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Abstract  

Leadership provides direction and vision, motivates and inspires others and helps to be 

successful in the achievement of goals. For any organisation to achieve its objectives there 

should be a good leader crowned with good management. The main characteristic of a true 

leader is the right things are done for the right reason in the right way. Women's leadership 

can be defined as the lady who is in control of power and decision-making. Women's 

leadership is not restricted to the workplace but to being good at home to lead your family. 

A leader has multi-trait qualities, attributes and characteristics. India has witnessed strong 

women leaders in the past from freedom fighters to the present corporate heads and 

entrepreneurs. Leadership is not an action but an ongoing practice of personal and 

professional evolution. In summary, leadership is a dynamic blend of attributes that can 

influence individuals and team members towards organisational and as well as individual 

success. Through this review article, much effort is put into identifying various aspects 
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 related to women's leadership traits, challenges and how to confront them by cultivating a 

favourable environment in the organisation and society to encourage women's leadership.  

 

Keywords: Career break, gender diversity, glass ceiling, leadership, work-life balance 

 

Introduction 

Leadership provides direction and vision, motivates and inspires others and helps to be successful in 

the achievement of goals. Leadership and management are essential for an organisation to achieve 

its objectives. The main characteristic of a true leader is the right things are done for the right reason 

in the right way. Women's leadership can be defined as the lady who is in control of power and 

decision-making. Women's leadership is not restricted to the workplace but to being good at home 

to lead your family. A leader has multi-trait qualities, attributes and characteristics. India has 

witnessed strong women leaders in the past from freedom fighters to the present corporate heads 

and entrepreneurs. Leadership is not an action but an ongoing practice of personal and professional 

evolution. In summary, leadership is a dynamic blend of attributes that can influence individuals and 

team members towards organisational and as well as individual success. Leadership principles are 

the standards by which leaders make decisions and act on their responsibilities. They are the guiding 

principles leaders use to decide what is right and wrong, what should be done or not and how to 

deal with people who fall short of those standards. 

 

What is the best type of leader? 

There is no best type of leadership style. The leadership arises from the needs of the situation, the 

leadership styles are delivered as one gains experience, by their personality or personal trait or by 

the need of their position in an organisation or its culture.  

The most recognised names in the field of research of leadership are Kurt Lewin and Glenn Parker. 

Kurt Lewin leadership research: 

1) Authoritarian (autocratic) Leadership: This leader has a clear expectation of “what”, the “when”, 

something needs to be done and “how” people should do it. The leader is in command and control 

of the followers. 

2) Paternalistic leadership: Similar to the parent-child relationship, where leaders are seen as “father 

figures”. The leader guides and protects his subordinates as members of this family. 

3) Participative leadership (Democratic): It is the most effective style. Democratic leaders actively 

participate in the groups, not necessarily as leaders. 

4) Delegative leadership (laissez-faire): The whole group is involved in decision-making. Everyone's 

input is equally valued, no matter how much or little qualified they are. So, if the members involved 

are qualified experts, the results would be more excellent. 

Glenn Parker leadership models: 

1) Supportive leaders: Gives their team members opportunities to take on new challenges. Leaders 

do not actively participate but support them in all shapes and forms to work effectively. 
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 2) Teaches: This type of teacher leadership will influence the employees how to perform and teach 

them to perform their duties. In the case of some individuals, there will be a teacher figure probably 

an elderly or experienced person who influences their actions and decision making.  

3) Motivators: The leaders who use ethical procedures from their lives which helped them to be 

successful are the motivational leaders. They motivate their members with the same philosophy of 

life about how they became successful. 

4) Role models: In this leadership style as the name says we have a role model in our lives who we 

aspire to become. So, everybody's role model matches their personality the best and achieves 

extraordinary which they are yet to become. 

Objectives of the study: 

1) To survey the various characteristics of women's leadership. 

2) To analyse the challenges faced by women leadership. 

3) To analyse the difference in leadership styles through literature. 

This paper helps to understand the women leaders' variable traits and the differences in their 

leadership styles. The study also highlights the challenges faced by the women leaders and prompts 

the solution to some extent. 

