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abstract This paper seeks to review and highlight the aspect of lower women representation on Indian corporate boards through a 
comparative global outlook, portraying facts related to women participation in workforce, the business case for gender diversity, and the current 
situation in India with an attempt to understand factors that may be contributing to the above cause. The paper represents a comparative study 
across developed nations (viz. European countries, US, Canada) and some developing nations to understand where they stand in the current 
perspective related to women representation on Corporate Boards. Effort is to highlight and suggest future directions of empirical research 
which may be conducted on this very issue towards enhancing women empowerment in decisional roles across organizations, upgrading their 
social status and bringing this gender at equivalence with male counterpart in a country, biased in gender outlook and emancipation.
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1.  Introduction

The global scenario both socially and economically, has 
undergone a radical change process over the century, with 
gradual progress and development of women not only 
across the developed nations but also their lesser cousins 
– the developing nations (ILO Women in Labour Markets 
2011). Women empowerment is the buzz today with not only 
educated women taking stride, but rural women following 
suite with access to information and education. Supplemented 
by enhanced health benefits, economic liberty and moderate 
reform policies; women across the world are gradually 
realizing their potential to score above men and reclaim their 
rightful status in the society. There has been a growing interest 
in understanding perspectives related to potential of women 
managers and their contribution to business across the globe. 
Researchers have traditionally focused on understanding the 
qualities of women managers, their contribution to business, 
having further delved on attributes and capabilities of the 
‘pink brigade’ through the eyes of the dominant sex (their 
male counterparts) (see for example Norburn 1989, Srinivas 
et al 1999, Budhwar et al 2005, Hodson and Sullivan 2008). 
Needless to say, plethora of research work over the last 
decade has actually focused on understanding the level of 
women participation in management boards of companies 
across the world (see for example Burke 1997, Charan 
1998, Flynn and Adams 2004, Billimoria 2000a, Singh and 
Vinicombe 2001, 2005, Terejesan and Singh 2008, 2009) 

given the heightened interest in women empowerment, 
equality and gender diversity.

Research has however been limited in the Indian context 
related to women empowerment and participation at the 
boardroom level, given the slow progression and acceptance 
of management philosophies in a country still trying to 
fathom the best concoction in adopting western management 
philosophies while anchoring on to Indian values (Sinha 
1990, 1997), (Sparrow and Budhwar 1997). Study on Indian 
organizations in terms of understanding impact of work-
force related diversity has been limited to understanding the 
value systems and cultural context of the same in relation to 
western countries like US, UK and Germany. (Tayeb 1987, 
Singh 1990, Tripathi 1990), (Ratnam & Chandra 1996) 
through their case based review of selected organizations 
across the spectrum of Indian firms, detailed aspects of 
diversity and its related challenges of equity and equality 
for both employers and HR practitioners with no specific 
focus on gender based diversity specifically at management 
levels of the organization. Kundu (2003) in a comprehensive 
study done on Indian employees of both sexes across racial 
and social categories attempted to understand the aspect of 
diversity related perception amongst Indian employees. His 
study found discriminating evidences of male perception 
towards female employees and colleagues, to an extent 
that even female employees felt that they were less likely 
to be given preferences in promotions, salary increases or 
working facilities vis-à-vis their male counterparts. This 
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comprehensive study outlines the perceptual status towards 
women in a pre-dominantly male dominated society like 
India, wherein women themselves tend to feel disadvantaged 
in the career sphere with virtually no chances of advancement 
or growth due to perceptual discrimination. Further attempt 
at understanding gender diversity and its impact was done 
by Budhwar (2005), through his study on Indian women 
managers at management levels in the new economic order 
of business to detail perspectives and challenges being faced 
by this specifi c gender at the higher echelons of management. 
However this study too was limited in outlining women 
managers in the general context across Indian organization 
than looking specifi cally at Women directors in Indian 
boardrooms. 

Recent research conducted by Cranfi eld University (2010) 
has comprehensively outlined BSE 100 companies and tried 
to understand representation of women across corporate 
boards in India, outlining a low average of just 5% as against 
95% male representation. The situation is obviously not 
encouraging given that the above percentage is representative 
of the top 100 listed Indian companies, which is plausible to 
head down the slope for non-listed Indian organizations and 
SME’s.

