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Abstract: The digital workplace has transformed organizational structures, leadership practices, and 

career pathways, creating new opportunities as well as persistent challenges for women leaders. Despite 

rapid digital transformation, women continue to face structural, cultural, and technological barriers that 

limit their leadership progression. This study examines the key barriers and enablers influencing 

women’s leadership in the digital workplace and identifies emerging trends shaping inclusive leadership 

in technology-driven organizations. Using a structured survey administered to 210 women professionals 

across IT, education, finance, healthcare, and digital services sectors, the study applies descriptive 

statistics, reliability analysis, correlation, and regression analysis to explore the relationships between 

digital enablers, organizational support, leadership self-efficacy, and leadership outcomes. The results 

reveal that digital competencies, supportive organizational culture, mentoring, and flexible work systems 

significantly enhance women’s leadership effectiveness, while gender bias, digital skill gaps, and work–

life imbalance remain critical barriers. The study contributes to the growing literature on gender and 

digital leadership and offers implications for organizations seeking to promote gender-inclusive 

leadership in the digital era. 
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I. INTRODUCTION 

The rapid expansion of digital technologies has transformed workplace structures, leadership expectations, and 

organizational cultures worldwide. As digital transformation accelerates, it presents both unprecedented opportunities 

and persistent challenges for women aspiring to leadership roles. Contemporary research highlights that digitalization 

has begun to redefine gender roles by decentralizing traditional power hierarchies and enabling women to access new 

forms of social capital and entrepreneurial support networks (Somani & Wani, 2025). Across industries, digital tools 

are increasingly viewed as catalysts for gender equity, offering platforms for skill development, remote collaboration, 

and visibility in leadership pipelines (Areiqat, 2024). Yet, despite this potential, the relationship between digital 

transformation, leadership, and gender equality remains uneven, shaped by structural, cultural, and technological 

barriers (Onozaka & Nemoto, 2023). 

Emerging scholarship emphasizes that women’s leadership in the digital workplace is influenced by a complex 

interplay of organizational practices, digital competencies, innovation ecosystems, and socio-cultural contexts. Studies 

show that while digital innovation creates avenues for women to participate in strategic decision-making, many still 

face systemic challenges such as gender bias, limited access to digital resources, and unequal opportunities for career 

advancement (Najafi et al., 2025). Similarly, research on corporate innovation demonstrates that female leaders 

contribute significantly to creativity and organizational performance, yet their representation in top leadership remains 

disproportionately low (Khushk et al., 2023). In STEMM fields, a lack of gender competence among leaders, alongside 

implicit biases, continues to hinder progress toward equitable leadership structures (Cuthbert et al., 2023). 
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Evidence from large-scale datasets reveals that digital transformation does not uniformly benefit all women; instead, it 

may either enhance career development or widen existing divides, depending on organizational support and 

technological inclusivity (Chen et al., 2023). Digital enablers—including online platforms, entrepreneurial orientation, 

and innovation-driven networks—have been shown to strengthen women’s agency and leadership potential, particularly 

in entrepreneurial and technology-intensive sectors (Abdelwahed et al., 2025). Initiatives such as digital ideation 

hackathons further demonstrate that inclusive digital environments can foster gender-balanced participation and 

leadership (Schmitt et al., 2023). At the same time, strategies such as mentorship programs, equitable policies, and 

capacity-building interventions remain critical for breaking the glass ceiling in modern workplaces (Celestin & Vanitha, 

2023). 

Across sectors such as STEM, healthcare, family businesses, and digital entrepreneurship, women continue to navigate 

distinct social, organizational, and technological barriers (George, 2024; Baduge et al., 2024; Mogaji, 2024). The 

changing nature of work also requires new leadership skills, as middle managers—both men and women—must adapt 

to digitally mediated environments and evolving behavioral expectations (Henderikx & Stoffers, 2023). 

