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Abstract: The equality between the sexes has become a burning point in the definition of the business 

economics as well as sustainable development. There are gross disparities in the representation of women 

in the front of leadership, wage equality, and access to the entrepreneurial opportunities although the 

world has made efforts to increase the proportion of women in economic processes. The relevance of 

women empowerment in improving sustainable economic growth and corporate performance is discussed 

in this paper. The study is based on the empirical approach, where the concept of female business leaders 

is combined with the secondary data of such international organizations as the World Bank and UN 

Women. According to the key findings, organizations that have greater women representation in the 

decision making processes demonstrate a more favourable financial performance, innovativeness as well 

as participation of their employees. Furthermore, social and cultural restrictions that do not allow women 

to exercise full participation in them still exist, which hints at the need of particular interventions. The 

paper identifies the necessity to implement inclusive policies, mentorship programs and corporate 

programs to improve the gender equality. The research gives practical advice to policy makers, 

organizations, and other stakeholders interested in the realization of equitable and resilient economic 

development by making women empowerment and sustainable business practices interconnected. 
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I. INTRODUCTION 

 
Figure 1: Global Gender Gap Report of the World Economic Forum 

(Source: World Economic Forum, 2023) 

Gender equality has been a concept that has been gaining significance in the world as a critical factor in the economic 

growth as well as sustainable development. Despite an incredible improvement in education and the workforce 

participation sector, women continue to be incomparable in terms of revenues, representation in the leadership positions 

as well as entrepreneurial opportunities in the majority of global regions. According to the Global Gender Gap Report of 

the World Economic Forum (2023), there is no solution to this issue in the near future and even now it will take more 
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than 130 years to close the divide between women and their economic and business participation, which makes it evident, 

that there are certain structural factors that do not allow women to work to their full capacity in business and economic 

development. Inequality in distribution of women in labour force is also evident on geographical basis since the 

developing countries usually experience less of women involvement in the labour force as compared to the developed 

countries, and this is further compounded by cultural, social, and institutional constraints. 

The topicality of the gender equality issue in the business economics is not limited by the ethical implication; it is 

becoming clear that it is a key to the enhanced organizational performance, innovativeness, and competitiveness. It has 

been demonstrated in literature that the companies which have higher number of women in the top leadership positions 

are in a position to make superior decisions, perform better financially and practice corporate social responsibility. 

Moreover, women empowerment will contribute towards the achievement of the United Nations Sustainable 

Development Goals (SDGs) and particularly SDG 5 (Gender Equality) and SDG 8 (Decent Work and Economic Growth) 

since it will result in inclusive and sound economic systems. 

The research problem that was used in this study is the disparity between the identified advantages of economic 

empowerment of women and the challenges that continue to limit their roles in the sphere of business leadership.  

This study aims to: (1) assess the impact of women’s economic empowerment on business performance, (2) examine the 

barriers to gender equality in business economics, and (3) explore policy and corporate interventions that promote 

women’s empowerment. Key research questions include: Does increasing female participation in business leadership 

improve economic outcomes? What are the key challenges limiting women’s economic empowerment across different 

sectors? By addressing these questions, this research seeks to provide empirical evidence to inform policies and practices 

that enhance gender equality in business economics. 

 

II. LITERATURE REVIEW 

Gender Equality in Economics 

Gender equality in economics has become one of the key issues in academic literature and policy. Traditionally, women 

did not engage in economic activities due to the socio-cultural beliefs and legal constraints that restricted women to 

domestic affairs, where the activities of the economy were mainly men (Awuni et al., 2022). These barriers have been 

attempted to be broken in the last century through international organizations like the International Labour Organization 

(ILO) conventions and the Convention on the Elimination of All Forms of Discrimination Against Women (CEDAW) 

(ILO, 2022). Nevertheless, statistics in the world show that there still exists gaps between genders. The World Economic 

Forum (2023) states that globally women make on average 20 percent less than men and in top management, they are not 

represented equally as they are allowed just 28 percent of top management positions. These disparities can be explained 

using economic theories like the Human Capital Theory and Gendered Organization Theory. The Human Capital Theory 

argue that investments in both education and skills can improve the productivity but women do not have equal access to 

these resources (Gugan et al., 2024). The Gendered Organization Theory emphasizes structural and cultural 

discrimination in the practice of workplaces that discriminate against women in a systematic manner. 

