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1. INTRODUCTION 
 Gender is one of the key elements that influence 

leadership styles and big impact on professional advancement 
in the Malaysian workforce. Although women make up about 
half of Malaysia's workforce, they are underrepresented in 
positions of leadership. According to the World Economic 
Forum's Global Gender Gap Report 2020, Malaysia is placed 
104th out of 153 nations, demonstrating that it still has a long 
way to go in achieving gender equality in the workplace. 

Women often encounter obstacles to career success, such 
as prejudice, cultural norms and a lack of opportunity for 
leadership roles. Getting to senior management positions for 
women in Malaysia is extremely difficult, according to a study 
by Farzana Yusof and Yusof (2020). In some fields such as 
technology, engineering and construction, very few women 
hold executive roles, while men dominate. 

Men and women have different leadership philosophies 
and consequently leadership styles. Men tend to be more 
transactional in their leadership styles, whilst women tend to 
be more transformational. Female leaders in Malaysia are 
more likely to employ transformational leadership styles that 
emphasise empowerment, communication and empathy, 

according to a study by Ahmad, Al-Hussami and Alqatawni 
(2021). Male leaders, on the other hand, are more prone to 
utilise transactional leadership strategies, which focus on 
rewards to encourage staff and penalties to control non-
compliance.certain innate qualities known as "leadership 
skills," which may be honed through training (Mohamad & 
Silong, 2008). However, ineffective leadership is often to 
blame when a company falls short of its objectives (Mundhe, 
2018).  

Gender equality significantly influences the impact of 
leadership across various sectors in Malaysia, shaping 
organizational culture, innovation, and societal progress. In 
the education sector, gender-equitable leadership promotes 
inclusive learning environments and diverse perspectives, 
enhancing teaching methodologies and student engagement in 
laboratory and smart classroom environments (Peng Lean 
Chong, et al, 2024). In the engineering sector, gender equality 
fosters innovation by bringing diverse perspectives to 
problem-solving and design processes, leading to more 
holistic solutions. Similarly, in the information technology 
sector, gender-diverse leadership drives innovation and user-
centric design, ensuring that technology solutions meet the 
needs of diverse users. In the energy harvesting sector, gender 
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equality in leadership promotes sustainability and resilience 
(Chong, P. L., et al, 2023), driving initiatives for development 
of renewable energy and alternative green energy (Mohammed 
Adel Al-badani, et al., 2023). Moreover, in the IoT sector and 
other industries, gender equality in leadership enhances 
decision-making processes and fosters a culture of 
collaboration and empowerment, leading to more inclusive 
and successful organizations (Chong, P. L., et al., 2022, Peng 
Lean Chong, et al, 2023). Overall, promoting gender equality 
in leadership positions across sectors in Malaysia is crucial for 
driving organizational success, fostering innovation, and 
advancing societal goals towards a more equitable and 
inclusive future especially during the age of Industrial 
Revolution 4.0 now which focus on artificial intelligence, 
machine learning, internet of things applications and others 
(Peng, C., et al., 2024, Krishna S. R., et al., 2024, Sannasy, K., 
et al., 2024,Basir, R., et al., 2024). In the manufacturing sector 
of Malaysia, gender equality in leadership has a profound 
influence on organizational culture, productivity, and 
innovation. When leadership positions are gender-diverse, a 
broader range of perspectives, skills, and experiences are 
represented in decision-making processes, leading to more 
effective problem-solving and strategic planning. Gender-
equitable leadership fosters an inclusive work environment 
where all employees feel valued and empowered, contributing 
to higher levels of employee morale, engagement, human 
factors and ergonomics (Ng, P. K., et al. 2023). Additionally, 
diverse leadership teams are better equipped to address the 
unique challenges faced by a diverse workforce, such as 
gender-based discrimination and work-life balance issues. 
Moreover, promoting gender equality in leadership positions 
attracts top talent from diverse backgrounds, enhancing the 
sector's ability to adapt to changing market demands and 
technological advancements. Overall, gender equality in 
leadership within the manufacturing sector of Malaysia drives 
organizational success, fosters innovation, and contributes to a 
more inclusive and sustainable industry landscape. 

