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ABSTRACT 

Most of the established research on feminine leadership remains in the scope of female 

leaders, emphasizing their unfair treatment and calling for breaking barriers to reach 

leadership positions. This present research distinguished feminine leadership from 

women’s leadership, recommending leaders to jump out of the gender scope: both women 

and men in leadership positions can utilize and benefit from feminine leadership. This 

research clarified the conceptual construct of feminine leadership and its relationship 

with team performance in 3 major studies. Through an analysis of 29 separate semi-

structured interviews, the first study filled in the gap in literature to conceptualize 

Feminine Leadership. Feminine Leadership is leading by stereotypical femininity. It 

constructs with communal and relational dimensions and dedicates to consistent 

emotional engagement, supportive interpersonal communication, democratic equality 

sense and inclusive diversity management. The second study developed a measure for 

Feminine Leadership and demonstrated its content validity (N = 53), construct validity 

(N= 282), discriminant and predictive validity (N = 260). The 7-item Feminine 

Leadership Questionnaire is instrumental in the advancement of feminine leadership 

theory and provides an efficient tool for future feminine leadership research and training. 

Through a team-level two time period survey collecting from 142 leaders in 16 

companies and their 589 subordinates in Time 1 and 641 subordinates in Time 2, the third 

study uncovered the underlying mechanism for how feminine leadership positively 

influences team performance through the mediating effects of trust in leader, job 

satisfaction and team affective conflict, as well as the moderating effects from team 

power distance. This research project makes critical contributions to leadership theory 

and business management practice; it theoretically breaks the “glass ceiling” barrier of 

female leaders, providing an effective leadership tool for real workplaces by clarifying 

what feminine leadership is, how to assess it and how to use it to contribute to team 

performance in contemporary business organizations.   
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1 Introduction 

1.1 Chapter Overview 

This chapter briefly introduces the research background for feminine leadership, 

discusses current challenges for leadership in contemporary business organizations 

(hereafter usually referred to as organizations) and reveals the barriers to and concern 

about the career development of female leaders. The purpose of this research is to explore 

new leadership styles to meet growing challenges and check whether any solution can 

overcome, both theoretically and practically, the obstacles female leaders face in 

organizations. This chapter also provides an overview of the thesis structure. 

1.2 The Challenges 

This is an era full of competition and cooperation as the result of the rapid development 

in technology and the economy in combination with the trend towards globalization. 

Against this dynamic environment, efficient contemporary business management is 

needed to face new challenges (Barsade & Gibson, 2007; Bass & Riggio, 2006). The 

main workforce has shifted from manual labour with limited experience required to the 

one that requires a remarkable degree of knowledge and skills. Repetitive, unskilled work 

is being replaced by automation and artificial intelligence. Large numbers of workers 

with a higher education background and proficiency in information technology are 

flooding into organizations. These workers no longer depend on following a leader’s 

orders to complete their daily work; instead, they create new expectations from their 

organizations and leaders to cope with work requiring independent thinking, self-

direction and strategic decision-making. The main workforce in organizations focus on a 

respectful, comfortable work environment; prefer sharing ideas and participating in 

organizational decisions; and are searching for more opportunities for self-actualization 

and individual career development (Eagly & Carli, 2003; Fondas et al., 1997; Lipman-

Bluman, 1996). Intensified economic globalization and market competition have also led 

to more internal teamwork and external cooperation among multiple organizations 
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(Werhane, 2007). This requires leaders to shoulder the responsibilities of managing 

diverse perspectives and overcoming geographical and cultural conflicts, as well as to 

develop the capabilities to coordinate multiple resources for common goals (Adler, 1997; 

Astin & Leland, 1991). These new challenges thus call for more relational (emphasizing 

emotion, coordination and interpersonal skills) and communal (focusing on diversity, 

equality and democracy) concepts into leadership practices to reduce the intense pressure 

of working with multiple teams and to meet the diversified needs of subordinates (Avolio 

et al., 2009; Barsade & Gibson, 2007; Eagly & Carli, 2003; Fletcher, 2004; Zaccaro, 

2007).  

Numerous studies have indicated that these relational and communal concepts are 

historically connected to femininity, and there has been a trend in the “feminization of 

management” (Eagly, 2007; Eagly & Carli, 2003; Gartzia et al., 2012; Kark, 2004). 

Scholars have argued, for example, that female leaders are more capable in organizations 

because they manifest rich emotional and social competence (Cavallo & Brienza, 2006; 

Groves, 2005; Post, 2015; Taylor & Hood, 2011). Researchers have also found that 

female leaders are more participative and inclusive (Adams & Funk, 2012; Eagly & 

Johnson, 1990; McInerney-Lacombe et al., 2008; Post, 2015); have more affiliative 

concerns (Eagly et al., 2003; Post, 2015; van Emmerik et al., 2010); and are more likely 

to act cooperatively when encountering conflict (Bart & McQueen, 2013; Post, 2015). 

However, to date there has been no sound theory to state this concept of feminine 

leadership, and few robust studies have taken up this trend in the feminization of 

management. One of the core objectives for this research is thus to fill in the gap in the 

existing literature and provide insights into feminine leadership research and practice. 

1.3 The Barriers 

Over the past several decades, a large amount of social research has called for the 

equality between men and women in management roles, including in terms of 

opportunities and treatment. The proportion of female leaders has increased gradually in 

organizations (Paustian-Underdahl et al., 2014), but researchers have found that the 

number is still far lower than that of men in managerial positions (Cuadrado et al., 2012). 
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Based on the report of Grant Thornton in 2020 (Lageberg & Schmidt, 2020), the 

percentage of women in management is 29% in North America and 27% in the Asia 

Pacific region. In Japan, North Korea and India, the percentage is below 8% (Kersley et 

al., 2019). Women are also less likely to reach the top levels of management. For 

example, women accounted for only 7.9% CEOs in European organizations (Gender 

Statistics Database, 2019), 2.2% in Canada (Rozenzweig, 2020) and 2% in India (Kersley 

et al., 2019). There is an invisible barrier that prevents qualified women from reaching 

managerial positions in the workplace; this typical phenomenon has been called the 

“glass ceiling” (Bass & Avolio, 1994; Cotter et al., 2001; Ryan et al., 2011). Researchers 

have increasingly tried to explain this phenomenon – its causes and impacts – and called 

for solutions to break “glass ceiling” (Bass & Avolio, 1994; Chisholm-Burns et al., 2017; 

Ng & Sears, 2017; Ryan et al., 2016; Sabharwal, 2013; Wang & Kelan, 2013). Role 

congruity theory (Eagly & Karau, 2002) suggests that people have expectations about 

how men and women behave in leadership roles, and when the stereotypes about leaders 

are not accurate or those leaders behave in ways incongruent with the applicable 

stereotypes, it may cause negative impacts to organizational outcomes. Leadership has 

been treated as being more masculine for several centuries (particularly since the 18th and 

19th centuries), and some philosophers have proposed that the nature of a great leader was 

determined by the personal characteristics of great men (Denmark, 1993; Jogulu & 

Wood, 2006; Spotts, 1976). The negative organizational outcomes or worries arising from 

role inconsistence have therefore caused a barrier to the development of female leaders. 

Does this barrier still exist in organizations? Do female leaders have the capability to 

break organizational “glass ceiling”? Answering these questions is the focus of this 

research. 

1.4 Intended Contribution 

First, this thesis intends to provide a well-substantiated explanation of feminine 

leadership, and to solve the long-standing problem that numerous studies have discussed 

the phenomenon of feminine leadership without a conceptualization, construct and 

measurement. As introduced, contemporary business organizations are facing 



17 
 
 

unprecedented challenges and raising the requirement for “feminization of management” 

(Eagly, 2007; Eagly & Carli, 2003; Gartzia et al., 2012; Kark, 2004). But so far, no 

research explains thoroughly what feminine leadership is. It will be the contribution of 

this research to close the fragmentary and unstructured discussion on femininity in 

leadership, to provide a clear definition of feminine leadership, and to develop a valid 

instrument to measure it. In fact, a misunderstanding on the concept of feminine 

leadership seems to exist in some leadership research, which treats gender in leadership 

as the same as gender stereotypes in leadership and thought that female leaders utilize 

stereotypically feminine leadership while male leaders conduct stereotypically masculine 

leadership (Eagly & Johannesen-Schmidt, 2001; Eagly & Carli, 2003; Eagly, 2007; 

Hassan & Silong, 2008). Gender stereotypes in leadership are sometimes consistent with 

gender in leadership, but not in all cases. This research is planned to disentangle 

discussions of feminine leadership and gender leadership and provide a clearer distinction 

between these two fields in the literature. 

 

Second, this research intends to empirically examine the influence of feminine leadership 

on team outcomes by implementing a team level survey with large samples, contributes 

to leadership theory and provides a relevant and efficient management method in 

workplace. Because of historically no clear definition and valid instrument for feminine 

leadership, there was no robust research clarify the relationship between feminine 

leadership and team performance (as a predictor to business organization success). 

Through uncover the mechanism how feminine leadership affect team performance with 

multiple mediators and boundary condition, this thesis will provide a reliable diagnostic 

method for team performance management, for example, by monitoring these mediators 

to detect issues during team development and find out solutions in time to avoid negative 

performance. It is also suggested that in what kind of work environments feminine 

leadership should be prioritized.  

 

Third, this research will examine the congruity between expected leadership role and 

feminine qualities in contemporary business organizations, it will investigate if it is time 

for female leaders break the “glass ceiling” barrier and if conducting feminine leadership 
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produces more benefits to team performance. Eagly and Carli (2003) clarified the 

disadvantages of feminine leadership is the incongruity between feminine leadership role 

and the male-dominated work environment. Then this incongruity causes prejudice which 

restricts women from reaching leadership positions. However, as it is emphasized, with 

the dramatic change of the societal environment, stereotypically feminine qualities appear 

to be more advantageous and facilitate the development of organizations. Hence, this 

research is intended to examine whether the incongruity between leader role and feminine 

qualities has diminished, and whether the environment is now welcoming the nature of 

femininity.  

 

In short, this research not only tends to refine feminine leadership theory in a real sense 

with a clear definition and a valid measure, makes contributions to the development of 

leadership theory as well as management practice with more clarification on the 

relationship between feminine leadership and team performance, but also tends to have 

significant implications for the development and success of female leaders in 

organizations. 

1.5 Structure of Thesis 

This thesis consists of eight chapters and includes three major studies. Chapter 2 

addresses how organizations are facing transformation due to the fast-developing 

economy, technological innovation and globalization. It emphasizes that leaders in 

organizations must have the capability to coordinate multiple resources and encourage 

diversified populations to work on common goals during this transformation. Based on a 

literature review, this chapter introduces several theories of leadership, including those 

concerning trait leaderships, behavioural leaderships, contingency leaderships, leaders 

and followers theories, and dispersed leadership. It describes the role of leadership in 

developing a team-based structure with a relational and motivational direction. This 

section also explains the difference between feminine leadership and leadership by 

women, and between feminine leadership and transformational leadership or servant 

leadership, and then suggests the crucial implications for supporting feminine leadership 
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in organizations. 

Chapter 3 positions this feminine leadership research within contemporary scholarship, 

outlines the research objectives and discusses how to address these objectives in different 

studies. This section concludes with the three main objectives of this research: exploring 

what feminine leadership is, creating a valid and reliable feminine leadership 

questionnaire and investigating the relationship between feminine leadership and team 

performance, as well as the boundary conditions. 

Chapter 4 discusses the epistemological assumptions underlying the methodology of this 

research and briefly describes how the epistemological view influenced the research 

design. This chapter proposes critical realism as the underlying philosophy for all studies 

that combine qualitative and quantitative methods. Through a mixed methods approach, 

this research works on different objectives, including in-depth interviews to explore the 

definition and dimensions of feminine leadership for Research Objective 1, as well as 

several surveys to develop a feminine leadership questionnaire and examine how 

feminine leadership plays a role on team performance in organizations for Research 

Objectives 2 and 3. Chapter 4 also addresses the ethical considerations applied in this 

research. 

Chapter 5 presents the empirical study conducted in Study 1. Through 29 interviews, the 

study investigated the conceptualization of feminine leadership, the relationship between 

feminine leadership and team outcomes as well as the boundary conditions. The chapter 

discusses the sampling method, data collection process and content coding steps, as well 

as the key findings in Study 1. This section not only clarifies feminine leadership as a 

leadership style that contains stereotypical femininity with relational and communal 

behaviours, but also summarizes the sub-scale items to prepare for the development of a 

scale for feminine leadership in Study 2, while suggesting a conceptual model between 

feminine leadership and team performance for the quantitative study in Study 3. 

Chapter 6 introduces the empirical work conducted in Study 2. Study 2 focused on the 

steps to develop and validate a measurement of feminine leadership. Hinkin’s scale 

development (1998) was implemented, including item generation and examination of 
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content, construct, discriminant and predictive validities. The chapter provides detailed 

information about the measurement and data collection procedures for three independent 

surveys to test content validity, construct validity and predictive validity. This section 

also discusses the main findings from exploratory factor analysis (EFA), confirmatory 

factor analysis (CFA) and, briefly, the contributions and limitations of Study 2. 

Chapter 7 presents the empirical work conducted in Study 3, which investigated the 

conceptual model between feminine leadership and team performance. This chapter starts 

with a discussion of the theoretical framework and states the hypotheses to test, including 

the relationship between feminine leadership and team performance and the relevant 

mediation and moderation effects. A quantitative study over two-time periods team-level 

survey is introduced. This chapter outlines the research design and methodology and 

reports the main findings in detail. At the end, this chapter briefly discusses the 

contributions, implications and limitations of Study 3. 

Chapter 8 provides an overall summary for all the studies. It generalizes the major 

findings and links them back to existing research. This section systematically highlights 

the main contributions and discusses the theoretical and practical implications of this 

research project. The limitations of the current studies, as well as suggestions for future 

research, are integrated. An overall conclusion is provided to round out the thesis.  
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2 Research Background 

2.1 Chapter Overview  

This chapter discusses feminine leadership based on a literature review. First, it presents 

the necessity of studying feminine leadership in organizations from the perspective of 

societal development and organizational transformation. Second, it introduces the history 

and development trends shaping leadership and explains the rationale for bringing 

feminine leadership into current leadership theory. Third, by analysing the characteristics, 

behaviours and dimensions of the female stereotype, this study conceptualizes feminine 

leadership and clarify its uniqueness compared to the leadership of women, 

transformational leadership and servant leadership. 

2.2 Organizational Development 

A business organization is an entity carrying on commercial enterprise by providing 

goods or services to meet customer needs to gain profit from the market (US legal, 2021). 

There are many different forms of business organizations, including corporations, limited 

liability companies, general or limited partnerships and sole proprietorships, among 

others. Business organizations have common characteristics, though, such as a formal 

structure controlled by legal regulations and the use of resources to achieve profit 

objectives.  

A business organization stems from a business endeavour. A business endeavour has a 

history as long as humanity’s, and the initial purpose of a business endeavour is to 

exchange scarce resources and accumulate wealth. As has been addressed by Heilbroner 

(1975), in order to ensure the production of sufficient food and services and to decide 

how this produce should be distributed, the concept of the business organization was 

born. At an early stage, businesses were intended to solve the problems of production and 

distribution. Similarly, Goldman (2016) has claimed that because these initial 

organizations took into account supply and demand under a social system – and 



22 
 
 

addressed the production of goods and services to ensure the material replenishment of 

society – such organizations were a part of society and aimed to serve society. After the 

industrial revolution, businesses experienced an unprecedented change. Because their 

capacity had become too large to manage (relative to a family business), company laws 

were established as the foundation for organizational management (Handy, 2002). During 

this period, attracting capital became the major role of a business, rather than sharing 

resources, and the purpose shifted from serving society to satisfying shareholders 

(Goldman et al., 2016). As Goldman et al. (2016) have emphasized, businesses are 

initially motivated to pursue a dream, but then they realized they could generate profits 

from their business endeavours. Businesses were no longer accountable to “the survival 

and advancement of society” but rather to “the owners or shareholders of the business” 

(Goldman et al., 2016). The purpose of a business is now maximizing the return on 

shareholder investment (Ahmed & Machold, 2004). As the 2000s dawned, businesses 

moved from a focus on tangible assets and property into a context with rich intellectual 

property such as skills, brands, expertise, and patents (Goldman et al., 2016). With the 

further development of society, researchers have started to reconsider the objective of 

businesses and realized that such organizations are not only responsible to their 

shareholders (i.e. ensuring profit maximization), but they should also serve society (Ali et 

al., 2012; Goldman et al., 2016; Hiller, 2012; Hilliard, 2012). As Ghoshal (2005) has 

pointed out, businesses must maintain equilibrium between generating profits and serving 

society, which is why more and more companies are emphasizing social responsibility 

and giving back to society. Hence, a contemporary business organization is an entity with 

both tangible and intangible assets, including intellectual property. It has an 

organizational culture as a direction and legal regulations as the management base. It uses 

resources to produce goods or provide services to customers to make a profit and satisfy 

the desires of stakeholders, as well as advancing society. 

Over the past decades, businesses have experienced dramatic development in terms of 

economics, technology, policy and culture. These changes in the business conditions have 

brought new elements into business practices. As researchers have emphasized, 

organizations are experiencing transformation as the result of a fast-developing economy, 

technological innovation, frequent competition and the cooperation caused by 
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globalization (Horner, 1997; Wells & Kipnis, 2001). The transformation of contemporary 

business organization is reflected, first, in workforce change. With the dramatic 

technological and economic development, traditional technical workers are being 

replacing by highly educated talents. A mass of young undergraduates who now form 

main workforce poured into businesses, and traditional expectation about jobs, careers 

and gender roles have been overturned (Otley, 1994). As Hendry (1999) claimed, 

organizations no longer control their employees using the legitimacy of hierarchy, while 

employees no longer seek security through that legitimacy (Hendry, 1999). These 

employees are rich in knowledge and technological skills and prefer participating in 

organizational decisions and sharing ideas. They notice a respectable and comfortable 

work environment and tend to search for opportunities for self-actualization and 

individual career development (Eagly & Carli, 2003; Fondas et al., 1997; Lipman-

Bluman, 1992). Unlike previous workforces, employees now expect to have more 

autonomy and responsibility: they are looking for more meaningful and challenging work 

(Horner, 1997; Wilson et al., 1994). These expectations require leaders to spend time in 

understanding and motivating their employees (Gartzia & Engen, 2012), while enhancing 

their innovative skills and teamwork spirit rather than focusing solely on task completion 

(Gartzia & Engen, 2012). In short, these new challenges are drawing leaders’ attention to 

people-oriented behaviours and driving leadership development in a more communal 

direction (Avolio et al., 2009; Barsade & Gibson, 2007; Fletcher, 2004; Zaccaro, 2007). 

