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ABSTRACT:
In recent years we have witnessed an increasing integration of women into positions
where leadership is exercised. Although some studies show that less than 10% of
leaders are women, they are making their headway in the difficult field of leadership
which, some years ago, was totally dominated by men.
Several authors have analyzed the female’s skills in developing leadership roles. Some
of them have concluded that there are differences with respect to male leadership. But
others are not so clear and talk about gender equality in exercising leadership roles.
Moreover, a new style of leadership has been implemented in organizations, that is,
transformational leadership. This style together with the latest developments in
leadership has been analyzed from a gender perspective. Several experts in this issue
have come to ensure the highest skill for women to develop this style of leadership,
which is based on communication, empowerment and followership.
How do stereotypes cloud our claims? How does literature affirm or deny the existence
of gender differences in leadership? What do women writers specializing in leadership
study over the past three years? What are the latest developments in leadership?
This work features a series of studies on the subject made in the last twenty years. This
along with opinions of today’s leaders, insufflate fresh air to the results and invite the
reader to enter in the interesting but slippery field of leadership from a different
perspective.
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1. INTRODUCTION:
Since women have begun to occupy leading positions, the differences between women
and men styles of leadership have become apparent. There is no point in stating that
men and women are equal. Several studies confirm that since human beings are born
with different sexes, they are different, both biologically and psychologically (Weitzman,
1975; Long Laws, 1979; Winnicot, 1990; Z. Lorenzen, 1996, among others).
However, in recent years we are witnessing major changes in this issue. The sexes and
habits typical of men and women are leveling.

1.1 RESEARCH ISSUE:
This thesis is devoted to three main points of research:


The female’s leadership: common skills, practices and behavior in their way to
lead.



Transformational leadership: a comparison between transformational men
leadership and transformational women leadership.



Latest developments of leadership.

Each of these points has been studied separately. However, we already knew how our
thesis would proceed since many studies corroborated one of our main ideas in
advance: women generally have behavioral patterns that are more related to
transformational leadership.
Due to we have studied these three points, we have decided to name this thesis:
Female Leadership: Do women have special skills that make them succeed as today’s
leaders?

1.2 OBJECTIVE OF THE PROJECT:
Our purpose with this thesis is multiple:



First, we collect the results of various studies on the general skills of women
leaders. Thus, we support the idea that women and men leaders act differently.
Moreover, we challenge the stereotypes. The existence of differences has
encouraged the emergence of preconceived thoughts about how women or men
should act. This has brought several consequences. Therefore, regardless of
being defenders of the ideas explained in the previous paragraph, we know that
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we cannot be blinded by stereotypes. We must also believe in the multiplicity of
unpredictable behavior.
In addition, we want to show in our thesis a comparison of typical behaviors of
men and women leaders (always taking into account the existence of
stereotypes). The main purpose is to show if it is true that women behave more
as transformational leaders than men.
Finally, we conduct a research on modern leadership practices. The aim of this
section is to show what the latest developments of leadership are and if these
practices are developed by both, women and men in the same way.
In this section we also include a review of the last articles written by women
authors specialized in leadership. The purpose is to show about what women
authors are investigating. Furthermore we want to discover if they are interesting
in the future of leadership or they continue writing about the present and past.

1.3 JUSTIFICATION OF THE PROJECT:
The importance of our work resides:
-

On one hand, in the clarifications that the thesis will do. Everyone can find
interesting, shocking or striking the detailed description that we developed about
the abilities of women leaders. In order to improve this description and give it
more validity, we have made a profound literature review, based on some of the
most important authors who have written on the subject. We have also counted
with the words of real women leaders.

-

On the other hand, in the comparison table that we have performed in the second
section of our thesis. It is an interesting contrast between the main practices
carried out by men and women engaged in transformational leadership.

-

Furthermore, it is important because our text show the words of the current
women author on the subject of leadership. Thus, we include recent and modern
ideas in our work.

-

In addition, the importance resides in the conclusions obtained related to the
subject in modern practices of leadership. Do men and women leaders act in the
same way today?

1.4 RESEARCH DESIGN:
In order to develop our thesis we based on various methods for data collection.
- Firstly, we rely on secondary sources of information. This information is already
elaborated in the form of books, articles and newspapers. Our idea is simple: the more
6
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secondary data we can collect and compare in our research, the more realistic will be
the output and results of our investigation. We can consider that our thesis contains the
most important results of the last 20 years obtained by authors who are experts in the
field.
- To further validate our words we also support in primary sources. We performed a
number of questionnaires to several women leaders of today. They have given us their
views and experiences with a real basis of how a woman leader behaves when it comes
down to it. Their words supported our explanations, but also helped us to identify those
stereotyped patterns of behavior.
We have developed a qualitative research with a grounded theory strategy because we
have started from an observation of reality and through a research process, we have
interpreted the results and we have answered to our questions.

1.5 PROJECT’S CONTEXT:
Historically, leadership has been interpreted as a primarily male issue, and many
leadership theories have focused on stereotypically masculine qualities in leaders.
However, feminine qualities such as cooperation, advice and collaboration are important
for leadership, even more in modern organizations.
Because of social perceptions, men were seen as more able to succeed in leadership
and women were in a position dominated by them. For this reason, women had to
overcome strong barriers.
Women faced some barriers to develop their professional career because they have
responsibilities of family and domestic. The companies did not give opportunities
integration of women into positions of leadership. If the woman did not have children or if
she had a husband who took care of the domestics responsibilities, she would still have
bad general perception. Nowadays the situation has changed and men help with the
family responsibilities. Although there is not still balanced an allocation of domestic tasks
(Moulay Ghali B. & Olichon S. May 2008).
Moreover, it has been demonstrated by several authors as Brenner & Bromer, 1981 or
Kruse & Wintermantel, 1986, that some years ago, women were forced to develop
procedures that were more typical of men. (B. Bass & E. Riggio, 2006). The possibilities
to occupy leadership roles depended largely on their ability to be more authoritarian,
harsh, ambitious (typically male characteristics as it is corroborated by several studies).
Thus, the followers, invaded by a feeling of confidence, supported them in the same way
that they would have done with a man. A clear example of this issue was the leadership
of the well-known Iron Lady (Margaret Thatcher). Those were years in which few women
used to get positions of leadership.
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However, we are witnessing a change. Today we can say that men and women are
approaching their ways to act in general and these ways to lead are more typical of
women. This will be an object of study in our thesis.

8

Mª Eugenia Rodríguez & Sofía Santamaría

Linnaeus University, Sweden

2. METHODOLOGY:
“Instead of striving to disappear from the text I choose rather to be consciously present
in it” Daudi, Ph., 1986
As authors of our thesis we have conducted a research that will allow us to obtain
information, but as creators of our text, we will be who generate the knowledge.
In this section we analyze the way in which we become in creators of knowledge. We
will deepen in the focus of research carried out as well as sources taken. Also we shall
justify the way of interpreting, presenting and discussing the acquired findings from the
literature. In addition we have been cautious with the information, achieving a
constructive and consistent outcome.
We have understood the process of Methodology in this way:
Figure 1: Understanding of the Methodology

Own source

Our work begins with what we consider "the big question" (research question). This "big
question" has a number of features that require being explained with a certain type of
research: "The Qualitative research". There are several strategies to do this research.
However, our beginnings as investigators led us to choose the called approach:
"grounded theory".

2.1 PURPOSE OF RESEARCH: “The big question”
Our “big question” emerged during the lectures of the master in Leadership and
Management. During this course we were aware that the students had different ways to
procedure in function of the gender when they shown as leaders. We thought that
women and men leaders act differently. Thus we found a great interest in the idea to
investigate and analyze the female leadership style.
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What skills do they have? How do they create culture, solve conflicts or take
empowerment within organizations? Are they successful in the current context? All these
questions can emerge at the time to think about this issue. That is why we have decided
to answer what we consider our “big question”:
Do women have special skills that make them succeed as today’s leaders?
In order to answer this question, it was also necessary to demonstrate and discuss if the
current style of leadership is successful and has been generated by women, with their
specific characteristics, despite of being aware, this efficient style can be carried by both
sexes.
We also found great interest in analyzing the latest developments in leadership. Within
this section, we have wanted to know what women writers say about leadership in the
last three years. It would be interesting, since they see and interpret reality differently.
Nonetheless we were aware of the existence of stereotypes. Therefore we have
analyzed the stereotypes addressed from the literature, giving our own interpretation
and criticism of it. Also we have avoided that it influenced in our discussion of ideas and
conclusions learned from all of them.
Finally we thought it would be of great interest to address all these issues contrasting
the theory and practice, i.e. with real experiences. For this reason we contacted current
women leaders and we asked them to take part of our investigation.
In order to develop our purpose, we have collected data with an exploratory research
method, using open questionnaires we sent to women holding leading positions in
selected contexts. Furthermore we have dealt with an interpretative approach, analyzing
life histories and diaries. (Fisher C 2004, p.182) We have basing on the book "Leaders
talk Leadership" where the respondents were asked to tell their stories or experiences.
They explain how they carry out their role as leader daily.
Furthermore we have used a qualitative approach because it is the most suitable for our
research question. Our purpose was to analyze and describe in depth women's skills as
leader, and they show that they are generating new and modern style of leadership.

2.2 RESEARCH APPROACH: Qualitative research
“The way in which one ask the research question is important because it determinates
the research methods that are used to answer it” (Strauss, A., and Corbin, J. 1990,
p.39).
Our research question required us to choose as a research method the "Qualitative
Research". According to Anselm Strauss and Juliet Corbin, this type of research is
10
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characterized by focusing on experiences of people, behaviors, emotions and feelings
as well as cultural phenomena, social movements or operating organizations. This kind
of research does not get results from statistical studies or from those which involve
some sort of quantification. "The bulk of the analysis is interpretative" (Strauss, A., and
Corbin, J. 1990, p.10).
We have incorporated in our work feelings and emotions of women through the results
of the questionnaires. We have also incorporated people experiences and behaviors in
our thesis through reading various interviews from the book Leaders Talk Leadership.
We have mentioned the functioning of organizations explaining the transformational
leadership and the latest developments of leadership. Finally, we have described a
cultural phenomenon in explaining female's leadership because thanks to culture and
human development, women have found a place in positions previously occupied only
by men.
Due to we are analyzing female's leadership, our research must be based on all these
aspects to obtain data and describe the phenomenon in which we focused.
In addition, we have participated actively in this process, bringing our subjective
perspectives on the matter consisting of descriptions rather than numerical data.

2.3 GROUNDED THEORY:
There are many different types or approach to doing qualitative research. The strategy
we have followed for our research is presented as "grounded theory".
In the process followed in the grounded theory, “the researcher begins with an area of
study and allows the theory to emerge from the data” (Strauss, A., and Corbin, J. 1990,
p.12).
Strauss and Corbin consider this method as a “flow of work” in which the actions of data
collection, analysis, interpretation and theorizing, have close relationship. Furthermore,
they believe that these are not only these actions included in the grounded theory but
also the creativity of researchers.
To better understand this strategy, we have captured the process on a graph that
represents our understanding of the grounded theory. (To make this graph we have
inspired on the Methodology Course slides).
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Figure 2: Steps of the Grounded Theory

Own source

This process begins at an empirical level in which events and facts are observed (at this
point we realize that there are differences between men and women leadership styles).
After, we began to question why this happened and we conducted an investigation
(reading literature, developing the questionnaires, etc.).
From the results, we performed an interpretation, which was influenced by our
preconceptions, at an analytical level.
The results of interpretation went through a process of labeling at a conceptual level. In
this level, we named that we had understood, that is, we gave meaning (women hold
certain skills, transformational leadership and new leadership practices are
characterized by a set of characteristics).
After this moment, theory emerged and the ideas were explained in a logical,
systematical and explanatory way (the female’s skills are more effective in developing
new styles of leadership).

2.4 METHODOLOGICAL APPROACH:
“There are different groups of ultimate presumptions, that is, different methodological
views” (Ingeman A & Björn B 1997, p.2)
In our role as researchers we have used the methodological approach called “system
view”.
The system view “…is a framework by which a creator of knowledge can analyze and
describe any group of objects that work in concert to produce some results” (Ingeman A
& Björn B 1997, p. 102)
12
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As explained Ingeman and Björn in chapter 5 of their book “Methodology for creating
business knowledge”, the system view is characterized because the creator of
knowledge seeks to find the connection between forces (they call them systems or
pictures of reality) and the results of these forces or their explanations.
In chapter 8 of their book, they consider that reality is made up of units or systems that
are interlinked. The result of this approach is the emerging knowledge about the
explanation of reality through the various systems.
We consider that in our work every picture of reality corresponds to the different skills we
have analyzed and the different models of leadership that we have described. Each skill
is related to the others. The result of combining all these systems is the description of
female's leadership.
Furthermore, they state that the system view is twofold, understand and explain. In this
part it is difficult to identify what our work is based in. If understanding means “coming
up with interpretations”, we have based our work on understanding, since with the
developed investigation, we had to interpret the results. If explaining means “coming up
with models”, we also explained, as we have described aspects already mentioned
previously in the literature. Therefore, we have developed two activities but not
simultaneously. First we explained and then we understood.

2.5 RELIABILITY AND VALIDITY:
With this part of the methodology we want to provide the reader with all level of
trustworthiness that we can. We believe that the validity and reliability are two important
aspects to note when conducting a qualitative study like ours. The validity and reliability
are two factors that express the authenticity that we want to provide to our thesis.
Reliability means that in a process of research, the obtained results are the same in all
studies have been analyzed.
Validity refers to the fact of measuring in the research what we really want to measure.
VALIDITY:
First, we have decided to conduct a discussion of the validity issues that are affecting
our research findings.
We want to make clear that, when interpreting the results of the questionnaires, our
intention is not use them like objective data on the thing itself. We are aware of the risks
we run when interpreting the obtained results. We want to say that there is a possibility
that some of our constructs do not refer to what we claim they do.
13
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On the other hand we also want to avoid being overcautious, since this could prevent us
to state what we wish to say. For this reason we try to say something meaningful, all
based on studies and the reality that we observe.
Furthermore, in order to improve the validity of our research we have decided to apply
three of the Winter’s principles, as advised Collin Fisher, 2004. In this way, we give
meaning to the material we found in our research and the conclusions we are drawing
from them.
On the one hand we want to make a reflexive critique (Fisher C 2004, p.276). Therefore,
we affirm that we are aware we have assumptions about the subject, which means, they
may color some of the interpretations of the results of our investigation.
Another issue we want to mention is that to improve the validity of our research, we
repeatedly recognize the existence of different perspectives or views on the matter. That
is, we follow a plural structure (Fisher C 2004, p.277) For example, when we mention
that there are several studies that argue the lack of differences between men and
women. We are recognizing the existence of different groups with different conclusions
on the subject. The aim is to show the reader the wide range of opinions that exist on
this issue and there in no one true or reality on the subject.
Moreover, we try to challenge the theory with practice. We use the results of the
questionnaires and analyze the results of interviews with today's leaders to develop this
challenge.
To conclude, we can state that we believe that our thesis has validity and therefore true,
because:
1. Interpretations and conclusions we got, were derived from extensive research on
the subject
2. We used appropriate research techniques
3. The concepts and descriptions that we analyzed in our study represent the results
of our investigation.