The paper seeks to highlight this very aspect of lower 
women representation on Indian corporate boards through 
a comparative global outlook, portraying facts related to 
women participation in workforce, the business case for 
gender diversity, and the current situation in India with an 
attempt to understand factors that may be contributing to 
the above cause. Effort is to highlight and suggest future 
directions of empirical research which may be conducted 
on this very issue towards enhancing women empowerment 
in decisional roles across organizations, upgrading their 
social status and bringing this gender at equivalence with its 
male counterpart in a country biased in gender outlook and 
emancipation.

2.   Wo��n P�rtici��tion in 
Wor��orc� – G�o��� Tr�nd�

The participation of women in workforce has ever been 
traditionally limited to spheres like teaching, nursing and 
administration which required less strenuous activities and 
allowed women the dual option of being both a supplementary 
income source and a care giver while retaining her primary 
domestic responsibilities. Societal pressures and gender 
stereotyping over the centuries ensured that women were 
limited to jobs that allowed them more fl exibility but less 
monetary benefi ts, with an assumption that women either 
did not have the capabilities to perform other jobs in male 
dominated spheres or simply did not possess interest in them 
(Hodson and Sullivan 2008).

A study by the ILO Bureau of statistics for ‘Economically 
active population from 1950- 2010’, highlights that 
economically active women in the workforce during 1950 
were merely 32.4 percent in the age group 15-64 years, 
forecasting an increase to about 41.2 percent by 2010 
with major increase happening in the developed nations 
and mainly across the agricultural and services segment 
than manufacturing segment. The ILO report on Global 
employment trends for Women 2009, details that there 
has been an increase in women participation in the labour 
force from 52.4 percent in 1998 to around 52.6 percent 
in 2008, increasing slightly to 52.7% by year 20091. ILO 
research depicts share of women in workforce going up to 
40.5% in 2008 from 39.9 % in 1998. It further portrays an 
average increase of female employment ratio by 1.2% for 
Adult employment-to-population ratio across nations, with 
signifi cant increase happening in Latin America (almost 
8.4%); the only exception being South East Asia and the 
Pacifi c decreasing by 1.1%. The ILO Global Employment 
Trends report 2011 details an overall increase in Female 
employment-to-population ratio across the world from 
48.2% in 2000, to 49.2% in 2006 with a slight increase in 
2010 to 49.4%.2

What then has changed over the past decades that have 
ushered in this radical change across the globe? The fact that 
women are looking up and being ambitious is obviously just 
the periphery factor, strong determination to usher in change 
both for themselves and the society at large, marking their 
individuality and creating a space of their own in a world 
predominantly inhibited by men is fuelling them on. 

2.1.   Business case for Gender Diversity in 
Boardrooms: Global View

Research in the domain of Corporate Governance suggests 
that boardroom diversity is the need of the hour for overall 
improved business performance. Notably so this has been an 
area of concern with more homogeneity than heterogeneity 
in the composition of Corporate Boards. Researchers believe 
that diversity, be it in terms of ethnicity, demography or 
gender related representation bring more variety in terms of 
experience and opinions in the board reducing perception 
bias and myopic viewpoints towards decision making. While 
researchers like Charan (1998), Westphal and Zajac (1995) 
focused on boardroom diversity as an area for Corporate 
Governance related reforms, others like Noburn (1989) and 
Singh et al (2001) focused on understanding the meaning 
of diversity across UK boards. Norburn (1989) through 
his research of UK boards found that board members 
were drawn from known networks thus increasing board 

1 Source: ILO Global Employment Trends 2011, Table A9
2 Source: ILO Global Employment Trends 2011, Table A5
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homogeneity, reducing confl icts and allowing the CEO to 
take tactical decisions based on personal goals rather than 
overall shareholder interest. Researchers point out that this 
lack of positive confl icts and diverse viewpoints may not 
necessarily heighten business performance, conversely such 
boardroom homogeneity can have negative implications for 
business. 

