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This research examines how business development objectives and
women’s empowerment in the technology sector can be strategically
interlinked to yield benefits for companies, economies, and
communities. Despite the rapid growth of technology-based businesses,
women—particularly those who are skilled but underutilised—are
disproportionately excluded from making proper contributions due to
structural, traditional, and economic barriers. Using a quantitative
research method, this research presents a considerable assessment of
technology businesses empowering women. This quantitative method
encourages an important understanding of effective business practice.
The results of this research define different interconnected ideas that
make women’s empowerment and organisational performance in the
technology sector. These comprise the impact of education and
professional pipelines, workplace tradition and business strategies,
leadership and sponsorship systems, approach to capital and
entrepreneurial chances for women-based technology businesses, and
the role of assessment and responsibility in keeping inclusive exercises.
A key participation of this research is the recognition of remote work in
technology as a strong and scalable approach for empowering expert
but underutilised women. Remote work is observed to decrease
obstacles associated with mobility, caregiving duties, and rigid
workplace systems, while concurrently supporting businesses to
acquire diverse skills, enhance retention, and improve performance.
This research determines that empowering women through remote
technology work is not just a concern of social equity but also a
strategic supporter of sustainable corporate development. It presents
actionable suggestions for companies, policymakers, educational
systems, and international businesses to make inclusive digital systems
in which women’s empowerment and organisational development
support  one  another  across  various  global  situations.
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1. Introduction

The fast development of innovation and technology in this century has restructured
businesses, redefined financial competitiveness, and transformed the global labour market.
However, regardless of changes, gender differences in the innovation and technology
business persist across different regions, income levels, and business contexts (Mishra et al.
2024). Women’s demonstration in technical and innovative roles, leadership levels, and
entrepreneurial ventures keeps lagging behind that of men, resulting in both a loss of personal
strength and reduced financial importance for businesses and national markets. Against this
context, the perception of blending business growth with women’s empowerment in
technology has achieved global importance. Multinational businesses, governments, global
improvement systems, and support networks identify that empowering women in innovation
and technology is not just an ethical or social value but also a strategic financial precedence
(Alsaad et al. 2023). The global concept of this research supports exploration of how different
socioeconomic systems, traditional norms, policy structures, and business dynamics create
different issues and opportunities for women in innovation and technology and how such
aspects interconnect with organisational growth goals across particular situations.

Important rationale for conducting this study appears from evidence showing that
gender inclusion in technology-based areas leads to assessable advantages like enhanced
innovation results, suitable financial presentation, improved problem-solving skills, and
enhanced customer knowledge. Though as different businesses understand the value of
gender variety, fewer succeed in translating dedication into structural transformation (Bryan
& Garner, 2022). This gap between impact and purpose demonstrates the requirement for
research that not just recognises the obstacles women confront globally but also reviews
exercises and strategies that effectively align empowerment with accessible business growth.
Furthermore, global differences in digital systems, economic growth, and educational access
impact women’s contributions contrarily in high-income, middle-income, and low-income
countries. Considering such contextual differences is important for growing evidence-based
suggestions that are both related and flexible across different tech ecosystems (Raman et al.
2022).

The purpose of this study is to review how business growth methods can be properly
incorporated with attempts to empower women in innovation and technology in a global
context. This research aims to recognise the systems—organisational, structural, and policy-
based—that support women’s entry, retention, and growth in the technology domain while
concurrently encouraging business-level and sector-based development. Through
synthesising literature with primary qualitative knowledge by short interviews with
stakeholders like women technologists, HR leaders, and business founders, this study aims to
present a multi-layered consideration of how growth and empowerment can strengthen each
other. The purpose is to participate in both educational discussions and practical policy
debates through defining a nuanced, globally aware assessment of what works, why it works,
and how these methods can be implemented in various areas and business situations.

This study is directed through different interconnected questions that explore the
complicated link between business growth and empowerment. First, it asks what cultural,
structural and economic obstacles inhibit women’s complete contribution and development in
the technology sector worldwide. Such obstacles are about education, gender stereotypes,
organisational culture, caregiving duties, leadership biases, and national policy structures
(Ahmad, Aziz, and Zulkiffle, 2023). Second, this research focuses on how companies that
properly empower women influence diversity to get corporate growth—assessing the
particular exercises, policies, and leadership dedications that support assessable results like
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innovation achievements, talent retention, or enhanced market affordability. Third, it reviews
which involvements—ranging from mentorship and sponsorship plans to pay transparency,
flexible work systems, focused STEM measures, and funding chances are most suitable in
bridging gender gaps and encouraging business goals in particular global areas.

The scope of this research includes the technology sector broadly, comprising
software growth, data science, artificial intelligence, digital platforms, hardware engineering,
and technology-based services. It implements a global concept, making examples by high-
income markets with developed tech businesses, emerging markets facing fast digital growth
and low-income areas where women’s contribution is made through particular social and
infrastructural issues (Abdelwahed et al. 2025). Through focusing on such situations, this
research defines both universal concepts and region-based dynamics. This research
concentrates on a few major scopes of impact: the business level, where internal approaches
and leadership make women’s professional courses; the ecosystem position: containing
access to capital, networks, and business chances; and the policy context, where national
policies, educational systems, and traditional values impact gender contribution. Whereas the
research does not focus on statistical generalisation because of its qualitative element, it
presents analytical knowledge and transferability that can define global discussions and direct
businesses looking to align inclusive exercises with development approaches.

2. Literature Review

Figure No 1:Conceptual Framework
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The above conceptual framework demonstrates the link between remote work access,
women’s empowerment, business support, and organisational development within the
technology sector (Atalla et al. 2024). The above framework places access to remote work
chances—like work-from-home systems, flexible plans, and technology-supported roles—as
the main supporting aspect that supports women’s contribution in the digital workforce. This
access impacts women’s empowerment, demonstrated by enhanced skills implementations,
monetary freedom, work—life balance, and improved professional assurance. Business
assistance and traditional work as a supporting aspect in this link, making the situation in
which remote work is defined as a suitable empowerment result. Inclusive approaches,
leadership dedication, mentoring, training chances, and clear career development systems
support the empowerment procedure and stop remote workers' marginalisation (Kakeesh,
2024). Empowered females participate constructively in corporate growth results, comprising
maximum performance, enhanced innovation, enhanced staff retention, and financial
performance. In general, the above framework shows that women’s empowerment and
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business development are linked and supported when assisted through suitable remote work
exercises and inclusive business structures.

