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INTRODUCTION

The United Nations Sustainable Development Goal #5 “Achieve Gender Equality And 
Empower All Women And Girls” remains a visionary roadmap to achieve gender 
inclusivity. World over there are several studies that conclude diversity in work culture 
directly relates to increased market value of the business. The evidence is also true 
with an inclusive employment policy reflecting on higher economic growth 
advancing to a sustainable business model.

Historically, the maritime industry has been characterised to have less female 
participation and male domination - inclusivity was not common among the 
companies. Women represent only 2% of the world’s 1.2 million seafarers and 94% of 
the women seafarers are working in the cruise industry. Although in the past two 
decades the maritime sector has seen a rise in female participation, still there is a long 
way to go. IMO dedicated the theme for 2019 as “Empowering Women in Maritime” 
highlighting the importance of a diverse industry.
 
There is a highly skewed proportion of females, especially at leadership positions. This 
has an impact on the visibility & contribution of women towards the maritime sector. 
There is also a dearth of data on the impact of women in shore and sea jobs. This study 
is a step in understanding the contribution of women within the maritime industry in 
India and  therefore a knowledge body for a business case on diversity.

Various factors were considered to understand the business case –business outcomes, 
company performance, customer retention, sale and decision making were explored 
in detail. While the results are limited to 104 sample companies, the qualitative 
insights and opinions are set to initiate further research and discussion in the domain. 

* (imo.org)
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FOREWORD
from Shri Mansukh Mandaviya, Union Minister of State for Shipping
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NOTE

“Maritime, Ports and Logistics form one of the important sectors in 
terms of potential collaborations between the Dutch and Indian 
authorities as well as businesses.

The Netherlands is committed to achieve the SDG’s, and SDG 5 ie., 
gender equality is to empower all women and girls . Empowering 
women and promoting gender equality, is crucial to accelerating 
sustainable development.

Maritime as a sector is male dominant, irrespective of the fact that it does have 
participation and presence of women in strong roles within the sector. Gender 
equality does not mean promoting women for the namesake irrespective of the 
talent, we believe that women have all the power and the talent to survive in any 
industry provided they get the appropriate ecosystem. With this background we as a 
Dutch network in India are supporting Maritime SheEO for this survey.”

This Survey has been conducted to understand linkages between profitability, 
productivity and workforce diversity. 

It is very important for businesses to understand that Diversity Matters, not with the 
objective to empower women alone but also as a business profitability perspective 
and to make use of all the human capital we have in our society. This survey will 
present the business case advocating why diversity matters.

Maritime sector though male dominated within its various folds of subsectors and 
surrounding elements has many opportunities for deserving women to be involved, 
and this report may highlight the business case in diversity and make organisations 
think in the direction of Diversity.

I sincerely appreciate the efforts of Ms. Sanjam Gupta of Maritime SheEO , who has 
been tirelessly working on the agenda of diversity in the maritime sector in India. We 
support her in her efforts, and this is just the beginning. I am confident endeavors’ like 
this can bring a change in the industry and take us a step closer towards achieving 
SDG 5.”

by H E Marten Van Den Berg, Ambassador-Embassy of The Netherlands in India
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Note

When I joined the maritime industry in 2001, I often found myself as 
the “only woman” in the room at conferences and meetings. Today 
this is not the case and while women are more visible,  yet we are 
talking about the same issues-equal opportunities for women.

In 2019, as part of my Sandvik Gender Award, we conducted India’s 
first survey for women in maritime. It gave us valuable baseline 
information on companies, women onshore and women seafarers. 

The report can be accessed here
www.maritimesheeo.com

While companies look at Diversity as a moral issue, the "right thing to do" -they don't 
always recognise that diversity also makes good business sense.  As part of my 
commitment to Diversity, with the support of The Consulate General of the Kingdom 
of the Netherlands, we conducted  research to understand linkages between 
profitability, productivity and workforce diversity.

There is substantial research to show that diversity enhances business performance. 
Despite that, gender equality remains a major issue in the maritime world. Women 
are significantly underrepresented in the maritime industry, with fewer women than 
men hired at entry level and extremely few women at leadership positions.

The maritime world needs a concrete plan for supporting and advancing women. This 
requires a shift in the mindsets and the image of the maritime industry. A clear 
message was received from all the interviews we conducted- while companies need 
to step up, women too need to come forward and take up every opportunity given to 
them. 

This holds true for women at sea and shore positions. It is clear from the increasing 
numbers of women cadets that women are keen to take up seafaring as a profession. 
However it's important that these women get the opportunity to complete seatime 
and sail in a safe, secure and conducive environment that promotes and embraces 
diversity.

We are still at a place where we are talking of the first woman pilot, the first woman 
CMD of SCI. Clearly we need more women in leadership positions and in general. We 
shouldn't  be having a separate “woman only” panel at conferences. We need to have 
women present across the board, at conferences and yes , companies need to recruit 
and promote the right “person” for the job , not the right “man” for the job.

Together let's work towards a more Inclusive and Diverse Industry.

by Sanjam Sahi Gupta, Founder Maritime SheEO 

Note
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METHODOLOGY AND DESIGN

he study was designed to cover gender roles across the verticals in Indian 
Maritime Industry. The questions were formulated based on key verticals– Ship 
owning, Ship Management, Ship Agency, Ports and Terminals, Logistics, NVOCC 

and Freight Forwarding. A total of 104 respondents from different companies were 
interviewed for the purpose of study. The survey questionnaire focussed on obtaining 
information relating to profitability, productivity, recruitment process, retention and 
the recent developments in business due to COVID crisis. Around 44 percent of the 
total respondents were female, and males represented 56 percent during the course 
of the survey. Majority of the companies represent MultiNational Corporations (MNC) 
and a few were local or national companies.

In-depth telephonic/email interviews were 
conducted to collate responses from various  
companies Shipping Corporation of India, 
Maersk Line, APL Logistics, Odex India 
Solutions Pvt Limited, Wilhelmsen Ship 
Management, A.S Moloobhoy Group of 
Companies, MSC Agency (India) Private 
Limited, Transworld Group.

Both quantitative and qualitative methods were adopted to ascertain data through 
digital survey applications. The descriptive and inferential analysis was performed for 
the data from survey questions. Case studies based on the interviews were compiled 
to present a qualitative analysis relating with gender and business. 

Findings could be considered as gender trends in the Maritime companies of India, 
offering usable  tools to industry in creating a roadmap to achieve gender diversity 
and help formulate policy guidelines.
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GENDER DIVERSITY POLICY
COMPANY BACKGROUND 

THE BUSINESS CASE FOR GENDER DIVERSITY IN THE INDIAN MARITIME INDUSTRY

Maritime SheEO

6



I. GENDER DIVERSITY POLICY - COMPANY BACKGROUND 

To understand the current status of a company's culture, questions about gender 
inclusivity followed in the corporate structure are crucial. Broadly, the company can 
have male dominant culture, female dominant culture- both are classified as not 
inclusive. Second category is identified to be inclusive, implying a corporate 
environment that is driven by diversity. 

Figure 1: Respondents assessment on their company culture

A. COMPANY CULTURE ON GENDER DIVERSITY

Around 3/4th of the total respondents (accounting for 78 %) believe that their 
company has an inclusive culture. 

19% of the respondents perceive that their company has a male dominated 
culture while 3 % of the response noted their company culture as female 
dominated. 

Out of the total sample of 104 Companies only 37% have a gender and diversity 
policy, however most of the respondents believe the company culture is gender 
inclusive. Despite an absence of a formal gender inclusive policy, the inclusive 
culture is practiced according to most of the respondents.

■

■

■

How do you assess your company culture on gender diversity? 

100%

80%

60%

40%

20%

0%
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Figure 2: Approximate proportion of female employees according to respondents

B. PROPORTION OF FEMALE EMPLOYEES
The number of women employed with companies would give an approximate 
estimate of women representation in the Human Resource pool. A higher share of 
women employees would indicate the company has been adopting gender inclusive 
procedures. 

A little below half the sample size – i.e. 43 % have responded that their respective 
companies employ 30 % or more women. 

Of the total samples, the highest concentration of 33% companies state 16% to 
29% women employees are recruited in their companies. 

There are no companies that refuse to hire women employees and 24 % of the 
respondents state 1% to 15 % as the share of women employed. 

A small share of 15 % respondents also registered that they have an almost equal 
amount of male and female representation. However, the percentage of equal hiring 
among the surveyed companies is miniscule. 

■

■

■

I. GENDER DIVERSITY POLICY - COMPANY BACKGROUND 

What is the proportion of female employees in your organisation?
(Best estimates).

50%

40%

30%

20%

10%

0%
We don't 
hire 
women

0 to 
15%

16% to 
29%

30% to 
45%

46% to 
60%

61% to 
75%

Others
(please
specify)

24%

33%

27%

15%

1%

THE BUSINESS CASE FOR GENDER DIVERSITY IN THE INDIAN MARITIME INDUSTRY

Maritime SheEO

8



There are lack of measurement systems to analyse the relationship between 
gender diversity and business performance. 

Need to evolve a gender perspective: From the business perspective, a 
mainstream filter on gender has to be designed. The rethinking of gender-based 
framework has to be studied with its impact on the output and performance.

Although the comprehension of what constitutes gender diversity could be 
subjective, 70 company representatives (nearly 67%) agree that diversity 
enhances business outcomes.

A qualitative individual feedback suggests that there is a wide belief that diversity 
leads to better business operations. However we are unable to support this with 
hard figures  in the absence of measurement systems available . To get actual 
figures, companies would have to link diversity measures to performance drivers 
in all parts of the organization and ultimately to the organization’s overall 
performance. 

Only 10 company representatives (nearly 10 %) disagree regarding the same
24 company representatives (nearly 23%) of the total sample are not sure about 
the effect of diversity policy on business performance.

■

■

■

Figure 3: Perception of respondents about impact of diversity on business outcomes

C. DIVERSITY AND BUSINESS PERFORMANCE
Is Diversity an asset for an organisation and can it generate tangible benefits? To test 
the hypothesis of positive business outcomes with increasing gender diversity – this 
question makes an attempt to assess the perception of respondents.

I. GENDER DIVERSITY POLICY - COMPANY BACKGROUND 

Has increased gender diversity / participation of women in your organisation 
helped enhance your business outcomes?

100

80

60

40

20

0

Yes No Do Not Know

70

10

24

THE BUSINESS CASE FOR GENDER DIVERSITY IN THE INDIAN MARITIME INDUSTRY

Maritime SheEO

9



There are lack of measurement systems to analyse the relationship between 
gender diversity and business performance. 

Need to evolve a gender perspective: From the business perspective, a 
mainstream filter on gender has to be designed. The rethinking of gender-based 
framework has to be studied with its impact on the output and performance.

Although the comprehension of what constitutes gender diversity could be 
subjective, 70 company representatives (nearly 67%) agree that diversity 
enhances business outcomes.

A qualitative individual feedback suggests that there is a wide belief that diversity 
leads to better business operations. However we are unable to support this with 
hard figures  in the absence of measurement systems available . To get actual 
figures, companies would have to link diversity measures to performance drivers 
in all parts of the organization and ultimately to the organization’s overall 
performance. 

Only 10 company representatives (nearly 10 %) disagree regarding the same
24 company representatives (nearly 23%) of the total sample are not sure about 
the effect of diversity policy on business performance.

TURNING THE BUSINESS TIDE
Mrs. H K Joshi, CMD, Shipping Corporation of India Ltd. 

Mrs H K Joshi took over the reins as Chairperson and Managing Director in September 
2019. Prior to this since 2015, she was given various other portfolios such as Director 
Finance, Director Personnel & Admin and Director- Bulk and Tanker. She continues to 
hold the Director Finance portfolio along with the CMD charge.

SCI declared good financial results for the quarter ended 30th June 2020 :

▶ Highest Total Revenue in a decade
▶ Highest operating revenue in a decade
▶ Highest profit after tax in 5 years 
▶ Declared dividend @ 7.5% after 8 years since FY 10-11 
▶ First CPSE (Central Public Sector Enterprise) in Navratna/Maharatna category  
  to declare results in Covid-19 situation. 

She quotes “In 2015 the company was going through a transformation, it was 
overleveraged, there was a capacity expansion and there was debt on the books. I 
have been handling the finance portfolio since the past few years. Finance is also 
interwoven into the commerciality of our business operations. I deep dived not only 
into the finance and treasury functions but also into the operations and closely 
monitored the tendering and the contracting of the company's business as this has 
got commercial implications. I interacted with people at a personal level imbibing in 
them negotiating skills and also securing the interests of the company by drafting 
commercially sound contracts, so that subsequent litigations don't take place.”

As a Managing Director she believes, “Opportunities are fleeting and there is only a 
small window period where one has to claim it. I brought rigor into the organization to 
proactively grab every opportunity. There is a general opinion that public sector 
enterprises have an apathy in driving towards business growth”. Under her leadership 
she balanced to boost morale of her team and improved work ethics that eventually 
accelerated the business growth.

I. GENDER DIVERSITY POLICY - COMPANY BACKGROUND 

■

■
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MAKING CUSTOMER THE KING
Ms. Nafeesa Moloobhoy- Managing Director, A S Moloobhoy Group of Companies

“With absolutely no experience whatsoever in shipping or any other sector, I took over 
the company from my husband due to his ill health in September 2001.

Moloobhoys was in its 96th year, we had just separated from our partners and the 
business had become an unsteady trickle. There were many “not so well wishers” who 
were gleefully certain that the Company would never complete a century – a historic 
milestone indeed!!!

I was fiercely determined to revive the company and at least ensure that it reaches its 
100th year, a noteworthy landmark! My personal view in hindsight, is that being 
knowledgeable on the technical aspect of the business is not as important as just 
having the right attitude – “never say die!” Technical competence can always be 
purchased by hiring the experts, but it is the ability to handle all odds and resolve 
problems and deliver successfully that proves the ability and leadership of the man, in 
this case a woman, at the top ! I have always recruited on attitude and not on skill. I am 
also indifferent to gender, caste, creed. It is the fire in the belly and the passion and 
energy level of the candidate that lures me into recruiting them.

Some of the basic principles that I used in running my business were common sense 
and logic. Since I am not even a graduate; due to my early marriage, I empowered 
myself with my available faculties. I also discovered along the way that unfortunately, 
common sense is not so common.

I often resorted to housewifely logic to handle my finances. At home, every housewife 
is taught to cut your coat according to your cloth. Today when I look at so many 
companies which are so highly leveraged and I look at the debt they are carrying in 
their books, especially debt used to fund  working capital needs – I am aghast ! 
Business is not business if you do not make a decent margin of profit and if the money 
is not collected from debtors in a timely manner. By the same token, creditors and 
others need to be paid too within reasonable time frames. Then only it qualifies as 
ethical and fair business practice.  

This is especially true during the current Pandemic. Therefore, for me the housewifely 
logic of expenses must be within income received; has saved my company during 
these challenging Corona times. I staunchly believe in customer satisfaction. I have 
zero tolerance for customer complaints and dishonesty. This is reflected in our 
company culture and is the very DNA of Moloobhoys. At Moloobhoys – audit is a way 
of life. Constantly improving processes as an aftermath of an audit and training people 
is the key. ”

I. GENDER DIVERSITY POLICY - COMPANY BACKGROUND 
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Figure 4:  Evaluation of response: increasing women’s participation and its impact on 
understanding market and customers

A. INCREASED UNDERSTANDING OF MARKET AND CUSTOMERS

Companies that want to succeed in today’s competitive marketplace know their 
strength lies in focusing on their employees and their clients. For an organization to 
improve performance and results, retaining capable and committed diverse work 
teams that generate innovative ideas is essential.

Over half the respondents (55%) either agree or strongly agree that increasing 
women’s participation will improve the understanding of the market and 
customers. 

39 % of the respondents are indifferent towards the statement. Further, a small 
share of 6 % respondents disagreed with women’s participation having any 
relation with customers and market

■

■

II. WOMEN'S PARTICIPATION AND MARKET PERFORMANCE

By increasing women’s participation in the organisation, we find there is a better 
understanding of our market and customers.
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The data busts the myth about women-oriented policy increasing the cost of the 
business indirectly. Employees of companies in fact disagree that hiring women 
employees is a costly affair.

63% either disagree or strongly disagree with the statement. 

24% of the respondents are neutral to the statement but 13% of the total sample 
agree &  strongly agree with  women employees having a cost on attrition and 
absenteeism. 

■

■

B. WOMEN PARTICIPATION & ITS RELATION TO ATTRITION AND ABSENTEEISM 

To understand if there are additional costs to employ more women in the business, a 
question was posed to get feedback if there is any increase in cost to the company 
due to a higher attrition rate or absenteeism as a result of women’s participation. 
These could include lost productivity costs, dissatisfied client costs; further time, 
effort, and money must be spent on recruitment and selection to replace the 
employees leaving the organization.

A majority of 87% of the respondents either disagree, strongly disagree or are 
neutral towards the statement.

■

II. WOMEN'S PARTICIPATION AND MARKET PERFORMANCE

Mr.Shirish Rao, Senior Vice President - Human Resources, MSC Agency (India) 
Private Limited.

Based on his experience Mr. Rao opines that women are able to handle irate 
customers better. The combination of better listening skills, convincing skills and a 
positive attitude play an important role in how customer issues are handled effectively 
by women.

       
Mr. Ritesh S.Ramakrishnan, Joint Managing Director - Transworld Group: Shipping 
and Logistics Company

According to Mr. Ritesh women hold the relationships with customers intact during 
the course of business. He considers intangible factors like strong customer 
relationships which are an integral driver for Transworld.

