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Abstract 

The study looks at the special strategies adopted by leadership teams made of women in developing economies 

and the results such strategies have on improvements and the expansion of the organization. I looked through 

many texts, including ones created using correspondence analysis and topic modelling (Latent Dirichlet 

Allocation), to find relationships with academic and organizational data published since 2020. The base of the 

work is built on institutional theory, social role theory and transformational leadership. The study is focused on 

these themes by sorting information under ten theme clusters for inclusivity, trust, legitimacy, positive 

teamwork, leadership and ethics. Correspondence analysis further maps semantic relationships by distancing 

structural facilitators from outcome-based conceptions in Dimension 1 and leadership attributes from more 

generic contextual components in Dimension 2. The results show how women leaders work in complex 

ecosystems, challenging norms and encouraging innovation and growth. Women’s strategic leadership benefits 

from people acting as mentors, from building supportive settings and from receiving leadership training. 

However, there are some problems, as well, like not having enough contact, women being treated unequally and 

managing work and personal issues. According to the report, organizations need to give mentorship, apply 

gender-responsive leadership and set up inclusive and appropriate strategies. Women leaders help make a 

difference in many areas, not just in business. As well as giving insights into how promotional measures and 

policies can affect gender equality and the economy, the research uses two different analysis methods to 

encourage progress in leadership research. Future research can take advantage of using longitudinal studies, 

sectoral exams, intersectional approaches and collected data and numbers. 
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Introduction: 

A strategic-minded leader helps a company keep up with fast-changing markets. Female leaders’ methods of 

management which are flexible, involve others and look toward the future, positively impact both businesses 

and the market.This study explores the ways in which female leaders influence economic performance and 

inclusive growth by achieving revolutionary results across industries.The research Empowering Markets: 

Strategic Women Leadership and Organizational Success was based on a number of basic concepts that shed 

light on the connection between gender, strategy, and organizational outcomes. According to transformational 

leadership theory, women leaders promoted change via vision, empowerment, and tailored attention, which 

typically led to improved creativity and employee involvement (Burns, 1978; Bass & Avolio, 1994). The 

Resource-Based View (RBV) paradigm (Barney, 1991) highlighted women's unique skills, relational capital, 

and inclusive decision-making as rare, valuable, and unique organizational resources, characterizing their 

strategic leadership as a source of long-term competitive advantage.  

Social Role Theory (Eagly& Karau, 2002) explained the expectations and behaviours connected to women in 

leadership by highlighting the ways in which social roles influenced strategic decisions and leadership styles in 

developing markets. Additionally, Institutional Theory (DiMaggio & Powell, 1983) was applied to examine how 

women leaders navigated and impacted institutional norms and constraints in emerging countries. Together, 

these concepts provide a comprehensive framework for analysing the strategic contributions made by female 

leaders to the advancement of corporate success and market empowerment. 

The developments in strategic women's leadership and organizational success reflected the growing recognition 

of women's leadership as a critical component of organizational performance in developing markets. 

Organizations have increasingly acknowledged the positive impact of female leaders on financial outcomes, 

innovation, employee engagement, and company culture (Dezso & Ross, 2012; Smith, Smith, & Verner, 2006; 

Thuy Sindell& Milo Sindell, 2023. Despite being the majority at the entry level (53%), women were still 

disproportionately underrepresented in senior jobs, with just 24% holding senior vice president positions and 

19% in the C-suite. 

However, especially in gender-diverse industries, women-led businesses showed better customer development, 

productivity, and organizational reputation. The business case for gender diversity was continuously bolstered 

by research, which connected it to transformative change, higher sales per worker, and better staff retention 

(Sagalova et al., 2025). Additionally, stakeholders saw female CEOs as a sign of credibility, which improved 

their public and internal environments. However, because opinions about leadership appropriateness and 

competency were frequently distorted, enduring gender prejudice and preconceptions continued to be significant 

obstacles (Thuy Sindell& Milo Sindell, 2023; Strategy People Culture, n.d.). Women who embraced aggressive 

leadership styles were still confronted with the "likeability vs. effectiveness" conundrum.  

Career growth was impeded by structural constraints such as uneven access to development programs, limited 

mentorship, and restricted advancement possibilities. Subjective evaluations frequently skewed promotions, 

even when female coworkers performed better than their male counterparts. Women continued to earn around 

82% of men's incomes, and they were more likely to burn out as a result of inadequate work-life balance and a 

lack of institutional support (SucceedSmart, 2025). Organizational and cultural resistance also hindered growth 

since gender-inclusive policies were resisted by traditional norms (Thuy Sindell& Milo Sindell, 2023; Sagalova 

et al., 2025). Expectations that women to emulate male leadership traits led to negative perceptions, and they 

were still denied official feedback, training, and leadership resources (SucceedSmart, 2025). Staff development 

and organizational production in women-led small companies were influenced by resource constraints. 

Additionally, there were evident sector-specific barriers, such as the low presence of women in senior positions 

and the undervaluation of female contributions in the oil and gas sector, particularly in poor countries like 

Nigeria (Dezso & Ross, 2012; Smith, Smith, & Verner, 2006).  
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Women are still underrepresented in positions that make strategic choices, particularly in emerging economies, 

despite the growing recognition of their value in leadership roles. Because fewer women are in leadership, 

companies miss out on their diverse ideas, emotional smarts and inclusive plans. Evidence shows that strategic 

leadership contributes greatly to an organization’s long-term achievements, though we know little about how 

this influence depends on gender. Insufficient studies of the role women play in strategic leadership prevents 

leadership theory, practical business approaches and policy formation from moving forward. Understanding 

how female leaders contribute to strategy is essential and necessary because developing markets are getting 

more complex and evolving rapidly. To help bridge this gap and lead to a better approach, this study explores 

how having women in key leadership posts helps the company succeed and benefits the market. 

