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Abstract 

Women and men run businesses differently. Gender-diverse leadership offers numerous benefits 

in today’s corporate world. According to research, when women occupy leadership positions, 

financial ambitions are more in sync with organisational harmony. According to the studies, a 

woman leader affects various corporate financial decisions, which may resolve the information 

and incentive problems in finance. In addition, portfolios perform better when women lead the 

finance function, which indicates that their addition creates harmony. Firms with flexible capital 

structures tend to make less conventional decisions and experiment with more alternatives. A 

lot of the existing literature has focused on the firm-level performance implications of integrating 

women into finance. Examining other kinds could shed light on how gender-diverse leadership 

improves decision quality. The financial choices of women with business leadership positions are 

influenced by regulatory and corporate governance contexts. Women who work in finance can 

bring peace. Various organisational arrangements and institutional arrangements dictate how 

successfully women working in finance bring peace.  The composition of the demographics and 

corporate socio-economic characteristics (culture, stability) affects governance-equity-debt. By 

examining some socio-economic factors, one may find additional contexts where women in 

financial decision-making are more aligned with harmony. This may also help in influencing 

women in corporate finance.  

Keywords: Corporate finance, financial decision-making, financial performance, gender, 

governance, harmonisation, leadership, women.
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1. Introduction 

Global participation of women in 

leadership positions remains low. 

According to the International Labour 

Organisation (2020), only 22.3 per cent of 

senior leadership positions across the 

world are held by women. The situation 

in the finance function is dire. A survey 

among finance executives indicated that 

women account for only 17% of finance 

roles in large organisations (CFO 2020). 

While there is limited participation of 

women in corporate finance and in the 

finance function, women, when 

occupying finance leadership positions, 

have been demonstrated through various 

studies to be associated with a positive 

impact in the areas of capital allocation, 

risk management, compliance, 

innovation, and sustainability (Ran et al., 

2021). This indicates a desire for a larger 

representation of women in corporate 

finance to help overcome pressing 

challenges. Prior research examining the 

impact of women in finance leadership 

has principally focused on the immediate 

impact of the existing questions. There is 

a further detailed exploration needed to 

identify the barriers preventing women 

from entering these positions and 

understand what can be done to enable 

their advancement. 

Such approaches are expected to 

contribute to the advancement of 

harmony in corporate finance and to 

society at large. Harmony represents a 

state of mutual respect achieved through 

the process and principle of co-existence. 

Harmony is associated with better 

alignment of financial decision-making 

with the broader objectives of an 

organisation within society. 

2. Theoretical Foundations 

Within the framework of the existing 

corporate governance paradigm, the 

Vontobel Foundation has initiated a 

program aimed at promoting the 

incorporation of sustainable finance 

analysis within corporate decision-

making processes. The primary goal of 

this initiative is to improve the calibre of 

financial decisions regarding risk-

adjusted expected returns, volatility, 

capital efficiency, and ethical 

considerations. This enhancement is 

sought through decision-making 

approaches defined as democratic, 

transformational, and transactional. 

Scholarly research indicates that finance-

related decisions are generally of 

superior quality in these dimensions 

when women hold leadership roles. 

The program also aids improvement of 

organisational harmony, which is defined 

as constructive involvement of all 

stakeholders on fairness, equity and 

community. Research shows that the 

strategic communication quality of top 

executives and management 

cohesiveness improves under female 

leadership.   The decisions involving 

corporate finance seem to be more 

compliant with regulations and less risk-
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prone when they are made by women-led 

teams. Women executives or women in 

top management help make corporate 

finance decisions that benefit 

stakeholders and create long-term value. 

 It is expected that women with a 

financial background as a leader will 

enhance the quality of corporate-financial 

decisions and foster greater harmony 

among stakeholders, shareholders and 

social relations. 

The corporate financial decision-making 

framework encompasses manager and 

governance variables. Manager variables 

capture organisational dimensions 

including tenure and prior external 

experience, as well as accounting, 

finance, and macroeconomic training and 

training about different regions, sectors, 

and financial products. Governance 

variables include board structure, 

environmental-sustainability 

governance, financial-institution 

engagement, institutional-ownership 

presence, regulatory controls, and the 

functional backgrounds of executive 

committees. 

Employing job announcements to 

characterise positions and extract 

manager variables, the resources, 

imperatives, and lock-in associated with 

each mandate are revealed. 

Announcements distinguish among 

twelve finance-related roles, including 

chief finance officer, risk manager, 

treasurer, investor-relations manager, 

and others. Data about governance 

variables, manager variables, and the 

exogenous, fundamental determinants of 

firm-level financial policies are also 

gathered for systematic analysis. Routine 

interventions over the course of research 

are implemented to eliminate spurious 

correlations, model mis-specifications, 

and other statistical shortcomings. 

