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Gender Diversity’s Importance 

The all time record for female CEOs in the Fortune 500 companies is 37, a whopping 

7.4% (Ebrahimji). This might have been acceptable 50 years ago, but in 2020 this number is 

unacceptable. There has always been a lack of gender diversity in leadership roles. Before, it was 

because women were barred from such positions, but in today’s supposedly equal society, the 

stark difference still stands. There are multiple factors such as low self confidence, unfair hiring 

practices, and prejudice that contribute to this lack of gender diversity in leadership positions. 

For the few women that do hold powerful titles, they still face many obstacles.  

One of the largest elements that significantly add to this gender gap is confidence. Many 

females struggle with maintaining a strong presence. A study done on elementary and middle 

school students found that this dramatic decline in social and self-confidence starts early on 

(Alan, Sule, et al.). Confidence is a main characteristic of good leadership, and many leadership 

theories place substantial worth in a leader’s charisma, especially in transformational theory. If 

you don’t even have confidence in yourself, how can you expect your followers to? It’s also 

interesting to note that the same study did not observe any changes in gender differences in 

mathematical ability or grit (Alan, Sule, et al.). Both the boys and girls possess the same 

technical capabilities, but because of the lack of social confidence, girls are less likely to pursue 

a leadership role. Addressing this issue is important if we want to reduce the gender gap. 

Although a company can hire many women into entry roles, talent advancement is important to 

consider in order to create more diverse management. Females as young as middle school are 

showing a reluctance to step up and become a decisive leader, and this follows in their lives, 

contributing further to the gender gap. Leaders often have many years of experience. Young girls 

who are uncomfortable in new social situations or lack the confidence to pursue novel 
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opportunities put themselves at a disadvantage compared to others. Finding causes behind this 

confidence loss and overcoming these barriers are important to help girls develop stronger 

leadership skills, and consequently, become leaders in their industry.  

Fighting for gender equality is a difficult battle to tackle when arguing against prejudiced 

beliefs. One belief that is especially espoused is the idea that women are inferior, incapable, and 

too emotional to handle a “man’s job”. Or that it is better to work in more uniform teams 

consisting of only men so that the process is streamlined and more efficient. This also connects 

to lack of confidence. Being told these negative comments repetitively is enough to break 

someone’s self-confidence down. However, when looking at studies performed by credible 

institutions, these claims are debunked. For example, one report by a large bank found: 

Companies with at least one woman on the board have outperformed in terms of share 

price performance those with no women on the board over the course of the past six 

years. Companies with at least one woman on the board also exhibit higher return on 

equity, lower leverage and higher valuations. (Credit Suisse Research Institute) 

It is also especially important to note that this study was conducted during a period when 

economic growth was robust and found little difference in performance between companies with 

diverse boards and those without. However, after the 2008 financial crisis, boards with female 

members strongly outperformed boards that lacked female representation. This resilience was 

essential to navigating the post financial crisis environment. This demonstrates the importance 

and benefits of diversity in high management teams. Restricting leadership is a foolish decision 

to make. It is clear that diverse firms are the ones that not only survive, but thrive. Companies 

need to have open minded approaches to hiring and promotions rather than closing their options 
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off to just a select few. Multiple studies have concluded that gender diverse teams perform 

better, which makes this an important issue to address since it is critical to many fields’ success.  

Another important factor to address is the hiring process, which can be difficult for 

companies to navigate due to numerous biases. Many people like to believe that they treat 

everyone equally, however, there are many stereotypes and prejudiced thoughts that 

unconsciously come into play. It is important to give everyone a fair chance for a job position 

and to recognize any unconscious biases that arise in order to ensure that gender based 

discrimination is not displayed. Hiring decisions can be difficult to make at entry level, but it is 

especially critical when finding new leadership talent to develop and advance. One study 

conducted on employment practices found: 

Sexism can have a great impact on people's futures, as shown in our study, because 

sexism affects the ratings given to candidates applying for leadership positions. In 

general, in our studies people high in sexism gave women lower ratings on hireability, 

regardless of whether the job was agentic or communal. (Fleming, Alissa C., et al.) 