RELIABILITY:
Because we have primarily based our argument on qualitative research, we want to
assure the reader, the reliability of our studies.
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Rosengren and Arvidsson (2002) stress the importance of avoid variations and
hazardous mistakes. They also talk about the importance of being accurate when
collecting data.
We have to say that, to develop our thesis, we have relied on those studies that
supported the same opinion or idea than our assumptions (those studies that supported
the existence of differences between women and men leaders). But this does not mean
there are not studies that support the contrary idea. And to show trustworthiness in our
work, we have not hesitated to affirm the existence of these other studies.
Anyway we want to assure the reader that all research is based on reliable and
recognized sources.

2.6 DATA COLLECTION:
PRIMARY & SECONDARY DATA:
We have got information using an exploratory approach. At first we had no knowledge of
the subject, only some assumptions, that with the investigation, we would prove if they
were real or not. "Explorers do not know what they will find until they look" (Fisher C
2004, p 170).
In the beginning we had a research proposal, preconceptions or conceptual framework.
Once we got into the literature, we interpreted and analyzed each aspect to be treated
and we got new knowledge on the subject.
Exploration is an open approach. We used semi-structured research tools. For example,
the questionnaires were open-ended questions (They will be explained later).
Data Collection has been carried on one hand with primary sources, which refers to
information obtained from questionnaires answered for women leaders in different
contexts. On the other hand secondary data was extracted from books, articles and
websites. Both sources were supplemented, demonstrating the theory with practice.
QUESTIONNAIRES:
Open questionnaires is the primary source that we have used in our research. These
questionnaires are characterized for include open questions based on different studies
analyzed before. On them we asked women to give us their judgment or whether they
agreed or not with the authors. This allowed us to obtain different interpretations of
ideas, and we took our own opinion based on the analysis.
Every question is followed by a white space for people answer with their own words.
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We have used an open questionnaire because we did not know the answers to those
questions. We sought new ideas and experiences, to test the theory from literature with
practice reality.
We have made three types of questionnaires based on the three contexts we have
based on to analyze the female’s leadership. We have analyzed the following contexts:
education, political and economy.
Each questionnaire contains:





A section devoted to questions about leadership in general. In this section,
women were asked to answer as women leaders. All the questionnaires contain
the same questions in this section.
A section devoted to questions specialized to each context. In this section,
women were asked to answer as women in the specific role they perform.
Some questionnaires (for women with double charge) include a section devoted
to women who play roles of head of department as well as their other work. In this
section, women were asked to answer as women who control a group of people.

We have created a sampling frame (Fisher C 2004, p. 208), a list of women leaders’
names who we wanted to get their outcome with the questionnaires. In particular we
contacted two women leaders of each of the contexts.
The perfil of our respondants are the following:
 Maria Elena Muñoz, Office Manager in Bank Santander in Valladolid. (Spain)
 Teresa Natalia Martin Cruz is Head of Department of Business Organization and
Marketing and Market Research at the University of Economics and Business
(University of Valladolid). In addition she is a professor in the following subjects:
Strategic Direction and business policy, management and organization of NGOs
and introduction to business economics.
 Maria Araceli Rodriguez is Vice Dean of Academic Affairs at the University of
Economics and Business at Valladolid. She is also teacher of Macroeconomics
and Economics in the same School.
 Antonia Herrero Criado is the head of School for especial education “Obra Social
del Santuario” at Valladolid (Spain).
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 Mª Luz Arroyo Vázquez is the Mingorría township council for ten years (province
of Ávila).
 Laurentina Alonso Nieto is the Blascomillán township council for forty years
(province of Ávila)

So this primary source is part of our exploratory research. Therefore we needed to
explore the answers in order to learn new ideas, interpretations and theories of the topic.
This part gives us more validity to the literature; it will be a way to prove that theory and
reality are complementary.
BOOKS, ARTICLES & WEBSITES:
Literature in featured books, articles and websites are the secondary source of research
we have used in our research.
For books and articles research, our main source was the Linnaeus University database:
Business Source Premier and Emerald.
For the different dissertation or thesis reviewed we have used the Linnaeus University
database: DiVa
For the last section based on current literature about leadership we have used the
known journal: The Leadership Quarterly. (Also found through the Linnaeus University
database)
Our exploratory research literature is rich, as we have expanded our knowledge of the
issue, expanding our understanding of female leadership.
Throughout our research, books and articles allowed us to build a solid framework with
which we compared with the various questionnaires made to women.
Also it allowed us to discuss important theories in modern organization as well as the
opportunity to give our own views and interpretations of what authors say about female
leadership.
The websites and articles used have provided us with current information. Furthermore
we expanded knowledge and gave us other perspectives and views of the subject. They
have enriched our research process.
Finally the combination of both sources of research contributes to a great knowledge.
Following the exploratory investigation of these numerous sources, it has given us the
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opportunity to deal with the depth information in this field, and we could create new own
theories and interpretations in this interesting topic.

2.7 IN THE ROLE AS RESEARCHERS:
In this section we have decided to include all those experiences we have lived at the
time we were developing our thesis. We would like to use this section to devote some
words of thanks to all those who have helped us in developing this work.
Some experiences in the research process:
- Most of the literature obtained comes from the database of the Linnaeus University.
We learned how to use this database in detail thanks to the meeting we had with Gunnel
Dahlberg, librarian of the Linnaeus University library in Kalmar. She explained us all the
search options and how to get a good performance of each search. She also was the
first woman interested in our work.
As experience with the questionnaires we can say that although not all have been good,
all of them have been positive.
- We find appropriate to mention that in one occasion, one of the women who was willing
to answer our questionnaire finally refused to do it. The reason was she did not want her
name to appear in the thesis. This woman occupies a political position in some of the
city councils of Spain. She is also head of college in the same city. Of course, we
understand her total right to refuse to associate her name in our publication. But with this
experience we realized that there are still some women who have prejudices and are
afraid to speak out for fear of being judged.
- We can also mention the case of an important woman politician in Spain we have tried
to contact, Esperanza Aguirre president of the community of Madrid. For now we know
she has sent us a response by regular mail. If the letter arrived, we would include the
entire document in the annexes of the thesis because, a simple answer from this woman
would be a great achievement for us.
- On the other hand, we have had experiences with women who could not cooperate
with us. Their role as working women, leaders at home and at work, take most of their
time day. We are grateful to these women anyway, since they have offered us the
female's face we are showing in our thesis.
- Finally we want to mention the great effort other women have made to answer our
questionnaires. For those who have had time to do both: being leaders and being
collaborators in our thesis, we want to say we will be eternally grateful. They had shown
us their views, experiences and had provided the fresh air we needed to show reality.
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3. LITERATURE REVIEW
FEMALE’S SKILLS IN LEADERSHIP
In order to carry out this section, our goal in the research was to get information about
the skills that women had as leaders. To do this we focused on different aspects in
which leadership is based. These were: method of women's empowerment, ways to
create culture, achievement of objectives (implementation ways), management of
meaning and conflict resolution. Analyzing these features we described the female’s
leadership style as well as their personal characteristics which make them use different
ways of leadership.
Furthermore, we thought that depending on the context in which women lead, the way to
play their leadership role would be different. We chose the following contexts: economic,
political and educational. After that, we developed an investigation in secondary sources
about these subjects. With this literature review and our interpretations of it we
developed this section.
This section contains a collection of articles and books from different databases. In
general, we can say that they are good publications (both academic journals and
academic books). Their authors are known experts in each of the subjects they cover.
All the secondary sources include an extensive section of references and their authors
support their arguments and assumptions with deep studies and analysis of results. In
addition, all of them finish with strong conclusions. All this has made us to trust in their
veracity even though, not all of them were equally useful. Moreover, we tried to
challenge certain points of this literature. For this reason we developed the section
devoted to stereotypes.
Below we attach a list of articles and books that show the main idea of each one.
 Rosener, J.B 1990, “Ways women lead”
In this article Judy B. Rosener defends the position that there are really differences in
the ways to lead by women and men. She deals with the style of leadership called by
her as: “interactive leadership” This style is carried out by women leaders that actively
work to make their interactions with subordinates positive for everyone. This kind of
leadership is based in the following pillars: Encourage participation, share power and
information, enhance the self-worth of others and energize others. She offers a vision
about women leaders who make people to feel part of the organization, feel important
and recognize and let people know their good work.
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 Baack J, Carr-Ruffino N and Pelletier M 1993, “Making it to the Top: Specific
Leadership Skills, comparison of male and female perceptions of skills needed by
women and men managers”.
Article based on four models: people skills, entrepreneurial, visioning-inspiring and
implementing. In this article these four models are explained with different
characteristics typical of women and men. This article also contains a study showing that
men see women with a more stereotyped view. While women see men with a closer
view how they really are.
 Brahnam S, Margavio T, Hignite M, Barrier T, Chin J 2005, "A gender-based
categorization for conflict resolution"
This article explains the different ways in which women and men face conflicts and how
they try to solve them in order to keep order.
 Golan G, 2000, “The role of women in conflict resolution”
This article is devoted to the different ways in which women face conflicts. It states that
women would tend to approach peace and emphasize tolerance, respect and fairness.
The author also affirms that women, in some places of the world, would solve politic
conflicts in a more peaceful way if they were allowed to do it.
 Gómez A, Salvador D & Sales D, 2000, Mujeres: mediar para reconocer otros
mundos en este mundo.
This book is based on a strong defense of feminism. We have focused on the chapter
based on the ways of acting of female politicians: “Propuestas políticas desde las
mujeres” (Policy proposal from women). It describes their practices and what is that
which guides them in making decisions.
 Alimo-Metcalfe B 1995, “An investigation of female and male constructs of
leadership and empowerment”
This article describes the different characteristics that men and women transformational
leaders develop. It defends the importance of the empowerment as one of the most
important abilities of transformational leaders that appears for the benefit of the
company.
 Burke S and Collins K 2001, “Gender differences in leadership styles and
management skills”
It is based on an empirical study of why women develop transformational leadership
more than men.
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 De Witt and Meyer 2004, STRATEGY. Process, Content, Context an international
perspective.
We will fall back on the reading of some of the theories and perspectives explained in
this book. Since the aim of this book is to increase the strategic thinking abilities, it will
be useful in some of the sections that will be developed in the thesis. For example, the
paradox evolution-revolution takes meaning when explaining the current context in
which we are and the changes that are taking place on the ways to lead. Is it revolution
or evolution?
 Eagly A & Johnson B 1990, “Gender and Leadership Style: A Meta- Analysis”
The main idea exposed in this article is that women, especially in elite executive
positions, tend to show characteristics that are more masculine. They defend the idea
that studies that widely accepted men and women do not differ in their ways to lead,
have to be reviewed. But also those studies that proclaimed women and men have
different styles. Moreover, this meta-analysis also defends the idea that depending on
the method used to obtain data, namely: organizational studies, laboratory experiments
and assessment studies, the result can vary.
 Qureshi M, Zaman K and Bharri M 2011, “The impact of culture and gender on
leadership behaviour: Higher education and management perspective”
It is a study of culture, gender and leadership that concludes that the culture influences
male leaders to adopt more authoritarian leadership styles. This article deals how
according the gender and the style to lead adopt the culture of a way or other.
 Smith, R. A. 2002, “Race, gender, and authority in the workplace: Theory and
research”
The focus is mainly on studies of race and gender differences in the determinants of
authority and the consequences of race and gender differences in authority for income.
Despite significant advancements in the overall socioeconomic status of minorities and
working women, race and gender remain important impediments to their attainment of
authority.