 

Research Methodology 

The researcher adopted a systematic literature review method for this study. The researcher found 

that most of the studies are conducted in developed countries where as women leaders in 

developing countries face similar barriers during their careers. The gender gap and glass ceiling they 

have to break are some of the issues experienced by women in any organisation. Various books, 

articles, newspaper reviews and online were used for data collection. The data collection was also 

obtained from various online Google Scholar databases, Scopus articles, peer-reviewed and scholarly 

articles and studies on women's leadership available from as early as 1914. Also, various secondary 

data from public libraries, news reviews, and online webinars were referred to in the study to get the 

current scenario of the participation of women in leadership in various organisations. 

 

Literature Review 

An extant literature survey was conducted to find different leadership traits and characteristics of a 

successful leader among women. It is found that there are fewer chances of gender diversity in 

almost all organisations. Gender parity to be implemented in an organisation is a big challenge and is 

an ongoing process. An unnoticeable bias about a male member in a group stands the best chance to 

be a leader than a single female in the group due to various factors which the society still presumes 

that it is not achievable by a female gender. Members of the group are more likely to agree with a 

male leader when power is exerted than a female leader (Forsyth, Donelson, 2010, Group Dynamics, 

5th ed.). The “glass ceiling” effect is best suitable to define unacknowledged barriers to advancement 

in a profession which affect women and minor group members. Many effective leadership qualities 

are exhibited by women from the old age era but still, men take over the position due to the age-old 

concept of masculine traits. In 2014, a meta-analysis including 99 independent samples across 95 

studies found men and women do not significantly differ in leadership effectiveness (Paustian et.al, 

2014 “Gender ad Perceptions of Leadership Effectiveness: A meta-analysis of Contextual 

Moderators.” Journal of Applied Psychology). 
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 Women are seen as equally more competent as men finds 2020 metanalysis led by Eagly. The study 

involving more than 30,000 U.S adults from 1946 to 2018 on three types of traits – communion 

(compassion, sensitivity) agency (ambition, aggression) and competence (intelligence, creativity). 

According to a 2010 study by Anita Williams Woolly, team collaboration is greatly improved by the 

presence of women in the group. Women rank better than or equal to me in seven of the eight traits 

relevant to leadership assessed in the 2008 national survey by the Pew Research Centre. In a study 

conducted in 1990, it was found that women ‘lose authority’ if they employ feminine styles of 

leadership in male-dominated roles (Levy. P,2010, p372, Industrial Organisational Psychology: 

Understanding the workplace 3rd ed) 

The first wave (1848-1920): It was during this period of July 1848, that the first movement towards 

rights for American women began by Elizabeth Cady Stanton and Lucretia Mott at Seneca Falls, New 

York. At this convention, the participants signed the Declaration of Sentiments which affirmed 

women’s equality with men and passed a dozen resolutions calling for various specific rights, 

including the right to vote.  

The second wave (1963-1980): National women’s political causes were founded in 1971, with high 

passage points including the “Equal Pay Act”. 

The third wave (1990’s): During this time feminists encouraged women to express their sexuality and 

individuality. 

Fourth wave (present-day): The ‘Metoo movement’ took off in 2017. The fourth wave feminists are 

turning their attention to the systems that continue to grapple with the concept of intersectionality 

and regardless of sexuality, race, class and gender by Sarah Pruitt, what are the four Waves of 

feminism? June 19, 2024. 

India has witnessed strong women leaders in the past from freedom fighters like Rani Laxmi Bai to 

political leaders like Indira Gandhi have inspired the Indian population in many ways. 

 

Research Gaps  

An extant literature review has found few studies offering a comprehensive discussion of gender 

stereotypes percolating the social, political, economic and cultural spheres of life about women's 

leadership. However, one should admit that previous literature has not brought many factors of 

women's leadership challenges and the styles adopted. The factors of work-life balance affecting 

women in leading the organisation are not been comprehensively studied previously. The CEDA 

(Centre for Economic Data and Analysis) showed that 34 per cent of women exit firms over work-life 

balance compared with just 4 per cent of men. (Dbleena Majumdar, ET, March 18, 2024) The CEDA 

also reports that in 73 per cent of surveyed organisations, only 21 per cent have supporting 

strategies for gender diversity goals. About 59 per cent of firms lacked the mandatory internal 

grievance committee, 37 per cent did not provide maternity leave benefits and only 17.5 per cent 

provided childcare benefits. The organisational norms, values and structures disadvantage females in 

their career advancement which not many studies have highlighted. Women employees constituted 