 

Business Performance and Women Empowerment. 

Empirical research has always shown that the empowerment of women has positive effects on business. Companies that 

have a greater proportion of women in leadership show improved financial performance, innovation and employee 

engagement (Catalyst, 2021). Women leaders tend to have more inclusive decision-making styles which promote 

collaborators and creativity, which may be converted to competitive advantage (Awuni et al., 2022). Surveys conducted 

in developing economies indicate that women entrepreneurs not only work to develop the economy at local levels but 

also create employment and alleviate poverty, but the macroeconomic impacts of women empowerment in businesses are 

larger than in specific entrepreneurships (Ahmetaj et al., 2023). The facts indicate that gender diversity should not be 

focused on as a social obligation but as a strategic business investment. 
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Sustainable development goals (SDGs) and gender equality 

The United Nations Sustainable Development Goals (SDGs) include gender equality: SDG 5 seeks to ensure gender 

equality and empower women and girls, as well as SDG 8, which seeks to ensure inclusive and sustainable economic 

growth, employment and decent work, and that is all. To attain such objectives, there is a need to not only provide equal 

opportunities in access to education and jobs but to also do away with discriminatory practices within the organizational 

frameworks. Research has shown that inclusion of gender equality in business strategies increases corporate 

sustainability, social capital and inclusive economic growth (UN Women, 2022). 

 

Obstacles to Economic participation of women. 

Women have many obstacles to complete economic participation despite some obvious advantages. Cultural beliefs and 

gender stereotypes tend to restrict professional mobility and career ambitions of women. Women are overloaded with 

social expectations regarding the caregiving task, which leads to the interruption in their careers and decreased 

engagement in the labour market (OECD, 2025). Educational barriers particularly on the STEM subjects further restrict 

access to high paying sectors. Organizational barriers that contribute to these challenges include organizational 

mentorship, gender biased recruitment and promotion practice. Intersectional issues, like race, class and disability, can 

increase the disadvantages and that is why it is possible to speak about the multidimensionality of the barriers to women 

empowerment. 

 

Policies and Corporate Strategies. 

A number of policies and business practices have been implemented to promote economic inclusion of women. Gender 

quota in leadership is meant to accelerate the female representation in making decisions and the sponsored development 

activity and mentorship is used to support the growth of the profession and career development (Barkhuizen et al., 2022). 

Corporate policies that are inclusive such as flexible work hours, maternal leaves and anti-discrimination procedures 

improve retention and engagement of women employees. Microfinance programs have especially been effective in 

emerging markets because they give women in business access to capital and business education and training, which have 

led to the development of small businesses and economic empowerment (Ranabahu and Tanima, 2022). 

 

Gap in Literature 

Although much literature demonstrates the advantages of women empowerment and the success of different policies in 

place, there is a gap in the empirical research that directly connects gender equality to quantifiable business economics 

benefits and especially in different business industries and in developing economies. Many studies focus on social or 

developmental perspectives without quantifying impacts on profitability, productivity, or macroeconomic indicators. 

There is also limited longitudinal research assessing the long-term effects of corporate gender policies on sustainable 

development. Addressing these gaps is crucial to develop evidence-based strategies that optimize both social and 

economic outcomes. 

 

III. METHODOLOGY 

Research Design 

The proposed study design is an empirical research design based on quantitative secondary research method to examine 

the association of gender equality, economic empowerment of women and sustainable development in the business 

economics field (Trein et al., 2023). The study reviews the available data in international organizations, business reports, 

and scholarly academic resources to present evidence-based information on the effect of the participation of females on 

the performance of companies and the economy. The study will cover a wide range of industries and regions since the 

research will be based on secondary data only, which is feasible in time and resource terms. 

 

Data Collection 

All the data are of a secondary source. Significant datasets are attractable, and such organizations as the World Bank, UN 

Women, and the International Labour Organization (ILO) are globally relevant. Also, the examples of corporate 
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sustainability reports of the top corporations with significant female representation in top leadership roles are examined. 

The sources that are analysed to obtain empirical evidence on gender diversity, corporate performance, wage equity and 

policy interventions in sectors and countries include peer-reviewed journal articles and industry reports. 