TRANSFORMATIONAL LEADERSHIP:
In this section of transformational leadership, our objective of research was to find
information in order to study this leadership style in depth. The transformational
leadership is the current style. It is considered as more appropriate to the female’s
leadership style than men’s style. This is what we wanted to test. Therefore we analyzed
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the characteristics of this leadership and we justified with the literature that both sexes
can develop the leadership, but women´s skills are closer to the transformational style.
List of references:
 Davidson M.J. & Burke R.J (ed.) 2000, Women in management.
This author explains that the situational factors are determined by characteristics. The
personal factors are mainly based on gender differences and explain how personality
factors differ between the genders.
 Díez E, Terrón E y Anguita R. 2006, La cultura de género en las organizaciones
escolares: Motivaciones y obstáculos para el acceso de las mujeres a los
puestos de dirección.
This research focuses on try to analyze, primarily through the vision and words of
women themselves played leading positions in educational organizations, what are the
reasons which have driven to them to access to positions in educational organizations.
In this investigation also address this issue: if you can really speak of a model of female
leadership, that is, if women have a peculiar style of playing the power to influence
organizations.
 Eagly, A. H 2007, “Female leadership advantage and disadvantage: resolving the
contradictions”
This article analyzes the combination of advantage and disadvantages that women
leaders experience reflect the considerable progress toward gender equality that has
taken place in both attitudes and behavior, coupled with the lack of complete attainment
of this goal.
 Krüger M 2008, “School leadership, sex and gender: welcome to difference”
This article deals with the gender differences in leadership. The author describes
different skills that differentiate women of men.
 Linstead S. Fulop L. & Lilley S. 2004, Management and organization: a critical
text.
This text deals the transformational leadership and the style that women lead in the
organization. They adopt a democratic and people oriented leadership style, while men
are more focused on managing based of autocratic and task or production oriented.
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 Loden, Marilyn 1987, Femenine Leadership.
Marilyn conducted a study to examine the behavioral differences between men and
women and the implications on leadership. However, it exists the power of femininity,
which successful female leaders possess.
 Vinkenburg C, van Engen M, Eagly A, Johannesen-Schmidt M 2011, “An
exploration of stereotypical beliefs about leadership styles: Is transformational
leadership a route to women's promotion?”
This article is based on two different studies based on the accuracy of gender
stereotypes and the effects this has on women who develop leadership roles.
This article is very useful to demonstrate the veracity of our statements in the second
section of this thesis. The authors test their hypotheses with primary sources that also
support our described ideas.
The first study investigates on whether descriptive stereotypes (those that show how
individuals actually behave) are accurate to gender differences in leadership styles. The
results were obtained through a process by which participants were asked on this
matter. The exact obtained outcome was as follows: "Their gender stereotypes about
leadership styles corresponded well to the actual sex differences in the criterion sample
as well as in the broader meta-analysis by Eagly et al. (2003). (p.14)
Specifically, the results of the first study showed: "women displayed significantly more of
the leadership behaviors described by three of the five transformational subscales, and
the contingent reward subscale of transactional leadership" (p.13)
In the second study it was shown that the characteristic of transformational leadership
“inspirational motivation” is an act more developed by men. This is the only part of
transformational leadership that men do better than women, in the opinion of the
participants. The consequence is that this feature is seen as the most important
characteristic to promote.
"Notably, participants believed that inspirational motivation is more important for
promotion for male than female managers" (p. 18)
It shows why men acquire more leadership positions than women in the opinion of the
participants of the second study.
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LATEST DEVELOPMENT OF LEADERSHIP
Our goal with this research was to find information coming from women authors
specializing in leadership. We carry out a review of articles written over the past three
years to include the latest information and the most modern theories about the
leadership in general.
In this section all the secondary data comes from articles published in Academic
Journal: The Quarterly Leadership considered as one of the best journals in the field by
the Journal Quality List (www.harzing.com/jql.htm). This gives us confidence in the
veracity of the studies reviewed.
The articles are not purely descriptive since all of them include analysis to description
and discussion of the findings. Furthermore, all of them include a section in which are
mentioned the limitations of the study and future research on the subject.
Moreover, in this section we carried out an investigation to find the trendiest practices in
the modern leadership to face the new issues, challenges and opportunities that arise in
the future.
List of references:
 Boyce L, Zaccaro S, Wisecarver M. Propensity for self-development of leadership
attributes: Understanding, predicting, and supporting performance of leader selfdevelopment.
This article is based on the study about self-development of both, leaders and followers.
The authors develop a model based on five clusters with features that enhance one’s
propensity to self-development. The authors carried out a study of the five predictors
and they demonstrate the five clusters influence the motivation and skills for selfdevelopment. The authors conclude talking about the need for leaders to motivate
followers with low disposition for self-development. In this way both, leaders and
employees are educated in this regard.
 Kalshoven K, Den Hartog D, De Hoogh A. Ethical leadership at work
questionnaire (ELW): Development and validation of a multidimensional measure.
In this article has been developed a model with the seven elements that a leader must
possess in order to not incur in non-moral practices. These are: fairness, power sharing,
role clarification, people orientation, integrity, ethical guidance and-concern-forsustainability.
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The aim of this paper is to show the ethical dimensions that leadership must have in
order to do not create scandals that whipped the world of organizations
 Liu W, Zhu R, Yang Y. “I warn you because I like you: Voice behavior, employee
identifications, and transformational leadership”
This article discusses what motivates followers to voice their thoughts in organizations.
The authors discuss the importance of leaders in motivating their followers to do so. The
article also states that transformational leaders are those who develop this type of
behavior. This paper contains an investigation of two types of voice behavior, speaking
out (voice toward peers) and speaking up (voice toward supervisors). In this study the
aim is to show how transformational leaders influence both voice behaviors. The
research results reveal that the leader influences both types of behavior.
 Murphy S, Johnson S. “The benefits of a long-lens approach to leader
development: Understanding the seeds of leadership”.
This article talks about the roots of leadership which have influence on the selfdevelopment. The authors argue that the lived experiences during childhood have an
impact on the leader’s self-development.
They also discuss that developing leadership roles in these ages provides selfconfidence on individuals.
The authors suggest a model of leadership development across the lifespan based on
four factors that influence this issue, namely: genetics, parenting style, early learning
experiences and early leadership experiences.
 Reichard R, Johnson S. “Leader self-development as organizational strategy”.
This article refers to the leader’s self-development. The study demonstrates how leaders
become continuous adapters to the environment when this fact is implemented as an
objective in the strategy of the organization. The authors claim that if leaders work in
their self-development at the individual level this will become in organizational
development as a whole. The authors demonstrate their model based on three levels of
study, namely: individual, group and organizational. The conclusion on the issue is that
leaders must be prepared in a broader way than through coaching; personal
development should be considered as a strategy. In this way the company can adapt to
continuous change and environmental challenges.
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 Stam D, van Knippenberg D, Wisse B. “Focusing on followers: The role of
regulatory focus and possible selves in visionary leadership”.
Study based on the importance of communicating the organizational vision to followers.
The authors describe the effect that this has on the followers. They say that when
leaders communicate the vision to followers they achieve followers feel useful and
important in the company. Furthermore, this vision helps them to create an ideal of
themselves within the company. The fact of aiming to get that idea, motivates them and
makes them to develop the vision. The article shows two studies that analyze the
influence of the vision on the followers depending on whether this view is created for
them or not.
 Tims M, Bakker A, Xanthopoulou D. “Do transformational leaders enhance their
followers' daily work engagement?”
The main idea of this paper resides in the relationship between transformational
leadership and the followers’ engagement. This study is based on a series of diaries that
show workers suffer daily fluctuations in their commitment with the company.
Furthermore, the authors defend the idea that transformational leadership involves the
transmission of optimism, motivation and support.
This article concludes that the leader contributes to the followers’ engagement on a daily
basis.
 Elisabeth Agnvall, 2008. “Tecnology is changing the way managers gain skills
and knowledge”.
This article deals with the new methods that the organizations is using to be more
effective in the changing environment. Also it explains how the culture organizational
must fit to the new technology and the training experts. Some techniques use the
leaders for skills training and provide leadership development in the organization.
 John H. Zenger & Kathleen Stinnett, 2006, “Leadership Coaching: Developing
Effective Executives”.
The article explains the development of coaching effectiveness to get the satisfaction of
the employers and the ability to achieve the goals of the organization.
Also it analyzes the coaching culture which the leaders will provide guidance to help
others and find their own ways to perform, grow and develop.
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 J. Martin Hays and Choule Youn Kim. Transforming Leadership for the 21st
Century.
This article is based on a review and synthesis across a range of issues covering
management, organization, leadership, learning and development, Also this article
identifies some of the issues, challenges, and opportunities likely to characterize the
early decades of the new millennium.
STEREOTYPES:
Our goal with this research was to find studies that demonstrate the accuracy of gender
stereotypes. We wanted to see how far gender stereotypes blinded the truth of our
research.
The items described below include studies based on primary research sources. So that,
we can see that the authors have reinforced their arguments and assumptions with the
results of these studies.
All of the information comes from Academic Journals. For this reason the items used
have been peer reviewed by other authors who have approved them. This means that
the provenance is reliable and distinguished.
The main article that we analyzed for this section is Eagly A & Johnson B 1990, “Gender
and Leadership Style: A Meta- Analysis” This article is based on a meta-analysis*.
*Meta-analyzes are based on the analysis of several studies published by several
authors specialized on the subject. As a result, the articles that focus in this kind of data
collection, offer a greater number of observations that support the arguments used by
the authors.
Although we missed a full explanation of each of its arguments (the article expresses
many ideas that have not been explained in detail), the article provided us with important
insights that we further supported by reading the remaining articles.
List of references:
 Duehr, E, & Bono, J 2006, “Men, women, and managers: Are stereotypes finally
changing?”
The purpose of this article is to show the study about how to assess management and
gender stereotypes today, comparing them with those that existed in the 1970s and
1980s. Furthermore, it states that the literature describes managers as people who have
qualities traditionally feminine.
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 Eagly A & Johnson B 1990, “Gender and Leadership Style: A Meta- Analysis”
The main idea exposed in this article is that women, especially in elite executive
positions, tend to show characteristics that are more masculine. They defend the idea
that studies that widely accepted men and women do not differ in their ways to lead,
have to be review. But also those studies that proclaimed women and men have
different styles. Moreover, this meta-analysis also defends the idea that depending on
the method used to obtain data, namely: organizational studies, laboratory experiments
and assessment studies, the result can vary.
 Hall, J, & Carter, J 1999, 'Gender-Stereotype Accuracy as an Individual
Difference'
This is an article based on gender stereotypes in general. As it is not focused on
leadership it was not really useful in our research. However we used the description of
the end. It is based on different items that describe several practices develop by women
and men in their daily life.
 Johnson S, Murphy S, Zewdie S, Reichard R 2008, “The strong, sensitive type:
Effects of gender stereotypes and leadership prototypes on the evaluation of
male and female leaders”,
This article discusses stereotypes, prejudices, preconceived ideas and prototypes. This
is all in a context in which women leaders are influenced by them and still achieve a less
success than men in their working positions.
 Krüger M 2008, “School leadership, sex and gender: welcome to difference”,
This article deals with the gender differences in leadership. The author describes
different skills that differentiate women of men.
 Susan A. Basow 2011, “Evaluation of Female Leadership: Stereotypes”
This section of the book is devoted to gender stereotypes and how these become
obstacles for women who face leadership position. Because of their existence, there are
traditional attitudes towards women and a strong belief for social hierarchies that turn
into discrimination.
This chapter also shows the definition of gender stereotypes and some of the most
common for women and men.
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 Swim, JK 1994, 'Perceived Versus Meta-Analytic Effect Sizes: An Assessment of
the Accuracy of Gender Stereotypes'
This is an article based on gender stereotypes in general. It studies an association
between perceived gender differences and documented differences as reported in the
meta-analytic literature. This study states that the inaccuracy in the field of stereotypes
can appear and it should be defined in studying these issues to give greater validity to
the results.
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4. THEORETICAL FRAMEWORK AND
INTERPRETATIONS
4.1 FEMALE’S SKILLS IN LEADERSHIP
The first main section of this thesis is devoted to the main characteristics of women in
their way to lead.
Although many authors advocate the absence of differences between men and women,
many others show and convince about the opposite idea. We are in favor of studies that
support the existence of differences among them. In our opinion they are different
because they have some different skills, they do not have some other skills or they
possess other talents more developed. These abilities influence women to lead in a
different way.
In order to carry out this section we performed a literature review on the two positions:
there are differences and there are not differences. To write this part, we decided to
investigate both views. For this reason, at the end of this section we have included a
section devoted to stereotypes. As further we will affirm, stereotypes can cloud our
understanding of reality, so we decided to challenge them.
The questionnaires that we made to a number of women leaders and our own
experience as a master student in leadership have helped us to provide more light on
the matter. Thus, we will demonstrate that the literature is consistent with actual
experience.
Let’s see what these special characteristics are.
4.1.1 EMPOWERMENT:
Empowerment is seen as a management tool. Several studies have shown this
technique is related to how women lead.
Below we will present some results of our literature review. In addition, we will show the
outcomes of the questionnaires we developed to a number of women leaders.
In order to write this section, like in others, we have mainly focused on the article written
by Judy B. Rosener, “Ways Women Lead” In this article Judy B. Rosener deals with the
style of leadership called by her as: “Interactive Leadership”. This style is carried out by
women leaders that “actively work to make their interactions with subordinates positive
for everyone involved” (B.Rosener, 1990). This kind of leadership is based in four pillars,
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which are, in our opinion the best description of the empowerment developed by women.
These are: encourage participation, share power and information, enhance the selfworth of others and energize others.
Although the name of these four pillars has intrinsic definition, we want to define them
further, including the experiences of our interviewees. Thus, we give more credence to
the opinion of B. Rosener.
The empowerment method carried out by women:
-

Make people feel important, recognized and part of the organization. This is
achieved by giving them the opportunity to express their opinions,
suggestions, fears, etc. As we will describe and demonstrate several times,
women have the ability and intention to listen and communicate. This instinct
leads them to develop this feature of empowerment.

-

Let people know their good work. On several occasions, we will also affirm
women are more likely to develop sense of empathy. Taking the place of
others makes them to give a more humane treatment, in which they value
what others do.

-

Give people enough information. The female’s sense of protection is highly
developed. For this reason they find essential sharing information. They are
more likely to alert and inform people about plans and changes within the
company. With this information, they prepare their followers to make them
easier embracing the changes.
Natalia Cruz states in her questionnaire:

“The way to get the best of my team is sharing information, explaining things until
everybody understand and discussing things”
We believe that in the context in which she leads, withholding information makes no
sense. The more information is available to all members, the more value will have their
achievements.
-

Energize people. It is well known that women are brimming with enthusiasm.
They enjoy being surrounded by people who transmit energy, positivism and
good atmosphere. In this way, women prepare people to face the challenges
will come.
Mª Antonia (Director of Special Education School) states in her questionnaire:
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“The messages that I spread my students I attempt to disseminate clear, with
enthusiasm, love, firmness, feeling and tenacity, often putting myself in their place”.
She transmits these values in her work because in this way the students and teachers
will be involved more in their work. She tries to understand the situation of her followers
something that we find essential to succeed as a teacher.
-

Encourage followership. Women tend to encourage people to use their
iniciative, to fight for make themselves listened, to acquire responsibilities, to
know their strengths and weaknesses and to express their needs.

“I encourage people, making them to see the work of others, to realize the implication of
others, making them to be part of the department, to make them responsible for some
tasks” Natalia Cruz.
She tries to delegate responsibilities, to engage people with their talent. In this way they
share power and is more enriching work in the group.
Women not only give them the opportunity to participate, but also they encourage them
to fight for what they want.

-

Women´s style is more interactive leadership. The work forces to increase the
participation and economic environment require rapid change. Therefore this
style is more efficient to manage the organizations.

