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The conversation around women in technology has long been framed by paradox. 
On one hand, the pipeline appears strong—India alone produces ~43% of the 
world’s female STEM graduates. On the other, representation thins dramatically 
at senior levels, with women comprising nearly 29% of entry-level roles but just 
14% of the C-suite. For years, this “pipeline myth” has dominated boardroom 
discussions, often placing the burden of change on supply rather than systems.

This report tells a different, more nuanced story.

It captures a decisive inflection point in the evolution of women’s careers in the 
age of Artificial Intelligence. AI is not emerging at the margins of work—it is 
rapidly becoming core to value creation, embedded in coding, research, 
analytics, governance, and strategic transformation. And women are not 
standing on the sidelines of this shift.They are actively participating in it, 
shaping it, and increasingly leveraging it as a catalyst for advancement.

At its core, this report reframes AI not merely as a technological revolution, but 
as a career accelerator and leadership catalyst for women. It highlights a “time 
dividend” being reclaimed and reinvested. It underscores a shift from 
participation to strategic representation. And it calls on organizations to move 
beyond aspiration toward accountable structures—transparent advancement 
criteria, equitable access to stretchroles, and sponsorship models that drive 
outcomes.

The message is clear: the readiness is here. The optimism is real. The capability 
is building at scale.

What remains is the leadership imperative—to convert momentum into durable 
equity, and AI fluency into executive presence.
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Women @ Work: Positive Shifts 

Positive Shifts: 
Signs of Real Progress 

GCCs as
Structural
Accelerators 

Organizations with transparent role 
architectures, formalized 
advancement criteria, and hybrid 
work models are narrowing gender 
gaps faster than those relying on 
legacy hierarchies and informal 
promotion pathways. Structural 
clarity reduces barriers and 
accelerates equity. 

Global Capability Centers are 
outpacing the industry on gender 
equity, not by accident, but by design.

Operating under global 
parent-company standards, GCCs 
bring transparent role architectures, 
formalized advancement criteria, and 
hybrid work models that reduce 
traditional barriers to women’s 
participation. 

Geographic
Expansion as
Social
Infrastructure 

Geographic diversification of tech roles removes structural 
barriers for women, particularly first-generation professionals. By 
bringing quality opportunities to non-metro regions, 
organizations eliminate relocation friction, a major deterrent for 
women navigating family and economic constraints, widening the 
talent funnel and accelerating social mobility. 

GCC expansion into emerging cities in India is driving this shift. 
Nearly 28% of new GCC roles in 2025 were created outside 
mature hubs, enabling first-generation women to access tech 
careers without geographic displacement. Proximity to 
opportunity is proving as critical as skill development in 
expanding participation.  

Redefining
"Women in Tech"
Beyond
Engineering 

Women’s influence in tech is expanding beyond engineering 
into product operations, governance, and transformation 
leadership. As AI reshapes enterprises,women are moving from 
role-based contributions to outcome-driven leadership, 
gaining greater authority through cross-functional AI 
programs, platform ownership, and responsible AI initiatives. 

Within India’s GCCs, the shift is sharper. As they evolve into 
strategic AI hubs, women are leading AI programs, governance, 
platform strategy, and global transformation positioning GCCs 
as powerful accelerators of women’s leadership in AI-driven 
enterprises. 



Women @ Work: Persistent Challenges

Persistent Challenges:

The Gaps That Persist

The Pipeline
Myth

While India produces 43% of the world’s 
female STEM graduates, a "Pipeline 
Myth" persists because corporate 
structures fail to convert this talent into 
leadership. The data reveals a stark 
"leaky pipeline" where women represent 
nearly 29% of entry-level roles but 
plummet to just 14% of the C-suite.

GCCs in India are showing relatively 
stronger gender representation in 
leadership, with women holding 
approximately 16–17% of the nearly 
6,500 total leadership roles. However, 
despite this progress, there remains a 
significant gap, with around a 40% drop 
in representation from early-career 
stages to senior leadership, highlighting 
continued challenges in sustaining 
women’s advancement to top roles.