Charan (1998) believed that this stagnation in boardrooms 
needs to be challenged through major corporate reforms in 
terms of board member appointments from diverse groups 
increasing board heterogeneity. Similar view was echoed by 
Billimoria (2000a) through his research that found overall 
fi nancial profi tability was higher in 50 of the Fortune 500 
listed companies that had women directors on board. He 
felt that this could either be a result of boardroom gender 
diversity or could on the other side be related to the open 
mindset of profi table companies that accepted women 
representation in their boards. Another interesting fact 
highlighted by Billimoria (2000a) detailed women being 
appointed as additional directors rather than replacement 
for existing directors on company boards. He linked this 
to the fact that visible presence of women directors on 
boards enhanced corporate reputation and image as equal 
opportunity employer, which can lead to higher investments 
by large fund house thus being a motivating reason for 
increased gender diversity across profi table companies. 

Taking this further Singh et al (2001) reviewed considerable 
research done across the world detailing women 
representation on Corporate Boards while conducting their 
survey on top UK organizations. They found that there is 
indeed quite a low representation of women directors even 
in a developed nation like United Kingdom, wherein male 
CEO’s feel that women at such senior levels lack boardroom 
experience and maturity. Perceptual male bias towards their 
abilities to undertake critical international assignments, 
challenging tasks and hardship profi les have been cited as 
some of the reasons hampering movement of women across 
corporate boardrooms. 

Culture specifi c attitude towards women managers and its 
related discriminations also feature as one of the prominent 
reasons impacting boardroom gender diversity. Srinivas et 
al(1999) through a cross-cultural attitude study across four 
countries found favorable attitude towards women managers 
in developed nations like US but a more negative approach 
in developing nations like India and Mexico with Japanese 
male managers clearly hinting at their reluctance to work 
under female bosses preferring to keep gender roles separate. 
This attitudinal bias is clearly refl ected through a survey by 
Terjesan and Singh (2008) that depicts Japan with a mere 
2% representation of women in corporate board with highest 
representation by Slovenia (European Union) at almost 
23%.

Despite perceptual and attitudinal issues, research conducted 
across companies with women directors on board has divulged 
the positive impact of female power on fi rm performance 
and governance sustainability. To better understand how 
gender diversity impacts corporate governance in turn 
impacting fi rm performance, Terjesan et al (2009) conducted 
an in-depth review and research on women representation 
across Corporate Boards. Their study found that boards 
with women representation are more formal and structured 
with a clear focus on company strategy, implementation 
and measurement. There is more transparency in board 
governance practices with reduced bias in board member 
selection process through use of professional sources 
increasing overall heterogeneity in the composition of 
boards, encouraging diverse views and opinions. The 
paper interestingly notes that in presence of female board 
members, male counterparts behave in a more civilized 
manner moderating their masculinity leading to better task 
management, performance and effi cient governance. Their 
comprehensive research combining review of 400 published 
research papers on WOCB, highlight unique attributes of 
female directors relating to their experience, knowledge, 
skills and ‘feminine intuition’ that help in strategic decision 
making with a more open mindset balancing practical task 
attributes with detailed analysis. 

2.2.   Women on Corporate Boards: Global 
Snapshot

There is plethora of research that has been conducted in the 
last decade detailing women participation as directors on 
Corporate/Company Boards. However most of the researchers 
have used different parameters for tracking this data, some 
considering only full-time executive director positions across 
Fortune 500 companies while others have included non-
executive director positions along with a consideration for 
smaller companies with family members (female members) 
acting as representatives on company boards. It thus 
becomes diffi cult to accurately state the percentage of exact 
representation by women on corporate boards in a global 
context, however for the purpose of this paper the researcher 
has considered statistical data availed by Governance 
Metrics International (GMI) which has conducting surveys 
annually and consistently tracking progression of women 
director on boards globally3. The data pertaining to global 
survey conducted in 2009 and 2010 clearly depicts the 
Scandinavian countries leading in terms of average women 
percentage representation on company boards. For the year 
2010, Norway (34.25%), Sweden (23.89%), and Finland 
(23.41%) lead across European nations with countries 
like Austria (7.73%), Belgium(6.75%), France (9.47%), 

3 Refer GMI survey 2011 for more info.
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table 1: average percentage of women on Boards by Country

Source: GMI Survey 2011
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Germany (10.46%), Greece (8.53%) showing variations 
in terms of progression of women at boardroom levels. 
Italy surprisingly scores quite a lower percentage (3.42%) 
amongst the European nations, known for its developed 
economies and well-structured policies and practices in 
Corporate Governance. The situation doesn’t improve across 
other developed nations like USA (12.21%), UK (8.46%), 
and Australia (8.28%) with Japan having the lowest fi gures 
at just 0.89%. Developing countries, specifi cally the BRIC 
nations too do not highlight a positive picture towards 
women presence in boardrooms. China leads the table with 
7.19% representation followed closely by Russia 

(5.21%), India (4.79%) and Brazil (4.61%) respectively.