4.1.2 ACHIEVEMENT OF THEIR OBJETIVES: IMPLEMENTATION WAYS
In this part we have focused on the answers of different women leaders who were
interviewed in the book Leaders talk leadership by Meredith D. Ashby and Stephen A.
Miles. This is a book based on interviews with various leaders of today who talk about
their experiences in their role as managers, their knowledge and their views on how
leaders should act today. Our intention with this book was to analyze the different ways
in which women answer the questions of the interviews.
Women create a right culture and environment and after they work to fulfill their
objectives in many ways: selecting the right people, recognizing and increasing the
talents gaps, continuing development of their performers.
Women lead with a leadership approach very open. They usually have feedback and
management meetings with their team. They focus the attention in their team with the
correct measures and data and they will know how the team is progressing.
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After, they implement the coaching and mentoring that play an important role in these
activities. They try to take advantage of the specific talents of the team members. They
have the ability to integrate with each other.
Linda Standfor states this in the book Leaders Talk Leadership:
“I really am a strong believer that you have to very quickly and proactively put the right
business strategy in place. The team needs to know where it is headed” (Meredith D.
Stephen M, 2002. p. 45).
Her way to achieve the objectives is sharing all information with the followers because
so they will know the strategies of the organization and the changes will carry out faster.
Nowadays, the businesses are much more global and leaders need to add knowledge of
technology. This enables them to do the job more effectively and efficiently.
They are able to address and accept differences in cultures, in work habits, and take
advantage, making the work more enriching.
For example we can see in the Natalia´s questionnaire that she takes the following way
to be a leader: to achieve objectives she is very persistence:
“A lot of work, a lot of thinking about the others, and a lot of care about the good job”.
She tries to fulfill the program, to be strict in the team presentations, to have tutorials
with students, among others.
She encourages the participation because the team will help her to take decisions as
leader. She is responsible of her actions, and she has to try that people feel part of the
organization.
In our opinion, this is a very important way to proceed in the role of teacher if she want
her students achieve what she wants for them: success.
In the case of Antonia´s questionnaire, (Antonia is director and teacher of students with
special problems), she is leader in this way: She develops her objectives with
procedures and attitudes. She values the group's participation in the functions and
tasks. As teacher it is important to consider the potential of students in particular, based
on their knowledge, and getting an apprenticeship. It is very important to encourage the
motivation of students and staff.
Araceli affirms as teacher, that she achieves her objectives implementing master
classes with active student participation, also trying to keep their attention with “different”
and original ways.
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Mª Luz states her method is being very persuasive and making them see what she
proposes is the best for them and the best in that circumstance, always listening their
opinions and being open to admit other ideas.
4.1.3 THE WAY TO CREATE A CULTURE:
In order to write this section, we have focused again on the book Leaders Talk
Leadership by Meredith D. Ashby and Stephen A. Miles. To write this part, we have
based on the question: ways to create culture.
We also obtained information from the different interviewees. They were asked about
the different methods or procedures they put in practice to create a common
environment within the organizations in which they lead.
According to Stephen P. Robbins, the organizational culture is "the system of shared
meanings, a common perception held among members of an organization that
distinguishes it from others." It is the set of assumptions, beliefs, values, norms, and
ways of thinking, feeling and acting that are shared by members of the same
organization. ¿Do women have a different way to implement this?
Eugene V. Polistuk, Chairman and Chief Executive Officer in Celestica, states the way in
which she builds a culture is creating a right environment of trust, integrity and
excitement. She devotes time to build an environment in which the development of the
employees is important. For her, it is also important to work very close with the team.
“This will enable us to manage training and maintaining a balance within the company”
(Meredith D & Stephen M 2002, p. )
The culture created for women makes people feel comfortable in sharing challenges and
solutions. Everyone follows the same goals positioning in the same level. Therefore the
team will be more effective, more efficient and more responsive.
Dana Beth Ardi, (Human Capital Partner) believes in the importance of making
emotional connections and building a community. “You really have to bring people
together on a variety of levels and allow for genuine dialogue” (Meredith D & Stephen M
2002, p.)
She also states “people have to feel safe and believe that the community they’re in will
value their opinions” (Meredith D & Stephen M 2002, p.)
Normally, women leaders possess a high level of self-confident. They honestly believe in
what they are saying, so that, they will create an enthusiasm extended to the whole
organization.
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Natalia Cruz says:
“I create an environment with my team where we share information, explain things until
everybody understand, discuss things, ask for forgiveness if we make a mistake, are
positive, work a lot and delegate tasks if is necessary”. When new people come into the
group she sustains the part of the culture of her department “making people see the
work of others, making them to be part of the department, making them responsible for
some tasks”
She creates a culture open and participative in which people know and understand all
information because everyone is important in the team. This is not a typical action that a
leader has to develop but a behavior that every member of the team has to understand
and carry out.
Antonia states the following as director of school about the culture:
“I create an active culture to be open to novelty to try to introduce new talent. It is
important new knowledge to come into a group”.
We think it is good that everyone contribute with new knowledge, thus encouraging
creativity in the team.
In these statements we can prove how women tend to use methods based in
communication, trust, harmony and sharing.
Mª Elena (manager of Santander Bank Office) creates a culture which the relationship
between members of the organization of the company, she considers that very important
for the good development of the company. Thus she encourages having relationships
outside the work environment, getting to meet in another different area than the work.
4.1.4 MANAGEMENT OF MEANING: WOMEN AS DECISION MAKERS.
To develop this point, we performed a review of several articles based on the women’s
skills in leadership. We also analyzed the words of different women leaders who were
interviewed in the book Leaders Talk Leadership by Meredith D. Ashby and Stephen A.
Miles. Finally, we included in this point the feedback of women who were asked by us.
The “sensegiving” activity is defined as the process in which individual “try to influence
others to adopt the sensegiver’s interpretation/ reality definition as their own” (Professor
Mikael Lundgren, Leadership as Construction of Meaning course). This process is
sometimes called management of meaning. In it, the person who carries it out manages
her words to generate a particular meaning in the minds of those who are listening. They
persuade them to understand a particular idea and defend it. In this process, the
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sensegiver refutes the existing system of ideas to create a new scheme of interpretation.
Thus, the leader builds meaning around her mission, vision and values.
This idea is also related with the process of making and implementing decisions. This
practice requires making decisions but also implementing them. In order to get it,
leaders have to influence their followers and getting them involved.
In this context, what are the particular skills that women develop in order to get it?
If we put together all the obtained information in this analysis, we can conclude that:
1. The properly communication of the decisions to the team is a common practice of
women leaders. Getting the team to understand and agree with their decisions is
quite important for them. Women tend to work through people, even if they have
that decision-making power. They usually evaluate how the decision will affect
their team. As Rosener states in her article “Ways women lead”, “they are more
concerned with the maintenance of interpersonal relationship”
Mª Luz answered like this when she was asked:
“My method is to be persuasive and let them see that what I propose is the best for us
and the best in that circumstance. Although I always listen their opinions and I am open
to admit that another idea may be better than mine”
In her role as a politic woman, she has to lead the group but at the same time makes
them feel that their opinions and suggestions are also importance and evaluated.
Otherwise, she could lose their support, and lose her position.
María Elena Muñoz answered like this in her questionnaire:
“Implementing decisions is not giving orders, but understanding your own decisions and
making the team to understand them”
In her role as a director of a bank, if the decisions are not understood by the employees,
the objectives will not be implemented and the consequence of this is the lost of trust
from the customers.
2. Women leaders base their decisions in the team’s opinion. Women leaders tend
to collaborate with the group, listen their followers and work in group. They are
more likely to create a sense of community and establish congeniality among
their followers (Maleki, Askari & Ghanbari, 2011)
Linda Sanford answered like this when she was asked in what she based her
philosophy of leadership:
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"I have candid dialogues with my team, trying to take advantage of the members’
specific talents. I also try to be supportive of folks, especially in stressful times, as the
moment of taking decisions” (Ashby & Miles, 2002. p.45)
About this comment we have to stress the importance of the support of the group in
times of crisis or problems. As women, we agree with the idea that women are more
likely to look for the support of the team opinions when they feel insecure in this kind of
situation.
3. Another highlight of women leaders is their tendency to call for support of the
team. For them, leadership is "leadership team". As we already mentioned,
normally, they do not behave autocratically. As Dana says Berth Ardi, "to be
productive and perform optimally in the business environment, I have to feel safe
and believe that the community will value my decisions" (Ashby & Miles, 2002.
p.177)
Laurentina answered like this when she was asked about this:
“Nobody in my group tries to influence anyone. The problem is exposed and studied.
Finally a decision is agreed by the majority, always looking for the good of our
neighbors”
Although we are aware that these words are said by a political person, who has special
interest in spread a good opinion about her group, we find truth in her words that, once
again, show the importance for women leaders to have the support of the group.
4.1.5 WOMEN IN CONFLICT RESOLUTION
Interpersonal conflicts are, without doubt, a problem that often arises within
organizations. They can emanate among employees, partners, customers, suppliers,
group members, supporters, followers, etc. Conflicts are inevitable and leaders are
required to solve them. It is a fact, successful leaders know how to handle them
effectively and they usually learn from them.
We find essential to include this issue in our thesis due to the frequency with which
conflicts arise within organizations. We also believe it is an important subject because
there are different ways to manage them and, we are firmly convinced that men and
women differ in the way that they deal with these conflicts. Several studies that will be
presented here defend this idea.
Before starting, it is necessary to briefly describe the different ways that exist to cope
conflicts in the workplace. We have based on the popular model developed by Thomas
and Kilman in the year 1974 (Thomas-Kilmann Conflict Mode Instrument, Consulting
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physiologists Press)*.This model is built by five ways to handle conflicts, namely:
competing, collaborating, compromising, avoiding and accommodating.
*The Thomas and Kilman measurement has been found to be valid, reliable and widely used in academic
research.

Figure 3: Thomas-Kilmann Conflict Mode Instrument

Several studies in gender differences in the handling negotiations showed that women
were less competitive and more accommodating. They promote cooperation and they do
not pretend to be dominant or aggressive in their style of conflict management.
(Rosenthal and Hautaluoma, 1988; Kilman and Thomas, 1977; Rubin and Brown, 1988;
Greef and de Bruyne, 2000)
This model was also explained to the women who answered our questionnaires in order
to give them knowledge on the subject before answering about it. Although they were
explained a simpler model that we learned during our course of Intercultural
Communication. This model, as explained in the questionnaires attached in the
appendix section, is based on three ways of face conflicts: attack, run or stand).
But despite everything, it always depends on the context in which leaders develop their
roles.
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Natalia Cruz answered like this when we asked her about it:
“My usual way to act when conflicts arise is “stand” I cooperate in order to solve
problems. But sometimes I use several of the others. I never avoid a conflict”
However, Araceli Rodríguez answered:
“The most common way to react is attack; I would like to say that I often stand, but I am
not very sure. I have to recognize that my behavior is close to judge very often”
And Mª Luz answered:
“I always attack, it is the way in which we can be sure that the conflict will be totally
finished”
As we can see, this is the typical situation in which everything depends on the type of
person the leader is, the context in which she develops her leadership or the
experiences that she has lived throughout her life.
Recent studies show little or no differences between the way men and women act to
handle conflicts (Korabik et al., 1993; Eagly and Johnson, 1990; Watson and Hoffman,
1996). This can be explained, for example, because of the socialized process that
women managers suffer within the organization. They become more than men avoiding
like this, the prejudices that emerge around them.
Now we can focus more specifically on how women face conflicts that arise around
them. This time, they are mere observers of the conflict but as leaders, they have the
obligation to act. Examples of these conflicts are: arguments between employees in a
company, contentions among members of a specific department or large-scale political
conflicts such as wars between countries.
The Ukrainian Prime Minister, Yulia Tymoshenko said this when she talked about
women with role in conflict resolution:
“Women could offer a different kind of leadership that could be used to prevent conflicts,
making use of force is not a sign of strength, it's rather a sign of weakness. It's up to
women to break out of these unhealthy traditions and dogmas and lead people down a
different path”
According to Professor Galia Golan, (lecturer at the Lauder School of Government,
Diplomacy and Strategyr in Herzliya, proffesor Emerita in Hebrew University and a longtime peace activist), women “tend to approach peace which would emphasize fairness,
tolerance and respect, they operate in a win-win basis, perhaps due to a background of
avoiding confrontation”
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As we have said on previous occasions, women tend to talk and listen. This leads them
to mediate conflicts in a peaceful way, without running away from them or judging the
conflicting people, but in this case we cannot generalize.

4.2 WOMEN LEADERS IN DIFFERENT CONTEXT:
“The success of female leaders is closely linked to the context where they are acting.
According to the results of a study conducted by Eagly, Makhijani and Klonsky (1992),
the context has a strong influence on their success depending on whether the
environment is male-dominated or women-dominated”. (Belghali Moulay Ghali &Samuel
Olichon, May 2008, pag 35)
This section is not devoted to check if all women have a different way to exercise
leadership in the different organizations or contexts. We just wanted to identify if there is
a tendency to take the lead with certain characteristics linked to "values" and "forms of
behavior" in each context. For example, expressing feelings, caring for those around
them, enhancing relationships, taking into account the different feelings, dialoguing and
doing consensus democratically, etc.
In order to redact this part we have focused in different articles devoted to the female
leadership in different context, namely: economic, educational and politic. In them, it is
described the way in which women behave at the time to develop their role as leaders.
We have also focused on our questionnaires. These questionnaires include one special
section with specific questions related with the context in which the woman who answers
is specialized. This was also a tool to obtain different characteristics of women leaders in
each context.
4.2.1 ECONOMIC CONTEXT:
“In recent decades, the situations faced by leaders are highly evolved and increasingly
complicated, mainly with the globalization. It has made companies more complex and
competitive, in addition to the rapid development of technologies and teams being
increasingly multicultural” (Moulay Ghali B. & Olichon S. May 2008, pag 33).
This situation requires that communication skills come into action, something which will
benefit women in the new knowledge economy.
Women´s are good to felt emotions and interpret faces and situations of people.
Therefore they have important skills to take decisions (Moulay Ghali B. & Olichon S.
May 2008)
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There are numbers of studies in leadership that affirm, according to Sanchez Apellániz,
the way of thinking, feeling and action of women is different. Therefore a different
management style is characterized by several characteristics described below:
Emphasis on people and processes, leadership and responsibility of all, prioritizing
social relationships and sense of community, less bureaucratic establishment of
structures, "let do" professionally promoting groups through their own knowledge and
ideas, participation and dialogue as educational processes, clear preference for
cooperative and consultative approaches, collaborative style, shared and noncompetitive, emphasis on democratic processes, development in care policy.
“In relation to that, female characteristics such as intuition, imagination, the ability for
multitasking and tolerance of ambiguity will be very contributing to future organizations’
success, and the demand for these skills will grow as global trade increases”. (Moulay
Ghali B. & Olichon S. May 2008, pag 45)
According to Kety Jauregui, director of the Master in Organization and Personnel
Management at the University ESAN, women have a great ability to adapt to a changing
and demanding, because of their "female characteristics". "Also, because of their
greater social awareness, they are more democratic, widely used empathy, know how to
delegate, are more open to dialogue and are committed to their work and team".
Furthermore during the last decade women’s entrepreneurship has been recognized as
an important unexploited-source of economic growth. “Women entrepreneurs create
new jobs for themselves and others and by being -different also provide society with
different solutions to management, organization and business problems as well as to the
taking advantage of entrepreneurial opportunities” Summary Executive of the report
(OECD, June 2004, pag 5) outlines Women´s Entrepreneurship: Issues and Policies.
According Mº Elena manager in Santander Bank Office, the main ingredients to be an
effective leader are:
“Communication, confidence, tenacity, motivation, integration, listening, and respect”.
She carries out her leadership in the following way: she creates an environment within
the organization which promotes the expansion of knowledge among the workers. A
highly competitive environment forces to have good workers and specialized. In a word:
to be better than the competition.
“The only way the team works good is encouraging the participation of the members.
Group members have to feel part of the organization”.
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4.2.2 EDUCATIONAL CONTEXT:
In the educational context exists a contradiction related with the number of women that
develop roles as teachers in schools. On one hand, there are a large number of women
teachers who perform their duties in teaching tasks. On the other hand, the number of
women managers in schools is much lower which would correspond in proportion to
their presence in this profession.
The objective in this context is essentially trying to see if through the eyes and words of
women, themselves played leading positions in educational organizations. Well as the
skills which have driven the access to exercise those leadership positions. It will help to
find out if indeed there is a style of leadership of women in educational institutions.
Female’s leaders in educational organizations have a style that can be characterized as
"feminine” (Gaitero 2006) reports on the Diary of Leon. Therefore we want to verify their
existence and description of these features.
Women try everyone feels involved in learning and performance. They have high
expectations in the educational improvement, it is an ongoing concern.
They take an-active-leadership as-directors making innovative and successful school.
They also increasingly involve with their teachers, giving them greater participation in
decision-making.
Women have certain skills that make them being efficient as leaders in the educational
context, some of them are the following:


They have a clear vision of what they want for their schools, and encourage all
staff to work on the understanding of that vision. They have high expectations for
pupils and for teachers in the work.
Natalia Cruz answered this when she was asked:

“Once I control the content of a course, I try to know the need of my students to reach
my objective, that is, make them learn. It is not just about teaching but also about
learning. I am a very strict in the sense to make students responsible about their work
and the quality/results of their work. I always try to make them participate in the
classroom”
In her words we can notice a sense of followership, due to she encourages her students
to fight for what they will be in the future.


