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| ABSTRACT 

Female employee turnover is a leading business issue for businesses globally, causing substantial talent loss, reduced company 

diversity, and long-term commercial issues. Women are likely to work their way out of companies due to limited job career 

development opportunities, office prejudices, poor work-life balance, and little company support for professional and personal 

development. This essay explains the underlying reasons for high turnover rates among female employees and examines how 

organizational strategies towards inclusiveness can assist in solving such problems effectively. Major strategies mentioned are 

initiating flexible work arrangements, mentorship and sponsorship programs, leadership development initiatives, and equal 

recruiting and promotion policies. The article highlights the importance of creating a corporate culture that is women-friendly, in 

which they are respected, valued, and empowered to contribute positively. Resolution of problems like gender pay gaps, work 

harassment, and unconscious biases is crucial in building a conducive environment. The critique highlights the importance of 

active leadership and policy reforms in sustaining such inclusive practices. Diversity and inclusion organizations enhance 

employee engagement and retention, resulting in innovation, teamwork, and overall business performance. By dismantling 

systemic barriers and fostering an inclusive culture, companies can establish a resilient and dedicated workforce that brings 

about long-term success and endurance. 
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1. Introduction 

All companies of all sizes across all industries still struggle with the issue of worker turnover, which disproportionately affects 

women. Structural, social, and organizational factors that make work an unfriendly environment for women are the primary cause 

of this gap. Unconscious bias, wage gaps, and lack of career development opportunities are only some of the issues that many 

women face. In addition, they are more likely to quit their jobs for work-life balance issues, caregiving, poor mentorship, and 

poor parental leave policy. Its business consequences are dire since high female employee turnover rate erodes workforce 

diversity, increases hiring and training cost, leads to loss of institutional knowledge and innovation, among other adverse 

impacts on individual careers. Most firms are still unable to retain female workers, even after efforts by diversity and inclusion 

programs. Firms' traditional hierarchies, rooted in male work culture, are not always adaptable enough to support women 

workers. For instance, women are prevented from gaining long-term employment because of rigid working hours, a lack of 

flexibility, and an absence of supporting policies for working mothers (Ali, 2025). Women are discouraged from aiming for high-

level positions because there is no representation of women in the higher levels of authority, and this enhances the retention 

problem. Companies need to work towards creating workplace cultures that value and enhance women's work if they can 

overcome these barriers. Offering more flexible working hours is one of the most effective ways of reducing employee turnover 

among women. Thanks to flexible working arrangements, part-time and distance work options provided by hybrid models, 
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women have the means of balancing both professional and personal life effectively. Increased job satisfaction, improved 

productivity, and reduced attrition are evident in those firms that practice flexibility. The chances of women progressing in their 

profession depend on policies of equal opportunities for recruitment as well as fair and unbiased promotions. In order to reduce 

the disparity in women at senior-level management and hiring more women at leadership levels, organizations need to 

implement pay equity programs, demystify assessment criteria, and offer a chance for women to acquire leadership capabilities 

(Bilimoria, 2008). 

 

Fig. 1 Tips To Reduce Employee Turnover & Retain Top Performers 

Mentorship and sponsorship programs are another important aspect to reduce turnover for women. Women are more likely to 

stay at a company and advance their careers if they have solid professional networks and top-management sponsors. Women 

can obtain the guidance and support they require to overcome workplace challenges through mentoring programs, and can 

secure the visibility and opportunities they need to advance their careers through sponsorship programs. Women are less likely 

to quit since they do not find sufficient opportunities for professional growth when their companies initiate such schemes. 

Retaining the workforce is irretrievably intertwined with company culture. Companies have to eliminate unconscious biases, end 

workplace harassment, and instill a culture in which women are respected and valued. In order to build a more inclusive and safe 

work environment, diversity training, inclusive leadership strategies, and zero-tolerance anti-harassment and discrimination 

policies need to be implemented. Building employee resource groups for women and encouraging open discussion of gender 

issues are two methods of enabling women to feel more included and supported in the workplace (Booysen, 2007). Moreover, 

for change to mean something, the support of leadership in gender diversity and inclusion is required. Besides creating a more 

welcoming work environment for women, companies that make these values central to their purpose experience growth in 

creativity, morale, and bottom-line returns. Companies with higher rates of female executives financially outperform lower-rate 

companies, and they have a competitive edge in international competition, research has found. Companies can increase their 

prospects of employing, retaining, and developing best female talent and assuring their own longevity by placing inclusive 

organizational practices in the driver's seat of their approach. An examination of the reasons why women have high turnover 

rates and how inclusive workplace policies may address these is the main argument of this essay. To establish a multicultural, 

inclusive, and high-quality work force, companies must remove structural obstacles and employ creative approaches. A strong, 

inclusive, innovative, and efficient firm depends on retaining women workers. This is more than compliance with diversity 

mandates. 

1.1 Background 

Women's rate of retention is much lower compared to men's even though they have been participating so extensively in the 

labor market during the last couple of decades. Businesses across the globe face the age-old issue of female workers' turnover, 

an issue which is most severely so for industries where men traditionally have been most likely to occupy managerial roles. 