2.1 Theoretical Underpinning

The theoretical foundation of this research is based on an interdisciplinary synthesis
of gender theory, business studies, and financial growth structures that define how women's
empowerment interlinks with business development in the technology context.

According to Lapuz (2023), the Resource-Based View (RBV) is important to this
research, which positions human capital diversity as a strategic business asset able to produce
sustained competitive benefit. RBV recommends that women bring different cognitive,
experiential, and relational resources that improve innovation ability, support problem-
solving procedures, and widen market relations—aspects that are important within fast-
growing technology businesses. This concept combines with empirical evidence showing that
gender-based teams outpace regular groups in imagination, governance, and financial
performance. Supplementing RBV, Sen’s Capability Approach presents an analytical and
normative lens for considering empowerment as the development of personal capabilities to
follow valued aims. Referred to women in innovation and technology, the Capability
Approach underlines the value of structural supporters—Ilike impartial education,
comprehensive workplaces, and kind policy contexts—in growing women’s agency and
contribution (Dahlum, Knutsen, and Mechkova, 2022). It focuses on the fact that
empowerment is both a result and a procedure dependent on access to opportunities and
liberty from institutional restrictions. Intersectionality theory refers to the assessment through
identifying that women’s knowledge in innovation and technology is made through
overlapping individualities like class, race, and geography, which communicate to create
distinct possibilities and barriers. This structure is related to a global research that spans
particular socioeconomic contexts. Moreover, innovation ecosystem models define how
coordination between government, business and civil society can make supporting contexts
that assist women’s development and simultaneously motivate sectoral development (Kwauk
and Casey, 2022). Such theoretical concepts present an inclusive foundation for assessing
how cultural, structural, and financial situations make women’s contributions in technology
and how empowerment measures can be interlinked with business strategies to support
sustainable organisational development.

2.2 Global Landscape of Women in Technology

The global innovation and technology sector has emerged as one of the most effective
powers in making modern social and economic development. Across different areas and
businesses, technological invention drives performance, boosts competitiveness, and forms
the backbone of contemporary digital economies. Though, regardless of this transformative
ability, contributions in the technology sector remain unequally distributed between males
and females. International studies define gender differences in STEM education, digital
literacy, technical employment, leadership demonstration, and business activity (Suresh and
Rexy, 2024). Women represent a smaller part of the global innovative workforce, with
diverse regional, traditional, and economic dimensions. In high-income areas like North
America and Western Europe, women’s contribution to technology has enhanced but remains
uneven, particularly in engineering, artificial intelligence, and data science tasks. In growing
economies in Asia, Latin America, and Africa, fast digital development has created different
opportunities, yet structural restraints stemming from socioeconomic differences and limited
access to digital resources keep limiting women’s contribution.
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Figure No 2: Average % Share of Women in Tech Roles
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Across all businesses, the percentage of women in tech roles stands at under two-
fifths (37%), with those in e-commerce, payments and e-entertainment faring around at 46%
and 44%, respectively. Information from UNESCO and the World Economic Forum shows
that, although global gender differences in educational success have improved, this
development has not translated into STEM professions. Despite rooted stereotypes, societal
predictions, and institutional biases, these keep influencing the educational approaches that
young women follow (Tupe, 2018). Fields considered as technically or mathematically
demanding tend to attract some females, an approach supported through initial gender
socialisation and a dearth of visible female role models. Moreover, even when females enter
STEM education, the evolution into technical professions normally falters because of
restricted internship chances, biased hiring exercises, and a lack of inclusive workplace
traditions. Such a difference is exaggerated in nations where quality education access is
uneven, where the technology system is immature, and where cultural values limit women’s
professional choices. Thus, the global context defines a complicated interplay of structural,
educational, and cultural aspects that obstruct women’s complete contribution in the
innovation and technology sector (Niroo and Crompton, 2022).

2.3 Structural Barriers to Women’s Participation and Advancement in Technology

Within the technology sector, structural obstacles have been broadly recognised as
important to the complete contribution and development of women across global labour
markets. A considerable body of literature focuses on gender differences in innovation and
technology, beginning long before women entered the job market, based on educational
systems, training methods, and the gendered design of STEM systems. Niroo and Crompton
(2022) defined those differences in initial exposure to digital systems, unfair school-level
assistance, and restricted role modelling as shaping women's contributions in computer
science, engineering, and associated areas. Such initial educational differences translate into
inconsistent enrolment approaches, with women remaining globally understated in areas like
artificial intelligence, data science, and software engineering. This initial structural inequity
impacts labour supply, career approaches, and long-term professional individuality
development.
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According to Singh (2010), within businesses, structural obstacles are apparent in
recruitment procedures, performance assessments, leadership approaches, and promotion
exercises that support gendered hierarchies. Literature across business psychology and gender
studies recommends that male-dominated hiring systems, algorithmic recruitment systems,
and non-transparent elevation criteria maintain unequal results. Studies in human resource
management recognise that women confront both vertical isolation, referred to as low
representation in leadership, and horizontal isolation, where females are excessively
channelled into non-technical or assistant roles within tech businesses (Tang, 2022). Such
differences are further supported through business values that treat linear professional
trajectories, long working hours, and on-site accessibility— criteria that excessively
disadvantage people with caregiving duties, most ordinary females.

Mabhato et al. (2023) explained that structural restraints also outspread to the business
ecosystem. Literatures about business capital funding refer to constant gender differences,
with women founders getting an excessively low part of investment regardless of proof of
strong financial performance in women-based businesses. Obstacles like risk perception
partialities, male-majority investment systems, minimum network access, and business
funding values create systemic disadvantages for females looking to scale technology
ventures. Such structural aspects are not isolated; despite this, they interlink across
organisational, educational, and business systems, creating collective disadvantages that limit
women’s development and restrict the possible financial advantages of particular
contributions in technology.

2.4 Cultural Barriers and Gendered Norms in the Technology Ecosystem

Sujarwo et al. (2022) mentioned that cultural obstacles demonstrating embedded
values, stereotypes, and gendered hopes make another important element shaping women’s
participation in technology areas globally. Studies refer that cultural approaches framing
technology as a masculine ruled impact both personal aspirations and business behaviours.
Stereotypes about “brilliant coder,” “technical genius,” or “hardline innovator’—normally
considered as male—support exclusionary professional personalities that dishearten women
by following and keeping professions in technology. Socialisation procedures, family
pressures, and media demonstration further support concepts that innovative roles are
mismatched with femininity or women’s predicted social responsibilities (Lechman &
Paradowski, 2021).

