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Summary
The purpose of this document is to critically analyse contemporary themes and management in  leadership, and present an implementation plan of the outcome, the barriers and how women handle the leadership situations on a normal day at work. Women and children still face challenges  despite the 21st century, in most parts of the world such as Africa, middle east and south Asia women are forced to stay home, give birth cook and clean. 
This is study aims to look at barriers that women face not only in the mechanical engineering field but also in other sectors. Therefore, the system needs to change, and more training programmes such as workshops and role play must be adopted for women to achieve a higher standard despite already working hard. 
The study aims to achieve changes across all sectors of the industry, equal pay, equal hours and same rewards that are applied to the men in the industry, women will have the same right as men. 
Global leadership trends indicate a steady but complex shift toward gender parity. Since 2016, the integration of women into senior roles has been driven by systemic changes in higher education and targeted organizational interventions. While sectors like technology and media have led this growth, a strategic focus on the "broken rung" the transition to first time management remains essential for sustained progress. Therefore, Women can be enrolled into any job if they are support and sponsors, they can do it all with the right guidance from their partners family and children.
The plan is to change the educational policy in schools not just the United Kingdom but also around countries that are poor  and unprivileged. 
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Implementation Plan
Introduction
Mechanical engineers can see the future but also actualise it for the benefit of society. Domains encompass energy and environment, health and biosystems, security and defence, transportation, advanced manufacturing, data science, robotics, automation, complex systems, and machine learning (Frecker et al., 2024). 
Women in executive positions are inefficient resulting in a strategic ga in the global economy. Based on Upper Echelons Theory (Hambrick, 2007) and the Resource-Based View of the firm (Barney, 1991), this argument asserts that gender diversity at the top of the organisational hierarchy increases cognitive variety, which reduces cohesiveness and boosts the formulation of strategic choices.
Women and girls are still facing challenges in other parts of the world such as Africa, and  are forced to clean and cook, they are also forced to marry young and that constraints them from accomplishing their dreams  (Tao, 2025). 
Education supports careers through flexible learning models including part time learning, and distance opportunities and enable women to balance children and family (Reay, 2012) . There has been a rise in mechanical engineering and continues to exhibit a significant underrepresented for women around the globe,  in leadership positions, which was the presentation on mechanical  engineering and how women have shaped the world and are leading ways that is beyond the human mind.  leadership identified cultural and structural barriers that restrict women’s progression despite comparable educational attainment (Acker, 2006).
Engineer’s roles have recently undergone an essential transformation. Engineers have historically been considered as specialists who were responsible for specific duties such as model design or intricate computations. However, the industry is transitioning in which engineers are more skilled in determining actions rather than simply carrying out tasks (Murad, 2024). 
Research indicates the introduction of female role models, dissemination of career information, evaluation of gender-equitable materials, and engagement in practical science investigations Hoh, Y.K., (2007). 
Institutions, universities, and corporations globally are conducting research on equality. Notably, there remain deficiencies in higher education pertaining to Science, Technology, Engineering, and Mathematics (STEM). This effort seeks to determine the factors influencing women's progression in STEM education in Brazil, particularly in engineering and computer science (Felipe et al., 2024). 
International students reported feeling excluded within the community. Their experiences revealed a multiculturalism by limited intercultural awareness and sensitivity, factors included a lack of institution led initiatives to foster peer socialisation and minimal efforts to internationalise the curriculum (Tavares, 2024).
Rationale

