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Introduction

Even after two decades of ef-
forts to achieve pari ty in the
workforce, underrepresentation of
women persists (Christie, O’Neill,
Rutter, Young, & Medland, 2017).
This essay investigates the methodi-
cal development of current women
in STEM to reproduce model to
mimic for future aspirants for a sus-
tainable growth in involvement of
women in STEM jobs. The variables
under research were carefully cho-
sen in order to understand the why
and how of these STEM women
who persevere despite all sociocul-
tural issues they encounter on both
a personal and professional level.
Psychological empowerment, emo-
tional agility, and learning agility all
contribute to the ability to endure
issues that arise at work.

Background of the study

Women’s underrepresentation in
STEM fields is  well  known.
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This research finds the relationship of
career development, psychological
empowerment, and innovative output
in the STEM fields for women employ-
ees. Data was collected from 401
women employees in select  ci t ies
through an experimental survey. SPSS
and SEM Amos were used to analyze
the data.  Descriptive statistics was
found for the data before regression.
The findings indicate that the relation-
ship between psychological empow-
erment and innovative output is me-
diated by career development. Work-
place can continue to provide psycho-
logical empowerment programs for
female employees to promote the par-
ticipation of more women in STEM
careers. This paper used the Value
Percept Theory and Social Exchange
Theory to explain psychological em-
powerment in STEM sector in India.
And both of these are a novelty of this
paper.
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Women’s advancement in STEM disci-
plines has turned into a double-edged
sword as they attempt to balance respon-
sibilities at home and work. Discrimina-
tory behavior at work is commonplace
for STEM women (Kang & Kaplan,
2019). It includes prejudices like the
prove-it-again mentality, which requires
women to demonstrate their worth re-
peatedly. Women are forced to adopt
more feminine characteristics at their
jobs, which calls for more masculine
traits, also called the tightrope bias. Moth-
erhood, or the maternal wall bias, makes
her even less competent and uncommit-
ted to her profession after childbirth.
When men and women both discriminate
against women in traditionally masculine
fields, this is known as tug-of-war bias
(Williams, Phillips & Hall, 2016)

There is a common misconception
that companies are gender-neutral. Their
gendered inclination is covered by mask-
ing and concealing the nature of labor
(Smith, 2013). And this is especially true
for STEM positions, which tend to favor
male characteristics. Additionally, most
STEM jobs hide the physical labor com-
ponent of their employment, exuding the
image of man and the need to employ
men for such roles. Thus, such a por-
trayal of an employee marginalizes the
opportunities for hiring women for STEM
roles and seeks to highlight a woman’s
weakness as a procreator through her
body feminity. It also urges her to en-
gage in feminism in the roles that require
male traits and accept positions of sub-
ordination (Anderson, 2000). In industrial
capitalist societies, which are, at least in
part, constructed upon a profoundly in-

grained foundation of gender difference,
the positing of gender-neutral and disem-
bodied organizational structures and
work relations is a component of a broad
control strategy (Acker, 2009; Andolsen
et al ,1990)

Review of Literature

Psychological empowerment refers
to people’s innate ideas about their abil-
ity to work more productively and is based
on the four principles of meaning, self-
determination, competence, and influ-
ence. (Richardson, et al, 2018). Organi-
zations strive hard to hire a diversified
workforce that would cover all the gaps
in terms of needed skill sets. As a result,
it seeks to provide the appropriate re-
sources to its employees at all times.
Psychological empowerment mediates
the relationship between person-organi-
zation fit and in-role performance. (Gre-
gory, Albritton & Osmonbekov, 2010)

An empowered worker is consci-
entious in his career and meticu-
lous in task execution.

To boost performance, organizations
encourage extra work. (Onyishi, Ugwu
& Ogbonne 2012). And the individual
feels the urge to innovate at work by tak-
ing on additional roles (Williams, Phillips
& Hall 2016). An empowered worker is
conscientious in his career and meticu-
lous in task execution. (Sun, 2016). Their
working environment influences the de-
gree of innovation used by the employ-
ees. Further, the impact of creative self-
efficacy on innovative behavior was more
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remarkable in workplaces with significant
knowledge sharing. (Teng, Hu & Chang,
2019)

Information sharing leads to task-re-
lated and interactional dimensions of
work-based learning. A supportive com-
munication climate promotes innovative
work behavior, an observation made
among both genders. And women hap-
pen to reflect better innovative work be-
havior in a supportive communication cli-
mate as compared to men. (Arif, Zubair,
& Manzoor, 2006). The heterogeneous
nature of jobs instead of standardized
jobs, which use different skills to perform
various tasks, increases the innovative
work behavior at the workplace (Luoh,
Tsaur & Tang, 2013). Task-related learn-
ing positively correlates with innovative
behavior, given the challenging nature of
tasks. (Battistelli et al , 2019).