They offer positive and constructive feedback to the teachers, in order to solve
problems and improve education.
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“I do all the tutorials that students need” (Natalia Cruz)



They promote effective use of instructional time and procedures designed to
minimize interruptions. Creatively use the material and human resources.
They evaluate the collective performance of students, and use information to
guide educational planning.
According Antonia´s questionnaire the special skills to be efficient with pupils are:
Responsibility,
autonomy,
communication, respect,
discipline,
order,
courtesy, individual and group work.

“The director has to go ahead and be the first to get to work and be an example for the
group. I must first believe in what I get and then transmit it with enthusiasm and clarity. It
is very important to use good tone in group communication, sometimes not what is said
but how it says”
We really appreciate the fact that in her words she lets us see the importance of leading
by example, as she leads a school where people are educated and this is a value that
everyone should possess.
4.2.3 POLITICAL CONTEXT:
The researches on the women’s leadership style in politics are varied. The conclusions
of these researches can be, at times, contradictory. Most of them consist of studies
attempting to find the specific characteristics of the politician (different behaviors).
On the one hand, several authors believe the characteristics that differentiate leadership
style between sexes are difficult to grasp.
- For example, when a woman belongs to a political party, even if she is the leader of the
party, its members exercise control and influence. This prevents women to develop their
personal style of government.
- Moreover, in many cases, women change their ways for fear of being considered
weak. Thus, they develop guidelines that are more similar to those of men, pretending to
be stronger.
- Other times, the differences between men and women are neutralized. When they
(women) have access to political roles, they must go through a process of political
socialization. This process makes them more similar to play their role as politicians.
- Finally, some women politicians base their decisions on the group, since they are more
likely to listen and give the possibility of participation. In this way their style is
camouflaged and it does not come to light.
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On the other hand, other researches stand professional politician women have different
conceptions, behaviors, opinions and attitudes. In shorts other ways to lead in politics.
"Playing politics with women's way can mean promoting peace and solving conflicts in a
different way than a man” Jane Matlary
For example, it is said that woman receives highly sensitive dissociation between power,
justice and ethics. She has a program and a series of precise values, not only hunger of
power.
Ellen Sauerbrey (former head of the United States Department of State's Bureau of
Population, Refugees, and Migration) states, "Women are great for building consensus,
organizing campaigns, mobilize people and around the world we are the champions
against corruption”
It has been also found professional politician women have different views and behaviors
on certain political issues, namely: environment, culture, discrimination, education,
health and gender.
Some researchers talk about the ability of women to present a desirable picture of the
organization’s future (Maleki, Askari & Ghanbari, 2011), due to they tend to be more
optimistic.
Finally we must add their skills in creating a common language within the party. Their
communication skills allow them to make sense about the mission, vision and values of
their organization.
Some of the features that will be implemented by these women are: mental strength to
hold office, tenacity, strength of conviction, empathy, persuasiveness, and know how to
convey hope and security. All of these skills, as we mentioned in previous section,
predominate in women.

4.3 TRANSFORMATIONAL LEADERSHIP:
4.3.1 INTRODUCTION:
Our age is characterized by profound changes in virtually all spheres of human life.
Changes are occurring in many fields, for example, in the development of science and
technology, in the access and distribution of information through the use of information
technology, in the forms of organization of the economies of the countries, in the ways of
running businesses, etc.
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Change is constant, rapid and affects all societies. This occurs in economic activity, in
the forms of work organization and technical bases of production. Thus, there are new
needs and demands. The expertise and knowledge of men and women to become
actively involved in the workplace are changing.
With the change, the activities that require continuous innovation and greater
participation of the intellectual dimension of work will extend. The consequences are
altering the habits, behavior patterns and lifestyles of individuals and social groups.
In this context, the need to also change the ways of lead emerges.
On one hand, given a set of workers with a good academic background, work
experience and useful skills, the authoritarian leadership was not appropriate. Nor it was
acceptable leading schools or political parties in an authoritarian way. Hence, the wellknown transformational leadership aroused.
On the other hand, in recent years the concept quality of life in the workplace has taken
a great importance. This term implies that workers are personally developed because
they understand the goals, know what is expected from them, are able to use their skills
and develop them and are given the opportunity to contribute in the organization with
their ideas, suggestions and opinions.
Organizations have a responsibility to do so and leaders have to contribute with it.
If we emphasize on the needs of these individuals, we find that they require
transformational leaders. And, if we consider what we described in the previous section,
we realize that many of these needs would be satisfied by women leaders thanks to their
skills.
We do not say anything new when we state transformational leadership has been
regarded as a leadership style based on skills of women leaders. Numerous studies
have shown that already. (DePaulo & Friedman, 1998; Hall, 1984; Riggio, 1992;
Helgesen, 1990; Rosener, 1990,1995; Eagly & Carli, 2003).
Let's see for ourselves, briefly, what these authors mean when they defend this
statement.
4.3.2 TRANSFORMATIONAL LEADERSHIP: A GENERAL DESCRIPTION.
Transformational leadership is based on a number of special characteristics. The
specific feature of this style, as we stated in the introduction, is that it helps to maintain
the quality of life in the workplace. Transformational leaders are successful in changing
the motivational basis of the individual. They bring their followers to be motivated by the
commitment they have with the company.
45

Mª Eugenia Rodríguez & Sofía Santamaría

Linnaeus University, Sweden

Furthermore, we could not start this section without mention the words of one of the
fathers of the transformational leadership, Bernard M. Bass. “The world has gotten
increasingly complex and fast paced. This requires individuals, groups, and
organizations to continually change and adapt. Transformational leadership is, at its
core, about issues around the processes of transformation and change” (B. Bass & E.
Riggio, 2006, p.225)
In order to carry out this section in a different way, we have conducted an investigation
into real leaders who develop a transformational leadership. Thus, each feature is
accompanied by an example with a real case in which the leader explains how he/she
acts in certain situations to develop his/her followers.
CHARACTERISTICS:
- Transformational leaders favor the followership. That is, they teach them to be leaders
of themselves. In addition, they encourage their followers to become in real leaders. (B.
Bass & R. Riggio, 2006. p.55) Due to leaders emerge in any context or hierarchy, this is
possible.
Linda Standfor, Senior Vice President and Group Executive of IBM Corporation.
“We made a transition in the way we think about people and developing people.
For example, in my storage systems group, we have a team of very bright and
highly skills HR professionals whom we deploy in each of the storage systems
business units to partner with our line executives so that they can get a very good
sense of the business issues, challenges and priorities” (Meredith D. & Stephen
M., 2002 p.46)
Steve Reinemund, Chairman and Chief Executive Officer in PepsiCo. “We’ve
evolved over time as a place that develops people (…) We are augmenting our
executive development programs (…) For example, we have developed a oneweek leadership training course with UCLA where external and internal senior
executives teach and mentor minority executives” (Meredith D. & Stephen M., 2002
p.62,63)
As we can see, today's leaders are concerned not only about be respected and
recognized as leaders. They also worry about be surrounded by brilliant people who
are able to lead themselves.
- These leaders motivate and influence over their followers so that they provide the best
of themselves. They encourage and inspire them to develop their natural abilities, but
also to learn new ones. “Transformational leaders empower to perform beyond
expectations” (B. Bass & R. Riggio, 2006. p.51)
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Steele Alphin, Principal Personnel Executive of the Bank of America Corporation.
“Our approach in human capital is that it is an investment in people (…) It is to our
advantage to provide a structured orientation program as well as mentoring. We
create individual development plans for people… We give them as much autonomy
as possible (…) They must accelerate and flourish from Day One because we can’t
afford to lose people we’ve invested in” (Meredith D. & Stephen M., 2002 p.44)
We realize that today’s leaders look after people more than in other moments of the
history. Nowadays, companies spend much more money in train them and transform
them in very efficient employees.
- They encourage them to achieve goals that are beyond their means or that are beyond
what they thought they could achieve. Transformational leaders help them to believe
that they can get there with hard work and dedication. “Transformational leadership
moves followers to exceed expectations in performance (…) and enhance the selfconcept and sense of self-efficacy of them” (B. Bass & R. Riggio, 2006. p.50)
Eugene V. Polistuk, Chairman and Chief Executive Officer in Celestica. “Our goals
are to select the right people, recognize and augment the talent gaps, and plan
ahead for continuing development of our top performers. It takes courage to move
them into other jobs when they are performing well in their existing positions, but
you have to do that to build bench strength” (Meredith D. & Stephen M., 2002 p.72)
We believe that today’s leaders have the responsibility to show people that they are
able to do whatever they want, that there are not barriers that prevent them to
achieve their goals. This is the way people develop themselves within the
organization.
- A transformational leader is also a charismatic leader. He/she is a person who has the
ability to transmit enthusiasm, respect and trust. He/she creates a vision about the
organization and a sense of mission. He/she demonstrates commitment for the vision
and generates pride and optimism. He/she conveys the vision and uses symbols to
focus efforts to achieve. He/she implements the vision, building a new culture in which
the entire organization-feels part of it.
Eugene V. Polistuk, Chairman and Chief Executive Officer in Celestica. “We value
our intellectual assets to the extent that the value helps construct the right
environment for all our assets to be as effective as possible. We have a valuebased culture, so anybody who is part of it has to have a skill set to operate in this
kind environment. A high degree of integrity, interaction, and differentiation is
required (…) If you provide the right environment and right resources, your
employers will be more effective”.
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- These leaders have an interactive communication within the organization. They share
all information, vision, work and ideas with their followers. They promote the feedback
with the employees. Therefore, the communication is in all directions.
Kenneth “Ken” D. Lewis, Chairman, President, and Chief Executive Officer.-“To do
that message successfully, a leader must leverage the management team and
make sure those leaders are committed and excited about the message, too. The
management team needs to communicate with you just as much as you do with
them. You show results as early as possible that support the organization´s
progress in the new direction, becoming a successfully communicated and
executed message” (Meredith D. & Stephen M., 2002 p.67).
Once again we see the communication as a principal weapon for today’s leaders.
- Transformational leaders build a culture of change. These leaders face changing
environments with alterations of political and social interest. In this context, they
create a stable culture that promotes the change. They also provide support for the
adaptation of their followers to these changes. The future is uncertain, and it is
important to adapt to the new situations.
David S. Pottruck, President and Co-Chief Executive Officer in The Charles
Schwab Corporation. “We believe that a leader had to institutionalize the ability to
change by building loyalty so strong that employees would take risks and
contribute (…) At Charles Schwab, we have managed to create a company that is
close to this idea. (…) With a stable culture, even the most difficult change can be
seen as positive, targeted and meaningful” p.51, 52.
The last words of the leader David have a great sense in the current context which is
constantly changing. It is the responsibility of the leader that her group is ready for the
changes and at the same time keeps the stability within the organization.
-The transformational leaders build a “shared leadership” based on a culture of
participation and team approach. They build an effective top team to make decisions
together, to be more creative with different point of views, and encourage open
discussion and debate.
Jeffrey Katz, Chairman, President and Chief Executive Officer in Orbitz. “ At Orbitz,
we emphasize the concept of practicing being a team (…) It definitely makes the
team and organizational leadership stronger and more effective. I’ve learned over
the years that it is worthwhile to invest time in role-clarifying, strategy development
with the team, and teamwork development” (Meredith D. & Stephen M., 2002
p.28).
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Hank McKinnell Chairman and Chief Executive Officer. “I´m a big believer in
teamwork. In running a big, complicated organization, you needs lots of information
and different points of view. You can best lead a complicated organization through
a team approach, in part to obtain more information and support that is necessary
to execute. The strongest part of the culture of our organization is teamwork, and
we´ve found that the more diverse our teams, the more productive they can be.
(Meredith D. & Stephen M., 2002 p.33).
David S. Pottruck President and Co-Chief Executive Corporation. “Culture provides
a basis for alignment. One of the truths is that working together is more effective
than working alone. (...). Culture provides that alignment, that common goal that is
larger than the individual. (Meredith D. & Stephen M., 2002 p.52)
- The transformational leadership is optimal in time of crisis. In those moments when
they need to make important decisions quickly, when organizations face risk or when
stress arises in the groups, the role of leaders is very important.
Transformational leaders are those who remain calm while they are still aware of the
situation they face. They make decisions calmly. At all times they convey trust and calm.
Under stress they help their followers to deal with it. All this is achieved by encouraging
participation and mutual support. (B. Bass & R. Riggio, 2006. p.56, 59, 63).
Ken Chenault, American Express CEO talking about the terrorist attack of
September 11, 2001. “During crisis, people want direction, but they also need to
know that you empathize with them (…) In times of crisis, if you do not engender a
level of trust and empathy, there is no way that you can lead your organization
through adversity” (Meredith D. & Stephen M., 2002 p.15).
We believe this is a characteristic that every leader has to possess, whether she is
transformational leader or she is not. Within the organization every leader has to face
crisis time and the only way to overcome this moment is through the support of the
group. It is at this point where the strength of the group is shown. For this reason the
leader must have been able to generate that strength in advance.
4.3.3 COMPARATIVE-TABLE:-WOMEN-AND-MEN-AS-TRANSFORMATIONAL
LEADERS
Once we have described what is transformational leadership both, in theory and in
practice (examples of how real leaders act), we have decided to exhibit in this section an
explanation to the aforementioned statement made by Bass, 2006: “Women, as a group,
are more disposed to transformational leadership behaviors”.

49

Mª Eugenia Rodríguez & Sofía Santamaría

Linnaeus University, Sweden

Below we have attached a table in which a comparison is made. This comparison is
based on the results obtained from the following studies: Beverly Alimo-Metcalfe, 2010;
Judy B. Rosener, 1990; Marilyn Loden, 1987; Sally Helgesen, 1990 ; Judy Marshall,
1990.
The two first studies have been reviewed in the section 3, Literature Review of this
thesis.
The last three studies are from the following books:
- Marilyn Loden (1987): Feminine Leadership of how to succeed in Business without
being one of the boys.
- Sally Helgesen (1990): The Female Advantage: Women’s ways of leadership.
- Judy Marshall (1990): Enfoque de los valores femeninos para la gerencia del futuro.
In this case, we have read the revision of them. These have been reviewed in another
document that appears in the references list.
The table includes a summary of a set of views from different individuals of both sexes.
The participants were asked about those skills and practices they considered the most
important when it comes to exercise leadership.
In this case we will not discuss the skills possessed by men and women leaders
(description given in section 1 of this thesis for the case of women leaders). Our goal,
this time, is to express their thinking before they are facing the reality, that is, their real
intentions about how to act.
Figure 4: Comparative Table.
MANAGER MALES

MANAGER FEMINES

FEATURES:

FEATURES

Tendency to gain power personal

Tendency to empower others

Need for strict control.