26 per cent of the India Inc. workforce in all sectors (ET Bureau, March 08, 2022) As per the 

survey, hiring sentiment improved in India by 5 percentage points compared to the prior 



 

ISBN code 978-93-83302-70-3   P a g e  | 5   

 

    
Shri Dharmasthala Manjunatheshwara Institute for Management Development, Mysuru, India  

 2nd International Leadership Conference on Sustainable and Inclusive Progress for Creating Organizational Excellence – September 13, 2024 

------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------- 

 quarter and by 43 percentage points which with this time past year. “The key theme “for hiring in 

2022 will be specifically hiring for specific roles, focusing on the right profile. Recruiters will prioritise 

“whom to hire” rather than “what to hire”, now will be the year of data-driven recruitment” quote 

Siddhartha Gupta, Mercer Mettl (Hiring recruitment trends, People tree). Lack of flexibility and 

family-friendly policies, together with traditional gender roles that assign women with child care and 

family responsibilities impede women’s access to paid employment. Previous data about how many 

organisations follow childcare facilities and maternity norms are not available. Women do not pursue 

a more lucrative career in science and technology due to the affordability of quality childcare 

services for children of working mothers, and family tradition in the case of the Indian scenario, 

Anker, R., & Hein, C. (1985). Between 2010 and 2020 number of working women in India dropped 

from 26 percent to 19 percent. As infection surged, female employment plummeted to per cent by 

2022. Women in India represent 48 per cent of the population, they contribute only 17 per cent of 

the GDP compared to 40 per cent in China. (Economic Times, June 02, 2022).  

 

Conceptual framework: 

 

 

Leadership traits:  
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 Leadership traits are the attributes of a leader that are observed in common among all the leaders 

who are in authority. The leadership traits encompass physical, emotional social and intellectual 

characteristics with the ability to communicate effectively and motivate others, self-confidence, 

ambition and high energy (Bolden et al. 2003: Freedman, 2016). 

During the 1990s, the study of leadership traits focussed on understanding an individual's 

behaviours, thoughts and feelings, as well as those of others and the appropriate actions of them. 

The review of past studies of traits accumulated for 60 years by Northouse in 2013 has proposed a 

set of five major leadership traits that individuals should possess or seek to develop, intelligence, 

self-confidence, determination, integrity and sociability. (Northouse P.G. 2016, Leadership: theory 

and practice, Sage). 

i) Intelligence: Intellectual or cognitive ability includes mental capacity for understanding, reasoning 

and perception as well as aptitude for grasping facts and relationships between them. Leaders have 

higher intelligence than non-leaders (Bader, P. K., Zaccaro, S. J., & Kemp, C. F. 2004, April)  

ii) Self-confidence and determination: Effective leaders have self-assurance and self-esteem. Self-

confidence about their ideas, judgement, ability, skills and decision-making enables them to step 

ahead with the belief that any decision made can be overcome. Determination is the motivation a 

leader needs to come to a decision which includes energy initiative, persistence and tenacity. 

iii) Personal integrity: Effective leaders show their character by being ethical, trustworthy and honest. 

Leaders should maintain the confidence of followers; effective communication and trustworthiness 

Leaders should take responsibility for their actions and decisions. 

iv) Sociability: This is the heart of effective leadership by Zaccaro and his authors. Social appraisal skill 

or social intelligence is the aptitude for understanding the thoughts, feelings and behaviours of 

others and oneself in social situations and acting appropriately. Sociability traits in a leader are being 

friendly, courteous and diplomatic, showing concern for the well-being of others, exhibiting good 

interpersonal skills and helping to create cooperative relationships within their work environments 

(James W. Holsinger, 2017) 

v) Goal setting: To sustain leadership development, it is vital to delineate specific measurable goals 

that align with both your personal growth and the overarching objectives of the organisation. These 

goals will direct one's actions and decisions towards meaningful change. 