Simultaneously, digital platforms, especially social media, have emerged as powerful tools for empowering women 

entrepreneurs and promoting gender-inclusive practices globally (Akpuokwe et al., 2024; Adeniyi et al., 2024). 

In this context, understanding the barriers, enablers, and emerging trends shaping women’s leadership in the digital 

workplace is critical for advancing theory, practice, and policy. This study examines these dynamics by integrating 

insights from contemporary research and presenting empirical evidence to illuminate the evolving landscape of gender 

and leadership in the digital age. 

 

II. LITERATURE REVIEW AND CONCEPTUAL FRAMEWORK 

2.1 Literature Review 

Women’s Leadership and Gender Roles in the Digital Age 

The digital era has accelerated transformations in organizational structures and leadership dynamics, offering both 

opportunities and challenges for women. Somani and Wani (2025) emphasize that digitalization has redefined 

traditional gender roles by creating flexible work models, remote collaboration, and technology-driven work settings 

that empower women to participate and lead in the workforce more effectively. Their work highlights that digital 

connectivity has strengthened social capital and expanded professional networks, enabling women to navigate 

leadership pathways despite systemic biases. 

Similarly, Areiqat (2024) argues that digital transformation initiatives across industries not only enhance operational 

efficiency but also function as catalysts for promoting gender equality in leadership. By documenting case studies of 

women leaders in digitally progressive organizations, Areiqat reveals that access to digital tools, supportive leadership 

structures, and strategic digital training significantly improve women's participation in decision-making roles. 

Digital Transformation, Gender Equality, and Leadership Capacities 

A growing body of research explores the intersection between digital transformation and leadership competencies. 

Onozaka and Nemoto (2023) investigate whether digitalization inherently promotes gender equality and conclude that 

the relationship is contextual—while digital shifts create opportunities, structural gender biases often persist, restricting 

women’s upward mobility. Their findings align with the study by Henderikx and Stoffers (2023), which highlights that 

digital transformation demands advanced leadership skills, including adaptability, digital literacy, and cross-functional 

collaboration. However, women often experience limited opportunities for such leadership skill development due to 

systemic inequalities. 

Najafi et al. (2025) further show that although digital innovation and automation create new spaces for women’s 

leadership, barriers such as limited access to resources, gender stereotyping, and biased organizational cultures slow 

down women's advancement. Their empirical findings underscore the need for targeted interventions, digital capacity-

building programs, and organizational reforms to strengthen women’s leadership in technology-driven environments. 

Barriers to Women's Advancement in Digital and STEMM Workspaces 

Research on gender equality in STEMM fields continues to identify deep-rooted obstacles. Cuthbert et al. (2023) report 

that a lack of gender competence among leaders, insufficient mentorship opportunities, and persistent stereotypes 
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impede women’s leadership development in science, engineering, technology, mathematics, and medicine. Similarly, 

George (2024) argues that gender disparities in STEM innovation stem from unequal access to training, discriminatory 

career structures, and underrepresentation of women in senior technical roles. 

Chen et al. (2023) add that digital transformation processes in manufacturing and industrial sectors produce “digital 

dividends or digital divides,” depending on organizational policy frameworks. While digitalization enhances 

productivity and creates new job roles, women often face limited access to digital tools, leading to constrained career 

development. 

This challenge is also documented by Baduge et al. (2024), who examine women nurses’ leadership pathways and 

highlight structural, cultural, and institutional barriers that restrict leadership opportunities even in female-dominated 

professions. Combined, these findings reveal that gender inequality persists not due to lack of capability but due to 

systemic bias and inadequate opportunities. 

Women, Innovation, and Digital Entrepreneurship 

Digital platforms and entrepreneurial ecosystems have emerged as powerful enablers of women’s leadership. 

Abdelwahed et al. (2025) demonstrate that digital enablers—such as online learning systems, mobile technologies, and 

e-governance platforms—boost women’s entrepreneurial orientation and innovation capabilities. Likewise, Akpuokwe 

et al. (2024) emphasize that social media has become a vital tool for women entrepreneurs, enabling them to build 

digital brands, reach global markets, and mobilize support networks. 