Beyond
Culture Fit:
Engineering
a System of
True Belonging

The invisible tax of culture fit forces women to conform to male-coded norms, 
after-hours networking, communication styles that reward assertiveness while 
penalizing directness. This pressure creates silent attrition that compounds
over time.

GCCs are uniquely positioned to shift from culture fit to a culture of belonging 
by operationalizing global expectations on inclusion. Standardizing meeting 
norms, dismantling informal advancement pathways, and embedding inclusive 
design in hybrid work can reduce this invisible tax at scale. This helps GCCs 
retain high-potential women during the most attrition-prone phases of
their careers.

The Advocacy
Gap: 
Shifting from
Passive
Mentorship
to Active
Sponsorship

A sponsorship gap exists where women receive mentorship but lack the 
executive advocacy needed to advance. Mentors give advice, sponsors spend 
political capital. Without senior advocates championing women for stretch 
assignments, promotions, and high-stakes roles, talent remains visible but 
unadvanced.

GCCs are increasingly implementing accountable sponsorship systems that 
pair high-potential women with senior decision-makers who have real authority. 
By formalizing these relationships and tying sponsorship outcomes to 
leadership performance metrics, leading GCCs are moving beyond passive 
mentorship to active advocacy, translating good intentions into measurable 
career progression.



Increasing participation in AI-enabled coding, research, 
and analytics 

Growing presence in product, design, and AI-led customer 
experience roles 

Emerging opportunities in AI governance, responsible AI, 
and model oversight 

The way tech talent works has already changed. A majority of respondents say 
AI is not an add-on but part of their daily work. This isn’t about experiments or 
side projects anymore, as nearly half of the workforce is using AI as a core part 
of delivery, and another significant share is engaging with it at least 
occasionally. 

And it’s not just in back-office tasks. The top use cases, such as 
coding,research, and data analysis show that AI is being deployed at the 
heartof value creation, not the periphery. This is a critical inflection point: 
employees are choosing to work with AI because it makes them faster,sharper, 
and more effective, often well before formal programs are inplace. 

 For leaders, this isn’t a signal of future potential. It’s evidence of apresent 
reality. Also, a moment of serious consideration for organizations that are 
charting their next phase of AI adoption. 

Women’s Role in the AI-Integrated Workforce 

AI is becoming deeply embedded in tech roles — creating new pathways for 
women to lead: 

Women in Tech in the Age of AI:
From Participation to Leadership 

The Bottom Line 
As AI moves from experimentation to execution, the real question is 
not whether women are using AI — but whether they are shaping it. 

Embedding women into core AI workflows doesn’t just close 
representation gaps. 

It strengthens innovation, governance, and long-term
enterprise resilience. 



Women are not just optimistic about the 
AI future; they are actively demanding 
the support needed to transition 

01The Future of Women in AI:
High Optimism and a Strong 
Readiness for Transition 



The Bottom Line 
Perhaps the most actionable insight from the survey is the near-total 
readiness to pivot into AI-specialized roles. An overwhelming 95% of 
women would consider transitioning into an AI-focused role if provided 
with the right organizational support, with 58% giving a definitive "Yes."
This highlights a massive, untapped reservoir of talent ready to fill the AI 
skills gap.

The message for leadership is clear: the intent to lead in AI is present; 
the next step is providing the structural support through mentorship 
and accessible upskilling, to convert this readiness into reality.

Women Are Prepared to
Power the AI Era
A significant 65% of women report feeling optimistic about 
their opportunities in AI over the next three years, with 36% 
identifying as "very optimistic.“

While historical barriers persist, the collective outlook is 
overwhelmingly positive, signaling a workforce that is eager 
to lead the next wave of technological transformation.

This indicates that despite the rapid pace of change, women 
view AI as an opportunity for career elevation rather than a 
threat to their current roles.

Are women ready for 
the AI revolution ?

of respondents are
optimistic about 
opportunities for 
women in AI

Women are ready to 
pivot into AI-focused 
roles today.