Women make 70% of the global workforce in the health and social care industry, however, they maintain 25% of senior leadership positions in global health. In 2020, men occupied 73% of CEO positions within the world’s most influential health organizations, while women from low‑ and middle‑income countries held only 5%. This underscores the persistent inequities and ongoing rejection of women from developing regions (Smith and Sinkford, 2022). See appendix 1 
The key in female leadership is often a reflection of a "lifetime of bias" that begins in the classroom. Research by Francis and Skelton,  (2025) reveals that early gender stereotyping in schools actively discourages girls from pursuing technical disciplines. In order to, finding echoed by qualitative accounts of women who felt "steered" away from STEM by gendered career guidance and for those who reach the corporate, the challenge shifts to the "Double Burden" the expectation to manage domestic labour while simultaneously performing "emotional labour" and mentorship in the workplace are not easy tasks that are frequently unrecognized in formal reviews (McKinsey, 2025). 
Traditional societies, especially within the Arab world, cultural and religious beliefs create significant hurdles for women. Resistance often meets those seeking roles in leadership or "masculine" fields like engineering. According to Mantoura Nakad et al. (2025), these women must navigate societal uncertainty and family pressure, which in the slows the drive for gender equality.
Despite the increased focus in schools for both girls and boys to engage in cleaning or building toys, their gender roles are often fixed at home. Therefore, has resulted in employment issues, The societal views support the idea that boys are strong at mathematics and science, and girls are brilliant at English. more female engineers are needed into schools from a young age and use campaigns such as role models and hands on workshops to demonstrate what a female engineer looks like (Franklin et al., 2025).
A report from the World Economic Forum in 2023 shows that the number of women in top leadership positions has been growing since 2016. The technology, information, and media sectors have been leading the way. There were various sectors,  where women in director posts climbed from 30.8% in 2016 to 33.2% in 2022 (Madhosingh, 2024). 
By giving women access to credentials, and professional networks that were  previously unattainable, higher education plays a crucial role in expanding their career options. Nonetheless, increased representation of women in leadership, professional, and STEM-related roles has resulted from female participation (Team and UNESCO, 2021)). As a result, institutions have been implementing more gender equality initiatives, such as mentorship programs and targeted outreach programs, to address historical imbalances (OECD, 2018).
It is necessary to investigate, the underrepresentation of women leadership positions across industries, it is imperative to evaluate the recent initiatives  and organisational strategies aimed at fostering women’s advancement. Analysing the benefits, limitations, and measurables outcomes of these interventions in relation to women’s careers. Therefore, by providing valuable insights is essential. 
Women do not receive the same level of career support as males, particularly  entry and senior levels. Women are less likely than males to have a sponsor, and entry-level women receive significantly fewer sponsorships. Even when entry-level women have a sponsor, they're promoted at a slower rate than men (Krivkovich, et al., 2025) and Batra et al. (2025) argued that female representation on corporate boards significantly mitigates risk and earnings volatility by introducing diversity. In a market characterized by artificial intelligence  and global instability. Despite these changes, educational planning and continuing to limit girl’s admittance into specific occupations particularly male dominated areas. See appendix 2
The ambitious goal of doubling of women in mechanical engineering by 2030, the American Society of Mechanical Engineers (ASME) is spearheading a massive industry-wide shift. Moving from a current baseline of roughly 17% to a target of 35%, the initiative focuses on systemic change rather than just recruitment (Fallon, 2024). See appendix 3 
Changes happening within the education policy are boosting crucial skills, increased focus on financial education, digital literacy, and improving climate and sustainability education. Currently schools are facing issues regarding the policy and procedures, women give birth and need  to be away for a certain period and are being judged for their race, age, gender in particularly if they are from the ethnic minority background. Heymann et al., 2023)



Aims and Objectives 
Aims: 
Aims: To enhance the wellbeing of women in leadership roles around the world including local councils and communities and build a strong foundation for the younger generation, in addition to maintaining professional networks, role play and funding for a brighter future within leadership for women and young children and changing the views on educational policy. 
Objectives: To develop and leverage an authenticate leadership style that aligns with their personal values and strengths, rather than confirming to traditional male standards and to possible implement the change in different sectors such as,  the education sector,  within the next 7 to 8 years or possibly more. 

     
  
Figure 1 – The state of the leadership gender gap

Source (Fleck, 2024)
Figure 2 –  Trends for mechanical engineering over the years, and how the innovation has increased. 

 
Source (Engineeringmanagement.org, 2025)