Within workplaces, traditional biases are apparent in daily communications, business
contexts, and informal systems. Velmurugan and Jothi (2023) defined that women in
technology commonly face particular bias, gendered role norms, microaggressions, and
exclusion by effective systems or decision-making processes. Such experiences contribute to
emotions of isolation, reduced feelings of belonging, and decreased professional trust—
aspects that impact retention rates. The “leaky pipeline’ term, broadly debated in educational
literature, demonstrates how women excessively exit innovation and technology areas at mid-
career positions because of increasing traditional and business contexts. Furthermore, studies
in global gender literatures refer that traditional values are context-based, for instance,
patriarchal social systems in parts of South Asia, the Middle East and Sub-Saharan Africa
restrict women’s flexibility in professional judgments, and access to digital abilities, whereas
Western regions observe further secret but determined partialities (Mahesh et al. 2020).

According to Akpuokwe et al. (2024), cultural obstacles also extend into leadership
dynamics. Studies on gendered leadership stereotypes defined that confidence; risk-taking,
and innovative dominance—characteristics recognised in tech leadership—are normally
observed as less effective when portrayed through women. Therefore, women leaders observe
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a double bind, where they are charged for both imitating and differing from predicted gender
values. Moreover, in technology ecosystems business culture, considerably in start-up
contexts, it normally valorises destructive development methods, long working hours, and
aggressive behaviours that differ from gendered traditional predictions and caregiving
responsibilities. Such traditional approaches make environments that not just restrict
women’s development but also make business exercises and values in ways that limit
diversity-based innovation.

2.5 Economic Barriers and the Gendered Distribution of Opportunity

Economic obstacles show a third group of interlinked limits influencing women’s
contribution in technology (Akpuokwe et al., 2024). The global digital system is made
through inadequate access to monetary resources, capital investment, job market chances, and
macroeconomic systems that unduly hinder women. A study on global improvement defined
that in different countries, females confront inadequate access to education, digital systems,
monetary services, and property ownership—each of which impacts their capability to enter
and grow in technology areas. For example, the digital gender separation is important, with
women in low-income and growing countries having minimal rates of internet use, digital
knowledge, and access to tools, making basic differences in technology participation.

In the business context, economic obstacles manifest in wage gaps, unfair
compensation systems, and an uneven distribution of high-growth career opportunities.
Different studies have shown that women in technology get less than men with the same
qualifications and knowledge, referring to structural differences in compensation systems and
negotiation processes (Lechman & Paradowski, 2021). Economic differences also emerge in
job distribution procedures, where females may be directed into lower-paying technical skills,
project responsibilities with minimum visibility, or assist functions considered less particular
to business development.

Mabhato et al. (2023) mentioned that in businesses, economic obstacles are noticeable.
Women-based technology companies confront important funding disadvantages, with studies
showing that a small minority of business capital funding globally goes to women-established
businesses. Aspects participating in this comprise discriminatory funding exercises, gendered
risk observation, and minimum access to high-value official systems. Such economic
differences impact women’s capability to innovate, gauge businesses, and participate in high-
development areas. The collective impact of such economic obstacles limits women’s ability
to produce financial importance within technology systems—eventually obstructing wider
corporate development and decreasing the area's diversity of technology and innovation
(Abdelwahed et al., 2025).

2.6 The Business Case for Gender Diversity in Technology

A particular body of studies encourages the perception that gender diversity in
technology produces important corporate and financial value. Studies across countries,
business behaviour and innovation management defined that particular teams outperform
similar ones in imagination, problem solving, and strategic decision-making (Dahlum et al.,
2022). Gender-based teams are demonstrated to establish particular products and services that
better demonstrate the demands of different user bases, supporting enhanced customer
pleasure and market relevance—important aspects in the viable global tech contexts.

A study on financial performance referred that businesses with maximum gender
diversity, particularly at leadership positions, get maximum profitability, suitable business
value, and long-term flexibility (Seshasai and Shriya, 2024). Such results are referred to as
improved governance, further balanced risk-taking, and wider cognitive ideas within
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decision-making procedures. Studies within innovation recommend that gender based
research and development teams make further patents and wider innovation portfolios, and
relate to further interdisciplinary problem-solving. Such innovation advantages link directly
with corporate growth factors in technology-based businesses, where fast implementation and
constant development are important.

In a talent context, gender diversity supports companies in attracting, maintaining, and
stimulating high-performing staff. Literature about workforce dynamics suggests that
inclusive traditions decrease staff turnover, improve the recruitment system, and enhance
staff's brand position (Akpuokwe et al., 2024). In global contexts where technology abilities
are in high demand, the capability to tap into the complete potential of the skilled pool—
despite restricting chances to a mainly male workforce—makes an aggressive benefit.
Furthermore, gender diversity is connected to ethical leadership, powerful corporate social
responsibility performance and a suitable connection with international sustainability
systems.

Regardless of such business context, Suresh and Rexy (2024) referred that different
businesses fail to translate the identified advantages of diversity into a sustainable system.
Such an application gap emphasises the demand for structures that help the important
incorporation of women’s empowerment methods with growth-based corporate goals.

2.7 Models and Frameworks Linking Empowerment and Business Growth

Different theoretical frameworks and models present knowledge about how
empowerment, gender inclusion and business growth communicate within technology areas
(Mishra et al. 2024). Resource-Based View (RBV) is one important framework that puts
human capital diversity as a strategic asset that improves innovation skills and provides
aggressive benefits. By this concept, women’s inclusion is not just a social purpose but a
source of particular abilities, information, and experiences that support business performance.
Studies using RBV in technology situations have shown that gender-diverse teams improve
adaptability and grow the range of cognitive resources accessible for problem-solving.

Ahmad et al. (2023) mentioned that “Capability Approach” is one more important
framework, which refers to empowerment as the growth of individuals’ skills to achieve
important results. Implemented for females in technology, this framework defines the value
of making supporting environments—by education, workplace exercises, and societal values
that support females to contribute properly and produce economic importance. It refers that
business growth and empowerment are not open phenomena but equally supporting
procedures made through social, economic, and business systems.

The Intersectionality structure presents analytical knowledge through assessing how
gender communicates with other social identities like class, race, ethnicity, and geography to
make differentiated knowledge within the tech system (Tupe, 2018). This concept is related
to global assessment, where the obstacles confronted by females in high-income markets may
vary considerably from those faced in low-income situations. Intersectionality-supported
studies defined the demand for particular policies and business responses that show the
complicated facts of women’s knowledge.