3 out of 10 women still 
do not feeloptimistic 
about AI opportunities 
for women

65%

95%

35%



From Skill Acquisition to Strategic 
Representation

02Women at the Core of
AI Transformation



The Bottom Line 

For the remaining 38% who report limited or absent access, the challenges are 
rooted in structural and operational bottle necks rather than a lack of individual 
interest. The primary barriers identified include:

Limited Capacity & Selection Filters: a lack of available spots or biased selection 
criteria, suggesting that demand for AI training currently outstrips supply

Logistical Constraints: Inconvenient timing and conflicts with work or personal 
schedules

Information & Support Gaps: A lack of awareness regarding available programs

AI access and upskilling 
opportunities for women

Excellent

32%
Adequate

31%
Somewhat

Limited

21%
Limited

17%

The survey reveals a workplace where access to AI learning 
is steadily becoming more inclusive. A clear majority of 
women (63%) now report strong or adequate access to AI 
upskilling, reflecting the investments organizations are 
making to democratize future-ready skills. This represents 
not just progress, but momentum: organizations that 
prioritized AI literacy early are now seeing the 
compounding returns of capability at scale.



AI for All —and Leadership for All

The 23% of respondents identifying a need for improved representation highlight a critical 
"Visibility Gap". The primary challenge is transitioning from skill acquisition to skill application 
within high-impact, "stretch" assignments.

As AI becomes embedded across enterprises, the mandate must be clear: AI for All —and 
Leadership for All. Ensuring equitable access to core AI transformation opportunities is not 
just a diversity ambition, but a performance imperative that strengthens innovation and 
long-term competitiveness.

Regarding active participation in key projects, the data 
suggests a positive shift toward Skills-First Meritocracy. 
Currently, 53% of respondents see proportional or better 
representation in AI-focused initiatives. This signals that in 
high-stakes environments, organizations are beginning to 
prioritize technical capability over traditional archetypes, 
effectively neutralizing historical gender biases.

Yes,
Fair Representation

53%

Somewhat,
Could Improve

24%

Under-represented
23%

Women’s Participation in AI Initiatives: 
Progress Toward Critical Mass



AI can open new career paths 
and fast-tracking women into 
senior leadership

03AI as a Career Accelerator 
and Leadership Catalyst 
for Women



64%

The Bottom Line 
AI is emerging as a key lever for leadership progression, with 64% of 
respondents reporting that AI adoption has accelerated their path 
to senior roles.

Proficiency in AI is becoming a critical differentiator, enabling women 
to drive data-driven decisions, lead high-impact projects, and gain 
greater visibility for executive opportunities.

Yes, Significantly

28%
Yes, Moderately

23%

Yes, Slightly

18%

AI opening new career paths
for women

AI as a Career Catalyst: AI is no longer viewed only as a productivity tool; it is emerging as a 
key driver of career growth and professional mobility.

As AI adoption matures, it is expanding the talent funnel by opening access to technical and 
strategic roles. This shift lowers barriers to high-value, future-focused functions, enabling more 
women to move beyond traditional roles and engage in leadership and innovation-driven work.

Majority Experiencing Career Expansion: 69% of women agree to the fact that AI has opened 
new career paths, indicating strong momentum in AI-enabled career advancement.

Access to Emerging Domains: Technical proficiency in AI is helping women pivot into strategic 
and emerging areas such as product operations, transformation strategy, and AI governance.

Women see AI as 
a key driver of 
advancement 
into senior 
leadership roles



Women are Leveraging AI to 
Redefine the Executive 
Trajectory

04Reclaiming the Day: Reinvesting
the AI "Time Dividend" into
Sustainable Growth



Reclaiming Productivity for Sustained Growth
AI has emerged as a powerful engine for efficiency, with more than 85% of 
women reporting that it has helped them reclaim time in their day.

AI is automating routine tasks, enabling women to shift from administrative work to 
higher-value activities, positioning AI as both a productivity and efficiency partner.

Building on the efficiency gains, 
the survey data reveals a 
strategic reinvestment of this 
"time dividend" into both 
professional resilience and 
personal well-being.