2.3.  The Indian Story

India has traditionally been a matrilineal society from 
ancient (Vedic) times, Women in ‘Hinduism’ have always 
been considered as producers of life and caretakers for the 
family. There is a certain distinction between how ‘women’ 
are viewed by the Western and Indian society. While the 
Western culture believes, women to be lacking power and 
ability for assuming higher roles and undertaking strenuous 
work; the Indian philosophy based on Hinduism believes 
that women represent ‘Shakti’ or energy that needs to be 
tamed and routed for creation of life (Srinivas et al 1999). 
Klostermaier (1994) through his work actually upholds 
the revered status of Indian women from ancient times. He 
reiterates that ancient scriptures from Vedic era have always 
portrayed ‘feminine power’ as the ultimate source of life 
and giver of energy to the masculine entity (a concept truly 
depicted as ardhanarishvara, the representation of God as 
being half man and half woman). Indian history speaks of 
many heroic women with strong will power, viz Sita from 
Ramayana, Draupadi and Kunti from Mahabharata. Rig 
Veda (V. 28) also depicts women having held high status 
as “Brahmana’ during those ages with equal command over 
scriptures and knowledge as their male counterparts.

However the country gradually transformed in to a patriarchal 
society with the advent of Aryans around 1500 B.C. and 
diminishing of female power (Liddle and Joshi 1986). This 
pattern of society was only reinforced with advent of Muslim 
rulers, wherein the women started practicing ‘Purdah’ (veil 
covering head and face) both as part of tradition by Muslim 
women; and to escape the wrath ( or bad intentions) of 
scrupulous Muslim commanders by Hindu women.

India over the evolving centuries, belittling its glorious 
ancient history became essentially a male dominated society. 
This gradual progression and patriarchal dominance is 
today aptly visible with the country giving little importance 
to women in terms of acquiring power, prestige, enviable 
position or monetary growth. The very concept of imparting 
equivalent education to the female sex alongside their male 

counterparts has thereby been criticized and marginalized, 
with the Indian govt. struggling to restore equal rights of 
education and growth across genders. The evidence can be 
detailed through some facts.

Currently, over 85 percent of the total girl children • 
attend primary school, less than 60 percent enroll in 
the secondary level and less than 12 percent in the 
tertiary level. As per the Economic Survey 2010-11; as 
in 2010, 5.9 per cent of girls in the 11-14 age group are 
still out of school.
This reducing enrolment percentage defi nitely has • 
an impact on the number of graduating women 
professionals. Less than 40 percent of the total 
graduates are women. 
According to a UN study, time-use surveys in six states • 
in India reveal that women typically spend 35 hours per 
week on household tasks and caring for children, the 
sick and elderly, against 4 hours per week for men.
According to the Registrar General of India, the • 
proportion of women in the workforce in 1981 was 
19.7 percent and it rose to 22.7 percent in 1991, further 
rising to 25.7 percent in 2001. However the fi gures 
again dipped to an average of almost 19% by the year 
2004.4 
In terms of gender equality index (GEI), India with an • 
index value of 0.748 ranks 122 out of a total of 168 
countries in 20085.

Labour force participation rates (LFPR) – CDS (per 1000 
in %)

Year/Gender 1983 1993-94 1999-00 2 0 0 4 -
05

2009-10

Rural male 52.7 53.4 51.5 53.1 53.6

Rural female 21.9 23.2 22.0 23.7 19.7
Urban male 52.7 53.2 52.8 56.1 55.0
Urban fe-
male

12.1 13.2 12.3 15.0 12.9

Work force parti cipati on rates (WPR) - CDS 
(per 1000 in %)

4 Nasscom
5 The GEI captures the loss in achievement due to gender 

disparities in the areas of reproductive health, empowerment, 
and labour force participation with values ranging from 0 
(perfect equality) to 1 (total inequality). The GEI index value 
of 0.748 indicates a higher degree of gender discrimination 
in India compared to countries like China (0.405) and Sri 
Lanka (0.599). – The Economic Survey 2010-11. Retrieved 
from: http://www.indiabudget.nic.in/budget2011-2012/
es2010-11/echap-12.pdf
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Year/Gender 1983 1993-94 1999-00 2004-05 2009-10