Innovation systems also defined how structural involvements—Ilike mentorship
systems, accelerators, funding plans, and policy measures—can improve women’s
contribution and support development-based results. Such structures focus coordination
between government, industry, and civil society to make inclusive systems where women can
get resources, chances and platforms for development (Niroo & Crompton, 2022).
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Mutually, such models present theoretical support for considering how women’s
empowerment and business growth can support each other. They defined that inclusion is
most successful when surrounded by a business strategy encouraged through business
frameworks, and related to wider system-level involvement.

2.8 Empowering Qualified Women through Remote Work in Technology

In the technology sector, women’s empowerment has considerable potential for
changing the lives of qualified but underutilised females, especially through work-from-home
and remote working approaches. According to Mackey and Petrucka (2021), across several
communities, different women have formal education, official training, and technical
abilities, but are still excluded from active employment because of structural restrictions like
caregiving duties, mobility boundaries, traditional hopes, or insufficient access to formal
workplaces. In the technology sector, remote work presents a strong pathway to bridge this
gap by supporting women to contribute to the digital market without compromising family or
social responsibilities. As technology work normally depends on digital tools rather than
physical presence, it presents a particular chance to decouple performance by location,
supporting qualified women to re-enter or keep in the workforce, while keeping flexibility
(Niroo & Crompton, 2022).

2.9 Benefits of Remote Work for Women
Figure No 3:Benefits of Remote Work for Women
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Sorgner and Krieger-Boden (2017) mentioned that in technology-based roles,
functioning from home supports females to produce income, improve their financial freedom,
and participate properly in household and national markets. Financial empowerment is an
important aspect of gender parity, as access to constant earnings strengthens women’s
decision-making strength within societies and families. For women who have observed
professional pauses because of marriage, maternity, or caregiving, remote technology works
decreases the stigma related to non-linear professional paths and permits them to be efficient
through constant online learning. It participates to enhance trust, official personality, and
long-term professional sustainability.

According to Mackey and Petrucka (2021), in technology, beyond financial
advantages, remote work has constructive social and psychological influences on females’
lives. Employment improves self-esteem, feelings of purpose, and social inclusion, especially
for women who may otherwise face isolation because of limited mobility or limited social
values. The capability to balance paid work with domestic duties decreases pressure and
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encourages overall well-being, challenging the perception that official achievement should
come at the cost of family life. Over the period, proper contribution of women in remote
technology work can also transform cultural approaches, normalising women’s financial
participation and redefining gender responsibilities within families and societies.

In a wider development context, using qualified females in remote technology work
contributes to inclusive development and focuses on skill deficiencies in the digital market
(Niroo & Crompton, 2022). Different businesses confront a growing requirement for expert
technology officials, whereas large pools of skilled women remain unused. Through
implementing remote and flexible work systems, companies can acquire diverse skills,
enhance performance, and improve innovation. In the societal context, empowering
underutilised females through work-from-home technology roles encourages poverty decline,
digital insertion, and sustainable growth. Eventually, supporting skilled women to work
remotely in the technology sector is not just a plan for personal empowerment but also a
facilitator for social transformation and economic flexibility in a growing digital world
(Sorgner & Krieger-Boden, 2017).

2.10 Gaps in Existing Research

As current research presents important knowledge into the dynamics of gender
presence in technology, different gaps are also present that restrict the consideration of how
empowerment can be successfully incorporated with business growth methods. One key gap
is the inadequate differentiation between global levels. Different studies concentrate narrowly
on high-income countries, particularly the United States and Western Europe, overlooking
the particular structural, traditional and economic situations making women’s knowledge in
low-income and growing markets (Mahato et al. 2023). This limits the global applicability of
current models and confuses regional challenges and innovations.

One more research gap is based on the minimal exploration of common pathways
connecting empowerment involvement to assessable business performance. However,
different studies record correlations between performance and diversity; fewer reveal the
systems—Iike improved creativity, enhanced governance, or improved market knowledge—
that support such impacts (Sujarwo et al., 2022). Longitudinal studies assessing how
particular business exercises impact long-term performance for both women and companies
remain limited, in particular in technology-based businesses.

A study about business also comprises important gaps. As wide evidence documents
funding issues, few literature reviews examine how women-based technology companies
manage these obstacles or how ecosystem-level involvement can assist important
development (Velmurugan & Jothi, 2023). In the same way, intersectionality-based study
keeps small, with minimal focus on the women's experiences who confront different types of
marginalisation, like ethnic minorities, migrants or females in rural regions.

Moreover, there is also a particular demand for proper assessment of business
implementation issues. However, suitable exercises like mentorship and bias-free recruitment
are broadly suggested; research hardly focuses on why businesses focus on maintaining such
exercises or how internal confrontation, competing intentions, and resource constraints
impact their performance (Akpuokwe et al., 2024).

Lastly, the literature wants to incorporate structures that blend corporate strategy with
empowerment aims. Current models normally refer to economic and inclusion performance
rather than assessing how they can support one another within holistic business approaches.
This gap refers to the demand for study, like the current research, that particularly reviews
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how empowerment measures can be rooted within business growth systems across particular
global contexts.

2.11 Research Hypotheses
Following are research hypotheses of of current study.

H]I1: Remote work access in the technology sector has a positive and significant impact on
women’s empowerment.

H2: Remote work chances considerably enhance the implementation of skills among
expert but underutilised women in technology.

H3: Women related in remote technology work observe higher levels of monetary freedom
and work—life balance than those in office-based jobs.

H4: Business assistance and inclusive workplace traditions facilitate the association
between women’s empowerment and remote work.

HS5: Women’s empowerment by remote work constructively impacts the considered
business performance and business development.

HG6: Broader inclusion of women by remote work in technology contributes considerably to
wider economic and social growth.

3. Methodology

3.1 Quantitative Research Approach

This research implements a quantitative research method to observe the association
between women’s empowerment, remote work in the technology context, and corporate
growth results. A quantitative design is suitable for this study as it supports the systematic
assessment of the link between main variables, such as access to remote work chances,
women’s job market contribution, professional development, and considered business
performance (Aman et al. 2024). Through applying numerical data and statistical assessment,
this research aims to recognise approaches, test relationships, and present empirical proof that
refer to current work on gender inclusion in technology.

