
CONTEMPORARY THEMES IN LEADERSHIP AND MANAGEMENT. MODULE CODE: BMSW 7000
Title: Advancing female leadership in the mechanical engineering sector: A strategic implementation plan  



    
Contents
1. Introduction	1
2. Education as a Catalyst for Female Leadership	2
2.1. Current Challenges in education-to-leadership pipeline and public perception vs organisation practices	2
2.2.  Implementation Recommendations	2
3. Overcoming Gendered Assumptions about Women’s aspiration	3
3.1. Assumptions regarding Women and their aspirations	3
3.2. Implementation recommendations	3
4. Organisational Dynamics, Power and Politics	4
4.1. Self-awareness and communication	4
4.2. Gender discrimination and power struggles	4
4.3. Organisational culture and diversity	4
4.4. Recommendations for transformation in Dynamics, Power, and politics	4
5. Conclusion	5
Reference	6

  
[bookmark: _Toc213859440]1. Introduction
Although significant progress has been made in gender diversity in other sectors, the mechanical engineering industry bears strong, male-dominated characteristics in the leadership set-up, characterised by deep-rooted historical and cultural biases (Baird,2018). In the UK, women are over 16% of employed engineering contractors, and an imbalanced number of women have been noted in executive or strategic roles (Gov. UK,2023). This inequality is based on overlapping structural, cultural, political opportunities and obstacles, such as limited access to leadership opportunities, the gendered nature of technical ability, and the existence of strict organisational hierarchies. Thus, the requirement to design a strategic, evidence-based implementation plan is imminent. This report successfully provides a comprehensive plan of how to deal with these systemic obstacles and construct a more inclusive leadership system. The suggested plan is based on education a more inclusive leadership system, structural change, leader training, cultural change, and accountability mechanisms to facilitate actual female leadership evolution in this sector.