Rural male 48.2 50.4 47.8 48.8 50.1

Rural female 19.8 21.9 20.4 21.6 18.2
Urban male 47.3 49.6 49.0 51.9 52.2
Urban female 10.6 12.0 11.1 13.3 11.7

Source: Various rounds of NSSO survey on employment and 
unemployment/planning commission.6

The Economic Survey 2007 – 2008 also conveys some 
interesting facts in terms of women participation in the 
workforce in the organized sector. As compared to the 
private sector which has 20.95 lakhs women against 63.57 
lakhs men, the Public sector has a dismal 29.21 lakhs women 
against 150.86 lakhs men in the workforce. While prevalent 
data suggests that women have almost one-third participation 
in the workforce, their representation reduces statistically at 
the ascending stages of the corporate ladder, specifi cally at 
the senior management positions. 

The Cranfi eld School of Management in association with 
Community Business conducted an extensive survey on 
BSE-1007 listed companies in India, covering a total of 
1,124 directorships to understand the status of women 
representation in corporate boardrooms across these top listed 
Indian companies. This was further followed by interview 
data collection for 18 senior women leaders to understand 
their perspectives towards women participation in Indian 
boards. The survey found that of the total 1,124 directorship 
in the BSE-100 listed companies (comprising 26 industry 
classifi cations)8, only 59 directorships (just about 5.3%) and 
8 executive directorships (around 2.5%) out of 323 total 
executive directorship positions,  were held by women. In 
terms of companies, the survey portrays 54 companies having 
no female directors on board (54%) with 46 companies 
having at least one female director and only 12 companies 
with multiple female directors (more than one). Worldwide 
survey by Governance Metrics International (GMI)9 on the 
average percentage of women on board globally, depicts a 
slight increase of 0.58% from 2009 (4.21%) to 2010 (4.79%) 
for India.

These fi ndings refl ect pathetic situation of women in 
leadership roles in a country like India where women 
literacy levels have been steadily growing (Census Survey 
2011 recorded women literacy rate at 65.46%, up by 11.79% 

6 Data availed from http://www.mospi.nic.in, various rounds 
of National Sample Survey Organization.

7 BSE-100: Bombay Stock Exchange 100 public listed com-
panies

8 Refer Standard Chartered Bank: Women on Corporate 
Boards in India 2010

9 Governance Metrics International Survey 2010

as against the male literacy rate at 82.14%, going up only 
by 6.88%)10. A survey was also conducted by the Forum for 
Women in Leadership (WILL Forum) and KPMG in 2009 to 
understand the context of women in leadership roles through 
the viewpoints of senior management personnel, both male 
and female comprising a total of 104 employees. The study 
found that over 60% of these executives believed that women 
are equally capable in strategic decision making at senior 
levels in comparison to their male counterparts with an over 
helming 90% agreeing that women are adept at managing 
both clients and teams in a fair and consistent manner. The 
fi ndings refl ect and confi rm research earlier conducted by 
Budhwar et al (2005) that summarized the strengths of 
Indian women mangers in the context of adaptability to 
situations, collaborative work style in handling colleagues, 
crisis management capabilities and sensitivity in managing 
work relationships making them better and capable leaders 
in an ever changing volatile business environment of the 
new millennia.

3.  Di�cu��ion

The intention of this paper was in consolidating the 
vast amount of literature and data pertaining to women 
participation levels in the workforce while highlighting 
their presence at senior management positions specifi cally at 
the boardroom level in the global context. It was necessary 
that going along the path, an understanding of the need for 
diversity across boardrooms and strong representation of 
women in line with enhancing this diversity aspect be clearly 
outlined.

The paper has tried to create a portrayal of the global 
situation by highlighting aspects of enhanced participation 
in the developed nations (mostly nations in the European and 
the American continent), though stagnating and growing at 
a slow pace in some instances; against the pathetic situation 
existing across countries in the Asia-Pacifi c region, Africa 
and the Middle-east.