 

Objectives: 

1. To learn about the ways women in emerging markets lead strategically.  

2. To find what enables women to excel as strategic leaders.  

3. Looking into what stands in the way of women from playing a bigger role in organizational decision-making.  

4. To know how leadership by women helps organizations do well.  

5. To examine how leadership and success appear in qualitative materials. 

 

Relating the research question and theoretical background to existing debate in the field.  Below, the literature 

review studies earlier work on strategic women leadership, leadership patterns in emerging economies and 

company performance metrics. It describes key research viewpoints, brings attention to spaces where knowledge 

is lacking and explains the background for the exploratory work in our study. 

 

Literature Review: 

Recently, scholars have researched how female CEOs in developing societies apply strategic leadership in the 

management of both societal issues and company regulations. According to many scholars, as opposed to 

classical Western profit-maximizing leadership, women in such environments typically act in people's and 

communities' interest. They are designed to ease social issues and instill sustainability through implementation 

of transformation, inclusive and flexible strategies.  

According to Adekola, Pearl, Sergi and Muszynski (2024), while discussing the effect of values on leadership in 

the Global South, women leaders place greater importance on ensuring that everyone is included and the group 

benefits. They choose ways of leading that prioritize consistent social success and the future over only meeting 

current business goals. One can observe this same fact from the work done by Qureshi and Memon (2021) 

studying Pakistani women entrepreneurs. Using what they learn in research such leaders challenge traditional 

gender roles and serve as leaders both at work and in public by using their ability to network and their emotional 

intelligence. Women entrepreneurs are often known as “institutional entrepreneurs” in South Asian Association 

for Regional Cooperation countries, according to a literature review by Rashid and Ratten (2020). To do better 

in less developed areas, they rely on clever strategies, their business connections and adapt the structure of their 

company. Also, Maheshwari and Nayak (2022) observe that female leaders in Vietnamese universities use 

mentoring, teamwork and leading groups to slowly develop the capabilities of their organizations. Ogundana, 

Simba and Dana, in their article (2021), discuss how women entrepreneurs are affected by the culture in their 

surroundings. Many women executives in Nigerian companies explain their business strategies using values and 

a story that wins trust and makes people see the company as legitimate. 

In a similar way, Corrêa, Brito and Lima (2022) show that Latin American women entrepreneurs deal with 

institutional gaps by using networks and familiarity from the informal sector. Entrepreneurial strategies in 

Pakistan’s small and medium-sized company (SME) sector are studied by Khan, Salam Zadeh and Shah (2021) 

and they focus on value-based leadership, community involvement and bootstrapping as key elements. Since 
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managers in this role face difficulties from society and unclear rules, they must develop people skills and stay 

flexible. 

Rosca, Agarwal, and Brem (2020) show that women leaders are change agents that include grassroots 

involvement and participatory decision-making into their leadership styles by contrasting women-led businesses 

in Africa and India from the standpoint of social innovation. 

Nziku and Henry (2021), who examine how Tanzanian women leaders use legislative lobbying and public 

discourse to change economic ecosystems and gender norms, further emphasize the institutional component. In 

this regard, activism and the quest for institutional change are closely related to strategic leadership. According 

to Awain, Jaboob, and Alsheyadi (2024), mentorship and education are purposeful strategic levers that help with 

this. According to their Middle East study, female executives invest in capacity development to boost their 

credibility and influence in male-dominated organizations, in addition to using it as an empowering tactic.  

Women's strategic and pragmatic leadership techniques in new and competitive environments have drawn 

scholarly attention. Women executives have the dual problems of juggling high-performance standards with 

institutional constraints and strongly ingrained gender conventions, especially in nations like India and other 

Global South nations. Studies done after 2020 have found that these leaders use relational, flexible and 

contextual leadership to build ethical values, fair decisions and a strong organization. Transformational 

leadership receives a lot of mentions in the literature for putting emphasis on empowering teams, having an 

encouraging vision and caring about those in the group. Based on Gaikwad and Pandey (2022), women in Indian 

academics like to share leadership and consider others’ ideas which adds to the environment of trust and inspires 

new thoughts. As Bhattacharya and Mohapatra (2018) mention, women working in the IT and ITES fields try to 

address gender inequality at work using inclusive leadership styles. They stand out as leaders because they stick 

to giving supportive comments, stick to democratic ways and help build strong teams. Indian women who lead 

often combine ethical methods with considerations for the group which helps them achieve social change and 

win respect in authority organizations. According to Adapa and Sheridan (2021), Indian women push back 

against harsh norms by emphasizing accountability, transparency and personal confidence. Such practices 

matter most when women are denied the right to make important decisions themselves. As Gandhi and Sen 

(2021) noted, being resilient, having mentors and gaining new knowledge help women in Indian higher-

education leadership, as bureaucracy may act against their success. It is especially clear that sensitive leadership 

is important in conservative settings. In educational leadership, Indian women use both old traditions and new 

styles to gain confidence and help shape institutional changes, as Mythili (2020) states.  

Executives regularly use culture sensitivity to help innovation go hand in hand with obeying regulations.Top 

female executives in tough business sectors worldwide manage their emotions and are aware of them. In a 

phenomenological study conducted by Kaur (2024), it is pointed out that women can face complex and 

uncertain situations by relying on their presence, ethical values and reflection. The situation in Harmon and 

Scotti’s research (2025), where a woman leader was able to adapt and successfully sell her medical company, 

shows similar results. Peer support and mentorship are often underlined by studies as helpful for resilience. 

Nieves, Anderson and Huntting (2024) looked at how women of color make use of their community networks in 

order to achieve success in challenging situations. These groups allow women to access information and (social) 

capital which help them move through (formal) markets more easily. The emergence of strong, motivational 

leadership is also an important trend. Harmon and Scotti (2025) point out that women leaders are more focused 

on making a big positive difference in society, stakeholder trust and ethical practices, instead of trying to 

maximize instant profits.Competitive advantage may be derived from such honesty, most notably in highly 

service- and healthcare-focused industries. 

Budhwar, Saini, and Bhatnagar's 2021 macro-level study highlights that interactive and developmental 

leadership-supportive corporate cultures are favorable for the success of women leaders. Rather than laboring 

under traditional, individualistic paradigms of leadership, women are able to use empathy, cooperation, and 

long-term team building effectively in such an environment. Increased supportive institutional and 

environmental factors are impacting women's strategic leadership. From 2020, there has been an increased focus 
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on the essential roles national gender legislation, mentoring frameworks, internal organizational culture, and 

access to management development programs play in helping women attain and ascend into top-level leadership 

positions. Particular in the emerging and transitional economies, these institutional supports help act as 

correctives for culture lock-in and institutionalized bias. 