vi) Skills development: While technical skills have their place, humanitarian skills like empathy, active 

listening and effective communication are crucial for exemplary leadership. To achieve these abilities 

workshops seminars, and online courses are necessary to reach out. 

vii) Leadership by example: Just not enough to preach the qualities of effective leadership but also 

embody them. Consistency in action displays the same traits of authenticity in your behaviour and 

commitment to the same values you espouse which your team needs and looks like a role model in 

you. 

viii) Network support: Cultivating a robust network of mentors, peers and even industry experts can 

offer a reservoir of wisdom and moral support. This relationship not only serves as a source of 

guidance but also offers the psychological bolstering needed to face the challenges of leadership 

with resilience. 

ix) Self-assessment and peer review: Conduct periodic self-assessments to gauge your competencies 

and weaknesses. Also, check the feedback from peers, mentors and even subordinates. This helps to 

know about your leadership acumen and illuminates the paths for personal growth. 
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Essential characteristics of a good leader 

(Anne Gomez, OLLU, Nov. 3, 2023, Our Lady of the Lake University) 

1. Integrity: This is the trust factor in leadership. A leader who is confident and inspiring the 

members maintains credibility, stands by his words, upholds the values and principles, and is ethical 

will develop trust and dependability among the team members. 

2. Innovation: Leaders should be able to adapt to change and encourage innovation by valuing new 

ideas and creative problem-solving. 

3. Vision: A leader's vision provides direction and purpose, inspiring the team members to achieve 

the goal. 

4. Passion: This trait fuels dedication and perseverance. Passion about work and vision inspire others 

to give their best. 

5. Communication: Effective communication is key to displaying true leadership. Strong 

communication skills shall ensure that messages are clearly understood, thus fostering collaboration 

and trust. 

6. Self-awareness: One should understand their strength and weaknesses. This enables them to make 

informed decisions, leverage their strengths and work on areas that need improvement. This allows 

them to relate better to their teams. 

7. Empathy: This quality of a leader enables one to understand his member's emotions. This helps in 

conflict resolution and creates supportive feelings and a good rapport with them. This makes the 

members feel that their leader cares about their well-being. 

8. Courage: This quality of a leader helps to make tough decisions and face challenges. A courageous 

leader will take calculated risks and confront difficult situations. They will stand up for their beliefs. 

9. Delegation: By delegating the work the leader expresses confidence about his members. This will 

enable the team members to empower and develop their skills and responsibilities. 

10. Learning agility: Learning agility allows leaders to be quick learners and willing to adapt the 

changes. Accept and practice by seeking new information which improves their decision-making and 

problem-solving abilities. 

11. Adaptability: Leaders must adapt to evolving situations and challenges. Embrace change and 

adjust their strategies accordingly and are better equipped to lead their teams through uncertainty 

and ambiguity. 

12. Decision making: This is not just a task, it is a pivotal skill. Decision-making by effective leaders is 

done through, thorough thoughtfulness after carefully weighing the pros and cons seeking diverse 

opinions and choosing a course of action with conviction. This meticulous approach not only drives 

their objective forward but also builds trust and respect among the team members, reinforcing the 

leader's role as a trusted guide. 

13. Accountability: This means taking responsibility for one's actions and decisions. This fosters a 

culture of ownership and reliability. 

14. Gratitude: This expression goes far beyond simple courtesy. It serves as an acknowledgement of 

the hard work and contributions of team members boosts their morale and improves interpersonal 

relationships. This fosters a positive work environment enabling improved productivity and 

motivation in their job. 
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 15. Influence: Influential leaders inspire others to follow their lead willingly. Their influence stems 

from their character, actions and ability to connect with others. 

16. Respect: Respect for all team members regardless of their role or background is essential for 

creating a harmonious and inclusive workplace. This helps to create mutual support and enables 

everyone to thrive. 

Bottom line: This comprehensive exploration of 16 essential qualities that make an extraordinary 

leader serves as a guiding compass. They are not just mere attributes but pillars on which impactful 

leadership is built. Leadership is not an action but an ongoing practice of personal and professional 

evolution. 

 

Reasons to be a Leader 

1) Personal growth and development. 

2) Leadership roles offer an opportunity to make a positive impact on both individuals and 

organizations. 