While countries have tried to address the lack of women 
representation at leadership positions and board levels 
under diversity, equal employment opportunity and 
corporate governance parameters; the methods, norms and 
policies adopted have been varied. Most European nations, 
specifi cally the Nordic countries having strong presence 
of women in their workforce; have supported board room 
presence of the ‘fair sex’ through stringent legislations facing 
dissolution of concerned companies (publicly listed) in case 
of non-compliance. Other nations, part of the European 
Union have modifi ed their Corporate Governance norms 
by way of encouraging women representation on boards 

10  http://www.censusindia.gov.in/2011-prov-results/data_
fi les/india/Table-2(3)_literacy.pdf
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with reasons and explanation by concerned companies 
for non-compliance rather than stringent measures, along 
with debating implementation of legislations for higher 
compliance levels. Following them are countries like USA, 
Canada and Australia that have moved towards briefl y 
increasing women representation on their corporate boards 
by way of modifying corporate governance codes and ethics. 
Lagging behind are the rapidly developing nations of Asia, 
with lowest participation of female in management positions, 
more so at leadership levels. Japan is a contradiction in this 
region with alarmingly low level of participation by women 
at senior management and board room levels, despite being a 
developed nation; that only outlines the negative co-relation 
between GDP and women empowerment.

The UNDP Asia-Pacifi c Human Development Report 2010, 
states that there seems to be wider diversity on gender 
rights even within sub-regions of Asia-Pacifi c, wherein 
East Asia and Pacifi c are moving ahead but South-Asia still 
lags behind on parameters like health, adult literacy and 
economic participation; at times even behind sub-Saharan 
regions. This report gives a glimpse of the real status of 
women in the APAC region being an eye-opener for political 
and economic strategists who seem to gloat over the rapid 
progress and economic development happening across these 
regions without caring about inclusion of minority groups in 
its purview

The situation in India does not portray a picture different 
to its counterparts in the BRIC nations or its Asia-Pacifi c 
cousins. Women though revered in Indian culture as ’Devi’ 
or ‘Shakti’, do not fi nd the same status being accorded in 
the work domain which tends to be more male dominated, 
specifi cally in regions with patriarchal society composition. 
Regions with tradition based matriarchal leanings too exhibit 
women empowerment through progression in education or 
increasing participation at entry and middle management 
level positions, however the decisional roles at the top slots 
still remain occupied by the dominant gender. The question 
whether cultural factors related to gender bias play a potential 
role in undermining capabilities of women managers has 
been explored time and again by many researchers through 
attitudinal and perceptual studies (Kundu, 2003, Budhwar 
et al, 2005), glass ceiling effect and organizational surveys, 
however an emphasis on factors that may contribute to 
bringing about change in the situation through organizational 
and societal initiatives has been seldom explored.

While Indian women at senior positions strongly believe in 
their capabilities and feel that gender should not be a bias 
for growth11; there is apprehension both in the Corporate 
sector and at the political level in implementing mandatory 
Corporate quotas in the country citing lack of experienced 

11  Refer survey Cranfi eld School of Management and Com-
munity Business 

women at the top. The Indian government has taken some 
steps in enhancing women representation in the legislative 
sphere by passing the Women’s Reservation Bill in the upper 
House (Rajya Sabha) mandating 33% reservation for women 
in gram panchayats (village councils), state assemblies and 
the parliament in 2010,  which has been applauded as a 
historic step towards women empowerment12. However the 
intentions of the government remain sketchy in relation to 
corporate quotas for women, with changes to be proposed in 
the Companies Bill 2009 mandating one board seat reserved 
for women on boards comprising fi ve or more independent 
directors13; still pending with no concrete outcome.

4.  Conc�u�ion

Progress for women as board member and their acceptance 
in decisional roles across organizations globally has and 
will be a patient and arduous journey uphill, with blockages 
in terms of vociferous counter arguments against specifi c 
bias for the female gender at all levels in the society. Most 
debates on gender equality and female empowerment center 
around the premise of availing substantial benefi t to the ‘fair 
sex’ through reserved quotas and pools by way of mandatory 
legislations and policies; reason being that this specifi c 
gender has long not been accorded its rightful status in the 
society and has been successively ignored in economic 
progression relegating their potential to mere ‘nurturers’ or 
‘care givers’. However thus arises three major questions, fi rst
– do women themselves think that they should be availed 
reserved quotas/pools in organizations or do they want to 
compete on merit and avail something that is rightfully their 
success?, second – do corporate quotas/legislative quotas 
(as has been implemented in some nations viz. Norway and 
India respectively) make a major difference in empowering 
women as decisional authorities or do they get diluted by way 
of ineffi cient selection, nepotism and projection of pseudo 
candidatures?, third – can organizations globally utilize this 
potential talent pool by way of creating policies/practices 
that encourage more participation by women at managerial 
level ensuring their rightful and meritorious access to senior 
management cadres as Board members. Future researches 
in these directions need to explore and answer the above 
questions paving way for enhanced women participation on 
corporate boards. 