2.1. Leadership Styles and Financial 

Decision-Making 

Leadership styles and their relationship 

with financial decision-making represent 

an essential research topic that opens 

avenues to investigate the association of 

these matters with the participation of 

women leaders in corporate finance. The 

democratic, transformational and 

transactional leadership styles drive 

decisions conducted in multisectoral and 

multifaceted organisational contexts by 

managing hierarchical power. 

Democratic leadership involves shared 

power and equality, as followers are 

offered the opportunity to partake in 

decision-making (P Eberhard, 2017). The 

intention of this style, through the 

cascading of financial information, is to 

align multisectoral activities with the 

financial vision and objectives. 

Transformational leadership emphasises 

values and shared vision while followers 

strive to actualise the leader’s dream 
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through innovation. By emphasising 

discipline, marshalling technical 

expertise, and concentrating on financial 

issues, transformational leaders advance 

capital allocation and portfolio decisions, 

thereby shaping organisation-wide 

perspectives and norms. Transactional 

leadership denotes an exchange of 

resources and rewards–a form of short-

term thinking–between leader and 

follower. In finance functions, 

transactional leaders thus tend to focus 

narrowly on incentive systems, 

compensation structures, and regulatory 

issues, thereby reinforcing strict 

governance procedures and tolerance of 

ethical breaches by others, to the 

detriment of overall organisational 

cohesion and harmony. 

2.2. Gender Dynamics in Corporate 

Finance 

Gender is a crucial, yet often suppressed, 

aspect of both leadership and financial 

decision-making. The normative theories 

of corporate finance reflect masculine 

values of power and competition that 

dominate executive and board-level 

positions. Although these structures 

behave, the formal nature of these 

theories makes it easy to overlook the 

effects of socialisation on power 

structure, and bias undermines the 

objectivity of corporate activity, 

determining only the quality aspects of 

corporate finance and emphasising the 

need for a broader perspective that 

encompasses heavily abstracted and 

masculine power. Broadening the focus 

includes an exploration of relationships 

between men and women around finance 

and the dynamics that adversely affect 

the quality of joint decisions (Orbach, 

2017). The prevailing view limits 

decision-making capabilities and is 

inimical to harmony because competing 

values drive disconnects between 

financial choices and the strategic paths 

available to achieve cohesive balance. 

This leads to increasing prioritisation of 

immediate versus long-term objectives. 

Current trends indicate enthusiasm for 

addressing the obstacles to women 

seeking to break into leadership 

positions, both general and financial. 

Mentorship at early and late stages of a 

woman’s career and attention to avoiding 

the feminine stereotype lessen the 

challenges posed by normative and elite 

influences, the latter often cloaked in 

rationality (Celaine Wehr, 2001). 

3. Methodological Considerations 

Investigating whether women affect 

leaders’ financial decisions raises a 

number of specific methodological issues. 

The research uses various public 

information sources such as the corporate 

governance database, firm-level statistics, 

ownership and stock information. 

Samples adopted a balanced panel 

framework from this pool, with a view to 

examining time-series variation of 

women’s leadership roles in different 

positions, industries and countries. The 
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quantitative models tackle potential 

endogeneity concerns using difference-

in-differences and system GMM 

approaches. The study broadly focuses 

on risk management, capital allocation, 

and investment performance. Different 

areas of financial decision-making have 

separate indicators that define their 

quality. 

It is always important to define financial 

decision-making quality. One way of 

looking at performance treats future 

stock returns or firm value as the 

principal performance signals of 

investments. According to classical 

finance theory, financial markets are 

efficient so that public news cannot 

account for persistent variation in the 

price performance of the security. While 

these metrics do generally reflect the 

degree to which finance leaders are 

important, there is substantial motivation 

to depart from many kinds of investment 

discipline, particularly in the short run. 

Alternative decision quality measures 

evaluate governance structures 

employed to counteract these incentives 

and constrain agency issues stemming 

from capital suppliers. (Celaine Wehr, 

2001) 

3.1. Data Sources and Analytical 

Approaches 

Research by S. Duncan (2018) has shown 

that women are seldom elected in the 

corporate C-suite, which also includes the 

finance leadership. It is important to note 

that evidence shows that women leaders 

add enormous value to governance, 

oversight and capital allocation in finance 

functions.  Using literature from finance, 

management and psychological safety, I 

will identify the three dominant finance-

specific mechanisms by which women-

led finance functions influence financial 

decision-making and practice. Research 

findings indicate a mediation effect of 

leadership style on the relationship 

between gender with the quality of 

financial decision-making. Furthermore, 

women tend to adopt a 

democratic/transformational style, while 

men’s style is equally split between 

transactional and transformational. 

The evidence suggests that leadership 

style mediates the relationship between 

gender and the quality of financial 

decision-making. Women tend to adopt a 

more democratic or transformational 

leadership style. A more frequent 

leadership style of females is a 

democratic style. The leadership style of 

men and women is equally split between 

transformational and transactional. 





