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Abstract 

This study aims to identify the elements contributing to the prolonged stagnation of female 

interest and to shed light on the reasons behind the recent decline in female workforce 

collaboration in India's conventional labour force. By means of an evaluation of labour market 

fluctuations, a sequence of scenario analyses, and econometric analysis, we explore four 

prominent hypotheses on the primary causes of the decrease in female cooperation. The 

findings presented in this research show that a number of factors contributed to the recent 

decline in working-age women's estimated workforce support rates. A few components, such 

increased training involvement and improved family pay levels, undoubtedly contribute to the 

favourable perception of the rapid financial turnaround. Furthermore, we find evidence that 

the difficulty of separating out household responsibilities from contributing to family work is 

likely to have contributed to the estimated decline in female collaboration, given changes in 

estimating approach across study adjustments have been made. However, the most significant 

long-term problem is that Indian women have few economic opportunities, as shown by factors 

like language-related isolation. 

Keywords: Gender stereotypes, Lack of childcare support, Discrimination in hiring/promotion, 

Work-life balance. 

1. INTRODUCTION  

Notwithstanding improvements in gender equality, women's underrepresentation in the official 

workforce is a complicated, multidimensional problem that still exists on a worldwide scale. 

Women still confront obstacles to full participation in the job sector, despite notable progress 

toward gender parity in political representation and education [1]. This problem is a reflection 

of institutional prejudices, structural disparities, and deeply ingrained cultural standards that 

prevent women from advancing in their careers and gaining access to economic possibilities. 

In order to effectively promote gender equality and inclusive economic development, it is 

essential to comprehend the causes that lead to women's restricted involvement in the official 

workforce. This study looks at a wide range of barriers that prevent women from entering the 

formal sector, such as societal norms, discriminatory behaviours, restricted access to education 

and training, uneven remuneration, difficulties juggling work and personal obligations, and a 

lack of infrastructure and supporting legislation [2]. This research intends to inform policy 

actions and activities that may empower women, deconstruct structural obstacles, and build a 

more equal and inclusive workforce for everyone by identifying these barriers and their 

underlying causes. 

2. LITERATURE REVIEW  

In 2021, Jayachandran, S [3]. Cultural hurdles that prevent women from participating in and 

succeeding in the labour market in emerging nations are the subject of this study. I start off by 
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talking about how economic growth and female employment are related, and I make the case 

that cultural norms contribute to the explanation of the significant disparities in female 

employment between nations with similar levels of development. I next look at a number of 

gender-related societal norms that limit women's work opportunities and provide instances of 

programs that try to remove these obstacles. While some measures aim to challenge the norms, 

others are made to work around them, enabling women to succeed in the workforce in spite of 

them. Empirical data suggests that both strategies have the potential to enhance women's 

incomes and labour market involvement. A viable approach to reducing gender disparities in 

the workforce is culturally sensitive policymaking.  

Nguyen, D. C., Lee, E. S., Szkudlarek, B., and Nardon, L. (2020) [4]. The extant literature on 

refugee employment and workforce integration is dispersed across many disciplines, which 

presents a formidable obstacle for management researchers seeking to make timely and 

relevant contributions. Through a review and synthesis of the interdisciplinary literature on 

refugee employment and workforce integration, we want to address this difficulty in this study. 

We summarize the complexity of variables influencing refugees' job outcomes by organizing 

our results around three levels of analysis—institutional, organizational, and individual—using 

a relational framework. Drawing from our data, we present and expound upon the concept of 

the "canvas ceiling," which is a multifaceted and systemic impediment to the integration of 

refugees into the workforce and their career progression. This study leads to two main 

contributions. The comprehensive research on the difficulties in integrating refugees into the 

workforce is first mapped out and integrated. Secondly, we provide management scholarship 

with an agenda for future study to close the knowledge gap found in this review and promote 

useful advancements in this field.  

