JOURNAL LA SOCIALE

VOL. 07, ISSUE 03 (767-778), 2026
DOI:10.37899/journal-la-sociale.v7i3.3146

The Impact of Supportive Leadership, Gender Equity Policies, and
Workplace Diversity on Women’s Career Growth

Ida Ayu Putu Anandita Marina', R Tri Priyono Budi Santoso’, Yeyen Komalasari’,
Gilbert Nainggolan'

!Department of Management, Faculty of Business and Tourism, Universitas Dhyana o
Pura, Bali, Indonesia :I.E-E:T#-E
el
*Corresponding Author: Ida Ayu Putu Anandita Marina H-:-F E‘E
E-mail: 24311601001 @undhirabali.ac.id D)
Article Info Abstract
Article history: This study aims to examine the impact of supportive leadership, gender
Received 27 February 2026 equity policies, and workplace diversity on women’s career growth at
Received in revised 2 April Hotel Tugu Bali. The research employed a quantitative approach using
2026 a survey method, with data collected from female employees through
Accepted 4 May 2026 structured questionnaires. The data were analyzed using multiple linear
regression analysis supported by validity tests, reliability tests, and
Keywords: hypothesis testing. The results show that supportive leadership has a
Supportive Leadership significant positive effect on women’s career growth, indicating that
Gender Equity Policies leadership practices that provide support, attention, and development
Workplace Diversity opportunities encourage women to grow in their careers. Gender equity
Women’s Career Growth policies also have a significant positive effect, suggesting that fair
Hotel Industry promotion opportunities and equal access to training contribute to

women’s career advancement. In addition, workplace diversity
significantly influences women’s career growth, demonstrating that an
inclusive work environment enables women to feel accepted and more
confident in developing their potential. Simultaneously, supportive
leadership, gender equity policies, and workplace diversity have a
significant combined effect on women’s career growth, indicating that
career development for women is shaped by the interaction of leadership
support, equitable organizational policies, and a diverse work
environment. These findings highlight the importance of creating
supportive leadership practices, implementing fair gender equity
policies, and fostering workplace diversity to enhance women’s career
growth within the hospitality industry.

Introduction

Women’s career growth remains a critical issue in modern organizations, particularly in the
hospitality industry, which is characterized by hierarchical structures, high work demands, and
strong competition (Clevenger, L., & Singh, 2013; Boone et al., 2013; Calinaud et al., 2021).
Although women’s participation in the workforce has continued to increase, their
representation in managerial and strategic positions remains relatively limited. This condition
indicates that women still face various obstacles in advancing their careers, including gender
stereotypes, unequal access to development opportunities, and organizational cultures that are
not fully supportive of gender equality. Such challenges demonstrate the urgency of creating
an organizational environment that supports women’s career growth in a more inclusive and
equitable manner (Bhakuni, 2025).

Organizational factors play a crucial role in shaping women’s career growth. Supportive
leadership is considered an important element in creating a positive work climate through
emotional support, guidance, and opportunities for employee development (Jameel et al., 2025;
Hassanein et al., 2025; Fajardo-Castro et al., 2024). Leaders who provide support, recognition,
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and constructive feedback can enhance employees’ confidence and motivation to pursue higher
career levels. In addition, gender equity policies serve as an institutional mechanism to ensure
fair access to promotion, training, and career development based on competence and
performance (Benslimane, M., & Moustaghfir, 2020; Garcia et al., 2022; Meri et al., 2024;
Sidlauskiené & Butaova, 2013). The consistent implementation of equitable policies can
reduce gender bias and strengthen women’s opportunities for career advancement.
Furthermore, workplace diversity contributes to an inclusive work environment in which
differences in gender, background, and perspectives are respected, enabling women to feel
accepted and encouraged to actively participate and develop their potential (Warren et al.,
2019; Noor et al., 2024).

Theoretically, this study is grounded in Social Exchange Theory and Social Identity Theory.
Social Exchange Theory explains that supportive treatment from leaders and fair organizational
policies encourage reciprocal positive attitudes from employees, including higher commitment,
motivation, and willingness to develop their careers (Ko & Hur, 2014; Wayne et al., 2002;
Settoon et al., 1996; Nazir et al., 2018; Chernyak-Hai & Rabenu, 2018). Social Identity Theory
emphasizes that an inclusive and diverse work environment strengthens employees’ sense of
belonging and social recognition, which in turn enhances confidence and engagement in career
development (Emerson, K. T., & Murphy, 2014; Randel et al., 2018). However, empirical
findings in previous studies have shown mixed results, as the effectiveness of supportive
leadership, gender equity policies, and workplace diversity often depends on how these
practices are implemented within specific organizational contexts.