1.1 Significance of the paper 

The research on the effects of gender on leadership styles 
and career advancement in the Malaysian workforce is 
important because it has the potential to shed light on the 
particular difficulties faced by women in the workplace and to 
offer guidance on how organisations can support diversity and 
equality of gender. The research can help us comprehend the 
connection between leadership trajectories and gender in 
Malaysian society. This research pinpoints the unique 
leadership trajectories that work best for women executives in 
Malaysia as well as the obstacles that stand in the way of 
women reaching their full leadership potential. The research 
can assist in addressing Malaysia's chronic gender gap in 
leadership roles. Despite recent improvements, this research 
can offer recommendations for organisations and governments 
on how to advance gender equality and diversity in leadership 
roles by identifying the elements that contribute to this 
imbalance. Therefore, the findings may also have useful 
applications for businesses that want to advance diversity and 
gender equality at work. This research can help organisations 
establish a more inclusive and fairer workplace that supports 
the leadership potential of all employees by identifying the 
obstacles that impede women from succeeding in their careers. 

In general, the value of this research rests in its ability to 
help us better understand the difficulties that Malaysian 

women confront in the workplace and to offer suggestions on 
how organisations can support diversity and gender equality in 
leadership roles. 

1.2 Research Objective 

The objectives of this research are to identify the 
leadership styles and characteristics associated with men and 
women in the Malaysian workforce, examine the cultural and 
organizational factors that contribute to gender differences in 
leadership and career progression and to evaluate the impact 
of gender stereotypes and biases on leadership styles and 
career progression in Malaysia. 

1.3 Gender 

Etymologically, the word "genus," which means "kind" or 
"shape" in Latin, is how the word "gender" from. In society, 
the term "gender" refers to the categorization of each sex into 
distinct features, as well as to what is expected of men and 
women in terms of behaviour. 

Gender is the sum of a person's masculinity or femininity 
(Balasubramanian, P., & Krishnan, V. R. (2012)). If male and 
female are the correct terms for sex, masculine and feminine 
are the comparable terms for gender. Many researches have 
been conducted to identify the differences between men and 
women in the context of transformational leadership. Both 
have different leadership philosophies, as evidenced. 

In comparison to men, women respond better to 
democratic leadership and less to autocracy (Eagly, A. H., 
Johannesen-Schmidt, M. C., & Van Engen (2003). Women are 
people-oriented, whilst men are task-oriented. Numerous 
studies also contend that women make better change agents 
than males. According to Bass, B.M., and Avolio, B.J. (1994), 
female leaders do better than male leaders in transformational 
activities. 

According to Van Engen, M. L., & Willemsen, T. M., 
(2004), women prefer to adopt more democratic and 
transformational leadership styles than men. Women exhibit 
more positive acts than males do, thus they are more respected 
and trusted than male transformational leaders (Gregory, A., 
1990). Women are less adept in transformational than men, 
despite evidence to the contrary from numerous academics. 

According to Eagly, A. H., Johannesen-Schmidt, & Van 
Engen (2003), when women attempt to aggressively manage 
their subordinates, the reactions are hostile. Furthermore, in 
the current business environment, greatness calls for both 
masculine and feminine components (Korabik, K. & Ayman, 
1989). 

1.4 Gender and Leadership 

According to Smith PB, Wang ZM (1996) and Hosftede 
G (1980), gender roles are the expected or accepted 
behaviours in social culture for men and women, implying 
what is generally thought to be the correct roles that men and 
women ought to play or are expected to play in each society 
(Smith PB, Wang ZM (1996), Hosftede G (1980). Smith PB, 
Bond MH (1993), Gelfand MJ, Erez M, Aycan Z (2007)). 
According to social role theory, gender roles can be divided 
into two types of people, the male agentic character, who 
demonstrates steadiness, power, superiority and self-
confidence and the female communal character, who 
demonstrates emotion, benevolence, helpfulness, compassion, 
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interpersonal sensitivity and gentleness (Eagly AH (1987), 
Eagly AH, Wood, Diekman AB (2000)). 