Two of the most evident institutional enablers are targeted policy help and mentoring initiatives. Formal 

leadership pipelines, strategic visibility, and mentorship were the primary contributing factors in Beigi 

Nasrabadi and Farahi's (2024) thematic research on strategies encouraging women's organizational engagement.  

They emphasize that corporate commitment to gender equity through leadership development programs 

significantly increases women's involvement at strategic levels.  Similarly, Eboreime et al. (2024) found that 

contextual leadership support inside Nigerian healthcare institutions significantly influenced women's ability to 

carry out policy-driven quality initiatives. Institutional factors including resource distribution, open lines of 

communication, and the presence of female role models enabled effective leadership in maternal health 

programs. Their findings provide credence to the notion that gender-responsive institutional design is necessary 

for successful female leadership in service sectors. 

One important structural component that has been highlighted in the research is the presence of work-life 

balance frameworks inside companies. Organizations that encouraged caring responsibilities, had flexible work 

schedules, and gender-sensitive performance assessments created an atmosphere that was favorable to strategic 

female leadership, according to Domingo et al.'s (2024) study on educational leadership. The absence of such 

conditions resulted in position stagnation or leadership attrition among competent female professionals. 

Morales-Garzón and Chilet-Rosell (2025) looked into how Latin American women's leadership is supported by 

institutions that are involved with the community. According to their research in Ecuador, women-led 

community health initiatives flourished when they had access to institutional support, including public 

recognition, microgrants, and intersectoral cooperation. These forms of support aided in bridging the divide 

between unofficial leadership and official political participation. 

From the perspective of workplace culture, Rodriguez et al. (2024) argued that organizations with intersectional-

aware policies and inclusive governance structures encouraged a range of strategic leadership styles. Their study 

shows how addressing the three axes of inequality—gender, race, and classhelps institutionalize support for 

women leaders in multicultural and postcolonial environments. 

Murthy and Antony (2025) found that leadership mentoring, inclusive HR policies, and flexible scheduling were 

among the organizational supports that significantly impacted the career resilience of women in India's IT 

industry. These contextual elements lessen weariness and increase the dedication of female professionals to 

long-term leadership. 

According to a Fournet (2024) study on U.S. healthcare companies, mid-level female executives thrive when 

companies adopt participatory management techniques, promote leadership transparency, and vigorously 

eliminate hierarchical gatekeeping.By pushing companies toward such organizational change, we help women 

and men become more strategic as well. Institutions (Top Jobs) In speaking about institutions, it is only through 

analysis that one can begin to understand the unequal’s that existing over/under top jobs (Guenther and Nkomo 

2024). Usually, institutions offer little more than words in support of the cause, and even then, not until they 

have been forced to reckon with their own hidden prejudices. 

Today, women leaders rely on those in their circles, find mentorship and rely on allies around policy. Not by 

creating a work environment that gets to lead in complexity, and not when its workplace gets to grow in power 

or impact because of the very role it played in that system. Some of the mainstream routes that women leaders 

say foster strategy skills is access to a strong role model.Bhatti and Ali (2021) argue that women leaders in 

Pakistani universities are able to find their way around the patriarchal system, should they have a mentor in 

power. 

Women’s ability to view and handle organizational problems was due to receiving support and guidance from 

mentors which strengthened their ability to lead (Ridgeway, 2024). According to Parimala Devi and Amirtharaj 
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(2024), research with Indian women in the food industry showed that being involved in formal mentorship 

programs greatly helped them deal with business strategy and current social pressures. Their research validates 

all these statistics. It is thought that both formal and informal networks play a role in how groups learn. 

According to Bracken, Allen and Dean (2023), joining these peer networks gives women in academia a chance 

to share their experiences, become more visible and become politically competent in their institutions. Indian 

perspectives concur. They found, as stated by Garg and Agarwal (2022), that joining networks benefits Indian 

managers by providing them with funds, useful information and people they can emulate. They also help ensure 

that leaders do not feel cut off from others, a problem many top female leaders can experience. Clear policies 

are thought to help a company work more strategically. In a few situations, women are chosen for leadership 

fellowships and efforts for gender equity make sure that they are part of crucial decisions in the organization, 

Southeast Asian leaders declare (Hergianasari, Koks, &Yanuartha, 2023). Murthy and Antony (2025) argue that 

improving the HR rules and setting more project placeholder positions can raise the number of women in senior 

management. Confidence comes to women executives which is very meaningful as they learn to make decisions. 

There are also issues because two identities may have some traits in common. Members of minority groups are 

better protected against extra prejudice when there are clear policies and good advice from mentors (Guenther, 

Rodriguez, & Nkomo, 2024). There is mention in Emma (2024) that “creating sustainable mentorship networks” 

helps knowledge circulate and invites all participants to add their ideas. Using these networks, women often 

state their issues and reach low-key opportunities not seen within official workplace structures. Hill and Wheat 

note (2021) that making these areas part of organizational culture helps them thrive. Without truly strong 

leadership, policies might just become words or messages. Making sure none are limited in opportunity and 

using all-inclusive review methods pushed campuses to create more mentoring relationships. A number of 

cultural and institutional barriers prevent them from reaching top or important decision-making positions. Many 

leaders do not agree with equal rights, hold biased views or have non-inclusive policies which is a reason fewer 

women become leaders. Having women take part in some decisions but seldom in others is a big issue. 

According to Raw, Taylor and Bowell (This Year), not having enough time, difficulty with administration tasks 

and being cut off from informal networks mean women are often overlooked in athletic decisions. Most of them 

act as symbols and do not have the power to change the organization. In the same way, Adholiya and Birla 

(2024) found that the voices of female entrepreneurs in rural India are seldom heard in government offices due 

to the idea that their opinions are not important for planning the economy. Women leaders are often expected to 

be two different types of leaders at once which can weaken their influence. 

