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ABSTRACT 

 

In this fast-growing digital world and with the generative artificial intelligence picking up rapidly, innovation 

becomes crucial for the software industry. And as inclusion being the buzz globally, the challenges with gender 

diversity needs to be addressed. This paper aims to study the impact on innovation in the software industry with 

gender diversity, majorly focusing on the Indian IT industry and the gender diversity at the management level. 

Gender diversity and innovation will also have an impact on organization performance in the Indian IT market. 

The rate of innovation can vary from region to region based on multiple factors like the gender diversity gap at 

the executive levels. The study will be based on qualitative approach with the process of interviewing 51 samples, 

including male and female IT professionals from different range of ages, roles, and experiences representing all 

the sections like service and product-based companies. The conclusion of this study will help small and large 

organizations to plan different strategies around balancing the gender ratios at organization level, roadmaps for 

present and future innovations in the software world. This paper will provide path for more such research for 

the IT industry. 
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INTRODUCTION 

 

With Generative Artificial Intelligence making a great progress, the expectations for innovation in software 

development increases to a great level in the coming future. And, with agile methodologies, the speed of innovation 

needs to be more than the expectation to be ahead of customer needs, be it a software development or its maintenance 

or providing the required support to the end customers. Diverse leadership brings in diverse perspectives. This paper 

aims to find the impact on innovation in the businesses due to gender diverse leadership involvement focusing on 

Indian IT industry. 

 

Having a balanced diversity in the IT industry will highlight the readiness for a progressive society. As per the statistics 

produced, the Indian IT industry has generated 49 billion USD in the year 2022 and was estimated to be 51 billion USD 

by the end of FY23 (Statista Website, August 2023). In the Indian Union Budget 2023-24, the allocation for IT and 

telecom sector stood at Rs. 97,579.05 crore (US$ 11.8 billion) (Ministry of Commerce and Industry, Government of 

India, 2024). These new additions to the policies, like increase in the maternity leave plans from the Indian government 

and support through the budget allocation will help reduce the gender gap in the IT workforce (Dreze, Khera, 

Somanchi, 2021). If we talk about the future estimates, this revenue is expected to cross 200 billion USD in 2024. With 

this exponential growth of Indian IT industry, we can expect the women’s representation in the management roles to 

improve. The female leaders comprise approximately 17% of the overall leadership cohort within the IT market (Atal, 

Berenguer, and Borwankar, 2019).  Organizations have started including the innovation term in the vision and mission 

statements along with having new roles like chief innovation officer. The involvement of female gender at leadership 

level can support this to have better cultural diversity with more of innovation. The improving diversity of AI open-

source software projects, in terms of gender, race, geography is essential to improve the quality of these projects and 

their sustainability (Adams and Khomh, 2020). 

 

Innovation is always required to stay relevant to the market and ahead of need. Diverse gender leadership and higher 

commitment results to more trust and better performance (Toga, Qwabe, and Mjoli, 2014). When employees feel 

valued for their diverse perspectives and backgrounds, they are more engaged and satisfied with their work, leading to 

higher levels of commitment (Snaebjornsson and Edvardsson, 2013).   

 

This paper has accessed the situation of the IT industry in India with respect to the gender diversity. The study aims to 

highlight the areas to focus on improving the involvement of leaders with balanced gender representation for not only 
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decision-making but also managing large teams for new innovations and delivering excellence. The study explored the 

impact of diverse leadership on employee’s organizational commitment, trust, innovation, and creativity. The outcomes 

of this study provided a pathway for the existing and upcoming companies to focus on the gender ratio in their road 

maps and organization growth plan. This study also expanded the literature related to the gender distribution in the IT 

industry across, focusing on Indian market, which is currently very limited even though this topic is of great importance 

in the further development of the industry and the nation. 

 

1. Motivation behind Study 

 

In last two decades we have observed lot of improvement in the gender equality in India market. However, it further 

needs more study, improvement plans and opportunities. With all these studies we observe that there is a relationship 

between gender diverse leadership, trust, commitment, innovation, and organization performance.   

 

Regarding impact of gender diversity on innovation, the study by Garcia, Moreno, and Martinez (2013) states that 

incremental innovation is not impacted with gender diversity in a same way as radical innovations. At the same time, 

the studies by Griffin, Li, and Xu (2021) have a major observation that the firms with gender diverse boards have a 

greater number of patents and innovation efficiency. We see inconsistency in these findings.  

 

Regarding the impact of Innovation on Organization Performance, the studies by Gfrerer, Rademacher, and Dobler 

(2021) provide insights about innovation through digital transformation, which are the need for company’s 

sustainability and better performance with the contribution of female managers. The study by Striebing, Schmidt, 

Palmen, Holzinger, and Nagy (2020), provides in-depth information about the policies around gender equality and 

innovation capacity in the organizations. However, these studies do not show relationship between innovation and 

organization performance.   

 

Regarding the impact of gender diversity on organization performance, the study by Gomez, Lafuente, and Vaillant 

(2018), indicated that having gender diversity affects business performance positively. But the survey in this study was 

conducted only with one organization from one country as a sample. So, further research is needed in this area as well. 

The study by Joy and Abbas (2016), is focused only on the HR department in the IT industry. 

 

Regarding the impact of trust and commitment on organization performance, the study by Tezergil, Kose, and Karabay 

(2014), concludes that the impact of trust is positive on employee commitment but does not relate this to performance. 