Gender bias, absence of developmental opportunities, in-group bias in the workplace, and absence of policies to achieve work-

life balance are just some of the causative factors that might result in additional women leaving their careers, according to the 

study. Betterment had been achieved in advocating diversity and inclusion in the workplace but remained absent in the majority 
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of corporations where they were not able to hold on to female managers. There are organizational barriers in the workplace that 

account for the turnover of women in large numbers. Women are not proportionally represented in senior positions of 

leadership positions compared to their equal or higher education levels in comparison to men. The "glass ceiling" phenomenon 

still occurs today, whereby it is more challenging for women to climb the corporate ladder due to unconscious prejudice, wage 

discrimination, and denial of opportunities for mentorship. Another serious issue is the so-called "motherhood penalty," in which 

it is difficult for women to return to work or be promoted within their existing jobs after child- or elder-care interruptions. Vast 

numbers of women leave work in search of friendlier and more supportive working conditions due to frustration and 

demotivation brought about by these barriers. 

1.2 Understanding the Causes of High Women Employee Turnover 

Women's roles in the economy have grown disproportionately throughout the past several decades but continue to have worse 

retention rates than men in most fields. It is at times challenging for women to maintain long-term careers within organizations 

based on a list of reasons why this is still an issue that keeps occurring. Gender discrimination within the workplace is one of 

several issues that are part of the challenge. These are lack of work-life balance, absence of mentors, and unconscious 

organizational biases. For us to be able to create an inclusive workplace where women can excel in their careers, we need to 

break down these barriers (Bridges, 2023). 

1. Gender-Based Workplace Challenges 

Despite progress in gender equality, women still face multiple systemic challenges in the workplace. Some of the most pressing 

issues include: 

Workplace Discrimination: Bias hiring, under-representation of women on the decision-making body, and disparate treatment 

at work are some of the gender-based discriminations that are suffered by most women. Bias subtle or overt makes it more 

challenging for women to move toward higher corporate hierarchy levels even though they have an equal level of education and 

work experience compared to men. 

Gender Wage Gap: The pay gap between men and women is an ongoing issue for women in the workforce. After controlling for 

education and experience, women continue to earn less than men for doing the same work. Frustration, demotivation, and 

higher turnover are potential consequences of this gender pay gap as women look for better prospects elsewhere. 

Lack of Growth and Promotion Opportunities: Women's career progression is hindered by obstacles. Not many women 

occupy top managerial positions because organizations do not put in place explicit channels through which female employees 

will climb the organizational hierarchy and ascend to leadership slots. Women feel upset if they feel that their organization is 

offering them limited space in their lives to progress at work and hence opt to find other places of work. 

2. Work-Life Balance Struggles and Caregiving Responsibilities 

It is very hard for most women to balance their professional and personal life. Family, caregiving, and housework are generally 

perceived as more female because of gender roles. They might even struggle to maintain full-time careers because of this 

additional burden, particularly in very demanding fields. 

Parental and Maternity Responsibilities: The "motherhood penalty" limits women to coming back into the career later after 

maternity leave. This means less opportunity for career development in the line of work, less pay increases, and prejudices that 

mirror them as being less committed to their lines of work. Women may be forced to quit their career if their business ventures 

do not ensure proper child support policies with regard to children's study and growth. 

Inflexible Work Policies: Caregivers and working mothers' demands are largely neglected by organizations because they have 

busy schedules at work. The majority of women must choose between their careers and families as their employers fail to 

provide them with the opportunity to work at home or decide on their own working hours. Organizations that do not grant their 

workers such independence risk losing bright minds to competitors who do. 

Unequal Distribution of Domestic Responsibilities: Even in dual-earner families, social norms tend to require women to bear 

an excessive load of domestic work and childcare. Women can struggle to sustain at the workplace in the long term if employers 

fail to offer sufficient support, for instance, through childcare facilities or family-friendly practices (Bridges, 2020). 
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Table 1: Key Factors Contributing to High Women Employee Turnover 

Factors Description Impact on Women Employees 

Gender-Based Workplace 

Challenges 

Discrimination, wage gap, and limited career 

advancement opportunities. 

Lower job satisfaction, higher turnover 

intentions, and disengagement. 

Work-Life Balance 

Struggles 

Difficulty balancing professional and caregiving 

responsibilities. 

Increased stress, career stagnation, and job 

attrition. 

Limited Mentorship & 

Sponsorship 

Lack of career guidance and advocacy for 

leadership roles. 

Reduced career progression and decreased 

retention. 

Unconscious Bias & 

Cultural Barriers 

Implicit biases in hiring, promotion, and 

workplace norms. 

Exclusion from key projects, lower pay, and 

fewer leadership roles. 

 

3. Limited Mentorship and Sponsorship Opportunities 

Despite the importance of mentorship and sponsorship to professional advancement, women face persistent barriers when 

trying to access these resources. The dearth of formal mentorship programs in many companies makes it hard for women to get 

the advice and assistance they need to climb the corporate ladder (Coe, 2019). 

The Importance of Role Models: Younger female employees look up to woman leaders as a role model. Women have fewer 

role models or mentors who will guide and encourage future potential woman leaders due to underrepresentation at executive 

levels. The majority of women plateau their careers or leave because they do not believe in themselves and feel that they do not 

make the cut since they have no one to look up to. 

Lack of Sponsorship for Career Advancement: In sponsorship, top leaders openly advocate for the development of an 

employee and suggest them for advancement or mission-based projects, compared to mentorship, which simply offers guidance 

and advice. Compared to men, women have fewer sponsors who encourage their professional development, thus missing 

chances to rise faster through the corporate ladder. 

Networking Barriers: Professional networking is necessary for professional growth, but women have limited exposure to the 

same network opportunities as men. Networking activities in the form of informal networking meetings, leadership forums, and 

executive sessions occur in men-dominated environments, and this discourages women from creating meaningful professional 

networks that lead to professional growth. 