Figure 3 – measuring the success of women in leadership roles 
‌ 
Source (Bing, 2026)
Action Plan
To ask for permission from stakeholders, teachers, parents, students, union and government,  and  government body. Formulate succinct policy directives customised for primary implementers (Honig, 2006).
The new curriculum is being developed in collaboration with teachers, curriculum specialists, students, and parents. The full curriculum will be published in spring 2027, and schools will begin teaching it in September 2028 (media officer, 2025).
Ensuring accountability at all levels, acknowledging and comprehending the competencies of implementers, and consistently permitting and monitoring feedback Winstone, N. E. and Carless, D. (2021). 
Rachel Reeves, stated: 
‘The UK is at the forefront of promoting gender equality in corporate boardrooms, but we must continue our efforts.’ In addition to this she also said, ‘It is crucial to eliminate the barriers that hinder many women from being represented in leadership roles. Furthermore, she mentioned that this will allow top talent to ascend to the highest levels of leadership in businesses, which is vital for fostering economic growth throughout Britain.
(For, 2025), noted that the UK is leading the worldwide effort to enhance the presence of women on corporate boards and in executive leadership roles.
2.2.1 Time Plan 
Approach governing bodies, demand  lobby and government for permission (Lewis and Roberts, 2026).  Take permission from the council specially in the United Kingdom( Local.gov.uk, 2025). Some may take 6 months, and some may take 6 years  (Dooley, 2025) argued  that the fees will in the educational field will rise by 3.1% and everyone will receive  equal by 2026. The Education Secretary today announced plans for a more robust and efficient system, backed by an initial £20 million investment to launch new regional improvement teams (Department for Education, 2025).
(Editorial, 2025) pinpoints that the children aged 10-11 will be able to take  their first GCSE by 2029.  
 (Bromley, 2021) stated the process can  take several years now it is all about getting people on board. 
2.2.2 Risk Management and Strategies
Teachers, students,  and staff leaders will need to be addressed and their vote matters. 
Lack of funding, lack of materials., ensure funds are in place before committing to any projects. 
Monitor outcomes and take in feedback as necessary. 
Ensure sensitive and confidential data is locked away. 
Cyber security threats will increase. 
Currently schools are facing issues regarding the policy and procedures, women give birth and need  to be away for certain a period.
School governing bodies need to lessen the regulations for fluctuations in the financial economy. 













Recommendations
Women need to be  supported  by family, friends,  for a more stable career. 
Women and children need training programmes or coaching and mentoring as a startup or recap. 
The educational policy will change going forward, more subjects will be added and more opportunities for female leadership will arise
A continued effort is needed to promote reforms that encourage stronger employer engagement, for all sectors around the world, while also challenging proposals such as compulsory contributions that could create barriers to participation.
Education and gender biased jobs need to be implemented overseas such as, south  Asia, Africa, and the parts of the Middle East. 
A pay rise is required  regardless of race age and gender.

Conclusion
Employment opportunity has advanced gender equity across the West; however, significant barriers remain. For example, Australia designed to mandate transparency and merit-based hiring, yet women still face a glass ceiling across leadership STEM.
As noted by Dabic et al. (2023), gender equality is often incorrectly viewed as a "zero sum game," where progress for women is perceived as a loss for men, hindering cultural adoption of  policies. Appointing women to the highest levels of management can even help offset deep-rooted preconceptions that are represented in language. Although these advantages are evident, merely 10% of Fortune 500 companies are headed by women. Schools will introduce more women, and new subjects will be introduced and applied (Novotney, 2023).
The under-representation of women in executive positions is an inefficient use of human Research that indicates female leaders often utilise transformational leadership approaches, which are positively associated with organisational resilience and increase employee position (Eagly, et al., 2003). 
Gender balance within leadership serves as a critical tool for improving ethical accountability and strengthening risk mitigation strategies (Adams and Ferreira, 2009). Consequently, the inclusion of women in executive roles is more than a matter of social justice; it is a strategic necessity for maintaining competitiveness in today’s volatile global economy. 
Girls and boys need to have the same equation in terms of freedom and education, once that is adopted in countries such as India, Bangladesh, Pakistan, Africa and other rural areas around the world, there will be a better place. 
Most women have turned online in majority of the work. Transitioning  from working in the office regardless of the job. Woman to fully transition and make a difference within a few days. However, with certain responsibilities in mind, it is not always a choice but a lifelong commitment due to several factors. 
The data proves that intentional intervention works. However, to achieve full parity, the focus must shift from simply increasing the number of women to evaluating the impact of the strategies used to promote them. Analysing the limitations of current interventions is essential for developing more resilient,  and career pathways for women.
While flexible educational pathways have expanded women’s access to professional development,  disparities remain within mechanical engineering, particularly in leadership roles. Women continue to encounter cultural barriers that limit their advancement, even when their qualifications match those of their male counterparts. Yet their contributions to engineering demonstrate not only technical expertise but also transformative leadership that challenges long  assumptions about the field. As engineering shifts toward roles that demand strategic thinking and rather than purely technical execution, ensuring equitable opportunities for women becomes essential. Addressing these barriers is not only a matter of fairness but a necessary step toward fostering a more innovative, diverse, engineering profession. 
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