






Contemporary Themes in Leadership and Management
BMSW7000
Salma Mohammed 
Student ID: 1709516


Table of Contents
Introduction	3
Role of education in facilitating career opportunities for women in the mechanical engineering sector	4
Limitations for women in leadership roles	5
Recommendations for solving issues in limitations in leadership roles	6
Assumptions about women in the mechanical engineering sector	7
Recommendations for overcoming negative assumptions	7
Discussion on different organisational culture	9
Self-awareness	9
Communication	9
Political approaches in organizations	9
Gender discrimination in organizations	10
Power struggles in organizations	10
Diversity in the workplace	11
Conclusion	12
References	13
Appendix	16




[bookmark: _Toc120828408]Introduction
Mechanical engineering is a field of STEM. STEM stands for science, technology, engineering, and mathematics. In this field, men are more represented than women. Women are working less in the engineering field because of many reasons. Some of those reasons include lack of funding, lack of role models, not getting enough opportunities, and most importantly educational factors (Cadaret et al., 2017). There are many limitations and barriers for women like gender bias, unequal pay, and so on. In this report, the role of education in getting more women into the mechanical engineering field has been discussed. Then the imitations of women in leadership roles in this field have been discussed. The recommendations for overcoming the limitations have also been discussed. Finally, some organisational cultures have been shown.