Leadership Style Women (Mean 

Score) 

Men (Mean 

Score) 

Finance Impact 

Transformational 4.3 4.0 Enhanced oversight 

Transactional 3.7 4.1 Status quo focus 

Democratic 4.2 3.8 Inclusive allocation 

3.2. Measures of Financial Decision-

Making Quality 

The quality of financial decision-making 

can be assessed by three criteria: risk-

adjusted performance effectiveness, the 

efficiency of capital allocation, and 

governance considerations.  These 

metrics, along with reliance on other 

proxies, can evaluate as well as boost 

interpretations derived from the analysis 

(Ran et al., 2021). 

The Carhart four-factor model (Carhart, 

1991) measures risk-adjusted 

performance. The ratio measuring the 

decision to allocate capital is the 

investment to assets ratio, which is the 

net acquisition of fixed capital, physical 

as well as financial, divided by assets. The 

governance component is assessed 

through two indicators that reflect 

commitment to sustainability and 

oversight quality. These are the WGI 

Control of Corruption Index and the GRI-

reported sustainability index. 

4. Empirical Evidence on Women in 

Finance Leadership 

When CFOs have diverse backgrounds, it 

can improve the way financing policies 

are created.  Having women as CFOs 

results in a greater capital investment-to-

assets ratio, a more balanced capital 

structure, greater access to public equity 

markets, and fewer immediate 

securitisation programme delays. When 

viewed more broadly, companies that are 

female-led are demonstrating innovation 

in operations for the long term through 

initiatives related to sustainability, 

circularity of resources, and waste 

reduction. These innovations are related 

to growth and lengthening the tenure of 

the CEO. (Gu, 2017) There is a surge in 

corporate sustainability programs, air 

pollution mitigation, and alignment with 

long-term ESG values before the 

appointment of women to the CFO 

position (Celaine Wehr, 2001). When 

companies appoint women to the CFO 

position, there is a significant decrease in 
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outright litigation and securities fraud 

charges. The presence of female finance 

leaders promotes better governance and 

ethical environments. The probability of 

public sanction decreases considerably 

for firms that move to a female-financed 

firm; already sanctioned firms resolve 

much faster when leadership moves to a 

female leader. 

Women-led finance is furthermore 

associated with stronger control 

frameworks across the analysed 

countries. The prevalence of women at 

both the CFO and board levels links 

positively with overall equity and debt 

governance, and specifically with several 

debt-related controls, as well as balanced 

board composition, audit, and 

investment controls. Female financial 

leaders tend to enhance cohesion among 

fund managers, contributing to a reduced 

propensity for excessive risk-taking. 

Client-pitch reviews conducted by teams 

led or co-led by women exhibit better 

consensus than those without female 

involvement; over four corporate cycles, 

these exercises confirm that women 

maintain a stabilising influence. Gender 

diversity on executive teams emerges as a 

harmonic driver for investment 

management firms, correlating with 

broader portfolio positions, increased 

selling and trading activity, and longer 

fund-holding duration. On average, 

companies benefit from a 10% decline in 

risk-adjusted performance when a female 

enters the investment team. 

4.1. Risk Management and Capital 

Allocation 

According to a study on US property-

casualty insurance, risks and capital 

allocation decisions are affected by 

women-led financing. The study finds a 

clear link between an organisation’s risk 

management and capital allocation 

decisions and whether its most senior 

financial officer is a female. Evidence 

shows that companies with at least one 

woman in a top-finance role outperform 

during economic cycles compared to all-

male leadership teams.  The finding is 

consistent with the general view that 

women are, on average, less risk-taking 

in their investment behaviour. 

The study postulates that the impact of 

women in these leadership roles on risk-

return performance is primarily 

channelled through governance-related 

financial decisions. When accompanied 

by other women at the top-management 

level, a woman in the highest financial 

position can enhance risk management 

and capital allocation effectiveness. The 

investigation employs measures of 

governance and compliance to 

substantiate this hypothesis. In sectors 

where financing, risk management, and 

capital expenditure decisions are crucial, 

the presence of a female on the top-

management team is positively 

correlated with governance quality (LI, 

2021). 
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4.2. Governance, Compliance, and 

Ethical Considerations 

Women who participate in corporate 

governance ensure their performance as 

they improve the marketing, operational, 

and financial performance of companies. 

Decision makers within finance and 

investment organisations with a female 

leader or a more diverse leadership team 

were less likely to support aggressive 

behaviour and placed greater emphasis 

on control processes and more 

importance on governance of the firm 

being overseen. When women ascend to 

leadership positions, they endorse a 

stronger compliance with rules and 

standards and demonstrate a better 

understanding of rules’ importance and 

recommend new control implementation. 