The quantitative approach is based on a positivist research model, which considers
that social phenomena can be reviewed, assessed, and empirically reviewed. This approach
encourages the research purpose of producing generalisable results about the effect of remote
work on the empowerment of skilled but underutilised females in technology contexts
(Darwish, 2024). Unlike the qualitative approach that has depth and interpretation, the
quantitative approach focuses on breadth, comparability, and replicability. It is related to
policy and business decision-making, where evidence-based conclusions are essential to
define large-scale involvement.

This research concentrates on recognising statistically important links between
accessibility of remote work and signs of women’s empowerment, like employment levels,
earning stability, work satisfaction, abilities implementation, and professional development
(Donga & Chimucheka, 2024). It also observes business-based results, such as performance,
retention, and business development. Through operationalising empowerment and
development by accessible signs, this research contributes to the consideration of how
inclusive work approaches can produce both economic and social value within the technology
context.

3.2 Survey Design

Research data are gathered by a structured survey questionnaire prepared to cover
quantitative knowledge by women working, or looking to work, in technology-based roles.
The survey tool is established based on themes recognised in the literature review, like
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education and skills, remote work access, flexibility in the workplace, business assistance,
leadership chances, and considered empowerment results (Surti et al., 2024). Established
scales from earlier studies about gender empowerment, work gratification, and remote work
performance are modified where suitable to increase reliability and validity.

The questionnaire is divided into different parts to ensure logical flow and clarity. The
first part collects demographic knowledge, like age, education level, employment positions,
and professional experience in technology-based jobs. The second part concentrates on
employment features, like present or earlier engagement in remote or hybrid work,
technology role, and business context. The following parts assess empowerment perceptions,
like self-sufficiency, work—life balance, income safety, skills implementation, and
professional development chances (Swaiss, 2024). The last part covers respondents’ views
about business outcomes, like performance, dedication, and business development related to
remote work exercises.

Different survey items are observed applying a five-point Likert scale, ranging from
strong disagreement to strong agreement. Such a scaling method supports the attitudes and
perceptions while keeping reliability across responses. The questionnaire is prepared to be
concise, however inclusive, supporting completion within a suitable time frame and
decreasing respondent weakness (Alateeg & Al-Ayed, 2024). Before complete
implementation, the survey tool is pilot-tested with a small group of participants to ensure
relevance, clarity, and internal reliability. Response by the pilot stage is applied to explain the
wording and structure of questions.

The survey is conducted online with the support of a digital survey platform,
demonstrating the research intention on technology-based work and assuring respondents'
accessibility across particular geographical places (Lechman and Paradowski, 2021). Online
distribution also supports effective data collection, automatic data recording, and decreased
administrative costs.

3.3 Sample Size and Sampling Strategy

The survey is based on a sample size of 200 participants, which is supposed to be
suitable for quantitative assessment and hypothesis testing within a social science study. A
sample of this size supports an effective statistical assessment while keeping within the
timeframe and scope of the study. The target population contains qualified women with
professional experience and education in technology-based jobs, comprising those presently
employed, underemployed, or looking for jobs, especially in remote or flexible work systems.

A non-probability sampling approach, particularly purposive sampling merged with
convenience sampling, is used to reach participants who fulfil the inclusion criteria of the
research. Respondents are recruited by official networks, online technology societies, social
media platforms, women-in-tech forums, and alumni groups. This method is an appropriate
approach to presenting the expert approach of the focused population and the concentration
on women with related skills or experience in technology (Khalid, 2024).

Suitable attempts are made to ensure diversity within the sample regarding age,
professional stage, business context, and geographic location. Whereas the sampling
approach does not support complete statistical generalisation to all females in technology
globally, it supports the relevant and targeted data collection by people whose experiences are
directly associated with the study aims. The sample size also encourages subgroup
assessment, like comparisons between women related in remote work and those in
conventional office-based responsibilities (Marchesani & Masciarelli, 2024).
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3.4 Ethical Considerations in Quantitative Research

Ethical considerations are properly focused during the quantitative study procedure to
ensure the participants' safety and the research integrity. Before data collection, respondents
are presented with proper knowledge regarding the research purpose, the survey nature, and
how the information will be applied (Alateeg & Al-Ayed, 2024). Contribution is completely
voluntary, and informed approval is achieved electronically before participants start the
survey. Confidentiality and anonymity are properly maintained. The survey does not gather
personally recognisable data like names, correct workplace details, or contact information
until needed for follow-up and is individually agreed to. All responses are kept securely in
password-protected files accessible just to the researcher (Swaiss, 2024). Data are defined in
an aggregated style to stop recognition of individual respondents or businesses.

This research also considers possible participants’ risks, especially in connection to
defining employment situations, work fulfilment, or workplace exercises. Survey questions
are prepared to reduce discomfort and keep away intrusive or sensitive data. Respondents are
informed that they may skip any question or withdraw from the survey at any time without
consequence. Such actions align with ethical directions for social science study and support
building trust and reliability. The researcher is focused on bias and reflexivity concerns,
identifying how survey design, question framing, and data clarification may impact results.
Measures are used to ensure neutrality in wording and to evade the main questions that could
misrepresent responses. Ethical permission is achieved with business needs earlier than data
collection.

3.5 Data Analysis Method

Quantitative data assessment is performed with the support of statistical software to
ensure accuracy and methodological approach. Assessment procedure starts with data
cleaning, which involves checking for incomplete replies, outliers, and inconsistencies.
Descriptive statistics are then applied to explain the demographic features of the sample and
present an assessment of the main variables associated with remote work contribution,
empowerment signs, and organisational results.

Inferential statistical approaches are used to observe links between variables.
Correlation assessment is applied to review the direction and strength of relations between
access to remote work and women’s empowerment measures, like job approval, autonomy,
and earning stability. Regression assessment is performed to decide the level to which remote
work is expected to empower results, while managing for aspects like education status,
experience years, and business context. Such assessment supports this research to recognise
important predictors and review their impact.

Reliability assessment, like the Cronbach’s alpha calculation, is applied to review the
internal consistency of multi-item scales assessing empowerment and business outcomes.
Validity is encouraged by survey design, literature-supported constructs, and pilot testing.
Where required, comparative assessment is performed to observe variations between groups,
like women related in remote work versus those in conventional work systems.

