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Abstract: 

Gender diversity has become an emerging field in organizational success, innovation, creativity, decision-

making, and performance. Despite ongoing research on gender diversity in organizations, existing studies 

remain underexplored and lack a comprehensive understanding of this concern.  Rapid changes in modern 

organizations have created significant challenges for gender diversity and its influence on organizational 

performance. The study synthesizes the findings of 85 studies from 2000 to 2026 to provide a conceptual 

understanding of gender diversity in the literature. The findings reveal that recurring challenges include 

gender bias, cultural barriers, unequal career advancement opportunities, gaps in the implementation of 

diversity policies, and the underrepresentation of women in leadership positions, with implications for long-

term organizational success. This review extends research on gender diversity by providing a comprehensive 

synthesis of literature across diverse organizational settings. This study contributes to the debate on gender 

diversity by comprehending the theoretical perspective. Furthermore, the challenges identified in the study 

enable human resource managers to understand issues that have not been discussed in past studies. The study 

defines gender diversity in an individualistic, contextual way. Simply, this paper provides a holistic 

perspective to support research on gender diversity composition in the workplace. It will benefit 

policymakers and academicians to acknowledge the importance of gender diversity in modern businesses. 
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1. Introduction 

The evolving dynamics of organizational environments have heightened the significance of Gender Diversity 

(GD) management as a key factor in boosting organizational effectiveness, fostering innovation, and ensuring 

sustainable growth. Instead of being seen solely as a matter of demographic composition, gender diversity is now 

acknowledged as a multifaceted organizational resource that improves decision-making, stimulates creativity, 

enhances employee engagement, and provides a competitive edge (Yang & Jentjens, 2019). The heterogeneous 

phenomenon in diversity management has shifted the socio-economic trends (such as human advancement, civil 

rights, participation of disadvantaged groups, and their contribution) towards development and performance 

(Calluso & Devetag, 2024). It states that a workforce has diverse perspectives and differences, whether visible 

(race, ethnicity, religion, etc.) or invisible (economic status, value system, etc.) (Dongrey & Rokade, 2021). The 

concept of diversity, equality, and inclusion (DEI) has transcended organizational boundaries to become an 

essential component of national laws and policy initiatives  (Ayentimi et al., 2020). For instance, in sectors like 

the aviation industry, where male dominance is more prevalent, as in the case of supply chain management, 

gender- based slavery is pronounced, conventionally influences and shapes, and operationalizes the system (Yang, 

et al., 2024). Previous studies indicate that gender differentials may impact leadership styles, with women 

predominantly associated with participative, transformational, and collaborative approaches that can stimulate 

innovation, enhance productivity, and foster strategic diversity within executive and boardroom contexts. These 

discussions also expose enduring challenges related to equitable participation, representation, and the distribution 

of a gender-diverse workforce within organizational frameworks. 

Consequently, gender diversity has become a pivotal area of inquiry, propelled by increasing focus on workforce 

composition, inclusivity, and the broader ramifications of diversity for organizational outcomes  (Groeneveld et 

al., 2020). Simultaneously, diversity policies have gained strategic prominence in contemporary institutions, 

where principles of equality, inclusion, and corporate social responsibility are often leveraged as mechanisms to 
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foster innovation, legitimacy, and competitive differentiation (Jonsson et al., 2019). Although gender diversity 

has received considerable attention in organizational research, existing studies primarily examine its impact on 

individual outcomes such as employee satisfaction, leadership representation, or organizational performance in 

the individual context. This makes the literature remain fragmented across different sectors and contexts, resulting 

in a limited understanding of how challenges like identity-based discrimination, structural and cultural barriers, 

career advancement limitations, work–life balance, and so on affect organizational performance. Furthermore, it 

has been seen that studies' locus of interest is on specific industries or individual dimensions, lacking a 

comprehensive synthesis that integrates and interconnects into a unified conceptual framework. Through the 

comprehensive review, this paper will develop an integrated conceptual framework that systematically categorizes 

the challenges of gender diversity, including identity-based discrimination, structural and cultural barriers, career 

advancement limitations, work–life balance issues, and inclusion of gender. It provides theoretical implications 

for organizations and policymakers to design inclusive policies and foster equitable work environments that 

strengthen diversity, representation, and long-term organizational sustainability. 

The paper is structured into sections as follows: Section Error! Reference source not found. explores the 

background of the study. Section 3 explains the methodology for conducting a systematic review. Section 4 shows 

the findings of the study. Section Error! Reference source not found. discussion of the study by outlining the 

existing challenges in modern organizations. Section Error! Reference source not found. presents theoretical 

implications. Finally, Section Error! Reference source not found. concludes, suggests future directions for 

researchers and practitioners, and acknowledging the limitations the paper. 

2. Background 

The concept of gender diversity has increasingly shifted from workforce demographics to the escalating societal 

demands to enhance competitiveness, innovation, and sustainable performance in contemporary organizations. It 

emphasizes the equal representation, contribution, and inclusion of individuals with distinct differences and 

perspectives across organizations, ensuring access to opportunities, infrastructure development, leadership roles, 

and decision-making procedures (Patrick & Kumar, 2012). It goes beyond balancing men and women and 

highlights an inclusive work environment where the workforce, regardless of gender differences and perspectives, 

is valued, recognized, and encouraged to contribute effectively (Mousa, 2021). As organizations increasingly 

operate in diverse environments, gender diversity has shifted from a social phenomenon to an organizational 

priority that improves creativity, knowledge sharing, and competitiveness (An & Lee, 2022). Simply, a diverse 

workforce having different perceptions, experiences, and problem-solving abilities encourages organizations to 

make more logical decisions and adjust to varying business conditions. Moreover, gender diversity is closely 

related to workplace inclusion, employee engagement, organizational success, and sustainable development, 

making it an essential component of effective diversity management (Mousa, 2021). With this, organizations are 

progressively adopting innovative initiatives that are more aligned and reduce barriers to ensure organizational 

success and development (Hazaea et al., 2023). Given the increasing importance of diverse, inclusive workplaces, 

there remains a need to further explore the mechanisms by which GD contributes to organizational performance 

and success. Understanding the vitality of an inclusive environment that can fill the gap to maximize the benefits 

of gender diversity and overcome challenges while promoting long-term sustainability and competitive advantage 

(Abbas et al., 2026; Mahajan et al., 2024; Ren & Clarke, 2025). 