[bookmark: _Toc213859441]2. Education as a Catalyst for Female Leadership
[bookmark: _Toc213859442]2.1. Current Challenges in education-to-leadership pipeline and public perception vs organisation practices 
Education is one of the key factors in developing leadership approaches in male-dominated fields. Traditionally, the mechanical engineering profession was seen as technical-intensive, physical and conventionally masculine. The process starts at a very young age: research asserts that girls tend not to study STEM subjects because of deeply rooted stereotypes, and mostly, no role models are visible (Gonzalez- Perez et al., 2020). Such inequities in pipeline provision have direct impacts on the leadership representation several decades after the disparities.
Globally, female enrolments on the programmes of mechanical engineering programmes are not more than 30% (Claybourn,2024). At the same fertile grounds where the engagement by entry-level officers has increased, the rate at which career paths are still skewed is because women are existing the sector more as compared to their male counterparts. Research indicates that 40% of women in engineering leave the profession in the initial years, with most of them claiming there are no promotion opportunities and gender discrimination (Abdalnour et al., 2023). This evidence indicates that education is meaningless without continuous professional development and organisational support.
The existing social perception is that engineering leadership still has masculine attributes of strength, assertiveness, and technical mastery (Schmitt,2020). According to Silva et al. (2023), traditionally, organisations have supported this belief by having hierarchical promotion policies, where a continuous career path and experience in the field of operation (where women are frequently underrepresented) are priorities. Thus, it is not only the perception of the masses that perpetuates exclusionary leadership channels, but also organisational cultures.
[bookmark: _Toc213859443]2.2.  Implementation Recommendations 
To over the highlighted issues, these recommendations can be effective:
Strengthening early STEM engagement
In line with the public-private partnership (PPP) model (Zakharina et al., 2020), firms can collaborate with secondary schools and public/private universities in taking the necessary action to popularise mechanical engineering among young women through the means of scholarship, female mentoring and programmes via industry immersion.
For example, the introduction of the Gender Equity Program in STEM outreach enabled more women to do internships and become new leaders at Siemens AG (Siemens Global,2025).
Redefining entry-level leadership pathways
Firms can embark on implementing leadership development programmes for the graduate engineering trainees so that women can access strategic assignments early enough. The Rolls-Royce Holdings introduced intuitive leadership development programmes and work-life balance practices, reflecting female management numbers that went up to 40% in 2025 compared to 9% before 2010 9Rolls-Royce, 2025).
Creating visible role models
It is vital to make female leaders, including Anita Frew in Rolls-Royce and Barbara Kux in Siemens, more visible to confront the stereotypes in leadership. The women in Motion campaign run by Airbus have been used to draw young female engineers with scholarships and role models (Flexa,2024).
Organisational accountability
Governments and policymakers must demand that firms on annual reporting on gender representation in technical leadership development programmes, congruent with ESG and gender pay gap reporting models (Cho et al., 2021). This strategy conforms with the human capital theory, which focuses on investing in human capabilities to stimulate organisational innovation (Aman-Ullah et al., 2022). Thus, organisations can encourage equity by building educational pipelines and providing fair access to leadership opportunities, in addition to enhancing innovation power and competitiveness.
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[bookmark: _Toc213859445]3.1. Assumptions regarding Women and their aspirations
Arguably, a key challenge hindering women in the field of mechanical engineering leadership is the persistent connotation of the intended aspiration of women (Ramseook-Mungurrun, Naidoo and Armoogum,2025). It concludes assumptions of women being less ambitious reluctant to assume demanding leadership roles based on family obligations or because they prefer fewer demanding roles. These assumptions are not supported by evidence, but those cultural accounts that are inherent in occupations dominated by men. For example, in BAE Systems, women make up 22% of the overall workforce but are overrepresented in administrative or non-strategic roles (BAE Systems Media Team, 2025). Equally, a study by Chew et al. (20320) noted that male managers frequently believed that the female engineers were less mobile/interested in field work, developing a negative connotation surrounding female commitment. Airbus, more women were employed technically did not lead to more women being leaders (only 12.5%), as were not viewed as natural in an executive position (Airbus,2025).
To restructure these assumptions, one needs structural and cultural change instead of a message to the women to lean in. It should be applied by redefining what leadership can look like and be institutionalised when it comes to the selection of leadership.
Certainly, transformational leadership methods, focusing on inclusivity, empowerment, and shared vision, can be effective (Assefa and Mujtaba, 2025).
[bookmark: _Toc213859446]3.2. Implementation recommendations 
To address these gendered assumptions, these recommendations can be viable:
Redefine leadership competency frameworks
The conventional masculine traits recognised as leadership qualities in engineering companies include an assertive nature, lengthy field work experience, and superior status (Phillips, 2024). In response to this, organisation should incorporate collaborative, adaptive, and strategic competencies into the competency model of leadership. This conforms with transformational leadership, which, as per Shields and Hesbol (2020), advocates inclusiveness and the shared vision. The redesigned leadership at Siemens AG with emotional intelligence and systems thinking resulted in the growth of female leadership positions by 9% during 2018-2023 (Siemens Global, 2025). The redefining affects the supposed assumption that women just do not fit into traditional leadership moulds.
Establish sponsorship programmes instead of passive mentorship
Although mentorship provides coaching, the role of sponsorship requires the top management to champion women in terms of promotions. This goes directly to the stereotype about women as lacking ambition. Another programme which showed great success in facilitating more women to be in project leadership positions was the Women in Engineering Sponsorship Programme, which was introduced by BP (BP Global,2025). Such practice is echoed in the human capital theory, which presents talents as a strategic investment, but not a pipeline problem.
Mandate unconscious bias and gender stereotype training
Gendered assumptions are usually reproduced by promotion and selection panellists (Osten,2021). Organisations can also lessen the effects of the latent stereotypes on the appointment of lenders by providing systematic bias-awareness training. This reinforces adaptive leadership, which challenges deeply rooted cultural assumptions (Jugdev,2022).
Introduce transparent and accountable promotion processes
The obstruction caused by opaque selection process enhances stereotypes as they prefer informal networks, which are at times dominated by men. Companies like Airbus have devised clear promotion policies and reviews on policies and leadership talents, so that women candidates can be seen, e.g., the women to Return programme (Verma,2019). This is consistent with the institutional theory because 	transparency results in structural accountability and cultural change pressure (Khalili,2021).