“There is a marked change even the way conversations are driven. From purely a 
service driven approach, we see a transformation evolving into a business partnering 
approach. Apart from the regular updates and information which are more 
transactional being shared, what we observe today is discussions that are more 
strategic, value driven, innovative,  market oriented covering the entire gamut of 
supply chain. The natural dexterity and emotional intelligence of female employees 
significantly complements the business objectives.”
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III. INNOVATION AND EXPANDING MARKETS 

By increasing women’s participation in the organisation, there is a greater level of 
creativity & innovation at work as diverse teams generate more ideas.

A majority of 67% strongly agree or agree that increasing the number of women 
employees leads to enhanced creativity within the organization. This indicates 
female employees can be attributed to viewing a business problem in a different 
angle. 

There is a greater recognition and acknowledgement of the creativity and 
innovation that the women bring on to the table. Only 28% of the respondents are 
neutral about the innovation that women employed could bring in. 

Diverse groups of people bring a broad range of skills, knowledge and 
perspectives to the table. As a result diverse teams develop more ideas and 
potential solutions to problems than homogeneous teams. 

■

■

■

Figure 6: Relationship between increasing women’s participation and creativity, 
innovation

A. WOMEN’S PARTICIPATION AND ITS IMPACT ON  CREATIVITY & INNOVATION
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Liji Nowal - Disrupting traditional process by innovative online mechanisms 

Ms. Liji Nowal, Managing Director - ODeX India Solutions Pvt Ltd - is an entrepreneur 
with no traditional maritime background but has changed the way the shipping 
industry handles documentation. She has created a smooth online mechanism for 
documentation and payments in EXIM Trade through her enterprise ODeX.

“We have changed the way the industry works. To give a small example of a Gate 
Pass  - Usually people would go to the shipping line with the filled up form, which 
would then be fed into the port terminal enterprise system, a confirmation would be 
given from there and the form would be stamped, which would then be handed to 
the agent. The agent would go back with this form to the terminal and give it to the 
trucker who would have a valid permission for the container to go.”

Capt Kisan Karnad, General Manager, Wilhelmsen Ship Management (India) Pvt. 
Ltd.

Captain Karnad, as a General Manager firmly thinks there is a progressive change in 
the team with the increased proportion of women.  He particularly noted women 
giving a number of process driven suggestions. As these process driven suggestions 
improve the systems within the Company it leads to positive outcomes for the 
Company.

III. INNOVATION AND EXPANDING MARKETS 

Mr. Shirish Rao, Senior Vice President - Human Resources, MSC Agency (India) 
Private Limited. believes that women are more creative, committed and sincere.

Mrs. Inderjit Sahi, Director Sitara Shipping Ltd. shares

They are driven to try something different from the norm. They 
like to stand out and hence their presence in the team gives a 
boost to healthy competition which ultimately helps to raise 
the performance bar in terms of service delivery to our 
esteemed clients.

When both genders bring their strengths 
together , it's but naturally a win-win situation 
for any company.
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■

■

■

Majority of the respondents (59 %) are neutral about women participation helping 
the business to venture into new markets. 

One third (31% ) have responded that there is an improvement in the ability to 
penetrate new markets. 

A small proportion of respondents indicate they disagree. It is interesting to note 
that although the majority believed women employees were creative and 
innovative, it did not convert into entering new markets. One possible 
explanation could be  related to the lack of formal procedure to provide space for 
women employees to take control in decision making or even a lack of data 
captured by the company. Most companies we spoke to had never undertaken a 
study to understand linkages between women participation and an impact on 
expansion to new markets. 

Figure 7: Understanding linkages between Women’s participation and the ability to 
penetrate new markets

B. WOMEN’S PARTICIPATION AND ABILITY TO ENTER NEW MARKETS

III. INNOVATION AND EXPANDING MARKETS 

By increasing women’s participation in the organisation, there is an improvement 
in our ability to penetrate new markets.
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IV. IMPACT OF WOMEN ON COMPANY'S IMAGE, SALES AND
      CUSTOMER RETENTION 

Increasing women’s participation in the organisation has led to a positive impact 
on the company’s image and brand.

■

■

67% either agree or strongly agree that women have a positive image on the 
Company image and brand. 

32 % are neutral that women participation leads to any impact on the company’s 
image.

Figure 8: Response for the effect of women’s participation on the company’s image 
and brand

A. IMPACT ON THE COMPANY IMAGE AND BRAND

The limitation of what constitutes a company's brand or image is present in the 
question. Most of the qualitative surveys and a recent study suggests a gender 
inclusive policy boosts the overall perception of the company brand. It’s considered 
the morally right thing to do and builds overall brand image within the community as 
a good place to work.

According to a survey1, majority applicants look at workplace diversity as a main factor 
for taking up the offer. There is a global trend about representative policies being a 
foundation for brands aspiring to focus on growth sustainability as well. 

 1"Recruiting a Diverse Workforce | Glassdoor
 https://www.glassdoor.com/employers/blog/diversity/
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IV. IMPACT OF WOMEN ON COMPANY'S IMAGE, SALES AND
      CUSTOMER RETENTION 

An increase in women’s participation in the sales function, has led to an increase in 
sales.

■

■

91 % either agree, strongly agree or are neutral to the statement that increased 
women participation materializes into increased sales. Out of the total samples 
one third  agree or strongly agree with the statement which dispels preconceived 
notions that sales is a more masculine function. While sales sees lower 
representation of women , the sales function has the second largest gender 
equity gap of all corporate functions after supply chain.2

Only 9% disagree with the statement that women participation have a positive 
impact on sales

Figure 9: Increased women’s participation and its impact on sales

B. WOMEN PARTICIPATION AND IMPACT ON  SALES AND CUSTOMER RETENTION

As per a senior industry leader, “Empathy and nurturing attitude aids business. As the 
nurturing instinct is present in women, there is a higher level of empathy in their work 
transactions. It is a scientific fact that women make better managers than men do. By 
nature women are not confrontational, not adversarial, they are more nurturing. 
When there is a woman manager, there is a higher level of empathy that she brings to 
the table, she can be very professional but also empathetic. Women are more 
effective at negotiating than men are, because they are more open-minded.”

2*CEB Sales Leadership Council 
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IV. IMPACT OF WOMEN ON COMPANY'S IMAGE, SALES AND
      CUSTOMER RETENTION 

By increasing women’s participation in the organisation, customer retention has 
improved.

■ Half the respondents have acknowledged that women do contribute towards 
customer retention. Findings from the interview place customer focus as one of 
the key factors. It is not surprising that only 3% of the respondents disagree that  
women employees play a vital role in customer retention.

Figure 10: Women’s participation and impact on customer retention

As noted earlier, Mr. Ritesh S.Ramakrishnan, Joint Managing Director of 
Transworld shared an interesting case study of one of his female employees.

“It always amazes me that as an industry we were so male dominated so we still have 
the same views, the same opinion, the same questions, the same kind of responses 
even if the questions were different , the answers were all the same. 

The value that a female head of department brings to the table is very different. For 
instance, Ms. Rajashree Jathar who heads customer services department pan India, 
places vital importance on maintaining stakeholder relationship. Every requirement 
of the customer is weighed and given its due importance. Technical requirements are 
being replaced with value-based requirements. This is a drastic shift when the 
department is headed by a woman. ”
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IV. IMPACT OF WOMEN ON COMPANY'S IMAGE, SALES AND
      CUSTOMER RETENTION 

By increasing women’s participation in the organisation, there is lower employee 
turnover which is linked to high customer satisfaction.

■

■

■

■

A majority i.e. 52% of samples are neutral about the relation between women staff, 
lower turnover and its impact on customer satisfaction. Here we need to 
understand there is no gender lens to measure customer satisfaction.

36 % either agree or strongly agree with the statement. They understand there is 
a downtime created by the person leaving and the new employee’s training and 
learning curve. This could negatively impact the  organization’s service resulting 
in extremely unhappy customers. 

Approximately half of the respondents are neutral.

Only 12% disagree with the same.

Figure 11: Response for women’s participation and its effect on lower employee 
turnover and customer satisfaction

C. EFFECT ON CUSTOMER SATISFACTION
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IV. IMPACT OF WOMEN ON COMPANY'S IMAGE, SALES AND
      CUSTOMER RETENTION 

By increasing women’s participation in the organisation, our ability to attract and 
retain talent has increased and hence led to cost saving.

■

■

88% of the respondents either strongly agree , agree or are neutral to the 
statement that greater women participation results in cost savings as the 
organization is able to attract and retain talent. 

It has been estimated that when an employee leaves an organization, it costs the 
organization 1.5 times the salary of the person who must be replaced. The impact 
is equivalent to 6 months of salary and benefits. It should also be noted that these 
figures only represent the costs needed to get a new person in the door! Costs 
incurred such as learning curve costs, acculturation costs, formal and informal 
rules coaching, building customer and coworker relationships, and network 
building costs equal to or at least 90 percent of the departing employee can 
represent a tremendous drain on the bottom line. 3

Figure 12: Women participation and its impact on hiring and retaining talent

D. WOMEN'S ROLE IN SAVING COSTS BY RETAINING TALENT

3*The Diversity scorecard, Edward Hubbard
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IV. IMPACT OF WOMEN ON COMPANY'S IMAGE, SALES AND
      CUSTOMER RETENTION 

There is more effective decision making by increasing women in decision making 
roles.

■

■

■

■

■

94% of the respondents either agree or strongly agree or neutral about women 
making effective decisions.

45% of the respondents have either agreed or strongly agreed that women are 
more effective decision makers.

Nearly half- 49% are neutral. There is a near equal representation of those who 
agree and those who are neutral. 

6% of the respondents disagree about women’s role in effective decision making. 

Decision making needs to be demonstrated into business through women lead-
ership. As there is a highly skewed representation of women in top positions, it is 
difficult to measure this aspect.

Figure 13: Increasing women in decision making roles leading to more effective 
decision making
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WOMEN EXHIBITING ANALYTICAL SKILLS - Mr. Ritesh S. Ramakrishnan, Joint 
Managing Director, Transworld Group

Mr. Ritesh talks of how one of the female employees drove to bring business analytics 
into decision making that turned out to be a boon for the company

“I can give you an example of a woman colleague, Ms. Sobha Janardhanan who 
heads the Business Analytics Department. There was no department like that earlier. 
The department was formed with her leading it. In fact she had really lobbied to start 
it, because she felt that this was how she would be able to contribute to the 
organization. So today a lot of the organization's decision-making stems and starts 
from her desk. And I think the ability to deep dive into problems and do a thorough 
analysis of it is something that she has brought to the table in the past five years.  All 
the decisions have stemmed from her desk based on all the data that we have but it 
is always a different perspective and more often than not, it has been correct.”

Mrs. Vinita Venkatesh - Director - Krishnapatnam Port Company Limited shares,
“It is important to stretch your limits in your job. One needs to always challenge one's 
comfort zone. There was an incident when I was 6 months pregnant and there was a 
bandh called by the Opposition party in Chennai. We were all supposed to report to 
the office and as I was a part of the Head office it was mandatory to be there. I spent 
the whole night on my desk. Even being pregnant, not once did I think that I would do 
otherwise. In another incident when there was a strike our director wanted all the 
HOD’s to be in the office and in control of the situation. My husband was travelling, 
and my two young children were sleeping at home. At midnight, I left a note at my 
mother-in-law’s who stayed below us and left for the port. To me equality means not 
only equal opportunity and equal pay but also equal work”

“We also need to be mindful that as it is an international industry, we need to be 
flexible with our timings and be available as per requirements of the Company. In one 
incident there would be nights on end that I would sleep next to the telephone (when 
mobiles were yet to come). I would be on call, as at any point there could be an 
altercation between the stevedore and the chief officer which had to be solved 
immediately and if that was missed, by the time it was morning the ship would have 
halted and lost 5 precious hours.”

IV. IMPACT OF WOMEN ON COMPANY'S IMAGE, SALES AND
      CUSTOMER RETENTION 
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■

■

14% are neutral, 86% disagree or strongly disagree that there is a decrease in 
company performance due to women's participation.

Not a single respondent agrees with the statement that there is a decrease in 
company performance due to participation of women.

Figure 14: Response on women’s participation and decline in Company’s performance

A. DECREASE IN PERFORMANCE DUE TO WOMEN’S PARTICIPATION

Mr. Shirish Rao, Senior Vice President- Human Resources MSC Agency (India) 
Private Limited. states “Year on year there is an increase in the number of ladies 
whom we have employed and year on year we also see that we at MSC scale new 
heights, which definitely gives positive signals. In all of our service delivery functions 
like customer service, booking desk, documentation and accounts we have maximum 
ladies. Most importantly they are ready to spend long hours when needed and or 
weekends as well depending upon the urgency of the task. Also, it is important to note 
that year on year MSC is progressing, in spite of the tough competition, simply 
because of our human touch and service delivery levels. Our USP is that we are always 
there to hear our customers, else the product by and large is very similar to what is 
offered by all Lines”.

V. IMPACT ON COMPANY PERFORMANCE AND WORK CULTURE DUE
     TO WOMEN'S PARTICIPATION

By increasing women’s participation in the organisation, there is a decrease in 
company’s performance.
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Figure 15: Response on increasing women’s 
participation leads to greater conflict

Figure 16: Response on increasing women's 
participation leads to greater Inter-Group 
conflicts

V. IMPACT ON COMPANY PERFORMANCE AND WORK CULTURE DUE
     TO WOMEN'S PARTICIPATION

By increasing women's participation there are greater conflicts and increased
inter-group conflict

Diversity can “breed tension, conflict, misunderstandings, and frustration unless an 
organization develops a culture that supports, honors, and values differences”4.

B. WOMEN AND GROUP CONFLICT: CREATES HOSTILE ENVIRONMENT

■

■

Majority of respondents either disagree or strongly disagree for both greater 
conflict and group hostility due to women employees in the organization.

9% of sample size agree that women employees in a team will lead to more 
conflicts. There needs to be a standard process to find out the actual reason 
behind the response. Feedback mechanisms can be created to identify the 
situations and operations in which there is a friction. Although, the percentage is 
small the task of finding the issues would help the stakeholders and business as 
well.
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C. WOMEN IN OPERATIONS AND PRODUCTIVITY

■

■

■

49% of the respondents are neutral about women’s operational role directly 
relating to productivity. This is potentially due to unavailability of required 
procedure and data to link productivity and job roles.

44 % of the sample surveyed agreed/strongly agreed that there is an increase in 
productivity linked to women taking up operational roles. 

Only 7% of the total share disagreement with the statement that women in 
operations roles and leads to increase in productivity.

V. IMPACT ON COMPANY PERFORMANCE AND WORK CULTURE DUE
     TO WOMEN'S PARTICIPATION

Figure 17: Response to link between women in operations and productivity

There is an increase in productivity directly linked to women through the greater 
participation of women in Operational Roles.
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V. IMPACT ON COMPANY PERFORMANCE AND WORK CULTURE DUE
     TO WOMEN'S PARTICIPATION

Figure 18: Response to departments becoming open and cohesive after including 
women employees

By increasing women’s participation in the organisation, departments have 
become more cohesive and open.
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D. MORE COHESIVE AND OPEN

■

■

60% of the samples agreed or strongly agreed that increasing women 
participation can make the department more open and cohesive. 

Only 4% disagree with the statement and 36% are neutral about having an open 
department due to higher participation from women.
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V. IMPACT ON COMPANY PERFORMANCE AND WORK CULTURE DUE
     TO WOMEN'S PARTICIPATION

Mr. Shirish Rao, Senior Vice President- Human Resources MSC Agency (India) 
Private Limited. opines that having more women players in the team enhances par-
ticipation and active generation of ideas.

“Blending of efforts in a team is very important to achieve the end result. A right 
mix of both men and women facilitates cohesiveness. Since women are more 
vocal, they speak up, involve the teammates and their suggestions. A sense of 
participation is inculcated by women which makes the environment more 
vibrant and healthier to come up with new ideas and perform better.”

Capt. Kisan Karnad, General Manager, Wilhelmsen Ship Management (India) Pvt. 
Ltd. finds having more women has resulted in having more open discussions and 
hence leading to a more transparent system.

 “Earlier there was a reluctance in discussing things in the open. With the 
higher presence of female employees we have started discussing things in the 
open, there is an open discussion of what is in your mind. There are no hidden 
agendas. This kind of an approach in problem solving eases conflict and is 
geared towards finding solutions.” - Capt Karnad.
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VI. RECRUITMENT AND GENDER POLICY

As per the respondents, majority of the women employed with them are working in 
Finance, Operations, Human Resource, Customer care followed by Marketing and 
Sales. Finance and Operations had a higher proportion of women. A considerable 42% 
women were in the others category. The recruitment and gender policy would 
provide an insight on the staffing in the maritime business and the status of policy in 
adopting inclusive operations.

Gender specific job roles: Around 88% of the respondents answered that there were 
no gender specific job roles in the business.  Also, when asked about the recruitment 
drive exclusively for women- 85% of the samples said there no special hiring policy for 
women. A fair share of 14% of samples reported to have specific job openings for 
women.

Hiring Process: 80% of the companies use a combination of internal and external 
hiring while 10% exclusively adopt internal hiring.

PSA’s Bharat Mumbai Container Terminals India Private Limited (“BMCT”) is proud 
to have female employees working in almost every department in the company. The 
company’s female staff passed the same rigorous selection process as all other 
employees, including tests in the fear of heights, aptitude, psychometric and medical. 
They are based in various departments such as Commercial, Engineering, Finance 
Human Resources, Information Technology, Operations and Engineering, and are 
trained according to the high standards of the PSA group. However, what's more 
impressive is that, BMCT is the only container terminal in India to employ female 
equipment (crane) operators. 