It is considered that a workforce predominantly fosters and improves innovation and decision-making. The 

continuous dynamics of organizational system changes due to the shift from diversity-to-diversity management 

help to understand and build an inclusive working environment. Figure 1 shows the framework for conceptual 

understanding and how it shapes the building of a diverse workplace. Within this framework, each constituent 

referring to the diversity system aligns the function more closely with the organizational system, enhancing 

performance, success, and development. Significantly, the constituents, such as organization system, challenges/ 

barriers, and how they affect the outcome (inclusiveness and organizational performance), can be improved by 

the execution of diversity initiatives and policies. With the incorporation of this, we build the concept for building 

and shaping the gender diverse workforce system and inclusiveness in the organization. More specifically, race, 

caste, and ethnicity are more often drawn inferences in the work setting, and social categorization causes barriers 
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to the diverse workforce, where the social setting is generally dominant. (Kincaid, 2018). Existing studies have 

stated that diversity is regarded as an epistemic resource due to its complex nature and social phenomenon that is 

categorized and dispersed in society and has an inappropriate distribution in terms of individual, geographic 

setting, social status, profession, gender, age, and education, and so on, which are more prevalent in the 

organization. (Rolin, 2011)  described that socially constructed gender roles within organizations contribute to 

differences in the beliefs, experiences, knowledge, and professional networks of male and female employees, 

pointing to the vitality of middle management and staff members in operationalizing and executing the business 

strategy to provide a sustainable competitive edge, value, and firm performance (Ferrary, 2021). 

 

Figure 1. Conceptual Framework of Gender Diversity. 

Overall, this framework is a systematic process for understanding, developing, implementing, and fostering 

workplace inclusion. Moreover, previous studies have shown that diverse and inclusive cultures create better 

employee performance, improved collaboration, and innovation (Bell et al., 2011). Similarly, (Ashikali & 

Groeneveld, 2015) emphasized that diversity initiatives and inclusive organizational cultures positively influence 

a diverse workforce and workplace engagement. This indicates that gender diversity management has become a 

vital component of modern businesses and organizational practices. It also indicates that women continue to 

experience discrimination that limits their development into leadership positions despite possessing requisite 

qualifications, experience, and competencies similar to their male counterparts. Additionally, role stereotypes, 

unconscious bias, and gender-based expectations often create challenges for women employees in leadership and 

managerial roles. The challenges associated with gender diversity are particularly evident in sectors such as IT, 

telecom, manufacturing, healthcare, and corporate leadership, where women remain underrepresented in strategic 

and decision-making positions. Although existing literature has extensively explored gender diversity, significant 

gaps remain regarding the challenges employees continue to face in achieving equitable career opportunities and 

development. 

Workforce diversity significantly affects employee performance within IT, FMCG, and telecom industries, 

highlighting the importance of gender diversity and inclusive work environments for organizational success  

(Sheth, 2018). Similarly, Kaushik et al. (Kaushik et al., 2014) argued that gender inequality remains a major issue 

within Indian organizations despite increasing diverse workforce regarding workplace equality. Generally, in non-

inclusive environments, employees often experience exclusion, lower participation in work activities, lack of 

belongingness, and reduced opportunities for professional growth and development. Such organizational 

conditions not only affect employees individually but also reduce team cohesion, innovation capability, and 

organizational productivity. Additionally, inclusive organizations create supportive work environments where 

employees can freely express their ideas, feel included, participate in decision-making, and contribute effectively 

to organizational objectives. (Nishii, 2013) highlighted that an inclusive climate positively influences gender-

diverse workgroups by improving trust, cooperation, and interpersonal relationships among employees. Likewise, 

(Nembhard & Edmondson, 2006) argued that inclusive leadership often encourages employees to participate in 
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diversity initiatives, thereby enhancing organizational performance. This is supported by several theoretical 

perspectives that provide explanations for gender diversity management in the organization. The resource-based 

view (RBV) suggests that diversity acts as a valuable resource capable of improving innovation, creativity, and 

competitive advantage. As the institutional theory defines that organizations implement diversity initiatives due 

to work culture, legal pressures, and legitimacy concerns. Social exchange theory propounds that employee 

reciprocate supportive diversity practices with greater loyalty, trust, commitment, and positive workplace 

behavior. In terms of social identity theory, how employees classify themselves into social groups and peer groups 

influences diversity inclusion and exclusion dynamics. Furthermore, intersectionality theory highlights that 

individuals continue to experience multiple forms of discrimination simultaneously based on gender, race, 

ethnicity, and class identities (Dharani, 2024). Through the underpinning of these theoretical perspectives 

collectively, this study demonstrates that gender diversity management is a multidimensional phenomenon 

influenced by organizational culture, institutional systems, leadership management, work culture, and work 

settings. Also, leadership structures and inclusive governance systems have been associated with improved 

organizational outcomes, including better financial performance, governance quality, and decision-making 

effectiveness. In this regard, diversity contributes positively to team innovation and organizational adaptability by 

encouraging diverse viewpoints and collaborative problem-solving (Anderson & West, 1998). However, the 

benefits of diversity and embracing diversity can only be realized when organizations successfully create inclusive 

environments that minimize discrimination and ensure equal opportunities for all employees. 