[bookmark: _Toc213859447]4. Organisational Dynamics, Power and Politics 
The advancement of women in mechanical engineering as leaders is not only an issue of skill or their desires but also one of organisational politics, power structure and culture, as discussed in this section.
[bookmark: _Toc213859448]4.1. Self-awareness and communication 
Kohn (2024) argus that leadership transformation demands that organisations incorporate self- awareness and reflective leadership throughout all levels. The leaders who are aware of the functioning of power in their organisations stand a better chance of breaking the isolation patterns. The adoption of communications is an important part of the transformation of organisational discourse. Indicatively, Rolls-Royce adopted reverse mentoring (hiring top leaders of the company on male to mentor male junior engineers), which led to better executive awareness of gender bias and reformed communication organisations (Rolls-Royce,2022). It is also advisable to incorporate the concept of inclusive leadership training and feedback into the annual performance review of every top technically oriented manager.
[bookmark: _Toc213859449]4.2. Gender discrimination and power struggles 
The gender discrimination signified in mechanical engineering is usually subtler in the form of inequality of access to networks, resources, or visibility, as opposed to being blatantly disdainful. Indicatively, Airbus employed more women but would not change the ratio of women in senior positions because women had no access to u official networks decision-making (Airbus,2025).
To address such problems, it is advisable to formulate formal leadership pipelines to limit reliance on the in formal system of political structures (Eswaran et al., 2025). A relevant tactic that companies may employ to achieve cross-functional sponsorship networks entails ensuring that female engineers become visible in high-impact projects and the consideration of gender equity requirements as part of the evaluation of executives.
[bookmark: _Toc213859450]4.3. Organisational culture and diversity 
Leadership progress is pegged on organisational culture. Companies that have firm, masculine-coded cultures assume the replication of the existing leadership frameworks, whereas inclusive cultures allow other leadership styles. For example, Simens AG integrated gender equity KPIs into its management performance reviews, which led to quantified changes in leadership culture (Siemens Global, 2025). Companies need to perform cultural adults as strategic suggestions to determine structural clogs. They can also tie the performance of the executive and their compensation to diversity outputs. Intersectional methods can also be encouraged by firms, as they appreciate the cumulative obstacles that women of colour and other underrepresented groups experience (Kaufmann and Derry, 2024).
[bookmark: _Toc213859451]4.4. Recommendations for transformation in Dynamics, Power, and politics
The assess these issues, specific recommendations are as follows:
Political strategy for leadership transformation
Reform in the power structures demands the use of a political strategy. The levels of organisational power tend to be exercised by senior male lenders; thus, it is important to employ allyship and coalition-building. In the case of POWERful Women, a UK coalition, this approach was effective in persuading mechanical and energy companies to implement gender goals and a leadership quota (POWERful Women,2025). Engaging in such coalitions formally by engineering companies should utilise political capital and influence within the industry. This dimension fits with the institutional theory and power-dependence theory, as the change in the leadership is entrenched in the organisational politics and external institutional forces (IIhan,2020). Papers regarding diversity management also assert that there is a need to redistribute power to make diversity strategies effective (Kollen, 2021).
Structural and cultural transformation strategy
Organisations need to take a structural transformational process rather than a piecemeal initiative to enable meaningful and sustainable advancement of female leadership in mechanical engineering. These leadership standards tend to favour masculine signs, including assertiveness, dominance in the field and long-term performance (Schmitt, 2012). Women should be able to access leadership by modifying these structures to accommodate collaborative, adaptive, and strategic skills. This is a change that Airbus and Siemens AG have initiated using inclusive leadership competency models.
Indeed, shallow diversity campaigns are subject to the danger of tokensim. To prevent this, firms should enshrine gender diversity targets into corporate strategy, release transparent leadership progression information and base executive pay on diversity metrics (just like BP has done). Equally, flexible working in both Siemens and Rolls-Royce businesses has enhanced the retention of females. Therefore, returnship programmes will help in deploying returning women who have taken career breaks, which is a major structural concern. This approach is consistent with the contingency theory (changing models of leadership to fit changing workforce realities) and transformational leadership ideals, which presupposed cultural reorientation and collective responsibility (Pacheco-Cubillos et al., 2024).






[bookmark: _Toc213859452]5. Conclusion 
Overall, the lack of leadership opportunities among women in the field of mechanical engineering is not a pipeline problem but the combination of numerous interdependent factors that involve education and cultural values, organisational dynamics, and structural impediments. The implementation plan suggested consists of a comprehensive approach to these aspects by introducing reform in education, removing bias, redistributing power, and changing culture. The practical cases of Siemens, Rolls-Royce, and Airbus depict that effect change can be achieved in case the act of leadership inclusion is addressed as strategic, quantifiable, and not as mere rhetoric.
Gender equity can be effectively created-through embedding inclusive leadership structures and redefining leadership pipelines and how incentives are used to create authentic structural change. Succinctly, the drive to advance female leadership within mechanical engineering is not merely about equality, but a potential to boost innovation, competitiveness, and resilience within organisational operating in a fast-changing industry.
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