Changes in the contemporary business organization is also reflected in the development 

of organizational structure. Compared to the hierarchical structure of traditional business 

organizations, contemporary organizational structure is lighter on its feet, with fewer 

levels of management and is able to share human resources and information across 

departments (Sherman, 2019). For example, a team may combine members from 

procurement, engineering, finance and legal, who all share their skills to complete a 

project. The new organizational structure creates more flexibility and efficiency, 

encourages internal cooperation and makes the maximum use of available human 

resources (Sherman, 2019).  

The business environment has also undergone vast change and is now shaped by 

globalization, fast-paced, uncertainty and complexity. With the rapid development of the 
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global economy, the world can be treated as a single market, and there has been a trend 

towards doing so – globalization (Otley, 1994). Globalization boosts information 

communication and value creation across national boundaries (Voegtlin et al., 2011). 

Globalization may generate various cultural and geographical conflicts and requires more 

internal teamwork and external cooperation (Werhane, 2007). Another change of current 

business environment is organization operate in a fast pace. The information explosion 

and rapid economic development have produced much more competition in the market. 

To take a larger market share and earn greater profits, organizations operate quickly to 

achieve their business goals. As scholars have emphasized, businesses are forced to move 

faster, not only to improve efficiency to reduce cost, but also to respond appropriately to 

continuous changes, both internally and externally (Horner, 1997; Stalk & Hout, 1990). 

The current era is subject to a more rapid pace of change than previously experienced, 

which makes it more difficult to predict the future; developing team’s adaptability and 

flexibility to respond the consequences of rapid change has thus become a critical skill 

for leaders (Otley, 1994). Business moves in a fast pace also produce uncertainty, which 

is another characteristic of the contemporary business environment. Uncertainty and 

unpredictability go hand in hand with complexity (Piekarczyk, 2016). Great possibilities 

and challenges from technological progress, information diffusion and new market 

regulations are the foundation of the complexity in business conditions in which 

organizations operate. This increasing complexity requires leaders to think differently, to 

emphasize innovation and to guide employees in applying their personal values and self-

determination instead of relying on textbook solutions and established routine. 

Organizations are increasingly relying on creativity and innovation (Horner, 1997; 

Wilson et al., 1994). The complexity of the organizational environment opens the doors 

to a study on valuable, modifiable and consistent leadership in organizations (Horner, 

1997).   

As organizations are transforming, and the business environment is becoming more 

globalized, uncertain, complex and fast-paced, old leadership practices have become 

inappropriate. No matter the organization or the environment, all the challenges call for 

an equal degree of change in the leadership guiding the organization to achieve its goals 

(Horner, 1997). It is therefore crucial to re-evaluate the concept of leadership within the 
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current context to assess what behaviours and skills can make (or have made) leaders 

more successful. As Horner (1997) has emphasized, contemporary leaders need a 

different mindset and skill set to optimize processes and improve organizational 

efficiency. The leaders in organizations should renew their attitudes, behaviours and 

leadership skills to meet the requirements of current date (Raišienė, 2014). The entire 

workforce is calling for more autonomy and opportunities, as well as expecting 

employees to provide suggestions and participate in organizational decisions. Scholars 

have claimed it is increasingly important to capitalize on human resources to achieve 

business success (Horner, 1997; Wriston, 1990). Leaders must be able to enable 

employees’ potential and motivate their collaboration and innovation. The current era 

requires leaders possess leadership competences based on emotional and social intellect 

(Raišienė, 2014), which drives a more communal style of leadership. Organizations are 

facing internal and external challenges in terms of organizational structure and the 

business environment, which calls for more flexibility and adaptability from leadership. It 

has been suggested that interpersonal relationships are a key criterion, and leaders tend to 

be more relation-oriented and coordinated to maintain long-term success (Bartlett & 

Ghoshal, 1994; Hamel & Prahalad, 1994; Hendry, 1999). In short, contemporary business 

development emphasizes the communal and relational concepts into leadership. 

2.3 Leadership Theories  

The current era requires more communal and relational behaviours, thoughts and 

initiatives from leaders. Leaders in organizations are encouraged to think and act 

differently, to be people-oriented, use interpersonal skills to guide team activities, 

facilitate cooperation among multiple departments and motivate team innovation. What, 

then, is the status of the development of leadership theory? Does current theory 

adequately conceptualize what is needed from leadership today?  

Early theories tended to focus on the characteristics and behaviours that create a 

successful leader, while later theories have considered the contextual nature of leadership 

and the role of subordinates (Bolden et al., 2003). Based on a review of the literature, 

there have been three major waves of empirical, conceptual, and methodological 
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development together with contextual factors in leadership theory: (1) the predominant 

trait and behavioural leadership research in the 1940s, 50s and 60s, (2) the cognitive 

leadership perception and contingency research in the 1970s and 80s; and (c) the focus on 

individuals, teams, transformational, social exchange, and gender-related research in 

1990s till now (Lord, et al., 2017). 

Trait leadership theories 

The earliest leadership-related research stemmed from intelligence tests. For example, 

Lewis Terman (1916) developed the Stanford-Binet intelligence test and applied this 

method to test Army personnel in Army Alpha project. Similarly, Bingham (1919) 

clarified leadership responsibilities, classified leaders’ personalities and utilized 

intelligence tests in the studies on Army leaders. In the examination if intelligence 

indicate business success, however, Bingham and Davis (1924) found several non-

intellectual traits instead of intelligence work more on business success. Later, this trait-

based approach emerged to evaluate leadership, and researchers began to study the 

relationship among leadership, personalities and successful outcomes (Lord, et al., 2017). 

For example, Dashiell (1930) concluded leadership as one of personality variables 

contribute to success in professions, and Flemming (1935) determined clusters of traits as 

leadership abilities per his factor analysis. Similarly, through interviewing 110 successful 

executives, Craig and Charters (1925) defined 15 qualities as personal attributes of 

effective leaders, such as fairness, kindliness, strength, teaching ability, and sensitivity to 

followers etc. 

Early leadership theory was explained in terms of initial traits when leaders were born 

and not made (Bernard, 1926; Horner, 1997). These theories discussed how to identify 

the traits of leaders among subordinates and emphasized that the key to success was 

assessing those leaders with leadership traits and putting them into leadership positions 

(Horner, 1997). The most popular trait leadership theory may be Great Man theory. Great 

Man theory is based on the idea that leaders are outstanding people, necessarily, male, 

born with great qualities and destined to lead. Based on this theory, researchers tried to 

identify the characteristics of successful leaders, which considered that once leadership 
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traits were identified people with such qualities could be selected to put into leadership 

positions. Lists of the qualities related to great leaders were therefore produced. The 

problem with the trait approach is that, although a large number of successful traits were 

found, there seemed to be no consistent conclusion despite years of studies. For example, 

some leaders might lack specific traits, but this did not mean they were not great leaders 

(Bolden et al., 2003). The reason for this inconsistency might be related to ignoring 

situational and environmental factors play in leadership effectiveness (Horner, 1997). 

One referential value of trait leadership theories, however, is that great leadership can be 

observed through traits and qualities that leaders show in the organization. 

Behavioural leadership theories 

Behavioural leadership theories tends to look at what behaviours by leaders determine a 

successful leader (Halpin & Winer, 1957; Hemphill & Coons, 1957; Horner, 1997). These 

themes of behavioural leadership theories shift the focus from individual leaders to the 

leadership behaviours of those individuals. As Stogdill and Shartle (1948) stated that the 

method was what leaders do rather than who leaders are. To continue this theme, Bernard 

Bass (1949) initiated a research in Ohio State that systematically explained how to use 

leadership group discussion technique as behavioural assessment tool to select potential 

leaders. Similarly, Michigan Leadership Studies are a series of well-known research in 

1950s by Rensis Likert to identify the styles of leader behaviour that led to greater 

productivity and satisfaction of a group. Behavioural approaches emphasize people’s 

behaviours, relationships and outputs. Unlike trait leadership theory, behavioural 

leadership research started to look at leaders in the context of an organization and focused 

on what a leader actually does rather than his or her attributes (Bolden et al., 2003) and 

identified what kinds of behaviours can improve leadership effectiveness (Horner, 1997). 

Behavioural leadership theories suggest that leaders are not born but that effective 

leadership behaviours can be taught (Saal & Knight, 1988, Horner, 1997). Behavioural 

approach started the discussion on leaders’ two primary behavioural categories: tasks and 

people. It emphasized that there are both people- and task-oriented activities (Horner, 

1997), and call for “concern for people” and “concern for output”, respectively (Blake et 

al., 1964; Horner, 1997). However, like trait leadership theories, behavioural leadership 

theories seek to develop particular leadership behaviours but gives little guidance on what 
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constitutes leadership effectiveness in different situations (Bolden et al., 2003). However, 

the critical implication of behavioural leadership approach is that it confirmed leadership 

can be taught and, for the first time, drew researcher attention to people-oriented 

behaviours. 

Situational and contingency leadership theories 

Situational and contingency theories consider environmental variables in the relationships 

among people, tasks and organizations. As Lord et al. (2017) mentioned these theories 

bring various situational factors and contingency perspectives into research instead of a 

universal best way for leadership. Situational leadership suggests that leadership adjust to 

the specific organizational environment and recommends different leadership styles for 

different situations, even in the same organization (Bolden et al. 2003). Contingency 

leadership aims to identify situational variables to predict the most appropriate leadership 

style in a particular environment (Bolden et al., 2003). Situational approach believes a 

leader should adapt to the situation at hand. Contingency leadership believes the right 

leader should match the right situation. The contingency approach also offered potential 

to explain variability in the relation of evaluated leader behaviours and organization 

outcomes. A good example is Fiedler’s research. Fiedler’s contingency theory (1967) 

defined the degree to which the leadership style fit the circumstances as an important 

factor influencing leadership effectiveness. He developed the Least Preferred Co-worker 

scale and classified eight situations to measure leader styles, found in certain situations 

certain leadership styles were more effective (Fiedler, 1967). Hersey and Blanchard’s 

situational leadership theory (1969) focused on the link between leadership style and the 

maturity level of group. The conclusion is that a successful leader should adapt leadership 

style to fit the maturity level of group. When group maturity increases, leader should 

begin to reduce task behaviour and increase relationship behaviour. When group maturity 

increases above average level, leader should decrease both task behaviour and 

relationship behaviour. Some theories brought the people led by leaders into contingency 

models. Path-Goal theory (House, 1971) suggests that a leader’s responsibility is to 

develop subordinates’ behaviours to achieve desired goals, and effective leadership is 

affected by work nature, level of autonomy and subordinates’ motivation (Horner,1997). 

The theory proposed two contingency variables subordinates’ characteristics and 
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environment which moderate the leader behaviour-outcome relationship. Vroom–Yetton 

decision model (1973) proposed that leaders should build a positive environment 

involving group into decision-making and follow a decision tree with the participation of 

subordinates to be more effective (Horner,1997). This contingency theory model 

suggested the selection of a leadership style based on groups decision-making. These 

situational and contingency leadership theories initiated the discussion of how to find a 

conducive leadership style in a particular situation (Horner, 1997). They provide positive 

implications for future leadership study: one kind of effective leadership must be 

favourable in the current environment, and solid leadership research must involve a 

comprehensive analysis of different situational variables.  

Leaders and followers school 

The discussion on leadership began to recognize the interdependent relationship between 

leaders and followers (Bolden et al., 2003). The influence of followers on leadership 

emerged (House & Mitchell, 1974) and leadership came to be seen as an interaction 

between leaders and followers towards team goals (Horner, 1997). Scholars believed 

leaders are not individual heroes but rather team leaders (Bolden et al., 2003). One 

typical leadership focus on the relationship between leader and follower is servant 

leadership. Servant leaders treated serving followers as their duties and leadership thus 

derive from a desire to serve instead of a desire to lead. Servant leadership focus on 

subordinates’ needs and growth beyond their self-interest (Dierendonck, 2010; Greenleaf, 

1977). Transactional leadership treats the relationship between leaders and followers as a 

type of “contract”, in which both parties benefit from the relationship, with the leader 

providing recognition or rewards in return for followers’ loyalty or commitment (Bass, 

1985; Bolden et al., 2003). Transformational leaders search for ways to motivate 

followers and more deeply engage them in the work process to achieve goals (Bass, 

1985; Horner, 1997) with an emphasis on the aspects of vision, inspiration, charisma and 

identification (Bass, 1985; Bass & Avolio, 1990; Day, 2012). The core concept of 

transformational leadership is the leader’s role in guiding the transformation of 

organizational performance (Bolden et al., 2003). Transformational leaders initiate and 

cope with change and help followers to develop and evolve in the organization (Horner, 

1997). In the meta-analysis on transactional and transformational leadership literature, 
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Judge and Piccolo (2004) commented transformational leadership had the incremental 

effects beyond transactional and laissez-faire leadership. As Lord (2017) commented that 

transformational leadership theory contributing to organization performance with strong 

mission, new ways of thinking and learning, and the enhancement on followers’ personal 

values and social identities. Another popular leadership theme during the 1990s is 

Leader-Member Exchange (LMX) theory which focus on the relationship between 

leaders and their followers (Gerstner & Day, 1997). LMX theory emphasizes the nature 

of the relationship between leaders and followers and explains how this relationship 

influences the leadership process (Horner, 1997). Different from other theories, LMX 

treats leader-follower relationship as the central construct rather than leadership, leader or 

follower. A meta-analysis on LMX literature conducted by Gerstner and Day in 1997 

found a modest relationship between LMX and work-related constructs such as job 

satisfaction, organization commitment, job performance and turnover rate. Another meta-

analysis by Ilies and his colleagues confirmed the positive relationship between 

organizational citizenship behaviours and LMX quality (Ilies et al., 2007). Leaders and 

followers school draws people attention to the importance of followers in leadership 

research and suggests that an effective leader must be proficient in managing the 

relationship with followers, as well as developing their capabilities and guiding them to 

reach team success. 

Dispersed Leadership theory 

Dispersed Leadership theory argues for an informal model of leadership in which the 

leader’s role is dissociated from organizational structure (Bolden et al., 2003). It was 

proposed that leadership exists in each individual without being confined to appointed 

leaders (Horner, 1997), and individuals in all positions can exert a leadership influence on 

the organization (Bolden et al., 2003). This is a much broader conception of leadership 

that is based on a situation in which many of the responsibilities handled by managers 

have been turned over to subordinates. Although contemporary scholars have been 

greatly concerned with the void in formal leadership, some ideas from dispersed 

leadership have been referential. For example, a successful leader must unleash the 

abilities and potential of employees and enable them to lead themselves in the work 

process (Horner, 1997). Consequently, a leader makes use of the capabilities of the whole 
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team to contribute to team performance instead of relying solely on the leader him- or 

herself. Another suggestion from dispersed leadership is that leaders should encourage 

team members to improve their inherent potential (Jassawalla & Sashittal, 2000) and 

maintain the work environment to enable organizational creativity and productivity 

(Politis, 2005). 

2.4 The Trend of Leadership Development 

Although leadership theories in the past hundred years have discussed “what made a 

great leader” and “what would be right practice” to move large numbers of individuals 

closer to the ideal (Petrie, 2011), thus providing a strong foundation to work from, it may 

be not enough to understand what makes a leader successful in a contemporary business 

organization (Horner, 1997). The “fit” between the ability of the leader and the challenges 

of the environment has started to diverge, and previous theories are becoming less 

effective (Petrie, 2011). It has been shown that leadership development follows from 

changes in individuals, organizations and the environment, so leadership must be studied 

continually to remain relevant to the current leadership context (Horner, 1997). Because 

prior leadership theories have become increasingly inconsistent with the challenges 

leaders face (Petrie, 2011), a new trend has emerged in leadership development. 

Relational direction 

The attention of current leadership theory has already transferred from inputs 

(competencies) and outputs (standards) to the “processes” in between, and there is now a 

greater challenge to think in terms of a more “relational” leadership (Bolden et al., 2003). 

The environment is becoming more complex and challenging. Organizations that 

embrace these changes will perform better than those that resist it. The increasing 

complexity of the work environment calls for collaboration among various leaders 

responsible for different functions. Meanwhile, team members belonging to different 

organization, reporting lines or across geographies need to share information and make 

decisions collaboratively. Leadership development has come to the end of a focus on 

elites. There is now a transition from the old paradigm, in which leadership depended on 

an individual leader, to a new one in which the focus of leadership is on a collective 
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process spread across diverse networks of people (Petrie, 2011). There is thus already 

something more significant for contemporary leadership: the relational direction. 

Motivation direction 

With the development of leadership research, it appears that leadership depends heavily 

on the motivation on subordinates (Horner, 1997). Need theories have proposed that 

people may expect multiple outcomes due to different experiences and backgrounds, and 

that people are driven to work according to behaviours that can satisfy their diversified 

needs (Horner, 1997; Maslow, 1943). Expectancy theory suggests that to achieve valuable 

outcomes, people are willing to be led to engage in particular activities (Vroom, 1964). If 

leaders can understand what people care about, they can motivate subordinates by 

defining what activities will produce the desired outcomes. For example, transactional, 

transformational, servant and benevolent leadership styles all emphasize the motivation 

of employees, although through different methods. Contemporary leadership thus needs 

to consider not only the person in the leadership position and the leadership process 

within the organization, but also the environment that the leader creates and responds to 

as well as the activities of the employees being led. The question left to contemporary 

leadership studies is whether leaders can develop working environment and activities that 

meet employees’ advanced needs (Horner, 1997). By creating suitable motivation, 

subordinates feel a sense of team belonging and commitment to their work, leaders can 

guide subordinates’ behaviours towards organizational goals. 