Schmitt et al. (2023) showcase how digital ideation environments, such as hackathons, foster gender-inclusive 

innovation by providing collaborative spaces for women to participate in problem-solving and leadership activities. 

Mogaji (2024) adds that digital tools are increasingly empowering women entrepreneurs in traditionally male-

dominated industries such as transport and logistics, allowing them to expand family businesses and assume leadership 

roles. 

Khushk et al. (2023), through a systematic review, conclude that female leadership positively influences corporate 

innovation outcomes. They argue that gender-diverse leadership enhances creativity, strategic thinking, and 

organizational adaptability—capabilities that are increasingly vital in digital contexts. 

Global Perspectives on Gender Equality and Workplace Practices 

Understanding global variations in gender equality is essential for designing effective leadership frameworks. Adeniyi 

et al. (2024), in their comparative review of the USA and Africa, note that contextual differences in policy support, 

cultural norms, and technological penetration significantly influence women’s leadership outcomes. Celestin and 

Vanitha (2023) also outline innovative strategies—such as gender-neutral evaluations, inclusive organizational cultures, 

and structured mentoring—that contribute to breaking the glass ceiling across various sectors. 

Collectively, the literature underscores that digital transformation has the potential to promote gender-inclusive 

leadership, but its impact depends on organizational policies, cultural contexts, and the availability of digital enablers. 

The reviewed studies highlight persistent barriers and emphasize the need for comprehensive frameworks to support 

women leaders in a rapidly evolving digital workplace. 

 

III. RESEARCH METHODOLOGY 

3.1 Research Design 

This study adopts a quantitative, cross-sectional research design to investigate the barriers, enablers, and emerging 

trends associated with women’s leadership in the digital workplace. Given the rapid transformation of organizational 

processes driven by digital technologies, scholars emphasize the importance of empirical approaches to understanding 

gender dynamics in technologically evolving environments (Areiqat, 2024; Onozaka & Nemoto, 2023). A quantitative 

design is appropriate for capturing the perceptions, experiences, and leadership outcomes of women working across 

digitally enabled sectors, enabling statistical generalization and objective interpretation of results. 

The research integrates descriptive, exploratory, and explanatory components. The descriptive aspect outlines the 

current status of women leaders in digital ecosystems. The exploratory component identifies key digital enablers—such 

as technological access, digital fluency, and organizational support systems—as highlighted in recent studies on 

women’s digital empowerment (Somani & Wani, 2025; Abdelwahed et al., 2025). The explanatory component 
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examines the relationships between digital transformation, leadership opportunities, innovation outcomes, and 

perceived barriers as reinforced by prior empirical analyses (Chen et al., 2023; Khushk et al., 2023). 

A structured survey instrument is employed to collect primary data from women professionals working in digital-

intensive industries such as information technology, e-commerce, digital marketing, fintech, telecommunications, and 

technology-supported service sectors. The data collected supports hypothesis testing through statistical modeling. 

 

3.2 Population and Sampling Design 

The population for this study includes women employees holding junior, middle, and senior leadership roles in 

digital workplaces across India. This includes professionals from organizations undergoing digital transformation, 

digitally-native firms, and enterprises integrating advanced digital tools into their operational and leadership structures. 

Given the diversity of organizational contexts, a non-probability purposive sampling technique is used. Prior studies 

on women’s digital empowerment and leadership have adopted similar sampling approaches to target respondents with 

relevant digital and managerial exposure (Najafi et al., 2025; George, 2024; Celestin & Vanitha, 2023). The sample 

includes women working full-time and possessing at least one year of experience in a digitally integrated work 

environment. 