[bookmark: _Toc120828409]Role of education in facilitating career opportunities for women in the mechanical engineering sector
Approximately one-third of girls and one-third of boys take science and math courses in elementary, middle, and high school, and about as many girls as boys prepare for college majors in science and engineering. Women pursue these majors at a lower rate than men (Froehlich, 2021). Science, technology, engineering, or math (STEM) is less likely to be a major for women than for men among first-year college students (Kessler, 2014). 
[image: ]
Figure: Women in the STEM occupation
Source: US Bureau of Statistics
From the above figure, the least percentage of women work in the engineering field. Education is the first step to bringing more women into this field of work.
The role of education in bringing more female students into the mechanical engineering career is given below:
1. It can be easy for physics and computer science departments to improve their recruitment and retention of female students by offering broad overviews of the fields in introductory courses (American Association of University Women, 2022). In addition, colleges and universities can improve departmental cultures to integrate more female faculty into science and engineering departments which motivates female students.
2. Developing a positive attitude and showing an interest in engineering can be accomplished by learning about it. Generally, engineers and the engineering field are regarded not favorably by them (Light, 2022).
3. The ability to demonstrate self-efficacy in engineering is enhanced through education (PDH Academy, 2017). It gives them the confidence to be able to do engineering work since they have the skills and knowledge.
4. A degree in engineering empowers women with the skills they need to live a successful life as the world becomes more and more dependent on technology. The license allows them to explore a wide range of roles that could lead to them discovering their dream job, wherever they are in the world.
[bookmark: _Toc120828410]Limitations for women in leadership roles
Twenty of the 62 women surveyed said gender bias was their biggest challenge: examples included male colleagues not respecting decisions made by women. Among the top reasons for women was recognition or being taken seriously, examples include female leaders not being taken seriously by male colleagues and not their actions are not appreciated.
The barriers faced by women in leadership positions include:
1. Gender bias: Despite women's aspirations to lead, gender bias and stereotyping keep them from succeeding. The assertive behavior of men at work is often perceived by employers as strong, commanding, and direct (Larsen, 2018). Women, however, are often seen by their employers as aggressive and shrill when they demonstrate the same assertiveness. For example, there is a negative stereotype of women in STEM in both Germany and Japan, according to separate studies.
2. Organisations paying less to women employees: In a study of Canadian engineers, women had on average a 16% lower income than men who held the same job title. Additionally, the income gap between genders in this field has been reported to increase over time. Women who already struggle with other inherent biases are demotivated and degraded by income inequality. It will be easier for women to achieve equality of treatment if income inequality is reduced.
3. Underrepresentation in the company: Underrepresentation has contributed to the sense of isolation these women felt throughout their careers. Self-doubt and the feeling of not belonging can sometimes result in self-doubt, they say. For example, a senior chaos engineer at Gremlin has reportedly faced microaggression in the workplace that has demotivated her from doing her job properly (Miller, 2021).
[bookmark: _Toc120828411]Recommendations for solving issues in limitations in leadership roles
The steps that can be taken to stop the above issues to encourage more women in the mechanical engineering field are given below:
1. Stop gender biases: The issue of implicit bias should be addressed by examining one's own inherent biases. Providing opportunities for women to study STEM in an equitable setting with other women should be a priority for women who are interested in STEM fields. For example, IBM has introduced new inclusion standards that will have to be abided by their employees all over the world (Bond, 2022). Another example shows that in this year's "conscious inclusion" training, PayPal expects all 18,700 employees to participate (Braverman, 2019). This training aims to teach employees how to change their interactions with the world so they can be more inclusive based on their different identities.
2. Mentorship programs: By partnering with mentors, colleges and universities may be able to encourage more women to pursue careers in STEM fields after graduating. For example, several STEM field professionals are partnering with young women who are entering the field to help them gain the experience they need to get a job through a program called Million Women Mentors in the United States.
3. Women should be succeeded in higher roles: Gender-based career paths should be broken down in companies so women don't get trapped in traditionally female roles like communications, HR, and support. Assist women in obtaining the skills and experience necessary for technical and operational positions (Becky and Frankiewicz, 2020). For example, The US Census Bureau also publishes information about wage ranges in various STEM fields, in addition to some good research on the salaries of women and men in various fields within STEM. A study that looked at 70 STEM jobs found that only one field, computer network architects, had a higher average salary than its male counterparts: telecommunications. In short, lower salary means women are working in lower-paying jobs than men (Farheen, 2021). This should be stopped and eligible women should be given chance in working the same as men.
[bookmark: _Toc120828412]Assumptions about women in the mechanical engineering sector
According to a recent article in the Brisbane Times, female engineers are at an all-time low in Australia, with only 15 percent of graduates this year being female compared to a 10-year average of 20 percent (Max, 2019).
Some of the assumptions about women in this industry are given below:
1. Females are underrepresented in the construction industry. Due to its male-dominated nature, it has been assumed that females will constantly struggle to fit in and be seen as equals. For example, A lack of role models combined with existing negative stereotypes has a tendency to discourage girls from pursuing engineering careers, as reported by Brisbane Times (Max, 2019).
2. According to Ogbuji (2022), a lack of exposure to engineering-related courses, information, and career options could negatively impact young girls planning to pursue an engineering degree. High schools would benefit greatly from career development centers that provide a wide variety of career options.
[bookmark: _Toc120828413]Recommendations for overcoming negative assumptions
1. Gender-neutral recruitment in companies: A number of studies have found that words like 'competitive' and 'determined' tend to turn women off. However, women tend to be attracted more by words like 'collaborative' and 'cooperative'. Interviews should be standardized, resumes should be anonymous, and evaluations should be blind. Recruiting from more diverse backgrounds has been made easier by blind evaluation procedures like work samples and neuroscientific tests and this process was done by companies like Vodafone and Unilever. 
This way of overcoming negative assumptions can be supported by the behaviorist theory of leadership. This view holds that leadership abilities are influenced by the environment in which they are raised. Effective management requires a variety of learning talents. Managers should be mindful of their own behavior in order to boost their teams' productivity and morale. If a leader practices behaviorist theory they can be mindful when recruiting an employee. They will not be subject to gender biases.
2. Diversity on board: Think beyond the existing talent pool when setting diversity targets for the board. Increasingly, companies are opting for first-timers without experience instead of traditional board candidates - retired CEOs.  