Team-based structure 

To fit today’s business environment, team-based leadership has been discussed in a study 

on leadership effectiveness (Horner, 1997). As businesses have shifted from a 

hierarchical traditional structure to a flatter and team-based structure, the role of 

leadership has needed to be adaptive to the change as well (Horner, 1997; Nygren & 

Levine, 1995). Beyond the social context associated with teams’ members, the social 

context associated with other functional teams is also considered in a much broader 

conception of leadership. The team type and composition vary in different contexts, 

which raises different challenges for leadership, and these dynamic, multifaceted contexts 

that shape teams influence leadership development (Day et al., 2006). Scholars have also 
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argued that a team-based structure is the factor driving leadership effectiveness (Campion 

et al., 1993). Forrester and Drexler (1999) developed a performance model and explained 

how team-based organizations work on seven elements – formation, dependability, focus, 

buy-in, coordination, impact and vitality – to perform more effectively. How to facilitate 

team processes and performance and how to enhance a team’s capacity to set its own 

direction and provide its own support have become the questions facing leaders in 

organizations today. 

We still need leaders 

Contemporary organizations have become much flatter. Team members have more 

autonomy within the organization, and the need for traditional leaders is decreasing 

(Fisher, 1993; Horner, 1997). However, this does not mean that there is no longer a need 

for formal leaders. Scholar have looked at dispersed leadership and claimed that the key 

to success lies in the transformation of the leadership role rather than its elimination 

(Horner, 1997). Teams, more than individual contributors, are even more in need of a 

leader’s guidance and coaching. No matter how capable team members are, formal 

leaders coordinate various resources and enable the whole team to achieve optimal 

success (Horner, 1997; Wilson et al., 1994). Successful leaders are now shouldering new 

responsibilities such as coaching, facilitation and managing relationships within and 

across teams (Fisher, 1993). Relying on these responsibilities, leaders can guide work 

processes, elicit team commitment and motivate team members to develop their skills and 

capabilities to contribute to team goals more effectively (Hackman, 1987). Hence, 

keeping a formal leader, treating leadership as a process and developing a framework to 

discuss this evolution of leadership now needs to be further examined (Horner, 1997).  

2.5 Feminine Leadership 

Theoretical research has made it clear that the successful leaders in organizations are 

closely connected to two intellect aspects (Raišienė, 2014): emotional intellect (i.e. 

management of interpersonal relationships) and social competence (i.e. effective 

communication with other people). Previous research has enabled us to define some 

important leader capabilities today, such as attention to employee needs, ability to listen, 
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emotional balance, flexibility, ability to communicate and collaborate and to overcome 

various contradictions (Raišienė, 2014). All of these described intellectual traits are found 

to exist more commonly in female leaders (Post, 2015).  

2.5.1 Gender stereotypes 

Gender stereotypes are a series of norms that define which behaviours or attributes are 

desirable or acceptable for a specific sex-type according to social culture and 

expectations (Spence & Buckner 2000). Femininity and masculinity are two aspects of 

gender stereotypes. The feminine stereotype became critical to leadership development in 

organizations due to the rapid development of the economy and society, as well as the 

trend of globalization (Eagly & Carlib, 2003; Pande & Ford, 2012). Stereotypical 

femininity thus needs be explored in depth in leadership of organizations. 

Bem’s Sex-Role Inventory (BSRI; Bem, 1974) is the most common instrument for 

assessing gender stereotypes (Kark et al., 2012) and has been used to identify traditional 

feminine or masculine qualities (Donnelly & Twenge, 2016). The BSRI is built on two 

assumptions: (a) Social culture defines the heterogeneous scope of masculinity and 

femininity, and each attribute item in the BSRI is considered more desirable for one sex 

role rather than the other one. (b) Individuals continually adjust their own personality and 

behaviours to match social-culturally defined sex standards to avoid violations. These 

stereotypical items in the BSRI thus result from individuals’ cognitive and motivational 

processing (Bem, 1974; Hogan, 1977). Initially, the BSRI included 60 stereotypical 

items, of which 20 belong to masculine attributes, 20 belong to feminine attributes and 

the remaining 20 items are neutral (see Table 1). In general, masculine attributes tend to 

be more “instrumental” oriented and focused on “getting the job done”, whilst feminine 

attributes are more “expressive” and emphasize “concern for others” (Bem, 1974). These 

items in the BSRI not only show male or female attributes but are also considered as 

being aligned with the preferences of men and women (Zhang & Norvilitis, 2001). Seven 

years later, Bem simplified the BSRI into a 20-item short form (Bem, 1981, Peng, 2006), 

with 10 items each for masculinity and femininity. The short form BSRI is more highly 

recommended because it is conceptually consistent with the long form but has more 

reliable statistical results (Campbell et al., 1997; Hoffman & Borders, 2001; Peng, 2006).  
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The BSRI has been broadly used in multiple cultures and countries. For example, 

Katsurada and Sugihara (1999) tested the BSRI with Japanese college students, and their 

results supported the validity of majority of the items. Maznah and Choo (1986) 

acknowledged the validity of the BSRI in Malaysia culture and found higher reliability. 

Zhang (2001) optimized the short-form BSRI and tested the results in US-American and 

Chinese samples, ultimately retaining 16 items with the most typical attributes for 

masculinity and femininity. Zhang’s modified BSRI is consistent with previous empirical 

research (Ballard-Reisch & Elton, 1992; Campbell et al., 1997; Holt & Ellis, 1998) and is 

suitable for both eastern and western cultures. Based on both the long- and short-form 

BSRI, as well as Zhang’s modified model, it can be concluded that feminine attributes are 

sympathetic, affectionate, warm, gentle, tender, compassionate, understanding and 

sensitive to the needs of others. 

Table 1. Different versions of Bem’s Sex-Role Inventory 

 
 

2.5.2 Communal and relational dimension 

Beginning in the 20th century, numerous scholars have been interested in feminine 

attributes and behaviours and started to study the relationship between stereotypical 

femininity and leadership (Cheng & Lin, 2012; Eagly, 2003; Embry, 2008; Fondas, 1997; 

Helgesen, 1990). Aligned with social role theory, these scholars claimed that stereotypical 

masculinity is strong in agency but weak in communion, whilst stereotypical femininity 

is strong in communion but weak in agency (Bakan, 1966; Eagly et al., 2000; Embry, 

2008; McKee & Sherriffs, 1957; Rosenkrantz et al., 1968; Spence et al., 1975). They also 

Masculine items  Feminine items Masculine items  Feminine items Masculine items  Feminine items
Self-reliant Yielding

Defends own beliefs Cheerful Defends own beliefs
Independent Shy Independent Independent

Athletic Affectionate Affectionate Affectionate
Assertive Flatterable Assertive Assertive

Strong Personality Loyal Strong Personality Strong Personality
Forceful Feminine Forceful Forceful

Analytical Sympathetic Sympathetic Sympathetic
Has leadership abilities Sensitive to the needs of others Has leadership abilities Sensitive to the needs of others Has leadership abilities Sensitive to the needs of others

Willing to take risks Understanding Willing to take risks Understanding Willing to take risks Understanding
Makes decision easily Compassionate Compassionate Compassionate

Self-sufficient Eager to soothe hurt feeling Eager to soothe hurt feeling
Dominant Soft spoken Dominant
Maculine Warm Warm Warm

Willing to take a stand Tender Willing to take a stand Tender Willing to take a stand Tender
Aggressive Gullible Aggressive Aggressive

Acts as a leader Childlike
Individualistic Does not use harsh language
Competitive Love children Love children
Ambitious Gentle Gentle Gentle

Long form (Bem,1974) Short Form (Bem, 1981) Short Form (Zhang, 2001)
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explained the distinction between agency and communion; self-expansion, self-assertion 

and masterly acts belong to “agentic” attributes, while desire for others, care of others 

and accommodating acts are “communal” characteristics (Eagly, 2003; Eagly et al., 2003; 

Embry, 2008). Similarly, masterful, independent, assertive and instrumental competences 

are used to describe agentic behaviours, whilst unselfish, friendly, expressive and concern 

for others are presented as communal behaviours (Eagly et al., 2003; Embry, 2008). 

Meta-analyses conducted by Eagly et al. (2003, 2007) supported that unlike 

stereotypically male leaders who are more agentic, task-oriented and risk-taking, 

stereotypes of female leaders are described as more communal, people-oriented, skilled 

in nurturing and caring. Masculine leadership can thus be roughly aligned to agentic 

leadership while feminine leadership can be treated as communal leadership (Eagly & 

Karau, 2002; Stoker et al., 2012).  

A number of scholars have supported the communal dimension of feminine leadership. 

For example, Gang (2011) claimed that feminine leaders care for team harmony. Post 

(2015) stated that feminine leaders pay more attention to teamwork and collaboration 

than individual self-interest and present a more participative leadership style. Helgesen 

(1990) pointed out that feminine leaders find it easier to foster team’s capability in 

making decisions and innovation. Cheng and Lin (2012) proposed that feminine leaders 

are more skilled in motivating employees with positive emotion to support their work 

enthusiasm and job satisfaction. Communal behaviours such as empowering employees 

or building up a sense of community are more frequently shown by feminine leaders 

(Eagly et al., 2003; Fondas, 1997). Feminine leaders care for subordinates, they make 

subordinates feel they belong to the organization; feminine leaders also invite employees 

into team decisions, encouraging them to have a say in the organization; feminine leaders 

also tend to use a conversational style to solve issues and conflicts (Gang, 2011). Hence, 

contrary to the authoritarian in masculine leadership feminine leadership is more 

communal (Rosener, 1990). 

In addition to communion, femininity is also stereotypically associated with being strong 

in relating to other people. Femininity tends to be more relation oriented than masculinity 

(Cheng & Lin, 2012). According to Helgesin (1996), femininity is less hierarchical, but 
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more focused on “spider-web” relationships and facilitating others’ self-worth. 

Femininity emphasizes empathy, intuition and emotional communication among people 

(Cheng & Lin, 2012; Eagly & Johnson, 1990); it also focuses on sharing responsibilities, 

having lower control but working more collaboratively with others (Eagly & Johnson, 

1990; Loden, 1985). The relational characteristic of femininity has influenced 

organizational leadership. Based on Lipman-Blumen’s study on achieving styles model 

(1983, 1992), relational dimensions are found to be more typical for feminine leaders 

than direct and instrumental dimensions. A number of scholars have supported the 

relational aspect of feminine leadership. For example, Eagly and Johnson (1990) found 

that feminine leaders tend to maintain interpersonal relationships with others (1990). Post 

(2015) claimed feminine leaders are good at communication, and they listen carefully and 

give others opportunities to express themselves (Cundiff & Komarraju, 2008; Eagly, 

2009; Fukushima & Hiraki, 2006; Post, 2015). Feminine leaders are not willing to 

dominate others to solve conflicts (Holt & DeVore, 2005; Post, 2015). Cheng and Lin 

(2012) noted that feminine leaders have greater sensitivity to interpersonal relationships 

in the workplace, and Gang (2011) explained that feminine leaders’ relational behaviours 

not only contain information and value sharing and positive interactions with others, but 

also a win-win sense of relationships and their maintenance in an organization. Therefore, 

empirical research has supported the idea that feminine leadership is more relationship 

oriented than masculine leadership.  

To summarize, feminine leadership manifests more affiliative concerns, social and 

emotional competence, and feminine leaders are more coordinated, participative and 

inclusive, while tending to cooperate with others to solve conflict (Adams & Funk, 2012; 

Bart & McQueen, 2013; Cavallo & Brienza, 2006; Eagly et al., 2003; Eagly & Johnson, 

1990; Groves, 2005; Luxen, 2005; Mandell & Pherwani, 2003; McInerney-Lacombe et 

al., 2008; Post, 2015; Taylor & Hood, 2011; van Emmerik et al., 2010; Zenger & 

Folkman, 2012). One possible reason for both the communal and relational dimensions of 

feminine leadership is that stereotypically women are responsible for taking care of their 

children, spouse and other family members, which requires patience and consideration, as 

well as positive emotional balance to manage interpersonal harmony within family 

(Cheng & Lin, 2012). These communal and relational behaviours not only strengthen 
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team capability and harmony internally, but also improve the relationship with other 

functional teams externally, which makes feminine leaders more competitive in 

organizations (Conlin, 2003; Eagly et al., 2003; Eagly & Carli, 2003; Gerzema & 

D’Antonio, 2013; Heffernan, 2002; Helgesen, 1990; Klotz, 2011; LaVine, 2014; Loden, 

1985; Rosette & Tost, 2010; Sharpe, 2000; Stoker et al., 2012; Vecchio, 2003; Yukl, 

2002).  

2.5.3 Feminine leadership and women’s leadership 

Gender stereotypical differences are derived from social activities and broad societal 

culture, in which gender roles and stereotypes are immersed (Gartzia & Engen, 2012). 

The female gender stereotype is consistent with supportive, caring and considerate 

behaviours because of women’s roles and activities in family and society, whereas the 

male gender stereotype is considered to be more independent, tough, aggressive and 

dominant. Some researchers have found that participants believe stereotypically male 

leadership is more autocratic, task oriented and transactional, but stereotypically female 

leadership is more democratic, relationship oriented and transformational (Eagly & 

Johnson, 1990; Eagly & Schmidt, 2001; Vinkenburg et al., 2011). This diversity mainly 

appears in the “instrumental” dimension of the male stereotype and the “communal” 

dimension in the female stereotype (Cuadrado et al., 2012). Cann and Siegfried’s (1990) 

research supported this consistency between gender stereotypes and leadership styles, 

while the meta-analysis carried out by Eagly and Johnson (1990) confirmed that gender 

stereotype differences exist in leadership. However, the gender difference in leadership is 

another concept that is simply distinguished by whether the leader is a man or a woman 

by sex from a biological perspective. Gender stereotypes in leadership are sometimes 

consistent with gender in leadership, but not in all cases. In contemporary organizations, 

there are female leaders with stereotypically masculine traits, and some male leaders are 

proficient in stereotypically feminine leadership skills. 

Most current research about feminine leadership remains stuck in the sex-type scope, and 

discusses the gender advantages, challenges and opportunities of women’s leadership in 

organizations (e.g. Eagly & Johannesen-Schmidt, 2001; Klenke, 2004; Ryan, 2011; 

Vinkenburg, 2011; Werhane, 2007). These studies are triggered by the lower prevalence 
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of women in leadership positions especially at the executive level (Eagly, 2003; Paustian-

Underdahl, 2014; Vinkenburg, 2011) and are based on the assumption that a leader’s 

leadership styles is consistent with his or her biological sex (Bruckmuller & Branscombe, 

2010; Post, 2015). However, due to the belief in Great Man theory, some early women 

leaders have demonstrated typical masculine leadership features, while some men’s 

leadership tends to a more feminine leadership style to face new challenges. In brief, 

leadership style is not always tied up with the leader’s biological sex.  

A few studies have clarified this distinction. Echiejile’s (1995) study initiated the 

discussion on gender stereotypes in leadership. He categorized gender stereotypical 

leadership into masculine and feminine leadership. Leaders with a masculine leadership 

style were more autocratic and task oriented, and they were skilled in agentic and 

instrumental leadership behaviours, whereas leaders who used a feminine leadership style 

were more participative and interpersonally oriented, and they were proficient in 

communal and expressive leadership behaviours. Embry’s (2008) study made this 

concept much clearer, emphasizing that leadership research should be encouraged to step 

out of the gender box. In her study, leaders’ genders were hidden instead of revealed at 

the beginning of study. The distinction between gender stereotypical leadership and sex-

type leadership made great progress in the development of feminine leadership, because 

research results were purely relevant to leadership itself and avoided impact and bias 

from the gender factor. 

Gender stereotypical leadership is leadership characterized by gender stereotypes. This 

leadership is not inborn but can be learned as a set of capabilities and skills. Feminine 

leadership discussed in this research is stereotypically female leadership out of the gender 

scope, and both men and women can implement it in workplace. Feminine leadership 

presents warmth, empathy, sensitivity, community and an interpersonal orientation. 

Feminine leaders care about employees and are sensitive to subordinates’ needs; they are 

good listeners and communicators and maintain positive relationships internally and 

externally; they are skilled in leading multifunctional cooperation and contribute to a 

harmonious work environment.  
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2.5.4 Feminine leadership and other leaderships 

Transformational leadership 

Transformational leadership may be the people-oriented leadership style most frequently 

discussed at the end of the 20th century (Bass, 1999; Bass & Avolio, 1990), and it is still 

highly praised by some scholars in the 21st century (Braun et al., 2013; Duff, 2013; 

Holden & Raffo, 2014; Zhang et al., 2010). Through individualized consideration 

(emphasizing subordinates’ development), inspirational motivation (communicating 

stimulating visions), intellectual stimulation (encouraging subordinates to think outside of 

box) and idealized influence (acting as a role model), transformational leaders convert 

subordinates’ values into team success (Choudhary et al., 2012; Dierendonck et al., 2014; 

McColl-Kennedy & Anderson, 2005).  

A number of studies have found that female leaders are considered more transformational 

than male leaders (Bass, 2010; Eagly et al., 2003; Embry et al., 2008; Powell, 2004). 

Female leaders more commonly implement transformational leadership strategies (Eagly 

et al., 2003; Stempel et al., 2015). The studies by Stempel et al. (2015) in Germany and 

Kark et al. (2012) in Israel both found that female leaders were evaluated significantly 

highly in some transformational leadership dimensions such as intellectual stimulation, 

idealized influence and individual consideration. Research has explained that these 

behaviours highlighted in transformational leadership are consistent with communal 

behaviours such as care, consideration and support that are emphasized in femininity 

(Eagly et al., 2003; Eagly 2007; Holden & Raffo, 2014; Kark et al., 2012).  