Ms. Priyanka Thakur, CES (Container Equipment Specialist - i.e crane operator)  was  
mother to a 10-month-old child when she was a trainee in 2018, “Working in an MNC 
like PSA as a crane operator and knowing nothing about port operations initially felt 
really intimidating to me, but senior trainers like Anwar Sir made the whole training 
easy. Being a mother of a young child and managing my job well is a bit cumbersome 
but it was made possible by my supportive 3 colleagues and seniors, and also by my 
parents. I am thankful to PSA for letting me experience something that I would 
otherwise never have tried in my life.” 

Ms. Aishwarya Kadu, an Engineering Technician who holds a Bachelors in 
Engineering degree in Electronics and Telecommunications, plans maintenance 
schedules for BMCT’s large fleet of container handling equipment. Ms Kadu says, “I 
find myself lucky to be a part of this big project, getting an opportunity like this is a 
dream come true.”
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VI. RECRUITMENT AND GENDER POLICY

A. BUSINESS GOALS AND DIVERSITY

■ 23% of respondents have responded that business goals are linked to gender 
diversity. This would be a great start towards setting standards for gender 
diversity. Organizations that have included diversity in their organizational goals 
realize the importance of investing in their employees and servicing the varying 
needs of their customers. Increases in profits give organizations an opportunity to 
spend more time and money to make certain the workplace meets the needs of 
all workers while providing a fair return to shareholders.

Figure 19: Achieving gender diversity as a business goal

Is achieving gender diversity target linked to the business goals of your company?

Mrs. HK Joshi, CMD Shipping Corporation of India Ltd, agrees that the soft verticals 
are where women are preferred for instance HR, Admin and Finance. In the technical 
side there is less representation. "While we do have women Captains, Chief Engineers, 
Pilots there is still a lot of scope for growth.”

Mr. Vijayan Unni, Director of Sabari Container Terminals Pvt. Ltd. shares that fifteen 
of their twenty eight surveyors holding valid IICL certification are women. 
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Figure 20: Challenges to retain women employees

VI. RECRUITMENT AND GENDER POLICY

Is the retention of women employees a challenge for your company?

not sure
9%

yes
8%

no
83%

B. RETENTION OF WOMEN EMPLOYEES

■

■

A substantial response (83%) of the samples responded that it was not a 
challenge for the company to retain women employees.  This indicates that the 
general assumption that organisations are unable to retain women employees 
due to their personal commitments might just be false.

However, 8% have mentioned that it is a challenge which is less than 1/10th of the 
respondents.
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Figure 21: Capacity building programs for women

VII. LEADERSHIP AND INCLUSION POLICY

Do you have capacity building or leadership programs for women?

A. LEADERSHIP PROGRAMS FOR WOMEN

■

■

■

44%  of the companies provide leadership and capacity building programs for 
women. At the same time an almost equal number 42% don’t have such 
programs.

There are generic training programs on leadership that have an equal 
participation from both the genders. 

There are a number of training programs in companies that are not geared 
specifically for women's leadership, but which promotes leadership and gender. 
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Figure 22: Response to presence of Diversity and Inclusion policy in the Company 

VII. LEADERSHIP AND INCLUSION POLICY

Has your company adopted a Diversity and Inclusion policy?

A. LEADERSHIP PROGRAMS FOR WOMEN

■ Gender Inclusion Policy: 37%  have a GDI policy, which is a welcome change in 
the state of affairs for others to follow suit. 44% of the samples do not have any 
policy in place.
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IMPACT OF COVID-19 ON BUSINESS
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Figure 23: Impact of COVID on business and work

VIII. IMPACT OF COVID-19 ON BUSINESS

IMPACT OF COVID 19: How has COVID-19 affected your company?

In the present post-Covid 19 context, how has the nature of working changed? If 
more than one response pls record in "others" box.
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VIII. IMPACT OF COVID-19 ON BUSINESS

Just like every other business, the COVID-19 reduced the operations for 53% of the  
respondents. Almost 24% of the samples registered that there was no change in their 
business activity. Surprisingly, 17 % of the respondents actually got new opportunities 
during the time of pandemic. Also, 46 % of the respondents shifted to work from 
home during the COVID-19 lockdown. 10% of the samples have gone through digital 
transformation. 

Mrs. H K Joshi, CMD, Shipping Corporation of India Ltd states the smooth 
functioning of SCI, despite the pandemic.

“On the 20th March, even before the pandemic struck the nation, we were ready with 
our Business Continuity Plan. There was Plan A, Plan B and Plan C. Ultimately Plan C 
was selected in which the micro detailing of every operating division, every profit 
center, every cost center to the last employee was penned down to the T. Concerns 
like where will the control room be operated from and  how do we handle the 
situation if people get infected to who will be second in command were all thoroughly 
deliberated and documented. As we have 112 vessels (both owned and managed), a lot 
of shore coordination was required, thus there was no question of the office/ 
operations/ office being locked down. We had to brave the pandemic to go on with 
our regular operations. We are the first CPSE in the Navratna category to declare 
results in Covid-19”

Crew Changes at Cochin Port Trust amidst pandemic: Cochin Port Trust (CPT) 
increasingly became the focal point for global shipowners and crew managers who 
had been strenuously working on swift and safe sign-on and sign-off activity for 
Indian seafarers, after travel restrictions meant to contain the COVID-19 outbreak 
eased in phases.

The decisive point came in mid-May when CPT successfully won approval from the 
Directorate General of Shipping (DG Shipping), to carry out crew changes at the outer 
anchorage, which was an option tied to its locational advantages. While the harbour 
is located in close proximity to the busy east-west international shipping route, 
long-haul carriers plying the Asia-Middle East and Asia-Europe trade lanes need 
minimal deviations when crew changes are done at Cochin. This proved to be a 
win-win game for CPT and ship managers amid the crippling widespread effects of 
the pandemic. Dr. M. Beena, Chairperson of Cochin port Trust and her team 
successfully delivered crew changes.
 
As the Managing Director, Moloobhoy Group of Companies - Ms. Nafeesa 
Moloobhoy even during pandemic has managed to effectively engage with her team. 
She has adapted to the new normal and made quick decisions to provide the required 
accessories and materials for the sales team.
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VIII. IMPACT OF COVID-19 ON BUSINESS

Reshma Nilofer- India's First Female Maritime Pilot

A young girl from Chennai with big dreams and aspirations. Reshma Nilofer, awardee 
of Nari Shakti Puraskar, highest civilian honor for women in the country. She is known 
as ‘Pilot Reshma’ in the marine fraternity. 

“Although gender discussions in India have a long way, I have been able to move up 
because somewhere throughout my journey I have had people coming forward to 
understand my dreams, acknowledge my hard work and encourage me for the road 
ahead. They have mostly been men.

What has been most beneficial is the networking opportunities and meeting with so 
many female role models, mentors and leaders who give a sense of belonging and 
inspire me to move further and forward. However, satisfying my journey may have 
been, one needs to acknowledge that not all women in maritime India have had such 
a fortunate career graph as me.

Women of the maritime industry in India need further access to decision making 
roles.  We have had enough ‘Man-els’ panels with only male speakers and participants 
at maritime events. There are so many female role models in India and they need to 
be escalated to these platforms so that gender inclusiveness is taken to the grassroots 
of the industry. The already accomplished women in this industry must be taken up in 
positions where they can make a change for the female workforce to come further in 
each possible section of this fraternity. Women participation working measures and 
methods to improve gender diversity need to take the center stage in this country's 
maritime workplaces.

The policy guidelines and recommendations which have been prepared and 
proposed for the benefit of the already existing members and the employees of 
maritime firms and companies including for those employers or female seafarers 
need to find full and serious commitment and implementation in all companies 
registered in our country. Recruitment of aspiring female seafarers in this country is 
still a challenge. Companies which find escape routes for not employing women must 
be forced to do so. The women in maritime India have to continue to do their best to 
promote gender diversity but much needs to be done to move forward the already 
existing participants and future participants look forward to further actions which are 
for our benefit in this industry. Until then they will continue to shine and attract 
attention.”
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IX. TOOLS TO MEASURE GENDER PERFORMANCE

Does your company give any of the following benefits to the women employees? If 
there is more one than one pls list in "others" box.

Most of the companies lack a standard procedure to objectively evaluate the gender 
performance. Even though many companies might have been more inclusive in prac-
tice, there is difficulty in crossing across the companies. To broadly classify the tools, 
questions were directed to understand the benefits offered for women that  could be 
used as the proxy for measuring the performance.
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Figure 25: Benefits offered to the women employees 

A. BENEFITS FOR WOMEN

■

■

■

19% of the respondents skipped this question from which we can infer that they 
don’t offer benefits to women employees.

As per the data collected, 42% offer maternity benefits for the female employees. 
This is followed by 17% granting flexi working hours. POSH committees that 
functions against sexual harassment is said to be available in 13% of the 
respondents' companies.

Although maternity benefits are offered, only 2% of the samples collected said the 
creche facility was available for the women staff. 
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IX. TOOLS TO MEASURE GENDER PERFORMANCE

B. BEST PRACTICES

■ When asked about the best practices implemented in their respective 
companies, over 1/5th i.e. (22%) have best practices in their Company, while 40% of 
the respondents are not sure of the same

Maersk India has a number of best practices that follow gender diversity in matters of 
recruitment processes, counselling practices, maternity and paternity, back to work 
programs and leadership training. The recruitment process is naturally exposed to 
psychological bias; therefore, being aware of biases that may impact their decisions is 
relevant for anyone participating in hiring decision making. As an organization they 
say it is their responsibility to ensure that the decisions they make are based on factual 
assessments, objective observations, and not the preferences and biases one may 
hold. There are Employee counselling services which offer 24/7 helpline led by 
qualified counsellors and face to face/telephonic (multi-lingual) counselling sessions 
to bring in emotional and mental wellbeing. The idea is to support their colleagues 
both as parents and employees of Maersk India. For mothers, along with the 26 weeks 
of paid maternity leave, they have a phased return to work policy for mothers. The 
policy allows the female employee in phased return to work, reduced hours by 20% on 
full pay for up to six months after returning from 26 consecutive weeks’ maternity 
leave.   

The intent at Maersk India is to accommodate and provide support to the employees 
to ‘Work from home’ and at the same time ensure that such a provision does not 
impact the day to day running of the business. The “Signature” Program Accelerating 
Female Executives into Next Level Leadership is an external program where women 
delegates work and network with peers from other global companies. The curriculum 
provides knowledge and support to navigate through uncertainty, create a basis for 
action, and have the courage to move decisions and teams forward.

Ms. Liji Nowal Managing Director - ODeX India Solutions Pvt Ltd  is of the opinion  
that in order to retain talent it is vital to have flexibility for women returning after 
maternity leave. At ODeX they actively support their women to find a balance 
between home & office, especially when women want to join back at work after 
maternity. They have had many of their women employees take time off, opt for work 
from home or opt for flexi time – and they have encouraged them to do so. They have 
managed to retain some amazing talent simply because of the culture of flexibility.
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IX. TOOLS TO MEASURE GENDER PERFORMANCE

The Synergy Group has a long-standing commitment to gender equality. 2019  saw a 
major increase in female seafarers employed at Synergy, including the recent 
appointments of the first female Master Mariner to the Synergy fleet, first female 
Marine Superintendent ashore  and the first Filipino female cadet onboard an LPG 
carrier.

Captain Rajesh Unni, CEO & Founder, Synergy Group has always supported Diversity 
and believes that their biggest investment is their people. “We understand that 
long-term sustainable growth can only be achieved with good talent; and for this we 
ensure that we find, train and retain the right people”.
 
Ms. Jhanvi Mehta, Vice President - Trade, MSC Agency (India) Private Limited says 
“In our company women are treated with a lot of respect. They are always heard in 
meetings, encouraged to speak up and their opinions are taken very well. I have heard 
from women in other companies who say that what they say is not taken seriously, 
this is all Greek and Latin to me as I have not experienced this here. From that 
perspective this could be considered a best practice.”
 
Maersk Tankers India Pvt Ltd. MD Ms. Binu John says, “Diversity and Inclusion is the 
blend of strengths that creates a perfect symphony, enhancing organizational 
effectiveness and business performance. Let’s adopt the D&I culture for greater 
success of the maritime industry.”
 
Maersk Tankers has comprehensive gender diverse policies and practices. Recently 
the parental policy has been updated. The paternity leave has been increased from 
one week to four weeks. The idea is to support their colleagues both as parents and 
employees. The maternity leave, phased return to work and day care facilities are 
similar to Maersk India.
 
A Global Support Program has been launched in 2020 to provide additional support to 
new parents (both fathers and mothers) and enable them to focus on the well-being 
of their families during & after the journey of childbirth. The program provides a 
framework to the conversations managers can have with their team members to 
support them during this phase in their lives. The program has been launched 
globally and there is the manager and employee guidebooks which they can refer to 
for having these conversations.
 
Mrs. Vinita Venkatesh - Director - Krishnapatnam Port Company Limited stresses  
how a conducive work environment facilitates optimum working. 
”Krishnapatnam Ports Pvt Ltd has a flexible work environment. The model of 
managing manpower there is an entrepreneurship model. The monitoring is 
performance based and not on the number of hours that you have put in. If there are 
family issues to be dealt with there is always a flexibility of managing your time for the 
same. This kind of a work atmosphere facilitates one to give a greater output while 
simultaneously tending to your family.”
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CONCLUSION AND DISCUSSION

From the survey study of 104 companies representing over 65,000 employees, it is 
evident that gender issues have been taken seriously by the respondents. While some 
companies believe in diversity for diversity’s sake, those cynical enough not to, 
certainly pay attention to it as it improves their bottom-line. The employees and 
management are aware that business productivity, company image and overall 
performance are linked to a gender inclusive workplace.

As the quantitative and qualitative evidence grows for a gender inclusive workplace, 
the next step would be designing a measurement system. Here it's important to 
mention a few companies who indicated they had tools in place but did not share due 
to company policies.

Companies need a measurement system to measure the gender and performance 
index. Only once measured, companies will understand that diversity improves the 
performance and profits and will be viewed as a key competitive strategy.

From a social perspective and from human resource perspective, a company that 
devises policies using the tenets of inclusivity and diversity principles would reap the 
benefits of goodwill and returns in the market. A strong customer base, dynamic work 
conditions and optimally managed human resources would undoubtedly make a 
huge impact.

Having women participate in the maritime industry would be beneficial not only to 
the companies but also to India and will enable us to achieve excellence in the global 
maritime industry.
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RECOMMENDATIONS

From our interviews with women leaders, a number of recommendations have come 
to light in order to make the sector welcoming to women and gender sensitive. The 
recommendations come from their experience and expertise in the sector.

Mrs. H K Joshi, CMD Shipping Corporation of India Ltd.

Gender friendly infrastructure and culture: The absence of the right kind of 
infrastructure and work culture for women may act as a factor for women to leave the 
Company or not be willing to join a company. Organizations must have the necessary 
infrastructure, culture and facilities to not only attract women but to also retain them.

Getting out of the comfort zone: Without giving her an opportunity to prove herself, 
she is already pre-judged, there is already a preconceived mindset and if you are going 
to shatter that preconceived mindset you are obviously not going to be loved for it. If 
you see the statistics, girls excel at school and also in college level and also in the 
grassroot level in an organization and there is obviously a pyramid in an organization, 
the numbers keep shrinking as you go up. When we talk about women leadership…… 
where are the women leaders? Women in top leadership positions are just not there. 
This is a cause of concern as women leaders do contribute significantly to an 
organization and we need to see how women cope with their dual role and pursue 
their careers seriously. It’s definitely not easy but not impossible either, one needs to 
manage, multitask and many times one has to do the extra bit too. If a woman wants 
to see herself on the top, she’s not going to get it on a platter, whether it be in terms 
of family, whether be it in terms of organization support, whether be it in terms of peer 
support. A certain amount of struggle, sacrifice, hard work & perseverance definitely 
goes into it; in what proportion is definitely dependent on a host of factors and differs 
from person to person

Being immune to unnecessary criticism: I think women are amazing. They have the 
power not only to perform but also to transform; they just need to believe in 
themselves and perform. Sometimes you have to act like a dumb frog and not listen 
to the criticism that maybe around you. Women just need to keep hopping, hopping, 
hopping towards your target. What happens with women, and not only women, but 

also general general human beings is that we tend to get bogged down by the 
criticism that we hear which might be an impediment to work further. We might get 
depressed, might feel let down, we might feel upset by the criticism that is coming in, 
so it is very important to stay focused and keep working towards your goal. One 
cannot totally turn a deaf ear, as there might also be good suggestions that are 
coming in which are important to catch. So as a leader you have to  have this great 
tuning where you are also open to suggestions, you need to know what to absorb and 
what to let go. I always think women are amazing, they can do it. They have the 
potential to do it and if I can do it, I feel any woman can do it. For each one of us, the 
enabling circumstances, supporting environment, our own inhibitions and 
self-limiting thoughts due to which we hold ourselves back for any reason could 
define success or its absence. Overcome your constraints, challenge yourself and 
reach out for the stars defying the limiting mindset be it your own or of others around 
you.

Ms. Jhanvi Mehta, Vice President - Trade, MSC Agency (India) Private Limted 
would like to send a message to women to believe in themselves and eliminate 
self-doubt. “What I have often found in women especially at the work front, step back 
whenever there is a risk to be taken due to self-doubt and fear. They will think five 
times before taking risks, unlike their counterparts who are a little faster to grab the 
opportunity and take risks, irrespective of the outcome. I was on the other side a very 
long time ago, so I can understand.  When I tell my boss that I can do this much better 
than anyone, which can be a man or a woman, but I can do it differently and even 
better, that kind of confidence you need to instill in your seniors. So, before we 
pinpoint what companies should do, , it is important that we step up and be ready to 
take risks for ourselves.This will always pay back in the long run. Surprisingly, the same 
women are able to make very tough decisions and are able to take risks on the home 
front, you just need to bring the same confidence to the workplace.”