The outcomes of this quantitative assessment are interpreted in connection with the
research theoretical structure and research goals. Statistical outcomes are contextualised
within current literature to define their implications and importance for empowering qualified
women through remote work in technology. Such an important approach assures that the
assessment participant’s not just empirical proof but also proper knowledge for businesses,
policymakers, and educators looking to encourage inclusive and development-based
technology systems.
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4. Results and Discussion
4.1 Introduction

This section explains the results of the quantitative survey performed to review the
association between women’s empowerment and business development through remote work
opportunities in the technology context. The assessment is supported by responses from 200
participants, the majority of whom were skilled females with experience or education related
to technology-based roles. This section incorporates descriptive statistical outcomes with a
debate based on the literature reviewed, thus presenting an inclusive interpretation of how
remote work can work as a system for empowering underutilised women, while concurrently
assisting business performance and development. The discussion is formed around important
themes arising from the survey, comprising remote work access, implementation of skills,
empowerment results, business support, performance, and considered corporate development
(Surti et al. 2024).

4.2 Descriptive Overview of Survey Respondents

The survey data showed a wide distribution of responses across all variables, referring
to diversity in perceptions and experiences among respondents. As portrayed in Table 1
(Descriptive Statistics of Survey Variables), mean scores for most variables fall between 3.0
and 3.6 on a five-point Likert scale, recommending moderate to constructive perceptions.
Considerably, skills utilisation (mean = 3.65), empowerment position (mean = 3.42),
productivity (mean = 3.44), and business growth perception (mean = 3.45) show relatively
higher averages. Such outcomes indicate that participants normally perceive remote work in
technology as participating constructively in empowerment and business performance;
however, there remains room for growth.

Table Nol: Demographic Profile of Respondents (n = 200)

Variable Category Frequency Percentage (3%)
Age Group 18-24 32 16.0
25-34 T8 39.0
3544 SE 28.0
45-54 24 120
55+ 10 z.0
Education Lewe Diploma 26 13.0
Bachelor's a3 447
Master's 1] 33.0
Doctorate 20 10.0
Work Mode ully Remote 9z 4E.0
Hybrid zE 29.0
Office-based 30 15.0
Mot working 20 100
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The above table portrays that the majority of participants are mainly educated women
within the main working ages, encouraging the research concentration on qualified but
underutilised women.

Vol 4 No 4 (2025): 527-551

Table No 2: Descriptive Statistics for Core Survey Variables

Variahle Mean Std. Deviation Min Mlax
Remote Work Access 3.00 14z 1 5
Skills Utilisation 3.65 1.18 2 5
Work-Life Balance 3 1.37 1 5
Financial Independence 3.10 L34 1 5
Empowerment Level 342 1.21 2 5
Organisational Support 3.00 1.39 1 5

Career Progression 281 1.36 1 5
Productivity 344 1.1% 2 5
Business Growth Perception 345 1.17 2 5

Higher mean values for empowerment, productivity, and business development
concept refer to strong advantages of remote work in technology. The standard deviations
across variables range from around 1.1 to 1.5, demonstrating variation in personal
experiences. Such variability is stable with the global and contextual diversity defined in the
literature, where traditional values, business policies, and digital infrastructure make
women'’s relation with remote technology work contrarily.

4.3 Access to Remote Work and Workforce Participation

Figure No 4: Access to Remote Work and Workforce Participation

Distribution of Remote Work Access
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Remote work access appeared as a basic variable in the assessment. The histogram
portraying the Distribution of Remote Work Access demonstrates a comparatively even
spread across the Likert scale, with a focus around the midpoint and higher values. It defines

that as different participants have achieved remote work opportunities access, a considerable
part still observes limited or unpredictable access.

Such results align with an earlier study describing that remote work is not equitably
accessible to all qualified females, regardless of technological viability. Structural obstacles
like business resistance, lack of standard remote work approaches, and managerial bias keep
limiting access. Though the moderate mean score (3.00) recommends that development is
being made, especially in technology-based businesses that identify remote work as a talent
inclusion approach.

In particular, participants who mentioned maximum remote work access also focused
on defining stronger views of empowerment and performance, supporting the view that
remote work serves as a gateway to job market contribution for females who are otherwise
limited through caregiving duties, mobility restrictions, or traditional expectations.

4.4 Skills Utilisation and Underemployment

In this research, one of the key ideas focused on is the underutilisation of qualified
women’s abilities. The survey outcomes demonstrated a relatively high mean score for skills
implementation (3.65), indicating that participants normally feel their qualifications and
technical skills are better applied in remote technology jobs than in conventional work
contexts.

Results defined that remote work decreases geographical and temporal limits, and also
supports businesses to tap into a broader pool of skilled females. For different participants,
remote work allowed re-entry into the workforce after professional breaks or supported
engagement in roles related to their skills, rather than forcing recognition of lower-skilled or
informal jobs. However, the presence of lower scores among a few participants recommends
that underemployment continues, normally because of limited development opportunities or
task segmentation in remote jobs.

4.5 Empowerment Outcomes of Remote Work

Figure No 5: Empowerment Outcomes of Remote Work
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Empowerment was observed as a multidimensional construct containing autonomy,
trust, financial freedom, and considered inclusion. The Distribution of Empowerment Level
histogram refers to a clustering of responses regarding the upper end of the scale, with a
mean score of 3.42. It recommends that remote work in the technology sector contributes
effectively to women’s empowerment; however, the experience is not uniform.

Participants normally related empowerment with enhanced control over work
schedules, the capability to balance professional and individual duties, and improved self-
efficacy established by using technical abilities in paid work. Such outcomes support
empowerment structures in the literature, which focus on access to resources, agency, and
accomplishments as main aspects of empowerment. Remote work emerges to support all
three through presenting income-generating chances, decision-making flexibility, and
tangible official productions.

Table No 3 :Agreement Levels on Women’s Empowerment Statements

Statement Agree/Strongly Agree (%) Neutral (%) Disagree/Strongly Disagree (%)
Remote work improves work=life balance 64 21 15
Remote work increases financial 61 24 15

independence
Remote work empowers guzlified women 68 1% 13

skills are better utilised remotely 71 17 12

A strong majority mentioned that remote work is an important empowerment system
for women in technology.

4.6 Financial Independence and Work-Life Balance

Financial freedom and work-life balance are important empowerment results,
especially for underutilised females. The mean score for financial independence (3.10) refers
to modest but constructive impacts, whereas work—life balance scores are equally moderate
(mean = 3.01). These outcomes recommend that remote work enhances financial safety and
well-being, but not without issues.