Servant leadership 

Servant leadership may be the style that more than any other leadership approach 

(Patterson, 2003; Stone et al., 2004) centres on subordinates’ needs and growth beyond 

their self-interest (Dierendonck, 2010; Greenleaf, 1977). Serving subordinates is the core 

concept of servant leadership (Dierendonck, 2010; Greenleaf, 1977; Parris & Peachey, 

2012; Stone et al., 2004), which is different from most leadership styles that focus more 

on well-being of organization. Servant-leaders encourage subordinates’ career 

development (empower and develop people); are modest about their own talents and 

achievement, focusing instead on subordinates’ interest and performance (show 
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humility); are transparent and do what they promise (authenticity); understand 

subordinates’ feelings and treat them as who they are (interpersonal acceptance); provide 

service instead of control (stewardship); and act as role models to motivate subordinates 

to behave in the organization’s interest (provide direction; Block, 1993; Conger, 2000; 

Dierendonck, 2010; George, 2000; Luthans & Avolio, 2003; Parris & Peachey, 2012; 

Patterson, 2003; Russell & Stone, 2002; Spears, 1995). 

Like transformational leadership, some behaviours of servant leaders – such as 

empowering and developing subordinates, interpersonal acceptance and stewardship – are 

associated with stereotypical female qualities (Choudhary et al., 2012). For example, 

Barbuto and Gifford (2010) have emphasized that servant leadership contains feminine 

leadership behaviours such as nurturing subordinates. Hogue (2016) found that people 

preferred female leaders to utilize servant leadership more than male leaders. This is not 

only a matter of people’s expectations: Duff (2013) pointed out that female leaders tend 

to use more servant leadership behaviours than their male counterparts. 

Although some people-oriented leadership behaviours are consistent with the communal 

dimension of feminine leadership, these leaderships are not able to take the place of 

feminine leadership due to the new challenges in organizations (Scherer & Palazzo 2008; 

Scherer & Palazzo, 2011). New challenges not only call for leaders to consider how to 

encourage subordinates and optimize internal process, but also require them to maintain a 

network of relationships and facilitate cross-function cooperation. This era calls for a 

win-win approach. Servant leadership may focus too deeply on serving subordinates in 

internal organizations, however, and ignore macroscopic-level relationships (House & 

Aditya, 1997; Osborn et al., 2002; Waldman et al.2006). Transformational leadership 

tends to stimulate employees by delivering magnificent visions and releasing charismatic 

influence but may ignore the microscopic-level relationship. This may be why 

transformational leadership research normally focuses on high-level executives rather 

than mid-level managers (Rainey & Watson, 1996). Unlike servant leadership, feminine 

leaders are masters in managing the complex network of relationships in organizations. 

Compared to transformational leadership, feminine leadership is proficient in detailed 

interpersonal behaviours like sensitivity, sympathy and emotional communication that is 
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necessary in the contemporary business environment calls for equality and respect. 

Feminine leadership is thus a people-oriented and relation-oriented leadership approach 

that consolidates both microscopic and macroscopic perspectives. Feminine leaders not 

only care for and motivate employees but also manage multiple resources and 

relationships, building a harmonious work atmosphere and finally contributing to teams’ 

goal achievement.  

2.6 Chapter Summary 

With the rapid development of the economy and technology and a trend towards 

globalization, organizations are changing (Bass & Riggio, 2006; Barsade & Gibson, 

2007). Leadership needs more communal and relational qualities to overcome cultural 

and geographical conflict, maximize resource efficiency and achieve organizational 

goals. A large number of studies have indicated that this type of leadership is historically 

linked to a feminine style (Eagly & Carli, 2003; Gartzia et al., 2012; Kark, 2004). It has 

been proposed that feminine leaders are more appropriate to the globalization background 

(Werhane, 2007). The development of leadership theory has also passed a milestone 

marking the need for a leadership style that uses a relationship- and motivation-oriented, 

team-based approach. Feminine leadership is the product of the present era. Feminine 

leaders are gentle, warm and sympathetic. They care about and nurture subordinates and 

are sensitive to subordinates’ need. They use interpersonal skills to maintain relationships 

with internal and external teams, contribute to a harmonious and cooperative work 

environment. Following the presentation of the research objective and methods in 

Chapters 3 and 4, respectively, a qualitative study in Chapter 5 will further verify this 

conception of feminine leadership and its dimensions; a scale development study in 

Chapter 6 will create a feminine leadership questionnaire and test its validity and 

reliability; and a quantitative study in Chapter 7 will examine whether feminine 

leadership is an effective approach contributing to team performance in organizations. 
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3 Research Objectives  

3.1 Chapter Overview 

This chapter discusses the positioning of feminine leadership research to address the gap 

between current leadership research and the expectations of organizations. The main 

research objectives are then presented with a brief outline of how these objectives are 

addressed in the different studies. 

3.2 Positioning of Research 

The social and economic environment that organizations rely on is changing dramatically. 

The globalization of the economy and technology are creating both more competition and 

more cooperation. The business environment has become more complex, and the 

development of business organization is facing more uncertainty. At the same time, the 

structure of organizations is becoming flatter, and the major workforce is shifting from 

traditional technical workers to educated talents who have higher expectation on their 

organization and leaders. These internal and external challenges suggest that traditional 

leadership is no longer a good fit, and there has been a new trend towards the 

“feminization of management”. Based on the discussion in Chapter 2, there is no existing 

research has fully explained the model of feminine leadership. The BSRI (Bem, 1974) 

claims that feminine qualities are sympathetic, sensitive, understanding, compassionate, 

warm and gentle. Social role theory (Eagly et al., 2000) highlights that feminine leaders 

are communal, people-oriented, expressive, caring and nurturing. In the achieving style 

model, Lipman-Blumen (1992) emphasized that feminine leaders are relational, 

collaborative, participative, like sharing and maintain win-win relationships. However, all 

these descriptions of femininity in leadership are fragmentary and unstructured. Most 

research still stops at a gender-bonded view of women’s leadership. It is time to provide a 

clear definition of feminine leadership and elucidate its dimensions beyond the gender 

scope. So far, no research has provided a questionnaire to assess feminine leadership, it is 

also necessary to develop a valid and reliable measurement to evaluate feminine 
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leadership and thus facilitate future research. Leadership research normally discusses the 

outcomes of organization or team; for example, the investigation by Schaubroeck and 

Lam (2007) found that transformational leadership influences team performance with the 

mediating effects of team potency and the moderating effects of team power distance and 

collectivism. D’Innocenzo et al. (2016) conducted a meta-analysis to assess the positive 

relationship between shared leadership and team performance and claimed this 

relationship is moderated by sample type and task complexity. Mehra et al. (2006) found 

that certain kinds of decentralized leadership structures are related to better team 

performance compared to others, with the explanation that a distributed leadership 

structure can have important implications for team performance. However, to date no 

research has discussed the mechanisms for how feminine leadership influences team 

performance. Clarifying the relationship between feminine leadership and team 

performance, discussing the mediation effects and exploring the boundary conditions 

form another focus in this paper.  

3.3 Main Research Objectives 

3.3.1 Research objective 1 

To explore what feminine leadership is, develop a definition and clarify its 

dimensions. 

As discussed in Chapter 2, researchers are interested in feminine qualities and strengths, 

and a number of studies have explored the relationship between the feminine stereotype 

and leadership (Cheng & Lin, 2012; Eagly, 2003; Fondas, 1997; Helgesen, 1990). In their 

empirical research, Holden and Raffo (2014) found that some effective leadership 

behaviours (e.g. communal, interactive and empowering) are aligned with femininity. 

Lipman-Blumen (1992) highlighted that these successful leaders are helpful and 

nurturing, and their behaviours are associated with the traditional female role. Stoker et 

al. (2012) clarified that women are expected to engender characteristics like warmth, 

modesty and sensitivity, and their leadership is considered to be more people-oriented. In 

a literature review, Duff (1992) mentioned that women are more likely to engage in 

people-focused leadership, and such approaches are theoretically and empirically better 
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fit to female leaders. The survey by Cuadrado et al. (2012) based on 226 participants 

within 35 work teams verified that subordinates view female leaders as more effective in 

considerateness and satisfying team members’ needs. Cheng and Lin (2012) noted that 

female leaders display great sensitivity to interpersonal relationships and tend to focus on 

caring and nurturing; female leaders are likely to show relationship-oriented leadership 

approaches. In the meta-analysis, Donnelly and Twenge (2016) supported the notion that 

feminine leadership scales contain the stereotypical female qualities shown in the BSRI, 

such as gentleness and warmth. Although these studies discuss several conceptions of 

feminine leadership, they do not clearly conceptualize what feminine leadership is. 

Most feminine leadership research still stops at women’s leadership which is bound by 

biological gender and differs from feminine leadership which can be adopted by both 

genders. For example, Ward et al. (2010) stated that the change of women’s social roles 

led to the development of “alpha women”; they designed a measurement to select alpha 

women who are “destined” to be leaders. Flabbi et al. (2019) explained how female 

executives influence the proportion of female workers and their wages and claimed that 

female executives improve the productivity of female workers. Emmerik et al. (2010) 

confirmed that a higher gender ratio of female managers was positively associated with 

consideration and negatively related to initiating structure. Born et al. (2018) observed 

that female leaders in male-dominated environments are less confident and less 

influential in their relative performance, which was caused when female leaders were 

randomly assigned to male majority teams. An analysis (Strøm et al., 2014) based on 329 

institutions in 73 countries cover the years 1998–2008 investigated the relationship 

between women’s leadership and team performance in microfinance institutions; it 

concluded that women’s leadership was significantly associated with younger firms, 

larger boards and more female clientele and positively contributed to organization 

performance. These studies seem to treat female gender as the key factor influencing 

these outcomes, but ignore the causal relationships are based on the stereotypical 

feminine qualities underpinning female leaders. It is time to jump out of the gender scope 

to extract what kind of qualities and behaviours those feminine leaders use to play a great 

part in enhancing the performance of their organization or team. 
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Based on this discussion, the trends in organization transformation and the globalization 

of the economy and technology call for the feminization of leadership, and stereotypical 

feminine qualities have become an advantage in leadership to face these challenges, but 

currently no research has clearly defined what feminine leadership is. Therefore, 

Objective 1 of this research addresses this problem of conceptualizing feminine 

leadership and examining its structure to fill in gaps in the research on feminine 

leadership. Research objective 1 is addressed in Study 1. 

3.3.2 Research objective 2 

To develop a feminine leadership questionnaire with high validity and reliability.  

Despite previous intense discussion of feminine leadership in organizations, there is no 

widely accepted assessment measure for feminine leadership. The development of a 

feminine leadership questionnaire will refine feminine leadership theory and facilitate 

future research on the topic. Hence, Objective 2 of this research is to implement a scale 

development study to finalize a feminine leadership questionnaire. Following the 

suggestions of Hinkin (1998), scale development is organized into four steps: item 

generation, test of content validity, evaluation of construct validity and reliability, and 

examination of discriminant and predictive validity. This study generates scale items 

based on the literature review and interview feedback from Study 1, then conducts a 

content validity test to improve scale items for better fit. Exploratory factor analysis 

(EFA) through Statistical Product and Service Solutions (SPSS) software is used to 

examine the validity and reliability of construct. The EFA test fine-tunes the 

questionnaire scales for better reliability and validity than the initial instrument. 

Confirmatory factor analysis (CFA) with structural equation modelling (SEM) is also 

implemented to confirm the factor model for feminine leadership. The final scales 

provide evidence for whether the feminine leadership questionnaire is in line with 

feminine leadership theory. Research objective 2 is addressed in Study 2. 

3.3.3 Research objective 3 

To examine the underlying mechanisms for how feminine leadership influences team 

performance. 



47 
 
 

It has been claimed that stereotypically feminine qualities are a great advantage for 

leadership and that feminine leadership can facilitate positive team performance (Eagly & 

Carli, 2003; Gartzia et al., 2012; Kark, 2004; Werhane, 2007). Chen et al. (2007) 

emphasized that team-based organizations require leaders to lead teams as a whole 

instead of individuals, while female leaders have the strength in leading groups or 

communities (Helgesen, 1990). Similarly, Eagly (2007) mentioned that feminine leaders 

have the right combination of leadership skills to manifest outstanding performance in 

contemporary organizations. Burke (2006) confirmed that person-oriented leadership 

accounts for greater team effectiveness than task-oriented leadership. The study by Hiller 

et al. (2006) highlighted the fact that relationship-oriented behaviours consistently 

facilitate team performance. Because feminine leadership focuses on communal and 

relational skills, there might be a positive relationship between feminine leadership and 

team performance. Examining this direct relationship is one of the objectives of this 

research. This study will also investigate the indirect influence of moderators and 

mediators in this relationship. Moderators are critical for understanding and refining 

causal relationships (Wu & Zumbo, 2007). Contextual moderators are widely discussed 

in the link between leadership and team performance (Chuttipattana et al., 2011; 

Paustian-Underdahl et al., 2014). Researchers often go beyond the simple bivariate 

relationship and explore what alters the magnitude or direction of the relationship 

(Frazier et al., 2004; Rose et al., 2004). Objective 3 of this research is thus to investigate 

the mechanisms for how feminine leadership influences team performance and to clarify 

the mediation effects and boundary conditions. Research objective 3 is addressed in 

Study 3. 

3.4 Chapter Summary  

This chapter introduced the positioning of this research and stated the three main research 

objectives. The research objectives will be empirically investigated in the three main 

studies in Chapter 5, Chapter 6 and Chapter 7. The next chapter presents the general 

methodology for all the studies and discusses the philosophical assumptions and ethical 

considerations that guide this empirical research.   
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4 Methodology  

4.1 Chapter Overview 

The mixed-methods is attractive but challenging, and people need to learn to overcome 

the barriers to employing this approach in practice (Zachariadis et al., 2010). This chapter 

starts by exploring the epistemological assumptions underlying this methodology and 

highlights critical realism as the theoretical foundation for a mixed-methods approach to 

feminine leadership research. It also introduces the conception, strengths and weaknesses 

of a mixed methodology and how to use it to achieve different research objectives. 

Finally, this chapter summarizes the ethical consideration for three studies. 

4.2 Epistemological Assumptions 

This section discusses the epistemological assumptions underlying the methodology for 

this research on feminine leadership and briefly considers how the epistemological view 

influenced the research design. Scholars (e.g. Johnson & Duberley, 2003; Kuhn, 1970) 

have already claimed that epistemological assumptions are critical for understanding 

research objectives and methods and interpreting findings. In both ontology and 

epistemology, traditional dichotomies between objectivism and subjectivism separate the 

positivist and interpretivist paradigms. The incommensurability caused by the distinct 

worldviews of the various philosophical paradigms make the relevant methodologies 

seem incompatible (Zachariadis et al., 2010). It has therefore been suggested to explore 

the philosophical differences between positivism and interpretivism to find the 

epistemological assumptions supporting the practice of multi-methodology (Zachariadis 

et al., 2010). In the spirit of pluralism, there are already philosophies used as the 

foundation for a mixed methodology. However, the recent academic literature has 

suggested that critical realism is the most relevant epistemological assumption for 

adopting mixed methods (Zachariadis et al., 2010).  

Critical realism is often seen as a middle way from empiricism and positivism to 
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antinaturalism or interpretivism, and it is treated as a more sophisticated realist 

philosophy (Zachariadis et al., 2010). The essence of epistemology is the 

conceptualization of reality and the nature of knowledge. Critical realism emphasizes that 

the world exists independently from what we think about, acknowledges the fallibility of 

knowledge and the possibility of getting things wrong (Zachariadis et al., 2010). Critical 

realism distinguishes between knowledge of transitive and intransitive objects (Bhaskar, 

1998). Intransitive objects knowledge do not depend on human activity, while transitive 

objects knowledge is fashioned from artificial objects by contemporary science (Bhaskar, 

1998). An important characteristic of critical realism is its focus on an extensive variety 

of research methods instead of a single approach. Critical realism is unique because its 

stratified ontology allows the combination of qualitative and quantitative methods 

(Zachariadis et al., 2010). Ron (2007) has argued that critical realism can narrow the gap 

between the statistics in a textbook and the practice conducted. Downward and Mearman 

(2002) have encouraged the use of additional research methods to uncover the 

mechanisms behind processes in addition to the current approach. This paper is in favour 

of mixed methods research and proposes critical realism as the underlying philosophy for 

all studies that combine qualitative and quantitative methods. 

4.3 Mixed Methods 

The use of mixed methods was a convergence of quantitative and qualitative approaches 

in social science (Creswell, 2010; Ostlund et al., 2011) and was treated a “third 

methodological movement” beyond the quantitative and qualitative methodologies 

(Tashakkori & Teddlie, 2003). Initially, scholars noted that the use of mixed methods 

(Greene et al., 1989) is a multiple approach consolidating seeing and hearing and 

suggested using at least one quantitative method to collect numbers and one qualitative 

method to collect words. Tashakkori and Teddlie (1998) extended the conception of 

mixed from a method to a methodology with the claim that mixed methods are 

quantitative and qualitative methodologies merged in all phases of research rather than 

two methods scrambled up. They then optimized the definition of mixed methods as a 

combining means from both quantitative and qualitative perspectives to collect data and 
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report findings (Tashakkori & Teddlie, 2003). Creswell and Clark (2007) explained 

mixed methods as a research design covering both inquiry methods and philosophical 

assumptions and proposed conducting both qualitative and quantitative methodologies in 

the study process and also collecting and analysing quantitative and qualitative data using 

multiple methods. 

Mixed methods have been broadly used in numerous studies for different purposes. For 

example, Mak and Marshall (2004) started with interview to finalize the content and 

structure of a questionnaire, and then conducted a survey to verify whether the interview 

results could be generalized to a large population. Classen (2007) utilized both 

quantitative and qualitative methods to test similar content and to check whether the 

results were consistent to ensure study reliability. Igo et al. (2008) started with a 

quantitative experiment, then conducted interviews to further analyse and explain the 

findings of the previous quantitative study. Another successful case for mixed methods is 

a long-term study conducted by Farmer and Knapp in 2008. They interviewed people to 

collect the perspectives of participants to determine the questions; they then implemented 

a survey with the questionnaire developed through the interviews to measure the 

difference before and after their programme. Finally, they conducted the interview again 

to further understand and explain the reasons.  