3. Methodology 

The analytical procedure follows the guidelines proposed by (Gaio et al., 2024) involving three major stages: 

planning, conducting, and synthesizing the studies. The PRISMA guidelines were used in the selection and 

classification of the literature review (Page et al., 2021). Figure 2 Error! Reference source not 

found.summarizes the systematic literature review process, which considered studies published in the Scopus, 

ScienceDirect, and Google Scholar databases. The following criteria were established to select the studies using 

three steps: (i) Planning phase, (ii) Conducting phase, and (iii) Data extraction and synthesis phase. 
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Figure 2. Schematic flow diagram of the relevant studies. 

3.1 Planning Phase 

The planning phase is the initial stage of the PRISMA methodology, where the overall review process is designed 

and organized. This phase focuses on developing a clear research strategy, defining research questions, and 

establishing criteria for selecting and formulating them as follows. 

• RQ1: What are the key themes involved in gender diversity? 

• RQ2: What are the challenges affecting organizational performance? 

• RQ3: What are the current trends prevailing in gender diversity? 

• RQ4: What are the theories involved in gender diversity? 

Studies were purposely identified, collected, and screened through comprehensive searches from the widely 

adopted databases, including Google Scholar, Scopus, and ScienceDirect. For example, search strings such as 

("gender diversity" OR "diversity") AND (“organization” OR “workplace”) AND (“performance” OR 

challenges”) were used to maximize both coverage and relevance to the study. The search was conducted for 

articles published from 2000 to 2026 in widely used databases. The search yielded n = 645 initial records. 

3.2 Conducting Phase 

The conducting phase involves screening and selecting relevant studies from the identified records. This stage 

ensures that only eligible studies are included for detailed analysis. 

3.2.1 Screening 

After the search process, 432 studies remained after the removal of 213 studies based on title and abstract. A more 

rigorous structured screening process was conducted to identify eligible studies for selection. The literature studies 

were assessed to determine the final set of studies relevant to the research study. The explicit inclusion and 

exclusion structure was also applied to ensure a more robust screening process, as shown in Table 1. This resulted 

in 157 studies proceeding to full text eligibility assessment. Following full-text assessment, 72 studies were 

excluded, resulting in 85 studies for final inclusion. 

Table 1. Inclusion/Exclusion criteria. 

Criteria Inclusion Exclusion 

Publication Type Journal articles and conference studies Abstract only, Book chapters, full-

text unavailable 

Language English only Studies written in other languages 

Time Span 2000-2026 Before 2000 

Relevance Addresses only research questions and 

topic-related studies 

Irrelevant studies 

Context Public and private sector organizations Non-organizational contexts 

Full-Text Screening Quality based on RQs Fails inclusion or quality criteria 

 

3.2.2. Eligibility  

This phase ensures that only studies with sufficient relevance, methodological quality, and complete information 

are considered for final inclusion in the review. In this stage, a total of 157 full-text articles were retrieved for 

detailed assessment after the initial screening process. Each article was carefully reviewed in full text to 

understand its alignment with the research study. Studies were excluded if they showed methodological 

weaknesses, lacked sufficient or accessible data, were not directly relevant to the research question, or failed to 
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meet quality standards required for systematic analysis. As a result of this rigorous evaluation, 72 studies were 

excluded out of 157 studies due to reasons such as incomplete reporting, poor methodological quality, irrelevant 

focus, duplication of findings, or insufficient evidence to support the research objectives. This resulted in 85 

studies suitable for the study. 

3.3  Selection criteria 

In this section, selection process was conducted to extract relevant studies and synthesize the findings to generate 

meaningful conclusions 

3.3.1 Extraction of relevant studies 

This process was guided by a standardized form aligned with the overarching research questions, ensuring 

methodological consistency and completeness. The data collected encompassed bibliographic information, study 

aims, research approaches, datasets, analytical techniques, evaluation criteria, key insights, and limitations. This 

structured approach supported the organization and comparison of evidence across diverse studies, reducing bias 

and omissions. The extracted data (n= 85) studies formed the basis for subsequent analytical and interpretative 

efforts. 

3.3.2 Synthesis 

Following data collection, a thorough synthesis was conducted to integrate findings. Given the heterogeneity 

inherent in the studies, relevant studies were retained and prioritized, utilizing thematic analysis to uncover 

persistent patterns, emerging trends, and research gaps. This comprehensive synthesis enabled deeper insights, 

transforming varied evidence into meaningful conceptual understandings and overarching conclusions. 

4. Findings 

4.1. The GD research review  

Most literature reviews provide descriptive summaries of previous studies and discuss theoretical foundations 

without systematically integrating empirical evidence. In addition, more confined to specific industries or 

corporate governance contexts, such as the aviation industry, supply chain management, microfinance, etc., 

thereby limiting the generalizability of their findings. This study integrates empirical evidence on gender diversity 

influencing organizational performance across multiple organizational contexts. Rather than focusing exclusively 

on financial outcomes or leadership representation, this review synthesizes findings related to financial 

performance, innovation capability, employee performance, organizational culture, governance quality, 

sustainability, and decision-making effectiveness. In addition, it systematically examines dominant theoretical 

perspectives, methodological trends, emerging research themes, and future research directions. 

4.2. Thematic Analysis 

Out of the total 157 articles published in academic journals, only 85 were screened for full-text review on the 

subject matter of the study. From these, theme-based articles were selected to understand the trends in gender 

diversity management, as shown in Table 2. 