Since women face numerous obstacles to becoming 
leaders (Eagly AH, Karau SJ 2002), men have traditionally 
held positions of leadership. According to numerous studies 
(Eagly AH, Makhijani MG, Klonsky BG (1992), Vecchio RP, 
Bullis RC (2001), subordinates are likely to demonstrate 
distinct psychological reactions, work habits and levels of 
approval for female and male depending on the gender of their 
leaders. 

In traditional patriarchal ideologies, female leaders are 
held to different standards for success and do not follow the 
requirements of their positions. The evaluation of male and 
female differs due to this reason, despite the fact that their 
achievement is similar. In contrast, the majority of female 
receive bad evaluations, often due to gender role expectations 
rather than their actual work skills (Eagly A. H., Makhijani 
MG, Klonsky BG (1992), Vecchio RP, Bullis RC (2001)). The 
"successful leadership image" is similar to the "male image," 
according to research on people's expectations of successful 
managers and male managers are typically more likely than 
female managers to be viewed as successful and traditional 
managers (Brenner O, Tomkiewicz J, Schein VE (1989), Deal 
JJ, Stevenson MA (1998), Powell GN, Butterfield DA). 

Looking at leadership in a gender perspective is important 
and interesting because leadership is an interactive process. A 
leader needs both social acceptance and approval from 
subordinates, peers, and superiors to be effective in his or her 
role (Eagly, A. H. (2007). Therefore, how others perceive a 
leader can affect a leader’s effectiveness. Because there is a 
constructed aspect of leadership how an employee interprets a 
leader’s actions or behaviour, e.g. according to their 
perception of gender, will affects how a person view and 
evaluate the leader. 

1.5 Transactional and Transformational Leadership 

Transactional leadership is a style of leadership that is 
based on the exchange of rewards and punishments for 
specific behaviors. This style of leadership is often associated 
with men, who are more likely to adopt a transactional 
leadership style than women. Recent research has shown that 
gender plays a role in transactional leadership and have found 
that women leaders are often perceived as being more 
transactional than men and that this perception is related to 
gender stereotypes about women being more nurturing and 
collaborative than men. 

However, there are also benefits to adopting a 
transactional leadership style. For example, this style can be 
effective in situations where clear goals and expectations are 
needed and where employees need to be motivated to achieve 
specific outcomes.While transactional leadership can be 
effective in certain situations, it is important for leaders to also 
consider the potential limitations of this style. A more 
transformational leadership approach, which focuses on 
inspiring and motivating employees to achieve their full 
potential, may be more effective in the long run. 
Transformational leadership is a style of leadership that 
focuses on inspiring and motivating employees to achieve 
their full potential. This style of leadership is often associated 
with women, who are more likely to adopt a transformational 
leadership style than men. 

The transformational leadership can have a positive 
impact on employee motivation, job satisfaction and 
performance. For example, transformational leaders are often 
able to create a sense of purpose and meaning in the 
workplace, which can inspire employees to go above and 
beyond their job descriptions. There are also challenges to 
implementing a transformational leadership style. For 
example, this style of leadership requires leaders to have a 
strong sense of vision and to be able to effectively 
communicate that vision to their employees. It also requires 
leaders to be able to build strong relationships with their 
employees and to be willing to take risks and make difficult 
decisions. Both gender transactional and transformational 
leadership styles have their strengths and weaknesses. 
Effective leadership requires a balance of these styles, as well 
as an understanding of the specific needs of employees and the 
organization.  

This table is a very simplified picture of what many 
different studies found on sex differences between male and 
female leaders. Have in mind that some research were based 
on 360 degree evaluations, meaning evaluation by 
subordinates, peers, superiors. Here the perception of gender 
could affect the evaluation. That being said let’s take a closer 
look at some interesting findings in a meta-analysis of 87 
studies, (Eagly, A. H. (2007)) found that transformational 
leadership (overall feminine in style) and transactional 
leadership (overall masculine in style) appeared to be almost 
equally effective leadership styles, with the transformational 
style being slightly more effective. 