In the social sciences, any method cannot be used in isolation to explain social 

phenomena (Lukes, 1968; Udehn, 2002); every method has strengths and weaknesses, 

advantages and disadvantages. This is especially true in complex research on human 

behaviours and psychologies, such as leadership and innovation (Abowitz & Toole, 

2010). It is therefore necessary to aggregate the advantages of quantitative and qualitative 

methods in seeking rules and explaining social phenomena. A mixed methods approach is 

able to discuss the similarities and differences in all aspects of a particular phenomenon 

(Bernardi et al., 2007; Ostlund et al., 2011). If these premises are correct, mixed methods 

– especially the combination of quantitative and qualitative techniques such as surveys 

and interviews, statistical analysis and case study – help to balance the strengths and 

weaknesses of research result. Hence, from a purpose perspective, mixed methods play 

an important role in research initiation, study corroboration, test complementarity and 
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content expansion, while from a structural perspective, either one study accounts for a 

small portion that complements the main study, or both studies have a similar weight to 

clarify different topics or to support mutual verification to strength research reliability 

(Creswell & Clark, 2010).  

Although mixed methods are a valid and reliable research methodology in complicated 

social studies as discussed above, there are still challenges that need to be addressed. 

Researchers must have the capabilities or skills to conduct both quantitative and 

qualitative studies; they must have sufficient resources to collect data and enough time to 

analyse and report the findings from both qualitative and quantitative perspectives. The 

mixed methods should, in particular, be well organized to reduce method bias to promote 

study reliability (Creswell & Clark, 2010). In brief, researchers might spend more time, 

money and energy pursuing a mixed methods approach compared to what they might 

expend using a single methodology (Abowitz & Toole, 2010). 

This research used quantitative and qualitative methods to explore different research 

objectives. Through in-depth interviews, this study conceptualized feminine leadership to 

achieve Research Objective 1. By the survey method, this study developed a feminine 

leadership questionnaire, tested its validity and reliability, and examined how feminine 

leadership plays a role in team performance to achieve Research Objectives 2 and 3. In 

terms of relative weight, about 70% followed quantitative method and 30% followed 

qualitative method per chapters. 

Another reason on choosing mixed methods for this topic was to make good use of the 

advantages of the quantitative method in extracting generalities and of qualitative 

methods for in-depth excavation. For example, it is easier to use questionnaires with 

multiple sources to find rules about the influence of leadership on team performance and 

verify distinctions with other leadership styles, while it is easier to summarize feminine 

attributes and understand boundary conditions based on in-depth interviews. 

Implementation of mixed methods also helped to double check the conception of 

feminine leadership to balance strengths and weaknesses in the research process 

(Abowitz & Toole, 2010, Fellows & Liu, 2008).  
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4.4 Ethical Considerations 

All qualitative and quantitative studies were in accordance with the ethical principles 

underlying the Policy on the Ethical Involvement of Human Participants in Research 

(2016) and the Code of Good Research Conduct (2020) at Manchester University, and 

were also in compliance with the Data Protection Act (DPA) 2018 and the General Data 

Protection Regulation (GDPR). Ethical applications were submitted via the University’s 

Ethical Review Manager (ERM) and the Ethics Committee of Alliance Manchester 

Business School granted ethical approval before study implementation.  

Participation was voluntary. The people who took part were given a participant 

information sheet (PIS) to keep and were asked to sign a consent agreement before the 

interview and survey. The PIS and consent form were sent in email invitations, so that 

participants had access to the information before they completed the interview and 

survey. The email invitation was sent one week ahead, so participant had enough time to 

read through the details and contact the researcher if they have any questions before 

making a decision. During the interview, participants were told that all the information 

they provided would be kept confidential, and they had the right to refuse to answer 

questions if they had any privacy concerns. In the online questionnaire, the consent form 

was also displayed to participants as the first page of the survey, so they were not able to 

input answers unless they provided consent. Participants could withdraw without giving a 

reason before finally submitting the survey if they did not feel comfortable about any of 

the questions. 

Information was collected and kept safely. Both interviews and surveys were conducted 

in accordance with relevant data protection laws. Data were collected either by the author 

herself or via a professional survey platform. Data were stocked in an authorized server; 

the University of Manchester is the Data Controller for this project. Participation in the 

study was confidential, and data could only be accessed by the research team. 

Anonymized and team identifiable data were not stored longer than necessary, and all 

personal information were removed after data analysis. All data dissemination will be 

anonymous and will not contain any information that might allow identification of 
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individuals. 

4.5 Chapter Summary 

This chapter discussed the methodology of this feminine leadership research and 

introduced the ethical consideration for all three studies. The paradigm of critical realism 

and mixed methods were used in this research. It was clarified that critical realism 

provides the epistemological foundation for this programme due to its stratified ontology 

that allows the combination of qualitative and quantitative methods. Both the strengths 

and the weakness of mixed methods were discussed. Considering the exploratory 

purpose, an in-depth interview was implemented to capture the definition and dimensions 

of feminine leadership to achieve Research Objective 1. After clarifying the structure of 

feminine leadership, this research conducted a survey to test the validity and reliability of 

the feminine leadership questionnaire and finalize scale development to achieve Research 

Objective 2. Through the main survey with a large sample, this paper tested hypotheses 

and examined the relationship between feminine leadership and team performance in 

organizations to achieve Research Objective 3. Ethical consideration such as 

participation, information storage and ethical approval were addressed.  
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5 The Theory of Feminine Leadership 

5.1 Chapter Overview 

The advantages of femininity have frequently been discussed in organizations, and there 

has been a certain trend towards the “feminization of management”. This chapter sheds 

light on this phenomenon and explores the conception of feminine leadership and its 

structure. Through 29 interviews with managers and their subordinates in China, 

feminine leadership was conceptualized as a style of leadership stereotypically 

representing femininity and showing relational and communal behaviours. The study 

results also provided some sub-scale items for the scale development on feminine 

leadership in Chapter 6. The findings from the interview also suggested that feminine 

leadership positively contributes to team outcomes and suggested a conceptual model 

relating feminine leadership and team performance for the quantitative study in Chapter 

7. 

5.2 Research Questions 

5.2.1 Feminine leadership 

The conception of femininity can be traced back to the 1300s. The word “femininity” was 

first recorded in English by the poet Geoffrey Chaucer around 1380 (Simpson, 1989), and 

during that time it was bound to biological gender. In 1949, French intellectual and 

feminist Simone de Beauvoir published the theory of The Second Sex, and claimed that 

someone is not born but rather becomes a woman. The sociologist Erving Goffman 

(1959) and the philosopher Judith Butler (1990), in particular, have clarified that 

femininity may not be inherent but is rather socially defined as a set of practices and traits 

(Milestone, 2011). Influenced by Simone de Beauvoir, second-wave feminists, who 

emerged during the early 1960s in the United States and then spread to the whole western 

world, believed the concept of femininity is culturally constructed; for example, 

tenderness has been culturally assigned as a feminine trait (Hollows, 2000; Millett, 1970). 
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At present, although the characteristics of femininity have not been universally identical, 

some common traits, like gentleness, empathy, compassion, sensitivity, carefulness and 

nurturance, have been frequently cited as feminine qualities (Murray, 2000; Worell, 

2001). Distinct from biological female sex, femininity has developed into a set of 

attributes and behaviours socially associated with the stereotypical female gender 

(Dunphy, 2000; Martin & Finn, 2010; Wijngaard, 1997); both males and females can 

exhibit feminine qualities. The BSRI (Bem, 1974) is the most popular instrument 

measuring stereotypical gender attributes (Kark et al., 2012). It identifies and tests 

whether an individual has stereotypical masculine or feminine qualities (Donnelly & 

Twenge, 2016). According to the original BSRI and its later improvement, feminine 

qualities are described as affectionate, sympathetic, sensitive, understanding, 

compassionate, warm, tender and gentle.  

These stereotypical feminine attributes can be demonstrated by leaders in specific ways, 

such as by caring for and nurturing subordinates (Eagly & Karau 2002; Stoker et al., 

2012), being sensitive to subordinates’ needs (Loden, 1985; Rafaeli & Worline, 2001), 

being good listeners and communicators (Fondas, 1997; Cheng & Lin, 2012), creating 

harmonious work environment (Helgese, 1990; Gang, 2011), demonstrating coordination 

capability in multifunctional cooperation (Eagly & Johannesen-Schmidt, 2001; Gabriel & 

Gardner, 1999; Post, 2015) and maintaining good relationships with other organizations 

(Lipman-Blumen et al., 1983). However, these descriptions of femininity in leadership 

are fragmentary and unstructured, and some discussions remain in the scope of leadership 

of women, which is related to biological gender and differs from femininity as a construct 

that can be adopted by both genders. Previous chapters have emphasized the trend in 

economic and technological development (e.g. more knowledgeable employees 

participation and knowledge sharing) and globalization (e.g. an increase in teamwork and 

external collaboration), so addressing the clear conceptualization of feminine leadership 

has become critical. 

Research Question 1: What is the conceptualization of feminine leadership? 

One purpose of this study is to explore the dimensions of feminine leadership to improve 
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and empirically anchor the definition that the author proposed per literature review: 

feminine leadership is a kind of leadership characterized by female stereotypes – a 

communal (people-oriented) and relational (relation-oriented) leadership style. 

Meanwhile, this study gathered data on the appearance of feminine leadership in a real 

workplace to develop measurement items in the following scale development study in 

Chapter 6. 

5.2.2 Team performance and feminine leadership 

A team is a group of individuals who share responsibility and outcomes but are 

interdependent in goals and tasks (Cohen & Bailey, 1997). Team performance is defined 

as the extent to which a team meets expectation or accomplishes its goals: it is the 

cumulative performance and contributions of team members. Guzzo and Dickson (1996) 

have clarified that team performance includes both the outputs produced by team 

members together and the team’s ability to perform effectively. 

Chen et al. (2007) have emphasized that team-based structures require leaders to lead 

teams as a whole instead of leading the individual team members. A number of research 

have claimed that feminine attributes and skills are a large advantage in leadership, and 

feminine leaders were evaluated more favourably in terms of team-level performance 

(Eagly & Carli, 2003; Gartzia et al., 2012; Helgesen, 1990; Kark, 2004; Werhane, 2007). 

Eagly (2007) mentioned that in contemporary culture feminine leaders have the right 

combination of leadership skills and manifest outstanding performance. Research 

conducted by Burke (2006) has found that person-oriented leadership accounts for greater 

team effectiveness compared to task-oriented leadership. In addition to people-oriented 

behaviour, relation-oriented behaviour like collaborating as a group of individuals 

(Lipman-Blumen, 1992) towards organizational goals is positively linked to team 

performance (Hiller et al., 2006). As feminine leadership emphasizes communal and 

relational skills, it is expected that it would have a positive influence on team 

performance. Hence, another purpose of this study is to investigate the relationship 

between feminine leadership and team performance and explore the underlying 

mechanisms. 
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Research Question 2: How does feminine leadership influence team performance? 

In previous studies (e.g. Paustian-Underdahl et al., 2014; Post, 2015), whether gender is a 

factor that affects the strength of the relationship between leadership and team 

performance has been broadly discussed. Gender roles are the social expectations of 

women’s and men’s behaviours and stipulate what individuals should and should not do 

(Eagly & Karau, 2002; Hogue, 2016). Based on role congruity theory (RCT), people are 

likely to prefer those individuals who behave consistently with gender roles. People 

might think it is more efficient when female leaders implement a leadership approach that 

holds traditional feminine qualities (Eagly & Karau, 2002). A meta-analysis conducted by 

van Engen and Willemsen (2004) found that female leader display more transformational 

leadership than male leaders, and such female leaders created more effective teams 

(Eagly et al., 2003). Eagly’s meta-analyses (1992, 1995) reported that if a female leader 

used a masculine management style, she was perceived as less effective than a male 

leader who used a masculine leadership style, and less effective than a female leader who 

used a feminine leadership style. Accordingly, it is proposed that a leader’s gender might 

be an important factor influencing the effectiveness of feminine leadership. 

In addition to leader gender, some studies have treated the gender composition of the 

organization as an important factor for leadership effectiveness (Baugh & Graen, 1997; 

Born et al., 2020; Neubert, 1999). RCT claims that leader gender bias is not only affected 

by the target leader’s gender but also by the perceiver’s gender or the perceiver’s sexist 

attitudes (Eagly & Carli, 2003). Eagly (1992) has argued that female leaders are 

considered less favourably when they were working in a male-dominated field but were 

rated equally by men in fields that were not male dominated. To judge if an organization 

is male or female dominated could calculate the gender composition of the organization. 

Eagly explained that the difficulty for women in male-dominated environments is due to 

women suffering prejudicial evaluations about their leadership in an employment context 

dependent on sex-homophilous networks where men constitute the majority (Eagly, 1992; 

Eagly & Carli, 2003; Smith et al., 2014). The phenomenon is also supported by a same-

sex preference among subordinates (Boyce & Herd, 2003; Rudman & Goodwin, 2004). 

For example, research has indicated that same-sex relationships create more trust and 
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psychological support than cross-sex relationships (Kark et al., 2012; Ragins, 1997; 

Thomas, 1990). Therefore, it is suggested that the gender composition of the organization 

might be an important factor influences feminine leadership effectiveness.  

As an important moderator, power distance has been frequently discussed in leadership 

research. Power distance is the extent to which a community accepts authority, difference 

and privilege (Li et al., 2020). In a high power distance environment, power and 

information are unequally distributed (House et al., 2004). Based on the research by 

Earley (1999), team members have greater respect for authority in a high power distance 

environment, so team members are more easily influenced by leadership. Similarly, 

Zhang and Liao (2015) found that power distance moderates the relationships between 

supervision and subordinates’ performance. In a meta-analysis, Li et al. (2020) found that 

power distance positively moderates the relationship between authentic leadership and 

employee engagement. Initially they proposed that a high power distance setting may 

reduce leadership effectiveness because leadership components like support, trust and 

motivation, may be congruent with a low power distance environment; however, during 

study they found that team performance was actually more strongly positive in a high 

power distance environment (Rabl et al., 2014; Li et al., 2020). Hence, it is proposed that 

power distance might be a significant boundary condition link feminine leadership and 

team performance. 

Will leader gender, organization gender composition and power distance affect the 

relationship between feminine leadership and team performance? Are there any other 

factors that previous research has missed?  

Question 3: What are the boundary conditions for feminine leadership? 

To summarize, the study in this chapter aimed, first, to collect the characteristics and 

appearance of feminine leadership in real workplaces to conceptualize feminine 

leadership (Research question 1). These subscale items from this qualitative study will be 

used for scale development of feminine leadership in Chapter 6. Second, another purpose 

of this study was to investigate the relationship between feminine leadership and team 

performance (Research question 2) and explore potential boundary conditions (Research 
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question 3). These findings will be used to form a conceptual model linking feminine 

leadership and team performance, then this model will be empirically tested in Chapter 7. 

5.3 Method 

To understand people’s feelings, values and perceptions that describe the behaviours of 

feminine leaders and to explore the influence of feminine leadership on team outcomes, 

this study introduced a qualitative interview. A qualitative method provides insights and 

understanding of a phenomenon or problem. It can help researcher gain an in-depth 

understanding of human emotions, behaviours, experiences, attitudes and intentions to 

generate hypotheses for later research (Ahmad et al., 2019). To maximize the validity of 

responses and meet the exploratory purpose at an early stage, 29 separate tape-recorded 

semi-structured interviews with open-ended questions were conducted in this feminine 

leadership research.  

To address these research questions and achieve the research objectives, a template 

analysis method was used in data collection and analysis. Template analysis is one form 

of thematic analysis using hierarchical coding with a relatively high level of structure to 

analyse textual data (Brooks et al., 2014). It is an effective qualitative analysis approach 

to explore new phenomena or develop new insights into existing theoretical perspectives 

(Cassell & Symon, 2004). Compared to other analysis methods, template analysis may 

offer a more flexible technique allowing different epistemological and methodological 

perspectives, tailoring the approach to different researcher requirements and defining 

themes ahead of the analysis (Brooks et al., 2014). As Cassell and Symon (2004) 

emphasized, one of the advantages of template analysis is that it is more flexible with 

fewer procedure restrictions, and another advantage is that it is more conducive to 

researchers who have a contextual constructivist stance. 

5.3.1 Sampling 

In total, 29 participants across multiple industries – including information technology, 

semi-conductors, electronics, finance and manufacturing – participated in-depth semi-

structured interviews. A snowball sampling technique was used. First, the author invited 
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leaders and subordinates to participate in these interviews based on her personal network. 

The author then asked the interviewees to recommend other people who might be 

interested in this study. Individuals in both positions of leadership and subordinates were 

interviewed, and leaders ranged from middle managers to senior executives; details are 

shown in Table 2. All interviewees are Chinese. Among the participants, 17 are people 

managers (subordinate quantity: min=3, mean=71, max=500) and 12 are subordinates. 

There are 26 interviewees in transnational companies, 2 are in privately owned 

companies and 1 in state owned enterprise. 18 participants are male, 11 are female, and 

their working experience ranges from 8 years to 29 years (mean=15), and their average 

tenure in current job is 5 years (min=1, max=19). Interviewees had a variety of job 

backgrounds including operation, engineering, human resource, information technology, 

research & development, finance and procurement.  