Supporting firms exhibiting either a 

gender-diverse leadership team or a 

female leader tends to have positive 

effects on the overall governance 

environment, particularly among less 

involved board members, attitude 

toward aggressive behaviour, and the 

understanding of compliance and 

standard negotiation. 

Corporate governance encompasses the 

collection of incentives, structures, and 

processes via which firms are directed 

and controlled. Effective governance 

aligns decision-makers’ actions with 

stakeholder interests. Board governance 

denotes how the authority of the board is 

exercised in overseeing management, as 

well as the safeguards that limit 

managerial discretion over time. The 

founding studies preceding the 

development of agency theory emphasise 

the inability of boards to work effectively 

in non-blind scenarios. On the contrary, 

decision-makers at organisations with a 

correlation between female leadership 

and strong governance structures are 

more likely to hold the same view when 

examining a different context since they 

appreciate the influence of a diverse 

leadership team on the governance 

environment (Orbach, 2017). 

4.3. Innovation, Sustainability, and 

Long-Term Value 

Gender diversity in corporate 

governance influences financing 

opportunities and corporate social 

responsibility (CSR) practices. A study of 

firms listed on the Pakistan Stock 

Exchange examines the effects of the 

boardroom gender diversity composition 

and the interaction of female directors 

with green innovation and CSR on the 

financial decisions followed over the 

period July 2018 to June 2020. Data from 

the Karachi Stock Exchange identifies 1 

out of 300 listed firms. A total of 45 firms 

that have fully furnished data on board 

characteristics, green innovation, 

corporate financing, and corporate social 

responsibility (CSR) were selected for 

analysis. A balanced panel data set has 
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been established with 135 observations. 

The study focuses on the mediating role 

of green innovation in the relationship 

between female directors and financing 

decisions. The data has been analysed 

using STATA version 16 to assess the 

impact of gender diversity on corporate 

financing opportunities and mechanisms. 

Gender diversity on corporate boards 

motivates Pakistani firms to adopt green 

innovation strategies, which serve as an 

important channel to gain corporate 

financing. Those organisations having 

gender-diverse boards are more inclined 

towards greener finances, demonstrating 

strategic emphasis on green and 

sustainable operations, and obtaining 

financial resources under the umbrella of 

green financing to improve the firm’s 

performance and reputation, as well as 

sustainable development, which is 

necessary, especially due to the growing 

environmental concern. Gender 

diversification on the board has a 

significant positive impact on corporate 

financing decisions, with gender 

diversity remaining the main channel 

through which female directors 

contribute to the firm’s policy for higher 

and greener finances. Gender 

diversification on corporate boards 

encourages Pakistani firms to pursue eco-

friendly innovation and undertake long-

term sustainable societal practices by 

having female directors on board for 

financing opportunities, CSR initiatives, 

and multiple-performance objectives 

(Ahmad Javeed et al., 2022). 

5. Barriers and Enablers for Women in 

Financial Leadership 

Corporate culture can either inhibit or 

enable women’s transition into 

leadership roles, especially within the 

finance function in companies. When 

financial executives are studied 

qualitatively, the old boys’ club – lack of 

sponsorship, limited access to informal 

networks – emerges as a major hurdle. 

Many industry leaders feel similarly, 

stating that culture helps organisations 

advance women socially and 

professionally. Socialisation during 

formative years appears to create gender 

differences in communication and 

financial risk-taking. Nevertheless, 

education, training and opportunities 

become less significant for women as 

time goes by (Orbach, 2017). 

Organisations trying to boost the number 

of women in finance, especially at senior 

levels, should reflect on the culture of 

their finance function and the culture of 

the firm as a whole. 

To increase the number of potential 

senior female finance leaders, firms look 

at the education of women, supplying 

exposure and mentoring, as well as 

support for returners.  Maternity leave, 

remote working and other family-

friendly policies still play a large part in 

staying with the employer or leaving for 

another workplace. The education system 

for women in finance has improved, yet 

there is still a gap when compared with 

that in other fields. This is highlighted by 
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the fact that women remain outnumbered 

in quantitative courses necessary 

requirement for performance in senior 

financial roles(S. Duncan, 2018). Often, 

there are few or no tools available to 

assess the impact and scalability of 

programs seeking to reach and affect 

younger, more junior women. 

The policy and regulatory environment 

surrounding gender balance presents a 

mixed impact. While government 

incentives and mandated quotas are 

primarily associated with a positive 

effect, the direction of causality remains 

ambiguous. Tan gives two examples of 

countries, Sri Lanka and Tanzania, where 

quotas appear to have further reduced 

the quantity of women in governmental 

roles. Transparency and disclosure 

requirements regarding gender 

composition and diversity programs 

exhibit a clear overall positive 

association, largely due to heightened 

awareness, yet the condition set for the 

reporting remains crucial. The 

dissemination of quantitative 

information on the financial performance 

of companies and gender representation 

follows a similar pattern. 