4. Unconscious Biases and Cultural Barriers 

Cultural conventions and unconscious biases persist in shaping professional relationships, frequently to women's detriment. Even 

while they may not be deliberate, these biases influence the way women are seen, assessed, and promoted in a company. 

Gender Stereotypes: Women may face bias in the workplace due to long-held gender preconceptions. For example, in 

comparison to men, women might be perceived as being less confident or ill-equipped to handle positions of great 

responsibility. As a result of these biases, female employees may feel less confident and have less chances to advance to 

leadership roles. 

Performance vs. Potential Bias: Promotions for women are typically based on demonstrated achievement, whereas promotions 

for males are largely based on their potential, according to studies. This implies that women are need to continuously prove their 

ability before being considered for comparable jobs, while males may be granted chances for leadership posts despite their lack 

of experience. Because of this bias, women experience lower levels of job satisfaction and a slower rate of professional 

advancement. 

Workplace Exclusion: Some companies' decision-making processes, high-visibility projects, and key conversations are off-limits 

to women. Women may feel undervalued and their professional advancement stunted if they are not included in important 

company discussions, which may lead them to look for work elsewhere. 

1.3 The Business Case for Gender Diversity and Inclusion 

Inclusion and diversity are not only societal necessities, but also powerful drivers of business success in the fast-changing 

economic environment of today. Besides creating a more balanced working environment, business firms that hire and recruit 

vibrant diverse gender composition employees have an increase in innovation, engagement, and profitability. Conversely, when 

there are negative inclusive policies that are enforced, a lot of cost is spent in trying to recruit as well as retain women 

employees. These expenses are decreased morale and productivity in the workplace. By building a workplace that celebrates 

diversity and inclusion, businesses that make a conscious effort to involve women and girls differentiate themselves in a 

competitive labor market (De Vries, 2006). 
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1.3.1 How Diversity Leads to Increased Productivity and Innovation 

Workplace diversity is not only essential to achieve CSR objectives; it also enhances decision-making, problem-solving, and the 

organization's bottom line. Teams as a unit are made stronger with men and women and individuals of different ethnic 

backgrounds because it widens the diversity of thought, life experience, and opinion. Organizations gain a competitive edge in 

their industries by achieving more innovation and innovative problem-solving through this diversity of thought. 

Diverse Teams Drive Better Decision-Making 

Even in decision-making, diverse groups work better than homogeneous groups, research has found. Companies with above-

average gender diversity were 25% more likely to be above-average profitable, found McKinsey & Company. Gender diversity in 

the workplace is associated with lower groupthink and decision bias because it provokes more open discussion and questioning 

of assumptions. When workers are free to be themselves, companies get more diverse plans, which allow them to develop and 

change in a constantly changing marketplace (Doherty, 2004). 

Innovation through Gender Inclusion 

A firm's innovativeness is commensurate to the extent of its gender diversity, and such increases innovation. Companies that are 

diverse have lots of patents, research discoveries, and innovative products. Firms with diverse client bases can be highly 

benefited from the unique perspectives given by women when it comes to consumer behaviors, product innovation, and market 

trends. The evident link of inclusion to business performance was demonstrated in a study by a Harvard company Review that 

showed high-diversity firms made 19% more revenue from innovation than firms with low diversity. 

Employee Engagement and Productivity 

Workers are more engaged and satisfied when they serve in an institution that is gender-diverse. Working in a community that 

promotes diversity and inclusiveness raises the chances that workers will be valued, respected, and motivated. Since workers who 

belong to a strong group tend to be more job-committed and make more contributions towards shared goals, higher 

engagement levels produce more output. On the other hand, low morale, disengagement, and performance can be the result of 

organizations that fail to deal with gender disparities. 

1.3.2 The Financial Impact of High Employee Turnover 

The bottom line suffers with the loss of employees as a result of excessive turnover, one of the most severe repercussions of 

gender disparities in the workplace. While keeping exceptional women employees in the long term is extremely critical to 

corporations, numerous organizations turn a blind eye to the reasons for excessive turnover among women who occupy 

professional-level positions. Higher recruitment and training expenses, lost knowledge, and shattered team relationships are all 

monetary repercussions of this error (Gülsoy, 2019). 

The Hidden Costs of Employee Attrition 

Companies frequently spend more than they anticipate on the expense of replacing an employee. Depending on the degree of 

knowledge and experience needed for the position, studies show that the expense of replacing a person can vary from fifty 

percent to two hundred percent of their yearly income. Companies have to spend a lot of money on hiring, training, and 

onboarding new employees when women leave because of an inclusive culture that doesn't support them. This revolving door of 

employees leaves a lasting impression of instability and reduces productivity over the long run. 

Loss of Institutional Knowledge and Expertise 

Knowledge, abilities, and connections gained by long-term employees are difficult to replace when they depart. A firm's success 

is greatly enhanced by the mentorship, leadership, and institutional memory provided by women professionals who have 

established strong networks within the company. Companies risk inefficiency and missed opportunities when these workers 

leave since they can't keep projects and operations running well. 

Table 2: Business Benefits of Gender Diversity and Inclusion 

Business Benefits Description Examples of Positive Outcomes 

Increased Productivity & 

Innovation 

Diverse teams bring varied perspectives, fostering 

creativity and innovation. 

Higher problem-solving efficiency, product 

innovation. 

Reduced Employee Turnover 

Costs 

Inclusive policies improve retention and reduce 

hiring/training expenses. 

Lower recruitment costs, improved 

institutional knowledge retention. 

Financial Performance & 

Market Growth 

Companies with diverse leadership show better 

financial results. 