Table 2. Interviewees’ basic information 

 

5.3.2 Interview and data collection 

All interviewees read the PIS and signed the consent form for Alliance Manchester 

Business School. Participants were also reminded during the interview that all the 

information they provided would be kept confidentially, and they had the right to refuse 

No. Interview Date Method Interviewee Title
People Manager 
or Subordinates

Gender
Total 

Experience 
(years)

Tenure in 
current job 

(years)

Subordinate 
quantity (including 
direct and indirect)

Women vs. Men Organization
Organization 

type

Organizati
on History 

(years)

1 Dec.17, 2016 Telephone Director People Manager Male 18 5 8 6 vs.2 A Transnational 33
2 Feb.11, 2017 Telephone Asia Operation Director People Manager Male 23 3 13 11 vs. 2 B Privately owned 17
3 Feb.13, 2017 Face to Face Commodity Manager Subordinate Male 10 1 0 / C Transnational 29
4 Feb.14, 2017 Telephone Vice President, Operations People Manager Male 20 5 200 120 vs. 80 D Transnational 16
5 Feb.15, 2017 Telephone Director People Manager Male 16 2 20 10 vs. 10 E Transnational 17
6 Feb.16, 2017 Face to Face Procurement Manager People Manager Female 11 3 7 2 vs.5 F Transnational 29
7 Feb.17, 2017 Telephone Vice President People Manager Male 18 13 161 97 vs. 64 G Transnational 17
8 Feb.20, 2017 Face to Face Senior Buyer Subordinate Male 13 4 0 / F Transnational 29
9 Feb.21, 2017 Face to Face Senior Buyer Subordinate Female 11 3 0 / F Transnational 29

10 Feb.22, 2017 Face to Face Senior Engineer Subordinate Male 15 5 0 / H Transnational 21
11 Feb.22, 2017 Telephone Sales Manager Subordinate Male 20 3 0 / I Transnational 15
12 Mar.11, 2017 Telephone Engineer Manager People Manager Male 15 6 5 2 vs. 3 H Transnational 21
13 Mar.12, 2017 Telephone Engineer Manager People Manager Female 21 10 6 1 vs. 5 H Transnational 21
14 Mar.18, 2017 Telephone HR Manager People Manager Female 17 5 4 4 vs. 0 J Transnational 11
15 Mar.19, 2017 Telephone HR Manager People Manager Female 12 2 3 2 vs. 1 K Transnational 16
16 Mar. 25, 2017 Telephone Senior Engineer Subordinate Male 8 3 0 / H Transnational 21
17 Mar.26, 2017 Telephone Senior Engineer Subordinate Male 11 6 0 / H Transnational 21
18 Apr.8, 2017 Telephone Senior Engineer Subordinate Female 12 4 0 / L Transnational 21
19 Apr.15, 2017 Telephone Senior Buyer Subordinate Female 14 5 0 / M Transnational 21
20 Apr.20, 2017 Telephone Chief Finance Officer People Manager Male 29 6 230 207 vs. 23 N Transnational 107
21 Apr.21, 2017 Face to Face Legal consult Subordinate Male 8 3 0 / F Transnational 29
22 Apr.21, 2017 Telephone Vice President People Manager Male 21 19 500 200 vs. 300 O Transnational 47
23 Apr.22, 2017 Telephone Logistics Manager People Manager Female 20 10 12 9 vs. 3 P Transnational 19
24 Apr.24, 2017 Face to Face Senior technology architect People Manager Male 15 4 5 1 vs. 4 Q Transnational 14
25 Apr.29, 2017 Telephone RND Director People Manager Male 23 9 15 4 vs. 11 R Transnational 18
26 May.3, 2017 Telephone Vice President People Manager Female 10 2 7 2 vs.5 S State owned 11
27 May.8, 2017 Telephone Chief Finance Officer People Manager Female 11 4 8 6 vs.2 T Privately owned 12
28 May.13, 2017 Telephone Commodity Manager Subordinate Female 9 2 0 / F Transnational 29
29 May.20, 2017 Telephone Commodity Manager Subordinate Male 15 4 0 / F Transnational 29
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to answer any question if they had any privacy concerns. 

The author interviewed all 29 participants herself, and each interview lasted from 30 to 

60 minutes. The interview guide is shown in Appendix 1. Among the interviews, seven 

participants were interviewed face to face, and all others were over the telephone based 

on their preference. The author began each interview by providing a brief introduction on 

feminine leadership to ensure respondents understood the questions clearly. The author 

then asked participants to share their experiences or stories about feminine leadership. 

Through the first question, the author collected their perspectives about the characteristics 

and behaviours of feminine leaders in a real workplace. The author tried to understand the 

relationship between this leadership style and team outcomes by asking the second 

question about the team reaction towards feminine leadership. The author then inquired 

about the reason why participants thought this leadership is effective/ineffective for team 

outcomes to understand possible mechanisms in this relationship. The author also asked 

in what situations feminine leadership was effective or ineffective to explore boundary 

conditions. Accordingly, the author could identify influencing factors that might be 

ignored in the literature. All interviews were voice-recorded with the participants’ 

permission. After each interview, the author listened to the tapes several times to ensure 

all relevant data were captured; the interview recordings were then transcribed. 

5.3.3 Data analysis and content coding 

As the purpose of this study was to form the theory of feminine leadership and explore its 

relationship with team performance, template analysis was used to list codes (template) 

representing themes to interpret the data (Cassell & Symon, 2004). Interview data were 

summarized and analysed in two stages: first, developing the template and second, 

interpreting and presenting the template analysis. Table 3 shows the template developed 

based on the research questions and literature review. According to the template, 

transcripts were classified and annotated with codes; the data in similar themes were 

pulled together, and different interviews and different parts of individual interviews were 

analysed and compared. Hierarchical coding was conducted by clustering groups of 

similar codes together to generate higher-order codes. To reduce potential bias in 

interpretation, the author invited two of her colleagues who had not attended the 
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interview to cross-check the classification and coding list and finish interpreting together. 

Disagreements were discussed until resolved (Dutton et al., 1997; Milliken et al., 2003; 

Rowley, 2012). 

Table 3. Template for coding analysis 

 
 

5.4 Findings 

Interviews were conducted in Chinese, and quotes have been translated by the author and 

verified by the two bilingual colleagues who assisted in checking the template codes. All 

of the participants (100%) mentioned that feminine leaders exist in their current 

workplaces. They mentioned either their own feminine leadership or those of their 

colleagues. The interview feedback supported the idea that feminine leadership is a 

relevant leadership style in organizations. With the exception of four participants, all of 

the other interviewees noted that they favoured feminine leadership and perceived it as an 

effective leadership approach. The findings are reported in more depth around the three 

research questions as below. A discussion about feminine leadership identification, 

implications, study limitations and future research are provided. 

1. The identification of feminine leadership
(1) Characteristics
(2) Behaviors
(3) Sub-dimensions

2. Feminine leadership and team performance
(1) Team outcomes
(2) The relation with team performance
(3) The mechanism

3. The factors influence the relationship between feminine leadership and team performance
(1) Gender
(2) Employee characteristics
(3) Work nature
(4) Organization culture
(5) Others
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5.4.1 Research Question 1 

What is the conceptualization of feminine leadership ? 

Preliminary discussions in this study suggested that feminine leadership is characterized 

by female stereotypes. Referring to Research Question 1, interviewees described 

feminine leaders as gentle, sympathetic, warm and sensitive to others’ feeling. 

“He is very gentle and modest. He is also so warm and patient, and I never see him shouting at 
his employees. He encourages employees to share their ideas in order to build an open and fair 
working atmosphere. As employees, they do not feel too much pressure.” (No. 9 interviewee) 

“Teams like her because she is sensitive and cares other people’s feelings. Especially in the all 
hands meeting, she can always grasp team members’ emotions and then make the right 
response.” (No. 10 interviewee) 

“She is a sympathetic boss, and is sensitive to employees’ requests, and her employees like to 
consult her for suggestions.” (No. 19 interviewee) 

In addition to female stereotypes, these responses also clarify some typical feminine 

leadership behaviours. For example, 19 participants (66%) talked about feminine leaders’ 

respect for people and liking to help others; 18 participants (62%) highlighted that 

feminine leaders are willing to spend time on listening and communicating with 

employees and always try to build a warm emotional relationship with employees. A total 

of 17 participants (59%) commented on feminine leaders’ sense of equality, and 17 

participants (59%) also claimed that, after understanding employee diversity, feminine 

leaders provide individualized management. Sixteen participants (55%) noted that 

feminine leaders are good at encouraging and inspiring employees, and they devote 

themselves to a harmonious working environment, and 15 participants (52%) agreed that 

feminine leaders are much flexible and good facilitators when co-working with other 

departments. The feedbacks for Research Question 1 are listed in Table 4. The communal 

and relational dimensions of feminine leadership discussed in the literature review were 

supported. The interview feedback not only emphasized feminine attributes (e.g. careful, 

understanding, warm, gentle and sensitive) but also clarified feminine behaviours (e.g. 

caring about and nurturing subordinates, being sensitive to followers’ requirements and 

being good listeners and communicators).  
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Table 4. Characteristics and behaviours of feminine leadership 

 
 
“When she finds that her employees are exhausted, she cares for them initiatively and provides 
help such as approving a leave. When employees are ill, they spend time visiting them in hospital 
or at home. When someone leaves the company or has a birthday, she presents a gift or a card 
with warm wishes.” (No. 16 interviewee)  

“She is always willing to spend time to listen and communicate with employees to understand 
their requirements and provide help accordingly. She is more sensitive than other leaders, and it 
is fantastic she always knows where there is need for her support.” (No. 18 interviewee)  

Meanwhile, participants also described feminine leaders as good coordinators utilizing 

outstanding interpersonal skills when working with other departments. 

“He is a good facilitator and coordinator, acting as a bridge to help different stakeholders to 
share their ideas to get a final alignment.” (No. 29 interviewee) 

“I have a very close relationship with different departments and our team can obviously benefit 
from it. For example, we can get information in advance so we can join at an early stage of the 
programme and prepare for it well. Also, good relationships can contribute to good performance 
when we need other departments’ support.” (No. 6 interviewee) 

More importantly, this study uncovered some characteristics and behaviours of feminine 

leadership in real workplaces that have been ignored in previous research, such as 

diversity management, flexibility, equality sensibility and emotional engagement. 

“Actually, the individual needs of employees are different. For example, some male employees 
care more about salary, but some female employees put priority on getting off work punctually, 

Characteristics or behaviors of feminine leadership
Respondents who 

mentioned this
Careful, exquisite, prudentially, detailed 76%

Not only care the daily work of employees but also their career development 72%
Sensitive and always care other people's feelings 69%

Gentle, softly, kind, warm 66%
Helpful, are willing to help and support others 66%

Emotional engaging, treat employees as family members or friends 62%
Spend time listening and communicating with employees or peers 62%

Respect people and strong equality sense 59%
Understand the diversity of employees, provide individualized support 59%

Good interpersonal skills, build good relationship with other departments 55%
Encourage, inspire and provide positive feedback 55%

Create a harmorious, open and fair working environment 55%
Facilitator, coordinator 52%

Pliable, flexible 52%
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while some employees expect they can get more attention from their boss. As a feminine leader, I 
am very sensitive and careful, and based on personal needs, I will provide individualized rewards. 
For those who expect salary increases, I will try to meet their requirements following company 
policy when they have good performance reviews. For those who need honour, I will provide 
recognition in a public situation when they have made progress. For those who want to be on-
time back home, I will try to adjust their work, so it is under control. And for those want to 
explore more fields, I will provide opportunities, including training and work rotation. Most often, 
I will invite team members for dinner or lunch for their hard work.” (No.14 interviewee) 

“He will try to understand these stakeholder attributes and uses different approaches to help 
them when working together.” (No.28 interviewee) 

Diversity management is a behaviour to promote recognition and respect for individual 

differences among a group of employees, to encourage employees to be comfortable with 

diversity and to develop an appreciation for differences in gender, race, background or 

any other factors. This behaviour is intended to foster and maintain a positive workplace 

(Tatum, 2020). Diversity management in feminine leadership has more connotations 

compared to other leadership approaches, because it not only includes the individualized 

consideration from transformational leadership (mentoring and developing subordinates 

based on individual needs), but also covers the contingent rewards from transactional 

leadership (providing rewards to subordinates for their satisfactory performance). It has 

been claimed in several studies about women’s leadership that women display more 

individualized consideration and contingent reward behaviours than men, and the two 

kinds of behaviours were also perceived as more important for women leaders’ promotion 

(Eagly & Johannesen-Schmidt, 2003; Vinkenburg et al., 2011). 

“In my opinion, one of feminine attributes is flexibility or pliability. This flexibility means the 
attitude and purpose of leader is clear, but the approaches they used are euphemistic. For 
example, if a masculine leader wants to communicate an issue, he/she will directly point out your 
problem and ask you to follow his/her solution, and sometimes employees find it difficult to 
accept. However, feminine leaders will communicate softly, they align with your interests to let 
you understand the issue and provide suggestions on the premise that you can accept it.” (No. 5 
interviewee) 

Flexibility focuses on approaches and variations in the organization, while rigidity 

focuses on rules, regulations and direct punishment, which may no longer be suitable for 

organizations. Naturally, female leaders tend to have strengths in the area of flexible 

management (Gang, 2011). 

“I think respecting employees and treating employees equally are the big difference compared 
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with masculine leadership. I met some masculine leaders before: he shows one-upmanship, 
always makes other people feel inferior but makes himself appear more important. And masculine 
leaders like to stand on their own perspectives to tell employee what is right and what to do. And 
feminine leaders show humility or modesty; they treat subordinates equally like friends, they will 
consider subordinates’ perspective towards work.” (No. 28 interviewee) 

Feminine leaders’ respect and sense of equality are related to their gentle and modest 

attributes. In their consciousness, they understand that work is actually a kind of 

cooperation, even between leaders and subordinates, and one’s work title is just a 

difference in the scope of work rather than individual advancement. 

Emotional engagement is another important behaviour mentioned by participants. 

Feminine leaders tend to build emotional relationships with employees, and they treat 

subordinates as friends or family members rather than purely as someone in their 

workplace. 

“She treats us as her family members, and we feel family warmth in the team. So, I don’t mind 
about work overload: I want to work hard to reduce her pressure. I am worried about her health. 
She spends much more time and energy on work.” (No. 3 interviewee) 

“He always stands up for our interests. And he does make me feel like I am in a big family.” (No. 
29 interviewee) 

“He treats others like friends, not like subordinates or peers. We are all willing to ask for his help 
or suggestions when we meet difficulties both in work and life.” (No. 22 interviewee) 

“She spends her own money inviting us for lunch or dinner; she shares ideas and provides help in 
our daily life; although she is our boss, we feel we are more like old friends.” (No. 19 
interviewee) 

Not all responses towards feminine leadership were positive. One interviewee treated 

himself as a typical masculine leader and insisted he would not engage in feminine 

leadership in his organization. However, when he described his leadership, his opinions 

strongly supported the characteristic of feminine leadership from the opposite 

perspective. 

“Leaders must be masculine, for there is too much competition in the business environment. As a 
leader, we must look up rather than look down, and we must focus on our boss’s requirements, 
company policy and care about our performance. I think subordinates need to adapt their work 
styles to their leaders. I do not care much about subordinates’ interests, and for me, they are only 
different work positions to reach a target. I only care for those who may be helpful to my strategy 
or performance. Frankly speaking, I never want to treat subordinates and peers as my friends. I 
don’t think feminine leaders are workable in business environment.” (No. 2 interviewee) 
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Interviewees’ comments also suggested that feminine leaders’ relational consciousness 

makes them pay more attention to interactions among people, including subordinates and 

peers. They treat other people’s satisfaction as one of their achievements. On the contrary, 

for a masculine leader, schedules, policies, tasks and the environment are much more 

important than employees’ or peers’ satisfaction. 

Based on the interview feedback on the characteristics and behaviours of feminine 

leaders, four key dimensions were concluded from the template analysis: consistent 

emotional engagement, supportive interpersonal communication, democratic equality 

sense and inclusive diversity management. Table 5 shows the analytical process to 

aggregate key dimensions from exemplary quotes. Lower-level codes like “empathy”, 

“warm relationship”, “care employee” and “build trust relationship” were summarized 

into consistent emotional engagement. “Good communicator”, “good listener” and “good 

facilitator” were grouped into the dimension supportive interpersonal communication. 

“Respect everyone” and “democracy and equality” reflected the dimension democratic 

equality sense. “Guide and suggest”, “flexible approach”, “individualized consideration”, 

“delegation” and “encouragement and recognition” were coded into the dimension 

inclusive diversity management. Hence, feminine leadership is leading by stereotypical 

femininity. It constructs with communal and relational dimensions and dedicates to 

consistent emotional engagement, supportive interpersonal communication, democratic 

equality sense and inclusive diversity management to achieve organizational goals.  
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Table 5. Exemplary quotation analysis for sub-dimensions of feminine leadership 

 
 

5.4.2 Research Question 2  

How does feminine leadership influence team performance? 

After going through the transcripts, some key team outcomes related to Research 

No.1 interviewee No.3 interviewee No.4 interviewee No. 5 interviewee No.6 interviewee No.21 interviewee No.22 interviewee Lower-order code
Higher-order code

(Dimensions)

"Think and decide 
from employee's 

standpoint"

"Think from 
employee's point of 

view"

Sensitive, care other 
people's feeling

"Sensitive to 
employee's feeling 

and consider 
employee's situation"

"Good empathy" Empathy

"Focus on team 
building"

"Team is like warm 
family"

"Pay attention on 
friendship"

"Build and maintain 
emotional 

relationship"

"Close relationship, 
like brothers, friends 

not boss and 
employees"

Warm relationship

"Care and provide 
convenience for 

them to balance life 
and work"

"Care work even life, 
employee career and 
development, even 
employee's family"

"Care work and life 
of employees"

"Communication 
more focus on 
relationship, 

personal emotion, 
employees' families"

"Care employees" Care employees

"Trust us" "Trust each other" "Trust relationship"
Build trust 

relationship

"Build a harmonious 
working 

environment"

"Not only general 
work relationship"

"Harmonious 
relationship"

Build harmonious 
environment

"Good in 
communication and 

coordination"

"Spend a lot of time 
to communicate with 

employees to 
understand their real 

needs"

"Excellent in 
communication"

"Frequent 
communication with 

employees"

Good 
communicator

"Good listener"
"Listen and 

understand others"

"Willing to listen to 
employees to 

understand their 
needs"

"Good listener" Good listener

"Respect other 
department and 

build good 
relationship"

"Good facilitator in 
department 
cooperation"

"Partnership with 
other departments"

"Have close and good 
relationship with 

other departments"

"Be willing to help 
others"

"show Interpersonal 
style"

"focus on interaction 
among employees"

Good facilitor with 
other department

"Provide 
opportunities to 
team members 

equally"

"Be democratic and 
share information 

transparently"

"Treat other 
departments equally"

"I am not worried I 
will be ignore 

because she treat us 
equally"

Democracy and 
Equality Sense

"Respect employees"
"Treat employee as 

people not machine"
"Respect others" "Respect employees" Respect everyone

"Provide guildance 
and positive 
feedback"

"Only provide 
guildance, let them 
do based on their 
own work style to 

achieve same target"

"Guide them to do a 
good job"

"Provide suggestion"
Guide, suggest and 

delegation

"Not force them but 
let them understand 

the importance fo 
this task"

"Understanding the 
difference of 

employees and take 
flexible manage 

style"

"Communicate to let 
employees are willing 
to accept instead of 

compulsion"

"Pliable" "Enough flexibility"

"Responsible for 
team performance,  

target focus but using 
the flexible ans soft 

ways"

Flexible approach 
to achieve target

"Know each person is 
different"

"Understand their 
hobbies and 

preference, provide 
warm care and gifts"

"Understand the 
diversity of every 

employee"

"Customized 
management based 

on employees' 
characteristics"

"Every employee is 
different, understand 

the diversity"

Individualized 
consideration

"Give more space 
and opportunity to 

share ideas and show 
themselves"

"Employees have 
right to decide their 

responsibilities"
Delegation

"Encourage 
employees"

"Accept employees' 
suggestions and 

provide praise and 
recognition"

Ecouragement and 
recognition

Consistent 
Emotional 

Engagement

Inclusive Diversity 
Management

Supportive 
Interpersonal 

Communication

Democratic 
Equality Sense
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Question 2 are listed in Table 6. Table 7 shows exemplary template analyses. Participants 

described some positive team members’ reactions to feminine leadership, such as 

employees working hard and taking the initiative, strengthened team cohesion and higher 

levels of job satisfaction while the rate of team turnover is lower. To summarize these 

lower-order codes, seven higher-order codes for feminine leadership outcomes were 

identified, including effective information sharing and communication, positive working 

environment, more initiative and innovation, enhanced employee satisfaction and 

development, and improved task performance. As overall team performance not only 

emphasizes the quality of team process and performance, but also focuses on the 

satisfaction and development of team members, these interviews suggested that feminine 

leadership was perceived as positively contributing to overall team performance. 