Psychological empowerment is re-
lated to positive self-evaluation qualities,
and this correlation is as strong as envi-
ronmental variables. Exposure to female
STEM experts promoted positive implicit
attitudes and more robust implicit identi-
fication with STEM, which leads to
greater subjective identification and con-
nectedness with these individuals.

Further, seeing same-sex experts
drives greater self-efficacy and more
effort in STEM, which in turn predicts
enhanced self-efficacy, domain identifi-
cation, and commitment to pursue STEM
careers. Notably, women’s self-concept
benefited from contact with female ex-
perts even though negative stereotypes
about their gender and STEM remained

active. (Stout et al., 2011). Psychologi-
cal empowerment as a motivational con-
struct has also been identified as an in-
trinsic motivation to perform tasks that
are more meaningful and rewarding (Tho-
mas & Velthouse, 1990).

Innovative work behavior (IWB) is
defined by Farr and Ford (1990) as a
person’s behavior that attempts to initiate
and intentionally introduce new and help-
ful ideas, processes, products, or proce-
dures (within a work role, group, or or-
ganization). IWB is clearly meant to of-
fer some sort of advantage.

The intentional development, presen-
tation, and use of new ideas inside a work
role, group, or organization to improve
role performance, the group, or the or-
ganization, according to Janssen (2000),
is considered innovative work behavior.
Additionally, innovative work behaviors
are neither an explicit contract between
the employees and the company
nor expected of employees in their ca-
pacity. Furthermore, organizational re-
ward systems do not explicitly recognize
these actions because they are optional
and are called extra-role behaviors (Or-
gan,1988).

Innovative work behaviors are nei-
ther an explicit contract between
the employees and the company.

The process of self-discovery, inves-
tigation, and decision-making that shapes
a profession is known as career devel-
opment. One must navigate successfully
through different vocational possibilities
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to choose and train for occupations that
fit one’s personality, talents, and interests.
When someone is concerned about their
career growth, they recognize their own
advantages and weaknesses and put forth
significant effort to develop their abili-
ties. Additionally, it entailed looking for
opportunities to progress, studying other
roles and industries to determine which
ones matched their strengths, and possi-
bly even switching careers completely if
they discovered one that was more fit.
(Mckay, 2020)

 Theory Development

This paper uses the Value Percept
Theory and Social Exchange Theory to
explain Psychological Empowerment.
Theoretically, an employee appreciates
particular things at work (Fagley & Adler,
2012). There are various components to
a job, some of which are valued and con-
sidered more important than others. A
worker will still feel joy and engrossment
in his work if some of its components can
fulfill the values, he holds close to his
heart. If the employee cannot obtain what
she values most from her job in the re-
quired amount, she begins to lose inter-
est. Therefore, if a corporation invests
in an employee’s competency, it enhances
her capability to perform on the job,
boosting her self-esteem and positive
self-image. She is satisfied that the com-
pany has faith in her ability to carry out
the work and feels appreciated and
wanted. She wants to return the favor
and give the company her best (per So-
cial Exchange Theory). If the employee
is working on a job that she considers
much more cri t ical  personal ly, i t

becomes more relevant for her, boosting
her self-confidence (Quinn & Spreitzer,
1997). She will also find the job more
satisfying and take a personal interest in
finishing it rather than simply doing it as
part of her regular office duties. If nec-
essary, she may draw on her own re-
sources, i.e., her inner power, to finish
the work that she considers personally
significant or soul-satisfying. If the em-
ployee gets autonomy working on a job
that she considers much more critical
personally, it becomes more relevant for
her, boosting her self-confidence
(Cummings & Oldham, 1997). She will
have a strong sense of self-confidence
and the feel-good factor about self will
also increase exponentially. Therefore,
she will be further motivated to use her
previously unutilized skills, such as those
related to networking and analysis typi-
cally not expected of her in her regular
work capacity, to complete the task as
directed by her management.

