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Abstract: Increasing globalization demands for more interaction among male and female, than ever before. This is 

dragging the organizations towards the need to diversify to become more innovative and open to change. Organizations 

have started recognizing the value of women employees, though the pace of change is slow but the process has been 

initiated by many firms to hire and retain women employees. Although organizations are showing a positive orientation 

towards female employees, the attitude of employees has not completely turned in favor of it. The attitude towards the 

practices followed by organizations greatly influences its advancement. Attitude is based on several traits of an individual 

like age, gender, education, experience, work location, family upbringing etc. This paper tends to study some of the factors 

responsible for framing the attitude of employees and also examines its effect on practices followed by the organizations 

for fostering female employees’ growth.  
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Introduction 

 

Organizations are adhering and acknowledging the fact that female employees are sensitive and need special care from the 

management to work freely and effectively because working conditions and environment affect a lot of employee’s especially 

females. Female employees should be given special consideration while developing organizational practices because of various 

concerned issues like stress free and friendly working environment, work life balance, respect of females, harassment etc. The 

sole reason why women employees leave the organization or feel reluctant in joining the workforce is the stress and pressure of 

professional life which takes over their personal life. It becomes hard for the women employees to manage both the work and 

family satisfactorily. Organizations should mainly consider the work life balance issues related to women employees. Many 

practices like providing facility of pick and drop, crèche, maternity leave provisions, flexible working hours, compressed work 

weeks, working from home facility etc can solve this problem to some extent. Other then these organizations can arrange 

counseling and assistance programmes, conduct yoga and regular health checkups for relieving and monitoring the stress level 

among women employees (Kalia, 2007).   

Though organizations are showing inclination towards such practices, but to what extent they implement it is dependent on its 

type, level of gender diversity and attitude of employees towards these practices. The type of company plays a significant role in 

the decision making process of whether or not to follow such practices or even employ females. All the firms differ in size and 

activities, and come with its own rules and company act. Comparison of public and private firms shows a great deal of difference 

in the number of women employed. Most public companies tends to employ more diverse workgroup due to its size as compared 

to private companies, the same applies to other types such as limited liability companies, Unlimited companies, Government 

companies and so on. (The Times 100, 2013). Apart from the size, the culture of the organization affects the level of women 

involvement and practices introduced for them. Each organizational culture is unique and different from any other companies; 

therefore any decision made by a company about workplace diversity is based on the company’s beliefs and norms, and must 

therefore be reflected on that company. Company location also contributes to the decisions of employing or not employing 

women, reason being the various restrictions imposed on Indian women by the society and family. These constraints do not 

permit women to work as freely as men. The level of freedom, the choice of job, the location of firm is the decision which is still 

left on to the male members of the family. Now, it is dependent on the company how they make things easier for women with the 

aim of achieving a balanced male to female ratio and implementing practices in favor of female employees.  

Related studies 

 

As per the findings of Lee Yun-Suk and Eun Ki-Soo (2005), Japanese women and men carried a more moderate attitude towards 

married women’s employment as compared to Korean counterparts. This difference in the attitudes may be due to various factors 

like labor force experiences of women, especially, the childcare system and gender discrimination. Similar study was conducted 

by Carol Larson Jones and Lianlian Lin (2001) where cross-cultural comparison of attitudes toward women in management on 

Chinese and American managerial employees was performed. The result revealed that Americans have more positive attitudes 

toward women managers than Chinese due to differences in cultural heritage, traditions and women’s conditions. Omer Caha 

(2010) findings stated that Turkish society has democratic attitude towards women gender roles either in familial, social or 

political life. Though the society is showing a positive approach still women employees are not treated equally at workplace. The 

study by Shen, Chanda, Netto and Mongo (2009) identified inequality and discrimination towards female employees at the work 

place and also revealed that HRM practices focuses more on equal employment opportunity and affirmative action legislation but 
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still less attention is given to valuing, mounting and making use of diversity. The study by Dr. Ti Hsu and Dr. Nikolai Wasilewski 

(1992) also found existence of gender discrimination at workplace despite the federal government’s effort to shatter the practice 

of “glass ceiling” which blocks the advancement of women to management positions. Cansu Akpinar-Sposito (2013) discovered 

that cultural beliefs or schemas about gender are an important predecessor of the glass-ceiling phenomenon in society. But the 

study by Bombuwela P. M., De Alwis A. Chamaru (2013) found negative relationship between Glass Ceiling and Women Career 

Development and discovered that Family Factor has effects on the Glass Ceiling whereas Individual Factors, Organizational 

Factors and Cultural Factors have a significant effect on Women Career Development. Kwon and Milgrom (2010) offered 

measures to improve representation of women employees and argued that government policy like Quotas have an important 

positive role in supporting the progress toward gender equality. 

 

Objective 

To find out the impact of employee’s attitude (based on demographic factors- age, gender, qualification and work experience) on 

organizational practices related to female employees. 

Research Methodology 

 

The study employed Descriptive research design. Six hundred and twenty five (625) respondents working in Delhi NCR were 

used as the sample size. Convenience technique was used to select men and women who are employed. Questionnaires and 

secondary data were also employed to collect data for the study. The researcher used the Statistical Package for Social Sciences 

(SPSS) to analyze data collected from the field. 

Hypothesis 1 

a. There is no statistical significant effect of employee’s age on  attitude towards organizational   practices. 

b. There is no statistical significant effect of employee’s gender on attitude towards organizational   practices. 