Women have to be confident and caring in politics; deviating from that can result in their disapproval by the 

system (Benchakhan and Kulachai, 2024). Since this happens, women often have difficulty finding useful 

strategies and leading others. Being connected with taking leadership roles can be hard for women, as these 

areas have traditionally been in the hands of men. According to Tufan, Polar and Ashby (2025), the reason 

women are not involved in farming and food policy is that they are not given land or recognized publicly. There 

are more issues because of the presence of intersectionality. Women from minority and less represented groups 

find it difficult to become leaders due to the obstacles of economics, society and race (Guenther, Rodriguez, & 

Nkomo, 2024). Most women in South Asia are unlikely to be involved in major decision-making, since they are 

of low social standing and grow up in rural areas. Due to social stigma, community health workers in Nepal 

usually start by caring for patients and plan further actions, even though they have solid abilities on the job 

(Ghimire, 2025). 

Similarly, Durrance-Bagale (2024) documents how formal obstacles, such as male-dominated budget decision-

making and opaque promotion mechanisms in public health systems, inhibit women from playing important 

leadership roles, even in managerial positions. Even when they occupy influential positions, their power is 

normally limited by cultural-conditioned standards that lie within them.Indian women leaders self-censor in 

decision-making forums to avoid coming out as hostile, which might undermine their legitimacy, claim 

Adholiya and Birla (2024). These conversations demonstrate how cultural norms restrict the outward 

identification of women's strategic strength while influencing their leadership behaviour and self-perceptions. 

Because organizational cultures play a big role in overcoming these obstacles, many continue to ignore the 

problem of including people and addressing gender inequality. Women have increased their numbers in 
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leadership, but they are still met with prejudice when they try to exercise strategic power. This occurs mainly 

because women are judged by traditional gender roles, unfair organizational rules and biases toward assertive 

women not acting like proper leaders. Women have been found to deal with these challenges in recent years 

(since 2020) by relying on relationships, strategic communication and adaptive leadership methods. Adopting 

adaptable presentation is what female leaders generally do to display both aggression and emotion to reduce 

possible unpleasant responses. Many women use including others, attentive listening and empathy in feedback 

to win leadership roles, while also quietly opposing common stereotypes about gender in workplaces (Chikwe, 

Eneh, & Onwuka, 2024). 

By taking these steps, women can maintain their influence without encountering resistance according to 

gendered norms of leadership behaviour. 

Another more proactive tactic that has been identified in the study is the use of sponsorship and mentoring to 

boost organizational legitimacy and credibility. Smith and Sinkford (2022) claim that female leaders in the 

medical industry and dental school used mentoring relationships to get assistance and navigate male-dominated 

executive workplaces. Women benefit from these support networks by being more visible, gaining strategic 

credibility, and feeling less alone at the top. 

Bias is also combated through narrative framing and strategic storytelling. Women entrepreneurs in the charity 

and for-profit sectors are altering corporate jargon by portraying their contributions as innovation-driven, value-

aligned, and vital to development, claim Kelly, Brecht, and Assudani (2025). This rephrasing aids them in 

overcoming both conscious and unconscious prejudices that undermine their authority as leaders.  

Transformational leadership is a successful strategy. Many female leaders encourage organizational change in 

settings where men make most of the decisions by using relational and participatory tactics that increase their 

self-esteem and lessen conflict (Thelma and Ngulube, 2024). Instead of directly addressing resistance, these 

leaders embed themselves into institutional processes in an attempt to change cultures from the inside out.  

Another enduring issue is psychological resiliency. Verrier's (2021) qualitative research of women in higher 

education found that internal coping abilities including self-validation, persistence, and value alignment help 

women cope with both overt discrimination and covert undermining. These internal tactics guarantee sustained 

strategic involvement and support exterior activities. 

The significance of institutional navigation skills including political astuteness, strategic alliances, and 

performance-based legitimacy is emphasized by Carter and Peters (2020). Women who demonstrate measurable 

achievements and form broad coalitions tend to overcome prejudice over time, transforming early scepticism 

into strategic appreciation.  An ever-growing number of female CEOs now utilize sophisticated stories that 

move beyond traditional performance metrics to account for organizational success. They tend to accentuate 

impact, diversity, ethical leadership, and legacy-building in their stories, rather than only financial success as a 

success indicator. Contrasting with prevailing individualistic success models, post-2020 studies showed that 

female CEOs perceive organizational achievements through the prisms of transformational leadership, 

alignment of values, and overall human well-being. 

A critical subject in the literature involves success defined through relations and ethics. Samaras (2025), 

emerging studies of political leadership, highlights the point that female leaders measure their success not only 

through the enactment of bills or election victories, but through their ability to resist oppressive institutions, 

preserve inclusive principles, and represent marginalized people. As per the survey, the women perceived that 

the justice and legitimacy of institutions were core qualities of effective leadership. 

Cooper (2025) expands on this by looking at how women in STEM leadership positions view success as 

creating capacity and bringing about systemic change. The success stories of these leaders prioritize mentoring, 

teamwork, and community benefit over individual recognition. Women are increasingly adopting strength-based 

frameworks that prioritize resilience, interpersonal skills, and long-lasting effect, according to Cooper's 

research.  

According to narrative techniques, a large number of women in managerial roles also assess organizational 

performance holistically. For instance, Kelly, Brecht, and Assudani (2025) outline the three primary ways that 
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women entrepreneurs in the nonprofit and commercial sectors define success: alignment with business goals, 

sustainable innovation, and stakeholder trust. Their leadership narratives portray strategic decisions as value-

driven rather than merely market-responsive, reflecting an integrated vision of success. 

Emphasis on inclusive leadership cultures and impact is a significant outcome as well. Women often attribute 

increases in cross-departmental collaboration, employee satisfaction, and patient care fairness to business 

performance, according to the research of Smith and Sinkford (2022) of global women healthcare leaders. They 

prioritize the development of moral and inclusive institutions above individual development and organizational 

reputation. 