Hotel Tugu Bali represents a relevant research context, as women have begun to occupy several
supervisory and managerial positions, reflecting progress in gender representation.
Nevertheless, certain strategic roles remain dominated by men, and promotion practices may
still be influenced by gender-based perceptions (Lee et al., 2023; Choi & Hon, 2002; Diehl &
Dzubinski, 2016). Therefore, this study proposes a problem-solving approach by empirically
examining the partial and simultaneous effects of supportive leadership, gender equity policies,
and workplace diversity on women’s career growth.

The objective of this study is to analyze the extent to which these three organizational factors
influence women'’s career growth in the hospitality context. Based on the theoretical framework
and prior literature, this study develops hypotheses that supportive leadership, gender equity
policies, and workplace diversity have significant positive effects on women’s career growth,
both individually and collectively.

Methods

This study employed a quantitative research approach with a survey method to examine the
effects of supportive leadership, gender equity policies, and workplace diversity on women’s
career growth at Hotel Tugu Bali. The quantitative approach was selected to enable objective
measurement of relationships among variables and to test the proposed hypotheses through
statistical analysis. The population of this study consisted of all permanent female employees
at Hotel Tugu Bali. A census sampling technique was applied, in which all members of the
population were included as research respondents, resulting in a total of 63 respondents. This
approach was considered appropriate due to the relatively small and accessible population,
allowing the study to obtain comprehensive and representative data. Data were collected using
a structured questionnaire developed based on indicators of supportive leadership, gender
equity policies, workplace diversity, and women’s career growth. Responses were measured
using a Likert scale to capture the level of agreement with each statement. Prior to hypothesis
testing, the measurement instrument was evaluated through validity and reliability testing. The
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results of the validity test indicate that all questionnaire items met the required validity criteria,
confirming that each item was able to appropriately represent the intended constructs. In
addition, the reliability test results show that all variables achieved Cronbach’s Alpha values
above the acceptable threshold (> 0.70), indicating a satisfactory level of internal consistency.

The collected data were analyzed using multiple linear regression analysis to examine both
partial and simultaneous effects of the independent variables on women’s career growth.
Descriptive statistics were also employed to describe respondent characteristics and variable
tendencies. Furthermore, classical assumption tests were conducted to assess the suitability of
the regression model. The results indicate that the data are normally distributed, all tolerance
values exceed 0.10 and VIF values are below 10 indicating no multicollinearity, and no
heteroscedasticity problem was detected. These findings confirm that the regression model
satisfies the required statistical assumptions. All data processing and analysis were carried out
using statistical software, and the results were interpreted to draw conclusions regarding the
influence of supportive leadership, gender equity policies, and workplace diversity on women’s
career growth in the hospitality context.

Supportive
Leadership (X1)

Gender Eguity
Policies (X2)

Women’s Career

Growth (Y)

Workplace
Diversity (X3)

Figure 1. Conceptual Model

Results and Discussion

The findings of this study not only confirm the statistical significance of the relationships
between variables but also provide deeper insights into the relative strength of each factor in
influencing women’s career growth. In particular, the results highlight the dominant role of
workplace diversity compared to supportive leadership and gender equity policies,
underscoring the importance of organizational climate in shaping career development
outcomes.

Respondent Characteristics

This study involved 63 permanent female employees of Hotel Tugu Bali who had been
employed for more than one year. The selection of respondents with a minimum working
period was intended to ensure that participants had adequate experience and understanding of
leadership practices, organizational policies, and workplace conditions relevant to career
development.
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Tabel 1. Respondent Characteristics

Characteristics Category Frequency (Persons) Percentage (%)
Age Range 21-25 years 4 6.35
26-30 years 30 47.62
31-35 years 11 17.46
3640 years 13 20.63
41-50 years 5 7.94
Marital Status Married 49 77.78
Unmarried 14 22.22
Length of 1-3 years 6 9.52
Employment 4-6 years 30 47.62
> 6 years 27 42.86
Total Respondents 63 100.00

Source: Processed primary data, 2026

Based on age distribution, the majority of respondents were between 26 and 30 years old,
accounting for 47.62% of the total sample. This was followed by respondents aged 36—40 years
(20.63%) and 31-35 years (17.46%). Smaller proportions were found in the age groups of 21—
25 years (6.35%) and 41-50 years (7.94%). This composition indicates that most respondents
were in their productive career phase, where opportunities for advancement and organizational
support play a crucial role in shaping career growth.