R���r�nc��

Banerji, A., Mahtani, S., Sealy, R. & Vinnicombe, S. (2010). 

12  http://articles.timesofi ndia.indiatimes.com/2010-03-09/
india/28137030_1_unruly-scenes-women-s-reservation-bill-
constitution-amendment-bill

13  http://www.business-standard.com/india/news/women-to-
get-one-reserved-seatcompany-boards/427860/



Gender Diversity in Boardrooms: Comparative Global Review and India 23

Standard Chartered Bank: Women on Corporate Boards 
in India 2010, International Centre for Women Leaders, 
Cranfi eld School of Management. Retrieved 11th Nov 
2011, from      http://www.communitybusiness.org/im-
ages/cb/publications/2010/WOB_India.pdf

Bilimoria, D. (2000a). Building the Business Case for 
Women Corporate Directors. In: Burke, R. and Mattis, 
M. (eds.), Women on Corporate Boards of Directors: 
International Challenges and Opportunities (pp. 25-40). 
Dordrecht, Netherlands: Kluwer Academic Publishers. 

Budhwar, P. S., Saini, D. S., & Bhatnagar, J. (2005). Women 
in Management in the New Economic Environment: The 
Case of India. Asia Pacifi c Business Review, 11(2), pp. 
179-193.

Burke, R., (1997). Women on Corporate Boards of Directors: 
A Needed Resource. Journal of Business Ethics, 16 (9), 
pp. 909-915. 

Charan, R. (1998). Boards at Work: How Corporate Boards 
Create Competitive Advantage. San Francisco: Jossey-
Bass. 

Flynn, P. M. & Adams, S. M. (2004). Women on Board, 
Bized/AACSB International. Sept/Oct, 1, pp. 34-39, 
Retrieved 5th Nov 2011, from http://www.aacsb.edu/pub-
lications/archives/sepoct04/p34-39.pdf

Hodoson, R. & Sullivan, T. A. (2008). The Social Organization 
of Work. Cengage Learning, Wadsworth.

Kundu, S. C. (2003). Workforce Diversity Status: A Study 
of Employees Reactions. Industrial Management & Data 
Systems, 103(4), pp. 215-226 

Klostermaier, K. (1996). Sri Tattva (The Goddess Principle), 
A Survey of Hinduism. Journal of Vaisnava Studies (4(1), 
pp. 21-36)., Albany: State University of New York Press. 

Liddle, J. & Joshi, R. (1986). Daughters of Independence. 
New Brunswick, New Jersey: Rutgers University Press. 

Norburn, D. (1989). The Chief Executive: A breed apart. The 
Strategic Management Journal, 10(1), pp. 1-15.

Ratnam, C. & Chandra, V. (1996). Sources of Diversity and 
the Challenge before Human Resource Management in 
India. International Journal of Manpower, 17(4/5), pp. 
76-108.

Singh, J. P. (1990). Managerial Culture and Work-Related
Values in India. Organization Studies, 11(1), pp. 75-101.

Sinha. J. B. P. & Sinha, D. (1990). Role of Social Values in 
Indian Organizations. International Journal of Psychology, 
25 (5/6), pp. 705-710

Sinha, Jai, B. P. & Kanungo, R. N. (1997). Context Sensitivity
and Balancing in Indian Organizational Behaviour. 
International Journal of Psychology, 32(2), pp. 93-106.

Singh, V., Vinnicombe, S. & Johnson, P. (2001). Women 
Directors on Top UK boards, Corporate Governance. An 
International Review, 9(3), pp. 206-216. 