As defined by Indian scholars like Devi and Amirtharaj (2024), Indian female entrepreneurs perceive success as 

improving the community, the ability to overcome adversity, and as role models for future generations of 

women. They use definitions that are highly context-dependent and based on the development of individuals and 

communities alike, as opposed to more traditional measures of size or profit. Women leaders are increasingly 

redefining the impact of strategic leadership in terms of larger, more holistic parameters than mere profit and 

productivity. These consist of worker welfare, long-term organizational change, moral values, and inclusive 

governance. Their view of effect reflects a sophisticated conception of success based on systemic change, 

relational influence, and empowerment. The idea that women leaders' strategic leadership promotes inclusive 

settings and collaborative decision-making is one of the main topics. According to Indian women scholars, 

prosocial motivation, better team dynamics, and more supervisor support are the main factors that contribute to 

strategic leadership success (Barik and Uprety, 25). Improved performance for individuals as well as their 

organizational units was directly related to their impact. 

Their leadership, as described by female managers in the automotive aftermarket sector, provided a boost in 

team morale, improved staff retention, and facilitated communication (Hill, 2024). Moreover, they believed that 

through the promotion of diversity and the reduction of hierarchical rigidities in decision-making, their strategic 

role contributed to cultural development. 

A further interesting result is provided by Gren (2025), with a study of the Austrian IT sector, where female 

managers viewed strategic leadership as a method of mitigating stress and too much task pressure. Due to their 

leadership style, with a focus on collaboration and affect regulation, female managers cited more innovative 

outcomes and conflict resolution. The strategic impact for these managers was viewed as a way of humanizing 

and defusing under pressure rather than as a form of top-down domination.Strategic success is frequently 

associated with revolutionary change, such as curriculum modernization, fair hiring procedures, and talent 

retention, according to women leaders in higher education (Mindrescu and Howard, 2024). These leaders 

integrate their vision with more general developmental goals because they measure their performance based on 

long-term educational results rather than short-term institutional requirements.  

Women leaders valued the functional review process because it reaffirmed the necessity of having qualified 

female candidates in key positions and expedited operations, according to Petu et al. (2025), who examined the 

changes in the World Health Organization Africa Region from a policy viewpoint. This was viewed as a step 

toward institutional credibility and moral leadership. 

Acharya (2024) discovered that affiliative leadership styles were linked to improved academic outcomes, a more 

favourable school climate, and more active parental participation in a study of female head teachers in Nepal. 

These leaders believed that their purpose was to support institutional success founded on trust and collective 

upliftment, rather than individual achievement. These findings are supported by Flores Sandí and Salazar 

Sanchez (2024), who discovered that women in leadership roles in Costa Rica's health services assessed their 

impact using psychological safety and well-being as a lens. They emphasized a style of strategic leadership that 

prioritizes ethical labour practices and compassionate working conditions, with a focus on reducing emotional 

distress and gaslighting in the workplace. 

Over the past several years, there has been an increase in research on the presentation of women's leadership 

performance in qualitative case studies and corporate reports. The representation is sometimes complicated, 

reflecting ongoing efforts to document not just the presence of women in leadership positions but also their 
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actual impact, influence, and leadership style in business environments. These portrayals frequently emphasize 

women's contributions to moral leadership, inclusive decision-making, emotional intelligence, and long-term 

organizational value. 

Qualitative research by Ejaz (2025) that looks at talent management in Indonesian companies found that women 

leaders are often viewed as change facilitators whose leadership builds stakeholder trust and team cohesion. The 

study uses narrative interviews to show how strategic emotional intelligence and collaborative methods are 

closely linked to leadership success as evaluated by peers and subordinates. The findings show that women in 

leadership positions are consistently associated with higher morale and a reduction in hierarchical rigidity.  

In a different organizational study, Catuogno and Pasquale (2024) look into how gender equity is represented in 

management reporting within ESG (Environmental, Social, and Governance) frameworks. Their examination of 

Italian firms indicates that women in leadership positions are often linked to stories of sustainable success. 

These studies indicate that having female leadership is essential for relationship capital and long-term, value-

based strategy. Women are praised in ESG contexts, but the authors also note that these portrayals are 

inconsistent, with board-level decision disclosures and financial reporting undervaluing their strategic 

significance. 

A case study by Nalim et al. (2024) that emphasizes the development of diverse leadership pipelines and focuses 

on STEM leadership programs demonstrates a more formative approach. The study describes how peer teaching 

and undergraduate research opportunities impact perceptions of women's leadership potential in technical 

contexts. Women's contributions to technical output, diverse collaboration models, and emotional safety in 

team-based innovation environments are often highlighted in institutional reports.  

These representations are subject to significant limitations, though. Reports continue to present women’s 

leadership achievements as aberrations rather than systematic outcomes. According to Catuogno and Pasquale 

(2024), material references to female leadership are typically symbolic or compliance-driven rather than an 

indication of meaningful organizational transformation. This tokenization can undermine the credibility of 

women's leadership narratives and limits how businesses integrate gender equality into strategy development. 

Recent studies have shown that literature describing successful women-led groups often utilize language that 

emphasizes collaboration, empowerment, resilience, and community transformation. These language patterns 

show a distinct shift away from traditional, metrics-based discourse and toward narratives that prioritize moral 

leadership, relational capital, and sustainable development. Using qualitative case studies and text mining, 

researchers have looked at how language both reflects and alters opinions of women's leadership ability. 

Pospisil and Zavodna (2022) offer one of the most comprehensive theme analyses, analyzing women-led 

enterprises using the McKinsey 7S framework. The recurring phrase clusters they identified were "empathetic 

leadership," "transformational structures," and "shared values." Their thorough study indicates that successful 

women-owned businesses are often characterized as flexible environments that place a higher value on cultural 

cohesion and people-cantered strategy than on hierarchical dominance. 

As part of a broader empirical examination, Raman et al. (2022) carried out a bibliometric study on the literature 

relating to women entrepreneurs and sustainable development. According to their study, when talking about 

women-led firms, especially in developing countries, phrases like "empowerment," "sustainability," and 

"inclusive innovation" are commonly utilized. The authors claim that these word selections indicate a broader 

focus on adding value to society and imply that women leaders are frequently associated with objectives other 

than financial gain. 