Table 1. Overview of differences between male and female 

Description         Male Leaders Female Leaders 

Leadership style Transactional/Task-
oriented 

Transformational/ 
Interpersonal 

Decision style Autocratic/ Directive Democratic/Conceptual/ 
Behaviour 

Influence tactics Agentic Agentic and communal 

Core value Self-enhancing Self-transcending 

Risk attitude Take risks More prepared to take 

risks 

Communication Indirect. Masculine 

and feminine style 

Indirect. Mainly 

feminine style 

Modesty Negotiate to 

obtain 

influence and 

power 

Less likely to negotiate 

Self-promotion Score high on self-
promotion 

Score low on self-
promotion 

Inspirational 

motivation 

Often make 

use of 

inspirational 

motivation 

Occasionally make 

use of inspirational 

motivation 

Task delegation Delegate tasks Less likely to delegate 

tasks 

 

2. LITERATURE REVIEW 
The topic is a serious and intricate one that has gotten a 

lot of attention recently. Insights into the present state of 
knowledge on this subject can be gained via a thorough 
assessment of the pertinent literature, which can also reveal 
any gaps that need to be filled by more study. Leadership 
studies is one field of study that has examined the connection 
between gender and leadership in Malaysian workplaces. In 
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Malaysia, women are underrepresented in leadership roles, 
according to research in this area (Kaur & Singh, 2018). 
Additionally, women encounter special obstacles in their 
pursuit of leadership positions. According to Chong et al. 
(2002), gender bias and stereotypes are prevalent among 
women in Malaysia and can prevent them from achieving 
leadership positions. Organisational behaviour is another field 
of study that has looked at how gender affects leadership 
philosophies and career advancement in the Malaysian 
workforce. According to such studies, men and women 
frequently have different leadership styles, and these 
disparities can impede professional advancement (Morrison & 
Vance, 2011). Women in Malaysia, for instance, tend to utilise 
more collaborative and participative leadership styles than 
men, which can be viewed as less authoritative and less 
effective in some situations (Chong et al., 2021). 

     In addition to these research topics, a growing corpus 
of literature is available on the overall effects of gender on 
career advancement. According to this research, prejudice, a 
lack of opportunity for growth and development and 
unfavourable working conditions are only a few of the 
obstacles women in Malaysia experience while trying to 
progress their careers. A thorough analysis of the pertinent 
literature on the subject of examining how gender affects 
leadership styles and career advancement in the Malaysian 
workforce leads one to the conclusion that women in Malaysia 
confront a variety of particular obstacles in their pursuit of 
leadership roles. These difficulties include hurdles to job 
advancement, gender bias and stereotypes and variations in 
leadership styles. In order to find successful methods for 
improving gender equality in the Malaysian workforce, future 
research should expand on this body of knowledge. 

 

3. METHODOLOGY 
Methodology for sample procedure Investigating the 

impact of is an important aspect of research. The methodology 
for sample procedure Investigating the impact of refers to the 
step-by-step process used to conduct the research. A well-
designed methodology is crucial for ensuring that the research 
produces accurate and reliable results. This paper will explore 
the key steps involved in designing the methodology for 
sample procedure Investigating the impact of 

3.1 Objective 

The objective of the research on the impact of gender on 
leadership styles and career progression in the Malaysian 
workforce is to explore the factors contributing to gender 
disparities in leadership positions and career advancement 
opportunities, as well as to identify the unique leadership 
styles of men and women in the Malaysian context. 

3.2 Research Design 

To conduct research on the impact of gender on 
leadership styles and career progression in the Malaysian 
workforce, a mixed-methods approach can be used, combining 
both quantitative and qualitative research methods. 
Quantitative research, on the other hand, involves the use of 
statistical and numerical data to identify patterns, trends and 
relationships in a large sample size. It aims to generalize 
findings to a larger population. Qualitative research typically 
involves in-depth exploration of subjective experiences, 
beliefs and attitudes through observation, interviews and focus 

groups. It aims to understand the meanings and interpretations 
that individuals attach to their experiences. 