3) Ability to inspire and empower others. 

4) Leads to recognition and achievement. 

5) Helps tackle challenges and drive change. 

 

How leaders motivate employees 

1) By offering recognition and appreciation for their hard work. 

2) Clear and transparent communication from leaders can enhance employee motivation. 

3) Providing employees with a sense of empowerment and autonomy which boosts their enthusiasm 

and engagement. 

4) Leadership can offer professional growth to motivate team members. 

5) Aligning individual and team goals with the organisation's mission brings in a sense of purpose and 

drive. 

6) Leasers can offer feedback and coaching which can help employees improve and stay motivated. 

7) Promoting work-life balance can increase overall job satisfaction and motivation. 

8) An inclusive and collaborative work environment can enhance employee morale. 

9) Implementing recognition programs and incentives can provide tangible rewards that motivate 

employees. 

 

Concept of Women Leadership  

The concept of women's participation in positions of power and decision-making in companies was 

developed by Marilyn Loden, Sally Helgesen and Helen Fisher over 40 years ago. India has witnessed 

strong women leaders in the past from freedom fighters to the present corporate heads and 

entrepreneurs. Leadership is not restricted to the workplace but to being good at home to lead your 

family. Leading your family is not only your right but also your responsibility. Cultivating exceptional 

leadership qualities is not a destination but an ongoing journey. Women also have substantial 

advantages in education and social service (Eagly, Karau and Makhijani, 1995). 
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 Women managers have broken the glass ceiling in medium-sized, non-traditional organisations and 

have proven that effective leaders do not come from one mould. The first wave is female executives 

in the developing world, and the second wave is making its way to top management proving 

successful by drawing their skills and attitudes developed from their experience during the first 

wave.  

The women respondents describe themselves in ways that characterise ‘transformational’ leadership 

– getting subordinates to transform their self-interest into the interest of the group through concern 

for a broader goal. In some interviews, these women view themselves as leaders whose leadership 

style is more like ‘interactive leadership’ because they actively work to make their interactions with 

subordinates, encourage them to participate, share power and information, enhance other people's 

self-worth and get others excited about their work.  

While men are expected to be strong, tough, decisive and exhibit competitiveness and control, 

women are considered to be very cooperative and supportive but emotional and vulnerable. This 

explains why women leaders are more likely interactive leaders. Women believe that employees 

perform better when they feel they are part of the organisation and can share in its success. Allowing 

them to get involved and to work to their potential is a way to maximise their contributions and use 

human resources most efficiently. Many women experience bias not only as a s result of gender but 

also due to race, social orientation disability or other aspects of their identity, according to the 2022, 

women in Workplace report by McKinsey & Company.  

 

Different leadership styles for women 

Women leaders' characteristics differ significantly from women's characteristics more generally 

(Schneider and Bos, 2011). Adopting an androgynous leadership style by women to overcome gender 

stereotypes that have prevented them from being viewed as leaders in the past (Korabik, 1990). 

Schein 2001, observed that women perceive their leadership role as androgynous compared to men. 

Transformational styles of leadership are mostly observed among women leaders. Female leaders, 

when leading female-dominant organizations, exhibit transformational leadership (Eagly et al., 1995; 

Lowe et al., 1996). Transactional and transformational leadership were first conceptualized by James 

Mc Gregor Burns in leadership (New York, Harper and Row, 1978) and later by Bernard Bass in 

Leadership Performance Beyond Expectations, New York, Free Press, 1985). The commonly observed 

women's leadership styles are explained below: 

Leadership Styles for Women 

 Transformational style 

  Interactive or Participative style 

  Democratic and collaborative style, participative style 

  Empathetic and Nurturing style 

  Service style or Servant style 

  Authentic style 

  Adaptable 
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 1) Transformational Style of leadership: This is when you inspire and motivate others to achieve a 

shared vision and goals. This style can create positive change, bring innovation and growth in an 

organisation, also foster loyalty, satisfaction and performance among your team members. 

2) Interactive style of leadership: This leader involves others as much as possible by delegating tasks, 

inviting team members for group discussion and building trust and their commitment towards 

organisational goals. The decisions made are more on a collaborative approach. 