Suneha Gadpande - Captain - Torm Shipping

Suneha Gadpande who has placed Indian women ship command on the 
international map states - ‘Gender sensitivity to be bolstered in training.’ It is a sorry 
state of affairs that by the time the training of women cadets is completed, a 
miniscule number opt for seafaring as a career. In the present training system a strong 
element of gender sensitivity is lacking. The training needs to be made rigorous with 
the intention that the woman candidate is empowered with the necessary physical- 
mental tools of handling the situation, not in such a manner that unrealistic results 
are expected from her. There needs to be a sense of accountability of the trainer 
towards the women cadets such that their work ethic is made gender sensitive. The 
rigour of the training needs to be maintained, but this needs to be transmitted in a 
motivating manner such that women cadets are geared to the next stage of training.

Strict measures for invading personal space: There is an unnecessary interference 
into their personal space of the women cadets, overshadowing the work that they are 
doing on ship. This leads to an unseen harassment during training. It needs to be 
highlighted that your personal space cannot be used against you in your professional 
work. Right from the induction stage it needs to be made crystal clear with well laid 
guidelines and policies that invading the personal space of a female candidate can be 
penalized. Strict measures of compliance need to be followed here, which would in 
turn result in a safe and secure training ecosystem.

Returning to work post maternity break: It is vital that women who come back after 
a maternity break continue working in the sector in either teaching, training or shore 
jobs. This will only keep them well connected with the sector and the transition from 
the break to the seafaring job will be less difficult.

Fearlessness in Sexual harassment: There are myriad complaints on sexual 
harassment that don’t see the light of the day. When it’s a question of your job at 
stake, oftentimes women seafarers withdraw the same. It is important to follow 
procedure and fearlessly submit the complaints to the officials. This could be not only 
sexual harassment, but also policy deviation complaints. What is wrong at 2am at 
night is wrong at 2pm in the afternoon. This needs to be taken cognizance of and 
solved with the already set guidelines of the company.

Publication of gender diversity measures: Sustainable efforts that have been 
undertaken by the company to recruit women seafarers and retain the women 
seafarers needs to be documented. Like the Company has a profit and loss statement, 
an annual document could be made This needs to be publicized at multiple forums 
such as annual general body meetings, international platforms, Directorate General of 
shipping, Ministry of Shipping and the IMO.

Dr. Malini Shankar, Former DG Shipping and Vice Chancellor- Indian Maritime 
University

Human Resources sensitization: There need to be more women at the helm of HR. 
Comprehensive gender sensitization programs need to be conducted with 
employees for increasing diversity. There are a number of agencies working on gender 
sensitization. Their expertise needs to be utilized to conduct such programs.  The HR 
plays a very vital role in inducing gender sensitivity in the employees. 

On having more women leaders in the Industry

“In order to aspire for leadership in the maritime industry it is important that you have 
subject matter expertise in your specific area. Domain knowledge combined with a 
deep commitment towards work is an essential ingredient of leadership.   There has to 
be your own sense of vision for yourself, you should not get deterred by external 
pressures and continue your journey of work. Maritime sector is globally connected; it 
is essential to   converse in English and have very good communication skills.”

     
Ms. Sonali Banerjee- Marine Surveyor at Indian Register of Shipping
India’s first female marine engineer recommends
Developing Physical and Mental Endurance: As seafaring requires an extra level of 
physical fitness, it is vital that during the training period women are given the added 
component in increasing their strength and stamina. As there are a myriad of 
situations that one has to face at sea, a mental toughness needs to be developed that 
needs to be imparted during the training phase.

Factors for Drop-out from Maritime School- Though there are a number of female 
cadets who are graduating from maritime colleges, this is not getting converted into 
the job markets. We need to look into factors as to why these girls drop out after their 
graduation and specific measures need to be implemented in order to convert the 
trained women into taking up jobs in the sector.’ 

Mrs. Vinita Venkatesh - Director -Krishnapatnam Port Company Limited 
It is especially important to send the women for training programs, conferences, 
seminars, networking with people. Understanding your own job is one part of it, but 
understanding your industry is equally important that they should invest their time in.

Constant counselling and handholding of the women employees in the workplace 
is required for attitudinal change. It is important to have the buy in of the top 
management to bring about an inclusive culture.

Appraisals: The Company needs to have watertight systems on increments and 
promotions. In a number of government organizations these systems are well set. This 
will go a long way in having gender neutral appraisals and promotions.
 
Ms. Poroma Munshi Rebello- Commercial Director, IndiaLinx, India Infrastructure 
& Logistics Pvt. Ltd.

Initiative: Women need to take initiative and know the business beyond merely the 
theoretical. There’s no greater learning than from your customer; so be out there in 
the field, be curious, be solution oriented, be innovative. Never hesitate to volunteer 
for the tough jobs.

Ms. Suneeti Bala - Quality Manager, Maersk quotes, “We need to have stricter 
Company policy against gender-based discrimination and promotion of equal 
opportunity at the Company level. Women leaders need to drive gender diversity 
programs.”

Mr. Amitabh Kumar, Director General of Shipping shares his thoughts -
We need to attract more and more women in the workforce in India and the same is 
true for the shipping industry also. For the shipping industry , the problem is more 
acute as traditionally women have not been participating in this Industry. Either the 
industry never encouraged women to participate or the job requirements were 
projected to be so tough that women kept away from this Industry. Globally, the 
percentage of women in seafaring is around 3 per cent, but in India it is less than 1 per 
cent. So, we are much below the global average which  needs to be addressed .
 
I have on earlier occasions proposed a four pronged strategy to encourage more 
women in the shipping industry. We first need to encourage women to join maritime 
training, and  that is possible only when we communicate more with them . We need 
to first encourage them to join training. Once we manage to get them into the 
maritime training institutes, then the second strategy should be to retain them.

We know that retention of both men and women in the industry is heavily dependent 
on providing on job sea-board training berths. This  is another area where employers’ 
bias comes into play, therefore, there is a need for a detailed strategy on providing 
ship-board berths for women. This is to ensure that women who have entered the 
industry are retained.

The third strategy relates to refocusing, because there will be a stage in a woman’s 
career when she will have to take a break for maternity or other purposes.

And once she takes a break from maternity , then the industry needs to provide her 
alternative career options for those 12, 18 or 24-odd months that she would not be in a 
position to go on a vessel.

And, the fourth strategy is to facilitate her role as a leader in the maritime industry. 

If we take care of all these four stages with a definite strategy, I see no reason why 
participation of women in this industry cannot be increased over a period of time. 

However, I have said earlier also that this can not be achieved only by policy, and this 
requires detailed deliberations within and outside the industry.

Other than seafaring, there are other options also for women in the larger maritime 
community. We have a possible role for women as lawyers, financiers, classifications 
society surveyors, government training institutes, recruiters and ship managers.

All these job options require men and women who are educated. Seafaring 
experience adds further value to these maritime related professions. If there is a line of 
communication between all these segments of the maritime sector, then a proper 
career path can be designed for women joining the sea.

Defined career path will encourage more and more women to come forward to join 
the maritime community.

In the last few years a series of measures have been initiated to encourage girls to join 
maritime training and to improve the work environment for women on board ships. 
Scholarship schemes of Maritime Training Trust have been made attractive and 
substantial discounts have been offered by training institutes to girl cadets. As a result 
some green shoots have become visible and the number of girls in maritime training 
institutes has increased from 1000 in 2017 to more than 2000 in 2019. Now other trusts, 
unions and large companies also need to follow suit and make sure that women join 
the industry in larger numbers.

The ship owners and the managers now have a huge responsibility to ensure that 
these girls are not discriminated against.
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From our interviews with women leaders, a number of recommendations have come 
to light in order to make the sector welcoming to women and gender sensitive. The 
recommendations come from their experience and expertise in the sector.

Mrs. H K Joshi, CMD Shipping Corporation of India Ltd.

Gender friendly infrastructure and culture: The absence of the right kind of 
infrastructure and work culture for women may act as a factor for women to leave the 
Company or not be willing to join a company. Organizations must have the necessary 
infrastructure, culture and facilities to not only attract women but to also retain them.

Getting out of the comfort zone: Without giving her an opportunity to prove herself, 
she is already pre-judged, there is already a preconceived mindset and if you are going 
to shatter that preconceived mindset you are obviously not going to be loved for it. If 
you see the statistics, girls excel at school and also in college level and also in the 
grassroot level in an organization and there is obviously a pyramid in an organization, 
the numbers keep shrinking as you go up. When we talk about women leadership…… 
where are the women leaders? Women in top leadership positions are just not there. 
This is a cause of concern as women leaders do contribute significantly to an 
organization and we need to see how women cope with their dual role and pursue 
their careers seriously. It’s definitely not easy but not impossible either, one needs to 
manage, multitask and many times one has to do the extra bit too. If a woman wants 
to see herself on the top, she’s not going to get it on a platter, whether it be in terms 
of family, whether be it in terms of organization support, whether be it in terms of peer 
support. A certain amount of struggle, sacrifice, hard work & perseverance definitely 
goes into it; in what proportion is definitely dependent on a host of factors and differs 
from person to person

Being immune to unnecessary criticism: I think women are amazing. They have the 
power not only to perform but also to transform; they just need to believe in 
themselves and perform. Sometimes you have to act like a dumb frog and not listen 
to the criticism that maybe around you. Women just need to keep hopping, hopping, 
hopping towards your target. What happens with women, and not only women, but 

XI. RECOMMENDATIONS

also general general human beings is that we tend to get bogged down by the 
criticism that we hear which might be an impediment to work further. We might get 
depressed, might feel let down, we might feel upset by the criticism that is coming in, 
so it is very important to stay focused and keep working towards your goal. One 
cannot totally turn a deaf ear, as there might also be good suggestions that are 
coming in which are important to catch. So as a leader you have to  have this great 
tuning where you are also open to suggestions, you need to know what to absorb and 
what to let go. I always think women are amazing, they can do it. They have the 
potential to do it and if I can do it, I feel any woman can do it. For each one of us, the 
enabling circumstances, supporting environment, our own inhibitions and 
self-limiting thoughts due to which we hold ourselves back for any reason could 
define success or its absence. Overcome your constraints, challenge yourself and 
reach out for the stars defying the limiting mindset be it your own or of others around 
you.

Ms. Jhanvi Mehta, Vice President - Trade, MSC Agency (India) Private Limted 
would like to send a message to women to believe in themselves and eliminate 
self-doubt. “What I have often found in women especially at the work front, step back 
whenever there is a risk to be taken due to self-doubt and fear. They will think five 
times before taking risks, unlike their counterparts who are a little faster to grab the 
opportunity and take risks, irrespective of the outcome. I was on the other side a very 
long time ago, so I can understand.  When I tell my boss that I can do this much better 
than anyone, which can be a man or a woman, but I can do it differently and even 
better, that kind of confidence you need to instill in your seniors. So, before we 
pinpoint what companies should do, , it is important that we step up and be ready to 
take risks for ourselves.This will always pay back in the long run. Surprisingly, the same 
women are able to make very tough decisions and are able to take risks on the home 
front, you just need to bring the same confidence to the workplace.”

Suneha Gadpande - Captain - Torm Shipping

Suneha Gadpande who has placed Indian women ship command on the 
international map states - ‘Gender sensitivity to be bolstered in training.’ It is a sorry 
state of affairs that by the time the training of women cadets is completed, a 
miniscule number opt for seafaring as a career. In the present training system a strong 
element of gender sensitivity is lacking. The training needs to be made rigorous with 
the intention that the woman candidate is empowered with the necessary physical- 
mental tools of handling the situation, not in such a manner that unrealistic results 
are expected from her. There needs to be a sense of accountability of the trainer 
towards the women cadets such that their work ethic is made gender sensitive. The 
rigour of the training needs to be maintained, but this needs to be transmitted in a 
motivating manner such that women cadets are geared to the next stage of training.

Strict measures for invading personal space: There is an unnecessary interference 
into their personal space of the women cadets, overshadowing the work that they are 
doing on ship. This leads to an unseen harassment during training. It needs to be 
highlighted that your personal space cannot be used against you in your professional 
work. Right from the induction stage it needs to be made crystal clear with well laid 
guidelines and policies that invading the personal space of a female candidate can be 
penalized. Strict measures of compliance need to be followed here, which would in 
turn result in a safe and secure training ecosystem.

Returning to work post maternity break: It is vital that women who come back after 
a maternity break continue working in the sector in either teaching, training or shore 
jobs. This will only keep them well connected with the sector and the transition from 
the break to the seafaring job will be less difficult.

Fearlessness in Sexual harassment: There are myriad complaints on sexual 
harassment that don’t see the light of the day. When it’s a question of your job at 
stake, oftentimes women seafarers withdraw the same. It is important to follow 
procedure and fearlessly submit the complaints to the officials. This could be not only 
sexual harassment, but also policy deviation complaints. What is wrong at 2am at 
night is wrong at 2pm in the afternoon. This needs to be taken cognizance of and 
solved with the already set guidelines of the company.

Publication of gender diversity measures: Sustainable efforts that have been 
undertaken by the company to recruit women seafarers and retain the women 
seafarers needs to be documented. Like the Company has a profit and loss statement, 
an annual document could be made This needs to be publicized at multiple forums 
such as annual general body meetings, international platforms, Directorate General of 
shipping, Ministry of Shipping and the IMO.

Dr. Malini Shankar, Former DG Shipping and Vice Chancellor- Indian Maritime 
University

Human Resources sensitization: There need to be more women at the helm of HR. 
Comprehensive gender sensitization programs need to be conducted with 
employees for increasing diversity. There are a number of agencies working on gender 
sensitization. Their expertise needs to be utilized to conduct such programs.  The HR 
plays a very vital role in inducing gender sensitivity in the employees. 

On having more women leaders in the Industry

“In order to aspire for leadership in the maritime industry it is important that you have 
subject matter expertise in your specific area. Domain knowledge combined with a 
deep commitment towards work is an essential ingredient of leadership.   There has to 
be your own sense of vision for yourself, you should not get deterred by external 
pressures and continue your journey of work. Maritime sector is globally connected; it 
is essential to   converse in English and have very good communication skills.”

     
Ms. Sonali Banerjee- Marine Surveyor at Indian Register of Shipping
India’s first female marine engineer recommends
Developing Physical and Mental Endurance: As seafaring requires an extra level of 
physical fitness, it is vital that during the training period women are given the added 
component in increasing their strength and stamina. As there are a myriad of 
situations that one has to face at sea, a mental toughness needs to be developed that 
needs to be imparted during the training phase.

Factors for Drop-out from Maritime School- Though there are a number of female 
cadets who are graduating from maritime colleges, this is not getting converted into 
the job markets. We need to look into factors as to why these girls drop out after their 
graduation and specific measures need to be implemented in order to convert the 
trained women into taking up jobs in the sector.’ 

Mrs. Vinita Venkatesh - Director -Krishnapatnam Port Company Limited 
It is especially important to send the women for training programs, conferences, 
seminars, networking with people. Understanding your own job is one part of it, but 
understanding your industry is equally important that they should invest their time in.

Constant counselling and handholding of the women employees in the workplace 
is required for attitudinal change. It is important to have the buy in of the top 
management to bring about an inclusive culture.

Appraisals: The Company needs to have watertight systems on increments and 
promotions. In a number of government organizations these systems are well set. This 
will go a long way in having gender neutral appraisals and promotions.
 
Ms. Poroma Munshi Rebello- Commercial Director, IndiaLinx, India Infrastructure 
& Logistics Pvt. Ltd.

Initiative: Women need to take initiative and know the business beyond merely the 
theoretical. There’s no greater learning than from your customer; so be out there in 
the field, be curious, be solution oriented, be innovative. Never hesitate to volunteer 
for the tough jobs.

Ms. Suneeti Bala - Quality Manager, Maersk quotes, “We need to have stricter 
Company policy against gender-based discrimination and promotion of equal 
opportunity at the Company level. Women leaders need to drive gender diversity 
programs.”

Mr. Amitabh Kumar, Director General of Shipping shares his thoughts -
We need to attract more and more women in the workforce in India and the same is 
true for the shipping industry also. For the shipping industry , the problem is more 
acute as traditionally women have not been participating in this Industry. Either the 
industry never encouraged women to participate or the job requirements were 
projected to be so tough that women kept away from this Industry. Globally, the 
percentage of women in seafaring is around 3 per cent, but in India it is less than 1 per 
cent. So, we are much below the global average which  needs to be addressed .
 
I have on earlier occasions proposed a four pronged strategy to encourage more 
women in the shipping industry. We first need to encourage women to join maritime 
training, and  that is possible only when we communicate more with them . We need 
to first encourage them to join training. Once we manage to get them into the 
maritime training institutes, then the second strategy should be to retain them.

We know that retention of both men and women in the industry is heavily dependent 
on providing on job sea-board training berths. This  is another area where employers’ 
bias comes into play, therefore, there is a need for a detailed strategy on providing 
ship-board berths for women. This is to ensure that women who have entered the 
industry are retained.

The third strategy relates to refocusing, because there will be a stage in a woman’s 
career when she will have to take a break for maternity or other purposes.

And once she takes a break from maternity , then the industry needs to provide her 
alternative career options for those 12, 18 or 24-odd months that she would not be in a 
position to go on a vessel.

And, the fourth strategy is to facilitate her role as a leader in the maritime industry. 

If we take care of all these four stages with a definite strategy, I see no reason why 
participation of women in this industry cannot be increased over a period of time. 

However, I have said earlier also that this can not be achieved only by policy, and this 
requires detailed deliberations within and outside the industry.

Other than seafaring, there are other options also for women in the larger maritime 
community. We have a possible role for women as lawyers, financiers, classifications 
society surveyors, government training institutes, recruiters and ship managers.