This relationship is important to highlight and address because these misconceived perceptions 

can be detrimental to female leadership candidates, and consequently, contributes even further to 

the gender gap. It’s not just men who devalue a woman’s competence. Surprisingly, the same 

study found that women evaluators who scored high in sexism rated female applicants the lowest 

compared to all other evaluators (Fleming, Alissa C., et al.). There are a myriad of factors that 

could have created this sexist thought process in interviewers, but it is important to acknowledge 

the role that hiring teams have in the gender gap for leadership positions. There are many 

qualified women, but unfortunately, they don’t even have a chance simply because of prejudice 

against their gender. It can be difficult to dismantle a misogynistic hiring process, especially if 
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firms choose to hire those with beliefs similar to their sexist interviewer, who then in turn decide 

to promote male candidates over other equally qualified women. Hiring decisions play an 

integral role in closing the gender gap, and in order to do so, it’s important that companies begin 

to recognize sexist aspects of their reasonings and change their decision making process 

accordingly for leadership positions.  

Another false claim made is about this lack of gender diversity being a pipeline issue 

with hiring companies unable to find enough female candidates. There simply are just not 

enough women interested! This has also been proven false. There is a large enough pool of 

qualified women, it is only companies with unfair hiring practices or extremely prejudiced 

beliefs that choose to use this pipeline myth as a defense. One study focused on the radiology 

field discovered that even though “women now make up roughly half of medical students, they 

remain underrepresented among radiology trainees, faculty and leaders” (Kubik-Huch, Rahel A., 

et al.). This demonstrates how even in situations where there are an even proportion of genders 

interested, it is mainly men who end up advancing to senior positions and holding leadership 

roles which is a significant issue. This falsifies the pipeline problem. There is equal distribution 

in entry level positions, which is great. The issue at hand after that, though, is the leadership 

team makeup. These graduate medical students are all highly intelligent and capable, but why are 

there less women in powerful positions? A myriad of potential factors such as self confidence 

and prejudice can contribute to this distinct unequal representation.  

Although increasing gender diversity in leadership positions seem to have no negative 

consequences, there are still some unintended effects that should be considered. As more and 

more women begin to attain leadership positions, it seems as if gender inequality is eradicated. 

No longer a thing. However, this is simply untrue. One study conducted by researchers at the 
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London Business School and Yale School of Management found that “perceiving a substantive 

level of female representation at the top of organizations may ironically decrease people’s 

concern with gender inequality in other domains, through an overgeneralization of the extent to 

which women have access to equal opportunities” (Georgeac, Oriane, and Aneeta Rattan). This 

study exposes an interesting western perspective on the current status of gender inequality. Even 

though we are beginning to see women in higher positions, gender inequality is still a persisting 

issue currently due to many factors such as the pay gap and societal double standards, which can 

further contribute to decreased confidence levels. This study also provides an intriguing insight 

into how we should go about promoting gender diversity. Advancing towards greater equality is 

not as easy as it looks. Placing women into positions of power that are traditionally male 

dominated is a step in the right direction, but it does not address the barriers and unequal 

opportunity access that women face. Naming a female CEO does not mean much if a company is 

still operating under misogynistic patterns, whether it be intentional or not. Performative hires 

are not as effective as substantially changing prejudiced hiring practices or misogynist company 

culture. This overgeneralization of seeing women in powerful roles and assuming that gender 

inequality no longer exists is a dangerous presumption to hold when there is still so much to 

change. Women are faced with a lot more disadvantages and adversity than their male 

counterparts which should simply not exist.  

For the relatively small portion of women who do hold leadership positions, they often 

face further challenges after overcoming substantial obstacles to rise to their position. Although 

the push for more diversity is a good idea, there are additional issues that come with this surge. 