3) Democratic style of leadership: This leadership style allows everybody to participate, exchange 

ideas, have their opinion heard and encourage discussion, then ultimately conclude with a final 

decision. 

4) Empathetic style of leadership: This type of leadership is seeing things from employees' 

perspectives, and understanding their needs by maintaining a close rapport. 

5) Service style of leadership: It is a selfless leadership style where you focus on the needs of others 

before you consider your own. This type of leadership involves others in decision-making only purely 

on ethical and caring behaviour. 

6) Authentic style of leadership: Leaders with high integrity exhibit this type of leadership style 

where they take responsibility for their decisions and actions. 

7) Adaptable style of leadership: This type of leadership allows one to thoroughly diagnose the 

situation, understand the problem or challenge on hand, and then prepare to take the challenge. 

 

The key difference between female and male leadership styles 

The leadership style that women are said to adopt is a more democratic and participative approach 

in contrast male leaders have traditionally been associated with a more autocratic style and 

emphasizing clear directives and quick decisions. (Eagly, Alice & Johannesen-Schmidt, Mary. (2001), 

The Leadership Styles of Women and Men. Journal of Social) 

Men provide direction for their employees while women encourage employees to find their own 

direction. 

The way the women promote themselves is different from male members. The studies show that 

women tend to promote the success of their teams rather than their contribution. (Christine L Exley, 

Judd B Kessler, The Gender Gap in Self-Promotion, The Quarterly Journal of Economics, Volume 137, 

Issue 3, August 2022)  

The women members are the pillars of the family and community. they are caregivers, mothers, 

leaders, entrepreneurs and activists. 

 

Issues faced by women leadership 

1) Unconscious Bias: This is all about a belief in gender stereotypes to subconscious attitudes about 

female capabilities. Even some can go to the extent of preferences for women who act, speak and 

dress in certain ways. Some issues are unaware that hiring managers are likely to consider female 

applicants ‘marital status’ and age with career breaks facing challenges while returning to work. 

Solution: Provide training about anti-discrimination and better equity practices. 

2) Sexual or gender-based harassment: This is still a significant problem where women face the risk 

of sexual hostility. To deal with these women, they must quit jobs, change industries or reduce their 

work hours. 
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 Solution: Have a grievance cell with strong committee members including female staff, and 

implement anti-harassment and anti-discriminating training programs. 

3) Limited career advancement opportunity: Women are consistently judged as having ‘lower 

leadership potential’ than their male counterparts and are less likely to be promoted. 

Solution: Promote women into new leadership roles. Conducting mentorship programs and 

professional development strategies helps provide opportunities and grow professional 

networks. 

4) Unequal Pay: Seen at lower levels even at the C-suite women are more likely to be paid 

less than their male counterparts.  

Solution: Need to welcome women at all levels of leadership, and push for diverse pools for 

promotion and new hires. And cultivate a culture of equal pay regardless of gender. 

5) Difficult expectations: Female leaders often face lower expectations than their male 

counterparts. Women are taken less seriously as leaders, less likely to be authoritative, and 

face lower expectations for their career advancement. 

Solution: The company needs to provide more opportunities for women to prove themselves 

through adequate promotions and assignments. 

6) Lack of sponsorship and mentors: For career advancement, people need sponsors that can 

demand opportunities and support leadership development Female employees are less likely 

to meet sponsors and mentors to keep themselves accountable for their advancement. 

Solution: women leadership development programs and seminars to train the male members 

to ally and provide opportunities to women employees and act like mentors guiding them for 

career advancement. 

7) Becoming C-suite members: To encourage women's leadership, the organisation must 

provide women with C-suite-level positions and resources and support to obtain them. 

Solution: Perform a workplace culture audit to determine how current employees including 

women feel about their career advancement opportunities. Find ways to effectuate cultural 

changes and give female leaders the resources they need. 

How to help advance more women into leadership: (American Psychological Association) 

1) Identify – Potential leaders early. 

2) Establish – Mentorship and sponsorship programs. 