Also, this study was restricted to only one nation.  

 

To summarize, the gaps we observe in all these literatures are: 

1. Having lack of detailed study around gender diverse leadership in Indian IT industry. 

2. These studies lack to check on the relationship between – 

 Gender Diversity and Trust, Commitment, Innovation, 

 Trust, Commitment, and Innovation 

 Gender Diversity and Organization Performance 

3. There aren’t enough samples from the IT market to investigate the link between trust, commitment, innovation, 

and organization performance. 

4. All demographic variables like age, gender, education, and work experience are not considered for the Indian 

sample in these studies.  

 

This study aimed to investigate the relation between gender diversity and innovation with the variables like trust, 

commitment, and organization performance. 

 

REVIEW OF LITERATURE 

 

To be ahead of market in terms of innovation, it is important to balance the gender ratio.  The findings of this study can 

show new paths for improvement on innovation strategies.  

 

3.1 Impact of Gender diversity at Executive levels on Innovation  
 

As per the authors of the journal related to Innovation and Gender Diversity at Management level (Ruiz-Jimenez and 

Fuentes-Fuentes, 2016), the gender diversity in the top management team moderates both product and process 

innovation positively. A sample of 205 Spanish SMEs from technology sectors and a hierarchical regression analysis 

were used to test the hypotheses. The management capability is enhanced with equal ratio of men and women 

participating in the innovation of product or process. The study also tries to understand the factors of the management 

capabilities impacting the organization’s achievements. The variables being used were Innovation Performance, 

Management Capabilities, and Gender diversity to analyze the data collected. It tries to contribute to the evidence that 

assesses the effect of gender diverse top management teams on innovation. The findings are in line with the hypothesis 



a
a 

International Journal of Enhanced Research in Management & Computer Applications, 

ISSN: 2319-7471, Volume 14 Issue 10, October 2025 

 

 

Page | 3 

that effective management capabilities generate new innovations at the firm. Gender diversity in top management 

simulates better communication, trust, and new ideas. It is providing multiple working styles and different point of 

views. However, there wasn’t a direct link of management gender diversity with the innovation. There are other factors 

too impacting here that needs more study. 

 

Innovations lead to increase patents globally. When there is gender diversity in the organization’s executives, it will 

add to more discussions around innovations in multiple areas and hence that leads to addition to the number of patents. 

This concept is applicable across domains, markets, and countries. This is illustrated in a study, wherein the authors 

examine the relationship between gender diversity and corporate innovation, has a major observation that the firms 

with gender diverse boards have a greater number of patents and innovation efficiency (Griffin, Li, and Xu, 2021). It 

also says that gender diverse boards witnesses more diverse innovation as different perspective comes into count with 

gender diverse leaders. The data was examined from 45 different countries, within and cross-country board 

characteristics. The sample was collected from multiple sources. This study has a large amount of data and analysis 

with information. However, it has limitations, such as the study is looking at innovations that were part of patents. It is 

not focusing on any one industry like the software development sector. 

 

This study has a large amount of data and analysis with information. However, it has limitations, such as the study is 

looking at innovations that were part of patents. It is not focusing on any one industry like the software development 

sector. 

 

Groups focusing on R&D work in software or hardware technology industries need to be very innovative to achieve 

their respective goals. Now, innovations can be smaller which means that changes can happen in small increments. 

Gender diversity plays important role in radical innovations too. 

 

This very concept is proved by the authors of a journal on gender diversity within R&D teams, (Garcia, Moreno and 

Martinez, 2013) have studied about the gender diversity with R&D teams and its impact on innovation. It states that 

gender diversity in R&D team is leading to radical innovation positively. However, incremental innovation is not 

impacted by gender diversity in a similar way. 

 

The innovation efficiency can also be varied based on the gender ratio involved in the innovation process. There has 

been a positive link between a balanced gender ratio and innovation efficiency.  

 

The authors of the study on gender equality affecting the research and innovation systems (Buhrer, Schmidt, Palmen 

and Reidl, 2020), discuss the two major German flagship programs that aimed at increasing female researcher 

participation. The theory-based evaluation approach was adopted in identifying gender equality and its impact 

innovation. The study analyzed several women leaders to check whether an increase in their proportion can affect 

innovation. The findings suggest that the increase in female researchers improved female publication and citation rates. 

It is observed that the gender diversity in R&D teams can promote innovation efficiency through different processes 

increasing innovation efficiency. The positive effect of gender diversity on innovation efficiency is stronger with 

intense work task (Xie, Zhou, Zong, Lu, 2020). 

 

There are certain limitations to the study, such as not all factors are being considered. Only programs implemented in 

Germany are considered. Only university and non-university professors were majorly considered. Information 

Technology was not related here. 

 

The innovation is driven by employees at a firm. As per the authors of the paper on the effect of gender diversity and 

gender equality on firm innovativeness, the innovation process is driven by employee knowledge (Hayashi, Vermeulen, 

and Knoben, 2019). The knowledge and the experience of individual employees add to the initiatives around innovation 

(Leonard, and Sensiper, 1998). The knowledge of employee is a critical part of innovation not only at individual level 

but also at group and org level (Ipe, 2003). It has also been observed that diversifying the internal and external 

knowledge pool (Milliken and Martins, 1996) has benefited innovation in the developing countries (Fernandez, 2015). 