Table 6. Team reactions and outcomes 

 
 
“Our performance is much better than other teams’; we also have a very low turnover rate, and I 
think it is mainly due to our boss’s good management.” (No. 10 interviewee) 

“Everything goes smoothly, especially those depending on labour or cooperation in different 
departments. That is really his contribution.” (No. 11 interviewee) 

“Everyone wants to do a satisfactory job for [..] we don’t want to let our boss down.”(No. 17 
interviewee) 

“We enjoy the warm and fair working environment; teamwork is also harmonious.” (No. 18 
interviewee) 

Reaction of team members or outcomes of team
Respondents who 

mentioned this
Like communicate, consult and share ideas with leaders 83%

Enhance team cohesion, facilitate teamwork 79%
Increase employees' job satisfaction 79%

Feel emotional relation with the leader, like family member or friend 76%
Find the position in the organization, belongings 62%
More information sharing among team members 59%

Trust in leader 59%
Harmonious relationship 59%

Feel respected and valued 55%
Employee can work hard initiatively 55%

Lower turnover rate 48%
Good performance, achieve KPIs 41%

Employee support leaders' work and provide help when leader meet difficulties 38%
Realized self-worth 34%

Innovation 34%
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“Employees trust and support the boss, and they also like consulting the boss for suggestions and 
guidance.” (No. 21 interviewee) 

“When our boss conducts feminine leadership, I can feel team cohesion is strengthened, so it is 
easy to get something done. And subordinates have more trust in the boss, do not hesitate to speak 
out about issues and are willing to share their ideas. Also, other departments respond more 
quickly, and the cooperation with other teams goes smoothly.” (No. 9 interviewee) 

Table 7. Exemplary quotation analysis for dimensions of team performance 

 
 
Some interviewees also explained how feminine leadership influences these outcomes. 

First, feminine leadership facilitates team processes, including effective information 

sharing and communication, a positive working environment and more opportunities for 

initiatives and innovation, which contributes to team effectiveness. Second, in a real 

workplace, subordinates have different priorities and personal needs. Some expect a sense 

of belonging, some expect esteem and honour, and others may focus on self-actualization. 

Feminine leaders are keenly able to perceive individuals’ difference, listen and 

communicate with their subordinates to understand their personal needs. Feminine 

leaders also tend to build trust and emotional relationships, and conduct diversified 
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management to meet subordinates’ needs. These subordinates therefore feel respected and 

cared for by feminine leaders, realize their self-worth in their positions, then these further 

enhance their sense of belonging. This is the reason employees achieve job satisfaction 

and personal development.  

“I can see happiness from the faces of my employees. This happiness is different from the look 
caused by a dinner, a movie or a game, because they found the position or value in this work.” 
(No. 5 interviewee) 

“This is a virtuous circle. I felt I am valued, so I am willing to spend time and energy on my work. 
I felt family warmth in the team, so I am willing to help others and co-work together. I can always 
get positive feedback and on-time support, so I feel my work deserves all my effort, which further 
encourages me in achieving better performance. I am so lucky to have her as my boss.” (No. 3 
interviewee) 

Some interviewees also shed light on an obvious difference between masculine and 

feminine leadership. They mentioned that masculine leaders prefer issuing orders and 

subordinates are asked to follow orders – subordinates’ personal values are not optimized 

into team outcomes. Feminine leaders, meanwhile, offer a positive working environment 

and individualized management, so employees have opportunities to contribute their 

capabilities and experience into team outcomes. Figures 1 and 2 display the differences 

between masculine and feminine leadership approaches working on team performance 

based on interviewees’ responses. In Figure 1, masculine leaders simply transfer their 

own values into organization process, and ineffective communication and lower job 

satisfaction negatively impact teamwork. According to the interviews, team effectiveness 

under masculine leadership is weak. On the contrary, as shown in Figure 2, feminine 

leaders guide and support subordinates, and subordinates have opportunities to make 

decisions in some situations, develop their capabilities and co-work well together, which 

produces more team value in the organization. Thus, per the interview findings, team 

effectiveness under feminine leadership is strong. 

 “In my opinion, masculine leadership is more like a process of issuing orders and following up. 
If the masculine leader makes a mistake, the whole team performance will be negatively 
impacted. However, feminine leaders will facilitate employees to develop themselves and add new 
value into the organization.” (No. 21 interviewee) 
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Figure 1. Influence of masculine leaders in organizations 

 

 

Figure 2. Influence of feminine leaders in organizations 

5.4.3 Research question 3 

What are the boundary conditions for feminine leadership? 

In the interviews, several factors were pointed out as boundary conditions for the 
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influence of feminine leadership on team performance. It is interesting that, in contrast to 

the theoretical propositions, none of the participants thought that leader gender or the 

gender composition of organization were important factors affecting the relationship 

between feminine leadership and team performance.  

“When you really accept and like a kind of leadership, you will not consider whether the leader is 
male or female, because the influence on you is the same.” (No. 3 interviewee) 

“In contemporary companies, especially in multinational companies, the headcount of female 
employees is very close to that of male employees, and the ratio of female leaders has also 
increased dramatically. I don’t see the difference when women leaders conduct feminine 
leadership compared with male leaders, and the key is if his/her behaviours are reasonable and 
can help others. I also don’t see any difference in the effectiveness of a man-dominated 
environment and a women-dominated environment. Take my team, for example: 95% of the 
subordinates are men, and they still look for a people-oriented and relationship-oriented leader 
like a feminine leader. A harmonious workplace with a nice leader is what everyone looks for.” 
(No. 1 interviewee) 

Instead, most of the interviewees suggested that job function, team power distance and 

the leadership style of leader’s own leader were factors that affect the link between 

feminine leadership and team performance. 

“In my opinion, job function is the important factor that influences the relationship between 
feminine leadership and team performance. For example, operators in a production line only 
follow process and order without high technology and innovation implementation: a masculine 
leader is enough to enhance the effectiveness. But when we consider R&D (need more 
innovation) and HR departments (need more human management), I think feminine leaders will 
be much more suitable.” (No. 21 interviewee) 

“In some traditional companies, like state-owned enterprises, people believe they should submit 
to the leader’s authority and will respond best to dominant leaders, while in contemporary 
transnational enterprises, employees will respond best to feminine leaders. The characteristics of 
the organization or team will determine the influence of feminine leaders.” (No. 19 interviewee) 

“Culture may be a key factor that influences team performance. As we know, in collectivistic 
countries like our, majority of people accept communal and relational concepts in their 
childhood, so people are willing to provide and expect leaders to have traditional feminine 
attributes, like gentleness, care and focus on relationships. While in individualistic countries, 
people may not prefer feminine leader, and the extent of acceptance among employees may not be 
so high, just my opinion.” (No. 4 interviewee) 

According to the interviews, the leader’s own leader plays an important role in their 

leadership effectiveness. Some participants mentioned that if the leader’s own leader is 

also a feminine leader, he or she will support and facilitate the implementation of 

feminine leadership. If the leader’s own leader is a masculine leader, he or she may not 
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like a feminine leader’s work style and will restrict feminine leadership behaviours. 

Hence, the leadership style of leader’s own leader might be a boundary condition for this 

link. 

“Frankly speaking, I don’t think leader gender or gender composition will impact feminine 
leadership. I always can find balance and continue my feminine leadership style by maintaining a 
good relationship with my team and other departments. If you want me to pick a factor, I think the 
greatest difficulty is the communication with my boss. I have to spend more time managing my 
boss. I can’t picture if he were a strong masculine leader what the results would be for me and my 
team. It’s obvious my ideas couldn’t be put into effect.” (No. 5 interviewee) 

“I am not afraid of the risk from outside, but my boss doesn’t understand or support my work.” 
(No. 6 interviewee) 

Moreover, a few interviewees also mentioned environmental uncertainty as a factor that 

may have an impact on the magnitude of the effect of feminine leadership on team 

performance.  

“Interpersonal-oriented and customized management are equally important in different 
environments. Feminine leadership is a global trend. However, if an organization is facing a 
major change and uncertainty, like a merger, the results might be out of control.” (No. 5 
interviewee) 

5.5 Discussion 

To finalize the definition of feminine leadership and explore the relationship and 

boundary condition between feminine leadership and team performance, we conducted 

29 interviews and analysed the research results. 

5.5.1 Definition of feminine leadership 

Based on the interview findings, an empirically grounded definition of feminine 

leadership was developed. Feminine Leadership is leading by stereotypical femininity. It 

constructs with communal and relational dimensions and dedicates to consistent 

emotional engagement, supportive interpersonal communication, democratic equality 

sense and inclusive diversity management. Feminine leaders are gentle, careful, 

sympathetic and sensitive, and they are also interpersonally oriented and have strong 

communal consciousness. In internal management, they care about and nurture 

subordinates to build a close emotional relationship; they listen to and communicate with 
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subordinates to understand their diversity and then provide individualized management to 

motivate them. In external relations, they show strong coordination capability, facilitate 

teamwork and maintain good relationships with other organizations. Conceptually, as 

shown in Figure 3, the findings suggest that feminine leadership consists of four sub-

dimensions under communal and relational higher-order dimensions. These sub-

dimensions include consistent emotional engagement (building a warm and trustworthy 

work atmosphere), supportive interpersonal communication (maintaining a positive and 

supportive relation network), democratic equality sense (being devoted to an equal and 

democratic working environment) and inclusive diversity management (understanding 

the differences among subordinates and providing personalized management). 

 

 

Figure 3. Feminine leadership construct 

5.5.2 Comparison with other leadership types 

After clarifying the constructs of feminine leadership, it is easier to distinguish feminine 

leadership from other well-developed leadership theories. This paragraph captures the 

difference between feminine leadership and transformational leadership, servant 

leadership and LMX leadership approach. 

 Transformational leadership is a people-oriented leadership and has been frequently 

discussed and studied since 1980s. Transformational leadership focuses on intellectual 
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stimulation, individualized consideration, inspirational motivation and idealized influence 

to convert subordinates’ values and achieve organization goals (Bass, 1985). Except 

leadership conceptualization, the difference between transformational leadership and 

feminine leadership also exists in two major aspects: 1) The approach influence 

subordinates: transformational leaders conduct a series of inspiring and stimulating 

behaviours to influence employee performance. It has some commonalities with 

charismatic leadership, and both leadership styles focus on establishing leaders 

themselves as role models (Bass, 1985; Eagly et al., 2003). Feminine leaders, meanwhile, 

are devoted to building an emotional relationship with employees and creating feelings of 

being cared for and nurtured to gain employees’ trust and support. With strong 

consciousness of equality and cooperation, feminine leaders are proficient in managing 

diversified resources to facilitate positive team outcomes. 2) The angle of focus: 

transformational leadership tends to stimulate employees by delivering magnificent 

visions and releasing charismatic influence but may ignore the microscopic-level 

relationship. This may be why transformational leadership research normally focus on 

high-level executives rather than mid-level managers (Rainey & Watson, 1996). 

Compared to transformational leadership, feminine leadership emphasize detailed 

interpersonal behaviours like sensitivity, sympathy and emotional communication that is 

necessary in the contemporary business environment calls for equality and respect. 

Servant leadership is a subordinate-based leadership style, emphasizing subordinates’ 

need and their personal growth more than any other leadership theories (Patterson, 2003; 

Stone et al., 2004). Servant-leaders treat “serve people” as their core goal, and they create 

opportunities for subordinates’ growth (Greenleaf, 1977). They focus on six elements – 

empowering and developing people, humility, authenticity, interpersonal acceptance, 

providing direction and stewardship – to achieve their ultimate goals: subordinates’ well-

being and development (Luthans & Avolio, 2003; van Dierendonck, 2010). Feminine 

leaders, meanwhile, emphasize emotional and trustful relationships, provide 

individualized encouragement and enhance teamwork with other departments to achieve 

organization goals. In short, servant leadership treats developing subordinates as the only 

goal, but feminine leadership develops subordinates and equally focuses on organization 

goals. In Derue and his colleagues’ research (2011), they concluded three major 
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leadership behaviours: task, relational, and change in leadership development program. 

Because servant leaders’ major role is to support and help their followers, so Derue 

categorized the behaviours of servant leadership as relational-oriented (DeRue et al., 

2011). However, the breadth of relationship which servant leadership and feminine 

leadership emphasize are different. Servant leadership focuses on the link between 

leaders and their subordinates rather than the “spider-web” relationship feminine 

leadership maintain among the individuals within or outside the organization, such as 

peers, competitors, resources etc. Servant leadership may focus too deeply on serving 

subordinates in internal organizations, however, and ignore macroscopic-level 

relationships (House & Aditya, 1997; Osborn et al., 2002; Waldman et al.2006). Unlike 

servant leadership, feminine leaders are masters in managing the complex network of 

relationships in organizations.  

 

LMX is the most widely discussed relationship-based leadership approach. It works on 

the two-way (dyadic) relationship between leader and follower and treat each follower 

differently in a work unit (Lord et al., 2017). Graen and Uhl-Bien (1995) shifted the focus 

of LMX from the link between leader and member to how LMX relationship predict 

organizational outcomes. LMX is treated as the first theory which focus on multilevel 

nature of leadership in organizations, developed from Stage 1 Vertical Dyad Linkage to 

Stage 4 team-making with analysis level increasing from Dyads to Aggregations of 

Dyads (Graen and Uhl-Bien, 1995). However, LMX is a descriptive theory emphasize 

how people interact with each other rather than examine how to produce high quality 

LMX relationship (Gerstner & Day, 1997), which is different from feminine leadership 

theory who focus on building and maintaining good relationships among multiple 

resources internally and externally. Similar to servant leadership, LMX approach centres 

on the dyad between leader and follower, or aggregated dyads between leader and 

different followers, while feminine leadership works on broader and more comprehensive 

relationships include not only team members, colleagues, internal resources but also co-

works, competitors and external resources. Besides, the communal dimension with 

stereotypical feminine qualities does not appear in the construct of LMX leadership 

approach.  



78 
 
 

 

Feminine leadership is, therefore, the only leadership style reflected in both communal 

and relational leadership behaviours in a broad sense. The communal dimension of 

feminine leadership exhibits in strong communal consciousness, the behaviour accepting 

individual differences and working on diversity management. The relational dimension of 

feminine leadership shows the emotional engagement, internal and external relationship 

maintenance, as well as capability in maximizing multiple resources towards organization 

success. Feminine leaders not only care and nurture subordinates and provide 

individualized management, but also consider different types of functional cooperation, 

maintain a harmonious working environment and warm work relationships. Most 

importantly, feminine leadership achieves the harmony from the microscopic and 

macroscopic perspectives of leadership, which is the uniqueness of feminine leadership 

on top of transformational and servant leadership. Feminine leadership not only focuses 

on details, like creating feelings of being cared to gain employees’ trust, provide daily 

support through patient listening and communication, but also emphasizes a holistic view, 

like maintaining a wide relationship, advocating equality and cooperation among multiple 

functions as well as a win-win sense. Chapter 7 will introduce a quantitative study of 

feminine leadership and further check whether there is any incremental value of feminine 

leadership on team performance when controlling for transformational leadership and 

servant leadership. 

5.5.3 Feminine leadership and team performance 

The results confirmed the positive influence of feminine leadership on team performance 

as proposed in the literature review. The interviews suggested that feminine leadership 

contributes to team outcomes in two ways: by facilitating team attributes such as self-

actualization, a sense of belonging, esteem and honour, and job satisfaction, and by 

encouraging team process optimization through, for example, information sharing and 

communication, creating a positive working environment and more cooperation. 

Feminine leaders’ consistent emotional engagement creates rich interpersonal interaction 

between leaders and their subordinates. This positive emotional relationship promotes 

teams’ emotional stability. These leaders’ supportive interpersonal communication also 
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produces abundant encouragement and enhances subordinates’ confidence. Immersed in 

this warm and positive work climate, team members feel they are respected and cared for, 

and their sense of team belonging is promoted. When feminine leaders manifest their 

democratic equality sense in daily work, information becomes transparent and 

opportunities are shared fairly, which to some extent reduces team affective conflict and 

concern. The dimension of inclusive diversity management accelerates active team 

communication, facilitates optimization of multiple resources and to some extent 

enhances cohesiveness. Hence, these four sub-dimensions of feminine leadership – 

consistent emotional engagement, supportive interpersonal communication, democratic 

equality sense and inclusive diversity management – may positively influence team 

performance through team attributes and team processes empirically. The interviews also 

revealed moderators such as job function, team power distance and the leadership style of 

leader’s own leader, which may change the degree to which feminine leadership 

influences team performance. For example, if the job function requires more innovation 

and cooperation, the team has a higher power distance, the leader’s own leader is also a 

feminine leader, then feminine leadership will affect team performance more powerfully. 