3) Support- Women in joining women-led professional organisations 

4) Focus- on allyship, an ally is the one who consistently and intentionally works to promote a culture 

of inclusiveness and building an environment that benefits all in a community. 
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 1) Identify: The candidates with a high potential for leadership skills can be identified early in their 

career through assignments, mentoring and coaching. This will also help them develop their 

networks and demonstrate their ability to take on greater responsibilities. 

2) Establish: Training and mentorship programs including career guidance, support, feedback and 

knowledge for women and also sponsorship which goes beyond the role of mentor would influence 

proactively advocating for a new joiner. 

3) Support: Women-led professional organisations allow members to have their leadership abilities. 

Mingling with other women, observing their leadership traits by directly working under them and 

also receiving support from the women members to take on the lead role are more available. 

4) Focus: It is not only women who can help boost the number of female leaders but also trained 

male executives can even do. Training the male members on how to be allies is more likely to vouch 

for incidents of gender inequality than men who are not trained in this approach can contribute to 

promoting women's leadership. 

 

Findings  

The key positive trend is that year on year women’s representation in executive boards increased by 

2 per cent in 2023 and currently, women hold 12 per cent of the board seats in India (source: 

Economic Times. Mar. 18, 2024). About 80% of working women in India have taken career breaks 

with 45 per cent citing childcare and personal commitments in homemaking as primary reasons. The 

companies are offering the hybrid mode of work culture after post-pandemic while allowing the 

employee to have the choice of coming to the office thrice a week or providing them a minimal 

logging option at the office and the rest can carry out from WFH (Work from Home). This seems to 

be working out well as the women employees are comfortable with hybrid mode. A recent survey by 

quote by Pulse of the American worker, states that 42 per cent of current workers say that “if their 

current company does not continue to offer remote work options for a long-term, they will look for a 

job at a company that does.” The ideal “new normal” is an inclusive hybrid workplace where all 

employees – no matter where they are working- are productive, engaged, and feel connected and 

included (Gartner). There is a jump in productivity from 36 per cent to 55 per cent when the 

employee was given the option from typical conventional daily office work of 40 hours a week to 

radical flexibility where they have a choice over where, when, and how much they work. 

Limitations: This study is limited to the data explored by various literature sources and cannot be 

adequate. This is only a likelihood challenge as explained about women leadership observed and 

understood by the secondary data availability. Further studies and research on particular industries 

or organisations need to be conducted on this topic and bring out the fair picture in the coming days. 

Further studies could investigate these concerns in different contexts considering differences and 

similarities. 

Future Scope: 

Due to various factors, many features regarding women's leadership styles and various aspects were 

overlooked in the study. Micro study on a particular type of industry or organisation can give a better 

picture of the hurdles faced by women becoming leaders.  

 

Conclusions: 

The 2023 theme of International Women’s Day (March 8) is ‘DigitAll’, which marks a call to action for 

accelerating gender parity. Despite progress and development, the challenges of gender diversity 

exist in India. There are many examples of gender bias both conscious and unconscious and each 
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 impacts women in different ways, including in the workplace and leadership roles. There is a 

continuing need for more progressive mindsets and inclusive behaviours worldwide. Initiatives like 

gender-neutral jobs, mixed-gender interview panels to reduce bias at the hiring stage, and programs 

to support women’s career advancement and retention will help greatly (Dbleena Majumdar, ET, 

March 18, 2024). Job listing should be written in a way without favouring any gender. There should 

be a continuous effort with innovation, technological change and education in the digital age to 

achieve gender equality and the empowerment of all women and girls. 

 

Recommendations  

Leading with empathy, respect and fairness is the key to a successful leadership style. As a leader, 

you need to express and extend consideration and fairness to your team members while they return 

the same courtesy. Women leaders create a positive and supportive work environment fostering 

trust and collaboration among team members. Now is the era of flexible work culture of hybrid 

mode with a lot of autonomy capped with good compensation. Now the office spaces are redesigned 

for a hybrid mode of work design. Many companies are redefining their work culture by adding up 

many benefits like free pick-up and drop, lunch coupons, and flexi-time are on the list apart from 

good compensation, recognition, engagement, and work-life balance promoting women employees. 

Appreciate the woman leader by her action behaviour or results. Make them feel what it means to 

you and express your appreciation by looking into their eyes. Finally, don’t forget to say the simple 

‘Thank You”. 
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