Kumar et al. (2025) discovered recurrent themes in their text mining research of micro and small companies in 

India, such as resilience, emotional labour, and access equity. Their research showed that narratives of 

successful women-led organizations often include socio-economic upliftment, family balance, and trust-

building, in contrast to the typical male-coded lexicon of aggression and conquest. The language, which is 

especially relational and community-centric, reflects the leaders' embeddedness in both formal and informal 

social networks. 

Additionally, Sarkki et al. (2021) observed that women-led social innovation in rural European contexts is 

portrayed through narrative patterns that prioritize relational responsibility, caring, and adaptive governance. 

These expressions show that, in sharp contrast to conventional business narratives, female leadership language 

typically includes a moral and communal tone aimed at inclusive social results. 
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Boujaber-Diederichs (2023) found eight recurrent linguistic patterns in her examination of grassroots leadership 

narratives from around the globe, including narrative humility, localized impact, intergenerational 

transformation, and communal empowerment. By reinforcing that women-led enterprises are portrayed as 

agents of social transformation as well as strategic acumen, this study challenges the prevalent conventions of 

leadership language. 

 

Theoretical background: 

Several interrelated theoretical frameworks, such as Institutional Theory, Social Role Theory, and 

Transformational Leadership Theory, constitute the foundation of this study. According to transformational 

leadership theory, leaders emphasize vision, empowerment, and innovation—qualities that are increasingly 

associated with female leaders—in order to inspire and engage followers toward common objectives (Eagly& 

Carli, 2007; Northouse, 2021). According to Eagly and Wood (2012), Social Role Theory explains how 

gendered norms influence leadership behaviour and the acceptability of women in key roles. Furthermore, 

Institutional Theory emphasizes how organizational and cultural norms affect women's leadership opportunities 

in emerging economies (Scott, 2014). These theories provide a comprehensive framework for understanding 

how human, institutional, and cultural factors interact to influence women's organizational outcomes and 

strategic leadership trajectories. Women's leadership styles that prioritize collaboration, ethical decision-making, 

and long-term planning have been shown to increase creativity and productivity in recent empirical studies 

(Paustian-Underdahl et al., 2014; D'Innocenzo et al., 2020). 

A Conceptual Framework of Strategic Women Leadership: 

 

Source: Author Compilation 

An idea map outlining the factors that influence strategic leadership, particularly for women, and ultimately 

contribute to business success. Let's look at each section separately:  

1. Leadership Enablers: This section highlights the factors that help women develop and practice strategic 

leadership. 

• Mentoring & Sponsorship: Having seasoned individuals who actively encourage career advancement 

(sponsorship) and provide guidance (mentorship).  
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• Leadership Training: Accredited programs and opportunities to improve leadership, strategic thinking, and 

decision-making abilities.  

• Supportive Culture: An environment at work that values diversity and inclusivity while allowing women to take 

the initiative and contribute significantly. 

2. Women's Strategic Leadership, which focuses on how women lead with a strategic attitude.  

3. Obstacles to Strategic Influence: The difficulties women may face while trying to 

• Gender bias: This section addresses stereotypes and preconceived notions on women's leadership capabilities 

that might have strategic effect. limit their influence and opportunities. limit their influence and opportunities. 

• Limited Networks: Women may find it more challenging to establish relationships and obtain support for 

strategic initiatives due to their limited access to informal networks and organizational power structures.  

• Work-Life Constraints: Because of cultural expectations and the unequal weight of caregiving responsibilities, 

women may find it challenging to dedicate their time and energy to strategic activities.  

4. Organizational Success: This describes the positive outcomes that arise from effective strategic leadership, 

maybe influenced by female leaders and those who support them, while conquering the acknowledged 

challenges. It is characterized by growth metrics, which are quantifiable indicators of an organization's progress 

and achievement.   

Innovation: The introduction of novel ideas, methods, and solutions.  

• Team effectiveness: The ability of teams to work together, achieve goals, and benefit from diverse perspectives.  

• Vision Articulation: A succinct and convincing description of the organization's objectives and future direction.  

• Strategic planning is the process of defining organizational goals and action plans to achieve them. Decision-

making influence is the ability to shape and impact important organizational decisions.  

5. Textual Reflections of Leadership & Success: This section focuses on the ways in which narrative patterns 

and leadership are explored and presented. These patterns and topics recur often.  

• Success Stories: Particular instances and tales that demonstrate effective leadership and its effects. 

• The use of words and expressions that promote self-assurance, autonomy, and a sense of possibilities is known 

as the "language of empowerment." This concept map essentially implies that encouraging women to take on 

strategic leadership roles, removing obstacles, and cultivating enablers can all have a positive impact on a 

number of organizational success factors. These factors are then mirrored in the organization's communication 

and comprehension of leadership and accomplishment.  

 

Gap of the Study 

Even though gender and leadership are receiving more attention worldwide, there is still a dearth of empirical 

research on how women in emerging markets—especially in South Asia—exercise strategic leadership and 

affect organizational results (Kusumaningrum & Subagyo, 2021). The majority of current research focuses on 

Western settings, frequently ignoring the institutional, cultural, and economic factors that influence women's 

leadership experiences in developing nations. Although other studies have examined leadership obstacles or 

success stories separately, these aspects have not been sufficiently integrated through the use of a strategic 

leadership lens (Dwivedi et al., 2022). Furthermore, not many studies use qualitative text analysis to record 

language patterns and leadership narratives, which might disclose ingrained meanings and values associated 

with authority and success. This study bridges this complex gap by combining leadership theory with textual 

analytics to provide a sophisticated understanding of strategic women's leadership in emerging economies. 

 

Scope of the Study 

This study intends to understand the strategic leadership practices of female executives in developing markets, 

with an emphasis on South Asian and Indian contexts. It looks at the key elements that help women in 

leadership positions, such networks and mentoring, as well as the obstacles that prevent them, like cultural 

norms and gender bias. The scope also include organizational outcomes that are attributed to women's strategic 
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leadership, such as team effectiveness, innovation, and development. One significant contribution of this study 

is the application of text analytical techniques (e.g., theme analysis and narrative analysis) to interpret the 

representations of leadership and success in qualitative data, including speeches, reports, and interviews. The 

exploratory and qualitative approach of the study collects data from corporates and MSMEs, among other 

organizational sectors. It aims to generate theoretical and practical implications for leadership strategies that are 

inclusive of all genders, with a focus on women in middle- to senior-level leadership roles. 