 

Sampling 

The research employs purposive sampling method where organizations and industries with good, gender based data are 

sampled (Thomas, 2022). Special focus is laid on businesses in the fortune 500 list and nations that have inclusive gender 

and overall economic performance. The data equals the last 5-10 years as it would reflect the latest trends and give 

acceptable empirical data. 

 

Data Analysis 

The summarization of the gender representation and wage disparities and the representation of women in senior roles are 

presented by descriptive statistics, and the relationship between women empowerment and other business performance 

parameters of profitability, productivity, and innovation are obtained through thematic analysis. 

 

Limitations 

The research is constrained by the fact that there are inconsistencies in data reporting standards between countries and 

industries. Lack of primary data limits the contextual comprehension and cultural and regulatory diversities can impact 

the generalizability. Nevertheless, the secondary empirical method gives a solid basis in determining the global trends, 

relations and policy implications in gender equality and business economics. 

 

IV. ANALYSIS 

Descriptive Analysis of Women’s Representation 

Table 1 below presents the global average representation of women in leadership roles across selected industries (2020–

2023). 

Industry % Women in Executive Roles % Women on Boards Source 

Technology 23% 18% Catalyst (2021) 

Finance 28% 25% UN Women (2025) 

Manufacturing 20% 15% World Bank (2025) 

Healthcare 38% 32% ILO (2022) 

Retail 34% 29% Mckinsey (2022) 

Female representation in leadership is high in healthcare and retail sectors as opposed to technology and manufacturing. 

This implies industry-specific trends, which are determined by history, culture, and education. 

 

Correlation Between Female Leadership and Business Performance 

 
Figure 2: Women leaders are leaving their companies 

(Source: Mckinsey, 2022) 

Using secondary quantitative data, a Pearson correlation analysis was conducted to examine the relationship between 

women in executive roles and corporate profitability (measured by Return on Equity – ROE). 
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Equation Used: 

 
Where: 

ROEi  = Return on Equity of company iii 

WomenExeci = % of women in executive roles 

BoardDiversityi = % of women on boards 

ϵi  = error term 

Table 2: Correlation Results 

Variable ROE Correlation (r) Significance (p-value) 

Women in Executive Roles 0.42 0.01 

Women on Boards 0.35 0.03 

A positive correlation exists between women’s leadership representation and corporate profitability, suggesting that 

gender-diverse leadership contributes to stronger financial performance. 

 

Impact on Productivity and Innovation 

Secondary research indicates that firms with higher gender diversity report greater innovation outputs and productivity. 

Innovation Index Analysis: Firms with ≥30% female leadership have 15–20% higher innovation outputs, measured by 

patents filed and R&D investment efficiency. 

Employee Productivity: Gender-diverse firms show 8–12% higher productivity per employee compared to firms with less 

than 15% female representation. 

Table 3: Innovation and Productivity by Female Leadership Representation 

Female Leadership % Innovation Index Employee Productivity (units/employee) 

<15% 65 100 

15–30% 75 108 

>30% 85 112 

Data confirms that higher female representation correlates with improved innovation and workforce productivity. 

 

Thematic Analysis of Barriers 

From secondary sources (ILO, OECD, UN Women reports), four major themes of barriers emerged: 

Cultural and Social Norms: Gender stereotypes and societal expectations limit women’s career mobility. 

Educational Inequalities: Lower female participation in STEM and high-growth sectors restricts opportunities. 

Organizational Policies: Lack of mentorship, flexible work arrangements, and gender-sensitive recruitment hinders 

progression. 

Economic Constraints: Pay gaps, limited access to capital, and microfinance challenges reduce economic empowerment. 

Table 4: Prevalence of Key Barriers (Global Data, % of Companies Reporting) 

Barrier Type % Reporting Barrier 

Cultural & Social Norms 45% 

Educational Inequalities 38% 

Organizational Policies 50% 

Economic Constraints 33% 

Organizational policies are the most frequently reported barrier, highlighting the need for corporate intervention to 

improve inclusion and advancement opportunities. 
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Policy and Corporate Interventions 

Secondary data analysis reveals the effectiveness of targeted interventions: 

Quotas and Targets: Countries with gender quotas in corporate boards (e.g., Norway, France) show 30–40% higher female 

representation within five years. 

Mentorship Programs: Firms with structured mentorship initiatives report 15% higher retention of women in managerial 

positions. 

