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Abstract: Organizations operating in volatile and technology-driven environments require leaders who can combine 
strategic analysis, financial understanding, adaptive decision-making, and inclusive people management. Yet women 

continue to encounter barriers to advancement into senior decision-making roles, including unequal access to 

sponsorship, high-visibility assignments, and networks. This conceptual paper develops a framework for a strategic 

leadership development programme for women executives using literature published up to 2022. A structured narrative 

review was organized around six dimensions: strategic analysis tools, mentorship and sponsorship, uncertainty 

management, organizational paradoxes, financial acumen, and digital/AI literacy. The synthesis indicates that 

leadership development is most useful when individual capability-building is combined with organizational changes in 

access, evaluation, and promotion. The paper proposes a programme architecture and implementation indicators that 

organizations can adapt to their context. As a conceptual study, the framework requires empirical validation across 

sectors and organizational levels. 
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I. INTRODUCTION 

 

Strategic leadership concerns the choices and actions through which leaders establish direction, align resources, 

respond to environmental change, and support the long-term performance of an organization. Global competition, 

digital transformation, changing stakeholder expectations, and uncertainty make these capabilities increasingly 

important. Leaders must interpret evidence, consider alternative futures, manage trade-offs, and translate strategy into 

measurable action [1], [2]. 

 

Women have made progress in education and professional employment, but representation in senior executive and 
board-level positions remains uneven. Barriers include limited access to influential networks, unequal allocation of 

career-enhancing assignments, implicit bias, work–life constraints, and insufficient sponsorship. These are not solely 

individual capability issues; they are also shaped by organizational systems and culture [3], [4]. 

 

Leadership development programmes can help women executives strengthen strategic judgement, executive 

communication, financial confidence, and professional networks. However, training alone cannot remove structural 

barriers. The benefits are more likely to be sustained when learning opportunities are linked with sponsorship, 

transparent promotion practices, and accountable organizational leadership. 

 

This paper proposes a conceptual framework for a strategic leadership development programme for women executives. 

It focuses on six connected dimensions: strategic leadership tools; mentorship and sponsorship; navigating uncertainty; 
managing organizational paradoxes; financial acumen; and digital and artificial-intelligence literacy. The paper is 

framed using literature available up to 2022 and does not claim to report primary empirical findings. 

 

II. LITERATURE REVIEW 

 

Leadership literature emphasizes the role of vision, influence, learning, and adaptation in organizational performance. 

Northouse [1] describes leadership as a process of influence within a group toward a common goal, while strategic 

management research stresses the need to align organizational capabilities with external conditions [2]. These 

perspectives suggest that executive development should integrate interpersonal effectiveness with analytical and 

strategic skills. 

 

https://ijarcce.com/


IJARCCE 

International Journal of Advanced Research in Computer and Communication Engineering 

Impact Factor 7.39Vol. 11, Issue 2, February 2022 

DOI:  10.17148/IJARCCE.2022.11248 

© IJARCCE                This work is licensed under a Creative Commons Attribution 4.0 International License                 258 

 
ISSN (O) 2278-1021, ISSN (P) 2319-5940  

Ely, Ibarra, and Kolb [3] argue that women’s leadership development is more effective when it addresses the 
organizational context rather than treating gender differences as a deficit in individual women. Ibarra, Ely, and Kolb [4] 

also distinguish mentorship from sponsorship: mentors advise and support, whereas sponsors use their influence to 

advocate for advancement and provide access to consequential assignments. This distinction is important because 

executive progression often depends on visibility, opportunity, and organizational networks as well as performance. 

 

Strategic analysis frameworks such as SWOT, PESTLE, scenario planning, and the Balanced Scorecard can structure 

environmental scanning, option assessment, and performance monitoring [2], [5]. These tools are not substitutes for 

judgement; they help leaders make assumptions explicit, compare alternatives, and connect strategic objectives with 

implementation. 

 

Technology has expanded the information available to decision-makers. Davenport and Ronanki [6] describe practical 
business applications of artificial intelligence, including process automation, cognitive insight, and customer or 

employee engagement. Brynjolfsson and McAfee [7] discuss how digital technologies can reshape productivity and 

competition. Executive programmes therefore need to build technology literacy alongside awareness of data quality, 

privacy, bias, accountability, and human oversight. 