 

Research Methodology: 

In order to examine strategic women leadership and its significance for organizational performance in 

developing markets, this study uses a qualitative, mixed-methods text analysis methodology. A document-based, 

exploratory research approach was used to collect secondary data from academic publications, book chapters, 

institutional reports, and journals that were indexed by Scopus after 2020. Two main methods were used in the 

analysis: Correspondence Analysis (CA) and Topic Modelling with Latent Dirichlet Allocation (LDA). A color-

coded topic map was used to illustrate the 10 theme clusters that LDA identified, which highlighted important 

topics including inclusiveness, institutional legitimacy, adaptive cooperation, trust, governance, entrepreneurial 

leadership, and ethical leadership. With Dimension 1 separating leadership qualities from more general 

contextual components and Dimension 2 separating structural facilitators from outcome-based notions, 

Correspondence Analysis further mapped semantic linkages throughout the corpus. Salient terms such as 

"women" and "leadership" were made to serve as anchors within the theme space, highlighting their 

conceptually significant nature. Methodological soundness was promoted through the employment of peer-

reviewed sources only, topic coherence checking, and cross-validation checks with LDA and CA results. Ethical 

considerations were met through the employment of publicly accessible data only and upholding the standards 

of academic purity at all times. The two analytical processes made possible a thorough exploration of the factors 

that enable, constrain, and affect women's strategic leadership within empowering markets. 

Women's Leadership and Organizational Impact Framework: This map of ideas gives us a model for what 

strategic female leadership contributes to business success. It accepts the influence that leadership from females 

has upon team productivity, innovation, growth, and overall business outcomes. It is aware of the obstacles 

faced by females in the execution of leadership, for example, the lack of supportive frameworks, gender-based 

discrimination, and reconciling the professional and the personal commitment. With the possible emphasis put 

upon emerging markets, the map is also concerned with the necessity of mentorship, leadership training, and 

supportive culture as enablers for females adopting strategic leadership through specific behaviors and practices. 

It discusses the influence of leadership identities and stories upon the way this leadership is understood and 

upon its effectiveness. 

 

Source: Author Compilation 
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This graphic depicts a model based on strategic women leadership and success in organizations. The middle 

circle, the core idea, states that strategic leadership among women is imperative to helping companies achieve 

their goals.By highlighting several significant interconnected factors that influence this relationship, the model 

departs from the primary subject. 

Important Elements and Their Connections:  

1. The main theme, Strategic Women Leadership and Organizational Success( Black Oval), highlights the 

beneficial relationship between women in strategic leadership positions and the organization's overall 

performance. 

2. Impact (Blue Rectangle): This branch stands for the favourable results or repercussions brought about by 

strategic female leadership. It includes:  

• Innovation & Growth (Gray Oval): New ideas are generated, creativity is encouraged, and organizational 

growth and development are accelerated by strategic leadership.  

• Team Performance (Gray Oval): Women who exercise effective strategic leadership enhance teamwork, 

productivity, and performance as a whole. 

• Organizational Success (Gray Oval): This symbolizes the organization's overall success and efficacy, which are 

impacted by strategic female leaders.  

3. Barriers (Blue Rectangle): These are the difficulties and impediments that women may encounter on their path 

to and in strategic leadership positions, which may limit their ability to contribute to the success of the business. 

These consist of:  

• Limited Networks (Gray Oval): Women may be at a strategic disadvantage if they have limited access to 

mentoring opportunities, informal networks, and powerful professional connections. 

• Gender Bias (Gray Oval): Women's leadership chances, recognition, and influence in strategic decision-making 

can be hindered by preconceived unfavourable preconceptions and biases regarding their leadership ability.  

• Work-Life Balance (Gray Oval): Women may be disproportionately impacted by the demands of society and the 

difficulties in juggling work and family obligations, which may restrict their ability to fully participate in key 

positions.  

4. Enablers (Blue Rectangle) : These are the elements that help women take on strategic leadership roles and 

have a beneficial influence on the development of organizations. 

Among them are: 

• Mentorship (Gray Oval): Networking opportunities, strategic insights, and professional advancement may be 

greatly aided by the advice, encouragement, and sponsorship of seasoned people, both men and women. 

• Supportive Ecosystem (Gray Oval): It is essential to have an environment and corporate culture that actively 

supports fairness, diversity, and the growth of women leaders. This covers rules, procedures, and a dedication to 

gender diversity on the part of the leadership.  

• Leadership Training (Gray Oval): Women may acquire the competences required for strategic positions through 

formal and informal development programs that emphasize improving leadership skills, strategic thinking, and 

decision-making ability.  

5. Enactment (Blue Rectangle): This branch focuses on women's application of strategic  

leadership. It is connected to: 

• Leadership Practices (Gray Oval): The particular actions, methods, and techniques used by female leaders to 

strategically direct and impact their groups and organizations. 

• Strategic Behavior (Gray Oval): The choices and behaviors made by female executives that support and advance 

the strategic aims and objectives of the company.  

• Women in Emerging Markets (Gray Oval): This draws attention to the particular setting in which women play a 

strategic leadership role in emerging nations, which may provide special possibilities as well as obstacles.  

6. Reflection (Blue Rectangle): This section deals with how people view, comprehend, and express their 

leadership experiences and accomplishments. It consists of:  

• Qualitative Text (Gray oval): A leader's sense of self, encompassing their values, beliefs, and how they define 

their leadership style in a strategic framework, is known as their leadership identity.  
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• Narratives & Language (Gray Oval): The narratives, communication styles, and language that are employed to 

frame the accomplishments, difficulties, and leadership experiences of women in strategic roles.  

• Qualitative Texts (Gray Oval): Spoken or written narratives that offer deep, comprehensive insights into the 

viewpoints and experiences of women in strategic leadership roles, including case studies, interviews, and 

personal reflections.  