Participative management.

Strength and aggressive behavior.

Assessment of the relationship

Ability to think analytically and
strategically.

People-oriented.
Use of the intuition

Careful calculation of the organization
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Operating style:

Operating style:

Fundamentally competitive

Cooperative.

Organizationally focused.

Encourages organizational structure

Political

People oriented

Forceful

Based in team building

Paternalistic

Tendency to the creation of synergy

Aware of external events

Measured

Basic Goal:

Basic Goal:

Risk objectives focused on winning

Team management central and
effective service delivery

Problem resolution style:
Mainly rational
Competitive position
Skills and characteristics:
Confident as speaker
Strong control strategy
Able to influence others
Ethical values
Open to ideas
Great consideration for the business
Masculine style in the business
administration:
They work without pause.
Unexpected interruptions are
experienced
as a crisis.
No time available for
activities unrelated to the

Problem resolution style:
Mainly intuitive
Win- win solutions
Skills and characteristics:
Credibility with people
Good listener
Empathy
Understanding
Consideration with the staff
Relates to others on an equal level
Feminine style in the business
administration:
They tend to see more long-term
Working with stable rhythm and
scheduled breaks.
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More accessible
See their work as an element of the
identity
Caring and support their team job.
With time for other activities.
Share information.

Masculine values:

Feminine values

Self-affirmation, Separation, Control,

Affiliation, Attachment,
Responsiveness,

Competition, Perception Centralized,
Clarity, rationality,

Union Acceptance, Cooperation,

Analysis, Discrimination, Activity,

Models Awareness, Consciousness

Achievement, Ambition.

the whole and their contexts,

Decision making:

Intuition, emotional tone,

Quick

Decision making:

Systematic

First familiarization with the key
aspects

Action oriented

This table confirms the existence of leadership styles with features partially different
between men and women. This should not be interpreted as some are better or more
efficient than others. It is not our intention to show the negative aspects of male
leadership to enhance the positive qualities of women leaders. We have based on the
results of the studies mentioned above, so that there is no data manipulation.
Furthermore, we cannot forget that this table is based on perceptions of people of
leadership qualities that they would like to develop.
With this section it is not our aim to show the differences in behavior between men and
women (this is not the purpose of our thesis). For this reason we have not made a more
thorough review of the data shown in the table.
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However, the results of this table let us conclude this part stating that “transformational
leadership involves the important distinguishing feature of encouraging the
empowerment of their staff. Furthermore, the importance that female managers
attributed to the relationship between manager and subordinates, was the feature which
most distinguished the styles described by the women and the men, and it reflected the
notion of empowerment” (Metcalfe B, 2010 p. 644)
The advancement of the theory of leadership and expertise of the organizations tends to
privilege traits ascribed to what women are showing in their style direction.
4.3.4 SOME CONCLUSIONS:
The examples described above represent the characteristics of transformational
leadership. If we read carefully, we can see that as men as women manage with typical
characteristics of the transformational style.
However, many authors affirm that women are closer to this style of leadership (see
literature review of the article: Vinkenburg C, van Engen M, Eagly A, JohannesenSchmidt M. An exploration of stereotypical beliefs about leadership styles: Is
transformational leadership a route to women's promotion? Leadership Quarterly) One
reason is, perhaps, they are more likely to have a component of moral value in this style,
they highlight responsibility and care. (Kuhnert&Lewis,1987).
Antonia Herrero Criado (interviewee) described like this her transformational style of
leadership:
“First, I must believe in what I get and then transmit it with enthusiasm and clarity.
It is very important that the leader go ahead and be the first to start working and be an
example for the group.
It is also very important to distribute tasks and responsibilities among team members,
encourage them and motivate them.
Finally, I consider essential knowing how to communicate what is wrong without hurting
the sensitivity of people. It is very important to use good tone in group communication”
We wanted to show her words right here because we have not found a better
explanation of a transformational leader than the way in which she expresses her
description.
In order to finish this section, we have found the study developed by Davidson and
Burke which complete the explanations made above:
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According to Davidson & Burke (2000) the differences in genders are based in
personality factors, such as age, work experience, etc. These factors and others, make
this female’s style different to the males’ style.

Figure 5: A Model of Managerial Behavior and Effectiveness

MANAGERIAL
BEHAVIOR

MANAGERIAL

Source: Davidson & burker (2000)

EFFECTIVENESS

According to Davidson & Burkel, men and women have no equivalent capacity for social
action and the social value of their functions is not equal.
Organization’s cultures have increasingly emphasized caring and concern for other
without diminishing the importance of completing the work to be done (Offermen &
Gowing, 1990). Therefore women take advantage of developing transform leader
characteristic.
After analyze the female’s skills and the transformational leadership, we can say that we
firmly believe this style is best suited to the characteristics of women. With it, we are not
saying that men are not able to do it properly. We simply state that for women,
developing this style of leadership, will be easier because of their special skills and
abilities. They manage in a way with similar characteristics to the transformational style.
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4.4 STEREOTYPES: CHALLENGE THE ASSUMPTIONS
4.4.1 INTRODUCTION:
There is no doubt that the culture in which leaders develop their role greatly influence
their behavior. This culture is based on expectations which turn into generalizations,
stereotypes and prejudices over time. Several studies claim the origin of these
expectations is the biological differences between women and men (M.L. Krüger, 2008).
Others base their theory on the different events that men and women experience
throughout their lives (Eagly & Carli, 2003). When these expectations about behavior are
widespread, they become sex roles. At that time, if leaders are not trained, they will
follow the generally accepted gender roles. They will create different environments
which will influence their behavior.
We decided to deal with this issue because there is a very extensive literature on the
subject of females' abilities in leading ways compared to men. All articles, books and
case studies devote one section to the topic of gender stereotypes in leadership. But we
wanted to go beyond. As researchers, we could not be influenced by them.
One hypothesis was tested in the Meta- Analysis developed by Alice H. Eagly and Linda
L. Carli in 2003. “Sex differences in leadership style are less stereotypic in
organizational studies than in laboratory experiments and assessment studies” (Eagly &
Carli, 2003 p.10) As we will mention later, if data collection is obtained from observation
in situ, the reality is men and women do not differ too much. For this reason we decided
to challenge the stereotypes. We will try to show how often we can get carried away by
them. Undoubtedly, its existence creates consequences that blind reality and as
researchers we have to avoid that.
4.4.2 THE METHOD USED TO STUDY STEREOTYPES:
In order to write this section, we decided to conduct a review of various technical articles
about the gender stereotypes issue. These articles are based on meta-analytic studies.
A meta-analysis is characterized by the collection of systematic and structure
information from multiple studies. Since it includes a large number of observations, we
can ensure greater validity of data to be displayed below.
The meta-analysis are based on: studies published relatively recently, statistical analysis
on a moderate number of observations; a moderate number of observations into each
data point; comparison between sexes in such a way that some confounding with other
variables was likely and studies carried out in organizations.
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In addition, these studies typically (a) assessed middle managers; (b) assessed adults
in their thirties; (c) assessed people in male-dominated roles or from populations with
male majorities; (d) assessed leaders with predominantly female subordinates;
It is important to emphasize, in order to analyze gender stereotypes, we have focused
on articles published in the last 30 years. As it will be expressed in the last point,
stereotypes have been modified over time. They have lost their strength and their
consequences have been reduced.
4.4.3 GENDER STEREOTYPES: DEFINITION
Gender stereotypes are categorical beliefs regarding the traits and behavioral
characteristics ascribed to individuals on the basis of their gender. They serve as
expectations about the attributes and behaviors of individual group members (Cleveland,
Stockdale, & Murphy, 2000)
Stereotypes in general are mental pictures that people have about members of a
particular group. These images make it easier to foresee what will be the behavior of
members of this group. The problem of their existence is that they distort reality and lead
to incorrect judgments about these people. (Rogers and Steinfatt, 1999)
Gender stereotypes in particular have different consequences in the field of
management and leadership. However, as we will show, the effect of these stereotypes
in the century XXI is not clear (Duehr and Bono, cited in Eagly & Carli, 2003 ), since over
time they have become blurred.
The most common gender stereotypes related with this subject are those which state
that women are more compassionate, sentimental, helpful, generous, communicative,
kind, etc. in their ways to lead. In essence, they have a more interpersonally oriented
style (Duehr and Bono cited in Eagly & Carli, 2003).
But, this section is not devoted to deny or affirm the truth of the last statement. This
section is dedicated to the search for reasons of the existence of gender stereotypes.
Our aim is also trying to show if they are reasonable, taking into account, our own
experience and the experiences of the women we asked in the questionnaires.
4.4.4 GENDER ROLES:
The first explanation related with the existence of gender stereotypes are the gender or
sex roles.
Gender roles are considered as conducts that individuals develop following the behavior
rules of their sex. This means that sex roles influence the behavior of individuals taking
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them to act as "should" according to those standards. The result is gender stereotypic
behavior. (Eagly & Carli, 2003)
Sex roles provoke several consequences within the company, but we will focus specially
on one of them. It is demonstrated by data assessment and laboratory studies that,
when people are not trained to develop leadership roles, they behave following these
sex roles and therefore developing gender stereotypic conduct. (Eagly & Carli, 2003
p.15)
It's easy for us to get in place for a woman leader who has no training in taking
responsibility. This person, sunk under great pressure, decides to develop behaviors
that are considered general because apparently, women follow them. For example, she
will delegate responsibilities on their workers trying to behave as a democratictransformational leader. This person will fall into the trap of stereotyping, and if we
regard it as normal behavior, as well.
These statements open our eyes and once again we challenge stereotypes. Not all
behavior is valid in every context. And this brings us to the next point:
4.4.5 WOMEN TAKING AUTOCRATIC ROLES: AUTOCRATIC VS DEMOCRATIC:
As we discussed earlier, there is the pervasive notion that women develop a more
democratic leadership than men. But, one spillover of gender roles within organizations
is the prejudice that exists towards women who take roles as leaders in the company.
According to several studies, people are more reluctant to accept them and respect
them because they think they are not as efficient as men (Eagly & Carli, 2003, based on
O'Leary, 1974; Riger&Galligan, 1980; Terborg, 1977). In this context, will women base
their leadership style in communicative, democratic and empowerment behaviors?
According to Eagly and Carli’s study, women develop more democratic leadership even
in context of skepticism about their skills at the time to lead. The researcher states, if
women used an aggressive, dominant and assertive leadership in this context, it would
only worsen the situation. Therefore, their behavior is based, in any case, on
empowerment and communication with workers. This allows them to gain their trust and
be accepted as leaders.
According to Natalia Cruz (interviewee) one way to get the respect of supporters is
showing the work performed. In fact, demonstrating the effort you have made for the
proper functioning of the group, test the efficiency of the person and makes people
aware.
M ª Luz (interviewee) is clear in stating that the way to gain her followers’ respect is
“basing my leadership in communication, and not giving even one of my responsibilities,
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because assuming all my responsibilities is the way to show that I have enough capacity
to be the one to lead the team”
Mª Elena Muñoz (interviewee) said: “I started leading a more authoritarian style, marking
distances with followers, and making clear what the roles of each were (it must be
shown who is the leader). Once I gained respect for them, I based my leadership in
communication and giving responsibilities”.
According to our own opinion, a woman leader must have enough preparation and
training to be respected in this context of prejudice. The path of respect and loyalty is not
achieved with a certain style of leadership. In our opinion this is achieved by being a true
leader, someone who does not pretend to be who is not, someone who does not need to
act. It is possible that the weapon of this real leader is communication. But what is clear,
a person is not respected if she acts to win over her followers. Therefore, the
appropriate behavior should be based on her own personality and the way that achieves
the objectives being herself.
4.4.6 TRAP DATA:
Eagly and Carli’s article shows with a study that depending on the type of method used
to collect data (organizational, laboratory or evaluation) the obtained results are
substantially different.
Organizational studies focus on the analysis of organizational behavior. In them,
investigators-study-the-behavior-of-the-individual-in-site.
The laboratory experiments restrict their statistical population selected volunteers.
Finally evaluation studies were designed according to the needs of the plan is compared
with indicators.
In conclusion the author points out that the data obtained from organizational studies are
less stereotyped than the other two. The reason: in both, researchers interact with those
who do not create trust relationship during short periods of time.
These individuals, knowing they are being watched develop stereotypic behavior,
skewing the results.
This is further evidence that stereotypes are created from behaviors that are not entirely
real.
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4.4.7 STEREOTYPES CHANGING OVER TIME:
The passage of time provokes an evolution in all life aspects, and also in the forms of
lead. According to several studies published by the author Emily Eagly, stereotypes are
changing because the social environment is also varying.
If we look at the present time, there is no doubt that the number of women holding
leadership positions has increased markedly. This has also a change in the legal field.
Nowadays, women are better supported by laws that make them more equal to men.
This has led to "sex differences became less stereotypic over time” (Eagly & Carli 2003,
p.244).
Consequently, today we can say that the leadership practiced by both men and women,
is seen as a leadership based on more similar practices. Which means, nevertheless,
stereotypes are not going to blind us anymore.
In this point we tried to find ways to avoid them. Now we can say that thanks to men and
women are leveling, stereotypes will lose their force more and more.
This statement opens the way to focus on the following point: transformational
leadership and new leadership practices.