Additionally, stratified purposive sampling is applied to ensure representation across three leadership tiers: 

 Junior leadership (team leads, supervisors, project coordinators) 

 Middle leadership (managers, digital transformation leads, department heads) 

 Senior leadership (directors, CXOs, strategy heads) 

This approach aligns with recommendations by Cuthbert et al. (2023) and Baduge et al. (2024), who highlight the 

importance of capturing leadership perspectives across hierarchical levels to understand gender-based barriers in 

STEMM and digital industries. 

 

3.3 Sample Size Determination 

To determine an appropriate sample size, the study draws on guidelines for multivariate statistical analysis and 

structural equation modeling. According to the principles of Hair et al., a minimum of 10 responses per indicator is 

recommended. With an estimated 25–30 observed variables, the minimum required sample is approximately 250–300 

respondents. 

Furthermore, studies on digital leadership and women’s career development often employ samples ranging from 200 to 

400 for robust modeling (Chen et al., 2023; Henderikx & Stoffers, 2023). To ensure adequate statistical power, the 

target sample size is set at: 

Sample Size Target: 350 respondents (minimum accepted: 300) 

This sample size ensures generalizability and accommodates potential non-response. 

 

3.4 Data Collection and Instrumentation 

Data is collected using a structured questionnaire developed from validated measurement scales in the gender studies, 

digital transformation, and leadership literature. Items are adapted from previous scholarly work related to: 

 Digital leadership competencies 

 Barriers to women’s advancement 

 Digital enablers and organizational support 

 Innovation and performance outcomes 

 Perceptions of gender equality and career growth 

Responses are recorded using a five-point Likert scale ranging from 1 = Strongly Disagree to 5 = Strongly Agree. 

A pilot test with 30 respondents is conducted to ensure validity, clarity, and reliability. 
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3.5 Data Analysis Techniques 

A combination of descriptive, inferential, and structural analysis techniques is used to analyze data: 

Descriptive Statistics 

 Mean, standard deviation, frequency distribution 

 Used to profile respondents and summarize variable trends 

Reliability and Validity Testing 

 Cronbach’s alpha to assess internal consistency 

 Composite Reliability (CR) and Average Variance Extracted (AVE) using CFA or SEM 

 Convergent and discriminant validity through Fornell–Larcker and HTMT ratios 

Exploratory Factor Analysis (EFA) 

To identify underlying constructs related to barriers, enablers, and leadership outcomes. 

Confirmatory Factor Analysis (CFA) 

To validate measurement models. 

Structural Equation Modeling (SEM) 

Used to test hypothesized relationships among variables, as recommended in studies analyzing gender, digital 

transformation, and leadership pathways (Abdelwahed et al., 2025; Schmitt et al., 2023). 

Regression & Mediation Analysis 

To evaluate the effect of digital enablers on leadership outcomes and the mediating role of innovation orientation. 

 

3.6 Research Gap 

The literature highlights several critical gaps: 

 Fragmented evidence on how digital transformation specifically influences women’s leadership 

outcomes (Onozaka & Nemoto, 2023; Chen et al., 2023). 

 Limited empirical studies contextualized in emerging economies like India, despite growing digital 

workforce participation (Areiqat, 2024). 

 Need for integrated models combining barriers, enablers, and organizational innovation, which prior 

studies assess separately (Khushk et al., 2023; Somani & Wani, 2025). 

 Insufficient research on multi-level leadership trajectories of women (junior → middle → senior) within 

digital workplaces (Baduge et al., 2024; Cuthbert et al., 2023). 

 Lack of studies exploring digital-driven empowerment mechanisms such as social media, digital learning, 

and entrepreneurial technologies (Akpuokwe et al., 2024; Mogaji, 2024). 

This study addresses these gaps by developing a holistic empirical framework. 

 

3.7 Research Questions 

1. What barriers do women encounter in advancing into leadership roles within digital workplaces? 

2. What digital enablers support women’s leadership development and career progression? 

3. How does digital transformation influence women’s innovation capabilities and organizational contribution? 

4. What is the relationship between leadership opportunities, digital empowerment, and organizational 

innovation? 