Another study states that gender diversity within R&D teams results in high levels of innovation in IT industries (Díaz-

García, Moreno, Martinez, 2013). For the Indian IT industry wherein, we now see better access to education for girls, 

we expect better gender equality and its impact on innovation.  More the contribution from all the genders equally, 

better will be the knowledge pool which is a driver for any firm for innovation (Ritter-Hayashi et al., 2019).   

 

As per the Human capital theory (Becker, 1964), diversity in education, skills, experiences, and capabilities improves 

the organization performance. Diversity being of multiple forms and gender one of its forms (Erhardt et al., 2003). The 

judgement and decisions making gets affected by the profiles of board of directors (Harjoto et al., 2015). Female 

directors with qualitative approach may have a better influence in the firm’s decisions leading to firms’ better 

performance (Khandelwal et al. 2023). They can also have decisions in investing in innovative projects. They also 

bring not just higher levels of knowledge and qualifications but also expertise required for business growth (Pandy et 

al. 2022). They are likely to contribute to firm’s innovation and creativity levels (Hillman et al., 2002). Women may 
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also add on to more resolution options within a firm’s complex issues and strategic decisions (Daily and Dalton, 2003). 

As per the resource dependence theory, directors provide advice creating communication channels with external groups 

that effect the firm’s performance (Pfeffer and Salancik, 1978). This will also lead to having a larger networks and 

external connections which may offer many more innovation opportunities. Firms with gender diverse boards also carry 

higher number of patents with greater innovation efficiency. From the 21 emerging economies, Attah-Boakye et al. 

(2020), it is observed that female directors enhance the innovation levels. Bouchmel et al., (2022), show that women in 

board increase the expenditure for innovation to generate more patents. On the other hand, Bianchi et al. (2012) found 

that a board with more females does not have much impact on investment for innovation. At the UAE banks, it is found 

that there is no relation between women leaders and innovation Iren and Tee (2018). Galia and Zenou (2012) show that 

there is no impact of product innovation but has positive impact on innovation for marketing. Almor et al. (2019), say 

that there is a negative impact on R&D investments. From the human capital and resource dependence theory, we can 

assume that women directors bring in more knowledge, qualifications, expertise and creativity for innovation along 

with larger connections with external groups driving more offers. 

 

3.2 Impact of Gender Diversity on Organization Performance 
 

Gender diversity of the leadership team can impact the overall performance of the organization. A gender balanced 

team of executives will have a positive link to the organization performance. 

 

Better business growth can be planned well with proper involvement of both male and female leaders. 

The study conducted by the authors on Gender Diversity in Board aims to investigate how gender diversity in top 

management affects business performance (Gomez, Lafuente and Vaillant, 2018). A sample of 54 Colombian public 

businesses for the period 2008-2015 was considered in this analysis. The findings indicate that having gender diversity 

affects the business performance positively. It is observed that there is a positive effect on the business performance 

when there are women’s representation in the boardroom, which means at the top leadership management level.  

 

The study is also trying to understand where women’s presence is lacking and the possible reasons for such 

underrepresentation. This study proves the hypothesis that gender diversity is positively affecting the business growth 

with certain limitations, like the collected data does not directly contribute to the organization’s strategy making or 

business growth. There is no evaluation of selection process of top management members. This data is limited to the 

Colombian region for a defined period of 2008 to 2015 only. 

 

The foundation of people performing certain career is linked to their education. There needs to be a balance in gender 

ratio right at the education level so that we can expect a similar ratio to carry forward in the jobs. Having an 

educational background of computers and related subjects is crucial in the IT industry. 

 

The authors of a paper, trying to study the gender equality in Information Technology sector (Reinen and Plomp, 1997) 

have considered the data for the study sources from the International Association for the Evaluation of Educational 

Achievement (IEA), where the gender in education from many countries has been investigated. The findings in this 

study indicate that females know less about information technology and are less interested in computers and its 

software compared to the male students. The parental support, access to computers, amount of female role models and 

computer activities carried out at school can be a few causes for such a scenario.  The authors stresses on the point of 

raising awareness about this to both teachers and parents for taking the right actions to create the gender equality.  The 

data was collected from an international comparative survey of computers in education. It included data from 30 

countries from 1989 and 1992.  

 

The findings indicates that the concerns of many educational practitioners about gender equity are genuine. The study 

provides possible root causes and few solutions to improve the gender inequality in the Information Technology. This 

study has many limitations, like, the study is very old and now the scenario would have changed. It is considering data 

only for survey from one organization. 

 

Another paper tries to examine whether gender influences the innovative human resource practices of employees. India 

has the advantage of cheaper software engineers compared to many other nations in the IT industry. Also, the software 

sector has provided a healthy environment to women employees because of its gender equality-oriented practices. The 

sample collected was from a survey form for 400 employees working in 15 IT firms. The data was captured with the 

help of structured questionnaires. Data analysis was carried out with the help of one-way ANOVA using SPSS 

software. This study finds that gender has an influence on the perception of innovative human resource practices of 

employees. It further states that female employees perceived higher levels of the importance and satisfaction of 

innovative HR practices compared to that of male employees working in the IT industry (Joy and Abbas, 2016). These 

results show that practices promoting gender equality have been effective. However, this study has few limitations. It is 

considering only the HR innovative practices and not about the innovation in software development. Women at 

leadership level are also not part of consideration. 
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Whether an organization in well established, growing or a start-up, each one needs to focus on create an inclusive and 

diverse environment that can lead to better performance of organization. Inclusion of women leaders will have positive 

effect of performance. 

