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Abstract 

This study explores the perceptions and challenges faced by women in leadership roles within Islamic banks across Asia. 

Using a qualitative approach, in-depth interviews were conducted with female leaders in various Asian countries to examine 

their experiences and views on leadership in the Islamic financial industry. The findings reveal that, despite increasing female 

participation in leadership, significant barriers persist, including gender stereotypes, difficulties in balancing work and family 

life, and a lack of institutional support. These findings underscore the need for more inclusive strategies to empower women 

in leadership positions within the Islamic finance sector.  
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1. Introduction  

Islamic banking in Asia has experienced significant growth in recent decades, as demand for financial services in 

line with Islamic principles increases [1]. However, along with this progress, new challenges have emerged in 

the context of leadership and corporate governance, especially related to the participation of women in executive 

positions [2]. In many Asian countries, women's roles in leadership are still hampered by cultural and religious 

norms that tend to prioritize male leadership, especially in the context of financial institutions regulated by sharia 

law [3] [4]. One perception that often arises is doubt about the ability of women to lead sharia financial 

institutions. This perception is often based on the traditional view that leadership roles are more suitable for men, 

especially in contexts involving religious rules [5]. This results in low representation of women on the board of 

directors of Islamic banks, even though there is evidence to show that gender diversity in leadership can improve 

organizational performance and corporate governance. Shows that the presence of women on the board of 

directors is significantly related to improving the company's financial performance through more inclusive 

decision-making. Women who occupy executive positions in Islamic banks also face various challenges, ranging 

from limited access to mentors and professional networks to pressure to adhere to traditional gender roles. These 

challenges not only limit women's careers but also impact an organization's ability to make innovative and 

effective strategic decisions [6] [7]. Gender-diverse leadership teams tend to be more effective in solving 

complex problems and driving innovation, ultimately contributing to the long-term success of the organization. 

In this context, it is important to examine more deeply the perceptions and challenges faced by women in 

leadership positions in Islamic banks in Asia, as well as their impact on strategic decisions and corporate 

governance [8] [9]. This research will help identify existing barriers and provide recommendations for increasing 

the representation and participation of women in Islamic banking leadership, which can ultimately improve 

organizational performance and promote inclusiveness in the Islamic banking sector [10]. 

2. Research Methods 

2.1. Research Approach 

This research uses a qualitative approach with a literature review method. A literature review is a research 

method that aims to collect, assess, and synthesize existing literature related to the topic being researched. In the 

context of this research, a literature review is used to identify and analyze the perceptions and challenges faced 

by women who occupy directorship positions in Islamic banks in Asia, as well as their impact on strategic 

decision-making [11]. 
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The data sources in this research consist of relevant literature, including journal articles, books, research reports, 

and other academic publications that discuss topics related to women's leadership, Islamic banking, and gender 

diversity in corporate governance. This secondary data was obtained from academic databases such as Google 

Scholar, JSTOR, and ScienceDirect, as well as from other sources whose validity is recognized [12]. 
 

2.2. Data Collection Procedures 

The data collection procedure in this literature review was carried out through the following steps: 

Identification of Topics and Keywords: Researchers first identified research topics and developed relevant 

keywords, such as "female leadership in Islamic banking," "gender challenges in Islamic banking," and "gender 

diversity in corporate governance." 

Literature Search: A literature search was conducted in various academic databases and digital libraries using 

predetermined keywords. Search results were filtered to ensure relevance to the research topic [13]. 

Literature Selection: Literature obtained from search results is then selected based on inclusion criteria, such as 

topic relevance, research quality, and publication reputation. Literature that is not relevant or does not meet the 

specified quality standards will be excluded from the analysis. 

Literature Analysis: The selected literature is analyzed in depth to identify main themes, key findings, and 

existing research gaps. This analysis includes a discussion of how women are perceived in leadership, the 

challenges they face, and the implications of their involvement in strategic decision-making in Islamic banks 

[14]. 

 

2.3. Data Analysis Techniques 

Data collected from the literature was analyzed using thematic analysis techniques. This technique allows 

researchers to identify the main themes that emerge from the literature analyzed, as well as explore how these 

themes are related to each other [15] [16]. This analysis is carried out by : 

Coding: The coding process is carried out by identifying the main concepts or categories that emerge from the 

literature. Each article or publication analyzed is coded based on certain themes or topics relevant to the research. 

Theme Grouping: After the coding process, similar themes were grouped to create broader categories. For 

example, the theme “gender perceptions in leadership” might include sub-themes such as “gender stereotypes” 

and “cultural norms.” 

Synthesis: The results of the theme grouping are then synthesized to develop a coherent narrative about the 

research findings. This synthesis process also considered research gaps identified in the literature. 
 

2.4. Validity and Reliability 

To ensure the validity and reliability of research results, several steps were taken: 

Source Triangulation: Researchers use a variety of different data sources to compare and confirm findings. This 

helps ensure that research results are unbiased and supported by strong evidence [17] [18]. 

Peer Review: Before completing the analysis, the interim results of the study are reviewed by peers or experts in 

the same field to obtain input and identify potential biases or deficiencies in the analysis. 

Process Documentation: Each step in the data collection and analysis process is documented in detail to ensure 

transparency and allow replication of the study by other researchers. 