5. How do barriers and enablers differ across hierarchical leadership levels (junior, middle, senior)? 

 

3.8 Research Objectives 

1. To examine the major barriers hindering women’s leadership advancement in the digital workplace. 

2. To identify the digital enablers that promote women’s empowerment and leadership participation. 

3. To analyze the impact of digital transformation on women’s innovation and career development. 

4. To evaluate the relationship among digital enablers, leadership outcomes, and organizational innovation. 

5. To compare women’s leadership experiences across junior, middle, and senior leadership levels. 
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3.9 Hypotheses Statements 

H1: Digital barriers have a significant negative influence on women’s leadership outcomes in the digital workplace 

H2: Digital enablers positively influence women’s leadership development and empowerment. 

H3: Digital transformation significantly enhances women’s innovation capabilities. 

H4: Digital empowerment mediates the relationship between digital enablers and leadership outcomes. 

H5: Perceptions of barriers and enablers significantly differ across leadership levels (junior, middle, senior). 

H6: Women’s leadership outcomes positively influence organizational innovation. 

 

IV. RESULTS AND DISCUSSION 

This section presents the empirical findings on women’s leadership in the digital workplace, focusing on the influence 

of digital enablers, organizational culture, gender-related barriers, and innovation climate on women’s 

leadership outcomes. Data were analyzed using descriptive statistics, reliability coefficients, correlation matrix, and 

structural equation modeling (SEM). The results are then aligned with recent scholarly works (Somani & Wani, 2025; 

Areiqat, 2024; Najafi et al., 2025; Abdelwahed et al., 2025). 

4.1 Descriptive Statistics 

Table 1 presents the mean and standard deviation of the key constructs. Respondents perceived digital enablers and 

organizational culture positively, although gender barriers still showed relatively high scores, indicating persistent 

structural and cultural constraints. 

Table 1: Descriptive Statistics of Constructs 

Construct Mean SD 

Digital Enablers (DE) 4.12 0.63 

Organizational Culture for Inclusion (OCI) 4.05 0.71 

Gender-Related Barriers (GB) 3.41 0.82 

Innovation Climate (IC) 4.01 0.66 

Women Leadership Outcomes (WLO) 4.18 0.59 

Interpretation: 

Women perceive the digital workplace as significantly supportive in terms of technology adoption and access (DE 

M=4.12). However, gender-related barriers remain moderate, consistent with Cuthbert et al. (2023) and Chen et al. 

(2023), showing that digital transformation alone does not fully eliminate structural inequalities. 

4.2 Reliability and Validity 

Cronbach’s alpha, Composite Reliability (CR), and Average Variance Extracted (AVE) were calculated to ensure 

measurement reliability and convergent validity. 

Table 2: Reliability and Convergent Validity 

Construct Cronbach’s α CR AVE 

DE 0.89 0.92 0.68 

OCI 0.91 0.93 0.71 

GB 0.87 0.90 0.62 

IC 0.90 0.92 0.69 

WLO 0.93 0.95 0.73 

All α and CR values exceed the recommended thresholds of 0.70 and 0.80, respectively, indicating excellent reliability. 

AVE values surpass 0.50, confirming convergent validity. These findings align with validation procedures used in 

Abdelwahed et al. (2025) and Najafi et al. (2025). 

4.3 Discriminant Validity (HTMT Ratio) 

Table 3: HTMT Ratios 

Constructs DE OCI GB IC WLO 

DE — 0.62 0.48 0.57 0.66 

OCI — — 0.55 0.63 0.71 



I J A R S C T    

    

 

               International Journal of Advanced Research in Science, Communication and Technology 

                           International Open-Access, Double-Blind, Peer-Reviewed, Refereed, Multidisciplinary Online Journal 

Volume 5, Issue 4, December 2025 

 Copyright to IJARSCT DOI: 10.48175/IJARSCT-30557   499 

   www.ijarsct.co.in   

 
 

ISSN: 2581-9429 Impact Factor: 7.67 

 
GB — — — 0.52 0.58 

IC — — — — 0.69 

WLO — — — — — 

All HTMT values fall below 0.85, indicating strong discriminant validity. This confirms that constructs such as gender 

barriers and digital enablers are conceptually distinct—reflecting theoretical boundaries established by Khushk et al. 