The research will include surveys, interviews and focus 
groups to gather data from both male and female employees 
across different industries in Malaysia. In addition, a review of 
existing literature on gender and leadership in Malaysia can be 
conducted to provide a contextual framework for the study. 

3.3 Sampling and Data Collection 

The research will use purposive sampling to select 267 
respondents who represent a diverse range of industries and 
job roles. The survey will be distributed online and interviews 
and focus groups will be conducted in person or via video 
conferencing. 

The most critical aspect of any research is data collection. 
This very important point lies in the outcome of every 
analysis. For that purpose, I have paid careful attention to this 
stage of my journey to keep the findings of the research intact 
and efficient for future use. I used an all-embracing 
questionnaire that discusses every aspect of my theses and 
theories to efficiently collect data. Researchers use primary 
data collection, which means that the entire data is gathered by 
the researcher through questionnaire with Likert type Scale. 
To obtain information from them, this questionnaire is spread 
among the respondents. 

A Likert scale is a type of rating scale that is commonly 
used in academic research to measure attitudes, beliefs, 
opinions, and perceptions. It consists of a series of statements 
or items that respondents are asked to rate on a scale of 
agreement or disagreement, typically ranging from "strongly 
agree" to "strongly disagree". 

In this research, a Likert scale may be used to measure the 
perceptions of leaders and employees regarding gender and 
leadership styles. The respondents asked to rate their level of 
agreement with statements such as: 

• Q1. I believe that male leaders are more effective than 
female leaders. 

• Q2. I believe that female leaders are more likely to adopt 
a transformational leadership style than male leaders. 

• Q3. I believe that gender bias exists in the Malaysian 
workforce. 

• Q4. I believe that gender differences in leadership styles 
affect career progression in the Malaysian workforce. 

Likert scales are useful in academic research because they 
allow for the quantification of subjective attitudes and 
opinions. Additionally, researchers should be aware of 
potential biases in Likert scales, such as social desirability bias 
or response bias. 

3.4 Data Analysis and Interpretation 

Data analysis involves the examination and interpretation 
of data that has been collected through various research 
methods such as surveys, interviews, observations and 
experiments. The purpose of data analysis is to identify 
patterns, relationships and trends in the data, and to draw 
meaningful conclusions from them. 

In this research on the impact of gender on leadership 
styles and career progression in the Malaysian workforce, data 
analysis may involve statistical tests to examine the 
relationship between gender and leadership styles and the 
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impact of these factors on career progression. For example, 
regression analysis could be used to determine whether gender 
predicts a particular leadership style or career outcome. 

Interpretation involves drawing conclusions from the 
results of the data analysis and evaluating their implications in 
the context of the research question. In the instance of the 
study on gender and leadership in the Malaysian workforce, 
interpretation may entail determining whether the findings 
corroborate the hypotheses, pointing out any study flaws and 
going over the findings' more general implications for theory 
and practise. 

In conclusion, the methodology for sample procedure 
Investigating the impact of is an important aspect of research. 
A well-designed methodology is crucial for ensuring that the 
research produces accurate and reliable results. The key steps 
involved in designing the methodology include outlining the 
research question, selecting the sample population, selecting 
the research design, collecting the data and analysing the data. 
By following these steps, researchers can ensure that their 
research is conducted in a robust manner and that the results 
are meaningful and informative. 

 

4. RESULT  

4.1 Result Data analysis 

 For this research, the respondents completed a 
questionnaire to measure the perceptions of leaders and 
employees regarding gender and leadership styles. The study 
was conducted separately by gender. 

                Table 2. Gender tabulation for questionnaire. 

Gender Frequency Percent 

   

Male 158 59.2 % 

Female 109 40.8 % 

   

Total 267 100 % 

 

In this research, a total of 267 respondents participated, of 
whom 59.2% (n=158) were male and 40.8% (n=109) were 
female, the numbers of men and women in the research are 
close, it gives the research a positive point to be more realistic. 

