7 per cent). 

 

LATIN AMERICA AND THE CARIBBEAN  
In Latin America and the Caribbean, the share of women in managerial positions ranged from 25 per cent to 35 per cent, with a high of 48 per cent in the 

Netherlands Antilles and a low of 10 per cent in Suriname. 

 

JAPAN 
In Japan, women managers were markedly under-represented, particularly in higher managerial positions, although the statistics show a slight improvement in 

the last decade. According to a 2002 survey by the Ministry of Health, Labor and Welfare of approximately 6,700 companies, women managers were working as 

sub-section chiefs (11.9 per cent), section chiefs (5.5 per cent), and department heads (3.2 per cent). In 1989, the figures were 5 per cent, 2.1 per cent, and 1.2 

per cent respectively. The survey also revealed that 30.5 per cent of the companies canvassed reported that male employees were promoted more rapidly than 

female colleagues with the same university degrees, and 32.9 per cent reported that the difference between male and female positions and promotions became 

evident six to ten years after they had joined the company (between the ages of 28 and 32). 

 

SHARE OF WOMEN MANAGERS BY AGE GROUP 
The survey done by United States General Accounting Office analysed the share of managers among the female employees by age group. It showed that only 5.6 

per cent aged between 30 to 39 were sub-section chiefs, 4.1 per cent aged 40 to 49 were section chiefs, and 1.4 per cent aged 50 to 59 was department heads. 

Conversely, the share of male employees in the same jobs and age groups was 20.6 per cent, 24.5 per cent, and 17.2 per cent respectively. These figures show 

that after several years of work, a woman is more likely to be found in a lower position than a man with the same qualifications who joined the labour market at 

the same time. The reasons for this discriminatory practice have been identified in a number of surveys and attest to the fact that the damaging myths 

associated with women in business continue to pervade the workplace. 

 

RECOMMENDATIONS 
1. Strategies to facilitate women’s progression to management and executive positions require high-level commitment to change the existing culture within a 

firm or organization. Sensitization programmes at all levels of the hierarchy should be geared to refuse the myths surrounding women’s capabilities and 

dedication to work, improving managers’ understanding of gender and family issues, and endorsing the valuable contribution women can make to an 

organization’s image and to its productivity. This can be dealt from two sides namely, the employer and the women employee.  

From employers’ side: 

• Employer can ask women about the organisation’s culture  

• Make organization more friendly & supportive  

• Conducting regular interaction of board members with talented female executives 

• Monitor the flow of promotions  

• Make succession planning irrespective of their gender, and promote best practices for women & men 
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From women employees’ side: 

• Women employees need to understand their own strengths & weaknesses, make preparations for long term route map need to manage their profile & 

reputation as a tool of impression management 

•  Understand organizational negative politics at different power bases to resolve their conflicts etc.  

• In order to compete on a par with men, it is also essential that women have access to management training and line experience, mentors and role models 

at the highest levels, as well as admittance to formal and informal networks and channels of communication at work. 

2. Integrated and sustained efforts also need to be made to ensure that components of equal employment opportunity policies (including recruitment, job 

assignment, career planning, grading, wages, transfer and promotion) are closely monitored and that the procedures are transparent, objective and fair. 

• More inventive elements can be added to ensure that women are not penalized financially for motherhood, such as the elimination of retirement plan 

forfeitures for career breaks, the provision of unpaid leave of absence with a guarantee of a job on return to work, and the promotion of women who work 

part-time. 

3. One of the main characteristics of professional and managerial work is the extended working hours that are entailed to obtain promotion. At times it is 

difficult for both men and women to reconcile the long hours required of management employees with their family responsibilities. Therefore: 

• Family-friendly policies (including flexible working hours, parental leave for men and women, child care facilities, etc.) should be important elements in any 

integrated package of measures supporting women at work. 