 

Organizations also face tensions that cannot always be solved by choosing one objective over another—for example, 

efficiency versus innovation and short-term results versus long-term investment. Integrative or ‘both-and’ thinking can 

help leaders recognize and manage such tensions. Financial literacy is similarly essential because budget interpretation, 

capital allocation, and performance metrics influence which strategic choices can be implemented. Taken together, the 

literature supports a programme that integrates individual learning, organizational opportunity, and measurable 

application. 

 
III. METHODOLOGY 

 

This paper uses a conceptual, narrative-review approach. The source material comprises established books and articles 

on leadership, strategic management, women’s leadership development, sponsorship, financial and performance 

management, and business applications of artificial intelligence. The review was limited to sources published on or 

before 31 December 2022 so that the framework is appropriate to a manuscript intended for submission in 2022. 

The literature was organized thematically into six programme dimensions. For each dimension, the review identified a 

capability need, a suggested learning activity, and an indicator that an organization could use to monitor 

implementation. The resulting framework is a synthesis and a proposed model; it is not the outcome of a survey, 

experiment, or statistical analysis. No primary data were collected, and no causal effect is claimed. 

 
IV. PROPOSED STRATEGIC LEADERSHIP PROGRAMME 

 

A. Strategic Leadership Tools 

Executives need a repeatable way to examine the organization and its environment. SWOT analysis can clarify internal 

strengths and weaknesses alongside external opportunities and threats. PESTLE analysis broadens attention to political, 

economic, social, technological, legal, and environmental influences. Scenario planning encourages leaders to consider 

several plausible futures rather than relying on a single forecast. The Balanced Scorecard connects strategy with 

financial and non-financial measures, including customers, internal processes, and learning and growth [2], [5]. 

 

Programme activity: participants complete a strategic case analysis, identify assumptions, compare at least two strategic 

options, and present a concise recommendation supported by evidence. Possible indicators include the quality of 

strategic analyses, clarity of assumptions, and completion of an action plan. 
 

B. Mentorship, Sponsorship, and Leadership Catalysts 

Mentorship can support reflection, confidence, and skill development. Sponsorship adds active advocacy, including 

nomination for visible projects, introductions to decision-makers, and consideration for promotion opportunities [3], 

[4]. Peer networks and executive coaching can complement these relationships. A programme should establish clear 

objectives and regular review meetings, while ensuring that access to mentors and sponsors is equitable. 

 

Programme activity: match each participant with a mentor and, where feasible, a senior sponsor; agree on development 

goals; and assign a cross-functional project that provides visible responsibility. Indicators may include access to stretch 

assignments, sponsor engagement, network expansion, and progression against individual development goals. 
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C. Navigating Strategic Uncertainty 
Uncertainty can arise from market change, technological disruption, regulation, supply constraints, or changing 

stakeholder expectations. Leaders need to distinguish known risks from uncertain assumptions and revise plans as new 

information becomes available. Environmental scanning, scenario analysis, contingency planning, and cross-functional 

consultation can help organizations remain adaptive [2]. 

Programme activity: teams prepare a scenario exercise identifying early-warning signals, strategic options, and 

contingency actions. Indicators may include the quality of risk registers, the presence of alternative plans, and the 

frequency with which assumptions are reviewed. 

 

D. Managing Organizational Paradoxes 

Leaders frequently need to manage competing but interdependent objectives: innovation and efficiency, local 

responsiveness and global consistency, immediate performance and long-term sustainability. These tensions may 
persist rather than disappear. A practical response is to make the competing needs visible, identify where each is 

legitimate, and create processes that allow experimentation without abandoning operational accountability. 

Programme activity: participants analyze a case involving competing priorities and propose a ‘both-and’ response with 

clear decision rights and review points. Indicators may include the quality of stakeholder analysis, the balance of short- 

and long-term measures, and the feasibility of implementation. 

 

E. Building Financial Acumen 

Financial understanding helps executives interpret performance, assess investment proposals, understand cash flow and 

costs, and allocate resources in line with strategic priorities. Training should explain income statements, balance sheets, 

cash-flow statements, budgets, cost-benefit analysis, capital budgeting, and key performance indicators. The aim is not 

to turn every participant into a finance specialist, but to enable informed questions and accountable decisions. 

Programme activity: participants review a simplified business case, compare investment alternatives, state assumptions, 
and explain the financial and non-financial implications. Indicators may include the accuracy of budget interpretation, 

quality of business-case reasoning, and ability to link spending to strategic outcomes. 