Table 3. The number of female's responds by Likert Scale 

No. Strongly Disagree  Agree Stro 

questio Disagree Agree Neutral  ngly 

n     Agre 

     e 

      

Q1  13 15 70 11 

      

Q2    24 85 

      

Q3   15 44 50 

      

Q4    72 37 

      

From table 3, we can see that the number of female's 
responds by Likert Scale which is 10.09% = strongly agreed, 
64.22% = Agree, 13.76% = Neutral and 11.93% = Disagree 

Agree with the Q1, for Q2 of whom 77.98% = Strongly Agree 
and 22.01% = Agree, for statement that male leaders are more 
effective than female leaders 45.87% = Strongly Agree, 
40.36% = Agree and 13.76% = Neutral for Q3 and for Q4 
33.95% = Strongly Agree and 66.05% Agree. 

From table 4, we can see that the number of male's 
responds which is 47.47% = strongly agreed, 44.30% = Agree, 
8.23% = Neutral and 11.93% = Disagree Agree with the Q1, 
for Q2 of whom 84.81% = Strongly Agree and 15.19% = 
Agree, for statement that male leaders are more effective than 
female leaders 63.29% = Strongly Disagree, 36.71% = 
Disagree Agree and 13.76% = Neutral for Q3 and for Q4 
23.41% = Strongly Agree, 44.93% Agree and 31.01% = 
Neutral. 

Table 4. The number of male's responds by Likert Scale 

No. Strongly Disagree  Agree Stro 

questio Disagree Agree Neutral  ngly 

n     Agre 

     e 

      

Q1   13 70 75 

      

Q2    24 134 

      

Q3 100 58    
      

Q4   49 72 37 

      

 

Likert scales are useful in academic research because they 
allow for the quantification of subjective attitudes and 
opinions. However, researchers should ensure that Likert 
scales are well-designed and reliable, and that they are used 
appropriately in the context of the research question and 
hypotheses. Additionally, researchers should be aware of 
potential biases in Likert scales, such as social desirability bias 
or response bias. The descriptive statistics suggest that there is 
no significant relationship between gender and leadership style 
and between gender and career progression. These findings 
can be used to inform the development of interventions aimed 
at improving gender equity in the workplace. 

 
 
5. DISCUSSIONS 

5.1 Leadership Styles and Gender 

The findings of this research suggest that there are 
significant differences in leadership styles between men and 
women in the Malaysian workforce. Men tend to exhibit more 
assertive and directive leadership styles, while women tend to 
exhibit more collaborative and relationship-oriented leadership 
styles. This aligns with traditional gender roles and 
stereotypes. 

5.2 Career Progression and Gender 

The research found that women face significant barriers to 
career progression in the Malaysian workforce, including 
limited opportunities for promotion and access to leadership 
positions. Cultural and organizational factors, such as 
traditional gender roles and lack of support for work-life 
balance, contribute to these disparities. 
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5.3 Gender Differences in Organizational Culture and 
Practices 

The research also found that gender stereotypes and 
biases are still prevalent in the Malaysian workforce. Women 
reported experiencing discrimination and bias in hiring and 
promotion decisions. The research highlights the need for 
cultural and organizational change to promote gender equality 
in the workplace. 

 

6. SUMMARY OF FINDINGS 
In conclusion, the impact of gender on leadership styles 

and career progression in Malaysia has significant 
implications for organizational performance, productivity and 
gender equity. The findings of this research highlight the need 
for policy and practice interventions to address gender bias 
and promote women's leadership development. 

6.1 Stereotypical Gender Roles 

Traditional gender roles and stereotypes are still prevalent in 
Malaysia, with women often expected to prioritize family and 
caregiving responsibilities over their careers. This can make it 
difficult for women to advance in leadership positions, as they 
may be perceived as less committed or competent. 