4.2.1. Leadership position 

It is believed that managerial positions significantly foster creativity and decision-making ability within an 

organization. But, in fact, women are persistently faced with challenges that are somehow limiting their access 

and ability to reach leadership roles in the organization. A study conducted on career advancement suggests that 

female executive career paths are not linear on the corporate ladder and take a longer period to move forward in 

an upward position (Srivastava & Dixit, 2024). Other studies state that differences are categorized by position, 

centrally lens on attitudes and behavior due to distinct backgrounds, such as age, gender, etc. The human resource 

manager may choose to recruit male employees because they perceive them as more competent and reliable than 

women, who are expected to take on childcare responsibilities. This seems to be a traditional approach where men 
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are simply dominating the top management positions, and still, women are faced with barriers to occupying 

leadership positions (Kaur, 2024). 

 

4.2.2. Gender diversity 

GD is not only an aspect of the distribution of male and female employee in the organization, but it also refers to 

how diversity management can integrate, manage, and embrace the gender – diverse workforce to tap their 

potential to get better results. They argued that the issues are still prevalent, such as salary differentials and 

developmental opportunities in the organizations. Aiswarya et al., 2024). Professions like STEM (science, 

technology, engineering, and mathematics) basically reflect the underrepresentation and barriers to professional 

advancement, and have a direct impact on work and economic growth (Kemechian et al., 2023). They emphasize 

that stereotypes and prejudices still exist that cause discrimination, namely, the unequal treatment of women and 

unpaid work. In fact, they face the glass ceiling in organizations where men dominate positions. Since 2010, the 

European Union has recognized and documented the rising presence of women on corporate boards. This trend 

was explicitly addressed in the EU’s 2010–2015 strategy for equality between men and women, which framed 

increased board-level representation as a central objective of its gender-equality agenda, and its target was to have 

40% of the committee be women.  (Wieczorek-Szymańska, 2020). 

4.2.3. Manage and embrace diversity  

The value of diversity encompasses acknowledgement of demographic differences like age, culture, gender, 

ethnicity, education status, language, and sexual orientation. They recognize individual backgrounds, such as 

skills, knowledge, perspective, experience, values, working style, location of people, and the conditions where 

they feel respected and valued, ensuring everyone has equal career development opportunities and participation 

in the workplace. This suggests that the empowerment of individuals or teams to contribute their innovation and 

creativity for the betterment of organizational performance (Ayentimi et al., 2020). Several scholars advocated 

that the actual proportion of women, recruitment and selection, and employee development are key barriers in the 

industry like IT sector, where women is lesser in proportion; the referral system does not seem to offer support 

and improvement in favorable opportunities as the physical working environment plays a crucial role, and 

commonly stereotypically masculine culture prevails, often reduces women’s ability and success. They argued 

that the career development and retention of women employees are hindered due to the lack of employee 

participation opportunities and sponsors in informal networks, which reduces the sense of belonging, feeling 

accepted and valued, and feelings of isolation in the team or group (Atal et al., 2019). 

Table 2. A summary of the Thematic analysis. 

Studies Objective Method Findings 

(Amondarain et 

al., 2025) 

Contribution in audit firms Quantitative The presence of women auditors 

significantly improves team 

management. 

(Mahajan et al., 

2024) 

Inclusivity and training Qualitative Comprehending the binary nature 

of gender. 

(Ren & Clarke, 

2025) 

Formation of inclusion and 

exclusion 

Qualitative Significant impact of a diverse and 

inclusive culture and experience 

within the workplace. 

(Friman & Ståhl, 

2025) 

Gender equality in esports 

organizations 

Qualitative Persistent stereotypes, harassment, 

and limited female representation 

in leadership roles. 
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(Kaur, 2024) Relationship between ae, gender, 

human resources initiatives, and 

employee competence. 

Quantitative Age and gender moderate human 

resource practices and employee 

development. 

(Piggott & 

Tjønndal, 2024) 

Leaders' identities and employee 

perception 

Qualitative Women face gender identity and 

exclusion 

(Dufur & Fox 

Okeke, 2024) 

Diversity, equity, and inclusion Qualitative Underrepresentation of diverse 

employees 

(Satzger & Vogel, 

2023) 

How an inclusive workplace 

relates to employee attractiveness 

Quantitative Inclusive policies increase 

employee attractiveness. 

(Kemechian et 

al., 2023) 

Women's careers problem Mixed 

method 

Women face structural and cultural 

issues. 

(Joo et al., 2023) Female representation in middle 

management 

Quantitative Gender diversity increases 

organizational performance and 

HR systems 

(Spalter-Roth, 

2021) 

Current experiences of 

underrepresented men and women 

Qualitative Structural and historical factors 

affect minority inclusion. 

(Bhopal, 2020) Women's experiences in higher 

education 

Case study Structural issues limit career 

progression. 

(Murat Yildirim, 

2020) 

Differences in gender studies and 

cognitive psychology 

Quantitative Gender affects decision-making. 

(Ayentimi et al., 

2020) 

Gender equity and inclusion Case study The implementation gap hinders 

inclusion. 

(Atal et al., 2019) Women's status and their 

participation 

Conceptual HR initiative influences gender 

balance. 

(Dźwigoł-Barosz 

& Leooski, 2019) 

Diversity perception and 

management positions 

Case study Gender diversity improves 

organizational effectiveness. 

(Kroes et al., 

2025) 

Underrepresentation of women in 

executive-level roles 

Quantitative Gender injustice negatively 

influences decision-making. 

(Rahman et al., 

2025) 

Dynamics between the human 

resource system and job 

satisfaction 

Quantitative Inclusion of HR practices 

improves job satisfaction. 

(Haldorai et al., 

2025) 

How neurodivergence, gender, and 

diversity influence workplace 

evaluation 

Mixed 

method 

Diversity policies improve hiring. 

(Ali et al., 2025) Gender pay gap and inequalities. Quantitative Significant association between 

gender diversity, fair practices, and 

financial performance. 

(Fink, 2008) Diversity in the organizations Conceptual Diversity system enhances 

inclusion. 