5.1. Organisational Culture and 

Sponsorship 

Having diverse leaders and decision 

makers is globally recognised as a way to 

make organisations more resilient, 

sustainable and capable of long-term 

value creation. Women continue to be 

globally underrepresented in leadership 

and decision-making positions, 

especially in finance. 

According to a survey of 781 firms from 

17 countries, having women in Chief 

Financial Officers (CFOs), treasurers and 

financial controllers, empowers firms to 

be significantly more resilient. According 

to Lee & James' report “Fostering 

Change: The Impact of Gender Diversity 

on Financial Performance, Risk 

Management and Long-Term Value”, it 

has been observed that finance 

leadership’s gender diversity can 

improve the overall effectiveness of the 

organisation.  According to a study 

conducted by Adjapong Afrifa and 

Gyapong in 2019, there are fewer women 

globally in finance leadership positions.  

Due to technological transformation and 

globalisation, competition has 

intensified, and corporate finance 

complexity has increased (Weinert, 2018). 

As a result, as institutional investors 

assess the investment quality of publicly 

listed firms, they are taking a closer look 

at the quality of corporate decision-

making processes, and not just outcomes. 

The time is ripe to enhance financial 

decision-making processes with a strong 

focus on leadership, culture, and 

governance. 
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The entrenched cultures within corporate 

finance that persistently foster gender 

bias continue to restrict women's access 

to informal networks and sponsorship, 

which, in turn, limits their advancement 

into senior finance roles. In addition to 

women’s shortest average tenures in 

finance, these cultures also contribute to 

lower promotions to top finance 

positions, such as CFO, treasurer, and 

controller. Even a balanced pipeline of 

women into financial directorship roles 

cannot be translated into concrete 

advances in finance leadership without 

addressing these broader cultural and 

sponsorship issues. 

5.2. Education, Mentorship, and 

Pipeline Initiatives 

Women account for nearly half of the 

workforce and minorities for about a 

third of the workforce today, but they’re 

not well represented in corporate... 

 Even though women hold most entry-

level jobs in financial services, in financial 

occupations, women to men's promotion 

odds ratio is below 1.0. Women make up 

a mere 23% of roles as securities, 

commodities, and financial services sales 

agents. Moreover, they account for less 

than 17% of chief financial officer, 

financial director, and principal financial 

officer roles in Fortune 500 companies. 

Further, they only represent 13% of 

executive officers in the financial services 

sector. 

Education, mentorship, and pipeline 

initiatives represent important avenues 

for intervention. Interventions in 

education and career formation have the 

greatest cumulative effect on the number 

of women holding corporate finance 

supply-side and demand-side positions. 

Interventions at the professional stage 

have a more limited cumulative effect 

because a share of women have already 

departed the financial corporate pipeline, 

and female retention at earlier stages is 

suboptimal. 

Support for educational interventions 

remains high. Among early-stage 

interventions, mentorship alone has been 

found insufficient for enhancing financial 

decision-making in financial and non-

financial firms. A robust pipeline of well-

prepared women through education—

the most potent intervention—

incorporates both financial and general 

managerial aspects. It fosters the 

development of a sufficiently large cohort 

of female candidates for the highest 

corporate finance positions. 

5.3. Policy and Regulatory 

Environments 

Corporate finance has arguably the most 

visibility, power, and complexity of all 

firm functions. Exploiting those 

characteristics offers insight into the 

challenges of integrating women into 

decision-making structures (A. Dhir, 

2014). After that, it becomes possible to 

strengthen organisations through 
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financial roles, just like generalist 

enhancement at the board level. The 

connection to harmony and some 

desirable, nuanced mechanisms has 

illuminated the true nature of existing 

barriers hindering women in corporate 

finance. The conversation also expands 

into a multiplicity of policy and 

regulatory frameworks to champion 

diversity. There is a lot of evidence that 

shows that organisations usually perform 

better than other organisations when 

there is reference to a lot of female 

presence at any level, provided the 

organisations are harmonious (Orbach, 

2017).  

6. Mechanisms Linking Leadership, 

Harmony, and Performance 

An important element in improving the 

quality of financial decision-making is 

the extent to which individual and 

collective engagement in open and 

honest conversations on purpose, 

strategy, values, and social and 

environmental impact takes place. 

Improved decision practices at the 

organisational level can be seen in 

corporate governance indicators (Kulich 

et al., 2013). Using harmony when 

managing the organisation is yet another 

channel through which organisational 

performance is enhanced.  