In terms of marital status, most respondents were married (77.78%), while 22.22% were
unmarried. This finding suggests that a significant proportion of respondents balance
professional responsibilities with family roles, which may influence how leadership support,
gender equity policies, and workplace conditions affect their career development.

Regarding length of employment, nearly half of the respondents had worked for 4-6 years
(47.62%), followed by those with more than six years of service (42.86%). Only 9.52% had
worked for 1-3 years. This indicates that the majority of respondents had sufficient
organizational tenure to provide informed and reliable assessments of leadership behavior,
policy implementation, and workplace diversity.

Validity Test Results

The validity test was conducted to examine whether each questionnaire item was able to
accurately measure the intended research variables. The results of the validity testing are
presented in Table bellow.

Tabel 2. Validity Test Results

Variable Number of Items Valid Items Result
Supportive Leadership 5 5 Valid
Gender Equity Policies 4 4 Valid

Workplace Diversity 4 4 Valid
Women’s Career Growth 5 5 Valid

Source: Processed primary data, 2026

As shown in Table 2, all measurement items for each variable met the validity criteria. The
supportive leadership variable consisted of five items, all of which were declared valid.
Similarly, the gender equity policies variable comprised four items, all of which were found to
be valid. Workplace diversity was measured using four items, and all items met the validity
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requirements. In addition, the women’s career growth variable was represented by five items,
all of which were also confirmed to be valid. These findings indicate that every indicator used
in this study was appropriate and capable of representing the constructs being measured.
Therefore, all questionnaire items were retained and considered suitable for further analysis.

Reliability Test Results

Reliability testing was conducted to assess the consistency of the measurement instruments
used in this study. The reliability test results, based on Cronbach’s Alpha values, are presented
in Table 3.

Tabel 3. Reliability Test Results

Variable Number of Items Cronbach’s Alpha | Interpretation
Supportive Leadership 5 0.920 Reliable
Gender Equity Policies 4 0.844 Reliable

Workplace Diversity 4 0.849 Reliable
Women’s Career Growth 5 0.809 Reliable

Source: Processed primary data, 2026

The results show that all research variables achieved Cronbach’s Alpha values exceeding the
recommended threshold of 0.70. Specifically, supportive leadership recorded a Cronbach’s
Alpha value of 0.920, indicating a very high level of internal consistency. Gender equity
policies and workplace diversity obtained Cronbach’s Alpha values of 0.844 and 0.849,
respectively, both of which fall within the reliable range. Meanwhile, women’s career growth
demonstrated a Cronbach’s Alpha value of 0.809, confirming that the instrument was reliable.
Overall, these results demonstrate that the measurement instruments used in this study are
reliable and consistent. Consequently, the data collected can be considered dependable and
appropriate for subsequent statistical analysis, including regression testing and hypothesis
evaluation

Multiple Linear Regression Results

Table 4 presents the results of the multiple linear regression analysis conducted to examine the
partial effects of supportive leadership, gender equity policies, and workplace diversity on
women’s career growth.

Tabel 4. Multiple Linear Regression Results

Independent Variable Regression Coefficient (B) t-value Sig.

Supportive Leadership 0.211 3.461 <0.05

Gender Equity Policies 0.233 2.368 <0.05
Workplace Diversity 0.366 3.941 <0.05

Source: Processed primary data, 2026

The regression results indicate that supportive leadership (Xi) has a positive regression
coefficient of 0.211, suggesting that an increase in supportive leadership practices contributes
to an improvement in women’s career growth. The t-value of 3.461 with a significance level
of p <0.05 confirms that supportive leadership has a positive and statistically significant effect
on women’s career growth. This finding supports the first hypothesis (H1).

Furthermore, gender equity policies (X2) demonstrate a positive regression coefficient of 0.233,
indicating that stronger and fairer gender equity policies are associated with higher levels of
women’s career growth. The t-value of 2.368 and a significance value of p < 0.05 show that
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gender equity policies have a positive and significant influence on women’s career growth.
Therefore, the second hypothesis (H2) is accepted.