An employee is highly motivated and
happy when the company gives her a task
that will significantly impact the business
in terms of revenues, policy creation,
compliance, or customer impact (Sageer,
Rafat & Agarwal, 2012). She also feels
that the company has more confidence
in her abilities now. Hence, she will work
harder to complete the task. Employees
who value impact should be maneuvered
by their motivation to work hard and be-
come the ones to take the first steps that
have such an effect. Such acts of set-
ting performance standards for them-
selves may also guide their future under-
takings. This support enables the em-
ployee to think creatively or discover new



Soni Ignatius & Jaya Mathew

610 The Indian Journal of Industrial Relations, Vol. 59, No. 4, April 2024

methods of working toward her goal of
finishing the assignment entrusted to her.

Research Objective &Design

The objective of this research is to
explore the mediating effect of career
development on psychological empower-
ment and innovative output.

Women working in STEM were se-
lected as sample respondents and given
a comprehensive questionnaire adapted
from existing scales to fulfill the aim of
the study. The questionnaire had two sec-
tions. The first part of the survey had a
5-point Likert scale question for the three
variables under investigation. The sec-
ond section elicited answers to personal
questions to understand their current sta-
tus as far  as demographics are
concerned. The questionnaire ended with
three open-ended questions to seek their
opinions on the status of women in STEM
fields.

This study uses measures for the
survey adopted from established scales
in human resource management. After
reviewing the recognized scales, a 23-
question questionnaire was created. The
scale Muduli developed in 2017 for
workforce agility served as the basis for
the 12 elements that make up the psy-
chological empowerment questionnaire.
Six elements make up the questionnaire
on innovative output, which was created
by Jong and Hartog in 2008 to gauge
employee creative output. The Hathorn
and Brusoni scale was used to measure
career Development (2012). There were
sixteen items on the scale.

Sampling Frame, Size &Method

Women who worked in science, tech-
nology, engineering, and mathematics
made up the sampling unit. Of the ques-
tionnaire mailed to 675 STEM women,
only 401 responses were received and
found to be fit for use as the sample for
this study. As a result, the response rate
was 59.4% from the respondents.  The
questionnaire to women staff of the vari-
ous businesses identified for the study
was sent via Google Forms. The purpose
of the survey was verbally explained
while handing the selected women hard
copies of the questionnaire. Most respon-
dents had work experience of 1 - 5 years
(Table 1).  

The snowball sampling technique
was adopted. It is a non-probability sam-
pling technique. Women employees at the
entry level, middle level, and senior level
were considered for establishments in the
fields of Science, Technology, Engineer-
ing and Mathematics in ci t ies of
Hyderabad, Chennai, Bangalore and
Calicut.

The HR managers or the leaders of
the departments were individually ap-
proached in all the firms in different ar-
eas of the cities of Hyderabad, Chennai,
and Bangalore. The present study’s ob-
jectives were also communicated to some
HR, and operational leaders, who were
also contacted via phone and emails. To
promote participation among STEM
women, the researcher also individually
followed up via e-mails and phone calls
to chosen department heads and opera-
tional leaders.
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To avoid common method bias which
might occur since the data regarding de-
pendent and independent variables were
being collected from the respondents at
one point (Podsakoff, Mackenzie, Lee &
Podsakoff, 2003), the Harman test was
conducted. The main factor accounted
less than 50% of the variance. Hence,
the data does not suffer from common
method bias.

Demographic Variables of
Respondents (N=401)

The data collected were coded, tabu-
lated, and analyzed with the help of SPSS
version 23.0. 22-27 years age group com-
prises 17.45% of the respondents while
18.7% belong to 28-33 years. 23.09% of
the respondents belong to 34-39 years
age group. 16.45% comprises 40-45
years age group and 45 and above years
constitute 24.36%.

39.15% of respondents have a PG
while 39.4% have a PhD and 13.96%
have a graduate degree. 77.1% of the
respondents are married while 22.90%
are single. 94.50% of the respondents are
regular employees while the rest are on
contract. 53.11% of the respondents are
working in the private sector while
31.17% are government employees and
8.9% are employees in semi-government
offices.

35.14% of women were working in
the engineering field while 26.18% were
working in the fields of sciences. 22.04%
were working in the field of mathemat-
ics while 9.2% were working in the field
of technology.

35.91% respondents were having a
work experience of above 4 years while
30.90% were having a work experience
of 3 to 4 years. 27.68% were having work
experience of 2 to 3 years and . 60% of
the respondents have less than 2 people
dependent on them while rest had 3 to 5
dependents. 61.30% lived in a joint fam-
ily while others belonged to nuclear fami-
lies.