Increased profitability, higher shareholder 

returns. 

Enhanced Employer Brand & 

Reputation 

Inclusivity attracts top talent and boosts 

corporate image. 

Higher employee satisfaction, better brand 

perception. 
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Impact on Employer Brand and Talent Attraction 

Attracting and retaining top talent is heavily impacted by a company's reputation as an inclusive employer. Companies that don't 

make an effort to be inclusive may end up with a bad reputation as an employer and find it difficult to attract talented 

employees. Conversely, when it comes to attracting and retaining top talent, organizations with a reputation for gender-friendly 

policies and inclusive leadership have a leg up. Modern job searchers place a premium on company values and culture, and 

companies that make an effort to be inclusive are more likely to entice top talent (Hoang, 2022). 

1.3.3 Case Studies of Companies That Have Benefited from Inclusive Policies 

Quite a few progressive businesses have understood the importance of gender diversity and have put policies in place to boost 

inclusion, retention, and overall company performance. You can see how diversity may be a strategic benefit for firms in these 

case studies. 

Case Study 1: Unilever – Commitment to Gender Balance 

The consumer goods giant Unilever has been at the forefront of the movement to increase gender parity in leadership roles. The 

organization launched a number of programs—including mentorship programs, unconscious bias training, and flexible work 

arrangements—with the lofty goal of achieving gender equality in leadership roles. Consequently, Unilever was able to increase 

employee retention, achieve a nearly 50/50 gender mix in managerial posts, and record greater financial performance. A diverse 

leadership team encourages creativity and betters decision-making, which the corporation says is the key to its success. 

Case Study 2: Salesforce – Closing the Gender Pay Gap 

Salesforce, a frontrunner in the cloud computing industry, proactively pursued gender equality by addressing salary inequalities 

through frequent pay audits. Equal pay for equal labor was guaranteed and programs to encourage women's career 

advancement were created by the corporation, which invested millions of dollars. Salesforce has maintained a high rate of 

innovation, improved brand reputation, and increased employee loyalty by cultivating an inclusive and equitable culture. 

Case Study 3: Accenture – Advancing Women in Leadership 

Consulting and technology services provider Accenture has committed to having a gender-balanced staff of 50% by the year 

2025. To help its female employees, the corporation has family-friendly policies, sponsorship programs, and leadership training 

programs. Because of this, Accenture has seen an uptick in female representation in leadership positions, as well as enhanced 

morale and productivity in the workplace. Top talent has been drawn to the organization and productivity has been increased 

because to its inclusive culture. 

1.4 Importance of Inclusive Leadership and Workplace Culture 

Inclusive workplace and inclusive leadership are needed to reduce the rate of female turnover as an employee and provide a 

workplace where individuals of any gender can thrive. Policy development, eradication of bias, and positive promotion of 

diversity in an enterprise are all leadership roles to create an environment of inclusivity. Gender equity is beneficial for business, 

workers, and women. It increases engagement, innovation, and productivity. Organizations risk losing smart brains, losing 

morale, and their reputation as a choice employer if they fail to place inclusivity on their top agenda. Organizations can create a 

culture that fosters professional development, introduces diverse ideas, and unleashes potential among employees by ensuring 

that leadership is actively engaged in bringing gender diversity and that organizational culture is aligned with inclusive values 

(Iqbal. 2025). 

1.4.1 The Role of Leadership in Promoting Diversity and Inclusion 

The foundation of every effective D&I strategy is strong leadership. Policies that empower women, combat discrimination, and 

promote equal opportunity are products of leaders that make inclusivity a top priority. Workplace policies that promote gender 

parity, employee development initiatives, and recruitment methods all demonstrate their dedication to building a diverse 

workforce. 

Setting the Tone from the Top 

Employees are more inclined to embrace diversity programs when senior executives actively support them, as leadership sets the 

example for the entire firm. Leaders should not merely talk the talk when it comes to inclusivity; they should walk the walk by 

enacting policies that are welcoming to women, guaranteeing that they have equal opportunity to develop in their careers, and 

removing the structural hurdles that prevent them from doing so. Big names in technology like IBM and Microsoft, for example, 

employ chief diversity officers (CDOs) to spearhead diversity-related projects and advise senior management on how to 

incorporate them into overall company strategy. Mentorship programs, women-specific leadership training, and organized 

career tracks to top positions are all part of these efforts to empower female employees. 
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Encouraging Women in Leadership Roles 

Encouraging gender diversity in the leadership is an established tradition for creating a diverse workplace for all workers. Those 

firms that outperform the firms with comparable executive teams are those whose executive teams include both genders. More 

diverse viewpoints, better risk-taking, and greater employee engagement are the outcomes for firms that seek and encourage 

women to leadership roles. To bridge the gap in executive roles between women and men, organizations need sponsorship 

initiatives where talented women are sponsored and promoted by high-level executives who champion for their careers. 

Sponsorship is not the same as mentoring since it involves influential men leveraging their power to propel women into 

leadership roles and executive-level positions. Having women in positions of authority makes them feel that they are part of a 

group and encourages them to reach for the stars (Kossek, 2018). 

Table 3: Leadership Strategies for Promoting Inclusive Workplace Culture 

Leadership Strategies Implementation Approaches Expected Outcomes 

Addressing Unconscious 

Bias 

Bias training, blind recruitment, structured 

performance evaluations. 

Fairer hiring/promotions, diverse leadership 

representation. 

Flexible Work Policies Remote work options, parental leave, and 

caregiver support programs. 

Higher retention, better work-life balance, 

increased job satisfaction. 