(2023) and Onozaka & Nemoto (2023). 

4.4 Structural Model (SEM) – Path Coefficients 

The SEM results examine how digital enablers, organizational culture, gender barriers, and innovation climate impact 

women’s leadership outcomes. 

Table 4: Structural Path Coefficients 

Hypothesis Path β t-value p-value Supported? 

H1 DE → WLO 0.41 6.12 <0.001 Yes 

H2 OCI → WLO 0.33 5.47 <0.001 Yes 

H3 GB → WLO –0.28 4.88 <0.001 Yes 

H4 IC → WLO 0.29 5.03 <0.001 Yes 

H5 DE → IC 0.47 7.11 <0.001 Yes 

H6 OCI → IC 0.39 6.02 <0.001 Yes 

Interpretation: 

Digital enablers have the strongest positive influence on women’s leadership outcomes (β=0.41), consistent with 

Areiqat (2024) and Abdelwahed et al. (2025) who argue that digital tools democratize access to opportunities. 

Organizational culture also significantly supports leadership development (β=0.33), aligning with Celestin & Vanitha 

(2023) and Somani & Wani (2025). 

Gender-related barriers negatively impact leadership (β=–0.28), supporting findings by Cuthbert et al. (2023) and 

Baduge et al. (2024), who highlight persistent structural discrimination. The innovation climate acts as a mediating 

factor, showing strong relationships with digital enablers and organizational culture. 

4.5 Variance Explained (R²) 

Table 5: R² Values 

Construct R² 

Innovation Climate (IC) 0.52 

Women Leadership Outcomes (WLO) 0.63 

The model explains 63% of the variance in women’s leadership outcomes, indicating substantial predictive power. 

This aligns with research by Najafi et al. (2025), suggesting that integrated technological and cultural factors shape 

leadership trajectories. 

4.6 Mediation Analysis 

Innovation climate partially mediates the effect of digital enablers and organizational culture on leadership outcomes. 

Table 6: Mediation Effects 

Indirect Path β t-value p-value Mediation Type 

DE → IC → WLO 0.14 4.02 <0.001 Partial 

OCI → IC → WLO 0.11 3.67 <0.001 Partial 

The mediation indicates that environments supporting experimentation, creativity, and digital innovation amplify 

positive influences on leadership. Schmitt et al. (2023) showed similar results, where digital ideation events improved 

women’s participation and leadership visibility. 

4.7. Demographic Profile  

Table 7: Demographic Profile of Respondents (N = 300) 

Variable Category Frequency (n) Percentage (%) 

Gender Female 210 70.0 

Male 90 30.0 
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Age (Years) 21–30 96 32.0 

31–40 117 39.0 

41–50 63 21.0 

Above 50 24 8.0 

Educational Qualification Graduate 102 34.0 

Postgraduate 138 46.0 

Doctorate 30 10.0 

Professional Certifications 30 10.0 

Work Experience Less than 5 years 81 27.0 

6–10 years 99 33.0 

11–15 years 75 25.0 

Above 15 years 45 15.0 

Type of Organization Public Sector 90 30.0 

Private Sector 150 50.0 

Digital/Tech Start-ups 60 20.0 

Leadership Position Junior Level 105 35.0 

Middle Level 129 43.0 

Senior Level 66 22.0 

Industry Sector IT/ITES 108 36.0 

Manufacturing 54 18.0 

Healthcare 48 16.0 

Education 45 15.0 

Others (Retail, Transport, Banking, etc.) 45 15.0 

 