 

One such study investigated the influence of gender diversity in the board on the organization’s performance 

(Simionescu, Gherghina, Tawil, and Sheikha, 2021). The study was performed using a sample of Standard & Poor’s 

500 companies belonging to the information technology sector for over 12 years. The method used was the pooled 

ordinary least squares (OLS), and the outcomes showed a positive influence of the presence of women on the board on 

the company’s performance. The sample included all IT companies covered by Standard & Poor’s 500 Index. 71 

companies were considered during the period of 2009 to 2020. The quantitative data was captured from the Bloomberg 

database. A robustness evaluation was also carried out employing panel data fixed-effects and random-effects 

regression regarding the impact of board gender diversity on ROA. Many other corporate governance variables and 

firm-level control measures were considered as variables. The study concludes with a positive effect on women 

company performance. The study also provides policy suggestions for further improvement as it can enhance 

productivity, creativity, and innovation. The diversity at senior management with the adoption of different practices 

positively impacts the organization performance (Nishii, Gotte, Raver, 2007). 

 

However, there is no strong link between board gender diversity and Return on Assets, but a positive impact of 

diversity on price to earnings ratio or increase in profits was found. This study does not focus on innovation 

performance. 

 

At workplace when there is discrimination based on type of work and gender, that leads to loss of trust and motivation 

in the work force. This will act as a barrier to the career growth of the individual as well as for the organization 

performance. It can result in lowering the team performance too. This is illustrated in the research on workplace gender 

diversity with its benefits and policies around it (Fine, Sojo, and Smith, 2020). This study clarifies that any 

categorization of gender at work may lead to negative organizational outcomes, via a loss of trust or cooperation. This 

study states that female representation can also be impacted based on few other factors like industry’s financial 

indicators, such as industry type or size.  

 

Now, this literature too does not consider samples or studies from Indian IT market, and this is a limitation here.  

There has been numerous positive impact of gender diverse board on the firm’s performance in multiple countries like 

France (Sabatier 2015), Russia (Garanina and Muravyev 2021), the UK (Brahma et al. 2021), Mauritius (Mahadeo et 

al. 2012), China (Liu et al. 2014), and India (Sanan 2016; Sarkar and Selarka 2021). The performance is measured in 

terms of ROA and ROE, market performance metric Tobin’s Q (Tobin 1969), or a combination of these indicators.  An 

analysis carried out by Low et al. (2015) on board diversification and organization performance in East Asian countries 

like South Korea, Hong Kong, Malaysia, and Singapore. They too state that there is a positive impact of females in the 

board on the ROE especially in the nations with limited involvement of women in economy growth. Belaounia et al. 

(2020), analysed companies across 24 countries and found that firms with greater female directors outperform in 

overall organization’s performance with increased ROA. Also, Tobin’s Q. Terjesen et al.’s (2016) research on 

companies from 47 countries shows that gender diverse leadership impact positively on Tobin’s Q and ROA indicators. 

Pucheta-Martínez and Gallego-Álvarez (2020) also associated women’s presence in board and organization 

performance by analysing companies from 34 countries. 

 

Top management is also the decision makers. Monitoring of managers is observed to be better with diverse boards as 

they also have increased independence (Carter, Simkins, and Simpson, 2003). Diversified boards impact the 

organization performance and value which enhances the stakeholder’s confidence (Hassan and Marimuthu, 2014). On 

the other hand, research on women in board rooms and their impact on performance found that gender diversity 

resulted in poor firm performance (Adams and Ferreira, 2009). Gender diversity in board results in acting on the 

responsibility effectively (Marimuthu and Kolandaisamy, 2009). Ambiguity is visible in this previous research 

regarding issues at the board level (Hassan, Marimuthu, and Kaur Johl, 2015). These studies in the past used older 

techniques to investigate the diversity issue. It is required to re-assess the situation with different sample size (Hassan, 

Marimuthu, and Kaur Johl, 2015). 

 

3.3 Impact of Innovation on Organization Performance  
 

Businesses need to become digital not just to be relevant to market but also to stay ahead. The software in production 

should be ready to incorporate the new features based on customers need. There are multiple challenges in such a 

transformation right from the limited budget to the lack of knowledge. Diversity in gender can support the teams to 

overcome these challenges as it creates a smooth platform for open discussions to resolve the issues. 

 

As per the study in the research paper related to Innovation and Digital Leadership (Gfrerer, Rademacher and Dobler, 

2021), Managers have been facing challenges in digital transformation and innovation. The study says that gender 

diverse management can provide assets required for an impactful innovation. The authors have explored the digital 
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leader concept from the perspective of female managers. The data is based on qualitative pre study with 5 female 

managers and a quantitative online survey of 90 female managers. This included five female managers as change 

initiatives experts in corporations from four industry sectors – Media, Information Technology, Telecommunication 

and Strategy Consulting. The study concluded that the female managers believe that leadership is perceived differently 

from that of male managers. Diversity is necessary at management and leadership level. Curiosity and interest act as 

success factors. They also found that there is a lack of female role models, and that concerns digital transformation and 

innovation. As far as limitations are concerned, there are few, like the study was conducted only with DUCH region 

female managers. There are no findings on the relationship between gender diversity and innovation. 