Many women find their successes invalidated, and are called “diversity hires”. Ruchika 

Tulshyan, a journalist who covers leadership, has observed this in the many female leaders she 
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talks to: “I found that most [women] had encountered peers who subtly or overtly implied their 

gender and/or race had resulted in a positive hire” (Tulshyan). Others around them do not believe 

in their success or abilities. They do not see their diverse coworkers as humans, but rather a race 

or gender who has received their position solely on the basis of checking off racial or gender 

quotas for the company. These beliefs are dangerous and demoralizing to the many women who 

have had to actually work harder and produce better results just to gain the same credibility as 

their male counterparts. That decreased level of social confidence follows females from a young 

age throughout their career, even in high roles. Women often have to perform higher and put in 

more effort to achieve the same level of respect as a man. Society does not recognize a woman's 

accomplishments as equally as a man’s. One study found the following: 

For staying late and helping, a man was rated 14 percent more favorably than a woman. 

When both declined, a woman was rated 12 percent lower than a man. Over and over, 

after giving identical help, a man was significantly more likely to be recommended for 

promotions, important projects, raises and bonuses. A woman had to help just to get the 

same rating as a man who didn’t help. (Grant and Sandberg) 

This is incredibly frustrating. Companies need to address the issues of gender norms and 

prejudiced views if they truly want to create a fully committed diverse workforce where 

everyone feels comfortable. Many women grapple with their femininity by pursuing typically 

more male dominated careers that involve more traditionally masculine traits such as 

assertiveness and aggression. Societal expectations have a massive impact on perceptions and 

double standards. Even though some people choose to believe that gender inequality no longer 

exists due to the higher proportion of female leaders, there is still the issue of unjust and sexist 

barriers to overcome. Women are often seen as nurturers and have added expectations of always 
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being friendly and helpful. Men do not have the same expectations, and as a result, are often 

thought of in a more positive light when compared to a woman with the same behavior. 

Checking these unconscious biases regarding gender roles is imperative to create an inclusive 

workplace. Change needs to start not only at the top, but in society as a whole. Working twice as 

hard to get half the recognition compared to others is already discouraging, but then also having 

your coworkers invalidate your merits is extremely disheartening. Together, this combination 

can lead to imposter syndrome and lower morale, something many women struggle with.  

Numerous women with high titles have struggled with imposter syndrome which is an 

issue that needs to be addressed not only in the corporate world, but all industries. Imposter 

syndrome is defined as the inability to to believe in your success as a result of your hard work 

and the fact that you have the skills and experience. Instead, you think you just got lucky or were 

hired because you filled a diversity initiative. These feelings of self-doubt and lack of 

self-confidence can eventually lead to self-sabotage. In fact, one study conducted by a reputable 

accounting firm found that “seventy-five percent of executive women report having personally 

experienced imposter syndrome at certain points in their career” and “fifty-four percent of 

executive women agreed that the more successful they become, the lonelier it gets at the top 

because… they did not know others in a similar place to them either personally or 

professionally” (KPMG). These numbers are surprisingly high. It also demonstrates a 

widespread emotion that needs to be discussed. Companies should create communities where all 

of their employees feel included and valued regardless of age, gender, or race. Decreasing the 

gender gap can help decrease loneliness for those in high roles, and consequently, decrease 

imposter syndrome. Gender diversity is essential in promoting healthy self esteems of vulnerable 

female employees.  
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Confidence, unfair hiring, and prejudiced beliefs are all challenges that women face in 

their careers that men do not. From these factors, gender inequality arises in many different 

fields, whether it be radiology or corporate business. This lack of confidence is found in young 

girls, and continues to manifest over time, eventually turning into a form of imposter syndrome 

that is seen in many experienced women. Even though there has been a recent push for more 

quality, it is not enough to just appoint women to positions for the sake of it. Misogynistic 

company culture and hiring practices need to evolve to become unbiased. Gender diversity in all 

industries and equality has been proven to be extremely beneficial. Gender representation and 

societal expectations need to start changing accordingly to create a better environment for all. 

What are we waiting for? 
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