Singh, V. & Vinicombe, S. (2005). Female FTSE Report 
2005 – New Look Directors Add Value to FTSE 100 
Boards, Published by School of Management, Cranfi eld 
University. Retrieved 8th Nov 2011, retrieved from http://
www.som.cranfi eld.ac.uk/som/dinamic-content/research/
documents/ftse2005full.pdf

Sparrow, P. & Budhwar, P. (1997). Competition and Change: 
Mapping the Indian HRM Recipe against World-Wide 
Patterns. Journal of World Business, 32(3), pp. 224-242.

Srinivas, S., Allen, R. & Sakamoto, S. (1999). Cross Cultural 
Study of Attitudes Toward Women as Managers in Four 
Countries, Presented at the International Conference, 
Academy of Business and Administrative Sciences 
(ABAS). Retrieved 6th Nov 2011, from www.sba.muohio.
edu/abas/1999/srinivsh.pdf

Tayeb, M. (1987). Contingency Theory and Culture: A Study 
of Matched English and the Indian Manufacturing Firms. 
Organisation Studies, 8(3), pp. 241-61.

Terjesen, S. & Singh, V. (2008). Female Presence on Corporate 
Boards: A Multi-Country Study of Environmental Context. 
Journal of Business Ethics, 83(1), pp. 55-63.

Terjesen, S., Sealy, R. & Singh, V. (2009). Women Directors 
on Corporate Boards: A Review and Research Agenda, 
Corporate Governance. An International Review, 17(3), 
pp. 320-337.

Tripathi, R. C. (1990). Interplay of Values in the Functioning 
of Indian Organizations. International Journal of 
Psychology, 25(5/6), pp. 715-720.

Westphal, J. & Zajac, E. (1995). Who Shall Govern? CEO/
Board Power, Demographic Similarity and New Director 
Selection. Administrative Science Quarterly, 40(1), pp. 
60-83.

W�� R���r�nc��

Census Survey. (2011). Retrieved Nov 6th 2011, from http://
www.censusindia.gov.in/2011-prov-results/data_fi les/in-
dia/Table-2(3)_literacy.pdf

Economic Survey. (2007-2008). Retrieved Nov 4th 2011, 
from http://indiabudget.nic.in/es2007-08/esmain.htm

Economic Survey. (2010-11). Retrieved 19th June 2012 from 
http://www.indiabudget.nic.in/budget2011-2012/es2010-
11/echap-12.pdf

Governance Metrics International (GMI), Women on Boards: 
A Statistical Review by Country, Sector and Super sector. 
(2010). Retrieved Nov 4th 2011, from http://www.gmirat-
ings.com/(bnnl3555sqbsvh551v2jfs55)/hp/Women_on_
Boards_-_A_Statistical_Review_from_GMI_-_3_2_09.
pdf

ILO, Economically Active Population: Estimates and 
Projections, 1950-2010. (1996). Geneva, (4th ed.). 



24  Journal of Strategic Human Resource Management Volume 1 Issue 2 June 2012

Retrieved Nov 4th 2011, from http://www.ilo.org/global/
statistics-and-databases/WCMS_087891/lang--en/index.
htm

ILO Global Employment Trends for Women. (March 2009). 
Retrieved Nov 4th 2011, from http://www.ilo.org/wcmsp5/
groups/public/@dgreports/@dcomm/documents/publica-
tion/wcms_103456.pdf

ILO Global Employment Trends 2011. Retrieved Nov 4th

2011, from http://www.ilo.org/wcmsp5/groups/public/@
dgreports/@dcomm/@publ/documents/publication/
wcms_150440.pdf

ILO - Women in Labour Markets, Measuring Progress 
and Identifying Challenges. (March 2010). (Pp. 1-109). 
Retrieved Nov 4th 2011, from  http://www.ilo.org/wc-

msp5/groups/public/---ed_emp/---emp_elm/--- trends/
documents/publication/wcms_123835.pdf

Nasscom India Reports on Education and Employment. 
Retrieved Nov 6th 2011, from www.nasscom.org 

UNDP Asia-Pacifi c Human Development Report. (2010). 
Retrieved 9th Nov 2011, from http://hdr.undp.org/en/
reports/regionalreports/asiathepacific/RHDR-2010-
AsiaPacifi c.pdf

WILL KPMG Survey. (2009). Retrieved Nov 6th 2011, 
from http://www.amchamindia.com/WILL-KPMG%20
Survey%20Report.pdf