 Table 1 Distribution of respondent according to age and gender 

   N 

Age 1 below 25 years 80 

  

  

2 25-35 years 392 

3 above 35 years 153 

Gender 

  

1 Male 410 

2 female 215 

 

Table 1 shows that out of 625 respondents, 80 are below the age of 25 years, 392 fall in the age group of 25-35 years and 

remaining 153 are above the age of 35 years. Out of the total respondents 410 respondents are males and 215 are females. 

Table 2 Levene's Test of Equality of Error Variances for Attitude towards Organizational Practices 

F Sig. 

.521 .761 

 

The Levene’s tests showed that the testing results reach an insignificant level with t value .521 and the significance level .761 

(>.05). 

Table 3 Effect of Age and Gender on the Attitude of respondents towards organizational practices 

 

 F Sig. 

Age .625 .535 

Gender 5.523 .019 

Age * Gender .626 .535 

 

As per the findings shown in Table 3, gender played significant role in framing the attitude of respondents towards organizational 

practices, but age had no effect on the attitude of respondents. Age and gender altogether had no significant effect on the attitude 

towards gender diversity.   

 

Major Findings 

 

The first null hypothesis pertaining Research Question “There is no significant effect of Age on the Attitude towards 

Organizational Practices followed to foster Women’s Growth” was not rejected, F = .625, p =.535 

The second Null hypothesis pertaining Research Question “There is no significant effect of Gender on the attitude towards 

Organizational Practices followed to foster Women’s Growth”  is rejected, F = 5.523, p = .019 
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Hypothesis 2 

a. There is no statistical significant effect of employee’s qualification on attitude towards organizational practices.         

 

Table 4 Distribution of respondents according to Qualification  

 

Qualification of Respondents N 

UG 40 

Graduation 129 

PG 115 

Post PG 88 

Tech/Prof. 253 

Total 625 

 

As per table 4, out of the total population of 625, 40 respondents are under graduate, 129 respondents are graduates, 115 

respondents are post graduate, 88 respondents are post pg and 253 respondents have done professional/technical courses. 

Table 5   Levene's Test of Equality of Error Variances for Attitude of respondents towards organizational practices 

 

F Sig. 

1.188 .315 

 

The levene’s tests showed that the testing results reach insignificant level with t value 1.188 and the significance level .315 (> 

.05). Univariate analysis of variance (ANOVA) was conducted to evaluate the effect of qualification on the attitude of 

respondents towards organizational practices.  

Table 6 Effect of Qualification on the Attitude of respondents towards organizational practices 

 F Sig. 

Qualification 2.193 .052 

 

The table shows that there is significant effect of qualification on the attitude towards organizational practices at F = 2.193 with p 

= .052 ≤ .05. 

 

Major Findings 

 

The null hypothesis pertaining Research Question “There is no significant effect of Qualification on attitude towards 

Organizational Practices” was rejected, F = 2.193, p =.05 

Hypothesis 3 

a. There is no statistical significant effect of employee’s work experience on attitude towards organizational practices. 

Table 7 Distribution of respondents according to Experience 

 

Total work experience N 

below 5 years 226 

5-10 years 256 

above 10 years 143 

 

As per table 7, out of the total population of 625, 226 respondents have experience of below 5 years, 256 respondents have 

experience of 5-10 years and 143 respondents have experience of more than 10 years. 

Table 8  Levene's Test of Equality of Error Variances for Attitude  of respondents towards organizational practices. 

 

F Sig. 

2.662 .071 

 

The levene’s tests showed that the testing results reach insignificant level with t value 2.662 and the significance level .071 (> 

.05).  
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Table 9 Effect of Qualification on the Attitude of respondents towards organizational practices 

 F Sig. 

Experience .355 .702 

 

Table 9 shows that there is insignificant effect of experience on the attitude towards organizational practices at F = .355 with p = 

.702 > .05. 

Major Findings 

 

The null hypothesis pertaining Research Question “There is no significant effect of Experience on attitude towards Organizational 

Practices” was not rejected, F = .355, p =.702. 

 

Discussion  

 

The results of hypothesis clearly indicates that the practices implemented by the organizations for the welfare of female 

employees if greatly affected by the attitude of employees which is further dependent on their gender and qualification. Gender 

and qualification of the employee influence their attitude which in turn influences the implementation of practices. Positive 

attitude will support such practices whereas negative attitude will oppose. Other factors like age and experience of the employees 

were found to be absent in framing the attitude which therefore does not affect the implementation of organizational practices. 

The above stated findings are supported by study of Bombuwela and Chamaru (2013) who revealed that employee’s qualification 

and other organizational and cultural factors significantly affect the practices for women career development. Pande and Ford 

(2011) suggested that organizational practices like setting up Gender Quotas can enhance female leadership in politics and the 

corporate sphere because the major constraint is not lack of interest in leadership positions by women but it’s their gender that 

prevents them from growing. Quotas will helps in reducing the gender discrimination in long run.  

Conclusion  

 

Organizations are recognizing the need of practices for women employees’ growth and are also providing different amenities 

within the organizational boundaries to the female employees to reduce their stress regarding their minute problems. Though 

these practices and their implementation are affected by the attitude of employees, it depends whether the attitude is in favor or 

against. Gender and education of the employees have shown impact on their attitude whereas age and experience does not 

influence their attitude. The type of attitude will decide whether the organization will implement practices for women career 

development or not. If organizations offer stress free environment, comfortable working conditions, flexible working hours etc., 

the productivity of the female employees can be increased as seen the in the developed countries. It is the liability of the 

organizations to work for the welfare of the employees. Female employees are the part of the organization and contribute equally 

in achieving the goals. 
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