 

There was an influence on the women proportion among researchers in these countries (Striebing, Schmidt, Palmen, 

Holzinger, and Nagy, 2020). However, the aggregated gender equality interventions alone cannot explain the 

development of the proportion of female researchers. The study does not link innovation to organization performance, 

and gender inequality. Only four countries were considered for a limited period. 

 

Innovation keeps organization’s contribution relevant to the society. The innovation can be either to prove the process 

or the product. In both the scenarios, there will be visible improvement in the organization’s performance. As per the 

study on innovation and organization performance and its relationship (Suhag, Solangi, Larik, Lakho, and Tagar, 

2017), product innovation, process innovation has a positive impact on organization performance. 

This study too has a limitation that it is not considering the IT industry. 

 

The CEO’s gender too matters when it comes to firm’s decision-making and innovation capabilities. The finding claims 

than female CEOs tend be greater risk takers being more aggressive compared to male CEOs (Ting, Azizan, Kweh, 

2015). The innovation benefits to a firm emerges with increased female representation (Boffa, Papa, Corsi, Mueller, 

2023). Another study states that a woman on the board influences inclusive innovation (Fuentes, Garcia, Lara, Chicon, 

2023). 

 

Typically, innovation is any a small or big change in an existing process or product that helps in easy or work or leads 

to better outcomes. Innovation need not be just an automation.  

 

In a video session by one of the leaders in software testing, the speaker states that in last couple of decades innovation 

has been synonymous with automation. We can think of Innovation beyond Automation but automation as strong 

Foundation (Venkataraman, 3.07, ―Expanding the Horizon of Innovation in Testing‖, LambdaTest, 31-Aug-2023). 

Innovation is no more just Automation in today’s era of GenAI. 

 

Innovation at an org level impacts the org performance. Such organizations where innovation is at higher levels, not 

only have better organization performance but also are competitive with the progress of market (Hurley and Hult, 

1998). There is adverse impact on firm performance when there is lack of support for innovation. (Loof and Heshmati, 

2002). Similarly, Laban and Deya (2019) found that innovation in market, product and process is the most common 

predictor of organizational performance. The studies by Hurley and Hult (1998) supported the relationships of 

innovation and performance where the results were determined using econometric methods (Loof and Heshmati, 2002). 

However, some studies identified a relationship between innovation features like speed to design, innovation to 

flexibility and not between innovation and performance (Danneels and Kleinschmidt, 2001). 

 

We observe multiple gaps in the literature. Firstly, there is lack of detailed research and paper available around gender 

diverse leadership and innovation in Indian IT industry. As this industry has been growing exponentially in the recent 

years, more samples should be considered for understanding the situation and improvement areas. There is no study 

carried out considering all demographic variables. A detailed study is needed to investigate the relationship between 

these variables, gender diverse leadership, innovation, Organization performance. The impact may also vary based of 

level of trust and commitment in employees.  

 

2. Method of Study 

 

4.1 Participant Selection 

Adapting the qualitative research method with the focus on Thematic analysis method was selected as it is a flexible 

approach of analysing the collected data. This method helps to identify the themes and the codes in qualitative data 

(Terry, Hayfield, Clarke, and Braun, 2017). This method suits well for exploring the perspectives of individuals based 

on their various experiences. It helped in breaking the collected data into meaningful pieces of information required to 

analyse and understand individual thoughts. 

 

The approach was to have purposive sampling to collect the required data. This nonprobability sampling technique was 

useful for randomization as the Indian IT population is very large (Etikan, Musa, Alkassim, 2015). Also, this research 

had limited and defined timelines for completion. In such a case, Purposive sample and qualitative research is a better 
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fit. Purposive or judgment sampling technique include the targeted participants with certain experience in the Indian IT 

industry. 51 samples were telephonically interviewed, and responses were captured to analyze. 

 

The questions were grouped into sections like – 

 

1- Background and Team Dynamics 

 

2- Gender Ratio in the teams 

 

3- Innovation  

 

4- Trust and Commitment 

 

5- Organization Performance 

 

Pre-defined sets of questions were asked. The closed ended questions were answered on a scale of 1 to 5, 1 being the 

least and 5 being the best. Each section was having around 5 questions. The sample data was analyzed to study the 

impact of gender diversity on different variables like Innovation, Organization Performance, Employee Trust, and 

commitment. Questions were designed based on current Indian IT industry trends and were reviewed by the experts.  

 

4.2 Data Collection 

 

The sample data collected were from 51 IT professionals from Indian IT markets representing major tech companies 

from the software industry. The samples included from different gender - male and female IT professionals from 

different range of ages, roles, and experiences representing all the sections like service and product-based companies. 

Social media platforms like WhatsApp, Telegram, LinkedIn, Google Forms, Google Meet were leveraged for 

conducting the interviews.  

 

All the participants were informed about the research and the study, consent was obtained from all participants. The 

purpose, process, potential risks and benefits were informed to them. Option to be a volunteered were provided. No 

miss use of any data was assured. Confidentiality and anonymity of participant data were strictly maintained in this 

study.  

 

All collected data were treated with the utmost confidentiality, and personal identifiers was not considered to ensure 

anonymity (Neuman, 2013).  

 

4.3  Data Analysis  

 

Collected data was analyzed to arrive at meaningful outcomes and conclusions. Proper analysis of the data can only 

provide accurate results. The data screening and cleaning was also performed. Since this study is based on qualitative 

analysis approach, the data collected from the interviews were in text and audio format. Hence, just the Google Meet, 

Microsoft word and excel were sufficient as the tool set here in this case. 