In addition, workplace diversity (Xs) exhibits the highest regression coefficient among the
independent variables, with a value of 0.366. This result indicates that a more diverse
workplace environment plays a substantial role in supporting women’s career advancement.
The t-value of 3.941 and a significance level of p < 0.05 confirm that workplace diversity has
a positive and statistically significant effect on women’s career growth. Thus, the third
hypothesis (H3) is supported.

Overall, the regression analysis demonstrates that all independent variables supportive
leadership, gender equity policies, and workplace diversity individually exert a positive and
significant effect on women’s career growth. These findings indicate that organizational
leadership practices, equitable policies, and inclusive workplace environments are critical
factors in fostering women'’s career development.

Coefficient of Determination (R Square)

Table 5 presents the coefficient of determination results of the regression model examining the
influence of supportive leadership, gender equity policies, and workplace diversity on women’s
career growth.

Tabel 1. Coefficient of Determination (R Square) Result

Variabel R R Square Adjusted R Square

Women's Career Growth (Y) 0.733% 537 514

Source: Processed primary data, 2026

The results show that the regression model produces an R value of 0.733, indicating a strong
relationship between the independent variables and women’s career growth. Furthermore, the
R Square value of 0.537 suggests that 53.7% of the variance in women’s career growth can be
explained jointly by supportive leadership, gender equity policies, and workplace diversity.

The Adjusted R Square value of 0.514 indicates that, after adjusting for the number of
independent variables included in the model, approximately 51.4% of women’s career growth
is accounted for by the regression model. The remaining 48.6% is influenced by other factors
not examined in this study, such as organizational culture, work—life balance, mentoring
systems, or individual career aspirations.

These findings indicate that the proposed model has a moderate to strong explanatory power,
confirming that supportive leadership, equitable gender policies, and workplace diversity play
a substantial role in shaping women’s career growth. However, the presence of unexplained
variance also highlights opportunities for future research to incorporate additional variables
that may further enrich the understanding of women’s career development.

This study examined the effects of supportive leadership, gender equity policies, and workplace
diversity on women’s career growth at Hotel Tugu Bali. The findings provide empirical
evidence that all three independent variables significantly influence women’s career growth,
both individually and collectively.

The Influence of Supportive Leadership on Women’s Career Growth

The results indicate that supportive leadership has a positive and significant effect on women’s
career growth. This finding suggests that leadership behaviors characterized by empathy,
guidance, encouragement, and openness to employee input play an important role in fostering
women’s career development. Leaders who actively support their subordinates create a work

772

ISSN 2721-0960 (Print), ISSN 2721-0847 (online)
Copyright © 2026, Journal La Sociale, Under the license CC BY-SA 4.0



environment in which female employees feel valued, confident, and motivated to pursue career
advancement.

This finding further indicates that supportive leadership not only functions as a managerial
approach but also plays a crucial role in strengthening women’s confidence and engagement in
career development processes. In the context of the hospitality industry, such leadership
support encourages employees to actively participate in organizational activities and take
advantage of available career opportunities.

This result is consistent with prior studies emphasizing that supportive leadership contributes
to career-related outcomes by enhancing employees’ psychological safety and professional
confidence. When leaders provide constructive feedback, recognize employee contributions,
and facilitate access to development opportunities, women are more likely to perceive the
organization as supportive of their long-term career aspirations. In the hospitality context,
where hierarchical structures and service demands are prominent, supportive leadership
becomes particularly crucial in enabling women to navigate career pathways effectively
(Remington & Kitterlin-Lynch, 2018; Chun et al., 2024; O’Neill et al., 2025).

The Influence of Gender Equity Policies on Women’s Career Growth

The findings further demonstrate that gender equity policies have a positive and significant
effect on women’s career growth (Kossek & Buzzanell, 2018; Wu & Cheng, 2016; Chua et al.,
2021; Kossek et al., 2017). This indicates that organizational policies promoting fairness in
recruitment, promotion, compensation, and access to development opportunities are essential
in supporting women’s advancement. Clear and equitable policies help reduce structural
barriers and minimize perceptions of bias that often hinder women’s career progression.