Active Mentorship & 

Sponsorship 

Leadership commitment to mentoring women 

for leadership roles. 

More women in senior positions, career 

advancement opportunities. 

Building an Inclusive 

Culture 

Zero-tolerance discrimination policies, diversity 

task forces. 

Higher engagement, improved workplace 

morale, reduced bias. 

 

1.4.2 Addressing Unconscious Bias in Hiring and Promotions 

Women may face obstacles in the areas of employment, promotion, and job advancement due to unconscious biases, which are 

long-held prejudices. Despite their inadvertence, these biases pose serious obstacles to gender parity on the job. It is imperative 

that leaders and HR experts actively seek out instances of prejudice in decision-making and work to eliminate them (Kossek, 

2017). 

Bias in Hiring Practices 

Preconceptions about women's lack of natural leadership abilities could encourage hiring supervisors to subconsciously favor 

male candidates. This bias perpetuates the glass ceiling effect by preventing women from reaching upper-level positions. 

Companies may fight this by instituting evaluation standards that are both fair and systematic in their hiring procedures. 

Some effective strategies include: 

• Blind Resume Screening – Removing gender-identifying details from resumes to ensure selection is based purely on 

qualifications and experience. 

• Diverse Hiring Panels – Involving interviewers from different genders and backgrounds to provide a balanced 

assessment of candidates. 

• Standardized Interview Questions – Using structured interview formats to reduce the influence of personal biases on 

hiring decisions. 

Bias in Promotions and Performance Evaluations 

Evaluations of women's performance are notoriously difficult since they are more likely to be based on subjective opinions than 

on hard data. Research shows that women are more likely to face criticism for being aggressive, a quality that is frequently 

lauded in male coworkers, and that they are given less credit for their achievements overall. 

Organizations can address this bias by: 

• Putting an end to subjective performance appraisals and replacing them with objective metrics of success. 

• Giving supervisors and other management training on how to spot and overcome promotion bias. 

• Promoting the use of 360-degree feedback in order to give a comprehensive assessment of an employee's 

performance. 

Employers can foster a more fair work environment by actively working to eradicate unconscious bias, which in turn guarantees 

that promotions and hiring are based on merit. 

1.4.3 Creating a Workplace Culture That Values Gender Equality 

A gender-neutral workplace is one in which all employees, regardless of their gender, are treated with dignity and respect and 

given the tools they need to succeed. Policies, education, and leadership responsibility are necessary for its creation. 
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Implementing Family-Friendly Policies 

One of the biggest challenges faced by women in the workforce is balancing professional responsibilities with caregiving duties. 

Companies that recognize this and provide flexible work arrangements are more likely to retain female talent. Some effective 

policies include: 

• Flexible Work Hours and Remote Work Options – Allowing employees to manage their schedules in a way that 

accommodates personal responsibilities. 

• Parental Leave for Both Genders – Encouraging men to take paternity leave to normalize shared caregiving 

responsibilities. 

• Childcare Support Programs – Providing on-site daycare facilities or financial support for childcare expenses. 

Organizations like Google and Deloitte have successfully implemented such policies, resulting in higher retention rates and 

improved employee satisfaction. 

Zero Tolerance for Workplace Harassment 

A safe and respectful work environment is essential for promoting gender equality. Companies must adopt a strict zero-

tolerance policy against workplace harassment, including: 

• Employees can report concerns without fear of reprisal thanks to transparent reporting channels. 

• Ongoing education on how to recognize and avoid harassment in the workplace. 

• Executives must take responsibility for implementing safety policies in the workplace. 

Reducing employee turnover caused by hostile work settings is possible when women work in a workplace that promotes safety 

and respect. 

Employee Resource Groups (ERGs) and Women’s Networks 

One way to help women succeed at work is to form employee resource groups (ERGs) whose sole purpose is to advocate for 

women's success. For women looking to advance in their careers, these organizations provide resources such as mentors, 

networking events, and leadership development programs (Palmer Johnson, 2021). 

Successful examples of ERGs include: 

• Lean In Circles (Facebook and other tech firms) – Small peer groups that encourage women to support each other’s 

professional ambitions. 

• Women@Google – A global initiative that provides leadership training, networking opportunities, and advocacy for 

gender-inclusive policies. 

Such initiatives help foster a sense of community and empower women employees to pursue leadership roles within their 

organizations. 

2. Literature Review 

Ali et al. (2025) examine the effect of inclusive supervisory practices in reducing turnover intentions and enhancing workplace 

social inclusion among different age groups. Employee commitment and retention can be significantly enhanced if managers 

attempt to foster inclusivity. This is done by valuing the employee's contribution, giving them fair opportunities for 

advancement, and maintaining open communication. Workers who are welcomed and appreciated in the office don't often want 

to be someone else's employees, says authors of this study, since they like to work and they are happier. Workers of other 

generations will keep on their minds something else that matters in the office; new employees, e.g., could value stability and 

respect more than flexibility and teamworking, writes this study. This highlights the need for firms to adopt a cutting-edge 

strategy in formulating inclusive policies to manage the needs of their diversified employee base. Powerful inclusive leadership 

frameworks are linked to reduced attrition, greater workplace harmony, and increased productivity, study authors claim. 