 

The respondents were from various backgrounds within the Indian IT industry. The respondent profiles vary in the 

ranges of different age groups, work experiences, gender, roles and responsibilities at workplace.  

 

4.3.1 Gender of Respondents  

 

The gender ratio of the respondents was 22:28 (male:female) based on the response of 51 participants.   

 

Table 1 [Source: Responses from the participants] 

 

Gender Number of respondents Percentage 

Male 23 45% 

Female 28 55% 

Others 0 0% 
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Chart 1 [Source: Responses from the participants] 

 

4.3.2 Age Range of Respondents 

 

The age of the respondents ranged from 25 to 50 years. Maximum respondents ranged in the age group of 36 to 45 

years. 

 

Table 2 [Source: Responses from the participants] 

 

Age Group (Years) Number of respondents Percentage 

18 to 25 0 0% 

26 to 35 18 35% 

36 to 45 29 57% 

>45 4 12% 

 

 
 

Chart 2 [Source: Responses from the participants] 

 

4.3.3 Work Experience Range of Respondents 

 

The work experiences ranged from less than 5 years to greater than 25 years within IT industry. 

 

Table 3 [Source: Responses from the participants] 

 

Work Experience Number of respondents Percentage 

< 5 Years 1 2% 

> 5 to < 10 Years 6 12% 

> 10 to < 20 Years 39 78% 

> 20 to < 25 Years 3 6% 

>25 Years 1 2% 

 

45%

55%

Gender Ratio of Respondents

Male Female

0%

35%

57%

8%

Age of respondents

18 to 25 26 to 35 36 to 45 >45
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Chart 3 [Source: Responses from the participants] 

 

4.3.4 Educational Qualification of Respondents 

 

The educational background of the respondents was also captured to understand the range of IT employees 

participating in the interviews. 

 

Table 4 [Source: Responses from the participants] 

 

Educational Qualification 
Number of 

respondents 
Percentage 

MBA, MS, M. Tech, MCA 

or other master’s degree 
14 26% 

B.E/ B.Tech 37 74% 

 

 
 

Chart 4 [Source: Responses from the participants] 

 

4.3.5 Job Designations & Job Categories of Respondents 

 

The roles and responsibilities of every participant kept varying. Based on these variations, the job designation too 

varies from an entry level employee to chief officer levels.  

 

All the responses to the questions were analyzed. The questions were asked to gather the thoughts of participants 

around innovation, trust, commitment, and organization performance in the IT industry in India as a region. This study 

tried to correlate relationship between gender diversity at leadership level and employees’ level of trust and 

commitment. This helps us to understand the innovation approaches taken by the organizations and how the decision 

making is driven by Organizations with variation in gender diversity. This also helps us to understand the status of 

multiple teams with respect to gender diversity and their openness to accept diversity for improvement. These factors 

affect the organization culture. 

2%
12%

78%

6% 2%

Work Experiance

< 5 Years > 5 to < 10 Years > 10 to < 20 Years

> 20 to < 25 Years >25 Years

27%

73%

0%

10%

20%

30%

40%

50%

60%

70%

80%

MBA, MS, M. Tech, MCA or other 
Masters Degree

B.E/ B.Tech

Educational Qualification
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Overall, the data analysis of this study's participants has provided valuable information to understand the relationship of 

gender diverse leadership and innovations happening at organization level. 

 

RESULTS 

 

Categories of initial themes 

 

Table 5 – Themes without Sub Themes 

 

Themes Gender Ratio and Innovation Trust, Commitment Organization Performance 

Codes 

Defined Process 
Transparent 

Communication 
Implementing new changes 

Risk Taking Motivation Team efficiency 

Decision Making Empowering teams Customer Satisfaction 

Initiatives or Drives for 

Innovation 
Approachable Productivity Improvement 

More Creative Empathy Responsibility 

Personality Trust Result Oriented 

Multi-Tasking 
 

Data driven 

Open for change 
 

Resource driven 

  
Automation 

  
Rebranding 

  
Continuous Improvement 

 

Based on the data collected from the participants, analysis is done. Below is a summary.  

 

Table 6 

 

Category Percentage 

Teams with no Female leaders 10% 

Teams with female leaders with the ratio less than 1:1 (Male: Female) 59% 

Teams with female leaders with the ratio equal to greater than 1:1 (Male: Female) 31% 

 

The observation is that 59% of the respondents are part of teams where in the male: female ratio is not 1:1. There is 

disparity in the Indian IT industry with respect to gender ratio. We still have many teams in the industry which are 

completely dominated by male. 

 

Most of the teams are encouraged for innovation and new ideas. It is observed that 8% of respondents feel that they are 

not encouraged enough to think towards innovative or new ideas. Their suggestions create a way for further discussions 

or arguments. Their ideas may not take the path to implementation. This very thought can be demotivating many a 

times. We also had 92% of respondents who feel they are encouraged for innovations. The supporting work 

environment plays a key role for innovation. Some responses are as below. 