This finding suggests that formal organizational policies function as important institutional
mechanisms in shaping career opportunities. When gender equity policies are implemented
consistently, they create a more transparent and fair system that enables women to experience
equal treatment and access to career development processes (Coe et al., 2019; Koehler, 2016;
Leaders, 2026).

This result is consistent with prior studies emphasizing that equitable policies contribute to
more inclusive organizational environments. In the hospitality industry, where gender
stereotypes and traditional role expectations may still persist, such policies provide an
important foundation for ensuring that career advancement is based on competence and
performance rather than gender.

The Influence of Workplace Diversity on Women’s Career Growth

Among the independent variables examined, workplace diversity shows the strongest influence
on women’s career growth, as indicated by the highest regression coefficient (B = 0.366)
compared to supportive leadership (B = 0.211) and gender equity policies (B = 0.233). This
finding suggests that women’s career advancement is more strongly shaped by the everyday
experience of inclusion within the workplace rather than solely by leadership support or formal
organizational policies. While supportive leadership and gender equity policies provide
important structural support, workplace diversity reflects the actual social climate in which
employees interact on a daily basis.

In the hospitality industry, where teamwork and interaction are central to daily operations, a
diverse and inclusive work environment enables employees to feel accepted, respected, and
confident in expressing their capabilities. This inclusive climate reduces potential barriers and
encourages active participation in organizational processes, which may explain why workplace
diversity has a stronger effect on career growth in this context.
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Therefore, the findings indicate that women’s career growth is not only influenced by formal
organizational mechanisms but also by the quality of social interaction and inclusivity within
the workplace. This highlights the importance of fostering an inclusive organizational culture
as a key driver of career development.

Simultaneous Effects of Supportive Leadership, Gender Equity Policies, and Workplace
Diversity

The coefficient of determination results indicate that supportive leadership, gender equity
policies, and workplace diversity jointly explain a substantial proportion of the variance in
women’s career growth, as reflected by an Adjusted R Square value of 0.514. This finding
suggests that 51.4% of women’s career growth can be explained by the combined influence of
these three variables, highlighting that career development is shaped by multiple organizational
factors rather than a single determinant.

The combined influence of these variables indicates that women’s career development emerges
from the interaction of leadership practices, organizational policies, and workplace culture
(Barkhuizen et al., 2022; Mate et al., 2019; Clarke, 2011; Asfahani et al., 2025). Organizations
that rely solely on supportive leadership without equitable policies may experience inconsistent
outcomes, while the presence of policies without an inclusive work environment may not
effectively translate into meaningful career advancement.

Therefore, an integrated approach that aligns leadership behavior, institutional frameworks,
and workplace diversity is essential in creating sustainable career opportunities for women
(Thelma & Ngulube, 2024; Sil & Lenka, 2025; Hundera & Mudde, 2024). This finding
emphasizes that the effectiveness of human resource management strategies depends not only
on individual initiatives but also on the coherence between leadership, policy implementation,
and organizational climate.

In the context of Hotel Tugu Bali, these elements collectively contribute to the development of
an organizational environment that supports women’s career growth, enhances professional
development, and enables employees to contribute optimally to organizational performance

Conclusion

This study concludes that supportive leadership, gender equity policies, and workplace
diversity have significant positive effects on women’s career growth at Hotel Tugu Bali, both
partially and simultaneously. These findings indicate that women’s career development is
shaped by the combined influence of leadership support, equitable organizational policies, and
an inclusive work environment. Among the examined variables, workplace diversity emerged
as the most influential factor, highlighting the importance of an inclusive organizational
environment in supporting women’s career growth. This suggests that beyond leadership
practices and formal policies, the everyday experience of inclusion plays a critical role in
shaping women’s career advancement. Supportive leadership enhances women’s confidence
and motivation to pursue career advancement, while gender equity policies ensure fair access
to training and promotion based on competence and performance. At the same time, workplace
diversity fosters a sense of acceptance and belonging that encourages women to develop their
potential. These findings demonstrate that women’s career growth cannot be separated from
the organizational context in which leadership practices, policy frameworks, and diversity
management are implemented.

Suggestion

Therefore, organizations in the hospitality industry are encouraged to strengthen supportive
leadership practices through leadership development programs, consistently implement gender
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equity policies in career management systems, and actively promote workplace diversity to
create a more inclusive organizational climate. Future studies are recommended to expand the
scope of research by involving different organizational contexts and incorporating additional
variables, such as organizational culture or work—life balance, in order to provide broader
insights into women’s career growth and contribute to the development of human resource
management practices.