(Woodward, 

2008) 

Gender mainstreaming Qualitative A policy implementation gap 

exists in the organizations 
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(Groeneveld, 

2011) 

Turnover intention in the 

management 

Quantitative Diversity management reduces 

employee turnover. 

(Kyriakidou, 

2011) 

Gender, management, and 

leadership. 

Conceptual Gender diversity influences 

leadership roles. 

(Ghosh, 2016) Gender and diversity challenges Conceptual HRD influences inclusive 

practices. 

(Foley & 

Williamson, 

2018) 

Anonymized job applications Experimental Blind hiring reduces the gender 

gap. 

 

4.3. Challenges underpinning the GD literature 

Despite increasing emphasis on its concept, organizations continue to face significant challenges in achieving 

inclusivity, particularly in male-dominated fields like esports leadership (Piggott & Tjønndal, 2024). Moreover, 

despite the growing recognition of its importance, the path toward achieving genuine inclusivity remains complex 

and interconnected. At the core of these obstacles lies identity-based discrimination, which manifests in biases 

and exclusion, particularly affecting women in male-dominated fields such as esports leadership, where their 

contributions are often undervalued and their presence underrecognized. Structural barriers further explain this 

issue, including disparities in access to promotions, persistent gender pay gaps, and the lack of formal support 

mechanisms like mentorship programs or transparent evaluation systems, all of which impede career progression 

for women (Kemechian et al., 2023). Cultural norms rooted in traditional stereotypes perpetuate notions 

questioning women’s leadership capabilities and reinforce male dominance within organizational hierarchies, 

thereby sustaining a cycle of marginalization. Additionally, sexual orientation and gender identity introduce 

another layer of exclusion, with individuals from diverse communities experiencing discrimination and 

underrepresentation that weaken workplace inclusivity (Meyer & Elias, 2023; Shortland, 2018). Limited 

opportunities for advanced roles and the balancing of work pressure, especially in the case of domestic 

responsibilities faced by women, further impede progress, often exacerbated by organizational practices lacking 

flexibility. Collectively, it makes sense that these issues not only stall diverse talent from engaging or remaining 

within the workplace environment but also limit organizational performance (Tumpa et al., 2025). 

In sectors like aviation, where male dominance is more pronounced and operationalized, they provide valuable 

insights into dynamics in organization structure, culture, and policies, reinforced by the diverse workforce through 

the lens of a social identity perspective on individual and social categorization based on the diversity perception 

of in-group and out-group, creating discrimination within the organization (Efthymiou, 2026). They stated that 

gender differences occur in the course of job attributes ( such as flexibility in hours and schedule, work pressure, 

job insecurity, earnings), and gender segregation across jobs and wage differential gaps were more prevalent in 

the workplace (Rincke et al., 2026). With respect to supply chain management (SCM), the prevalence of gender-

based slavery in the modern world, as it is approximately 25 million people employed in the labor force globally, 

where gender is regarded as a biological phenomenon shaping the framework for operationalizing an inclusive 

working environment (Yang, et al., 2024). Others suggest that team leaders recognize that underrepresentation of 

women poses gender-related barriers and discrimination that necessitate diversity intelligence (DQ) in the 

workplace environment. Through this, leaders help in supporting and developing DQ (Herben et al., 2026). 

Furthermore, limited access to women and minority groups in leadership position is continually persists, where 

incorporation in hierarchical positions is necessitated that could perpetually contribute to enhancing organizational 

performance and decision-making (Koç et al., 2025). Continuance of them on the board posits impact on 

environmental disclosure (Gerged et al., 2023). While the corporate carbon reduction related climate issues and 

women leadership and diverse cultural context, specifically claimed the significance of fostering board 

governance and development (Peng et al., 2025). 
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It is more evident in fields such as political journalism where, structural and cultural constraints limit women’s 

representation and visibility, thereby reducing diversity in public discourse (Harnois, 2015). Less diversity in roles 

weakens organizational effectiveness, and homogeneous perspectives can restrict creativity, innovation, and 

balanced decision-making (Inegbedion et al., 2020). Addressing these challenges requires comprehensive 

strategies that target both structural reforms and cultural transformation to ensure equitable opportunities and 

inclusive organizational environments (Abbas et al., 2026; Piggott & Tjønndal, 2024). Table 3 summarizes the 

existing challenges observed in existing studies 

Table 3. Summary of the challenges in the gender diversity literature 

Author Challenges 

(Atal et al., 2019; Evans, 2012; Haldorai et al., 2025; 

Jones, 2020; Ly-Le, 2022) 

Gender bias in recruitment and hiring 

(Bhopal, 2020; Groeneveld, Bakker and Schmidt, 

2020; Srivastava and Dixit, 2024; Tumpa et al., 2025) 

Glass ceiling, underrepresentation in leadership 

positions, and career advancement 

(Gardner et al., 2020; Hasan, 2021; Karakowsky et 

al., 2025; Kroes et al., 2025) 

Workplace bullying, discrimination, injustice, and 

retaliation 

(Ren & Clarke, 2025; Tonelli et al., 2025) Diversity and equity policies, gender equality 

 (Ghosh, 2016; Inegbedion et al., 2020; Mahajan et 

al., 2024; Patrick & Kumar, 2012) 

Managing workforce diversity 

(Piggott & Tjønndal, 2024) Inclusion and diverse group representation 

(Kemechian et al., 2023; Shortland, 2018; Tumpa et 

al., 2025) 

Work- life balance, and male dominance 

(Groeneveld, 2011; Lill, 2020; Lo Bue et al., 2022; 

Rincke et al., 2026) 

Employee turnover, gender and diversity politics, 

staff shortages, and vulnerable employment. 

