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Contemporary Analysis
	The number of women engaging in leadership has not been considered because they were always humiliated. The number of women in leadership positions has increased because most of them have been empowered to take leadership positions to promote gender rule and equality. Though some of the challenges and issues they face, they always stand out and fight for their leadership positions without giving up. In this essay, the discussion will be based on the analysis of current issues related to women in leadership positions, including wage disparity, male leaders' dominance in some industries, and the stereotypical and behavioral expectations of some women leaders. 
	Some of the current issues related to women in leadership include discrimination, prejudice, family demands and lack of opportunities. Women face lifestyle conflicts that make them not encouraged to hold senior positions in leadership positions as they are termed primary caregivers to family issues. They are discriminated against as most of the companies always associate masculine characteristics with success and great achievement. The characteristics include assertiveness, aggressiveness and task-oriented abilities for leadership. In our company, the senior positions are held mostly by men who are five in number than ladies who are just two. Also, the overall CEO of the company is male. Most of the company's management positions are dominated by men, and women roles in the company's leadership have been few without any condition. 
	Stereotypical and behavioral expectations of women leaders make their leadership styles to have a commonality in perceptions. Women are termed not to be task-oriented as men, so they are not engaged in senior-most leadership positions. The behavior always makes them develop socially more frequently, making them head a company's department like human resource. They are more likely to be accepted and execute their roles in the right manner. The social rate of most of the women is always accepted when needed in the organization. They always face the challenge because womens roles in the company are always few unless they open another branch like in our company where they have opened in France. The branch seems to open and offer chances to women in leadership positions. Other stereotypes for women that women have and are not noticed as executive material include modest, quiet and nurturing. The act of not seeing them makes them always feel humiliated. The stereotypes have brought biases where there has been the creation of normative standards that will always induce disapproval and offer social penalties if they are directly violated, making it infer the womens success in leadership (Hill et al., 2016). The advancement of women is also impended since the stereotypes and behavioral expectations affect their career progress.    
	The wage disparity between the male and the female is that the female is always paid less, which makes them not to engage in senior positions of leadership where their salary does not match the roles they execute (Mihăilă, 2016). Despite that women are qualified as men, they are always subjected to lower salaries than their male counterparts, who are in the same positions on average. Womens wage gap is always lower because their qualities cannot be termed in endorsing the quality of the experience they have in executing their jobs. Many women have been unable to accept the culture shock and fail in the new environment they move in, making them not execute their duties well, leading to low delivery. The occupational segregation, vertical segregation, and ineffective pay legislation make the wage disparity for women low since culture is created, making sure that they have entry barriers. 
	The dominance of male leadership in some industries has led to the lack of recognition that women cannot lead in the right manner. All the times, male leadership skills and strategies are believed to bring success to the company where women are not given chances to lead. In the company, most of the roles are for men because it is an aerospace company where most of the careers in this industry are male-dominated due to the technicality of accomplishing the tasks (Ronay et al., 2020). The dominance of men in some industries makes it easy for the exemplary execution of duties since their quality of delivering is always high compared to women as critical thinking is used most. The overwhelming of some industries, due to the activities and roles, make them always remain male-dominated. Women can find guidance on their careers, making them be included in executing and accomplishing some roles. Some of the women have gained leadership positions due to some relationships. The relationship between Donna and company manager has made her land a great job via our company's connection. 
	The impostor syndrome caused by gender inequality has made it difficult for them to perform well and get promoted to leadership positions at the top (Rhode, 2017). The demoralization women face and harassment will always interfere with their ability to stand firmly and confidently in accomplishing their tasks. Their inability to play the game via long-standing convictions will not facilitate building their alliances by influencing others. It is the reason why many of them will always create some strategic relationships and alternative routes for mutual benefits alliance. Keisha and Donna worked closely together and developed a close relationship. The sisterhood they have built at the workplace has enabled them to get a laying foundation for their progress in getting promotions. After a short time, Donna was promoted to be a director and Keisha to be the productions manager, where she has been promoted several times. Currently, she is the operations director. She had been developing a relationship with the company's owner throughout the time she stayed and got gradual promotions. 
	Mens ambition is always to be considered a strong strength. It makes the company's management always trust them as they know that all activities and roles will be executed in the right manner. Women cannot rely on their own as they are always perceived to be a positive attribute. The prejudice against them makes them not to perceive their ambitions in this male-dominated job. The stereotype will always make them not deliver quality output on their positions, forcing them to look for alternatives to leadership positions (Gipson et al., 2017). Women are always engaged in offering attention to their families, making it hard for them to execute their leadership roles well. In the case of Donna, she has one child whom she must offer care services. Keisha leaves with her husband, where she must execute the roles of the position she is held, but instead, she leaves the office anytime since she is well known to the company's executive. It affects her performance at the workplace since she is not settled.
	In conclusion, some issues have made women not to make it in leadership. The issues include prejudice, discrimination, stereotypes, family demands and lack of opportunities. Lack of opportunities will always make them look for alternatives to create a relationship with the senior management personnel who may offer them some positions even when they are not qualified. They are discriminated against as most of the companies always associate masculine characteristics of men with success and great achievement. The wage disparity between the male and the female is that the female is always paid less, making them not engage in senior leadership positions. Their qualities cannot be termed in endorsing the quality of their experience in executing the jobs. The current issues women face needs to be addressed to help them also engage in leadership.
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