The literature defines such results. As remote work decreases commuting costs and
support contributions, concerns like unpaid care work, domestic chores, and blurred lines
between work and home can restrict its advantages. However, the constructive relation
between remote work and monetary freedom encourages the concept that technology-based
work can work as a pathway out of economic dependence for women, especially in situations
where standard job options are rare.

4.7 Organisational Support and Career Progression

As empowerment results are constructive, business systems for development are still
weak, supporting outcomes according to the literature on structural obstacles. Business
support appeared as a critical moderating aspect in empowerment results. The mean score for
business support (3.00) refers to neutrality, recommending that, as some businesses present
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inclusive approaches and resources, others lag. Likewise, professional growth scored lower
(mean = 2.91), defining persistent issues about development for remote staff.

Table No 4: Organisational Support and Career Advancement

Item Mean Score
Organisational policies support women 3.00
Equal training access for remote workers 3.05
Mentoring available for remaote women 2.88
Equal promotion opportunities 291

Research results resound strongly with the study on the “remote work penalty,” where
staff functioning from home—especially women—may observe decreased visibility, fewer
leadership chances, and minimal access to sponsorship. Without intentional methods like
transparent promotion approach, virtual mentoring, and inclusive performance assessment
systems, remote work hazards support rather than undoing gender hierarchies.

4.8 Productivity and Business Growth Implications

Table No 5: Relationship between Remote Work and Business Outcomes

Variable Mean
Productivity in remote roles 3.44
Retention likelihood 3.52
Innovation contribution 3.38

(]

Business growth contribution A5

Remote work is considered not just as a social inclusion approach but as a supporter
of business competitiveness and development. Performance and business development show
the corporate case research aspect.

544



Journal of Social & Organizational Matters

Figure No 6: The Distribution of Productivity
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The Distribution of Productivity histogram demonstrates a strong focus on higher
scores, with a mean of 3.44, indicating that participants mainly perceive themselves as
productive when functioning remotely. In the same way, organisational development
perception scored a mean of 3.45, recommending that respondents consider women’s
inclusion in remote work constructively to business performance.

These results present empirical support for views in the literature that gender-diverse
and inclusive workforces improve innovation, problem-solving, and market responsiveness.
Remote work supports businesses to retain expert females, decrease turnover costs, and
access diverse concepts, all of which contribute to sustainable development. The outcomes
support the research's main idea that women’s empowerment and business development are
not competing goals but equally reinforcing results.

Table No 6: Summary of Hypotheses Testing (Perceptual Support)

Hypothesis Statement Supported
H1 Remote work positively influences women's empowerment  Yes

Hz2 Remote work improves skills utilisation e

H3 Remaote work enhances financial independence e

H4 Organisational support mediates empowerment Partially
H5 Empowerment improves business productivity e

H6 Remaote inclusion supports economic growth e
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4.9 Triangulation with Existing Literature

The survey results relate to current empirical and theoretical studies about gender
diversity, empowerment, and remote work. Earlier research reliably shows that flexible work
systems enhance women’s labour force contribution and retention in technology areas
(Donga & Chimucheka, 2024). The moderate-to-high mean scores seen across empowerment,
performance, and corporate development variables corroborate such conclusions, whereas
adding quantitative proof particular to underutilised women.

Meanwhile, the persistence of lower scores associated with business assistance and
professional development shows constant structural and traditional obstacles recognised in
the literature. Such triangulation supports the result validity and emphasises the value of
complementary business and policy involvement.

4.10 Discussion and Synthesis

In general, the findings recommend that empowering qualified but underutilised
women through remote work in technology is both socially transformative and economically
valuable. Remote work works as a supporting system that decreases entry obstacles, improves
skills implementation, and encourages empowerment results (Lechman and Paradowski,
2021). Though its performance is based mainly on business dedication, inclusive leadership,
and supportive policy structures.

Results defined a double imperative for businesses to grow access to remote work and
to redesign systems of assessment, progression, and assistance to ensure that remote staff are
completely incorporated and valued (Donga and Chimucheka, 2024). In a wider context,
outcomes participate in global discussions on inclusive development through showing how
technology-based work can bring into line gender equity with organisational performance.

5. Conclusion

This study reviews how women’s empowerment and organisational development
goals can be related within the technology area, with considerable focus on empowering
qualified but underutilised women through remote work opportunities. Making a wide review
of current literature and encouraged by a quantitative survey approach, this research shows
that remote work in technology is not just a suitable system for improving women’s
contribution in the job market but also a suitable factor of business performance and
development. The outcomes support the key research concept that gender inclusion, when
assisted by suitable business and policy structures, brings mutual advantages for people,
businesses, and the broader community.

The outcomes demonstrated that remote work access enhances the women’s skills
utilisation, supporting qualified women to relate in technology jobs that align with their
experience and education. Different participants mentioned improved work-life balance,
enhanced financial freedom, and a stronger context of professional personality as an outcome
of remote technology work. Such results demonstrate important elements of empowerment
recognised in the literature, like agency, resource access, and economic contribution. This
research defined that remote work can support overcoming long-standing cultural and
structural obstacles—Ilike caregiving duties, mobility limits, and social values—that have
restricted the full contribution of women in technology-based contexts.

In a business context, outcomes present appropriate assistance for the business case
for gender diversity and flexible work systems. Participants considered remote working
women as suitable contributors to business performance, innovation, and development.
Through supporting businesses to access a wider and more diverse talent pool, remote work
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supports decreasing shortages of skill, enhances staff retention, and improves business
resilience. Such insights relate to earlier studies showing that inclusive workplaces are
advantageous by different concepts, enhanced decision-making, and suitable market
attractiveness.

Although this research also observed that empowerment by remote work is not
programmed. Business assistance, inclusive leadership, and clear professional progression
systems perform a key role in deciding whether remote work translates into lasting
empowerment and development for women. Minimum perceptions of professional
development and mentoring chances among remote staff recommend that, without planned
involvement, remote work may risk supporting current disparities. It defined the business
requirements to move beyond presenting flexibility alone and to insert empowerment into
performance management, leadership growth, and encouragement exercises.

In summary, this study contributes to educational and logical discussion through
explaining that empowering qualified but underutilised women through remote work in
technology is both a social necessity and a strategic development opportunity. When prepared
and applied properly, remote work can work as a strong tool for gender inclusion, financial
development, and sustainable organisational development. This research focused on the value
of interlinked measures by businesses, policymakers, educators, and supporters to enable
situations where women’s empowerment and corporate success are commonly strengthened.