Scholarly science and engineering have traditionally excluded women, and as such Bilimoria, Joy, and Liang (2008) focus their 

analysis on gender inclusion in the field on demolishing these obstacles. In promotion and hiring bias that is subtle, absence of 

sponsorship and opportunities for mentoring, and exclusion from influential professional networks are some of the structural 

and cultural obstacles that are revealed through their research. The research brings to light how these barriers prevent women 

from career progression and being able to influence key decisions, consequently resulting in their underrepresentation at top 

academic and leadership levels. In order to create an inclusive academic community for all students, the authors argue, 

institutional reform must be achieved. Hiring campaigns that prioritize diversity, leadership development, and mentorship 

programs are all included in this program. The research continues by stating that when not only are laws put into place but also 

enforced and embedded into the business culture, it works to make the workplace more even. Evidence confirms that retention, 
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job satisfaction, and research productivity among female professors are all positively influenced by the implementation of formal 

inclusion programs in institutions of higher education and research institutions. To institutions committed to bringing an end to 

gender inequalities and constructing inclusive models for the future, this study presents a crucial blueprint. 

In spite of employment equity laws that seek to enhance workplace diversity, Booysen (2007) analyzes the challenges Black 

professionals in South Africa face in attempting to achieve and sustain managerial roles. Institutionalized racial prejudices, 

resistance from the existing leadership, and restricted professional development opportunities still haunt Black employees, the 

report finds. Most companies have equal employment policies in place merely to meet the technical requirements of the law, 

and the laws fail to do very much to resolve the structural and cultural injustice which pervades the majority of corporations. 

Informal networking, mentoring, and access to leadership roles are dominated by powerful groups over time, Booysen records, 

and form a cliquish work environment. It particularly applies to Black professionals. Consequently, Black managers experience 

slower career progression and greater turnover, and they seek alternative employment that is more accepting of diversity. The 

research emphasizes the need to actually change culture, to hold leaders accountable, and to work continuously to eliminate 

systemic barriers in order to attain true inclusivity, not merely to comply with diversity policies. Organizations can create a more 

equitable work environment through promotion of diversity and inclusion initiatives. These programs would involve training 

leaders within marginalized communities and unbiased means of measuring performance. The research concludes that the 

creation of true workplace equality and inclusion takes a long process that calls for legislative and also cultural change. 

A paradigm of resilience to facilitate gender inclusion is offered by Bridges, Wulff, and Bamberry (2023) following their research 

on the barriers to women in male-dominated careers. Their study indicates the cultural and structural barriers that women face in 

attempting to enter and thrive in male-dominated fields such as manufacturing, engineering, and construction. Based on the 

findings of the study, women in the two professions are confronted with a repertoire of challenges that constrain their career 

development and job satisfaction, including discrimination, unconscious biases, and social professional network exclusion. To 

prevent these challenges, the authors advocate for initiatives to build resilience, including leadership development schemes, 

mentorship programs, and policy reforms in organizations toward greater gender equality. Equal chances for development and 

leadership roles for women must be the agenda, and the research mandates the importance of developing working spaces that 

appreciate and respect contributions in diversity. Organisations can bridge the gap in the working environment by applying 

resilience-based strategies that appreciate women, making them feel safe and committed to work diligently in traditionally male-

dominated professions. 

There is a thorough review of gender dynamics in trade jobs done by Bridges et al. (2020), providing a qualitative analysis of the 

prevailing problems faced by women in these jobs. Research indicates that in-job discrimination, ingrained cultural norms, and 

the absence of supportive regulation are all factors for the underrepresentation of women within licensed trades when there is 

pressure for greater gender diversity within such occupations. That women consistently experience barriers in the form of job 

sexism, non-allocation for mentors and training, and absence from management posts is a key observation. The study also 

highlights the importance of gender-neutral recruitment, focused career development programs, and policies tackling 

unconscious biases as measures to reduce the impact of such barriers at work. The study also highlights the significance of 

company culture, noting that women employees are more likely to stay with companies that actively fight gender norms and 

encourage diversity. Actual gender equality within the skilled trades, in the authors' view, can only be begun by means of 

cooperative endeavor involving social change, lawmaking, and ongoing programs for helping women to get into these trades 

and progress. 

Despite increased public and policy change, there are still gender inequalities in the medical and scientific professions; Coe, 

Wiley, and Bekker (2019) discuss how best practices have been adopted for achieving gender equality in the professions. 

Institutional barriers, like pay discrimination on the basis of gender, women's underrepresentation at decision levels, and 

unconscious bias in the recruitment and advancement processes, continue to be prevalent, as revealed by their work. The 

authors present a list of measures to be taken that are effective in increasing gender equality in the workplace, including truthful 

and open hiring practices, formalized sponsorship and mentoring programs, and policies that support a good work-life balance. 

The survey continues to explain that it is not enough that companies pass policies supporting diversity and inclusion; they should 

try hard to actively build cultures inclusive of diversity and inclusion. Apart from that common misconception, research proves 

that businesses that incorporate equity policies in the workplace have improved innovation, employee motivation, and overall 

performance, so gender inclusion is obviously a successful business tactic. Gender diversity can be more than a dream; it can be 

a requirement for organizational success by institutions embracing best practices in a model designed to fit women's needs in 

the scientific and medical field. This will result in more equitable and sustainable career paths. 

 

 



JGCS 5(1): 20-32 

 

Page | 29  

3. Methodology 

3.1 Research Design 

The research aims to find out the factors behind female employee turnover and the extent to which organizational inclusive 

practices can prevent it. For this purpose, researchers applied a mixed-method research approach involving qualitative and 

quantitative methods. Quantitative approach includes the application of systematic questionnaires to collect huge amounts of 

data related to job satisfaction, work-life balance, opportunities for career advancement, and workplace problems among female 

employees across various industries. Statistical methods such as regression models and correlation analysis will be applied to 

search for associations between variables such as organizational culture, leadership, and employee turnover policies. To have a 

clearer understanding of the employment patterns of women in the labor market, we will also study secondary sources of 

information like HR reports, labor market statistics, and industry-specific studies. The qualitative approach, employing techniques 

like focus groups and in-depth interviews, attempts to learn more about the actual experiences of the women's employees. 