Preferences 

(Arora-Jonsson & Ågren, 2019; Johansson et al., 

2023; I. Yang & Bacouel-Jentjens, 2019) 

Identity, ethnicity, and representation 

(Amondarain et al., 2025; Friman & Ståhl, 2025; 

Tulli-Shah et al., 2024) 

Gender equality  

(Foley & Williamson, 2018; Kang et al., 2015) Gender bias and personality 

(Abbas et al., 2026; Mousa, 2021; Santos et al., 2022; 

Satzger & Vogel, 2023) 

Organizational inclusion and inclusive leadership 

(Bedigen et al., 2021; Smith, 2005; Spalter-Roth, 

2021) 

Underrepresentation, diversity, and identity 

(Koç et al., 2025) Diversity, equity, and inclusion 

 

Overall, managing diversity is more than just about increasing representation of different groups but about 

addressing deeply embedded structural, cultural, and social inequalities and so on within organizations. The 

persistence of identity-based discrimination, limited career advancement, work–life imbalance, and exclusion 

related to gender identity and sexual orientation collectively restricts inclusivity and minority participation. If left 

unaddressed, these issues can continue to hinder organizational effectiveness, reduce diversity in leadership and 

decision-making, and negatively impact long-term growth. Therefore, there is a critical need for organizations to 

adopt holistic, inclusive strategies that dismantle these barriers and foster an equitable environment for all 

individuals. 
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4.4. Trend Analysis 

In modern businesses, gender diversity has become an emerging issue that is affecting organizational performance 

and development. Women are typically expected to behave and dress in a feminine way, as well as to be kind. 

Conversely, men are supposed to be powerful, audacious, and stubborn individuals who somehow provide benefits 

to the organization. 

4.4.1. Journal-based trend analysis 

Table 4 shows a journal-based trend analysis and a hierarchy of the most prominent academic journals contributing 

to gender diversity management. The distribution of publications underscores the varied scholarly outlets engaged 

with this subject, reflecting a broad spectrum of interdisciplinary investigations. It is noteworthy that although the 

selected studies are distributed across multiple journals, a relatively higher concentration is observed in 

Development in Practice, Gender, Work and Organization, and Gender in Management. These publications play 

a pivotal role in advancing theoretical and empirical understanding within this domain. It is basically the academic 

journal occurrence of studies dominating the subject matter, and after screened only (n = 85) relevant studies were 

identified for the study. 

Table 4. Frequent journal publications on the GD 

Source Count 

Development in Practice 25 

Gender, Work and Organization 13 

Gender in Management 10 

Sustainability (Switzerland) 5 

Human Resource Management Journal 5 

Journal of Business Ethics 4 

Society and Business Review 4 

International Journal of Diversity in Organizational Communities and Nations 3 

Journal of Accounting Education 2 

Corporate Governance: An International Review 2 

Journal of Management Development 2 

Corporate communication 2 

International review for the sociology of sport  2 

Corporate social responsibility and environmental management 2 

Public personnel management 2 

Advances in developing human resources 2 

 

4.4.2. Common Research Domains Across Selected Studies 

Table 5 represents a list of the most frequent subjects on which selected studies were published in academic 

journals. In addition, the distribution of studies was classified by subject. Research on different subject is basically 

drawn in the course of a domain related to the study context. The following are the subjects: diversity management, 

workplace diversity, gender diversity and gender differences. Furthermore, it is important to highlight that there 

is no focus on gender diversity to be more aligned with the critical factors influencing organizational performance. 
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It is interesting to consider that few studies discuss the critical factors of gender diversity management in the 

existing literature. This suggests that it becomes increasingly important in the area of gender diversity and its 

contribution to enhancing the advancement of insight and knowledge on the subject. 

Table 5. A domain-based analysis. 

Subject Author 

Diversity management (Groeneveld, 2011; Johansson et al., 2023; Spalter-Roth, 2021) 

Workplace diversity (Aiswarya et al., 2024; Gardner et al., 2020) 

Gender diversity (Chakraborty & Chatterjee, 2020; Fink, 2008; Ghosh, 2016; Kemp & Kumra, 

2019; Ly-Le, 2022; Murat Yildirim, 2020; Taylor, 2001; Wieczorek-

Szymańska, 2020; Woodward, 2008) 

Gender differences (Johansen & Zhu, 2017; Kaur, 2024) 

 

4.5. Theoretical analysis  

Table 6 summarizes the top ten most dominant theories out of 85 studies that mostly describe gender diversity in 

organizations out of which five were selected for detailed discussion in this study. 

4.5.1. Resource-based view theory (RBV) 

RBV is a concept commonly used in workforce diversity that enhances innovation, creativity, and decision-

making. Prior studies have supported the argument that gender diversity contributes positively to organizational 

performance, leadership effectiveness, employee sustainability, and strategic decision-making by strengthening 

intellectual and social capital across organizations (Aiswarya et al., 2024; Gaio et al., 2024). It is not only viewed 

as a compliance or social responsibility initiative, but also acts  strategically to generate long-term competitive 

advantage and sustainable organizational growth. 

4.5.2. Social Exchange Theory (SET) 

This theory was originally developed by (Blau, 1964)explains that social relationships work through reciprocal 

exchanges between employees and organizations, where equal and fair treatment encourages employees to 

perform better. It has been pinpointed that leadership, HRM practices, and policies positively influence job 

satisfaction and organizational attractiveness within the workplace. Simply, the social exchange theory builds a 

strong theoretical foundation for examining how social relationships support gender diversity and execute 

inclusive policies that can foster outcomes and strengthen overall organizational performance (Rahman et al., 

2025; Satzger & Vogel, 2023). 