42.14% of the respondents had a
family size of 4 members, while 35.41%
of them had a family size of 3 members.
Whereas 17.7% had more than 5 mem-
bers in a family. 28.67% had two chil-
dren while 15.70% had 3 children and
50% had only a single child. Fathers of
84.47% of respondents had an influence
on their career choices while 5% had
their mothers tell them what to do. 3.4%
were influenced by their siblings in mat-
ters of careers.

The data were analyzed by using
SPSS 23 and AMOS 20. SEM was used
for testing the hypothesis. Preliminary
analysis of data was carried out before
testing the proposed hypothesis. The data
were checked for normality (Hair et al.,
2006). The normality of the data was
tested by skewness and kurtosis. If the
skewness is between 1/2 and +1/2, the
distribution is approximately symmetric.

Table 2 shows the correlation among
psychological empowerment, innovative
output and career development. The table
shows that psychological empowerment
is positively correlated with innovative
output (r = 0.455, p<0.01). It is also seen
in the table that career development is
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positively correlated with innovative out-
put (r = 0.337, p<0.01).

Exploratory Factor Analysis (EFA) 

To determine to what extent the ob-
served indicators are linked to the construct,
both EFA and confirmatory factor analysis
(CFA) were used to ascertain the factorial
and construct validity of each scale. The
appropriateness of factor analysis is deter-
mined by examining the Kaiser-Meyer-Olkin
(KMO) measure of sampling adequacy and
Bartlett’s test of sphericity. Bartlett’s test

of sphericity should be significant (p<0.05),
and the KMO measure of sampling ad-
equacy should range from 0 to 1, with 0.60
suggesting the minimum value for a good
factor analysis (Hair et al. 1998).

The EFA key statistics on the final
solutions of retained indicators for each
proposed construct are presented in Table
3. The results of the KMO-MSA revealed
that the data are appropriate to be factor
analyzed. All the items that have factor
loadings greater than the 0.50 accepted
levels are retained for the analysis.

Table 1 Descriptive Statistics

 N Mean Std. Deviation Skewness Kurtosis

Statistic Statistic Statistic Statistic Std. Error Statistic Std. Error

PE 401 4.159 0.578 -0.103 0.122 -1.059 0.243
CD 401 4.319 0.3769 -0.24 0.122 -0.56 0.243
IO 401 4.617 0.3162 -0.332 0.122 -1.029 0.243

PE=Psychological empowerment, CD=Career development, IO =Innovative output

Table 2 Correlation Table

 Mean Std. Deviation PE CD IO

PE 4.159 0.578 1   
CD 4.319 0.3769 .210** 1  
IO 4.617 0.3162 .455** .337** 1

PE=Psychological empowerment, IO =Innovative output, CD=Career development
** Significant relationship

Table 3 EFA Analysis

Variable Original items EFA items Eigen values Variance (%) KMO-MSA Factor loading
range

PE 12 5 1 and above 74.50 0.893 .815-.904
CD 16 5 1 and above 46.90 0.499 .419-.705
IO 6 4 1 and above 73.02 0.572 .454-.717

PE=Psychological empowerment, IO =Innovative output, CD=Career development

SEM

SEM is a statistical technique that is
a mix of a measurement model (CFA)

and a structural model. It studies the
causal linkages among multiple predictor
and criterion variables (Byrne, 2010).
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Measurement Model 

CFA was conducted on all the con-
structs of the study (Table 4). All the
constructs achieved an acceptable level
of fit with some model re-specification.

The fit measures of the hypothesized
model are presented in Table 4 with good-
ness-of-fit index, comparative fit index
and root mean square error of approxi-
mation values and they were found
acceptable. (e.g., Tabachnick & Fidell,
2007; Kline, 2005).

Fig. 1. Proposed Research Model

Table 4 Fit Measures of Study Variables

Construct 2 DF     2 /df GFI CFI RMSEA

PE 4.111 4 1.028 0.996 1 0.008
CD 3.375 5 0.675 0.997 1 0
IO 0.646 1 0.646 0.999 1 0

PE=Psychological empowerment, IO= Innovative output.CD=Career development

To evaluate the discriminant valid-
ity of the study’s focal variables, we con-
ducted a construct-level confirmatory
factor analysis. The proposed three-fac-
tor model (PE=Psychological empower-
ment ,  IO =Innovat ive output ,
CD=Career development) demonstrated

a good fit with the data compared to
other models. Our model fits the data
better than alternative models confirm-
ing that Psychological empowerment,
Innovative output, and Career develop-
ment were distinct constructs as shown
in Table 5.