Acknowledgment

The author would like to express sincere gratitude to the Faculty of Business and Tourism,
Universitas Dhyana Pura, for academic support during the completion of this study.
Appreciation is also extended to the management of Hotel Tugu Bali for granting permission
and access to conduct the research and for facilitating data collection. The author acknowledges
the valuable cooperation of all respondents who participated in this study. This research did
not receive specific funding from any funding agency in the public, commercial, or non-profit
sectors.

References

Asfahani, A. M., Eskandarany, A., & Dahlan, D. A. (2025). The impact of Saudi Vision 2030
on female leadership: mediating effects of professional development and moderating

influences of cultural dynamics. Gender in Management: An International
Journal, 40(8), 951-972. https://doi.org/10.1108/GM-03-2024-0129

Barkhuizen, E. N., Masakane, G., & van der Sluis, L. (2022). In search of factors that hinder
the career advancement of women to senior leadership positions. SA Journal of
Industrial Psychology, 48, 1986.

Benslimane, M., & Moustaghfir, K. (2020). Career development practices and gender equity
in higher education. International Journal of Management in Education, 14(2), 183-
211. https://doi.org/10.1504/1JMIE.2020.105409

Bhakuni, S. (2025). Breaking Barriers: Reducing Women Employees’ Turnover through
Inclusive Organisational Practices. Journal of Gender, Culture and Society, 5(1),
20-32. https://doi.org/10.32996/jgcs.2025.5.1.3x

Boone, J., Veller, T., Nikolaeva, K., Keith, M., Kefgen, K., & Houran, J. (2013). Rethinking a
glass ceiling in the hospitality industry. Cornell Hospitality Quarterly, 54(3), 230-
239. https://doi.org/10.1177/1938965513492624

Calinaud, V., Kokkranikal, J., & Gebbels, M. (2021). Career advancement for women in the
British hospitality industry: The enabling factors. Work, Employment and
Society, 35(4), 677-695. https://doi.org/10.1177/0950017020967208

Chernyak-Hai, L., & Rabenu, E. (2018). The new era workplace relationships: is social
exchange theory still relevant?. Industrial and organizational psychology, 11(3),
456-481.

Choti, Y., & Hon, L. C. (2002). The influence of gender composition in powerful positions on
public relations practitioners' gender-related perceptions. Journal of Public
Relations Research, 14(3), 229-263.
https://doi.org/10.1207/S1532754XJPRR 1403 4

Chua, S. G., Wasan, S. K., & Long, M. T. (2021). How to promote career advancement and
gender equity for women in  gastroenterology: a  multifaceted
approach. Gastroenterology, 161(3), 792-797.

775
ISSN 2721-0960 (Print), ISSN 2721-0847 (online)
Copyright © 2026, Journal La Sociale, Under the license CC BY-SA 4.0


https://doi.org/10.1108/GM-03-2024-0129
https://doi.org/10.1504/IJMIE.2020.105409
https://doi.org/10.32996/jgcs.2025.5.1.3x
https://doi.org/10.1177/1938965513492624
https://doi.org/10.1177/0950017020967208
https://doi.org/10.1207/S1532754XJPRR1403_4

Chun, L., Jingjing, Y., & Li, C. (2024). Barriers that impede mid-level female leaders'
advancement to senior management positions: Evidence from China's tourism and
hospitality sector. Tourism Management Perspectives, 54, 101303.
https://doi.org/10.1016/j.tmp.2024.101303

Clarke, M. (2011). Advancing women's careers through leadership development
programs. Employee Relations, 33(5), 498-515.
https://doi.org/10.1108/01425451111153871

Clevenger, L., & Singh, N. (2013). Exploring barriers that lead to the glass ceiling effect for
women in the US hospitality industry. Journal of Human Resources in Hospitality
& Tourism, 12(4), 376-399. https://doi.org/10.1080/15332845.2013.790258

Coe, L. R., Wiley, R., & Bekker, L. G. (2019). Organisational best practices towards gender
equality in science and medicine. The Lancet, 393(10171), 587-593.