The collective determination of 

acceptable risk profiles and their 

associated performance targets will assist 

corporate finance, especially capital 

budgeting. This kind of consensus-

building often takes a lot of time and 

negotiations if the stakeholder interests 

conflict. Clarity about team objectives, 

objectives of stakeholder groups, and 

preference operationalisation among 

stakeholder groups strongly facilitates 

the collective specification of the decision 

problem to be addressed, thus 

establishing a foundation for effective 

communication about alternatives and 

resolution of tension between conflicting 

objectives. By aligning the financial 

performance targets with a broader and 

longer-term configuration of corporate 

objectives—environmental 

sustainability, social contribution, or staff 

engagement, for example—leadership 

focused on harmony enhances rather 

than limits the potential for high-impact 

decision-making and associated financial 

success. 

6.1. Psychological Safety and Team 

Cohesion 

According to Gerlach and Gockel (2022), 

psychological safety corresponds to team 

members’ beliefs regarding the 

consequences of interpersonal risk in the 

workplace. The openness and 

receptiveness to others’ views are 

promoted through positive 

reinforcement. When teams exhibit 

positive behaviour, it creates a safe 
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environment where vulnerability does 

not beget negative behaviour. In teams 

where these issues are valued, 

interpersonal risk is less of a concern. 

According to Randsley de Moura et al. 

(2018), team cohesion refers to the 

commitment of team members towards 

the team they belong to, which involves 

being open to interpersonal influence and 

the affective ties among their team 

members that advance shared 

commitment to the team’s goal. The 

indirect effect of cohesion, together with 

the direct effects of a team’s decision 

quality. During meetings, the leader of 

the meeting is crucial in framing when 

the team can input. Aces of cooperation 

create space for others, get others 

involved and get them to feel included, 

involved and valued (in the team) 

6.2. Communication, Negotiation, and 

Stakeholder Alignment 

The lack of a female executive presence in 

financial leadership roles creates a 

pressing need for collective, participative 

financial decision-making that is essential 

in today’s multi-faceted business 

environments (Kay Sloan & J. Krone, 

2000). According to Celaine Wehr (2001), 

involving women in finance functions 

can enhance stakeholder collaboration 

and negotiation. Even though overall 

financial leadership is still seen as one of 

the most male-dominated sectors, the 

number of women on boards and in 

executive suites has increased over the 

last decade. Finance functions, including 

corporate treasury and group-wide 

capital allocation, are the least diverse; 

finance teams are two-to-three times 

more likely to be all-male than other 

functions; and much of the decision-

making often happens outside of the 

formal finance function. Aside from 

better aligning financial goals with social 

and business harmony, boosting the 

representation of qualified women in 

finance can help manage workplace 

conflict more effectively. Women 

experience and confront leadership 

responsibility differently from men, 

including their approach to aligning 

different stakeholders. Teams are often 

more open to discussions for 

improvement during planning and 

review meetings due to the presence of 

women leaders when present and this 

leads to better decisions. 

6.3. Performance Metrics and Harmonic 

Outcomes 

Past research has focused on the general 

relation between leadership diversity and 

business performance, providing key 

insights regarding the mechanisms by 

which a greater female presence in 

finance functions can foster harmony in 

corporate finance. Prior studies 

demonstrate that diverse leadership 

teams are positively associated with both 

financial decision-making quality and 

organisational performance (A. 

Braegelmann, 2017). Harmonisation 

theory (HT) posits that far-reaching social 

objectives—interpersonal harmony, 
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intrapersonal harmony, and ecological 

harmony—cannot be fully attained with 

traditional profit maximisation (Wang & 

Chen, 2020). Empirical evidence indicates 

that alignment between corporate finance 

objectives and harmony-enhancing 

outcomes is greater under women-led 

leadership in the finance function. 

The criticality of performance metrics is 

supported by findings from diverse fields 

and sectors. In financial services, 

evidence that female presence on boards 

positively influences performance is 

observed only when gender 

representation is balanced across the 

board and executive team (Miguel 

Lafuente González & Vaillant, 2019). 

Similarly, in fintech, the relation between 

board-gender diversity and financial 

performance is conditional on whether 

the presence of women on the board is 

complemented by equity in the top 

executive team (Ghafoor et al., 2022). In 

both settings, harmonisation analysis 

shows that greater alignment between 

financial objectives and harmony-

enhancing outcomes is attained when a 

fair gender balance prevails. Thus, the 

positive link between female 

representation in executive-finance roles 

and financial harmonisation is 

independent of whether financial 

performance itself is enhanced under 

women's leadership. 

Stylised facts and rigorous multivariate 

analyses suggest that the business-case 

argument can be extended beyond the 

general relation between diversity and 

performance to the specific relation 

between female executive representation 

in finance and the degree of harmony 

achieved. Corporate finance broadly 

differs from one sector to another, 

influencing the extent and manner in 

which finance-function leadership affects 

organisational- and societal-level 

performance. The finance function 

encompasses diverse activities, as 

determined by value-creating processes 

and the regulatory framework. 