All these job options require men and women who are educated. Seafaring 
experience adds further value to these maritime related professions. If there is a line of 
communication between all these segments of the maritime sector, then a proper 
career path can be designed for women joining the sea.

Defined career path will encourage more and more women to come forward to join 
the maritime community.

In the last few years a series of measures have been initiated to encourage girls to join 
maritime training and to improve the work environment for women on board ships. 
Scholarship schemes of Maritime Training Trust have been made attractive and 
substantial discounts have been offered by training institutes to girl cadets. As a result 
some green shoots have become visible and the number of girls in maritime training 
institutes has increased from 1000 in 2017 to more than 2000 in 2019. Now other trusts, 
unions and large companies also need to follow suit and make sure that women join 
the industry in larger numbers.

The ship owners and the managers now have a huge responsibility to ensure that 
these girls are not discriminated against.
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From our interviews with women leaders, a number of recommendations have come 
to light in order to make the sector welcoming to women and gender sensitive. The 
recommendations come from their experience and expertise in the sector.

Mrs. H K Joshi, CMD Shipping Corporation of India Ltd.

Gender friendly infrastructure and culture: The absence of the right kind of 
infrastructure and work culture for women may act as a factor for women to leave the 
Company or not be willing to join a company. Organizations must have the necessary 
infrastructure, culture and facilities to not only attract women but to also retain them.

Getting out of the comfort zone: Without giving her an opportunity to prove herself, 
she is already pre-judged, there is already a preconceived mindset and if you are going 
to shatter that preconceived mindset you are obviously not going to be loved for it. If 
you see the statistics, girls excel at school and also in college level and also in the 
grassroot level in an organization and there is obviously a pyramid in an organization, 
the numbers keep shrinking as you go up. When we talk about women leadership…… 
where are the women leaders? Women in top leadership positions are just not there. 
This is a cause of concern as women leaders do contribute significantly to an 
organization and we need to see how women cope with their dual role and pursue 
their careers seriously. It’s definitely not easy but not impossible either, one needs to 
manage, multitask and many times one has to do the extra bit too. If a woman wants 
to see herself on the top, she’s not going to get it on a platter, whether it be in terms 
of family, whether be it in terms of organization support, whether be it in terms of peer 
support. A certain amount of struggle, sacrifice, hard work & perseverance definitely 
goes into it; in what proportion is definitely dependent on a host of factors and differs 
from person to person

Being immune to unnecessary criticism: I think women are amazing. They have the 
power not only to perform but also to transform; they just need to believe in 
themselves and perform. Sometimes you have to act like a dumb frog and not listen 
to the criticism that maybe around you. Women just need to keep hopping, hopping, 
hopping towards your target. What happens with women, and not only women, but 

also general general human beings is that we tend to get bogged down by the 
criticism that we hear which might be an impediment to work further. We might get 
depressed, might feel let down, we might feel upset by the criticism that is coming in, 
so it is very important to stay focused and keep working towards your goal. One 
cannot totally turn a deaf ear, as there might also be good suggestions that are 
coming in which are important to catch. So as a leader you have to  have this great 
tuning where you are also open to suggestions, you need to know what to absorb and 
what to let go. I always think women are amazing, they can do it. They have the 
potential to do it and if I can do it, I feel any woman can do it. For each one of us, the 
enabling circumstances, supporting environment, our own inhibitions and 
self-limiting thoughts due to which we hold ourselves back for any reason could 
define success or its absence. Overcome your constraints, challenge yourself and 
reach out for the stars defying the limiting mindset be it your own or of others around 
you.

Ms. Jhanvi Mehta, Vice President - Trade, MSC Agency (India) Private Limted 
would like to send a message to women to believe in themselves and eliminate 
self-doubt. “What I have often found in women especially at the work front, step back 
whenever there is a risk to be taken due to self-doubt and fear. They will think five 
times before taking risks, unlike their counterparts who are a little faster to grab the 
opportunity and take risks, irrespective of the outcome. I was on the other side a very 
long time ago, so I can understand.  When I tell my boss that I can do this much better 
than anyone, which can be a man or a woman, but I can do it differently and even 
better, that kind of confidence you need to instill in your seniors. So, before we 
pinpoint what companies should do, , it is important that we step up and be ready to 
take risks for ourselves.This will always pay back in the long run. Surprisingly, the same 
women are able to make very tough decisions and are able to take risks on the home 
front, you just need to bring the same confidence to the workplace.”

XI. RECOMMENDATIONS

Suneha Gadpande - Captain - Torm Shipping

Suneha Gadpande who has placed Indian women ship command on the 
international map states - ‘Gender sensitivity to be bolstered in training.’ It is a sorry 
state of affairs that by the time the training of women cadets is completed, a 
miniscule number opt for seafaring as a career. In the present training system a strong 
element of gender sensitivity is lacking. The training needs to be made rigorous with 
the intention that the woman candidate is empowered with the necessary physical- 
mental tools of handling the situation, not in such a manner that unrealistic results 
are expected from her. There needs to be a sense of accountability of the trainer 
towards the women cadets such that their work ethic is made gender sensitive. The 
rigour of the training needs to be maintained, but this needs to be transmitted in a 
motivating manner such that women cadets are geared to the next stage of training.

Strict measures for invading personal space: There is an unnecessary interference 
into their personal space of the women cadets, overshadowing the work that they are 
doing on ship. This leads to an unseen harassment during training. It needs to be 
highlighted that your personal space cannot be used against you in your professional 
work. Right from the induction stage it needs to be made crystal clear with well laid 
guidelines and policies that invading the personal space of a female candidate can be 
penalized. Strict measures of compliance need to be followed here, which would in 
turn result in a safe and secure training ecosystem.

Returning to work post maternity break: It is vital that women who come back after 
a maternity break continue working in the sector in either teaching, training or shore 
jobs. This will only keep them well connected with the sector and the transition from 
the break to the seafaring job will be less difficult.

Fearlessness in Sexual harassment: There are myriad complaints on sexual 
harassment that don’t see the light of the day. When it’s a question of your job at 
stake, oftentimes women seafarers withdraw the same. It is important to follow 
procedure and fearlessly submit the complaints to the officials. This could be not only 
sexual harassment, but also policy deviation complaints. What is wrong at 2am at 
night is wrong at 2pm in the afternoon. This needs to be taken cognizance of and 
solved with the already set guidelines of the company.

Publication of gender diversity measures: Sustainable efforts that have been 
undertaken by the company to recruit women seafarers and retain the women 
seafarers needs to be documented. Like the Company has a profit and loss statement, 
an annual document could be made This needs to be publicized at multiple forums 
such as annual general body meetings, international platforms, Directorate General of 
shipping, Ministry of Shipping and the IMO.

Dr. Malini Shankar, Former DG Shipping and Vice Chancellor- Indian Maritime 
University

Human Resources sensitization: There need to be more women at the helm of HR. 
Comprehensive gender sensitization programs need to be conducted with 
employees for increasing diversity. There are a number of agencies working on gender 
sensitization. Their expertise needs to be utilized to conduct such programs.  The HR 
plays a very vital role in inducing gender sensitivity in the employees. 

On having more women leaders in the Industry

“In order to aspire for leadership in the maritime industry it is important that you have 
subject matter expertise in your specific area. Domain knowledge combined with a 
deep commitment towards work is an essential ingredient of leadership.   There has to 
be your own sense of vision for yourself, you should not get deterred by external 
pressures and continue your journey of work. Maritime sector is globally connected; it 
is essential to   converse in English and have very good communication skills.”

     
Ms. Sonali Banerjee- Marine Surveyor at Indian Register of Shipping
India’s first female marine engineer recommends
Developing Physical and Mental Endurance: As seafaring requires an extra level of 
physical fitness, it is vital that during the training period women are given the added 
component in increasing their strength and stamina. As there are a myriad of 
situations that one has to face at sea, a mental toughness needs to be developed that 
needs to be imparted during the training phase.

Factors for Drop-out from Maritime School- Though there are a number of female 
cadets who are graduating from maritime colleges, this is not getting converted into 
the job markets. We need to look into factors as to why these girls drop out after their 
graduation and specific measures need to be implemented in order to convert the 
trained women into taking up jobs in the sector.’ 

Mrs. Vinita Venkatesh - Director -Krishnapatnam Port Company Limited 
It is especially important to send the women for training programs, conferences, 
seminars, networking with people. Understanding your own job is one part of it, but 
understanding your industry is equally important that they should invest their time in.

Constant counselling and handholding of the women employees in the workplace 
is required for attitudinal change. It is important to have the buy in of the top 
management to bring about an inclusive culture.

Appraisals: The Company needs to have watertight systems on increments and 
promotions. In a number of government organizations these systems are well set. This 
will go a long way in having gender neutral appraisals and promotions.
 
Ms. Poroma Munshi Rebello- Commercial Director, IndiaLinx, India Infrastructure 
& Logistics Pvt. Ltd.

Initiative: Women need to take initiative and know the business beyond merely the 
theoretical. There’s no greater learning than from your customer; so be out there in 
the field, be curious, be solution oriented, be innovative. Never hesitate to volunteer 
for the tough jobs.

Ms. Suneeti Bala - Quality Manager, Maersk quotes, “We need to have stricter 
Company policy against gender-based discrimination and promotion of equal 
opportunity at the Company level. Women leaders need to drive gender diversity 
programs.”

Mr. Amitabh Kumar, Director General of Shipping shares his thoughts -
We need to attract more and more women in the workforce in India and the same is 
true for the shipping industry also. For the shipping industry , the problem is more 
acute as traditionally women have not been participating in this Industry. Either the 
industry never encouraged women to participate or the job requirements were 
projected to be so tough that women kept away from this Industry. Globally, the 
percentage of women in seafaring is around 3 per cent, but in India it is less than 1 per 
cent. So, we are much below the global average which  needs to be addressed .
 
I have on earlier occasions proposed a four pronged strategy to encourage more 
women in the shipping industry. We first need to encourage women to join maritime 
training, and  that is possible only when we communicate more with them . We need 
to first encourage them to join training. Once we manage to get them into the 
maritime training institutes, then the second strategy should be to retain them.

We know that retention of both men and women in the industry is heavily dependent 
on providing on job sea-board training berths. This  is another area where employers’ 
bias comes into play, therefore, there is a need for a detailed strategy on providing 
ship-board berths for women. This is to ensure that women who have entered the 
industry are retained.

The third strategy relates to refocusing, because there will be a stage in a woman’s 
career when she will have to take a break for maternity or other purposes.

And once she takes a break from maternity , then the industry needs to provide her 
alternative career options for those 12, 18 or 24-odd months that she would not be in a 
position to go on a vessel.

And, the fourth strategy is to facilitate her role as a leader in the maritime industry. 

If we take care of all these four stages with a definite strategy, I see no reason why 
participation of women in this industry cannot be increased over a period of time. 

However, I have said earlier also that this can not be achieved only by policy, and this 
requires detailed deliberations within and outside the industry.

Other than seafaring, there are other options also for women in the larger maritime 
community. We have a possible role for women as lawyers, financiers, classifications 
society surveyors, government training institutes, recruiters and ship managers.

All these job options require men and women who are educated. Seafaring 
experience adds further value to these maritime related professions. If there is a line of 
communication between all these segments of the maritime sector, then a proper 
career path can be designed for women joining the sea.

Defined career path will encourage more and more women to come forward to join 
the maritime community.

In the last few years a series of measures have been initiated to encourage girls to join 
maritime training and to improve the work environment for women on board ships. 
Scholarship schemes of Maritime Training Trust have been made attractive and 
substantial discounts have been offered by training institutes to girl cadets. As a result 
some green shoots have become visible and the number of girls in maritime training 
institutes has increased from 1000 in 2017 to more than 2000 in 2019. Now other trusts, 
unions and large companies also need to follow suit and make sure that women join 
the industry in larger numbers.

The ship owners and the managers now have a huge responsibility to ensure that 
these girls are not discriminated against.
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From our interviews with women leaders, a number of recommendations have come 
to light in order to make the sector welcoming to women and gender sensitive. The 
recommendations come from their experience and expertise in the sector.

Mrs. H K Joshi, CMD Shipping Corporation of India Ltd.

Gender friendly infrastructure and culture: The absence of the right kind of 
infrastructure and work culture for women may act as a factor for women to leave the 
Company or not be willing to join a company. Organizations must have the necessary 
infrastructure, culture and facilities to not only attract women but to also retain them.

Getting out of the comfort zone: Without giving her an opportunity to prove herself, 
she is already pre-judged, there is already a preconceived mindset and if you are going 
to shatter that preconceived mindset you are obviously not going to be loved for it. If 
you see the statistics, girls excel at school and also in college level and also in the 
grassroot level in an organization and there is obviously a pyramid in an organization, 
the numbers keep shrinking as you go up. When we talk about women leadership…… 
where are the women leaders? Women in top leadership positions are just not there. 
This is a cause of concern as women leaders do contribute significantly to an 
organization and we need to see how women cope with their dual role and pursue 
their careers seriously. It’s definitely not easy but not impossible either, one needs to 
manage, multitask and many times one has to do the extra bit too. If a woman wants 
to see herself on the top, she’s not going to get it on a platter, whether it be in terms 
of family, whether be it in terms of organization support, whether be it in terms of peer 
support. A certain amount of struggle, sacrifice, hard work & perseverance definitely 
goes into it; in what proportion is definitely dependent on a host of factors and differs 
from person to person

Being immune to unnecessary criticism: I think women are amazing. They have the 
power not only to perform but also to transform; they just need to believe in 
themselves and perform. Sometimes you have to act like a dumb frog and not listen 
to the criticism that maybe around you. Women just need to keep hopping, hopping, 
hopping towards your target. What happens with women, and not only women, but 

also general general human beings is that we tend to get bogged down by the 
criticism that we hear which might be an impediment to work further. We might get 
depressed, might feel let down, we might feel upset by the criticism that is coming in, 
so it is very important to stay focused and keep working towards your goal. One 
cannot totally turn a deaf ear, as there might also be good suggestions that are 
coming in which are important to catch. So as a leader you have to  have this great 
tuning where you are also open to suggestions, you need to know what to absorb and 
what to let go. I always think women are amazing, they can do it. They have the 
potential to do it and if I can do it, I feel any woman can do it. For each one of us, the 
enabling circumstances, supporting environment, our own inhibitions and 
self-limiting thoughts due to which we hold ourselves back for any reason could 
define success or its absence. Overcome your constraints, challenge yourself and 
reach out for the stars defying the limiting mindset be it your own or of others around 
you.

Ms. Jhanvi Mehta, Vice President - Trade, MSC Agency (India) Private Limted 
would like to send a message to women to believe in themselves and eliminate 
self-doubt. “What I have often found in women especially at the work front, step back 
whenever there is a risk to be taken due to self-doubt and fear. They will think five 
times before taking risks, unlike their counterparts who are a little faster to grab the 
opportunity and take risks, irrespective of the outcome. I was on the other side a very 
long time ago, so I can understand.  When I tell my boss that I can do this much better 
than anyone, which can be a man or a woman, but I can do it differently and even 
better, that kind of confidence you need to instill in your seniors. So, before we 
pinpoint what companies should do, , it is important that we step up and be ready to 
take risks for ourselves.This will always pay back in the long run. Surprisingly, the same 
women are able to make very tough decisions and are able to take risks on the home 
front, you just need to bring the same confidence to the workplace.”

Suneha Gadpande - Captain - Torm Shipping

Suneha Gadpande who has placed Indian women ship command on the 
international map states - ‘Gender sensitivity to be bolstered in training.’ It is a sorry 
state of affairs that by the time the training of women cadets is completed, a 
miniscule number opt for seafaring as a career. In the present training system a strong 
element of gender sensitivity is lacking. The training needs to be made rigorous with 
the intention that the woman candidate is empowered with the necessary physical- 
mental tools of handling the situation, not in such a manner that unrealistic results 
are expected from her. There needs to be a sense of accountability of the trainer 
towards the women cadets such that their work ethic is made gender sensitive. The 
rigour of the training needs to be maintained, but this needs to be transmitted in a 
motivating manner such that women cadets are geared to the next stage of training.

Strict measures for invading personal space: There is an unnecessary interference 
into their personal space of the women cadets, overshadowing the work that they are 
doing on ship. This leads to an unseen harassment during training. It needs to be 
highlighted that your personal space cannot be used against you in your professional 
work. Right from the induction stage it needs to be made crystal clear with well laid 
guidelines and policies that invading the personal space of a female candidate can be 
penalized. Strict measures of compliance need to be followed here, which would in 
turn result in a safe and secure training ecosystem.

Returning to work post maternity break: It is vital that women who come back after 
a maternity break continue working in the sector in either teaching, training or shore 
jobs. This will only keep them well connected with the sector and the transition from 
the break to the seafaring job will be less difficult.

Fearlessness in Sexual harassment: There are myriad complaints on sexual 
harassment that don’t see the light of the day. When it’s a question of your job at 
stake, oftentimes women seafarers withdraw the same. It is important to follow 
procedure and fearlessly submit the complaints to the officials. This could be not only 
sexual harassment, but also policy deviation complaints. What is wrong at 2am at 
night is wrong at 2pm in the afternoon. This needs to be taken cognizance of and 
solved with the already set guidelines of the company.

XI. RECOMMENDATIONS

Publication of gender diversity measures: Sustainable efforts that have been 
undertaken by the company to recruit women seafarers and retain the women 
seafarers needs to be documented. Like the Company has a profit and loss statement, 
an annual document could be made This needs to be publicized at multiple forums 
such as annual general body meetings, international platforms, Directorate General of 
shipping, Ministry of Shipping and the IMO.