 

Interconnections: 

The diagram's arrows show how various elements are related to one another. For example, whereas enablers can 

promote strategic leadership and eventually lead to great outcomes, barriers can have a detrimental influence on 

organizational success. Strategic leadership is actively demonstrated through enactment, which is impacted by 

both facilitators and obstacles. The impact of enactment is then considered and conveyed through narratives and 

qualitative descriptions, therefore forming leadership identity. 

 

The Enabler-Barrier-Leadership-Success-Reflection Cycle: 

Certain barriers impede strategic leadership, while other enablers have an impact. A key factor in the success of 

a company is strategic leadership. Deeper understanding of the characteristics of strategic leadership, its 

connection to organizational performance, and the factors that facilitate and hinder it may be gained through 

qualitative data. 

 

Source: Author Compilation 

• Strategic Leadership (Obj 1): This is the main idea and probably reflects the phenomena under study or 

comprehension. The "(Obj 1)" probably means that the primary goal of the study or analysis is to comprehend 

strategic leadership.  

• Enablers (Obj 2): These are elements that help or encourage the growth and efficacy of strategic leadership. 

The fact that the arrow points from "Enablers" to "Strategic Leadership" indicates that these elements positively 

impact strategic leadership. "(Obj 2)" suggests that the second goal is to recognize and comprehend these 

facilitators. 

• Barriers (Obj 3): This stands for impediments or difficulties that prevent strategic leadership from developing 

and functioning effectively. It is implied by the arrow connecting "Barriers" and "Strategic Leadership" that 

these elements have a detrimental effect on strategic leadership. "(Obj 3)" suggests that the third goal is to 

recognize and comprehend these obstacles.  

• Organizational Success (Obj 4): This stands for an organization's accomplishments or favourable results. With 

an arrow connecting "Strategic Leadership" and "Organizational Success," it is clear that successful strategic 

leadership results in successful organizations. "(Obj 4)" implies that the fourth goal is to comprehend the 

connection between organizational performance and strategic leadership. 
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• Qualitative Reflections (Obj 5): These appear to be perspectives, insights, or stories about organizational 

success and strategic leadership that may have been obtained via qualitative research techniques (such as case 

studies or interviews). The fact that both "Strategic Leadership" and "Organizational Success" have arrows 

pointing to "Qualitative Reflections" implies that these ideas either influence or are reflected in these qualitative 

insights. The fifth aim, as stated in "(Obj 5)", is to collect and examine these qualitative reflections. 

 

Discussions / Conversations: 

Using LDA for Topic Modelling 

 

The topic modelling results are very compatible with the research topic "Empowering Markets: Strategic 

Women Leadership and Organizational Success," offering valuable new insights into the ways in which female 

leaders influence and shape organizational outcomes in developing countries. Themes of entrepreneurial 

leadership, resilience, and participative systems stress the adaptability needed in ambiguous situations; 

conversely, inclusion, justice, and disruption of the prevailing bureaucratic order underscore the transformative 

possibilities of female leadership. The necessity of institutional legitimacy, responsive policy-making, and the 

establishment of trust in many cultures further signals the sophistication of the environment that has to be 

navigated by females. Whereas the other topics stress the necessity of relational leadership, strategic mentoring, 

and support mechanisms in promoting high performance, the inclusion of issues like AI, ethics, and openness to 

transparency shows the leadership considerations of the day. The idea of females being a force for change and 

development is reaffirmed through sector-based studies that highlight the importance of Indian females and 

healthcare as a whole, showing regional relevance. Taken together, the evidence reinforces the focus of the 

study upon the factors that enable, disable, and affect females' strategic leadership, affirming its vital role in 

empowering markets and promoting corporate achievement. 

 

Visual Cluster Map of Women Leadership (Correspondence Analysis) 
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Correspondence analysis provides the visual illustration of the discourse structure underlying strategic 

leadership of women and organizational success through word co-occurrences across texts. The two dimensions, 

accounting for 43.86% of the total variation, identify significant differences. Dimension 1 differentiates 

outcome-oriented, societal impact words (e.g., success, innovation, value, relational, and social) toward the right 

from structural and policy-based conceptions (e.g., roles, mentoring, networks, and institutional models) toward 

the left. Dimension 2 identifies larger organizational and societal contexts (e.g., narratives, community, 

research) at the bottom and leadership attributes (e.g., impact, legitimacy, entrepreneurs, women) at the top. The 

prepositions "women" and "leadership," stressing their quintessential importance in the thematic domain, are at 

the core of the investigation. Although expressions like "impact," "change," and "governance" point toward 

more abstract results and moral concerns, the tightening of words like "mentorship," "support," and "networks" 

toward the center signifies the importance of enabler structures. The close association of words like "social," 

"community," and "value" to "success" indicates that inclusive and context-responsive leadership is gaining 

prominence in emerging economies. By pointing toward both institution-based legitimacy and social innovation, 

the analysis identifies the multi-dimensional nature of the strategic role of women across different 

organizational ecosystems and captures how the scholarship associates structural enablers of leadership of 

women with overall organizational outcomes. 

 

Conclusions 

In order to identify important themes like entrepreneurial resilience, inclusivity, mentorship, institutional 

legitimacy, and outcome-driven leadership, this study used topic modeling (LDA) and correspondence analysis 

to examine how women in emerging markets exercise strategic leadership and contribute to organizational 

success. The results demonstrate that women leaders function in intricate ecosystems where they push the 

boundaries of conventional wisdom and spur development and innovation. In terms of management, the study 

highlights the necessity for companies to implement flexible and inclusive structures, make mentoring 

investments, and formalize gender-responsive leadership guidelines. From a research standpoint, the study 

advances leadership studies theory by presenting a dual-method analytical framework that provides fresh 

perspectives on gendered leadership in various industries and geographical areas. In terms of society, the 

findings establish women leaders as vital change agents whose impact transcends organizations to larger 

markets and communities, hence reaffirming the necessity of development strategies that prioritize gender 

parity. In order to further understand women's strategic involvement in creating resilient and empowering 

markets, future research may build on these ideas using intersectional methodologies, sector-specific analysis, 

and longitudinal studies. It can also incorporate primary data and quantitative indicators. 
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