Flexible Work Policies: Companies offering remote or flexible schedules increase women’s participation by 12–15%, 

particularly in industries with long working hours. 

 

Equation for Policy Impact on Representation: 

 
Analysis indicates β1, β2, β3 > 0, confirming that policy interventions positively influence women’s representation in 

leadership. 

 

Comparative Analysis Across Regions 

 
Figure 3: Comparative Analysis Across Regions 

(Source: World Economic Forum, 2025) 

Europe: High representation due to strong policy enforcement (quota laws). 

Asia: Moderate growth; cultural and educational barriers remain significant. 

Africa: Microfinance initiatives improve entrepreneurship, but corporate leadership remains low. 

North America: Corporate initiatives and diversity programs drive higher female leadership in technology and finance 

sectors. 

Interpretation: 

Regional disparities indicate the importance of context-specific policies and culturally sensitive approaches to 

empowering women in business economics. 

 

Summary of Analysis 

Empirical evidence from secondary data confirms that: 

Higher female representation in leadership correlates with increased profitability, innovation, and productivity. 

Barriers—cultural, educational, organizational, and economic—persist globally but vary by region and sector. 

Corporate and policy interventions, including quotas, mentorship programs, and flexible work arrangements, are effective 

in improving gender equality. 

These findings form the foundation for the subsequent Discussion, linking empirical insights to sustainable development 

outcomes and policy recommendations. 
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Discussion: 

The empirical analysis demonstrates a clear positive relationship between gender equality, women’s empowerment, and 

business economics outcomes. Across industries and regions, higher representation of women in leadership and decision-

making positions correlates with enhanced corporate profitability, productivity, and innovation.  

 

Linking Gender Equality to Sustainable Development 

 
Figure 4: UN Women Strategic Plan 

(Source:  UN Women, 2022) 

The implications of this research are the importance of women economic empowerment in the realization of sustainable 

development. Women involvement in economic activities and leadership directly affects the achievement of sustainable 

Development Goal 5 (Gender Equality) and Goal 8 (Decent Work and Economic Growth). Empirical data, which is 

presented in form of secondary data, suggests that gender-diverse leadership in firms is associated with higher chances 

of a firm engaging in inclusive and socially-responsible business practices, which translate into even larger social impacts, 

including poverty eradication, enhanced social cohesion, and economic stability (UN Women, 2022). Moreover, 

empowerment of women increases the total workforce, and thus the potential of human capital was fully utilized and 

prompted macroeconomic changes. Countries and regions, in which the issues of gender equality are actively supported, 

possess stronger growth of the GDP, higher degree of innovation environment, and are much more equalized in terms of 

the distribution of the economic resources. 

 

Conceptualizing Barriers to Economic participation by women. 

 
Figure 5: Women participate in the labour market less than men 

(Source: OECD, 2025) 

Nevertheless, in spite of the presented positive effects, women still have a long way to go in the intensive economic 

inclusion. The culture and social norms are still very widespread in areas where the conservative gender roles restrict 

career opportunities. In particular, it is observed that in Asia and some parts of Africa, women are limited in their rights 

to take up leadership positions due to societal expectations about their responsibility of care giving, which is also in 

agreement with the report by OECD (2025). Access to high-paying and strategic jobs is further limited by educational 

differences especially in STEM and high-growth areas. Women also fail to advance due to organizational barriers such 

as absence of mentorship, biased hiring, and inflexible workplace set-ups. According to secondary data, several sources 
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show that organizations with a low level of gender sensitivity policies experience low female retention and promotion, 

which demonstrates that structural barriers cannot be managed in an individual or talent-based manner. 

 

Policy and Corporate Interventions. 

The discussion shows how the policy and corporate strategies have been effective in ensuring gender equality. Quotas 

and incentive based programs have been especially effective in Norway and France whereby the use of compulsory board 

quotas by companies has seen the proportion of female representation in boards grow within a short period of time 

(Seierstad et al., 2021). On the same note, mentorship initiatives and sponsorship projects improve the career development 

of women by giving them guidance and professional connections as well as visibility among women in the leadership 

pipeline. Flexible working arrangements including remote working and parental leaves are relevant to reducing the 

opportunity cost of the care giving roles of women (de Laat et al., 2023). The women entrepreneurs are given power 

through microfinance projects, particularly within the developing economies, through provision of capital, business 

education, and business literacy. All this shows that structural and cultural barriers require complex interventions of 

policy implementation, corporate pledges and social support mechanisms to be used to overcome the obstacles. 