Table 5 Assessment of Three Factor Model

Models 2 DF      2 /df GFI CFI RMSEA

One factor model 319.483 76 4.204 0.888 0.865 0.089
(IO + CD+PE)  
Two factor model 228.775 75 3.05 0.922 0.914 0.072
(CD+IO); PE  
Three factor model 205.904 74 2.782 0.93 0.927 0.067
CD; IO; PE

      

PE=Psychological empowerment, IO =Innovative output, CD=Career development
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The hypothesis formulated is as fol-
lows as per this model:

H
1
: There is no significant relationship

between Psychological empower-
ment and Innovative output.

Descriptive Statistics Table 4 pre-
sents the descriptive statistics and cor-
relations between study variables. They
were all in the expected directions, indi-
cating preliminary support for the rela-
tionships depicted in Fig. 1.

Testing Direct & Mediated Effects

We followed Baron and Kenny’s
(1986) four-step process for testing me-
diating effects; in particular, first three
criteria must be satisfied to confirm me-
diating effects. These steps are:

1. The independent and dependent
variables must be significantly related
(Hypothesis 1).

2. The independent and mediating
variables must be significantly related.

3. The mediator and dependent vari-
ables must be significantly related.

4. The relationship between the in-
dependent variable and dependent vari-
able should be non-significant or weaker
when the mediator is added (Hypothesis
2).

For these four conditions of media-
tion, we tested a non-mediated model
against the full-mediated model and a
partially mediated model (Fig. 2 for the
alternative models: Models 1, 2 and 3).
The non-mediating model included the
direct path from psychological empow-
erment to innovative output without CD
(Model 1). The full-mediating model in-
cluded an indirect path from psychologi-
cal empowerment to innovative output
through CD (Model 2). The partial me-
diating model included both direct and
indirect paths from psychological empow-
erment to innovative output (Model 3).

Model 1. Non-mediating Model

0.09

Model 2 Full-mediating Model

0.20 0.52

Model 3 Partial-mediating Model

0.16 0.27

0.06

Fig. 2. Alternative Models
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Direct Effects: The non-mediating
model (Model 1) showed a good fit with
the data:

2 = 98.44, df = 24, 2 /df = 4.102,
GFI = 0.952, AGFI = .909, NFI = .944,
CFI = 0.957 and RMSEA = 0.088.

Psychological empowerment was
found to be positively related to innova-
tive output (â = 0.089, p < 0.001). This
step supported our first hypothesis and
the first condition of mediation.

Indirect Effects: The full-mediating
model (Model 2) showed a better fit with
the data:

2 = 162.853, df = 73, 2 /df = 2.231,
GFI = .948, AGFI = .925, NFI = .914,
CFI = .950 and RMSEA = .055.

Psychological empowerment was
found to be positively related to career
development ( = 0.19, p < 0.001) and
career development was found to be posi-
tively related to innovative output ( =
0.52, p < 0.001).

This step supported the second and
third conditions of mediation. Compared
with the non-mediating model (Model 1),
the full-mediating model (Model 2) ex-
hibited better fit indices and higher beta
value. Taken together, these findings con-
firmed the mediating role of career de-
velopment in psychological empower-
ment – innovative output relationship
(Hypothesis 2).

To further examine the type of me-
diation (full versus partial mediation), we

tested the partial mediating model (Model
3). This model showed the best fit with
the data: 2 = 158.446, df = 72, ÷2 /df =
2.201, GFI = .948, AGFI = .925, NFI =
.916, CFI = .952 and RMSEA = .055.

 As per this model, psychological
empowerment was found to be positively
related to career development (= 0.158,
p < 0.001) and career development was
found to be positively related to innova-
tive output ( = 0.062, p < 0.001).

However, in the presence of career
development when we examined the ef-
fects of psychological empowerment on
innovative output, the effects of career
development on innovative output (=
0.06, p < 0.05) became weaker, albeit still
significant. This step supported the
fourth condition of mediation and sug-
gested partial mediation by career devel-
opment in psychological empowerment –
innovative output relationship. The val-
ues of fit indices for our models are pre-
sented in Table 6.