Investigating personal stories on workplace inclusion, career development impediments, and corporate support systems will be 

the aim of these qualitative methods. We will also interview HR professionals and business leaders to find out about challenges 

and solutions in creating inclusive workplaces for women and men. Secondly, the study will also venture into the firms that have 

performed diversity and inclusion successfully and will analyze the policies and culture reforms that have been successful in 

retaining women on their payrolls once hired. Organizations that are keen on lowering the women's turnover rate in their 

organizations can utilize the study's practical suggestions based on a combination of scientific evidence and experiential 

knowledge because the study is grounded on an integrated approach. 

3.2 Theoretical Analysis 

Gender equity and organizational behavior theory underpinnings of this research provide a platform through which 

systematically one can study the causes and implications of female employee turnover with reference to inclusive workplace 

practices. Investing in staff development is beneficial to companies since Human Capital Theory posits. This is due to the fact 

that companies with high-motivation and high-talent individuals exhibit a leaning towards creativity and delivering quality work. 

Specifically, career development, mentorship, and leadership training are extremely beneficial to women employees' career 

advancement and job retention. The employer needs to invest in these areas lest the employees receive more favorable offers 

from other employers. Perceived organizational justice significantly determines job satisfaction and employee job retention as 

framed in Equity Theory developed by John Stacy Adams. Female worker turnover will be at its peak if they become devalued 

and isolated by way of remuneration, career planning opportunities, workload division, or reward disparity. Retention is most 

likely to be enhanced by correcting these through equal leadership opportunities, merit-based performance appraisals, and 

transparent pay scales. Social Role Theory hypothesizes that women's careers are influenced by traditional gender scripts. The 

majority of women are saddled with social obligations to take care of others, which can trap them in their work or even drive 

them out of the labor force. To ease these restrictions and create a more welcoming workplace, organizations can implement 

family-friendly policies such as flexible work arrangements, maternity leave, and child care assistance. Transformational 

Leadership Theory places the importance of inclusive leadership at center stage when it comes to creating a healthy workplace. 

Workers are more effective and happier in their jobs when their leaders promote diversity positively, fight discrimination, and 

create opportunities for women. Mentoring, advocacy of gender-balanced legislation, and taking an active role in building a 

culture of respect and justice are all attributes of effective leadership in this case. This study will apply these theoretical models 

to examine current workplace legislation and determine if they are in line with or diverge from these principles. If they are not, 

then it will determine areas that need reform. 

3.3 Ethical Considerations 

Ethical concerns are of greatest importance in carrying out the research fairly, honestly, and in relation to the participants due to 

the sensitive nature of the topic. All participants will be requested for their consent after they have been properly informed of 

the purpose, methods, risks, and the right to withdraw at any time without adverse consequences. When handling such delicate 

topics as gender discrimination, discrimination at work, or work problems, it is important to exercise caution when applying this 

consent process to warrant trust and voluntariness. Confidentiality and anonymity measures will be strictly used to conceal 

participants' identities and sensitive data. In the interests of guarding the privacy and professional integrity of all the participants, 

we shall anonymize and store all the results of the surveys, the interviews, as well as the case study data in a secure place. We will 

present the results in a general form so as to ensure that the participants' privacy is again safeguarded since they cannot be 

traced to any individuals. A representative group of women across various industries, levels of experience, and types of 

occupations will be represented in the study to ensure objectivity and equity. The diversity is required in preventing data 

collection and analysis biases and to get a wide variety of experiences. The study will also consider the way women's identities 

are constructed through intersectional characteristics like race, socioeconomic standing, and disability, as these elements alter 

women's lives in the workplace. Finally, the questionnaire and interview questions will be framed in such a manner that 

discomfort and pain are avoided in terms of the participants' feelings, since their well-being is our concern. Members will be 

allowed to skip questions that make them uncomfortable, given the sensitive nature of issues such as gender inequality and 
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employment discrimination. Members will also be made aware of resources to aid them in such instances, such as HR grievance 

procedures, women's advocacy organizations, and counseling services. The validity and reliability of the study will be guaranteed 

through adherence to these ethical standards, maintaining participants' feelings of safety, respect, and appreciation during their 

sharing of experiences. 

Table 4: Common Barriers Leading to High Women Employee Turnover 

Barrier Type Description Impact on Women Employees 

Gender Pay Gap Unequal wages for similar work compared to male 

colleagues. 

Lower job satisfaction, decreased 

motivation. 

Lack of Career Growth Fewer promotions, leadership roles, and professional 

development. 

Career stagnation, job dissatisfaction. 

Workplace 

Discrimination 

Gender bias in performance evaluations and promotions. Increased turnover intentions. 

Work-Life Imbalance Rigid work schedules and lack of flexible work 

arrangements. 

Higher stress, reduced retention. 

Insufficient Mentorship Fewer mentorship and sponsorship opportunities. Limited career progression, 

disengagement. 

 

4. Finding & Discussion 

4.1 Findings 

The research discovered that the primary reasons why women leave work are due to gender-based discrimination issues, career 

stagnation, income inequalities, and balance between work and family. Interview and survey research reveals that most women 

leave employment because they lack mentors or sponsors, two critical resources with which to move forward in one's company. 