 

Business Economic implications 

Gender equality is an idea that directly relates to the productivity and competitiveness in organizations as much as 

business economics is the issue at hand. The upward trend of positive correlation between women leadership and 

profitability also reflects a bigger picture in the human capital theory that pays more attention to the significance of skills 

and knowledge and diversity to the productivity. The gender diversity of the leaders will be better placed to predict the 

needs of the market, the innovation and the risks and will therefore maximise the performance of the company (Wu et 

al., 2022). The employers who have invested in gender equality also enjoy the fruits in the form of high employee 

satisfaction, low turnover rate and good image that translates to long term monetary gains. In addition, the inclusive 

practices enable corporate sustainability practices, economic objectives, and environmental and social interests, and 

stakeholder expectations in the global market. 

 

Regional and Sectoral Take into consideration. 

he study findings indicate a mean enterprise and regional difference. Europe is leading in female leadership representation 

since the quota policies and culture have gender equality and Asia and Africa do it much slower due to the social norms 

and the absence of educational opportunities (Faugoo, 2024). Healthcare and retail represent a high rate of women 

representation as compared to technology and manufacturing, whether in the past or issues in the skill pipeline. These 

inequalities reveal the need to implement some context-based interventions, which take into account the local cultural, 

educational and organizational situation, and cannot be justified by the globalized strategies. 

 

Limitations and Future Research Areas. 

Though the information in the secondary data could be highly informative on the overall trends within the world, it may 

fail to capture the context-related specifics such as informal workplace relations or intersections impacts, such as race 

and socioeconomic status. Longitudinal studies should be needed to trace the long-term impact of gender diversity 

programs on the performance of firms and the general economies of regions (Yeboah and Mogre, 2024). One more issue 

that will be discussed in the future is the effects of the digital transformation, technological innovation, and global crises 

on the economic participation of women as it is a rising determinant of the business environment. 

 

Synthesis and Policy Implications. 

Overall, the discussion confirms that gender equality is a moral and financial requirement. The implementation of 

combined policies, through the incorporation of legislation, company based programs, and social support, ought to be 

adopted to ensure women become empowered by the policymakers and the business leaders. The results support the 

assumption that a business, government, and society with long-term ambitions to become a resilient and prosperous entity 
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should invest in gender equality to link the notion of women empowerment to the ideals of sustainable development and 

economic growth. 

 

V. CONCLUSION AND FUTURE WORK 

The study has brought to the fore the importance of gender equality and empowerment of women in business economics 

as a measure of ensuring a sustainable development. The statistical analysis of the secondary sources shows that the more 

the percentage of females in the leadership and the decision-making process in the company, the more the profitability, 

the productivity, and the innovativeness of the corporate revenues. Not just does the economic contribution of women 

result in organizational performance, but also positively affect the society at large including poverty eradication, social 

integration and the attainment of the United Nations Sustainable Development Goal, which is SDG 5 (Gender Equality) 

and SDG 8 (Decent Work and Economic Growth). 

Despite such benefits, the cultural norms, education gaps, organizational and economic limitation continues to be an 

unending hitch to complete women inclusion. According to the findings, the corporate mentorship schemes, gender 

quotas, flexible working policies and microfinance programs are some of the effective strategies that can lead to these 

barriers being left behind. The fact of regional and sectoral inequalities also means that the context-specific policies 

should be used to ensure the inclusive and equal economic performance. 

The study provides feasible values to the policy elites and corporate managers but explains that the application of the idea 

of gender equality in the economic and organizational policies is a social responsibility and a strategic positioning. 

Organizations can make a sustainable growth by advancing social equity by facilitating women to become entrepreneurs 

and make workplaces inclusive. 

In order to develop a research in the future, it is recommended to apply the longitudinal studies to identify how the gender 

equality programs impact the performance of the firms and the development of the region. The question of the relationship 

between gender and race, socioeconomic status, and digital transformation needs to be explored in greater depth to learn 

about the complexity of the obstacles and opportunities. It is also possible to augment the evidence base by continuing to 

do more empirical research on the emerging economies and industries that are not well represented, which will provide 

the policy makers and the business leaders with a better understanding of how to institute effective interventions. 
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