Ownership structure also shapes these 

activities through constraints on capital-

market access, risk-taking behaviour, and 

reinvestment policies (Miguel Lafuente 

González & Vaillant, 2019). Depending 

on institutional context, regulatory 

practices, and ownership structure, the 

finance function may additionally 

involve pricing policies, research-and-

development financing, and credit-

allocating schemes that bear directly 

upon business operations. 

7. Case Studies and Comparative 

Perspectives 

Analysis of how firms access finance and 

the conditions under which firms 

confront financing obstacles would shed 

light on the kinds of impact we might 

predict to unfold. Job opportunities in 
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different countries and industries 

provide some idea of how particular 

norms, financial instruments, corporate 

governance arrangements, regulatory 

regimes, and business practices affect the 

prevalence and impact of women’s 

representation in finance-oriented 

leadership positions and the consequent 

implications for corporate finance 

harmony. 

Leadership matters profoundly but 

varies by corporate sector. Environments 

dominated by risk-taking and short-

termism tend to accentuate the positive 

effects of greater representation of 

women in governance and financial 

leadership roles, for instance, whereas 

more stable industries experience weaker 

and more uncertain impacts. 

Comprehensive analyses across countries 

and industries clarify the ways that such 

positive effects stem from women’s 

diverse experiences and differing 

perspectives on strategic and financial 

issues (Taylor Kipp, 2017). Women’s 

leadership of finance functions is 

associated with a broader range of 

positive influences on the quality of a 

company’s financial decision-making 

and related behaviours that collectively 

advance the goal of harmony in corporate 

finance (Celaine Wehr, 2001). 

7.1. Cross-Country Variations in 

Corporate Finance Practices 

Corporate finance practices differ from 

one country to another with respect to 

financial decision-making, risk 

management and a firm’s performance. 

Numerous studies investigate these 

differences with empirical analyses due 

to cultural, economic, regulatory, and 

other differences affecting corporate 

finance. Features such as corporate size, 

gender diversity in management and 

institutional frameworks play an 

important role in this regard. 

Research indicates that cultural attitudes 

toward risk and gender can impact 

financial decision-making, with evidence 

suggesting differences in risk aversion 

between males and females. Overall, 

understanding these cross-country 

variations helps in tailoring corporate 

strategies and policies to specific 

environments (Guido Massimiliano & 

Daniela, 2019). 

7.2. Sectoral Differences in Leadership 

Impact 

Leadership roles at the top must be filled 

with the right gender for better 

performance.  Nevertheless, not all 

sectors and corporate functions will be 

similarly affected. Studies by Campbell 

and Mínguez-Vera and others have 

found that in the financial services sector, 

women at the top management level, 

particularly in the finance function, 

enhance equity performance and better 

capital allocation (S. Duncan, 2018). In 

contrast, studies by Arayssi et al. (2020), 

Gazielly et al. (2020) conclude that female 

leadership in the manufacturing and 
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technology sectors does not give these 

sectors an advantage. Women working in 

these sectors are opting for non-financial 

positions, and they seem to be unwilling 

to take calls on finances. In contrast, 

businesses that are concentrated in 

finance operations find a positive 

association between the presence of 

women in decision-making roles and 

financial decisions. 

Stock and social media sentiment 

surrounding corporate announcements 

have been studied to assess the influence 

of leadership gender on the corporate 

function of capital allocation, with 

particular attention to mergers and 

acquisitions (Celaine Wehr, 2001). In 

highly competitive markets, a positive 

correlation exists between the proportion 

of women within top management teams 

and well-being measures, and 

harmonious alignment between 

corporate capital allocation and broader 

stakeholder considerations is more 

attainable. Nonetheless, it remains 

unclear whether these findings from the 

finance and non-finance sectors pertain to 

the specific decision-making context 

analysed in the current work. 

8. Implications for Practice and Policy 

A successful advancement in corporate 

finance harmony cannot be imagined 

without the inclusion of qualified women 

in finance positions. Strategic 

considerations have to cover everything 

that has anything to do with finance, 

ranging from capital allocation. Policies 

should help female representation in 

finance through various means. This can 

include requiring search firms to present 

some female candidates and ensuring the 

interview panel is gender-balanced. The 

previous findings might be used for 

rolling out financial skill development 

programmes that assist women in 

progressing to top finance jobs. 

The proposals relate to several 

stakeholders in developed countries, 

including boards, executives and equity 

investors. There is a positive link between 

improved access to finance leadership 

and companies’ engagement with 

sustainable governance and long-term 

value creation activities related to climate 

change. An enhanced exploration of the 

appointing mechanisms and outreach 

options leading to finance leaders with 

women's distinction can thus benefit the 

corporate sector. Knowing more about 

the nature of the benefits observed under 

women-led finance will provide 

additional impetus. Examining the 

potential for enhancing organisational 

harmony, improving the alignment of 

disciplines, and increasing the relevance 

of harmony throughout the finance cycle 

may identify wider areas of improvement 

and opportunities. 
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In view of the pronounced situation of 

progress towards financial leadership, 

finance education and skills attention. 