Dr. Malini Shankar, Former DG Shipping and Vice Chancellor- Indian Maritime 
University

Human Resources sensitization: There need to be more women at the helm of HR. 
Comprehensive gender sensitization programs need to be conducted with 
employees for increasing diversity. There are a number of agencies working on gender 
sensitization. Their expertise needs to be utilized to conduct such programs.  The HR 
plays a very vital role in inducing gender sensitivity in the employees. 

On having more women leaders in the Industry

“In order to aspire for leadership in the maritime industry it is important that you have 
subject matter expertise in your specific area. Domain knowledge combined with a 
deep commitment towards work is an essential ingredient of leadership.   There has to 
be your own sense of vision for yourself, you should not get deterred by external 
pressures and continue your journey of work. Maritime sector is globally connected; it 
is essential to   converse in English and have very good communication skills.”

     
Ms. Sonali Banerjee- Marine Surveyor at Indian Register of Shipping
India’s first female marine engineer recommends
Developing Physical and Mental Endurance: As seafaring requires an extra level of 
physical fitness, it is vital that during the training period women are given the added 
component in increasing their strength and stamina. As there are a myriad of 
situations that one has to face at sea, a mental toughness needs to be developed that 
needs to be imparted during the training phase.

Factors for Drop-out from Maritime School- Though there are a number of female 
cadets who are graduating from maritime colleges, this is not getting converted into 
the job markets. We need to look into factors as to why these girls drop out after their 
graduation and specific measures need to be implemented in order to convert the 
trained women into taking up jobs in the sector.’ 

Mrs. Vinita Venkatesh - Director -Krishnapatnam Port Company Limited 
It is especially important to send the women for training programs, conferences, 
seminars, networking with people. Understanding your own job is one part of it, but 
understanding your industry is equally important that they should invest their time in.

Constant counselling and handholding of the women employees in the workplace 
is required for attitudinal change. It is important to have the buy in of the top 
management to bring about an inclusive culture.

Appraisals: The Company needs to have watertight systems on increments and 
promotions. In a number of government organizations these systems are well set. This 
will go a long way in having gender neutral appraisals and promotions.
 
Ms. Poroma Munshi Rebello- Commercial Director, IndiaLinx, India Infrastructure 
& Logistics Pvt. Ltd.

Initiative: Women need to take initiative and know the business beyond merely the 
theoretical. There’s no greater learning than from your customer; so be out there in 
the field, be curious, be solution oriented, be innovative. Never hesitate to volunteer 
for the tough jobs.

Ms. Suneeti Bala - Quality Manager, Maersk quotes, “We need to have stricter 
Company policy against gender-based discrimination and promotion of equal 
opportunity at the Company level. Women leaders need to drive gender diversity 
programs.”

Mr. Amitabh Kumar, Director General of Shipping shares his thoughts -
We need to attract more and more women in the workforce in India and the same is 
true for the shipping industry also. For the shipping industry , the problem is more 
acute as traditionally women have not been participating in this Industry. Either the 
industry never encouraged women to participate or the job requirements were 
projected to be so tough that women kept away from this Industry. Globally, the 
percentage of women in seafaring is around 3 per cent, but in India it is less than 1 per 
cent. So, we are much below the global average which  needs to be addressed .
 
I have on earlier occasions proposed a four pronged strategy to encourage more 
women in the shipping industry. We first need to encourage women to join maritime 
training, and  that is possible only when we communicate more with them . We need 
to first encourage them to join training. Once we manage to get them into the 
maritime training institutes, then the second strategy should be to retain them.

We know that retention of both men and women in the industry is heavily dependent 
on providing on job sea-board training berths. This  is another area where employers’ 
bias comes into play, therefore, there is a need for a detailed strategy on providing 
ship-board berths for women. This is to ensure that women who have entered the 
industry are retained.

The third strategy relates to refocusing, because there will be a stage in a woman’s 
career when she will have to take a break for maternity or other purposes.

And once she takes a break from maternity , then the industry needs to provide her 
alternative career options for those 12, 18 or 24-odd months that she would not be in a 
position to go on a vessel.

And, the fourth strategy is to facilitate her role as a leader in the maritime industry. 

If we take care of all these four stages with a definite strategy, I see no reason why 
participation of women in this industry cannot be increased over a period of time. 

However, I have said earlier also that this can not be achieved only by policy, and this 
requires detailed deliberations within and outside the industry.

Other than seafaring, there are other options also for women in the larger maritime 
community. We have a possible role for women as lawyers, financiers, classifications 
society surveyors, government training institutes, recruiters and ship managers.

All these job options require men and women who are educated. Seafaring 
experience adds further value to these maritime related professions. If there is a line of 
communication between all these segments of the maritime sector, then a proper 
career path can be designed for women joining the sea.

Defined career path will encourage more and more women to come forward to join 
the maritime community.

In the last few years a series of measures have been initiated to encourage girls to join 
maritime training and to improve the work environment for women on board ships. 
Scholarship schemes of Maritime Training Trust have been made attractive and 
substantial discounts have been offered by training institutes to girl cadets. As a result 
some green shoots have become visible and the number of girls in maritime training 
institutes has increased from 1000 in 2017 to more than 2000 in 2019. Now other trusts, 
unions and large companies also need to follow suit and make sure that women join 
the industry in larger numbers.

The ship owners and the managers now have a huge responsibility to ensure that 
these girls are not discriminated against.
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From our interviews with women leaders, a number of recommendations have come 
to light in order to make the sector welcoming to women and gender sensitive. The 
recommendations come from their experience and expertise in the sector.

Mrs. H K Joshi, CMD Shipping Corporation of India Ltd.

Gender friendly infrastructure and culture: The absence of the right kind of 
infrastructure and work culture for women may act as a factor for women to leave the 
Company or not be willing to join a company. Organizations must have the necessary 
infrastructure, culture and facilities to not only attract women but to also retain them.

Getting out of the comfort zone: Without giving her an opportunity to prove herself, 
she is already pre-judged, there is already a preconceived mindset and if you are going 
to shatter that preconceived mindset you are obviously not going to be loved for it. If 
you see the statistics, girls excel at school and also in college level and also in the 
grassroot level in an organization and there is obviously a pyramid in an organization, 
the numbers keep shrinking as you go up. When we talk about women leadership…… 
where are the women leaders? Women in top leadership positions are just not there. 
This is a cause of concern as women leaders do contribute significantly to an 
organization and we need to see how women cope with their dual role and pursue 
their careers seriously. It’s definitely not easy but not impossible either, one needs to 
manage, multitask and many times one has to do the extra bit too. If a woman wants 
to see herself on the top, she’s not going to get it on a platter, whether it be in terms 
of family, whether be it in terms of organization support, whether be it in terms of peer 
support. A certain amount of struggle, sacrifice, hard work & perseverance definitely 
goes into it; in what proportion is definitely dependent on a host of factors and differs 
from person to person

Being immune to unnecessary criticism: I think women are amazing. They have the 
power not only to perform but also to transform; they just need to believe in 
themselves and perform. Sometimes you have to act like a dumb frog and not listen 
to the criticism that maybe around you. Women just need to keep hopping, hopping, 
hopping towards your target. What happens with women, and not only women, but 

also general general human beings is that we tend to get bogged down by the 
criticism that we hear which might be an impediment to work further. We might get 
depressed, might feel let down, we might feel upset by the criticism that is coming in, 
so it is very important to stay focused and keep working towards your goal. One 
cannot totally turn a deaf ear, as there might also be good suggestions that are 
coming in which are important to catch. So as a leader you have to  have this great 
tuning where you are also open to suggestions, you need to know what to absorb and 
what to let go. I always think women are amazing, they can do it. They have the 
potential to do it and if I can do it, I feel any woman can do it. For each one of us, the 
enabling circumstances, supporting environment, our own inhibitions and 
self-limiting thoughts due to which we hold ourselves back for any reason could 
define success or its absence. Overcome your constraints, challenge yourself and 
reach out for the stars defying the limiting mindset be it your own or of others around 
you.

Ms. Jhanvi Mehta, Vice President - Trade, MSC Agency (India) Private Limted 
would like to send a message to women to believe in themselves and eliminate 
self-doubt. “What I have often found in women especially at the work front, step back 
whenever there is a risk to be taken due to self-doubt and fear. They will think five 
times before taking risks, unlike their counterparts who are a little faster to grab the 
opportunity and take risks, irrespective of the outcome. I was on the other side a very 
long time ago, so I can understand.  When I tell my boss that I can do this much better 
than anyone, which can be a man or a woman, but I can do it differently and even 
better, that kind of confidence you need to instill in your seniors. So, before we 
pinpoint what companies should do, , it is important that we step up and be ready to 
take risks for ourselves.This will always pay back in the long run. Surprisingly, the same 
women are able to make very tough decisions and are able to take risks on the home 
front, you just need to bring the same confidence to the workplace.”

Suneha Gadpande - Captain - Torm Shipping

Suneha Gadpande who has placed Indian women ship command on the 
international map states - ‘Gender sensitivity to be bolstered in training.’ It is a sorry 
state of affairs that by the time the training of women cadets is completed, a 
miniscule number opt for seafaring as a career. In the present training system a strong 
element of gender sensitivity is lacking. The training needs to be made rigorous with 
the intention that the woman candidate is empowered with the necessary physical- 
mental tools of handling the situation, not in such a manner that unrealistic results 
are expected from her. There needs to be a sense of accountability of the trainer 
towards the women cadets such that their work ethic is made gender sensitive. The 
rigour of the training needs to be maintained, but this needs to be transmitted in a 
motivating manner such that women cadets are geared to the next stage of training.

Strict measures for invading personal space: There is an unnecessary interference 
into their personal space of the women cadets, overshadowing the work that they are 
doing on ship. This leads to an unseen harassment during training. It needs to be 
highlighted that your personal space cannot be used against you in your professional 
work. Right from the induction stage it needs to be made crystal clear with well laid 
guidelines and policies that invading the personal space of a female candidate can be 
penalized. Strict measures of compliance need to be followed here, which would in 
turn result in a safe and secure training ecosystem.

Returning to work post maternity break: It is vital that women who come back after 
a maternity break continue working in the sector in either teaching, training or shore 
jobs. This will only keep them well connected with the sector and the transition from 
the break to the seafaring job will be less difficult.

Fearlessness in Sexual harassment: There are myriad complaints on sexual 
harassment that don’t see the light of the day. When it’s a question of your job at 
stake, oftentimes women seafarers withdraw the same. It is important to follow 
procedure and fearlessly submit the complaints to the officials. This could be not only 
sexual harassment, but also policy deviation complaints. What is wrong at 2am at 
night is wrong at 2pm in the afternoon. This needs to be taken cognizance of and 
solved with the already set guidelines of the company.

Publication of gender diversity measures: Sustainable efforts that have been 
undertaken by the company to recruit women seafarers and retain the women 
seafarers needs to be documented. Like the Company has a profit and loss statement, 
an annual document could be made This needs to be publicized at multiple forums 
such as annual general body meetings, international platforms, Directorate General of 
shipping, Ministry of Shipping and the IMO.

Dr. Malini Shankar, Former DG Shipping and Vice Chancellor- Indian Maritime 
University

Human Resources sensitization: There need to be more women at the helm of HR. 
Comprehensive gender sensitization programs need to be conducted with 
employees for increasing diversity. There are a number of agencies working on gender 
sensitization. Their expertise needs to be utilized to conduct such programs.  The HR 
plays a very vital role in inducing gender sensitivity in the employees. 

On having more women leaders in the Industry

“In order to aspire for leadership in the maritime industry it is important that you have 
subject matter expertise in your specific area. Domain knowledge combined with a 
deep commitment towards work is an essential ingredient of leadership.   There has to 
be your own sense of vision for yourself, you should not get deterred by external 
pressures and continue your journey of work. Maritime sector is globally connected; it 
is essential to   converse in English and have very good communication skills.”

     
Ms. Sonali Banerjee- Marine Surveyor at Indian Register of Shipping
India’s first female marine engineer recommends
Developing Physical and Mental Endurance: As seafaring requires an extra level of 
physical fitness, it is vital that during the training period women are given the added 
component in increasing their strength and stamina. As there are a myriad of 
situations that one has to face at sea, a mental toughness needs to be developed that 
needs to be imparted during the training phase.

XI. RECOMMENDATIONS

Factors for Drop-out from Maritime School- Though there are a number of female 
cadets who are graduating from maritime colleges, this is not getting converted into 
the job markets. We need to look into factors as to why these girls drop out after their 
graduation and specific measures need to be implemented in order to convert the 
trained women into taking up jobs in the sector.’ 

Mrs. Vinita Venkatesh - Director -Krishnapatnam Port Company Limited 
It is especially important to send the women for training programs, conferences, 
seminars, networking with people. Understanding your own job is one part of it, but 
understanding your industry is equally important that they should invest their time in.

Constant counselling and handholding of the women employees in the workplace 
is required for attitudinal change. It is important to have the buy in of the top 
management to bring about an inclusive culture.

Appraisals: The Company needs to have watertight systems on increments and 
promotions. In a number of government organizations these systems are well set. This 
will go a long way in having gender neutral appraisals and promotions.
 
Ms. Poroma Munshi Rebello- Commercial Director, IndiaLinx, India Infrastructure 
& Logistics Pvt. Ltd.

Initiative: Women need to take initiative and know the business beyond merely the 
theoretical. There’s no greater learning than from your customer; so be out there in 
the field, be curious, be solution oriented, be innovative. Never hesitate to volunteer 
for the tough jobs.

Ms. Suneeti Bala - Quality Manager, Maersk quotes, “We need to have stricter 
Company policy against gender-based discrimination and promotion of equal 
opportunity at the Company level. Women leaders need to drive gender diversity 
programs.”

Mr. Amitabh Kumar, Director General of Shipping shares his thoughts -
We need to attract more and more women in the workforce in India and the same is 
true for the shipping industry also. For the shipping industry , the problem is more 
acute as traditionally women have not been participating in this Industry. Either the 
industry never encouraged women to participate or the job requirements were 
projected to be so tough that women kept away from this Industry. Globally, the 
percentage of women in seafaring is around 3 per cent, but in India it is less than 1 per 
cent. So, we are much below the global average which  needs to be addressed .
 
I have on earlier occasions proposed a four pronged strategy to encourage more 
women in the shipping industry. We first need to encourage women to join maritime 
training, and  that is possible only when we communicate more with them . We need 
to first encourage them to join training. Once we manage to get them into the 
maritime training institutes, then the second strategy should be to retain them.

We know that retention of both men and women in the industry is heavily dependent 
on providing on job sea-board training berths. This  is another area where employers’ 
bias comes into play, therefore, there is a need for a detailed strategy on providing 
ship-board berths for women. This is to ensure that women who have entered the 
industry are retained.

The third strategy relates to refocusing, because there will be a stage in a woman’s 
career when she will have to take a break for maternity or other purposes.

And once she takes a break from maternity , then the industry needs to provide her 
alternative career options for those 12, 18 or 24-odd months that she would not be in a 
position to go on a vessel.

And, the fourth strategy is to facilitate her role as a leader in the maritime industry. 

If we take care of all these four stages with a definite strategy, I see no reason why 
participation of women in this industry cannot be increased over a period of time. 

However, I have said earlier also that this can not be achieved only by policy, and this 
requires detailed deliberations within and outside the industry.

Other than seafaring, there are other options also for women in the larger maritime 
community. We have a possible role for women as lawyers, financiers, classifications 
society surveyors, government training institutes, recruiters and ship managers.

All these job options require men and women who are educated. Seafaring 
experience adds further value to these maritime related professions. If there is a line of 
communication between all these segments of the maritime sector, then a proper 
career path can be designed for women joining the sea.

Defined career path will encourage more and more women to come forward to join 
the maritime community.

In the last few years a series of measures have been initiated to encourage girls to join 
maritime training and to improve the work environment for women on board ships. 
Scholarship schemes of Maritime Training Trust have been made attractive and 
substantial discounts have been offered by training institutes to girl cadets. As a result 
some green shoots have become visible and the number of girls in maritime training 
institutes has increased from 1000 in 2017 to more than 2000 in 2019. Now other trusts, 
unions and large companies also need to follow suit and make sure that women join 
the industry in larger numbers.

The ship owners and the managers now have a huge responsibility to ensure that 
these girls are not discriminated against.
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From our interviews with women leaders, a number of recommendations have come 
to light in order to make the sector welcoming to women and gender sensitive. The 
recommendations come from their experience and expertise in the sector.

Mrs. H K Joshi, CMD Shipping Corporation of India Ltd.

Gender friendly infrastructure and culture: The absence of the right kind of 
infrastructure and work culture for women may act as a factor for women to leave the 
Company or not be willing to join a company. Organizations must have the necessary 
infrastructure, culture and facilities to not only attract women but to also retain them.

Getting out of the comfort zone: Without giving her an opportunity to prove herself, 
she is already pre-judged, there is already a preconceived mindset and if you are going 
to shatter that preconceived mindset you are obviously not going to be loved for it. If 
you see the statistics, girls excel at school and also in college level and also in the 
grassroot level in an organization and there is obviously a pyramid in an organization, 
the numbers keep shrinking as you go up. When we talk about women leadership…… 
where are the women leaders? Women in top leadership positions are just not there. 
This is a cause of concern as women leaders do contribute significantly to an 
organization and we need to see how women cope with their dual role and pursue 
their careers seriously. It’s definitely not easy but not impossible either, one needs to 
manage, multitask and many times one has to do the extra bit too. If a woman wants 
to see herself on the top, she’s not going to get it on a platter, whether it be in terms 
of family, whether be it in terms of organization support, whether be it in terms of peer 
support. A certain amount of struggle, sacrifice, hard work & perseverance definitely 
goes into it; in what proportion is definitely dependent on a host of factors and differs 
from person to person

Being immune to unnecessary criticism: I think women are amazing. They have the 
power not only to perform but also to transform; they just need to believe in 
themselves and perform. Sometimes you have to act like a dumb frog and not listen 
to the criticism that maybe around you. Women just need to keep hopping, hopping, 
hopping towards your target. What happens with women, and not only women, but 

also general general human beings is that we tend to get bogged down by the 
criticism that we hear which might be an impediment to work further. We might get 
depressed, might feel let down, we might feel upset by the criticism that is coming in, 
so it is very important to stay focused and keep working towards your goal. One 
cannot totally turn a deaf ear, as there might also be good suggestions that are 
coming in which are important to catch. So as a leader you have to  have this great 
tuning where you are also open to suggestions, you need to know what to absorb and 
what to let go. I always think women are amazing, they can do it. They have the 
potential to do it and if I can do it, I feel any woman can do it. For each one of us, the 
enabling circumstances, supporting environment, our own inhibitions and 
self-limiting thoughts due to which we hold ourselves back for any reason could 
define success or its absence. Overcome your constraints, challenge yourself and 
reach out for the stars defying the limiting mindset be it your own or of others around 
you.