Diehl, A. B., & Dzubinski, L. M. (2016). Making the invisible visible: A cross-sector analysis
of  gender-based leadership  barriers. Human  Resource  Development
Quarterly, 27(2), 181-206. https://doi.org/10.1002/hrdq.21248

Emerson, K. T., & Murphy, M. C. (2014). Identity threat at work: How social identity threat
and situational cues contribute to racial and ethnic disparities in the
workplace. Cultural Diversity & Ethnic Minority Psychology, 20(4), 508.

Fajardo-Castro, L. V., Diaz-Funez, P. A., & Mafas-Rodriguez, M. A. (2024). Resilience and
supportive climate as determinants of the influence of supportive leadership on
dedication at work1. Diversitas: perspectivas en psicologia, 20(2), 109-124.

Garcia, M. N., Andrews, E. A., White, C. C., Dixon, D. A., Lopez, A. N., & Stewart, D. (2022).
Advancing women, parity, and gender equity. Journal of Dental Education, 86(9),
1182-1190. https://doi.org/10.1002/7dd.13018

Hassanein, F. R., Daouk, A., Bou Zakhem, N., ElSayed, R. A., Tahan, S., Houmani, H., & Al
Dilby, H. K. (2025). An analysis of perceived organizational support and
organizational climate on the supportive leadership—employee wellbeing linkage in
the lebanese  academic  sector. Administrative  Sciences, 15(6),  204.
https://doi.org/10.3390/admscil 5060204

Hundera, M., & Mudde, H. L. M. (2024). A comprehensive analysis of gender dynamics in
organizations: Integrating social, structural and individual dimensions. European
Journal of Education, 59(4), €12722. https://doi.org/10.1111/ejed.12722

Jameel, A., Sahito, N., Guo, W., Hussain, A., Kanwel, S., & Khan, S. (2025). The influence of
supportive leadership on hospitality employees’ green innovative work behavior:
The  mediating role of innovative climate and  psychological
empowerment. Frontiers in Psychology, 16, 1565408.
https://doi.org/10.3389/fpsye.2025.1565408

Ko, J., & Hur, S. (2014). The impacts of employee benefits, procedural justice, and managerial
trustworthiness on work attitudes: Integrated understanding based on social
exchange theory. Public Administration Review, 74(2), 176-187.
https://doi.org/10.1111/puar.12160

Koehler, G. (2016). Tapping the Sustainable Development Goals for progressive gender equity
and equality policy?. Gender & Development, 24(1), 53-68.
https://doi.org/10.1080/13552074.2016.1142217

776

ISSN 2721-0960 (Print), ISSN 2721-0847 (online)
Copyright © 2026, Journal La Sociale, Under the license CC BY-SA 4.0


https://doi.org/10.1016/j.tmp.2024.101303
https://doi.org/10.1108/01425451111153871
https://doi.org/10.1080/15332845.2013.790258
https://doi.org/10.1002/hrdq.21248
https://doi.org/10.1002/jdd.13018
https://doi.org/10.3390/admsci15060204
https://doi.org/10.1111/ejed.12722
https://doi.org/10.3389/fpsyg.2025.1565408
https://doi.org/10.1111/puar.12160
https://doi.org/10.1080/13552074.2016.1142217

Kossek, E. E., & Buzzanell, P. M. (2018). Women's career equality and leadership in
organizations: Creating an evidence-based positive change. Human Resource
Management, 57(4), 813-822. https://doi.org/10.1002/hrm.21936

Kossek, E. E., Su, R., & Wu, L. (2017). “Opting out” or “pushed out”? Integrating perspectives
on women’s career equality for gender inclusion and interventions. Journal of
Management, 43(1), 228-254.

Leaders, W. (2026). Institutional Policies and Gender Equity. State University of New York at
Plattsburgh, USA, 495.