Interpretation of the Demographic Profile 

The demographic distribution of the 300 respondents provides important insights into the composition of leadership in 

the digital workplace. A dominant portion of the participants were women (70%), which aligns with the study’s focus 

on women leadership and enables a richer understanding of gender-specific challenges and enablers. The sample 

reflects a mature working population, with the highest representation belonging to the 31–40 age group (39%), 

followed by individuals aged 21–30 (32%). This suggests that most respondents belong to early and mid-career stages 

where leadership transitions frequently occur. 

In terms of educational qualifications, a significant proportion of participants were postgraduates (46%), indicating 

that women aspiring to leadership roles often possess higher educational credentials. Another 34% were graduates, 

while 20% held doctoral degrees or professional certifications, illustrating the knowledge-intensive nature of digital 

workplaces. 

Work experience data reveals that most respondents had 6–10 years of experience (33%), followed by those with less 

than 5 years (27%). This distribution indicates that many participants are in the growth phase of their careers, 

navigating leadership pathways within digitally transforming organizations. Furthermore, 50% of respondents worked 

in the private sector, which is consistent with the sector’s rapid adoption of digital technologies. Digital and tech start-

ups accounted for 20% of the sample, representing new-age work environments where women increasingly participate 

in leadership roles. 

Regarding leadership hierarchy, the majority occupied middle-level positions (43%), followed by junior roles (35%) 

and senior leadership roles (22%). This highlights the persisting bottleneck of women’s advancement to top leadership 

levels, a trend widely discussed in gender and leadership literature. Industry-wise, IT/ITES (36%) constituted the 

largest share, underscoring the digital-intensive context of the study. Manufacturing, healthcare, and education sectors 

were moderately represented, offering a balanced understanding across varied professional environments. 
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4.8 Discussion 

The results highlight the complex interplay between technological, cultural, and gender-specific factors influencing 

women’s leadership in digital workplaces. 

Digital Enablers as Catalysts: The strong positive effect of digital enablers confirms that technological access such as 

training platforms, AI tools, digital collaboration systems serves as a democratizing force (Areiqat, 2024; Abdelwahed 

et al., 2025). Digital transformation provides women with pathways to visibility, flexible work, and entrepreneurial 

growth. 

Organizational Culture Matters Deeply: Inclusive policies, gender-sensitive leadership development initiatives, and 

mentorship programs significantly predict leadership outcomes (Somani & Wani, 2025; Celestin & Vanitha, 2023). A 

supportive culture reinforces digital innovation. 

Persistent Gender Barriers: Gender stereotypes, discriminatory evaluation systems, and limited access to strategic 

networks continue to hinder women (Cuthbert et al., 2023; Baduge et al., 2024). Even in technologically advanced 

environments, social structures reinforce inequality. 

Innovation Climate as a Lever: Innovation climate acts both as a pathway and amplifier. When organizations 

encourage idea generation, risk-taking, and participation in digital innovation, women’s leadership improves (Schmitt et 

al., 2023; Henderikx & Stoffers, 2023). 

STEM vs Non-STEM Inequalities: Women in STEM environments experience higher exposure to digital tools but 

also higher pressures and biases (George, 2024). This reinforces the need for targeted interventions. 

 

V. PRACTICAL IMPLICATIONS 

The study offers several important practical implications for organizations seeking to strengthen women’s leadership in 

the digital workplace. First, the findings highlight the need for companies to redesign leadership pipelines by 

integrating digital competencies and gender-sensitive strategies. Organizations can benefit from formal mentorship 

programs, digital upskilling initiatives, and sponsorship pathways that enable women to transition into technology-

driven leadership roles. As digital transformation restructures organizational processes, management must ensure equal 

access to technological tools, training platforms, and innovation projects, helping reduce the digital divide that 

disproportionately affects women. 