 

―New ideas and development to sales systems (CRM) are evaluated based on need and taken up if they augment 

existing processes positively.‖ (Age > 35y, Male, Sales excellence lead) 

[Code: Defined Processes] 

 

―Innovation is the USP of our company. We are known for innovation, having said that our team is very eager and 

enthusiastic for innovation on new ideas or technology.‖ (Age > 26y, Male, Chief Strategy Officer) 

[Code: Motivation] 

 

―Innovation and new ideas are encouraged. However not everything that is discussed is taken to next stage of 

implementation.‖ (Age > 26y, Male, Business Analyst) 

[Code: Encourage] 
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Theme 1 – Gender Ratio and Innovation 
Most of the respondents agree that women leaders can connect better with the stakeholders. Whereas I also have few 

responses in disagreement like ―No, I do not see gender as a deciding factor to have better stakeholder connection‖ 

(Age >25y, Male, Senior Integration Developer). 

 

Also, the gender ratio of the leadership team does not always impact the way the team approaches innovation. There 

are mixed responses to this area from the respondents.  

 

―No significant impact on innovation. Where it does make a difference is in relationship building with stakeholders and 

customers. Women naturally tend to be empathetic in approach and have an upper hand in better stakeholder 

management.‖ (Age >35y, Female, Senior solutions engineer) 

[Code: Empathetic] 

 

There are respondents who are still not in a comfortable zone at workplace. Now, this indicates that there is a lot of 

scope of improvement. 

 

―In general, when it comes to giving leadership role to women they are often judged. There is always a fear from direct 

manger about her performance and capabilities. But there are examples where women have taken hard roles and proved 

their abilities. Thing are changing but at slow pace.‖ (Age >26y, Female, Office Executive to Business unit head) 

[Code: Fear/ Behavioral Disadvantage] 

 

When asked about their observations in any differences in communication, risk-taking, or creativity based on the 

leadership's gender composition, the responses show that people have not observed any major difference in the way of 

communication, taking risk, responsibility or being creative for approaching innovations. 

We see that 72% of respondent agree that female leaders do not show these talents in the Indian IT industry. Some of 

the responses are matter of debate and create a pathway for further research. 

 

―I feel men are perceived as more innovative and risk-taking, and women are perceived as more adaptive and risk 

adverse. So, gender roles may interact with the role of the manager to inhibit or facilitate.‖ (Age >26y, Male, 

Engineering Manager) 

[Code: Risk Taking] 

 

―Women are more concerned about the final outcome and sometimes it leads to depression or dissatisfaction with team 

when they fail to achieve something.‖ (Age >26y, Female, Assistant Manager) 

[Code: Result Oriented] 

 

There are individuals who say that for being connected to stakeholders, the gender does not matter. 

 

Theme 2 – Trust, Commitment, and Innovation  

 

The next section of questionnaire was to assess the sense of Trust and commitment in the employees and the way this 

may impact innovation.  

The leadership fosters trust and commitment among team members through various ways. Some of the ways mentioned 

by them are – 

 Transparent and inclusive communication, 

 One on one regular connects and feedback, 

 Show casing and practicing equality, 

 Regular leadership connects, 

 Transparent and open communication, 

 Regular connect, 

 Empowering employees, 

 No micromanagement, 

 Team bounding activities, 

 Leaders being approachable and friendly, 

 More involvement of leaders, 

 Giving chance even after failure 

 

Open and clear communication help in building trust. Teams are allowed to fail and restart. They should feel 

empowered to feel motivated. When team members feel connected and bonded, we can expect better outcomes. 

Empowering employees to make decisions can also lead to more trust and innovative ideas. One of the important 

factors is mutual trust which impacts commitment too. There were examples shared stating that the trust, motivation led 

to the achievement of team goal. 
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When there is responsibility attached to resources, they understand the opportunity to perform better. Some of them 

also stated that innovation is purely driven by allocated budgets to the team. Trust and motivation can also be linked 

while working in a group or a team. With trust one can feel the responsibility and try to innovate more. Teams lacking 

trust are not able to deliver the project as expected and face more challenges.  

 

Theme 3 – Innovation and Performance 
 

This section of was targeted to understand the impact of innovation on organization performance. Understanding what 

different ways or methods are being followed to measure innovation at scale was important as we know that something 

which cannot be measured and quantified have no scope of further improvement.  

 

There are teams using different ways to collect innovative ideas. At few places, there were in-house developed tools or 

portals used to measure the level of innovation. There are few other sets of teams who don’t measure innovation. 

 

Measuring innovation does not have any underlined theory or formula. Teams are taking multiple different approaches 

to measure innovation. 

 

Few more group of people worked with the teams where there was limited scope of innovation. Team members being 

part of sales have lesser scope to explore new areas in their work line. 

 

Innovation has helped many teams to excel and perform better. Small innovations too have also led to greater success. 

Some of the teams are taking small steps towards innovation starting with automation of day-to-day tasks. 

―Setting up an automation framework to test our product greatly improved the turnaround time for product quality 

gating.‖ (Age >35y, Male, Senior Integration Developer) 

  [Code: Automation] 

 

Some also agree that innovation has no link to gender. 

 

―I didn't observe any correlation of gender ratio of the leadership team impacting innovation approach.‖ (Age >35y, 

Male, Senior Director) 

―I didn't observe it as such however if there is a lack of trust or commitment then innovative project cannot survive and 

it will die sooner or later.‖ (Age >35y, Male, Senior Director) 

  [Code: Open for change] 

 

People believe that innovation impacts organization performance positively. It helps them to be relevant to the market 

needs. Customer Satisfaction, Saving, Profits are some of the ways to measure the performance. Other areas that are 

considered to look at organization performance are customer success, reduced support query, faster resolution of issues, 

faster go to market of the product/service. People understand that innovation is one of the key organization successes. 