The institutional theory of management works for this recommendation. An organization's structure cannot be determined without taking into account its social environment, according to this organization theory (Zhao et al.,2017). In order to understand the structure of an organization, it is also necessary to realize that employees' behavior within an organization, as well as the organization itself, is restricted by laws, rules, regulations, and social and professional conventions. The law requires organizations to become diverse. As a result, they must be able to prove to their internal and external stakeholders that they are complying with these laws. It may be possible for an organization to be terminated for violating these laws or norms if its operations are not in compliance with them. 
3. Encourage women to progress: Women should be encouraged to apply for raises and promotions if they feel they are qualified for them. KPMG UK encourages line managers to inquire about the status of their high-potential female candidates. They should also ask why it is advertised as well as why they have not applied if they have not applied.
The transformational theory of contemporary leadership can be addressed here. A woman leader is more likely to lead transformational change than a man leader. In a sense, they serve as models for their subordinates by setting an example for them. There is a lot of time spent coaching their team and they are role models for their people. It is very important to them that they develop themselves personally.
[bookmark: _Toc120828414]Discussion on different organisational culture
[bookmark: _Toc120828415]Self-awareness
There are two fundamental reasons why self-awareness has a direct relationship to managerial and leadership effectiveness. Firstly, self-awareness is fundamental to the development of skills and behaviors such as setting goals, communicating effectively, listening, motivating, managing time, coping with stress, and organizing time effectively. The more one understands themselves, the better one can be at listening and dealing with stress (Carden, Jones, and Passmore, 2022). To diagnose conflict, select appropriate strategies, and manage interpersonal relations, one must be aware of one's basic preferences and inclinations.
[bookmark: _Toc120828416]Communication
As miscommunication typically leads to a reduction in productivity, increased error, and waste, communication plays a vital role in organizational behavior. In many cases, the transmission of accurate information transmitted in a supportive manner results in an increase in morale and a feeling of camaraderie among the staff. This was a result of more accurate communication. Communication within an organization can provide a safety valve to vent problems before they have an adverse effect on the productivity of the organization by establishing a more open communication policy. For example, in a report by Workplace from Facebook, a quarter of India's frontline employees feel disconnected from their head office and feel unconnected to the company's leadership. This happens because of a lack of communication (Press Trust of India, 2019).
[bookmark: _Toc120828417]Political approaches in organizations
Managing conflicting agendas and shifting power bases is a skill needed in today's organizations. When it comes to politics, effective results don't come from winning at all costs, but from maintaining relationships. Even though organizational politics are often portrayed in a bad light, they aren't necessarily problematic in themselves. The most effective way to minimize the negative effects of organizational politics is to be aware of their potentially destructive aspects. This will enable you to minimize the negative effects of their destructive nature. There is no doubt that individuals can waste time engaging in overly political activities within organizations. For example, approximately 20% of managers' time is wasted managing politics, according to a study published in HR Magazine.
[bookmark: _Toc120828418]Gender discrimination in organizations
The workplace primarily discriminates against people based on their sex, gender identity, or sexual orientation, which generally results in them being treated less favorably than those not discriminated against (Sipe et al., 2016). 
For example, British executive committees have been struggling to achieve gender diversity for seven years, according to Women Count, which describes progress as being very low. FTSE 350 companies offer only limited hope for women's advancement to senior positions, The Pipeline reported. The number of female CEOs has increased from four to six this year from the previous year.
[bookmark: _Toc120828419]Power struggles in organizations
Leadership in organizations is often viewed as a matter of public attention today. The media is constantly on their backs and scrutinizes every action they make because of the spotlight they are under. Leadership requires interaction with people outside of one's industry more than ever before. Organizations do not function as closed systems; they must work together to accomplish goals, such as providing supplies, distributing goods, and selling products. Positive public perception increases the power of an organization when it maintains effective relationships with the community. For example, when a person uses coercive force, it can have negative and even dysfunctional effects on their lives. The use of coercion can lead to more undesirable effects than the pandemic that is intended to be tackled by these strict measures that are perceived by many as “intrusive coercive power." Coercion can have much more detrimental problems than the pandemic it was intended to eradicate. It is often the case that centralized measures are applied at the wrong time to the wrong people (Doorn, 2020).
[bookmark: _Toc120828420]Diversity in the workplace
In order to qualify for being a diverse company, a company must hire individuals with diverse backgrounds. Many people misunderstand diversity as a matter related solely to multi-cultural issues, when in fact it includes everything from gender to race, ethnicity to age, sexuality, language to education, backgrounds, etc. For example, in a result of the Zero Report, 89 percent of organizations surveyed stated that there were no African-American women pursuing executive officer positions at the time of the survey – 91 percent also stated that there were no Indigenous women in these roles either (Embensadoun, 2021).


[bookmark: _Toc120828421]Conclusion
The mechanical engineering sector has very less women workers. Because of many stereotypes and assumptions about them, they have many limitations in getting into this sector. Gender biases, lack of exposure and funding, very few role models, and so on are the main limitations in this field for women. Women should be helped to see what they are capable of to get into this field. Scholarships, funding, and other necessary support can be provided for them in this aspect.
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Abstract

Self-awareness is often seen as a critical component in leadership and career success, and has therefore

become a feature in MBAs, leadership development, and management education. It has become a popular
“buzzword” in management literature, yet when reviewing this literature, there appears to be no consistent
definition of the construct. This article reports a systematic literature review, covering how the construct of
self-awareness is defined and how it differs from self-consciousness and self-knowledge within the context

of management education. After screening, 31 articles were included in the review, analysis of which
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Abstract

Research summary: Attaining optimal distinctiveness—positive stakeholder perceptions
about a firm's strategic position that reconciles competing demands for differentiation and
conformity—has been an important focal point for scholarship at the interface of strategic
management and institutional theory. We provide a comprehensive review of this literature
and situate studies on optimal distinctiveness in the broader scholarly effort to integrate
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