4. Measures that employers can take to improve the work environment of women in non-traditional jobs should include:  

• Ensuring that anti-discrimination legislation is enforced at the workplace so that women have equal access to jobs; 

• Implementing no-nonsense sexual harassment policies whilst providing education about sexual harassment to create a climate of respect in the workplace; 

• And providing forums for women to address issues affecting them in non-traditional jobs. 

5. More decisive measures are needed to harmonize remuneration structures for both male and female employees, such as:  

• Making wage systems more transparent and employees’ eligibility for different components of remuneration more specific; 

• Ensuring that all employees’ conditions and benefits are equal and giving part-time workers the same entitlements, conditions and benefits as full-time 

workers on a pro-rata basis; 

• Subjecting wages to review procedures, and regularly monitoring and evaluating pay systems. 

6. Strategies to encourage female students to widen their study choices include: 

• Eliminating sex-stereotyped images of women and men and sexist language from school curricula (teaching materials and teaching methods) so that 

women’s equal participation in all areas of society is instilled into children’s consciousness from an early age; 

• Sensitization programmes for teachers, focusing on removing discriminatory practices and attitudes from teaching and vocational guidance, and awareness 

raising campaigns among students’ families and friends, and among the community at large. 

7. Female mentors and role models on which students can shape their career aspirations are in short supply at the tertiary level because the teaching 

profession tends to be dominated by women in the more junior positions. 

• Programmes are needed to improve their presence in the academic hierarchy, particularly in non-traditional subject areas. These programmes could take 

the form of affirmative action or quota systems to promote women teachers from within schools and universities, nominate them to selection committees, 

and provide them with high-profile professorial chairs. 

• The provision of on-campus child care facilities would not only give teachers the work flexibility they need but may also increase tertiary level enrolment of 

women with young children. Also, more women may be persuaded to enroll in scientific and technological fields if promotional materials on university 

courses in non-traditional subjects specifically targeted female students. 

8. Lastly, in order to overcome the general discriminatory view of women with non-conventional qualifications, programmes need to be developed to help 

employers recognize the capabilities of women and the benefits they can bring to their businesses. 

 

BREAKING THE GLASS 
Gone are the days when we could hardly see women in the core management of organizations. Women are increasingly taking up superior positions in the 

corporate world, thereby turning down all the male bastions. In the corporate world women have shown true perseverance and determination to break the 

glass ceiling. According to the survey report of Fortune 500 companies (May 5, 2008 issue), 12 companies of Fortune 500 companies are run by women and a 

total of 24 companies in the list of Fortune 1000 companies have women in the top positions. There are women who have taken on the entire world: Indra 

Nooyi, CEO, PepsiCo; Lalita Gupte, JMD, ICICI, Naina Lal Kidwai, MD, HSBC India; Chanda Kochhar, CEO, ICICI, Pragya Raman, Group Executive President of Aditya 

Birla Group  to name a few. Some of the India’s top corporates are now passing specific mandates to head hunting firms to fill middle and senior management 

positions with women candidates. Bharti enterprises & American Express have mandated their recruitment agencies to have a certain percentage of women 

candidates’ at the interview stage. These efforts are commendable and could pave the way for the corporate world.  

 

CONCLUSION 
Living in a borderless world, where organizations operate at a global level, lot of space exists for career development. Large organizations are trying to create a 

positive and conducive work environment for women to work effectively & enthusiastically. Many corporates believe that these glass ceilings are myths & self 

created. They are of the opinion that women would have to barge their way out of this self-imposed barrier. The first opinion is that women can hold higher 

positions based on their talents, through hard work and aspirations. The second opinion talks about work challenges & family responsibilities that get in the way 

of women’s career development.  Many women discover that family is more important to them as they climb the corporate ladder & hence quit playing senior 

roles in the management. However, some ambitious women are in a career race backed by family support, by sharing the family burden equally with their 

partner. The glass ceiling no longer applies to many workplaces for most women. In reality also there is not as much as a barrier stopping women from 

progressing to the top as they seem to think but they should overcome the challenges. Though the change is slow, it is underway.  
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