4.5. LATEST DEVELOPMENT OF LEADERSHIP:
“As the world becomes increasingly global and our workforces become more crossculturally diverse, the challenges for leaders become more demanding”. (Bass & Riggio
2006, p.235) The modern leadership translates across cultures and across different
groups. Furthermore the culture can mediate and moderate the effects of the leadership.
This can be said for the males and females leadership and of different ethnic groups
within a country or region.
In recent years the nature of leadership has changed significantly. The world has gotten
increasingly complex and fast. This required individuals, groups, and organizations to
constantly change and adapt.
Modern organizations need to have the ability to identify and develop their most skilled
individuals to meet the challenges of present and future of an evolving business
environment.
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4.5.1 FUTURE LEADER
Leaders of the future must be able to identify the motivations and necessary
mechanisms to lead their organizations. The effective future leader will have the
following characteristics to manage the organizations:
-Ability of persuasion, to make the followers feel good about themselves.
-Ability to communicate through all forms of communication, written and oral, electronic
and digital.
-Good reputation given by personal example.
-Enough knowledge to tell people what to do. They will be actives leaders.
-Constant and efficient movement. They will ask, learn, try to discovery and seek for new
ideas.
METHODS AND TOOLS FOR THE MODERN LEADERSHIP:
Companies of the XXI century gradually move towards a more rigorous evaluative,
objective, base on talent, and implement a wide variety of standardized tools (as
personality assessment for leadership development to identify and develop their future
leaders).
Some examples of the new tools that some organizations are developing in the
leadership are the following:
-The Predictive Index: This behavioral assessment tool provides information on the
natural behavior and behavioral styles of the leaders. Also how they relate to their
employees and their impact on the dynamics of team leadership. After, this information
is used to transform effectives leaders of today's in great leaders of tomorrow.
- Leaders of XXI Century achieve competitive advantage of human talent with accurate
information on the contribution of value that can make every member of the team that
lead. The availability of such information allows leaders to develop leadership styles,
strategies for collaboration and efficient internal communication.
In recent years Psychology Organizational has proven various techniques for achieving
this end. The Theory of the Enneagram is one of the models has shown wide predictive
potential and high assertiveness for transformation and preparation of work teams. With
this tool, effective leadership (similar to the own personal strengths of each leader) is
developed.
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This model provides a map of human behavior, which identifies each member of the
team, according to nine types of personalities, which make it easy to know how the mind
works, to understand why different people think, feel and act in certain ways. This is why
each of the nine types of personalities interprets and responds to reality differently.
- Leadership development may be one of the last frontiers of learning through
technology. Nancy Persson, vice president, organizational development, training and
internal communications at Staples said:
“The complexities of skills training, observation and feedback have been difficult to
deliver through anything but classroom or person-to-person training”
"The new generation of leaders will have to use technology in a smart way, moving
beyond PowerPoint online to create a completely new set of experiences," Gronstedt
- Games provide leadership development focusing on employee attitudes and beliefs.
They are great quality leadership simulations and are not in the marketplace yet.
Therefore, new ways of working could adopt new approaches to leadership
development. As decision-making at companies extends among global teams and as
geographically diverse groups work through digital collaboration rather than face-to-face,
online play worlds can be used to facilitate better leadership at companies. Games give
opportunities for practicing leadership skills as recruiting, motivating, retaining talent,
analyzing complex data and making decisions quickly.
- Establish a program for monitoring, on a real time basis, the key indicators of the
company’s performance, appropriate group within the board, of material variances and
their potential consequences.
- Consider communications planning, internally and externally, on a contingency basis,
should circumstances develop to the point where special communications to the
company’s various constituencies are warranted.
Others ways to develop the leaders of the future:
Synchronous, Asynchronous, Online, Live classroom, Presentations Simulation, elearning, Experiential, Cellphones, IM, Computer games, Video On the job, Training,
Being coached. They will create a mix of approaches to help you deliver change.
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Figure 6: Areas of Development in Leadership.

Leaders will develop these areas: systems & process, creating great places to work,
personal development, experiential learning, e-learning (online, mobiles, PDA..) values
&purpose based leadership, team development.
The leadership development tools aimed at strengthening leadership capabilities at all
levels. These tools include self-assessment exercises and skill development designed to
help users to meet. Also they improve self-confidence and develop the skills and
knowledge required to implement effective leadership.
MENTORING:
The Mentoring is a method that helps people in the company to advance their careers,
and broad knowledge of the company, building a relationship of trust and respect.
A mentor is someone who systematically helps to develop the skills of a subordinate
through a careful education, personal guidance and example.
Mentoring programs encourage job satisfaction, commitment and loyalty. It also
increases effective communication and knowledge management, while facilitating others
to acquire the model and the behavior of the leadership style of the company. Details
can be viewed at the workshop: Mentoring, Effective Tool for Development and Training
of People with High Potential website at < http://www.augere.es/es/agenda/mentoringherramienta-barcelona-junio-2012/>.
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COACHING:
- Coaching works because it involves many of elements of the best learning
methodologies and content used in leadership development. One of the ways to help
leaders and executives learn. Some of the main components would be: concepts and
ideas that are job relevant; content that is practical, actionable and personalized to the
individual; highly engaging learning methods; emphasis on the long-term and followthrough; and content that is appealing to the adult learner.
Coaching, when done well, includes all of these elements. It will be practical and based
in the job. Because it is directed to the individual, it becomes highly engaging and
relevant.
- For example recently, Zenger Folkman (Leadership Coaching: Developing Effective
Executives) studied the impact of managers and leaders who increase their coaching
effectiveness. This has significant impact on the performance of their organizations. The
research confirms that coaching effectiveness increases employee satisfaction with the
organization, employee confidence in the organization’s ability to achieve goals,
employee commitment and intention to stay at the organization.
- One way to increase the effectiveness in the coaching in the organization is to create a
coaching culture in which managers hold coaching skills as the way to lead others. This
provides training and systemic support for managers to act as coaches is a critical
component in sustaining a coaching culture. Leaders as coaches will provide guidance
to help others, find their own ways to successfully perform, grow and develop.
The most effective leader coaches possess strengths in four key areas: building strong
relationships, communicating effectively, facilitating action and results, and providing
ongoing support.
Coaching has already made significant contributions to leadership development.
This process is a powerful force for helping the coach become much more effective in
what they do.
The success of organizations in today's competitive business environment is based in
having the best expertise to lead and motivate their employees at all levels of the
organization. They are in charge of coaching with employees. So that, they achieve their
personal goals, plan, ensure long term success of the company or to organize team
building activities, to build confidence and improve internal communication. Today's
leaders must be versatile and innovative to achieve their objectives.
This type of leadership requires knowledge to identify the most talented individuals and
make them leaders of today and tomorrow.
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Once analyzed the latest techniques to develop leadership, we can see that all of them
encourage the communication, knowledge, training, participation, teamwork, good
relationships among leader and employers, and creativity.
Nowadays both sexes play these modern techniques, however we can say that they are
very suitable techniques for female's leadership. All these techniques are mainly based
on communication, followership and support. Women can develop properly, because as
we have been analyzing, these are skills and characteristics better suited with the
feminine style.
4.5.2 WOMEN AUTHORS:
This part of the thesis is devoted to express the voices of women authors specialized in
leadership. To do this, we have conducted a review of articles written by these women in
the last three years.
The main source of information has been the international journal specializing in
political, social and behavioral science: "The Leadership Quarterly".
Our intention with this part is to reflect those aspects that most concerned women
authors about the present and future leadership. As we did not want to mislead the
purpose of our thesis, we focused on those women who most knew about leadership.
Thus, on the one hand we had the female perspective. On the other hand, we focused
on current and future aspects of leadership. We are aware that these aspects are and
will be a source of research. Furthermore, we know that they will extend today and every
day the theory of leadership.
COMUNICATION:
As we can see, the women authors of the last years are still mentioning the importance
of the communication with followers.
On the one hand, they speak of the importance of transmitting the vision of the
organization. This vision is based on ideas or mental images of the future of the
organization. When followers hear this vision, on the one hand they feel part of the
company, for having taken into account. On the other hand, they create in their minds an
idea of themselves within the company, which leads them to fight for the future
described in the vision.
”Understanding the effects of vision communication is one of the greatest challenges for
leadership” (Stam , van Knippenberg&Wisse, 2010p. 465) “We propose that one of the
reasons why some visions maybe more motivating than other is that they lead followers
to create an ideal possible self” (Stam , van Knippenberg&Wisse, 2010 p. 457)
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Moreover women writers continue studying on the basis of transformational leadership.
Specifically, the way the leader contributes to the followers’ engagement with the
organization. In the study carried out by Tims M, Bakker A&Xanthopoulou D 2011, the
authors claim that the leader influences followers transmitting optimism, motivation,
support, inspiration and self-efficacy.
“The present diary study investigated whether daily transformational leadership has a
positive effect on employees’ daily work engagement through the enhancement of
employees’ personal resources” (Tims , Bakker &Xanthopoulou, p. 128)
With these new claims we find today’s women authors speak of the importance for
leaders to convey support and encouragement. Everything on the basis of
communication with their followers
Continuing the theme of transformational leadership, other women authors have studied
about the influence of leaders on their followers when it comes to expressing their
opinions, encouraging changes that improve group performance or expressing
recommendations to others.
“Employees are usually reluctant to voice their thoughts in organizations (…) More
recent work has stressed the importance of leaders in motivating employees to voice
their thoughts” (Wu Liu, Renhong Zhu &Yongkang Yang 2009, p. 189, 191)
Transformational leaders are those who have the obligation to make their followers feel
free to express what they think. As we can see, these authors are still based on the
importance of the communication from top to bottom and vice versa.
Communication is a key part in leadership and these women authors were able to show
why.
SELF-DEVELOPMENT
The self-development of leaders is another issue that current women authors are
discussing. Adapting leaders to changing environment is essential. Organizations must
deal with the continuous changes that occur in the surrounded environment in order to
survive. Leaders have an important role to ensure-their-organizations-are-able-to-meetthese-challenges.
Some companies incorporate training programs for their leaders. The study we focused
in deals with the issue of considering this aspect as another organizational-strategy.
“For leader self- development to be a successful organizational strategy, it must aligned
with multiple organizational and group level practices” (Reichard R, Johnson-S,-2011,pp.-33,-34)
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The women authors investigate how leaders become continuous learners. The authors
have created a model based on three levels of study:
Individual -> based on the development of their knowledge, skills and abilities. In
addition it is based on the control over-learning, in which the leaders develop activities to
achieve the objectives.
Group level -> based on the selection processes, training and performance of the
human resources.
Organizational level -> based on creating strategy thought core values, policies andlearning-process.
The main idea in this study is that through coaching, leaders prepare to lead in a given
context. But if the self-development of the leaders is included in the organizationalstrategy (as discusses this study), they will be prepared for leading in any context at any
time.
Another article is also based on the importance of self-development, this time of-both,leaders-and-workers.
The women authors have developed a model based on five clusters with those features
that enhance individuals’ propensity to self-development, namely: career growth
orientation, motivation, work orientation, achievement-striving orientation and mastery
orientation. They showed the five predictors influence the motivation and skills for selfdevelopment. The authors concluded talking about the need for leaders to motivate
employees with low disposition for self-development. In this way both, leaders and
employees are educated in this regard.
Finally, women authors have also investigated on several occasions, about the roots of
leadership and how they influence on the leaders’ self-development.
They argue that the experiences during childhood have an impact on this aspect. “We
argue that early experiences create the foundation for future leadership development to
build on” (Murphy S, Johnson S 2011, p.460)
They also discuss that developing leadership roles in this age provides individuals with
self-confidence, very valid for the future.
As we can see, women authors focus on the need for today's leaders to be ready to face
changes and challenges that threaten companies of the present. This development can
start when they are children (those born leaders) or when they start to develop
leadership positions (those who become leaders).
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STEREOTYPES:
In addition, we can say that women authors have not forgotten their peers, and
nowadays they are dealing with issues related to women leaders and the stereotypes
that emerge on this-subject.
Today, although the number of women leaders has increased over the past, there is still
a great difference regarding the number of male leaders. Some women authors have
asked whether this aspect is due to gender stereotypes.
A study developed by Claartje J. Vinkenburg, Marloes L. van Engen, Alice H. Eagly &
Mary C. Johannesen-Schmidt, 2011, reflects the proximity between gender stereotypes
and gender differences between women and men leaders who develop different
leadership styles. This study supports the idea that women tend to develop more typical
characteristics of transformational leadership. Thus, women authors believe that women
leaders could be seen by decisions makers, as more efficient in their leadership role.
The study also shows that the characteristic of transformational leadership "inspirational
motivation", basic to promote, is more common among men leaders. This comes as a
possible explanation of why the number of women leaders is lower than men.
With this latest study, we find that today’s women authors are still concerned about the
effects of prejudices (against women leaders) have on their ability to promote.
ETHIC IN LEADERSHIP:
The scandals that have plagued the world of organizations have had an effect on the
leaders’ reputation and the image people have of them.
The last issue developed by current women authors that we will mention, is the true
leadership-and-its-ethical-elements.
"Recently, authentic leadership is another form of leadership, which some argue has an
ethical element." (Kalshoven K, Den Hartog D, De Hoogh A 2011, p.52).
In a study carried out by Karianne Kalshoven, Deanne N. Den Hartog, Annebel H.B. De
Hoogh, a model has been developed with the seven elements that a leader must
possess to not incur in non-moral practices. These are: fairness, power sharing, role
clarification, people orientation, integrity, ethical guidance and-concern-for-sustainability.
With this last study we can see that women writers are concerned about moral issues.
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Thus, they exemplify the argument that places women as people who are more
concerned about morality, legality, things well made and respect towards others.
To conclude this section, we decided to make a summary table on which are the current
issues mentioned by women leaders. See it below.

Figure 7: Summary Table: Women Authors

Own source
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5. FINAL CONCLUSION:
Following our study on female’s leadership and their usefulness and validity when
developing roles in these positions, we have discovered and understood that there are
real differences in their way to lead, despite what some authors state.
Our purpose with this conclusion is not to show our findings, but the ideas we have
learned. In addition we want to show the thoughts that we have in our minds after
reviewing this matter. These thoughts open doors to new research and show our
openness to different perspectives in leadership than the perspective we have described
in our work.
Let’s ask ourselves what we have learned with this work:
How do women lead?
We realize that women leaders have in mind the group of people around them and have
an open leadership approach.
When taking decisions and implementing objectives, we believe they support on the
group and they try to gain their acceptance. They encourage their followers to engage
with them, respecting their opinions and suggestions.
When solving conflicts, we realize that there is no single valid statement regarding this
matter. As we might anticipate, the way to deal with conflicts differs among people,
depending on the personality of each one. However, we believe that there is some
tendency for women to dialogue and respect at the time to confront problems.
In addition we believe that women are more likely to develop the empowerment,
because in our opinion, it is true that they easily show people the work well done and
make people feel good within the organization. We think they have less modesty to
recognize the good work of those around them. This makes them insufflators of energy
and optimism within organizations.
The relevance in the current context of this leadership style resides in the following idea:
We are living in a context in which increasingly more people acquire better education
and training, they have more developed skills, and they are people more able and
useful. All this makes them worthy of a more respectful treatment, with more possibilities
to show what they can do and more options to speak and voice their opinions.
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Female leadership is open to all of this, getting the followers feel more important and
thus achieving greater productivity in the organization.
Is it true that all people act in the same way?
We are not sure to what extent gender stereotypes may be influencing the present
leadership. But we are confident that there are several stereotypes about gender
differences and we find that not all of them are reasonable.
We believe that when leaders are not trained enough they tend to guide themselves by
gender stereotypes and begin to act as the members of their same sex. It is the moment
in which they make stronger the gender stereotypes. Since then, gender stereotypes
start blinding our thoughts and opinions about males and females leaders.
We try to avoid this in our work. For this reason we aim with this section to show the
reader that not everything is black or white. Depending on different contexts, different
personalities, different formations, etc. people act one way or another. Although it is true
they have tendency towards something.
What about transformational leadership?
Transformational leadership style is appropriate for people who move and inspire high
confidence. It is a democratic and successful style while authoritarian and coercive are
behind.
We believe that successful leaders in this style are those who encourage and motivate
their followers to become real leaders. Leaders, who create a joint vision for the group,
convey enthusiasm, confidence, and respect. Transformational leaders are open to
changes that are happening around them.
After investigation, we demonstrate that women have all these abilities and we can say
that they are more likely to perform this style.
What can we say about the latest developments in leadership?
In this new situation, we believe the successful manager is not who works within the
rules, but who undertakes new projects and encourages others to do so. Successful
people are flexible, friendly and open, give space to the opinions of others and, most
importantly, build relationships by creating a favorable environment for the enrichment of
the organization and the people who are part of it.
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What can we learn from the women authors specialized in leadership?
Despite the success female leadership is having in recent years, even though women
are regarded as extremely efficient leaders at the context in which we are and even
though women leaders are being very successful in recent years, women authors
specialized in leadership do not mention this matter or make a distinction. They talk
about the achievements of leadership in general, the characteristics of present and
future leadership, they do not mention a gender, they make no distinction.
When we started this section, we expected the opposite. We wanted these women
authors supported our work, i.e. they mentioned aspects of women's leadership in
particular. But we did not find any mention of the female leadership. When we finished
the section, this issue caused us to reflect and question ourselves. There is no doubt
that female’s leadership is being imposed, which necessarily opens up new
development opportunities to women. Most researchers talk about female's leadership
as a generic style that can be applied by men and women. But of course, women are the
generators of this new style.
Thanks to this section we learnt an extremely important idea that has given more
strength to our work. This idea leads us to conclude our work with the following
statements:

We believe that men have been leaders in times when the best driving style was control,
rewards and hierarchy. In these times, women were not yet present in leadership
positions.
With the changing times the mindset of people has become more open, looking at the
possibility teamwork participation, motivation, etc. Other aspects are more important and
efficient in the leadership, and provide higher performance at work.
In this context women have been incorporated to leadership positions, and although
they have been the generators of new styles in which they play efficiently their
leadership, we think the man is also ready and suitable to carry out that modern
leadership style.
With this idea we finish our thesis, leaving open new fields of research such as analysis
of how men develop in these modern styles, if they are opening for the current
leadership styles or new leadership practices.
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7. APPENDIX
7.1 QUESTIONNAIRES:
INTERVIEW- RESEARCH PROJECT
FEMALE’S LEADERSHIP: IN SEARCH OF A NEW STYLE OF LEADERSHIP
Firstly we wanted to let you know that the interview will be divided into three parts:
 In the first part we would like you to answer from your role as a woman teacher. In
our opinion teachers are also leaders in their classroom; they transmit their
knowledge and lead students to achieve objectives such as learning but also
developing skills that will be useful in their professional life. In order to achieve this,
the teachers must have a clear mission and a willingness to do what is intended to
get good benefits from their students.
 In the second part we ask you to answer from your role as Vice Dean Academic.
Since you occupy this position, you develop a role as a leader of a group. For this
reason you also can provide us a valid outcome for our research.
 The third part is devoted to general questions about leadership. We would like you to
answer as a woman leader.
AS A TEACHER:
1. According to Krüger ML studies (1994, 1996, 1999), women are stronger educational
leaders. They are higher on creating a positive culture and an orderly learning
atmosphere. They have a stronger classroom orientation. This is because they are more
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strongly focused on human relations. Do you agree with this last statement? Do you
think that there are differences in the ways to lead in the classroom among women and
men?

2. A fundamental aspect of teachers’ leadership is the ability to communicate ideas and
enthusiasm. They persuade and influence students achieving commitment and effective
participation of them. The teachers leaders instill confidence and believe in their abilities.
In your opinion, do woman have better communication skills in order to transmit
enthusiasm, self-confidence and commitment?

3. How do you disseminate your message throughout the group class?

4. What are the special skills that you use in order to lead your students?

5. How do you get to develop the objectives that you have designed for them? (Related
with ways to implement objectives)

6. As a woman teacher, what are your biggest challenges?
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AS VICE DEAN ACADEMIC:
7. Do you believe in the power of the team work?

8. According to Marianne Coleman studies (Institute of Education, University of London),
collaboration is more often associated with women and feminine management styles
although efficiency is more closely associated with masculinity. Do you agree with this
statement?

9. How do you get the most out of your team?

10. The risk associated with any change is the threat to your culture. How do you inject new
talent into your group and yet sustain the part of your culture that people have always
been able to recognize and thrive in?

11. According to the theory of the Conflict Resolution, there are three different ways to react
in front of conflicts, namely: attack, run or stand. The first one is related with the
“traditional authoritarian manager”. This person carries out a judgment when conflicts
arise in the company. The second one is related with the lack of management, when the
person avoids conflicts and solve them. The third one is related with the “systemic
manager” who mediates among her workers in order to solve the conflict. (Intercultural
Communication course, Professor Bjørn Nygaard). From your workplace, could you
identify what is the most common way to act among your colleagues? Could you
differentiate among your women colleagues and your men colleagues?
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GENERAL QUESTIONS, AS A WOMAN LEADER:
12. What are the key ingredients of being an effective leader?

13. According to Gray HL (1993), (Buckingham: Open University Press), women are thought
to be caring, tolerant, emotional, intuitive, gentle, predisposed towards collaboration,
empowerment and team work. From your point of view as a woman leader, is this
statement based on stereotypes or you find truth in what he stands for?

14. Do you think that women have more ability to be themselves rather than play the role of
leader?

15. Returning to the theory of conflict resolution, as a woman leader, what is your usual way
of acting: judge, run or stand?

16. According to Judy B. Rosener (faculty member at the Graduate School of Management
at the University of California), one of the most important characteristics that women use
to lead is “encourage participation” They have more facilities inviting people to get
involved, trying to make people feel part of the organization. This is also one of the most
important characteristic of the transformational leader. What is your opinion about this
statement? Do you think is it a practice carried out by the leaders of today (both men and
women)?
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INTERVIEW- RESEARCH PROJECT
FEMALE’S LEADERSHIP: IN SEARCH OF A NEW STYLE OF LEADERSHIP
Firstly we wanted to let you know that the interview will be divided into three parts:
 In the first part we would like you to answer from your role as a politician woman.
Your experience as Deputy Mayor of Ávila can provide us valuable information about
how a political leader achieves her goals and move their followers toward
accomplishing them.
 In the second part we ask you to answer from your role as Head of University
College. Since you occupy this position, you develop a role as a leader of a group.
For this reason you also can provide us a valid outcome for our research.
 The third part is devoted to general questions about leadership. We would like you to
answer as a woman leader.
AS A POLITICIAN WOMAN:
1. Normally politicians tend to describe an ideal future for their followers. This action is to
convince them that they will be able to achieve this desirable picture if they collaborate. Do
you think women have more ability to describe the ideal future since they are more optimistic
and idealistic? Or on the other hand, you think there are no differences between men and
women on the matter.

2. Creating a common language among members of a political organization is a fundamental
part of the unity in the group. Sharing a mission, vision and values and building faith in them
is essential. Do you think there is any difference among men and women in communicating
the mission, vision and values? If so, could you describe it? What ways do you use to instill
faith in the values of your organization?
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3. The sensegiving activity is defined as the process in which individual “try to influence
others to adopt the sensegiver’s interpretation/ reality definition as their own” In it, the
person who carries it out manages her words to generate a particular meaning in the minds
of those who are listening. They persuade them to understand a particular idea and defend
it. This idea is also related with the process of making and implementing decisions. In order
to get it, leaders have to influence their followers and getting them involved. How do you
implement your decisions on the organization? Do you base your taking decision on the
support of your fellows?

AS A HEAD OF UNIVERSITY COLLEGE:
4. Do you believe in the power of the team work?

5. According to Marianne Coleman studies (Institute of Education, University of London),
collaboration is more often associated with women and feminine management styles
although efficiency is more closely associated with masculinity. Do you agree with this
statement?

6. How do you get the most out of your team?

7. According to the theory of the Conflict Resolution, there are three different ways to react
in front of conflicts, namely: attack, run or stand. The first one is related with the “traditional
authoritarian manager”. This person carries out a judgment when conflicts arise in the
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company. The second one is related with the lack of management, when the person avoids
conflicts and solves them. The third one is related with the “systemic manager” who
mediates among her workers in order to solve the conflict. (Intercultural Communication
course, Professor Bjørn Nygaard). From your workplace, could you identify what is the most
common way to act among your colleagues? Could you differentiate among your women
colleagues and your men colleagues?

GENERAL QUESTIONS, AS A WOMAN LEADER:
8. What are the key ingredients of being an effective leader?

9. There is the pervasive notion that women develop a more democratic leadership than
men. But, one spillover of gender roles within organizations is the prejudice that exists
towards women who take roles as leaders. According to several studies, people are more
reluctant to accept them and respect them because they think they are not as efficient as
men (Eagly & Carli, 2003, based on O'Leary, 1974; Riger&Galligan, 1980; Terborg, 1977).
Imagine that it was your case, would you use a leadership style based on communication
and empowerment if the members of your group did not respect you because you are a
woman? (Answer this question from the position of woman leader)

10. According to Gray HL (1993), (Buckingham: Open University Press), women are thought
to be caring, tolerant, emotional, intuitive, gentle, predisposed towards collaboration,
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empowerment and team work. From your point of view as a woman leader, is this statement
based on stereotypes or you find truth in what he stands for?

11. Do you think that women have more ability to be themselves rather than play the role of
leader?

12. Returning to the theory of conflict resolution, as a woman leader, what is your usual way
of acting: judge, run or stand?

13. According to Judy B. Rosener (faculty member at the Graduate School of Management
at the University of California), one of the most important characteristics that women use to
lead is “encourage participation” They have more facilities inviting people to get involved,
trying to make people feel part of the organization.
This is also one of the most important characteristic of the transformational leader. What is
your opinion about this statement? Do you think is it a practice carried out by the leaders of
today (both men and women)?
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INTERVIEW- RESEARCH PROJECT
FEMALE’S LEADERSHIP: IN SEARCH OF A NEW STYLE OF LEADERSHIP
Firstly we wanted to let you know that the interview will be divided into three parts:
 In the first part we would like you to answer from your role as a politician woman.
Your experience as Deputy Mayor of Ávila can provide us valuable information about
how a political leader achieves her goals and move their followers toward
accomplishing them.
 In the second part we ask you to answer from your role as Head of University
College. Since you occupy this position, you develop a role as a leader of a group.
For this reason you also can provide us a valid outcome for our research.
 The third part is devoted to general questions about leadership. We would like you to
answer as a woman leader.
AS A POLITICIAN WOMAN:
1. Normally politicians tend to describe an ideal future for their followers. This action is to
convince them that they will be able to achieve this desirable picture if they collaborate. Do
you think women have more ability to describe the ideal future since they are more optimistic
and idealistic? Or on the other hand, you think there are no differences between men and
women on the matter.

2. Creating a common language among members of a political organization is a fundamental
part of the unity in the group. Sharing a mission, vision and values and building faith in them
is essential. Do you think there is any difference among men and women in communicating
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the mission, vision and values? If so, could you describe it? What ways do you use to instill
faith in the values of your organization?

3. The sensegiving activity is defined as the process in which individual “try to influence
others to adopt the sensegiver’s interpretation/ reality definition as their own” In it, the
person who carries it out manages her words to generate a particular meaning in the minds
of those who are listening. They persuade them to understand a particular idea and defend
it. This idea is also related with the process of making and implementing decisions. In order
to get it, leaders have to influence their followers and getting them involved. How do you
implement your decisions on the organization? Do you base your taking decision on the
support of your fellows?

AS A HEAD OF UNIVERSITY COLLEGE:
4. Do you believe in the power of the team work?

5. According to Marianne Coleman studies (Institute of Education, University of London),
collaboration is more often associated with women and feminine management styles
although efficiency is more closely associated with masculinity. Do you agree with this
statement?

6. How do you get the most out of your team?
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7. According to the theory of the Conflict Resolution, there are three different ways to react
in front of conflicts, namely: attack, run or stand. The first one is related with the “traditional
authoritarian manager”. This person carries out a judgment when conflicts arise in the
company. The second one is related with the lack of management, when the person avoids
conflicts and solves them. The third one is related with the “systemic manager” who
mediates among her workers in order to solve the conflict. (Intercultural Communication
course, Professor Bjørn Nygaard). From your workplace, could you identify what is the most
common way to act among your colleagues? Could you differentiate among your women
colleagues and your men colleagues?

GENERAL QUESTIONS, AS A WOMAN LEADER:
8. What are the key ingredients of being an effective leader?

9. There is the pervasive notion that women develop a more democratic leadership than
men. But, one spillover of gender roles within organizations is the prejudice that exists
towards women who take roles as leaders. According to several studies, people are more
reluctant to accept them and respect them because they think they are not as efficient as
men (Eagly & Carli, 2003, based on O'Leary, 1974; Riger&Galligan, 1980; Terborg, 1977).
Imagine that it was your case, would you use a leadership style based on communication
and empowerment if the members of your group did not respect you because you are a
woman? (Answer this question from the position of woman leader)
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10. According to Gray HL (1993), (Buckingham: Open University Press), women are thought
to be caring, tolerant, emotional, intuitive, gentle, predisposed towards collaboration,
empowerment and team work. From your point of view as a woman leader, is this statement
based on stereotypes or you find truth in what he stands for?

11. Do you think that women have more ability to be themselves rather than play the role of
leader?

12. Returning to the theory of conflict resolution, as a woman leader, what is your usual way
of acting: judge, run or stand?

13. According to Judy B. Rosener (faculty member at the Graduate School of Management
at the University of California), one of the most important characteristics that women use to
lead is “encourage participation” They have more facilities inviting people to get involved,
trying to make people feel part of the organization.
This is also one of the most important characteristic of the transformational leader. What is
your opinion about this statement? Do you think is it a practice carried out by the leaders of
today (both men and women)?
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7.2 PERFIL OF RESPONDANTS:
-

ECONOMIC:

 Maria Elena Muñoz, Manager of Office of Banco Santander in Valladolid. (Spain)
-

EDUCATION:

 Teresa Natalia Martin Cruz is Manager of Department of Organization of
Business and Marketing and Market Research at the University of Valladolid. In
addition she is a professor in the following subjects: Strategic Direction and
business policy, management and organization of NGOs and introduction to
business economics.
 Maria Araceli Rodriguez is Vice Dean of Academic Affairs at the University of
Economics and Business at Valladolid. She is also teacher of Macroeconomics
and Economics.
 Antonia Herrero Criado is the head of School for especial education “Obra Social
del Santuario”
-

POLITIC:

 Esperanza Aguirre y Gil de Biedma is a Spanish politician and the current
President of Madrid. She is President of Madrid's People's Party and the first
female politician in Spain to have held the office of President of the Senate and
Minister of Education and Culture in Spanish democratic history.
 Mª Luz Arroyo Vázquez is the Mingorría township council for ten years (province
of Ávila)
 Laurentina Alonso Nieto is the Blascomillán township council for forty years
(province of Ávila)
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