Lee, S., Alsereidi, R. H., & Ben Romdhane, S. (2023). Gender roles, gender bias, and cultural
influences: Perceptions of male and female UAE public relations
professionals. Social Sciences, 12(12), 673. https://doi.org/10.3390/socscil12120673

Mate, S. E., McDonald, M., & Do, T. (2019). The barriers and enablers to career and leadership
development: An exploration of women’s stories in two work cultures. International
Journal of Organizational Analysis, 27(4), 857-874. https://doi.org/10.1108/IJOA-
07-2018-1475

Meri Crespo, E., Navas Saurin, A. A., & Abiétar Lopez, M. (2024). Providing access to
training—Enough to achieve gender equality? An analysis of public gender policies

in Vocational Education and Training. Journal of Vocational Education &
Training, 76(1), 106-122. https://doi.org/10.1080/13636820.2021.2015712

Nazir, S., Qun, W., Hui, L., & Shafi, A. (2018). Influence of social exchange relationships on
affective commitment and innovative behavior: Role of perceived organizational
support. Sustainability, 10(12), 4418. https://doi.org/10.3390/sul0124418

Noor, N., Khan, M. M., Irfan, M., & Shah, S. M. A. (2024). Diversity Management Practices
and Inclusive Work Environment: A Study of Employees Working in Banking and

IT Sectors. International Journal of Social Science & Entrepreneurship, 4(2), 298-
316.

O’Neill, S., Hammadeen, H., & Crawford, A. (2025). Women’s career development within the
hospitality industry: A systematic literature review. Tourism and Hospitality
Research, 14673584251349187.

Randel, A. E., Galvin, B. M., Shore, L. M., Ehrhart, K. H., Chung, B. G., Dean, M. A., &
Kedharnath, U. (2018). Inclusive leadership: Realizing positive outcomes through

belongingness and being valued for uniqueness. Human resource management
review, 28(2), 190-203. https://doi.org/10.1016/1.hrmr.2017.07.002

Remington, J., & Kitterlin-Lynch, M. (2018). Still pounding on the glass ceiling: A study of
female leaders in hospitality, travel, and tourism management. Journal of Human
Resources in Hospitality & Tourism, 17(1), 22-37.
https://doi.org/10.1080/15332845.2017.1328259

Settoon, R. P., Bennett, N., & Liden, R. C. (1996). Social exchange in organizations: Perceived
organizational support, leader-member  exchange, and  employee
reciprocity. Journal of applied psychology, 81(3), 219.

Sidlauskiené, V. S., & Butasova, K. (2013). Designing gender equality as institutional
transformation at a higher education institution. Lyciy studijos ir tyrimai, (11), 50-
69.

777
ISSN 2721-0960 (Print), ISSN 2721-0847 (online)
Copyright © 2026, Journal La Sociale, Under the license CC BY-SA 4.0


https://doi.org/10.1002/hrm.21936
https://doi.org/10.3390/socsci12120673
https://doi.org/10.1108/IJOA-07-2018-1475
https://doi.org/10.1108/IJOA-07-2018-1475
https://doi.org/10.1080/13636820.2021.2015712
https://doi.org/10.3390/su10124418
https://doi.org/10.1016/j.hrmr.2017.07.002
https://doi.org/10.1080/15332845.2017.1328259

Sil, N., & Lenka, U. (2025). An integrated framework for behavioural change to reduce gender
gaps in leadership. Strategic HR Review, 24(3), 128-134.
https://doi.org/10.1108/SHR-12-2024-0098

Thelma, C. C., & Ngulube, L. (2024). Women in leadership: Examining barriers to women's
advancement in leadership positions. Asian Journal of Advanced Research and
Reports, 18(6), 273-290.

Warren, M. A., Donaldson, S. 1., Lee, J. Y., & Donaldson, S. 1. (2019). Reinvigorating research
on gender in the workplace using a positive work and organizations
perspective. International Journal of Management Reviews,21(4), 498-518.
https://doi.org/10.1111/1ymr.12206

Wayne, S. J., Shore, L. M., Bommer, W. H., & Tetrick, L. E. (2002). The role of fair treatment
and rewards in perceptions of organizational support and leader-member
exchange. Journal of applied psychology, 87(3), 590.
https://psycnet.apa.org/doi/10.1037/0021-9010.87.3.590

Wu, R., & Cheng, X. (2016). Gender equality in the workplace: The effect of gender equality
on productivity growth among the Chilean manufacturers. The Journal of
Developing Areas, 50(1), 257-274. https://doi.org/10.1353/7da.2016.0001

778

ISSN 2721-0960 (Print), ISSN 2721-0847 (online)
Copyright © 2026, Journal La Sociale, Under the license CC BY-SA 4.0


https://doi.org/10.1108/SHR-12-2024-0098
https://doi.org/10.1111/ijmr.12206
https://psycnet.apa.org/doi/10.1037/0021-9010.87.3.590
https://doi.org/10.1353/jda.2016.0001