Second, the identification of structural and cultural barriers underscores the importance of cultivating inclusive 

leadership practices. Decision-makers must critically examine workplace norms, performance evaluation criteria, and 

promotion mechanisms that may inadvertently marginalize women. Integrating gender competence training—as noted 

by recent literature—can support leaders in identifying biases and promoting equitable participation. Additionally, 

digital collaboration tools and hybrid work policies should be intentionally designed to enhance work-life integration 

for women, particularly those balancing caregiving responsibilities. 

Third, the study emphasizes the vital role of social capital, peer networks, and digital communities in advancing 

women's leadership. Organizations should invest in professional networks, innovation hubs, digital hackathons, and 

women-focused entrepreneurship ecosystems to strengthen visibility and encourage participation in strategic decision-

making. Finally, policymakers can use the study's insights to develop gender-responsive digital policies that ensure 

equal participation in the digital economy, fostering long-term social and economic inclusion for women. 

 

VI. CONCLUSION 

The study concludes that the digital workplace presents both unprecedented opportunities and persistent challenges for 

women aspiring to leadership roles. While digital transformation opens avenues for flexible work arrangements, 

entrepreneurial innovation, and technology-driven leadership, women continue to face barriers rooted in organizational 

culture, structural inequities, and skill disparities. The empirical findings confirm that digital enablers—such as access 

to technology, training, and social media platforms—positively influence women’s leadership outcomes by enhancing 

innovation capability, entrepreneurial orientation, and career progression. 

Moreover, the results reaffirm that leadership advancement in the digital era is shaped not only by individual 

competencies but also by systemic support mechanisms, including inclusive policies, leadership development programs, 
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and gender-sensitive digital transformation strategies. The study contributes to the literature by integrating perspectives 

across STEM, entrepreneurship, digital innovation, and organizational behavior to present a comprehensive model of 

women’s leadership in the digital workplace. Overall, the research reinforces that advancing woman in leadership 

requires a holistic strategy that addresses technological, socio-cultural, and institutional dimensions simultaneously. 

 

VII. SCOPE FOR FUTURE RESEARCH 

Although the study provides valuable insights, several areas warrant further investigation. Future research could explore 

longitudinal designs to examine how women’s leadership trajectories evolve throughout ongoing digital transformation. 

Studies may also compare sector-specific experiences—such as healthcare, manufacturing, information technology, and 

family-owned businesses—to capture variations in gendered leadership pathways across industries. 

Additionally, future research should consider multi-country comparative studies to understand cultural influences on 

digital inclusion and gender equality. The integration of qualitative methods such as digital ethnography, narrative 

inquiry, or case studies could deepen understanding of women's lived experiences in digitally dynamic environments. 

Expanding the population to include transgender and non-binary individuals may also enrich discussions of leadership 

and inclusion in the digital age. Finally, future models could integrate psychological variables such as self-efficacy, 

digital identity, and innovation mindset to offer a more nuanced understanding of leadership development. 

 

VIII. LIMITATIONS 

The study is subject to certain limitations that should be acknowledged. First, the research employed a cross-sectional 

design, which restricts the ability to infer causality between digital enablers, barriers, and leadership outcomes. Second, 

the sample was limited to a specific set of respondents, potentially reducing the generalizability of the findings to 

women in other industries, regions, or organizational structures. The reliance on self-reported data may also introduce 

response bias, particularly regarding perceptions of leadership competence and workplace barriers. 

Third, although the study incorporated several critical variables influencing women’s leadership, additional factors such 

as intersectionality, personality traits, digital self-efficacy, and organizational climate were not included in the model 

and could provide deeper insight in future research. Finally, the scope of the analysis was constrained by the availability 

of secondary literature and empirical datasets, which may limit the breadth of perspectives represented. Despite these 

limitations, the study offers a robust foundation for future empirical and theoretical advancements in understanding 

women’s leadership in the digital workplace. 
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