Ms. Jhanvi Mehta, Vice President - Trade, MSC Agency (India) Private Limted 
would like to send a message to women to believe in themselves and eliminate 
self-doubt. “What I have often found in women especially at the work front, step back 
whenever there is a risk to be taken due to self-doubt and fear. They will think five 
times before taking risks, unlike their counterparts who are a little faster to grab the 
opportunity and take risks, irrespective of the outcome. I was on the other side a very 
long time ago, so I can understand.  When I tell my boss that I can do this much better 
than anyone, which can be a man or a woman, but I can do it differently and even 
better, that kind of confidence you need to instill in your seniors. So, before we 
pinpoint what companies should do, , it is important that we step up and be ready to 
take risks for ourselves.This will always pay back in the long run. Surprisingly, the same 
women are able to make very tough decisions and are able to take risks on the home 
front, you just need to bring the same confidence to the workplace.”

Suneha Gadpande - Captain - Torm Shipping

Suneha Gadpande who has placed Indian women ship command on the 
international map states - ‘Gender sensitivity to be bolstered in training.’ It is a sorry 
state of affairs that by the time the training of women cadets is completed, a 
miniscule number opt for seafaring as a career. In the present training system a strong 
element of gender sensitivity is lacking. The training needs to be made rigorous with 
the intention that the woman candidate is empowered with the necessary physical- 
mental tools of handling the situation, not in such a manner that unrealistic results 
are expected from her. There needs to be a sense of accountability of the trainer 
towards the women cadets such that their work ethic is made gender sensitive. The 
rigour of the training needs to be maintained, but this needs to be transmitted in a 
motivating manner such that women cadets are geared to the next stage of training.

Strict measures for invading personal space: There is an unnecessary interference 
into their personal space of the women cadets, overshadowing the work that they are 
doing on ship. This leads to an unseen harassment during training. It needs to be 
highlighted that your personal space cannot be used against you in your professional 
work. Right from the induction stage it needs to be made crystal clear with well laid 
guidelines and policies that invading the personal space of a female candidate can be 
penalized. Strict measures of compliance need to be followed here, which would in 
turn result in a safe and secure training ecosystem.

Returning to work post maternity break: It is vital that women who come back after 
a maternity break continue working in the sector in either teaching, training or shore 
jobs. This will only keep them well connected with the sector and the transition from 
the break to the seafaring job will be less difficult.

Fearlessness in Sexual harassment: There are myriad complaints on sexual 
harassment that don’t see the light of the day. When it’s a question of your job at 
stake, oftentimes women seafarers withdraw the same. It is important to follow 
procedure and fearlessly submit the complaints to the officials. This could be not only 
sexual harassment, but also policy deviation complaints. What is wrong at 2am at 
night is wrong at 2pm in the afternoon. This needs to be taken cognizance of and 
solved with the already set guidelines of the company.

Publication of gender diversity measures: Sustainable efforts that have been 
undertaken by the company to recruit women seafarers and retain the women 
seafarers needs to be documented. Like the Company has a profit and loss statement, 
an annual document could be made This needs to be publicized at multiple forums 
such as annual general body meetings, international platforms, Directorate General of 
shipping, Ministry of Shipping and the IMO.

Dr. Malini Shankar, Former DG Shipping and Vice Chancellor- Indian Maritime 
University

Human Resources sensitization: There need to be more women at the helm of HR. 
Comprehensive gender sensitization programs need to be conducted with 
employees for increasing diversity. There are a number of agencies working on gender 
sensitization. Their expertise needs to be utilized to conduct such programs.  The HR 
plays a very vital role in inducing gender sensitivity in the employees. 

On having more women leaders in the Industry

“In order to aspire for leadership in the maritime industry it is important that you have 
subject matter expertise in your specific area. Domain knowledge combined with a 
deep commitment towards work is an essential ingredient of leadership.   There has to 
be your own sense of vision for yourself, you should not get deterred by external 
pressures and continue your journey of work. Maritime sector is globally connected; it 
is essential to   converse in English and have very good communication skills.”

     
Ms. Sonali Banerjee- Marine Surveyor at Indian Register of Shipping
India’s first female marine engineer recommends
Developing Physical and Mental Endurance: As seafaring requires an extra level of 
physical fitness, it is vital that during the training period women are given the added 
component in increasing their strength and stamina. As there are a myriad of 
situations that one has to face at sea, a mental toughness needs to be developed that 
needs to be imparted during the training phase.

Factors for Drop-out from Maritime School- Though there are a number of female 
cadets who are graduating from maritime colleges, this is not getting converted into 
the job markets. We need to look into factors as to why these girls drop out after their 
graduation and specific measures need to be implemented in order to convert the 
trained women into taking up jobs in the sector.’ 

Mrs. Vinita Venkatesh - Director -Krishnapatnam Port Company Limited 
It is especially important to send the women for training programs, conferences, 
seminars, networking with people. Understanding your own job is one part of it, but 
understanding your industry is equally important that they should invest their time in.

Constant counselling and handholding of the women employees in the workplace 
is required for attitudinal change. It is important to have the buy in of the top 
management to bring about an inclusive culture.

Appraisals: The Company needs to have watertight systems on increments and 
promotions. In a number of government organizations these systems are well set. This 
will go a long way in having gender neutral appraisals and promotions.
 
Ms. Poroma Munshi Rebello- Commercial Director, IndiaLinx, India Infrastructure 
& Logistics Pvt. Ltd.

Initiative: Women need to take initiative and know the business beyond merely the 
theoretical. There’s no greater learning than from your customer; so be out there in 
the field, be curious, be solution oriented, be innovative. Never hesitate to volunteer 
for the tough jobs.

Ms. Suneeti Bala - Quality Manager, Maersk quotes, “We need to have stricter 
Company policy against gender-based discrimination and promotion of equal 
opportunity at the Company level. Women leaders need to drive gender diversity 
programs.”

XI. RECOMMENDATIONS

Mr. Amitabh Kumar, Director General of Shipping shares his thoughts -
We need to attract more and more women in the workforce in India and the same is 
true for the shipping industry also. For the shipping industry , the problem is more 
acute as traditionally women have not been participating in this Industry. Either the 
industry never encouraged women to participate or the job requirements were 
projected to be so tough that women kept away from this Industry. Globally, the 
percentage of women in seafaring is around 3 per cent, but in India it is less than 1 per 
cent. So, we are much below the global average which  needs to be addressed .
 
I have on earlier occasions proposed a four pronged strategy to encourage more 
women in the shipping industry. We first need to encourage women to join maritime 
training, and  that is possible only when we communicate more with them . We need 
to first encourage them to join training. Once we manage to get them into the 
maritime training institutes, then the second strategy should be to retain them.

We know that retention of both men and women in the industry is heavily dependent 
on providing on job sea-board training berths. This  is another area where employers’ 
bias comes into play, therefore, there is a need for a detailed strategy on providing 
ship-board berths for women. This is to ensure that women who have entered the 
industry are retained.

The third strategy relates to refocusing, because there will be a stage in a woman’s 
career when she will have to take a break for maternity or other purposes.

And once she takes a break from maternity , then the industry needs to provide her 
alternative career options for those 12, 18 or 24-odd months that she would not be in a 
position to go on a vessel.

And, the fourth strategy is to facilitate her role as a leader in the maritime industry. 

If we take care of all these four stages with a definite strategy, I see no reason why 
participation of women in this industry cannot be increased over a period of time. 

However, I have said earlier also that this can not be achieved only by policy, and this 
requires detailed deliberations within and outside the industry.

Other than seafaring, there are other options also for women in the larger maritime 
community. We have a possible role for women as lawyers, financiers, classifications 
society surveyors, government training institutes, recruiters and ship managers.

All these job options require men and women who are educated. Seafaring 
experience adds further value to these maritime related professions. If there is a line of 
communication between all these segments of the maritime sector, then a proper 
career path can be designed for women joining the sea.

Defined career path will encourage more and more women to come forward to join 
the maritime community.

In the last few years a series of measures have been initiated to encourage girls to join 
maritime training and to improve the work environment for women on board ships. 
Scholarship schemes of Maritime Training Trust have been made attractive and 
substantial discounts have been offered by training institutes to girl cadets. As a result 
some green shoots have become visible and the number of girls in maritime training 
institutes has increased from 1000 in 2017 to more than 2000 in 2019. Now other trusts, 
unions and large companies also need to follow suit and make sure that women join 
the industry in larger numbers.

The ship owners and the managers now have a huge responsibility to ensure that 
these girls are not discriminated against.
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From our interviews with women leaders, a number of recommendations have come 
to light in order to make the sector welcoming to women and gender sensitive. The 
recommendations come from their experience and expertise in the sector.

Mrs. H K Joshi, CMD Shipping Corporation of India Ltd.

Gender friendly infrastructure and culture: The absence of the right kind of 
infrastructure and work culture for women may act as a factor for women to leave the 
Company or not be willing to join a company. Organizations must have the necessary 
infrastructure, culture and facilities to not only attract women but to also retain them.

Getting out of the comfort zone: Without giving her an opportunity to prove herself, 
she is already pre-judged, there is already a preconceived mindset and if you are going 
to shatter that preconceived mindset you are obviously not going to be loved for it. If 
you see the statistics, girls excel at school and also in college level and also in the 
grassroot level in an organization and there is obviously a pyramid in an organization, 
the numbers keep shrinking as you go up. When we talk about women leadership…… 
where are the women leaders? Women in top leadership positions are just not there. 
This is a cause of concern as women leaders do contribute significantly to an 
organization and we need to see how women cope with their dual role and pursue 
their careers seriously. It’s definitely not easy but not impossible either, one needs to 
manage, multitask and many times one has to do the extra bit too. If a woman wants 
to see herself on the top, she’s not going to get it on a platter, whether it be in terms 
of family, whether be it in terms of organization support, whether be it in terms of peer 
support. A certain amount of struggle, sacrifice, hard work & perseverance definitely 
goes into it; in what proportion is definitely dependent on a host of factors and differs 
from person to person

Being immune to unnecessary criticism: I think women are amazing. They have the 
power not only to perform but also to transform; they just need to believe in 
themselves and perform. Sometimes you have to act like a dumb frog and not listen 
to the criticism that maybe around you. Women just need to keep hopping, hopping, 
hopping towards your target. What happens with women, and not only women, but 

also general general human beings is that we tend to get bogged down by the 
criticism that we hear which might be an impediment to work further. We might get 
depressed, might feel let down, we might feel upset by the criticism that is coming in, 
so it is very important to stay focused and keep working towards your goal. One 
cannot totally turn a deaf ear, as there might also be good suggestions that are 
coming in which are important to catch. So as a leader you have to  have this great 
tuning where you are also open to suggestions, you need to know what to absorb and 
what to let go. I always think women are amazing, they can do it. They have the 
potential to do it and if I can do it, I feel any woman can do it. For each one of us, the 
enabling circumstances, supporting environment, our own inhibitions and 
self-limiting thoughts due to which we hold ourselves back for any reason could 
define success or its absence. Overcome your constraints, challenge yourself and 
reach out for the stars defying the limiting mindset be it your own or of others around 
you.

Ms. Jhanvi Mehta, Vice President - Trade, MSC Agency (India) Private Limted 
would like to send a message to women to believe in themselves and eliminate 
self-doubt. “What I have often found in women especially at the work front, step back 
whenever there is a risk to be taken due to self-doubt and fear. They will think five 
times before taking risks, unlike their counterparts who are a little faster to grab the 
opportunity and take risks, irrespective of the outcome. I was on the other side a very 
long time ago, so I can understand.  When I tell my boss that I can do this much better 
than anyone, which can be a man or a woman, but I can do it differently and even 
better, that kind of confidence you need to instill in your seniors. So, before we 
pinpoint what companies should do, , it is important that we step up and be ready to 
take risks for ourselves.This will always pay back in the long run. Surprisingly, the same 
women are able to make very tough decisions and are able to take risks on the home 
front, you just need to bring the same confidence to the workplace.”

Suneha Gadpande - Captain - Torm Shipping

Suneha Gadpande who has placed Indian women ship command on the 
international map states - ‘Gender sensitivity to be bolstered in training.’ It is a sorry 
state of affairs that by the time the training of women cadets is completed, a 
miniscule number opt for seafaring as a career. In the present training system a strong 
element of gender sensitivity is lacking. The training needs to be made rigorous with 
the intention that the woman candidate is empowered with the necessary physical- 
mental tools of handling the situation, not in such a manner that unrealistic results 
are expected from her. There needs to be a sense of accountability of the trainer 
towards the women cadets such that their work ethic is made gender sensitive. The 
rigour of the training needs to be maintained, but this needs to be transmitted in a 
motivating manner such that women cadets are geared to the next stage of training.

Strict measures for invading personal space: There is an unnecessary interference 
into their personal space of the women cadets, overshadowing the work that they are 
doing on ship. This leads to an unseen harassment during training. It needs to be 
highlighted that your personal space cannot be used against you in your professional 
work. Right from the induction stage it needs to be made crystal clear with well laid 
guidelines and policies that invading the personal space of a female candidate can be 
penalized. Strict measures of compliance need to be followed here, which would in 
turn result in a safe and secure training ecosystem.

Returning to work post maternity break: It is vital that women who come back after 
a maternity break continue working in the sector in either teaching, training or shore 
jobs. This will only keep them well connected with the sector and the transition from 
the break to the seafaring job will be less difficult.

Fearlessness in Sexual harassment: There are myriad complaints on sexual 
harassment that don’t see the light of the day. When it’s a question of your job at 
stake, oftentimes women seafarers withdraw the same. It is important to follow 
procedure and fearlessly submit the complaints to the officials. This could be not only 
sexual harassment, but also policy deviation complaints. What is wrong at 2am at 
night is wrong at 2pm in the afternoon. This needs to be taken cognizance of and 
solved with the already set guidelines of the company.

Publication of gender diversity measures: Sustainable efforts that have been 
undertaken by the company to recruit women seafarers and retain the women 
seafarers needs to be documented. Like the Company has a profit and loss statement, 
an annual document could be made This needs to be publicized at multiple forums 
such as annual general body meetings, international platforms, Directorate General of 
shipping, Ministry of Shipping and the IMO.

Dr. Malini Shankar, Former DG Shipping and Vice Chancellor- Indian Maritime 
University

Human Resources sensitization: There need to be more women at the helm of HR. 
Comprehensive gender sensitization programs need to be conducted with 
employees for increasing diversity. There are a number of agencies working on gender 
sensitization. Their expertise needs to be utilized to conduct such programs.  The HR 
plays a very vital role in inducing gender sensitivity in the employees. 

On having more women leaders in the Industry

“In order to aspire for leadership in the maritime industry it is important that you have 
subject matter expertise in your specific area. Domain knowledge combined with a 
deep commitment towards work is an essential ingredient of leadership.   There has to 
be your own sense of vision for yourself, you should not get deterred by external 
pressures and continue your journey of work. Maritime sector is globally connected; it 
is essential to   converse in English and have very good communication skills.”

     
Ms. Sonali Banerjee- Marine Surveyor at Indian Register of Shipping
India’s first female marine engineer recommends
Developing Physical and Mental Endurance: As seafaring requires an extra level of 
physical fitness, it is vital that during the training period women are given the added 
component in increasing their strength and stamina. As there are a myriad of 
situations that one has to face at sea, a mental toughness needs to be developed that 
needs to be imparted during the training phase.

Factors for Drop-out from Maritime School- Though there are a number of female 
cadets who are graduating from maritime colleges, this is not getting converted into 
the job markets. We need to look into factors as to why these girls drop out after their 
graduation and specific measures need to be implemented in order to convert the 
trained women into taking up jobs in the sector.’ 

Mrs. Vinita Venkatesh - Director -Krishnapatnam Port Company Limited 
It is especially important to send the women for training programs, conferences, 
seminars, networking with people. Understanding your own job is one part of it, but 
understanding your industry is equally important that they should invest their time in.

Constant counselling and handholding of the women employees in the workplace 
is required for attitudinal change. It is important to have the buy in of the top 
management to bring about an inclusive culture.

Appraisals: The Company needs to have watertight systems on increments and 
promotions. In a number of government organizations these systems are well set. This 
will go a long way in having gender neutral appraisals and promotions.
 
Ms. Poroma Munshi Rebello- Commercial Director, IndiaLinx, India Infrastructure 
& Logistics Pvt. Ltd.

Initiative: Women need to take initiative and know the business beyond merely the 
theoretical. There’s no greater learning than from your customer; so be out there in 
the field, be curious, be solution oriented, be innovative. Never hesitate to volunteer 
for the tough jobs.

Ms. Suneeti Bala - Quality Manager, Maersk quotes, “We need to have stricter 
Company policy against gender-based discrimination and promotion of equal 
opportunity at the Company level. Women leaders need to drive gender diversity 
programs.”