4.5.3. Institutional Theory 

In this theory, the organizational policies and practices are primarily framed by institutional pressures that come 

from social norms, legal matters, cultural values, and stakeholder demands (Mahajan et al., 2024). They suggested 

that organizations adopt diversity, equity, and inclusion initiatives not only to improve organizational effectiveness 

but also to gain legitimacy, social acceptance, and compliance with regulatory and societal expectations. Others 

highlighted the vitality of institutional forces in defining organizational diversity initiatives, inclusion frameworks, 

diversity policies, and workplace equity practices across different sectors and cultural contexts (Ergene & Ergene, 

2025; Woodward, 2008). 

4.5.4. Intersectionality Theory (IST) 

It is explained by (Arora-Jonsson & Ågren, 2019) that individuals continue to experience challenges like 

discrimination, privilege, and inequality based on the various social dimensions such as economic condition, 

status, class, and so on. This theory emphasizes that organizational performance is shaped by challenges such as 

power structures and social structures that influence career opportunities, the inclusion environment, leadership 
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positions, and career advancement. They examine the combined effects of social relationships on workplace 

environment, diversity policies, political consciousness, and organizational inclusion practices (Harnois, 2015). 

Therefore, it provides insightful knowledge to drive the multidimensional and interconnected nature of social 

exchanges within organizations. 

4.5.5. Social Identity Theory (SIT) 

It explains that individuals more often classify and compare themselves to one another into social distinctions 

such as culture, social class, etc. Experience, education, age, ethnicity, and these distinctions shape interpersonal 

behavior and organizational relationships. Conversely, when diversity is actively managed, gender-diverse teams 

can yield wider perspectives and enhanced decision-making. Empirical studies drawing on SIT have accounted 

for varied and sometimes contradictory outcomes of gender diversity, explaining phenomena such as workplace 

bullying, identity work, inclusion challenges, representational burdens, and perceived inequities (Abbas et al., 

2026; Gardner et al., 2020; I. Yang & Bacouel-Jentjens, 2019). Thus, Social Identity Theory offers a valuable lens 

for interpreting the social dynamics that are associated with gender diversity in an organizational context 

Table 6. Theoretical Analysis 

Author Theory Context of gender diversity 

(Ali et al., 2025; An & Lee, 

2022; Gaio et al., 2024; Joo et 

al., 2023) 

Resource-based 

view (RBV) 

 RBV suggests that gender diversity acts as a 

strategic organizational resource; for example, 

employee knowledge, skills, capabilities, and 

diversity can create a competitive advantage that 

improves innovation, creativity, governance, and 

performance 

(Abbas et al., 2026; Gardner et 

al., 2020; I. Yang & Bacouel-

Jentjens, 2019) 

Social identity 

theory (SIT) 

Gender differences create in-group/out-group 

dynamics leading to conflict, exclusion, 

communication barriers, and mixed outcomes 

(Ergene & Ergene, 2025; 

Mahajan et al., 2024; 

Woodward, 2008) 

Institutional theory Organizations adopt diversity policies because of 

social pressure, regulations, ESG expectations, and 

legitimacy concerns 

Rahman et al., 2025; Satzger & 

Vogel, 2023) 

Social exchange 

theory 

Inclusive and fair treatment encourages employee 

commitment, trust, engagement, and job satisfaction 

(Groeneveld, Bakker and 

Schmidt, 2020; Srivastava and 

Dixit, 2024) 

Role congruity 

theory 

Women face leadership barriers because leadership 

roles are stereotypically viewed as masculine 

(Kroes et al., 2025; Piggott & 

Tjønndal, 2024; Tonelli et al., 

2025) 

Tokenism theory Women in minority representation experience 

visibility pressure, isolation, and symbolic 

participation 

(Bhopal, 2020; Shortland, 2018; 

Tumpa et al., 2025) 

Glass ceiling theory Invisible organizational barriers restrict women’s 

career advancement and leadership progression 

(Booth, 2006; Dźwigoł-Barosz 

& Leooski, 2019; Inegbedion et 

al., 2020) 

Diversity 

management theory 

Effective diversity practices improve organizational 

climate, retention, and workforce effectiveness 

(Arora-Jonsson & Ågren, 2019; 

Harnois, 2015; Hasan, 2021) 

Intersectionality 

theory 

Gender intersects with race, ethnicity, class, and 

identity, creating multiple forms of inequality 
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(Abbas et al., 2026; Ren & 

Clarke, 2025) 

Relative deprivation 

theory 

Employees compare fairness and inclusion with 

others, affecting perceptions of equity and the 

workplace. 

5. Discussion 

This review suggests that gender diversity remains unexplored despite increasing attention to diversity 

management, particularly in enhancing outcomes, innovation, and decision-making effectiveness. Most of the 

reviewed studies suggest that organizations with diverse gender representation tend to increase outcomes, create 

more inclusive work environments, and demonstrate improved organizational effectiveness. Social identity theory 

emphasizes that the challenges of gender identity, limited representation, work-life balance, structural barriers, 

and sexual orientation discrimination are not incidental but stem from fundamental psychological processes of 

social categorization (Abbas et al., 2026). Furthermore, the diversity management theory reveals that supportive 

organizational policies and inclusive leadership practices in management are critical to increasing organizational 

performance (Inegbedion et al., 2020). In the case of recruitment, men continue to be recruited and promoted to 

top management more than women. Simply, gender is a biological phenomenon with differences in terms of 

characteristics and inherited traits (Kaushik et al., 2014). The OECD, introduced in 2011, recognized the working 

environment as an important factor in overall performance. According to the OECD framework, the workplace 

environment refers to the combination of job characteristics that influence organizational performance. It includes 

financial and non-financial aspects such as physical and social working conditions, job tasks, working hours, 

career opportunities, and reward systems (Sunar Bukulmez et al., 2025). Other stated issues include unfairness in 

organizational settings, where employees feel undervalued, unequal, and disrespected, or treated in a demeaning 

manner by individuals in authoritative and top management positions (Karakowsky et al., 2025). 