Hypotheses Testing

Hypothesis testing was conducted
based on the model. First, the signifi-
cance of each hypothesized path in the
research model was determined. SEM
output reported standardized parameter
estimates for all specified paths along
with standard errors and test statistics for
each path. The effect of a particular in-
dependent variable on its outcome vari-
able could be determined by examining
the respective absolute magnitude of the
standard path coefficient (Hair et al.,
2006).
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The relationships between the con-
structs were examined based on the t-val-
ues or critical ratio values associated with

the path coefficients among variables. Each
of the hypotheses listed below (Table 7)
was examined based on the findings:

Table7 Hypothesis testing

Hypothesized path Estimate S.E. C.R. P Hypothesis

CD<—-PE 0.152 0.049 3.129 0.002 Accepted
IO<—-CD 0.404 0.164 2.467 0.014 Accepted
IO<—-PE 0.079 0.029 2.691 0.007 Accepted

PE=Psychological empowerment, CD=Career development, IO =Innovative output

Table 6  Alternative fit  Model

Models 2 DF    2 /df GFI  CFI RMSEA

Model 1:  career 98.44 24 4.102 0.952 0.957 0.088
developmentdoes
not mediates
psychological
empowerment –
innovative output
relationship
Model 2:career 162.853 73 2.231 0.948 0.95 0.055
developmentfully
mediates psycho-
logical empower-
ment – innovative
output relationship
Model 3:career 158.446 72 2.201 0.948 0.952 0.055
developmentpartially
mediates psycholo-
gical empowerment
– innovative output
relationship

Hence, the null hypothesis that there
is no significant impact of the indepen-
dent variables on the dependent variable
innovative output is rejected. Thus, we
accept the alternate hypothesis H

1
.

Findings & Conclusion

According to the research reviews,
psychological empowerment enables
workers to exercise significant autonomy
at work. An employee can deeply explore

many components of the work, think cre-
atively about various facets of the prob-
lem at hand, and come up with solutions
when she is psychologically free to fo-
cus entirely on the job. (Basadur, 2004).
Additionally, this will produce innovative

Psychological empowerment en-
ables workers to exercise signifi-
cant autonomy at work.
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outputs that can be more pertinent than
the traditional approach or methods.
Since young minds can consider
all the possibilities before settling on the
ideal one to accomplish the task, innova-
tion at work becomes simple. (Aguilar,
2013; Wagner, 2012). And considering the
existing situation, it turns out to be the
best course of action.

Our empirical investigation has also
validated the same. Therefore, it is in the
interest of the organizations to support
employees psychologically by giving them
all the facilities required to execute their
work and the individual liberty to decide
on the methods to be used to complete
their tasks in unconventional ways. Such
initiatives will increase their productivity
exponentially and allow for the develop-
ment of truly innovative solutions before
an organization decides on a specific
course of action, believing it to be the
most financially feasible from all perspec-
tives and desirable and practical to all
stakeholders.

The need to create a psychologically
empowering workplace that encourages
innovation and enhances productivity is
strengthened by employees’ perceptions
of how the organization promotes career
advancement among its employees
(Özarallý, 2015). When a business lays
out a clear career path for potential em-
ployees or offers opportunities for an
employee to develop her career over time
in an organization, the employee feels
psychologically empowered. Such at-
tempts to grow the employees within the
organization results in enhanced efforts
to produce more innovative and creative

output, which is rewarding for the indi-
vidual and benefits the organization as a
whole.

Limitations of the Study

Only the STEM women in companies
having branches in Chennai, Bangalore,
Hyderabad, and Pondicherry city are in-
cluded in this study. It is assumed that
the responses provided by the respon-
dents are sincere and represent their ac-
tual experiences. Only those who agreed
to contribute their insightful responses
were solicited. Social desirability may be
a problem because employees might be
reluctant to express their true opinions in
order to project a positive image of them-
selves or  of their  organizations
(Restubog, Zagenczyk, Bordia & Tang
(2013). By gathering information from
various sources, future research may be
able to lessen the problem of CMV.

Further Research

For better generalization of the find-
ings, the study might be carried out in
many Indian cities that have businesses
that cater to the STEM sectors of sci-
ence, technology, engineering, and math-
ematics.

A small number of industries was the
focus of the study, but it is possible to
perform comparative research across a
variety of verticals, including steel,
chemicals, and medicines, for a true pic-
ture of the status of women in STEM.
Longitudinal analysis might be used in
future studies to uncover new viewpoints
and dimensions to innovate further.
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