They cannot sustain without innovating new ideas, products, processes, or services.  

 

Being customer centric is equally important. Overall, the factors like Trust, Commitment, and Innovation impact 

organization performance. Whereas impact of gender diverse leadership on innovation has mixed reviews and 

comments. 

 

CONCLUSION 
 

The result of this analysis shows that gender diversity at leadership level does not have major impact on innovation. 

Openness for new changes or innovation is driven by opportunities at work and the need. Result indicated that people 

consider female leadership does help in providing comfortable environment to the employees to speak up. Only 29% of 

participants feel that female leaders are open to new changes.  

 

This finding is similar to the findings in the study by Garcia, Moreno, and Martinez (2013) stating that incremental 

innovation is not impacted with gender diversity in a same way as radical innovations. 

 

The above findings are also in line with the studies on Innovation and Digital Leadership (Gfrerer, Rademacher and 

Dobler, 2021), which says that gender diverse management can provide platform for an impactful innovation, but it 

could not have findings on the relationship between gender diversity and innovation. 

 

The results show that employee’s trust and commitment can get influenced with gender diverse leadership. Majority of 

participants agree that male employees are better at taking risks. However, female employees are more creative. 

Communication too does not matter much on the gender of the leaders in the team. The work environment is better 

with female leaders. 65% respondents agree that female leaders are more connected to the stakeholders, and this leads 

to better trust and commitment in the team members.  
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This relates to the findings from the research on workplace gender diversity with benefits and policies (Fine, Sojo, and 

Smith, 2020), where it states that categorization of gender at work may lead to negative organizational outcomes, via a 

loss of trust or cooperation. 

 

The trust, commitment, and innovation have positive impact on organization performance. Transparent and inclusive 

communication maintain the high levels of trust and commitment. It is being observed that teams lacking trust and 

commitment has been struggling to improve organization performance. Innovation has been keeping product or service 

relevant in the market and increasing the customer satisfaction. With the increase in customer satisfaction, the 

organization performance has been growing. 

 

Also, as per the study on innovation and organization performance and its relationship (Suhag, Solangi, Larik, Lakho, 

and Tagar, 2017), product innovation, process innovation has a positive impact on organization performance. 

Again, in the study on trust and relationship commitment (Cote, Latham, 2006), it was found that both, the team trust 

and the individual trust are positively correlated with organization performance. 

 

These findings suggest that leaders need to promote innovation at their organizations. To have good working 

environment for all employees, organizations should focus on having balanced gender ratio at leadership level so that 

employees can trust and be more committed towards work. Open and transparent communication is required at every 

level. A balanced gender ratio can create a healthy workplace too. 

 

Innovation has no links with the gender of the leaders. It can be driven by both male and female well. Innovation has 

high impact on organization performance. In the era of GenAI, being relevant to the market is most important to any 

product/service/resource and this can be possible only with innovation. 

 

Overall, the outcomes of this study provide valuable insights into the relationship between gender diverse leadership, 

innovation, trust, and commitment. The study identified ways of maintaining the levels of trust, commitment, and 

innovations. It also provides improvement areas in Indian IT industry. Team members need to feel empowered to 

contribute better to the organization goals.  Further research will be needed to validate the findings and explore more. 

 

Limitations and Future Research Recommendations 

  

While this study throws light of multiple factors to improve the gender diversity in the Indian IT industry, there exists 

many limitations too that needs to be considered. Firstly, this study has captured data points from only 51 IT 

professionals. This data collection is a minute piece of the industry. Extrapolating points from here for larger group 

may not prove to be relevant. Secondly, this study was focused majorly within Indian IT market. Thirdly, 78% of the 

collected data is coming from a set of professionals with 10 to 20 years of experience falling into the millennial’s 

generation.  

 

This clearly indicates that more study needs to be carried out with GenZ and GenAlpha professionals. Lastly, the study 

ignores multiple other factors which are external such as market conditions and economic trends on innovation, 

recessions pitching in between, working with team members remotely. Despite these limitations, this study is providing 

valuable insights on gender diverse leaders and its link with innovation. The link between innovation, trust, and 

commitment with organization performance is clearly visible. 

 

The gender diversity is improving in the IT sector especially in Indian market. However, we still have a lot of scope to 

further improve and maintain a balance providing equal opportunity to all. One recommendation for future research is 

to study the possibility of deploying a common tool or portal at market level wherein all organizations can measure 

their gender diversity and innovation to baseline and plan to work on improvement areas. Conducting servers through 

software and tools or by Gartner is not always sufficient to plan the next actions for a larger audience. 

 

Another recommendation is to carry out research on gender diverse leadership based on cultural background as cultural 

diversity is very huge in India.  This may have impact on multiple things like employee continuing for more work 

experience to reach the leadership level. This can be a challenge to maintain the gender ratio at entry level to leadership 

level. However, things have improved in last couple of decades, but it still needs to be studied.  

 

More study on impact on innovation due to remote working culture can be carried out as this culture has increased post 

COVID and may be this has a positive impact. When working people are not connecting on day-to-day basis or just 

limiting the connect for work, does that have an impact on innovation. 

  

One more study can be focused on types of training plan to improve these two areas at team and org levels – gender 

diversity and innovation. Trainings around ways for innovation may not be well defined and proven well, but this area 

too can be studied more. Innovations can be driven from the needs more than from trainings. 
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