The review indicates that effectively managing and integrating a gender-diverse workforce depends on the 

acknowledgement and acceptance of individuals from varied backgrounds, such as age, gender, ethnicity, 

nationality, education, work experience, and religion. Leveraging human resource strategies to harness their 

potential talents and skills is crucial for fostering innovation, creativity, and enhancing organizational 

effectiveness. Studies have emphasized that increased representation—such as in audit firms, board and 

management positions amplifies opportunities for career development and enhances team capabilities. They 

highlight concerns related to work-life balance, service quality, ethnicity, and organizational climate. According 

to the intersectionality theory by (Amondarain et al., 2025), social identities are understood as interconnected 

constructs that shape individuals’ work experiences, with social categories creating hierarchies that establish 

power relations. This theoretical perspective aims to connect individual lived experiences with broader social and 

institutional structures, acknowledging the complexity arising from intersecting social axes that can produce 

inequalities within organizational settings. (Mahajan et al., 2024) suggest that women earn approximately 21.7% 

to 26.8% less than their male equivalents in higher positions. For instance, in the UK energy sector, industry 

remuneration favors male employees, reflecting a significant skills gap and structural disadvantages faced by 

women. These barriers are not sector-specific but are indicative of broader systemic inequalities affecting women 

across various fields. Additionally, research within UK firms reveals that gender diversity exhibits a significant 

positive relationship in enhancing sustainability reporting related to representation, especially women on 

corporate boards (Ren & Clarke, 2025). Therefore, the pursuit of equitable opportunities, active participation, and 

inclusive environments for individuals from diverse backgrounds encompassing age, gender, ethnicity, religion, 

race, education, and experience can lead to improved organizational outcomes and societal progress (Grassa et 

al., 2025; Ergene & Ergene, 2025). 

6. Theoretical implications 

Gender diversity in the workforce extends beyond fairness and equity but is also essential for improving 

performance, innovation, and decision-making. Facilitating equal representation in top management positions, 

career development opportunities, and policy implementation fosters the organization's growth and effectiveness. 

Moreover, diversity policies can lead to better performance and outcomes and promote social benefits by ensuring 

equal opportunities, fairness, and inclusiveness for the workforce in the organization. Employees who perceive 

that they are respected, appreciated, and accepted within the organization are more likely to experience a strong 

sense of belonging, which ultimately enhances their performance and overall organizational effectiveness. 
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Significantly, HR managers should pay greater attention to the challenges faced by employees, such as identity 

barriers, cultural and structural barriers, representation, and leadership positions) by implementing inclusive 

policies and practices that are more aligned with the organizational settings. The study broadens the relevance of 

Social Identity Theory by illustrating how gender-related distinctions can shape employees' sense of belonging, 

recognition, and workplace relationships. Gender stereotypes, discriminatory practices, and unequal treatment 

may reinforce perceived differences between gender groups, thereby creating obstacles to effective interaction, 

inclusion, and integration within the organizational environment. It has been seen that the Role Congruity Theory 

helps to emphasize the unequal representation of women in managerial and leadership roles. Conventional gender 

expectations may conflict with prevailing perceptions of effective leadership, resulting in an apparent 

incompatibility between women's socially attributed roles and leadership requirements. This perceived 

incongruity can influence the evaluation of women, limit their opportunities for career progression, and contribute 

to their continued underrepresentation in organizational decision-making roles. 

The findings highlight the importance of gaining a comprehensive understanding to build frameworks that are 

strategically linked, including flexible work arrangements and clear pathways for female advancement into 

leadership roles and their representation. Additionally, organizations must address sexual orientation inclusion 

alongside gender diversity, as these issues intersect to shape employees' experiences. Ultimately, the implications 

point to a dual requirement: increasing female representation while simultaneously building inclusive cultures that 

integrate social identity theory, ensuring diverse teams can leverage their varied perspectives to achieve the 

documented benefits of improved outcomes and organizational effectiveness. 

7. Conclusion 

The emergence of the gender diversity discipline is shaping its context and boundaries. This systematic literature 

review synthesizes the current knowledge on gender diversity by reviewing its theoretical foundations, 

perspectives, emerging themes, research trends, and key organizational challenges. This review synthesizes and 

demonstrates the development of gender diversity research between 2000 and 2026 by using the PRISMA 

approach. Based on academic journals and dominant publishing trends, the results have been assessed. The study 

draws on theoretical perspectives from the literature and summarizes existing studies to address and fill research 

gaps arising from the fragmented literature. Given this, managers need to reconsider conventional conceptual 

frameworks and their role in the social sciences. The present study aims to synthesize the key challenges that have 

emerged as dominant themes in the field since its inception, thereby identifying and addressing existing research 

gaps. The review emphasizes that gender diversity extends beyond workforce representation to entail inclusion, 

equitable opportunities, leadership participation, and minority representation, all of which contribute to 

organizational development and sustainable performance. Despite increasing attention towards gender diversity, 

persistent challenges such as identity-based discrimination, structural and cultural barriers, limited career 

advancement, and workplace bias continue to hinder inclusive organizational environments. By integrating 

findings from existing literature into a comprehensive perspective, this review provides valuable theoretical and 

practical insights while identifying directions for future research on inclusive policies, intersectionality, and 

diversity-driven organizational strategies. This study carries a significant benefit for social science scholars 

interested in the gender diversity literature. This review looks at only the challenges of gender diversity in the 

organization, and other related aspects also need to be studied. This study can be expanded to sector-wise 

challenges in India, and further cross-country comparisons in developing economies and also in emerging markets 

need to be carried out. Synthesizing and conceptualizing the existing literature may provide practitioners with 

perspective into the significant influence of challenges that help human resource managers to analyze the most 

favorable course of action. 
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