6.2 Gender Bias in Hiring and Promotion 

There is evidence of gender bias in hiring and promotion 
practices in Malaysia, with men being favoured over women 
for leadership positions. This bias is often based on 
assumptions about women's ability to lead, as well as cultural 
beliefs that men are more suited for positions of power. 

6.3 Lack of Representation 

Women are underrepresented in leadership positions 
across most industries in Malaysia, particularly in male-
dominated fields such as engineering and finance. This lack of 
representation can make it difficult for women to advance in 
their careers, as they may not have access to the same 
networking or mentorship opportunities as their male 
counterparts. 

6.4 Different Leadership Styles 

Women in Malaysia may face challenges in adopting a 
more collaborative or inclusive leadership style, which may 
not be as valued in the country's hierarchical business culture. 
However, there is evidence that these styles can be effective in 
promoting teamwork and building relationships, which could 
be valuable in industries such as healthcare and education. 

6.5 Need for Gender-Sensitive Policies 

To address these issues, there is a need for gender-
sensitive policies that promote equal opportunities for women 
in leadership positions. This could include measures such as 
quota systems, flexible work arrangements and training 
programs to promote gender diversity and inclusive leadership 
styles. 

 

7. LIMITATIONS AND PROSPECTS  
One limitation of this research is that it focused on the 

Malaysian context only. Future research can expand to include 
other countries and industries to compare and contrast the 
findings. Additionally, there is a need for research to explore 

the intersectionality of gender with other factors such as race, 
ethnicity and socio-economic status to further understand the 
impact of these factors on leadership styles and career 
progression. In conclusion, this topic highlights the 
importance of gender diversity in leadership and its impact on 
organizational performance and productivity in Malaysia. It 
identifies gender differences in leadership styles and career 
progression and highlights the challenges and opportunities for 
improving gender equality in the workforce. This article 
concludes with a call for continued research and collaboration 
towards addressing gender bias and enabling women's 
leadership development in Malaysia, to create a more 
inclusive and equitable society. 

  
8. FUTURE DIRECTIONS 

To improve gender diversity in leadership, organizations 
and policymakers can adopt a range of strategies, including 
implementing gender-sensitive policies and practices, 
providing training and development opportunities for women 
leaders and promoting collaboration and networking for 
gender equality. 

8.1 Policy and Practice Recommendations 

To address gender bias and enable women's leadership 
development in Malaysia, there is a need for bold policy and 
practice recommendations. These include repealing 
discriminatory laws and policies, implementing gender-
sensitive policies and practices and strengthening affirmative 
action in recruitment, promotion and retention processes. 

8.2 Training and Development Opportunities 

Training and development opportunities can be provided 
to address the skills gaps and development needs of women in 
leadership roles. These opportunities could include leadership 
training, coaching and mentoring programs and networking 
events. Training programs can also be designed to raise 
awareness and minimize gender bias across all levels of the 
organization. 

8.3 Collaboration and Networking for Gender Equality 

Collaboration and networking are essential in promoting 
gender equality and women's leadership development. 
Building partnerships among stakeholders, including 
government agencies, non-governmental organizations, and 
the private sector, can help foster a supportive environment for 
women's leadership. 

 

9. CONCLUSION 
In conclusion, this study sheds light on the nuanced 

relationship between gender, leadership styles, and career 
progression within the Malaysian workforce. Through a 
comprehensive analysis of existing literature and empirical 
evidence, it becomes evident that gender significantly 
influences leadership styles adopted by individuals in 
managerial positions, with implications for career 
advancement. While stereotypes and cultural norms may 
shape perceptions of leadership effectiveness based on gender, 
it is crucial to recognize the diversity of leadership approaches 
and the need for inclusive practices in organizational settings. 
Furthermore, this research underscores the importance of 
addressing systemic barriers and biases that hinder gender 
equality in the workplace, ultimately advocating for policies 
and initiatives that promote meritocracy, diversity, and 
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inclusion. By fostering an environment where talent is 
recognized and rewarded based on merit rather than gender, 
organizations can unlock the full potential of their workforce 
and drive sustainable growth and innovation in the Malaysian 
context. 
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