Nokelainen, P., Pylväs, L., and Puhakka, I. J. (2021) [5]. In this study, survey data from 153 

workers of two Finnish engineering firms were gathered between 2018 and 2019. Correlation 

analysis and structural equation modeling (observed and latent variable path analysis) were 

used to examine the data. The findings indicate that a larger workplace learning environment 

is linked to greater fulfilment of fundamental psychological requirements. Work happiness is 

positively correlated with high levels of autonomy and competence, adaptability, learning 

promotion, and skill recognition. Lower desire to leave the company is correlated with higher 

degrees of autonomy and non-routine job activities. The findings show that although high 

levels of competence, involvement, and comprehension of the workplace are positively 

connected with turnover intention, turnover intention is not always linked to solely 

unfavourable circumstances or perceptions. The results provide insights into workplace 

elements that are important for enhancing workers' wellbeing and workplace learning. The data 

also demonstrate how vague turnover intention is.  

Hutchings, Moore, S., Garofano, N., Chai, A., & Moyle, C. L. (2020) [6]. Despite making up 

the majority of workers in the tourist industry worldwide, women are still overrepresented in 

low-paying, part-time, and informal occupations and underrepresented in managerial positions. 

Previous studies indicate that women face a variety of obstacles to employment and career 

advancement, including work/family conflict, gender discrimination, and workplace and labour 

market segregation in the tourist industry. This study examines 363 responses from employers, 
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workers, government officials, representatives of non-governmental organizations, and 

academics in 21 APEC member economies. It also presents the findings of an international 

survey on women's employment in the tourism sector. The findings demonstrate the persistent 

economic segregation of women, but they also draw attention to intersectionality and national 

cultural hurdles that impede women's job opportunities and career advancement in the tourist 

industry. The presentation includes human resource management tactics, policy initiatives, and 

consequences to lessen gender segregation, boost management representation, and provide 

equal employment chances. 

3. CURRENT STATUS OF WOMEN'S PARTICIPATION IN THE FORMAL 

WORKFORCE 

The way women are portrayed in the workforce varies throughout industries and professions, 

showing progress as well as persistent challenges in achieving gender parity in the workplace. 

3.1.Statistical Overview 

The rate at which women worldwide are cooperating in the workforce has noticeably increased 

recently. Numerous factors, such as increased training accessibility, evolving cultural views on 

orientation-related employment, and strategic mediations aimed at promoting orientation 

consistency among the workforce, may be attributed to this deluge [7]. Despite these efforts, 

significant gender gaps still exist, especially in fields like STEM (Science, Innovation, 

Designing, and Arithmetic), development, and assembly that are traditionally dominated by 

males. Women continue to be underrepresented in these fields, where they face barriers ranging 

from accepted stereotypes to societal norms that block their advancement and equal 

opportunity. Alternatively, women are treated unevenly in sectors such as healthcare, education, 

and social services, often with caregiving roles that conform to cultural norms and real 

orientation standards. Coordinated efforts are needed to close the orientation gap in the labor 

force by addressing fundamental inequalities, promoting inclusion, and removing obstacles that 

prevent women from fully cooperating and advancing in all spheres of the economy. 

 

Figure 1: Women's Participation in The Formal Workforce 

3.2.Disparities in Employment Rates and Job Segregation: 

Constant fluctuations in business rates continue to plague efforts to achieve an orientation 

balance, with women often suffering from greater rates of underemployment or unemployment 
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when compared to their male counterparts [8]. Furthermore, solitude at work continues to be a 

powerful disincentive, maintaining irregular orientation throughout the workforce. This 

seclusion manifests itself in the concentration of individuals in certain industries and 

professions, exacerbating inequality. Women are disproportionately employed in low-wage, 

part-time, or informal jobs that often provide little opportunity for career advancement and 

financial security. Therefore, word-related isolation fills orientation wage anomalies and 

strengthens orientation generalizations. those that are typically associated with women are 

often undervalued and paid less than those that are mostly held by men but require comparable 

levels of training and experience [9]. Taking care of these intricate differences calls for 

extensive systems aimed at breaking down barriers to allow for business opportunities, 

verifying assumptions, and improving equitable compensation procedures to promote a more 

diverse and impartial workforce. 