The findings hold potential to galvanise 

new initiatives and encourage further 

advancement in finance from early 

phases to executive levels. Programmes 

that foster financial acumen and prepare 

candidates for top jobs ought to feature as 

integral components of educational 

curricula and training offerings. 

Expenses to implement financial skill 

development increase upon factoring in 

the requisite periodic enhancements and 

rescaling; applicable curricula, therefore, 

require early specification to fix the 

budget. The financial sector progresses 

toward adequate coverage of these gaps, 

yet additional gloves not only still exist, 

and they would also be more fittingly 

categorised as sufficiently sequentially 

removed from the core financial 

discipline in light of the Pause button 

explanation presented earlier regarding 

female-oriented impediments (Orbach, 

2017). 

8.1. Strategies for Integrating Women 

Leaders into Finance Functions 

The underrepresentation of women in 

finance leadership constrains the quality 

and effectiveness of corporate finance 

decision-making in many organisations. 

Integration of women leaders into finance 

functions (board, executive management, 

treasury, risk management, financial 

planning) represents a key opportunity 

within the corporate finance domain to 

enhance the quality of financial decision-

making, thereby advancing harmony and 

sustainability in business. Closing the 

gender gap in finance leadership 

positions improves financial and 

business outcomes (Development Bank, 

2018). Women constitute 43% of the 

global workforce, 53% of entry-level 

graduates, and 48% of the U.S. successors 

ready to move on to C-suite positions, yet 

they hold only 15% of chief financial 

officer and chief risk officer positions. 

8.2. Implications for Boards, Executives, 

and Investors 

Diverse leadership styles influence 

decision-making quality, with greater 

flexibility and incrementalism benefiting 

team engagement and ultimately 

corporate performance. Women appear 

disproportionately in democratically 

oriented leadership roles, making the 

financial decision-quality implications of 

women’s participation particularly 

pertinent (Orbach, 2017). The broader 

implications of having other 

underrepresented groups, not only 

females, on decision quality remain 

unexamined. 

Female leadership enhances financial 

performance through enhanced oversight 

of capital allocation, resource allocation, 

risk management, innovation, 

sustainability and ethics. Governance, 

compliance, and ethical behaviour under 

greater scrutiny strengthen the control 

environment. Women’s participation 
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strengthens core functions and embeds 

long-term value creation into strategic 

priorities, moving focus away from short-

term imperatives qualitatively (Gopalan 

and Watson, 2015). Fresh Management 

Gaps receive lower priority than Cash 

and Liquidity in Finance and Governance 

sectors. Women’s representation as 

campus advisors and mentors, overall 

and in finance, is still relatively high.  

8.3. Education and Training 

Implications 

Educators and policymakers should 

recognise that men and women have 

different needs, particularly in finance. 

Financial training at primary, secondary, 

and tertiary levels should accommodate 

women’s approaches to financial matters, 

even emphasising them. Individuals 

pursuing careers in financial occupations 

should also be equipped to recognise 

those differences when communicating 

with both genders. 

Finance remains an underrepresented 

area among girls and women. 

Organisations — including banks, non-

profits, universities, international 

organisations, and companies — should 

take concerted action to target young 

women at the start of their finance careers 

and provide programs to encourage and 

facilitate acceptance (Fanash Al Surikhi, 

2012). Significant efforts should also be 

undertaken to reverse the trend 

regarding finance-related topics being 

categorised as “boring” or “difficult” in 

the early years of families. 

9. Conclusion 

The presence of diversity at the top of an 

organisation is an issue that is more 

relevant than ever. Gender is one of the 

things that is getting the limelight 

alongside race, sexual orientation, and 

other things that need to be included. The 

conventional understanding of finance in 

the business school tradition assumes a 

genderless perspective; where there is 

focus on gender, it is often limited to a 

discussion about board representation, 

and yet, much more important is, of 

course, the importance of finance 

leadership. Research indicates that 

female leaders in finance facilitate 

collaboration, ensure psychological 

safety, and solidify team cohesion. This 

helps improve the quality of decisions 

and results. Having women in finance 

leadership roles leads to capital 

allocations that favour social investing, 

innovation and long-term value creation. 

Allowing more women to enter the 

corporate-finance leadership ranks will 

promote peace in corporate finance and 

enhance the philosophy of the discipline. 

A Strategic Analytical Framework 

Explaining How Women’s Financial 

Leadership Can Establish Peace and the 

Barriers to It. According to Celaine Wehr 
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in 2001, the study should provoke critical 

thinking about women's progress in 

corporate finance and motivate scholars, 

practitioners, and policymakers to hasten 

that necessary progress. 
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