If women are not able to proceed in leadership positions and do not find their contribution worthy in the appraisal, then they 

become de-motivated and choose to resign from the firm. Besides that, most of the women earn less money compared to men 

for performing similar or equal jobs, and such discrimination between sexes prevails across every sector. Discontent resulting 

from unfair pay prompts most of these highly trained professionals away to seek other employment where they will be fairly 

compensated and there are more even guidelines. Women employees, particularly those taking the role of caretakers, continue 

to express greater concerns about creating a healthier balance between work and life, according to another highly relevant 

study. Researchers discovered that women workers were more likely to quit firms that did not give them flexible work schedules 

or decent family leave policies. Most of the respondents claimed that they are unable to promote their careers since they have 

unhelpful workplaces, rigid working hours, and restricted access to childcare (Nkansah-Dwamena, 2024). Figures from companies 

that have managed to implement inclusive practices—such as telecommuting, flexible working hours, and paid maternity leave—

indicate that these actions significantly enhance the rate of retention of women employees. Turnover and disengagement are the 

consequences of women's perception of an unwelcoming work environment as a result of implicit biases in hiring, promotions, 

and with colleagues. Because of fostering an inclusive culture where all belong, businesses that actively encourage diversity and 

inclusion see a reduction in employee turnover, says HR professionals and business leaders that were interviewed. Based on this, 

it is apparent that businesses need to move quickly to address issues leading to women exiting en masse (Ryan, 2008). 

4.2 Discussion 

The research emphasizes the importance of workplace diversity in reducing women employees' turnover rate and creating a 

more balanced work culture. Gender-sensitive policies, transparent performance evaluation mechanisms, and merit-based 

promotion criteria in an organization can potentially enhance women's retention rates and job satisfaction significantly. 

Implications of this study concur with Equity Theory that explains if the compensation, appreciation, and chance to be promoted 

for employees feel to be in an equitable measure, they tend to remain within the organization. The female workers have a better 

likelihood of resignation from firms for discriminating unfairly with them as opposed to having equality when such a situation is 

presented. The research also lends support to Social Role Theory, which posits that gender role expectations in society and 

traditional gender roles dictate people's work lives. Organizations must embrace family-friendly policies such as paid parental 

leave, flexible working schedules, and on-site child care support because women, particularly those who are taking care of 

others, are likely to suffer from career plateauing due to unsupportive work practices. To deal with the high staff turnover among 

women, inclusive leadership is also a core component (Sabharwal, 2019). Diverse and inclusive leadership companies should 

have more engaged employees, retained customers, and reduced staff turnover, as noted in the report. The most challenging 

aspect is the gap between policy words and the firm's culture. Maybe diversity policies are written down, but in recruitment, 

promotion, and performance evaluation of employees, gender discrimination runs amok because nobody is being held 

accountable for carrying out such policies. Organizations must move beyond making rhetorical pronouncements about solving 

this problem; they must have policies to execute pay transparency, mentoring, and actual things such as bias training and 
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accountability mechanisms for managers. Also, if you wish to retain women in the long term, ensure that they work in a space 

where they can freely express themselves, feel valued, and feel empowered. CEOs of companies should consider retaining female 

workers as both a competitive and ethical and moral issue. In line with earlier research, diverse teams are more innovative, make 

better decisions, and are financially healthier than their non-diverse counterparts. Companies can make workplaces more 

efficient, retain and recruit the best female talent, and become industry leaders in equality and employee satisfaction by 

encouraging diversity in the workplace and gender diversity (Sahoo, 2016). 

Table 5: Organizational Practices for Reducing Women Employee Turnover 

Inclusive Practice Implementation Strategy Expected Outcome 

Equal Pay Initiatives Regular pay audits, transparency in salary 

structures. 

Reduction in wage gap, increased 

retention. 

Leadership Development 

Programs 

Training, mentorship, and sponsorship for women 

employees. 

More women in senior positions. 

Flexible Work Arrangements Hybrid work, paid parental leave, childcare 

support. 

Improved work-life balance, higher job 

satisfaction. 

Anti-Discrimination Policies Strict policies, anonymous reporting systems. Reduced workplace bias and 

discrimination. 

Employee Resource Groups 

(ERGs) 

Women-focused support networks and leadership 

forums. 

Increased engagement, sense of 

belonging. 

 

5. Conclusion 

Elimination of gender inequality in the work environment, hidden biases, and institutionalized obstructions to career growth for 

women must be incorporated into any broad strategy to diminish female worker turnover. This article has discussed the ways in 

which gender discrimination, absence of mentoring, salary disparities, and challenges in balancing life and work are some of the 

factors that make women in the workforce leave jobs at high levels. The study centers on inclusive organizational practices, 

leadership support, and equal policies in attracting and retaining female talent and building a fair workplace. The outcomes are 

improved innovation, productivity, and employee satisfaction for organizations that prioritize DEI. Streamlined promotion 

systems, mentorship, flexible work practices, and pay equity policies produce lower turnover and higher workforce participation, 

demonstrating the unambiguous business case for gender diversity. These policies are not sufficient for companies to adopt 

them; they must roll them out aggressively, make senior executives accountable, and institute a culture of valuing and 

empowering women. Beyond compliance, companies need to make inclusion part of their mission statement and everyday 

practice if they ever hope to truly have an impact. To do so, buy-in from top management needs to happen, there needs to be 

ongoing review of policy, and open discussion of the barriers women face in the workplace. For sustained success, innovation, 

and competitive edge in the global labour market, companies have to break barriers and form a diverse workplace if they hope 

to keep hold of skilled female workers. 
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