 

F. Digital and Artificial-Intelligence Literacy 

Digital and AI literacy enables executives to ask informed questions about data-driven recommendations, automation, 

forecasting, and customer or operational analytics. AI outputs may be incomplete, biased, or difficult to explain; 

decisions therefore require appropriate data governance, human oversight, privacy safeguards, and accountability [6], 

[7]. The programme should emphasize strategic understanding and responsible use rather than technical coding alone. 

Programme activity: participants assess a business use case for an analytics or AI application, considering expected 

value, data requirements, risks, oversight, and measures of success. Indicators may include the quality of the business 

case, recognition of ethical and governance risks, and ability to define human review and escalation processes. 
 

V. RESULTS AND DISCUSSION 

 

The conceptual synthesis produces a six-dimension programme architecture. The dimensions are complementary: 

analytical tools support diagnosis; mentorship and sponsorship provide access and advocacy; uncertainty management 

strengthens adaptability; paradox management supports balanced choices; financial acumen links strategy to resource 

allocation; and digital literacy prepares executives to assess technology-enabled opportunities and risks. 

Table I summarizes the proposed framework. The indicators are suggestions for programme evaluation rather than 

measured results. Organizations should select indicators suited to their context and establish a baseline before 

implementation. 

 

VI. IMPLEMENTATION AND EVALUATION 

 

A programme can be implemented in four stages. First, conduct a needs assessment using participant interviews, role 

requirements, and organizational performance priorities. Second, deliver modular learning through workshops, cases, 

coaching, and peer discussion. Third, require participants to apply learning to a live organizational challenge and 

present recommendations to a review panel. Fourth, evaluate both learning and workplace opportunity after completion. 

Evaluation should combine participant-level and organizational indicators. Participant-level measures may include pre- 

and post-programme self-assessments, case performance, financial literacy exercises, and progress toward development 

goals. Organizational measures may include allocation of stretch assignments, retention, promotion, participation in 

strategic projects, and access to sponsors. These measures should be interpreted carefully: changes in promotion or 

retention can be influenced by many factors beyond a programme. 
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Senior management commitment is essential. Organizations should review recruitment, performance evaluation, 
succession planning, and promotion criteria to identify barriers that training cannot resolve. Programme participation 

should not be treated as a substitute for fair systems, nor should women alone carry responsibility for correcting 

unequal organizational practices. 

 

VII. CONCLUSION 

 

This paper proposes a conceptual framework for strategic leadership development for women executives, integrating 

strategic analysis, mentorship and sponsorship, uncertainty management, paradox management, financial acumen, and 

digital/AI literacy. The framework emphasizes that executive capability grows through both structured learning and 

access to meaningful organizational opportunities. 

 
The paper’s contribution is a practical programme architecture with suggested activities and indicators that can be 

adapted by organizations. Because the study is conceptual and based on a narrative review, it does not establish the 

effectiveness of the proposed framework. Future research should pilot the programme across sectors, compare 

participant and organizational outcomes over time, and examine how factors such as organizational culture, career 

stage, and sector influence results. 

 

TABLE I. PROPOSED PROGRAMME FRAMEWORK AND INDICATORS 

 

Dimension Core content Suggested activity Illustrative indicators 

Strategic analysis 

SWOT, PESTLE, 

scenarios, Balanced 

Scorecard 

Case analysis and 

strategy presentation 

Quality of analysis; 

clarity of assumptions; 

action-plan completion 

Mentorship and 

sponsorship 

Career guidance, 

advocacy, networks 

Mentor/sponsor 

meetings and stretch 
assignment 

Sponsor engagement; 

access to visible 

assignments; progress 
on goals 

Uncertainty 

management 

Scanning, contingency 

planning, scenario 

thinking 

Scenario workshop and 

risk response plan 

Alternative plans; 

review of assumptions; 

risk-register quality 

Paradox management 
Integrative thinking and 

stakeholder balancing 

Case exercise on 

competing priorities 

Feasibility of ‘both-and’ 

response; balanced 

measures 

Financial acumen 
Statements, budgeting, 

investment evaluation 

Business-case and 

capital-allocation 

exercise 

Financial reasoning; link 

between resources and 

strategic goals 

Digital/AI literacy 

Analytics, AI use cases, 

governance, bias and 

privacy 

Evaluation of a 

technology business 

case 

Risk identification; 

human oversight; 

defined success 

measures 
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