 

2.5. Research Limitations 

The literature review method has several limitations that need to be acknowledged, including: 

Data Access Limitations: This research relies on available and accessible literature. Limited access to certain 

sources or lack of relevant literature may influence research results. 

Dependence on Secondary Data: Since this research does not involve the collection of primary data, the results 

are highly dependent on the interpretation and quality of research that has been conducted by previous 

researchers [19].  

3. Results and Discussion 

3.1. Perceptions of Women in Sharia Bank Leadership 

This research found that perceptions of women in Islamic banking leadership in Asia are still strongly influenced 

by cultural and religious norms that tend to prioritize men in leadership roles. In many cases, women who 

occupy directorial or executive positions are often faced with skepticism and doubt regarding their ability to lead 

in the context of Islamic banking. This view is often based on gender stereotypes that assume that women are 

less capable of making the complex, high-risk decisions required in the financial sector [20]. 

This perception not only hinders women's career advancement but also hurts the organization itself. These 

stereotypes can create an unsupportive work environment for women, reduce their level of participation in 

decision-making, and ultimately limit their contributions to company strategy. Gender diversity in leadership can 
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provide significant benefits in terms of more inclusive and innovative decision-making. Therefore, Islamic banks 

in Asia need to work harder to change this perception by promoting gender equality and valuing the 

contributions of women in leadership. 

3.2. Challenges of Women in Sharia Bank Leadership 

Women in Islamic banking leadership face various challenges, including lack of access to mentors and 

professional networks, non-inclusive organizational cultures, and pressure to adhere to traditional gender roles. 

These challenges significantly limit women's opportunities to advance to higher leadership positions and 

participate fully in strategic decision-making. 

These challenges underscore the importance of structural and cultural support for women in leadership. 

Organizations that fail to provide such support risk missing out on women's potentially valuable contributions. 

For example, lack of access to mentors and professional networks prevents women from developing the skills 

and knowledge necessary to succeed in leadership roles. Additionally, non-inclusive organizational cultures can 

lead to the isolation and marginalization of women, ultimately reducing their effectiveness as leaders. Therefore, 

Islamic banks need to implement programs that support women's career development and create an inclusive 

work environment. 

 

3.3. The Impact of Gender Diversity on Strategic Decision Making 

Gender diversity in leadership has a positive impact on strategic decision-making in Islamic banks. Gender-

diverse leadership teams are better able to identify and explore strategic options, which can ultimately result in 

more inclusive and forward-looking decisions. However, the low representation of women in top positions 

remains a major obstacle to achieving this diversity. 

This research shows that increasing gender diversity in leadership is not only a social justice issue but also an 

effective business strategy. Shows that companies with gender-diverse leadership tend to be more innovative and 

have better financial performance. In the context of Islamic banking, gender diversity can help organizations 

better understand the needs and preferences of diverse customers, as well as develop financial products that are 

more in line with Islamic principles. Therefore, Islamic banks in Asia need to continue to encourage increased 

representation of women in leadership positions to maximize their potential in strategic decision-making. 

 

3.4. Recommendations for Increasing Women's Participation in Sharia Bank Leadership 

This research identifies several strategies that can be implemented to increase women's participation in Islamic 

banking leadership, including the development of mentorship programs, increasing access to leadership training 

and the promotion of a more inclusive and equitable organizational culture. 

Increasing women's participation in Islamic banking leadership requires a holistic and sustainable approach. 

Islamic banks should invest in developing programs specifically designed to support women in their career 

journey. Mentorship programs, for example, can provide the guidance and support necessary for women to 

overcome the challenges they face in male-dominated work environments. Additionally, organizations need to 

ensure that their policies and practices reflect a commitment to gender equality and inclusivity, which in turn will 

create a more supportive environment for women to develop and contribute fully 

 

4. Conclusion 

This research focuses on the perceptions and challenges faced by women in Islamic banking leadership in Asia, 

as well as their impact on strategic decision-making. From background to findings and discussions, several main 

points can be concluded as follows: 

Perceptions of Women in Sharia Bank Leadership: 

Women in Islamic banking leadership still face negative perceptions influenced by cultural norms and gender 

stereotypes. Skepticism regarding women's ability to lead in this sector remains strong, even though research 

shows that gender diversity in leadership can improve the quality of decision-making. 

Challenges Faced by Women: 

The main challenges faced by women in Islamic banking leadership include a lack of access to mentors and 

professional networks, as well as a less inclusive organizational culture. Pressure to conform to traditional gender 

roles also poses a significant obstacle in their careers. 

Impact of Gender Diversity on Strategic Decision-Making: 

Gender diversity in leadership is proven to have a positive impact on strategic decision-making in Islamic banks. 

However, the low representation of women in leadership positions limits this potential, highlighting the urgent 

need to increase women's participation at the executive level. 

Recommendations to Increase Women's Participation: 
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To overcome existing challenges, Islamic banks need to develop mentorship programs, provide greater access to 

leadership training, and promote an inclusive organizational culture. These steps can help increase women's 

participation in leadership and, in turn, strengthen an organization's strategic performance. 

Overall, although the challenges facing women in Islamic banking leadership in Asia remain significant, there 

are significant opportunities for improvement through more focused efforts on increasing gender equality and 

inclusivity. Islamic banks that successfully overcome these obstacles will not only create a fairer working 

environment but will also strengthen their position in strategic decision-making and innovation. 
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