3.3.Leadership Positions and Glass Ceiling 

The persistent underrepresentation of women in leadership positions and dynamic occupations, 

sometimes referred to as the "discriminatory limitation," continues to be a formidable challenge 

in many industries and enterprises. This anomaly is noteworthy because it reflects ingrained 

barriers and discriminatory practices that prevent women from advancing into powerful 

positions and having an effect inside organizations. Women continue to face significant 

obstacles in their ascent to the highest levels of executive and administrative management, both 

in public and private spheres, despite concerted efforts to promote orientation variety and 

consideration in corporate sheets and chief authority [10]. A lack of representation of women 

in positions of leadership undermines the progress, sufficiency, and overall effectiveness of 

hierarchies, as well as perpetuates differences in orientation. In order to address the 

unachievable rank, proactive steps must be taken to remove underlying barriers, question 

ingrained attitudes, and create avenues for women to ascend to positions of authority. This will 

improve authoritative achievement and foster more notable orientation correspondence [11]. 

 

Figure 2: Leadership Positions 
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4. BARRIERS PREVENTING WOMEN FROM ENTERING THE FORMAL 

WORKFORCE 

4.1.Cultural Norms and Stereotypes 

Establishing societal norms and stereotypes based on orientation often dictate traditional roles 

and expectations for women, limiting their access to formal commercial opportunities. Cultural 

presumptions regarding women's roles as caregivers and parents might discourage women from 

pursuing careers or going into professions where men predominate. 

4.2.Discriminatory Practices  

Discrimination based on sexual orientation remains a major barrier to women's participation in 

the traditional workforce. Women may experience discriminatory hiring practices, uneven pay, 

limited access to training and career-advancing opportunities, and provocation or 

predisposition in the workplace, all of which contribute to their underrepresentation in 

particular industries and administrative positions. 

4.3.Limited Access to Education and Training 

Inadequate access to high-quality education and the preparation of important opportunities 

might hinder women's ability to develop the skills and competencies needed for formal 

employment. Certain factors, such as limited access to educational resources, societal norms 

that favor male education, and the obligations associated with getting married young or having 

children, might adversely affect women's opportunities for educational success and career 

advancement. 

4.4.Unequal Pay and Economic Inequality 

Pay gaps due to orientation persist in many countries, when women are paid less than men for 

doing identical or equally valuable work. Inequitable pay perpetuates economic inequality and 

undermines women's financial independence and bargaining power in the labour market, 

making it more difficult for them to join or remain in traditional company. 

4.5.Work-Life Balance Challenges 

For women, juggling work and family responsibilities may be particularly difficult, especially 

in cultures or societal structures where caring for others is primarily the domain of women [12]. 

Lack of appropriate childcare options, rigorous work schedules, and limited parental leave 

policies may force women to choose between their careers and taking on care responsibilities, 

which will reduce labour force participation and interfere with their professional lives. 

4.6.Lack of Supportive Policies and Infrastructure 

Inadequate assistance from governmental policies and workplace policies may also undermine 

women's participation in the traditional labor force [13]. This includes inadequate maternity 

leave policies, a lack of childcare and breastfeeding facilities in the workplace, and limited 

access to affordable healthcare and mental health services, all of which have an unequal impact 

on women's ability to remain in or return to the workforce. 
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4.7.Gender Bias in Recruitment and Promotion 

Orientation tendency, which Favors male competitors over equally competent female recruits, 

may perpetuate disparities in the workplace over cycles of Enrollment and progress. Unfair 

performance evaluations, impersonal progress benchmarks, and a lack of diversity in active 

bodies may impede women's career advancement and prevent them from gaining access to 

leadership roles. 

5. CONCLUSION  

Addressing the factors impeding women's participation in the workforce requires a 

comprehensive strategy that addresses underlying primary disparities, questions social norms 

and stereotypes, promotes orientation-sensitive policies and practices, and creates inclusive 

work environments that value diversity and orientation equity [14]. Social orders can unleash 

the full potential of women as advocates for economic growth, progress, and social change by 

addressing these barriers. Even if there has been progress in increasing women's participation 

in the traditional labour force, significant differences still exist in terms of business rates, 

isolation at work, and authority representation. In order to address these differences, state-run 

administrations, corporations, general society associations, and individuals must make 

deliberate efforts to refute orientation stereotypes, advance comprehensive work environment 

approaches and practices, and create opportunities for women to thrive in all fields and at all 

levels of business [15]. 
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