5.1 Summary of Findings with Emphasis on Remote Work in Technology

This research is focused on observing how organisational development objectives and
women’s empowerment in the technology area can be strategically interlinked, with
considerable focus on empowering expert but underutilised females through remote work.
Results show that remote and flexible technology-supported work systems are one of the
most suitable systems for bridging the gap between women’s current skills and their
minimum job market requirements. Across the literature review and qualitative interviews, a
stable approach appeared, defining that several women have the education, abilities, and
official experience needed for technology roles but are kept excluded because of structural,
traditional, and financial limitations. Remote work focuses on these limitations by removing
geographic, mobility, and time-focused obstacles that excessively impact women.

This research observed that remote work supports females to reconcile official
aspirations with caregiving duties without compromising performance or professional
growth. Women who contributed to or had access to remote technology responsibilities
mentioned enhanced financial freedom, improved self-assurance, and renewed official
individuality. Such results are related to the Capability Approach, which focuses on the
growth of genuine chances as important to empowerment. Remote work improves women’s
skills through providing access to global job markets, constant learning opportunities, and
flexible work systems that accommodate life-course facts.

In a business context, the results defined that remote work is not just an inclusion
approach but also a growth-based organisational exercise. Companies that successfully
incorporated remote work into their functional models defined enhanced skills acquisition,
decreased turnover, maximum staff engagement, and enhanced performance. The capability
to draw from a wider and more varied skill pool, comprising qualified women earlier
excluded by conventional office-based work, improved business flexibility and innovation
ability. Thus, this research supports the view that empowering females by remote work in
technology makes a mutually supportive link between social inclusion and organisational
performance.
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In the business system context, the results defined the value of digital systems,
supportive approaches, and traditional recognition in supporting women’s contributions in
remote technology work. Where an approach to consistent internet, digital tools, and
inclusive work policies was present, women’s relationship in remote work was considerably
higher. On the contrary, gaps in systems and policy restricted the scalability of remote work
as an empowerment approach (Felgueira, Alves, and Gomes, 2024). In general, this research
suggests that remote work in technology shows a strong, scalable, and sustainable system for
linking women’s empowerment with organisational growth across different global situations.

5.2 Practical Recommendations for Firms, Policymakers, Educators, and Funders

According to the results, different appropriate suggestions can be suggested to support
the efficacy of remote work in empowering expert women in technology. For businesses
functioning in technology-based areas, the first intention is to institutionalise remote and
hybrid work systems as a key element of talent strategy rather than a short-term or
discretionary process. Businesses must restructure roles, performance approaches, and
professional development structures to ensure that remote workers, in particular women, have
the same access to high-impact projects, leadership chances, and development pathways
(Sujarwo, Tristanti, and Kusumawardani, 2022). Transparent assessment systems
concentrated on results rather than physical presence is important for avoiding the
marginalisation of remote staff.

Businesses must also invest in digital collaboration techniques, cybersecurity
infrastructure, and remote leadership training to assist successful virtual teamwork.
Sponsorship and mentorship plans must be implemented to virtual styles to ensure that
women functioning remotely remain visible and encouraged within business systems
(Velmurugan and Jothi, 2023). Through properly incorporating remote women staff into
innovation systems and strategic decision-making, businesses can completely impact their
abilities and views to support development.

For policymakers, the results defined the requirement for supportive regulatory and
infrastructural contexts that support remote work at the level. Investment in digital systems,
especially broadband access and reasonable technology, is important for growing women’s
contribution in remote technology work. Labour regulations must identify remote work as a
legal and secure type of job, assuring access to social safety, fair compensation, and corporate
protections. Policymakers can also play a role in incentivising companies to implement
inclusive remote work practices by offering tax advantages, grants, or public identification
plans (Suresh and Rexy, 2024). Moreover, childcare assistance strategies and family-friendly
policies can decrease the unpaid care stress that restricts women’s contribution to paid work.

Educational systems have a considerable responsibility to perform in preparing
women for remote technology professions. Curricula must focus on digital abilities that are
well placed to remote work, like software development, data assessment, digital project
management, and cybersecurity (Sorgner and Krieger-Boden, 2017). Online and flexible
learning approaches can support women who are powerless to attend conventional systems to
upskill and reskill in their professions. Partnerships between educational systems and
technology businesses can support remote internships, apprenticeships, and project-based
learning opportunities that support women’s jobs in digital job markets.

Investors, comprising venture capitalists, growth agencies, and philanthropic
businesses, must identify remote work as a strategic factor for women’s financial
empowerment. Investment in women-based technology businesses that work with remote or
distributed teams can produce both social and financial returns (Niroo and Crompton, 2022).
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Backing plans must assist digital platforms, training measures, and start-ups that provide
remote work opportunities for women, especially in underserved areas. Through prioritising
scalable remote work systems, investors can contribute to inclusive development and improve
the effects of their investments.

5.3 Limitations and Directions for Future Research

This research presents important knowledge into the role of remote work in
empowering skilled women in technology; different limitations must be recognised. The
qualitative approach of this study and the comparatively small sample size restrict the
capability to generalise outcomes across all situations. Participants’ knowledge, although rich
and informative, may not completely capture the diversity of women’s skills in various areas,
businesses, or organisational contexts. Future study could focus on this limitation by using
mixed-methods techniques that merge qualitative knowledge with large-scale quantitative
information.

One more limitation associated with the quickly growing style of remote work and
digital innovations. As business exercises, technologies, and labour policies keep changing,
the outcomes show a snapshot in time rather than a conclusive account (Mackey and
Petrucka, 2021). Longitudinal literature would be important in assessing how remote work
impacts women’s professional growth, income, and leadership results over an extended time.
This research could also reveal whether remote work decreases or inadvertently supports
gender differences, for instance, by decreased visibility or professional stagnation if not
handled properly.

Future studies must also define intersectional aspects of remote work profoundly.
Aspects like socioeconomic positions, rural versus urban contexts, disability, and traditional
situations may make women’s access to and knowledge of remote technology work in
different ways. Comparative literature across regions and earning levels could present a more
nuanced consideration of how remote work can be personalised to particular situations.

Lastly, further study is required to observe best practices for managing remote,
gender-diverse teams and assessing the corporate impact of inclusion measures. Growing
robust metrics that relate to remote work, women’s empowerment, and organisational
performance would support the proof base and support successful decision-making.
Regardless of such limitations, this research makes a suitable contribution by demonstrating
remote work in technology as a strong factor for empowering expert women and connecting
inclusion with sustainable corporate development.
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