AI is enabling women to allocate 
more time to professional 
development, self-care, and 
family, creating the structural 
space needed to sustain 
long-term career growth while 
maintaining personal well-being 
and continuous upskilling.

Professional
Development/ Learning69%

Reinvesting the "Time Dividend"

Selfcare, Health &
Wellness68%

Spending more time
with family56%

Pursuing hobbies/other
personal interest53%



Explainable AI as the Key to 
Strengthening Trust and 
Responsible Adoption

05The AI Trust Gap and
Algorithmic Equity



Advancement is real, explainable AI 
may unlock what’s next

52%
of respondents have 
observed that GenAI 
tools produce responses 
that reflect gender 
stereo types or bias

21%
Every 2 out of 10 women 
feel significant level of 
bias in responses from 
GenAI tools

While women are increasingly upskilling and participating in AI 
initiatives, they are also engaging with these tools thoughtfully and 
critically. The survey shows that 52% of women feel that some 
Generative AI responses (from tools like ChatGPT, Gemini, or 
Claude) can occasionally reflect gender stereotypes, highlighting 
the importance of continued improvements in training data and 
model design. This underscores the need for responsible AI 
development, where diverse perspectives help refine systems and 
ensure more balanced, inclusive outputs.

The Bottom Line 
AI systems can unintentionally reinforce existing biases in areas like 
hiring, performance reviews, and decision-making if not carefully 
monitored.

To address this, organizations should adopt inclusive AI audits and 
diverse governance structures to ensure models are continuously 
refined for fairness and neutrality.



The Bottom Line 
To move from 15% trust to full adoption, organizations must 
prioritize Explainable AI (XAI). Skepticism should be reframed as a 
"critical oversight skill”, leveraging this cautious approach to build 
more robust, safe, and ethically grounded AI ecosystems where 
transparency is a prerequisite for deployment.

Thoughtful Engagement with AI:
 While fewer than 15% of women fully trust AI tools 
today, the majority engage with them thoughtfully 
and critically. This reflects not a hesitation toward 
technology, but a constructive awareness of AI’s 
current limitations and a strong commitment to 
using it responsibly and effectively.

Factors Influencing Women’s Trust in AI

69%
Fear of Inaccurate or 
incomplete outputs

64%
Lack of transparency in 
AI decision Making

43%
Bias in AI models and 
under-representation of 
women’s perspectives in AI 
training data

Accuracy Concerns: The leading barrier is the fear of inaccurate or 
incomplete outputs

Transparency Gap: A lack of clarity in how AI systems arrive at their 
decisions makes respondents wary of delegating high-stakes tasks

Missing Perspectives: Concern over the lack of women’s perspectives in 
the training data itself

Key Considerations
Shaping AI Trust:



Demographic Overview

Experience
Levels

Less than 3 years: 31%
3-5 years: 22%
5-8 years: 15%
8-12 years: 12%
12-15years:6%
More than 15 years: 14%

Industry
Representation

IT/ITES: 40%
GCC/GIC: 30%
Startups: 13%
Product companies: 17%

City
Distribution

Respondents from 
Bengaluru, Hyderabad, 
Pune, and NCR 
dominated the survey 
with around 80% of the 
respondents from 
these areas.



Conclusion
The findings of this report point to a decisive inflection moment. Women are 
not on the sidelines of AI transformation—they are actively engaging 
with it, benefiting from it, and preparing to lead within it. AI is expanding 
career pathways, accelerating progression into senior leadership, and 
enabling women to reclaim time for higher-value professional and personal 
growth. Access to upskilling is improving, participation in AI initiatives is 
strengthening, and optimism about future opportunities remains high. Most 
notably, an overwhelming majority signal readiness to transition into 
AI-focused roles when supported by the right structures.

At the same time, persistent structural barriers continue to limit full 
leadership conversion. While skills are being built and enthusiasm is evident, 
gaps in sponsorship, high-visibility project allocation, and senior-level 
representation slow the translation of capability into executive authority. 
The challenge is no longer about generating interest or intent; it is about 
redesigning systems to ensure that AI proficiency translates into 
measurable leadership outcomes.
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