Mr. Amitabh Kumar, Director General of Shipping shares his thoughts -
We need to attract more and more women in the workforce in India and the same is 
true for the shipping industry also. For the shipping industry , the problem is more 
acute as traditionally women have not been participating in this Industry. Either the 
industry never encouraged women to participate or the job requirements were 
projected to be so tough that women kept away from this Industry. Globally, the 
percentage of women in seafaring is around 3 per cent, but in India it is less than 1 per 
cent. So, we are much below the global average which  needs to be addressed .
 
I have on earlier occasions proposed a four pronged strategy to encourage more 
women in the shipping industry. We first need to encourage women to join maritime 
training, and  that is possible only when we communicate more with them . We need 
to first encourage them to join training. Once we manage to get them into the 
maritime training institutes, then the second strategy should be to retain them.

We know that retention of both men and women in the industry is heavily dependent 
on providing on job sea-board training berths. This  is another area where employers’ 
bias comes into play, therefore, there is a need for a detailed strategy on providing 
ship-board berths for women. This is to ensure that women who have entered the 
industry are retained.

The third strategy relates to refocusing, because there will be a stage in a woman’s 
career when she will have to take a break for maternity or other purposes.

And once she takes a break from maternity , then the industry needs to provide her 
alternative career options for those 12, 18 or 24-odd months that she would not be in a 
position to go on a vessel.

And, the fourth strategy is to facilitate her role as a leader in the maritime industry. 

If we take care of all these four stages with a definite strategy, I see no reason why 
participation of women in this industry cannot be increased over a period of time. 

XI. RECOMMENDATIONS

However, I have said earlier also that this can not be achieved only by policy, and this 
requires detailed deliberations within and outside the industry.

Other than seafaring, there are other options also for women in the larger maritime 
community. We have a possible role for women as lawyers, financiers, classifications 
society surveyors, government training institutes, recruiters and ship managers.

All these job options require men and women who are educated. Seafaring 
experience adds further value to these maritime related professions. If there is a line of 
communication between all these segments of the maritime sector, then a proper 
career path can be designed for women joining the sea.

Defined career path will encourage more and more women to come forward to join 
the maritime community.

In the last few years a series of measures have been initiated to encourage girls to join 
maritime training and to improve the work environment for women on board ships. 
Scholarship schemes of Maritime Training Trust have been made attractive and 
substantial discounts have been offered by training institutes to girl cadets. As a result 
some green shoots have become visible and the number of girls in maritime training 
institutes has increased from 1000 in 2017 to more than 2000 in 2019. Now other trusts, 
unions and large companies also need to follow suit and make sure that women join 
the industry in larger numbers.

The ship owners and the managers now have a huge responsibility to ensure that 
these girls are not discriminated against.
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APPENDIX 1

LIST OF PARTICIPATING COMPANIES

1 Aargus Global Logistics Pvt Ltd 

2 Abrao Group 

3 ABS Marine Services Pvt Ltd 

4 Accex Supply Chain  

5 Allcargo Logistics Ltd  

6 Anglo Eastern Group 

7 Anglo Eastern Maritime Academy 

8 APL Logistics  

9 A. S. Moloobhoy Pvt Ltd  

10 Associated Container Line Pvt. Ltd 

11 Bharat Mumbai Container Terminals Pvt Ltd 

12 Bhatia Shipping Pvt Ltd 

13 China Navigation - India Liaison Office 

14 City Transport Syndicate Pvt Ltd 

15 Clipper Oceans Ventures Pvt Ltd 

16 Cochin Port Trust 

17 DNV GL 

18 Dycecorp 

19 Dynacom Tankers Management Private limited 

20 ebms Solution Pvt Ltd 

21 EKF Global Logistics Pvt Ltd 

22 Express Global Logistics Pvt Ltd 

23 Freight Systems Co Ltd 

24 Global Express Multilogistics Pvt Ltd 

25 Goodrich Maritime Pvt Ltd 

26 Indian Register of Shipping 

27 India Shipping Pvt Ltd 
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28 InSynergy Supply Chain Solutions Pvt Ltd 

29 IRI Maritime and Corporate Services 

30 Jas Forwarding Worldwide Pvt Ltd 

31 JBS Group of Companies 

32 J N Freight Forwarders Pvt Ltd 

33 JWC Logistics Park pvt ltd 

34 Kale Logistics Solutions Pvt Ltd 

35 Kintetsu World Express (India) Pvt Ltd 

36 Komal Freight Carrier Pvt Ltd 

37 Krishya Logistics LLP 

38 Logistics Sector Skill Council 

39 Maersk India Pvt Ltd 

40 Main Mast Marsec Pvt Ltd 

41 Marine Marketing services 
 
42 Master Group
 
43 Maxicon Container Line  

44 MCC Container Lines Pvt Ltd 

45 MMS Maritime India Pvt Ltd 

46 MOL Manning Services (India) Pvt Ltd 

47 MSC Agency (India ) Private Limited 

48 Mumbai Port Trust  

49 Nagarkot Forwarders Pvt Ltd 

50 National Bulk Handling Corporation Pvt Ltd 

51 Navio Shipping Pvt Ltd 

52 Nextstep Management Logistics Company 

53 NYK India 

54 ODeX India Solutions Pvt. Ltd
 

55 Procam Logistics Pvt Ltd
 
56 Reshamwala Shipbrokers  

57 Sarjak Container Lines Pvt Ltd
 
58 Seaspan Corporation
  
59 Seven Islands Shipping Limited 

60 SJA Group of Companies 

61 Shipping Corporation of India Ltd 

62 Speed Line Logistics and Chartering Pvt Ltd 

63 S K Agency 

64 Taurus Forwarders Pvt Limited 

65 TeamGlobal Logistics Pvt Ltd 

66 Thomas Global Logistics Private Limited 

67 Transworld Group 

68 VR Maritime Services Pvt Ltd 

69 V. Ships India Pvt. Ltd and Group Companies in India 

70 Wilhelmsen Ship Management 
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APPENDIX 2

Survey Questionnaire

GENERIC QUESTIONS

Company name:

To be kept confidential (check box)

City:

E-mail address:

Phone number:

Your name:

Your designation:

Please indicate your gender: 

Please indicate whether your company is? 

A. Local  B. National  C. Multi National

What is the main activity of your company?

For the following questions, please give us information on your India based
business and not your company globally

What is the total number of employees in your company?

What is the proportion of female employees? 

How would you assess your company culture on gender diversity?
Select one only 

A. Male Dominated  B. Female Dominated  C. Inclusive

PROFITABILITY & PRODUCTIVITY 

Has increased gender diversity / participation of women in your organisation 
helped enhance your business outcomes?

▶

▶

▶

▶

▶

▶

▶

▶

▶

▶

▶

▶

1

2
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GENERIC QUESTIONS

Company name:

To be kept confidential (check box)

City:

E-mail address:

Phone number:

Your name:

Your designation:

Please indicate your gender: 

Please indicate whether your company is? 

A. Local  B. National  C. Multi National

What is the main activity of your company?

For the following questions, please give us information on your India based
business and not your company globally

What is the total number of employees in your company?

What is the proportion of female employees? 

How would you assess your company culture on gender diversity?
Select one only 

A. Male Dominated  B. Female Dominated  C. Inclusive

PROFITABILITY & PRODUCTIVITY 

Has increased gender diversity / participation of women in your organisation 
helped enhance your business outcomes?

XIII. APPENDIX 2

[1] No   [2] Yes   [3] Do not know

If yes, are you willing to provide us additional information on the same?

For your company,  how would you evaluate the follow statements –

By increasing women’s participation in the organisation, we find there is a better 
understanding of our market and customers

Agree                
Strongly Agree    
Agree                          
Neutral 
Disagree 
Strongly Disagree        
(Option to Elaborate/share case studies)

By increasing women’s participation in the organisation, there is an increased 
cost to the company due to higher attrition and absenteeism

Agree                
Strongly Agree                            
Neutral 
Disagree 
Strongly Disagree        
(Option to Elaborate/share case studies)

By increasing women’s participation in the organisation, there is a greater level 
of creativity & innovation at work as diverse teams generate more ideas

Agree                
Strongly Agree                            
Neutral 
Disagree 
Strongly Disagree        
(Option to Elaborate/share case studies)

By increasing women’s participation in the organisation, there is an 
improvement in our ability to penetrate new markets

Agree                
Strongly Agree                            
Neutral 
Disagree        

3

□
□
□
□
□
□

4

□
□
□
□
□
□

5

□
□
□
□
□
□

6

□
□
□
□
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GENERIC QUESTIONS

Company name:

To be kept confidential (check box)

City:

E-mail address:

Phone number:

Your name:

Your designation:

Please indicate your gender: 

Please indicate whether your company is? 

A. Local  B. National  C. Multi National

What is the main activity of your company?

For the following questions, please give us information on your India based
business and not your company globally

What is the total number of employees in your company?

What is the proportion of female employees? 

How would you assess your company culture on gender diversity?
Select one only 

A. Male Dominated  B. Female Dominated  C. Inclusive

PROFITABILITY & PRODUCTIVITY 

Has increased gender diversity / participation of women in your organisation 
helped enhance your business outcomes?

XIII. APPENDIX 2

Increasing women’s participation in the organisation has led to a positive impact 
on the company’s image and brand
 
Agree                
Strongly Agree                            
Neutral 
Disagree 
Strongly Disagree        
(Option to Elaborate/share case studies)

An increase in women’s participation in the organisation has led to higher 
profitability 

Agree                
Strongly Agree                            
Neutral 
Disagree 
Strongly Disagree        
(Option to Elaborate/share case studies)

By increasing women’s participation in the organisation, there is an
improvement in problem solving where more alternatives are explored and we 
get fresh perspectives 

Agree                
Strongly Agree                            
Neutral 
Disagree 
Strongly Disagree        
(Option to Elaborate/share case studies)

 
An increase in women’s participation in the sales function, has led to an increase
in sales 

Agree                
Strongly Agree                            
Neutral 
Disagree 
Strongly Disagree
(Option to Elaborate/share case studies)

7

□
□
□
□
□
□

8

□
□
□
□
□
□

9

□
□
□
□
□
□

10

□
□
□
□
□
□
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GENERIC QUESTIONS

Company name:

To be kept confidential (check box)

City:

E-mail address:

Phone number:

Your name:

Your designation:

Please indicate your gender: 

Please indicate whether your company is? 

A. Local  B. National  C. Multi National

What is the main activity of your company?

For the following questions, please give us information on your India based
business and not your company globally

What is the total number of employees in your company?

What is the proportion of female employees? 

How would you assess your company culture on gender diversity?
Select one only 

A. Male Dominated  B. Female Dominated  C. Inclusive

PROFITABILITY & PRODUCTIVITY 

Has increased gender diversity / participation of women in your organisation 
helped enhance your business outcomes?

XIII. APPENDIX 2

By increasing women’s participation in the organisation, customer retention has 
improved  

Agree                
Strongly Agree                            
Neutral 
Disagree 
Strongly Disagree        
(Option to Elaborate/share case studies)

By increasing women’s participation in the organisation, there is lower employee
turnover which is linked to high customer satisfaction

Agree                
Strongly Agree                            
Neutral 
Disagree 
Strongly Disagree        
(Option to Elaborate/share case studies)

By increasing women’s participation in the organisation, our ability to attract and 
retain talent has increased and hence led to cost saving 

Agree                
Strongly Agree                            
Neutral 
Disagree 
Strongly Disagree        
(Option to Elaborate/share case studies)

There is more effective decision making by increasing women in decision 
making roles

Agree                
Strongly Agree                            
Neutral 
Disagree 
Strongly Disagree        
(Option to Elaborate/share case studies)

11

□
□
□
□
□
□

12

□
□
□
□
□
□

13

□
□
□
□
□
□

14

□
□
□
□
□
□
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GENERIC QUESTIONS

Company name:

To be kept confidential (check box)

City:

E-mail address:

Phone number:

Your name:

Your designation:

Please indicate your gender: 

Please indicate whether your company is? 

A. Local  B. National  C. Multi National

What is the main activity of your company?

For the following questions, please give us information on your India based
business and not your company globally

What is the total number of employees in your company?

What is the proportion of female employees? 

How would you assess your company culture on gender diversity?
Select one only 

A. Male Dominated  B. Female Dominated  C. Inclusive

PROFITABILITY & PRODUCTIVITY 

Has increased gender diversity / participation of women in your organisation 
helped enhance your business outcomes?

XIII. APPENDIX 2

By increasing women’s participation in the organisation, there is a decrease in 
company’s performance

Agree                
Strongly Agree                            
Neutral 
Disagree 
Strongly Disagree        
(Option to Elaborate/share case studies)

There is an increase in productivity directly linked to women through the greater 
participation of women in Operational Roles 

Agree                
Strongly Agree                            
Neutral 
Disagree 
Strongly Disagree        
(Option to Elaborate/share case studies)

By increasing women’s participation in the organisation, there are greater 
conflicts, unlike homogenous groups which are more cooperative 

Agree                
Strongly Agree                            
Neutral 
Disagree 
Strongly Disagree        
(Option to Elaborate/share case studies)

By increasing women’s participation in the organisation, there is increased inter 
group conflict and creates a hostile work environment 

Agree                
Strongly Agree                            
Neutral 
Disagree 
Strongly Disagree        
(Option to Elaborate/share case studies)

15

□
□
□
□
□
□

16

□
□
□
□
□
□

17

□
□
□
□
□
□

18

□
□
□
□
□
□
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GENERIC QUESTIONS

Company name:

To be kept confidential (check box)

City:

E-mail address:

Phone number:

Your name:

Your designation:

Please indicate your gender: 

Please indicate whether your company is? 

A. Local  B. National  C. Multi National

What is the main activity of your company?

For the following questions, please give us information on your India based
business and not your company globally

What is the total number of employees in your company?

What is the proportion of female employees? 

How would you assess your company culture on gender diversity?
Select one only 

A. Male Dominated  B. Female Dominated  C. Inclusive

PROFITABILITY & PRODUCTIVITY 

Has increased gender diversity / participation of women in your organisation 
helped enhance your business outcomes?

XIII. APPENDIX 2

By increasing women’s participation in the organisation, departments have 
become more cohesive and open 

Agree                
Strongly Agree                            
Neutral 
Disagree 
Strongly Disagree        
(Option to Elaborate/share case studies)

RECRUITMENT 

 Which three departments represent the maximum number of women in your 
organisation?

Do you have gender-specific roles or Job Description created only for women

Do you have gender recruitment drives that are catered to specifically employing 
women in your company?  

YES
NO 
NOT SURE  
If yes, why and which are the jobs where women are preferred , please share 
more details: 

How do you hire employees?

Internal hiring within the company
External hiring -outsourced to recruitment companies
Combination of internal hiring and external hiring 

RETENTION/INITIATIVES

Is achieving gender diversity target linked to the business goals of your 
company? 

YES
NO 
NOT SURE  
If yes, please share more details: 

19

□
□
□
□
□
□

20

21

22

□
□
□

23

□
□
□

24

□
□
□
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GENERIC QUESTIONS

Company name:

To be kept confidential (check box)

City:

E-mail address:

Phone number:

Your name:

Your designation:

Please indicate your gender: 

Please indicate whether your company is? 

A. Local  B. National  C. Multi National

What is the main activity of your company?

For the following questions, please give us information on your India based
business and not your company globally

What is the total number of employees in your company?

What is the proportion of female employees? 

How would you assess your company culture on gender diversity?
Select one only 

A. Male Dominated  B. Female Dominated  C. Inclusive

PROFITABILITY & PRODUCTIVITY 

Has increased gender diversity / participation of women in your organisation 
helped enhance your business outcomes?

XIII. APPENDIX 2

Is the retention of women employees a challenge for your company?
 
YES
NO 
NOT SURE  
If yes, would you please share more details: 

Do you have capacity building or leadership programs for women? 

YES
NO 
NOT SURE  
If yes, please share more details: 

Has your company adopted a Diversity and Inclusion policy?

YES
NO 
NOT SURE  
If yes, please share the same 

Does your company give any of the following benefits to the women employees; 
please tick as many you would like from below;

Maternity Benefits
Flexi hours
POSH Committee
Bus or transport
Canteen
Work from home
Creche facility
Extended Paid Leaves during maternity

Do you have any best practices of gender diversity implemented within your 
organisation?

YES
NO 
NOT SURE  
If yes, please share details

25

□
□
□

26

□
□
□

27

□
□
□

28

□
□
□
□
□
□
□
□

29

□
□
□
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GENERIC QUESTIONS

Company name:

To be kept confidential (check box)

City:

E-mail address:

Phone number:

Your name:

Your designation:

Please indicate your gender: 

Please indicate whether your company is? 

A. Local  B. National  C. Multi National

What is the main activity of your company?

For the following questions, please give us information on your India based
business and not your company globally

What is the total number of employees in your company?

What is the proportion of female employees? 

How would you assess your company culture on gender diversity?
Select one only 

A. Male Dominated  B. Female Dominated  C. Inclusive

PROFITABILITY & PRODUCTIVITY 

Has increased gender diversity / participation of women in your organisation 
helped enhance your business outcomes?

XIII. APPENDIX 2

IMPACT OF COVID 19

How has COVID-19 affected your company?
 
Increase in business
Decrease in business
No change 
New opportunities
Other (pls specify)_____________________________________________________

In the present post-Covid 19 context, how has the nature of working changed

Digital transformation
Flexi- hours
Work from home
Part time work
Remote working

Are there new job roles that have been created

Yes
No 
If yes , are there any  new job roles that have been created for women / more 
suitable for women participation?

30

□
□
□
□
□

31

□
□
□
□
□
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□
□
□
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In Photo

Capt Suneha Gadpande at dry dock in China
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