In respect to Research Questions 2 and 3, the conceptual model between feminine 

leadership and team performance with boundary conditions is proposed in Figure 4. 

5.5.4 Implications and limitations 

The major challenge that organizations face is to manage diversified resources, motivate 

a diverse population and facilitate effective cooperation against a background of 

increasing competition and globalization. This research discovered a relevant leadership 

style – feminine leadership – to take on this challenge in organizations. Unlike other 

leadership theories, feminine leadership absorbs traditional female attributes, builds on 

communal and relational leadership behaviours and shows efficient leadership skills such 

as consistent emotional engagement, supportive interpersonal communication, 

democratic equality sense and inclusive diversity management. This study clearly 

conceptualizes feminine leadership and contributes to leadership theory. Second, 

interviews provided evidence to support the positive relationship between feminine 

leadership and team performance in business practice. Moreover, it paved the way for 
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future studies such as scale development for a feminine leadership questionnaire and the 

quantitative survey to further explore the underlying mechanism between feminine 

leadership and team performance. In addition, this qualitative study conducted a sampling 

of individuals working in organizations, which is different from purely theoretical 

research or empirical studies with student samples, and the results may be of greater 

practical significance and more applicable in real-world workplaces. Finally, this study 

uncovered possible moderation effects of job function, team power distance, the feminine 

leader’s own leader and environmental uncertainty. It denied that gender is a key factor, 

as has been frequently discussed in the academic domain (Eagly, 1992, 1995; Paustian-

Underdahl et al., 2014; Post, 2015).  

Some potential limitations of the study should be acknowledged. One limitation is the 

small sample size. An insufficient sample size may introduce errors or bias into findings, 

affect the generalizability of the research results. Although there is no absolute standard 

for the sample size of a qualitative study, Sandelowski (1995) has recommended either a 

qualitative sample size large enough to allow for a rich understanding of the phenomenon 

under study, or deep enough for a case-oriented exploration. Hence, to reduce the impact 

from the small sample size in this qualitative study, a quantitative survey will be 

conducted to further verify feminine leadership and its influence in Chapter 7. Another 

potential limitation is that the interviewer provide quite detailed instructions about what 

feminine leadership is at the beginning of interview. This might have narrowed 

participants’ accounts and caused the interviewees to give examples that fell in line with 

the definition provided. Additionally, all interviewees came from a single cultural 

background, so future research should extend the understanding of feminine leadership to 

other countries or cultures.  
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Figure 4. Proposed relationship between feminine leadership and team performance 

5.6 Chapter Summary 

This study used qualitative interviews to explore the construct of feminine leadership and 

how this is exhibited in a real-world workplace. An analysis of interviews with 29 

participants revealed a series of characteristics and behaviours of feminine leadership, 

which not only included female stereotypes such as gentleness, carefulness, sensitiveness 

and sympathy, as proposed based on the literature review, but also showed that feminine 

leadership is devoted to emotional engagement, interpersonal communication, equality 

sense and diversity management. This study offers a complete, empirically grounded 

definition of feminine leadership and its dimensions. In addition, this study also 

uncovered the mechanisms for how feminine leadership positively influences team 

performance. Through working on team attributes and processes, feminine leadership 

enhances team effectiveness, improves subordinates’ satisfaction and contributes to 

overall team performance. Finally, this qualitative study served as a guide for developing 

a conceptual model for how feminine leadership plays a role in team performance within 

boundary conditions and as a foundation for scale development to assess feminine 

leadership that will be tested in a subsequent quantitative study. 
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6 Feminine Leadership Questionnaire 

6.1 Chapter Summary 

This chapter reports the development and validation of a measurement of feminine 

leadership using three separate samples obtained from China. EFA defined a 2-

component model, including a relational and a communal dimension. CFA led to a 7-item 

feminine leadership scale, which showed good construct validity and reliability. 

Hierarchical regression demonstrated the predictive validity of the Feminine Leadership 

Questionnaire (FLQ) based on the outcome variables – job satisfaction and individual 

team commitment beyond that provided by transformational leadership or servant 

leadership. This chapter is organized as follows. First, an overview is provided for the 

construct domain of feminine leadership. Second, the scale development steps for the 

FLQ are introduced sequentially, including item generation and content, construct, 

discriminant and predictive validities. Finally, the research findings, implications and 

limitations are discussed. 

6.2 Introduction 

Many criteria have been proposed for evaluating a sound measure instrument. According 

to Kerlinger (1986), construct validity is the bridge that links theory and measurement, 

and it is an essential criterion for developing a quality measurement tool. An appropriate 

construct should include the assessment of content validity, internal consistency and 

criterion-related validity (Clark & Watson, 1995). Hinkin (1998) has provided an efficient 

guide for scale development, which is supported by a number of scholars (Barbuto & 

Wheeler, 2006; Walumbwa et al., 2008; Worthington & Whittaker, 2006). The process 

suggested for developing a scale includes: defining a domain for the construct, 

determining which items should measure the domain and examining the extent to which 

items are predictable from theoretical hypotheses. It is crucial that the measures 

adequately represent the construct under examination. This chapter is aims to develop and 

validate a measurement that captures all dimensions of feminine leadership. This scale 
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development study was organized in four steps following those developed by Hinkin 

(1998): (a) generation of items, (b) testing of content validity, (c) evaluation of construct 

validity and reliability and (d) examination of discriminant and predictive validity. 

6.3 Content and Construct Domain 

In the previous qualitative study in Chapter 5, the author asked respondents to provide 

descriptions of the behaviours of feminine leaders and then conducted template analysis 

to extract and refine that data into a structure and themes. Finally, she identified feminine 

leadership is one kind of leadership style based on stereotypes of femininity and presents 

relational and communal leadership behaviours. Based on the interview study results, 

feminine leadership is composed of four substantive dimensions: consistent emotional 

engagement, supportive interpersonal communication, democratic equality sense and 

inclusive diversity management. These dimensions can be summarized empirically based 

on the roles and characteristics of feminine leaders in real-world organizations. 

Consistent emotional engagement 

This defines that a feminine leader invests personal emotion in his/her team in daily 

management and maintains this emotional relation persistently. A feminine leader treats 

subordinates more like friends or family members instead of as part of a cold, 

transactional employment relationship. This emotional engagement derives from the 

female relational character, which displays more sympathy, interpersonal sensitivity, 

benevolence, helpfulness and mildness in team management (Eagly, 2007; Eagly et al., 

1992; Eagly & Carli, 2003). One supporting reason for this may be that the stereotypical 

female gender role requires women to remain warm and considerate and display positive 

emotions when they take care of infants and other family members (Cheng & Lin, 2012). 

Supportive interpersonal communication 

This defines feminine leader’s interpersonal communication as based on respect and 

understanding; such leaders tend to be more in tune with other people’s feelings and show 

supportive behaviour. Based on gender stereotypes, women’s self-construal appears to be 

relational or interdependent. This may explain why, compared with men, they tend to be 
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more supportive in their communication with others as they inquire, listen carefully and 

create “space for others to express themselves” (Aries, 1996; Post, 2015; Tannen, 1990). 

Democratic equality sense  

This defines that a feminine leader has a strong sense that every member is equal, and 

everyone has rights to devote to his/her responsibility. A feminine leader believes that the 

team leader is the person who enable team members’ capabilities to achieve team goals 

rather than a person who monopolizes privilege and controls people. Helgesen (1990) has 

proposed that female leaders uphold as part of their femininity, which includes an 

emphasis on cooperation rather than competition, and a preference for equality rather 

than a supervisor–subordinate hierarchy. Embry (2008) claimed that men are more likely 

use autocratic leadership styles than women, and women are more likely than men to use 

democratic leadership styles. 

Inclusive diversity management 

This defines a feminine leader in terms of their tendency to understand and value the 

uniqueness of diverse individuals as team members, utilize the advantages of diversified 

resources to optimize management, ensure each individual can have the maximum play 

for his/her talents and strengths and leverage the consideration of diversity to reduce the 

risk of being blind in decision-making. It is fairly important that a leader makes 

subordinates feel they are cared about, as such subordinates are more likely to innovate 

and to contribute on their own initiative when they feel included. Inclusive diversity 

management aims to promote better inclusion of subordinates with different 

characteristics or from different backgrounds into the organizational structure, accepting 

the differences and unlocking their potential, reducing leader’s decision errors and 

creating a more inclusive culture. Feminine leaders focus on inclusive diversity 

management, and they tend to create win-win relationships with others. In this situation, 

subordinates feel trusted and empowered, and the leader achieves a more motivated team. 

6.4 Item Generation 

The first step of scale development is to generate items that fully assess the construct 



85 
 
 

under examination. By utilizing inductive and deductive approaches, based on the 

feedback from the interviews in Chapter 5 and an extensive review of the literature on 

female leadership theory and development, the author generated a total of 72 items to 

reflect all of the feminine leadership dimensions outlined above. The author then 

repeatedly and carefully reviewed these items, compared the interview conclusions and 

analysed the theoretical definition. Duplicate items were then removed, and confusing 

language and grammar were eliminated, leaving 10 items for each sub-dimension (see 

Table 8). 

Considering that the survey will be used in Chinese and English, the author translated 

these initial 40 items from the original English into the target Chinese and went through 

these two versions with her Chinese supervisor to check the translation quality. 

According to the procedure for back-translation suggested by Weiner (2012), the author 

also asked her bilingual colleagues, a Chinese Malaysian and a Chinese American, to 

translate these Chinese subscales back into English. Neither bilingual colleague saw the 

initial questions on feminine leadership. The author then compared the original English 

version with the back-translated English version and found they were very similar (see a 

sample comparison in Figure 5). The quality of this translated version was thus 

acceptable for the following content validity test. 

6.5 Content Validity 

6.5.1 Methods 

After the items are generated, it is necessary to subject them to an examination of content 

validity. The judgement of whether a measurement content is valid and robust depends on 

whether the instrument can adequately explain the concept under examination (Hinkin, 

1998). Content validity is the extent to which the test items fairly represent the content 

domain that they seek to measure (Salkind, 2010). To serve as a pretest, a content validity 

test was implemented by deletion of items that were conceptually inconsistent (Hinkin, 

1998). The item generation combined deductive and inductive methods and the back 

translation technique, which to some extent increased the content validity at this initial 
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stage. To further increase content validity, which might be affected by poor item writing 

and vague classification with the dimensions, a classification survey was implemented 

using a total of 53 randomly selected individuals. These participants were some of the 

author’s schoolmates in the Alliance Manchester Business School and the author’s 

colleagues who work in a multinational company focusing on data storage and IC 

manufacturing. Among the respondents, 21 were leaders and the others were their 

subordinates; 36 participants are male, and the remainder are female; their ages ranged 

from 28 to 45 years old.  

Table 8. Item generation 

 

Dimensions Questions
He/she is sympathetic when others express themselves
He/she is sensitive to subordinates's moods change
He/she feels anxiety on subordinates' disappointment and take initiatives to inspire them
He/she shows more affiliative concerns and behaviors toward others
He/she combines logical reasoning with feelings
He/she mentors and nurtures subordinates altruistically with deep emotion
He/she utilizes positive emotional expression to get others are emotionally connected
He/she pays attention to create work life balance for employees
He/she devotes self to harmony working environment and subordinates' emotional belonging
He/she cares subordinates' well-being and career development besides their work

He/she listens carefully and create space for others to express themselves
He/she speaks gently and politely making others feel comfortable and respected
He/she tends to express his/her ideas standing on others' point of view
He/she tends to trust people and receptive to their ideas
He/she expresses and affirms the others' value
He/she is less likely to seek to dominate others during communication
He/she is more likely to approach decision making cooperatively when competing interests are at stake
He/she is more concerned with establishing, maintaining, or repairing personal relationships with others
He/she tends to use appreciate inquiry in communication
He/she is tolerant, and self-constrained to maintain interpersonal harmony

He/she treats subordinates as friend-friend equality rather than a supervisor-subordinate hierarchy
He/she makes interactions with subordinates postive for everyone involved
He/she has a strong sense that he/she is one member of the team
He/she treat others respectly and equally
He/she tends to more authentic and willing to admit that they do not know something
He/she is more participative in teamwork
He/she tends to listen to others and understand them first before making decisions
He/she tends to share information and opportunity fairly among team members
He/she worries about those members fall behind and take more responsibility towards them
He/she tends to be transparent and fair to reduce interests conficts

He/she understand the difference of team members
He/she tends to arranging tasks according to the characteristics/strengths of subordinates
He/she tends to provide individualized help based on subordinates' requirements
He/she tends to provide individualized encouragement or rewards
He/she customizes individualized development plans for team members
He/she is comfortable with diversity and create a flexible and understanding work environment
He/she seeks to find value in every employee to best take advantage of various strengths within the team
He/she uses flexible managerial approaches with a view to maximize human resource utilization
He/she is more attentive to the interrelatedness of diversified things, actions and people
He/she tracks details to adapt to diversity more effectively

Consistent 
Emotional 

Engagement

Supportive 
Interpersonal 

Communication

Democractic 
Equality Sense

Inclusive 
Diversity 

Management
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Figure 5. Sample comparison of original English and back-translation English 

This content validity survey was organized into two rounds with two groups of 

independent participants; 33 people took part in the first round test and the remaining 20 

people participated in the second stage for verification (Hinkin, 1995). All 40 subscale 

items were shown in random order on the first page of the questionnaire. Each feminine 

leadership dimension as a category was printed in the following four pages (one 

dimension per page) with a clear definition on top. Respondents were asked to put every 

item into the category they thought most suitable based on their understanding and 

experience. In addition to the four categories/dimensions, the author also created a 

separate category called “unrelated”. Respondents put those items they did not think 

matched any category into the “unrelated” page. Table 9 shows a sample of the feedback. 

6.5.2 Results 

Hinkin (1998) suggested that it is acceptable if more than 75% participants can correctly 

match intended classification for each subscale item, although the more the better. The 
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percentage of the classification that is the same as the intended categories is called the 

matching rate. Through this classification test, items which are conceptually inconsistent 

can be removed. After the first round of the classification test, those items with less than a 

60% matching rate were removed directly, while those that were correctly categorized 

more than 60% were retained for a second-round matching test (Hinkin & Schriesheim, 

1989). The author also further revised item language for those items with a matching rate 

more than 60% but less than 75% based on scholars’ suggestions (Harrison & 

McLaughlin, 1993; Hinkin 1998): (a) sentences must be short, clear and without vague 

language; (b) language must be easy for respondents to understand, and it is important to 

keep items consistent with perspectives without mixing items between behaviours and 

affective responses; and (c) questions must only address a single dimension: “double-

barrelled” items which confuse respondents need to be fine-tuned. All revised and 

remaining questions were then implemented for a second round based on the same 

process but with 20 different respondents.  

In the first round of the content validation test, nine questions with a low matching rate 

were removed, such as “He/she pays attention to creating work/life balance for 

employees” and “He/she combines logical reasoning with feelings”. Other questions were 

retained because the matching rate was higher than 60%, such as “He/she expresses and 

affirms the value of others” and “He/she uses flexible managerial approaches with a view 

to maximize human resource utilization”. Some subscale items reached 100% agreement, 

including “He/she mentors and nurtures subordinates with deep emotion” and “He/she is 

comfortable with diversity and creates an understanding work environment”. After the 

second round of content validity test, there were 24 subscale items that met an 80% 

matching rate. These formed the questionnaire, which have the content validity indicated 

in Table 10. To summarize, based on the content validity test, 72 theoretically derived 

items were refined to 24 items which captured the proposed content domain. 
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Table 9. Feedback sample for content validity test 

 

Table 10. Remaining 24 fine-tuned questions with content validity 

 

No. Questions
Consistent 
Emotional 

Engagement

Supportive 
Interpersonal 

Communication

Democratic 
Equality 

Sense

Inclusive 
Diverstiy 

Management

Not 
related

1 He/she is sympathetic when others express themselves. x
2 He/she listens carefully and create space for others to express themselves x
3 He/she treats subordinates as friend-friend equality rather than a supervisor-subordinate hierarchy x
4 He/she understand the difference of team members x
5 He/she feels anxiety on subordinates' disappointment and take initiatives to inspire them x
6 He/she speaks gently and politely making others feel comfortable and respected x
7 He/she makes interactions with subordinates postive for everyone involved x
8 He/she tends to arranging tasks according to the characteristics/strengths of subordinates x
9 He/she shows more affiliative concerns and behaviors toward others x

10 He/she tends to express his/her ideas standing on others' point of view x
11 He/she has a strong sense that he/she is one member of the team x
12 He/she customizes individualized development plans for team members x
13 He/she mentors and nurtures subordinates altruistically with deep emotion x
14 He/she tends to trust people and receptive to their ideas x
15 He/she treat others respectly and equally x
16 He/she is comfortable with diversity and create a flexible and understanding work environment x
17 He/she utilizes positive emotional expression to get others are emotionally connected x
18 He/she expresses and affirms the others' value x
19 He/she tends to more authentic and willing to admit that they do not know something x
20 He/she seeks to find value in every employee to best take advantage of various strengths within the team x
21 He/she devotes self to harmony working environment and subordinates' emotional belonging x
22 He/she is less likely to seek to dominate others during communication x
23 He/she is more participative in teamwork x
24 He/she uses flexible managerial approaches with a view to maximize human resource utilization x
25 He/she worries about those members fall behind and take more responsibility towards them x
26 He/she is tolerant, and self-constrained to maintain interpersonal harmony x
27 He/she tends to share information and opportunity fairly among team members x
28 He/she tracks details to adapt to diversity more effectively x
29 He/she is more concerned with establishing, maintaining, or repairing personal relationships with others x
30 He/she tends to use appreciate inquiry in communication x
31 He/she tends to be transparent and fair to reduce interests conficts x
32 He/she is more likely to approach decision making cooperatively when competing interests are at stake x
33 He/she is sensitive to subordinates's moods change x
34 He/she combines logical reasoning with feelings x
35 He/she pays attention to create work life balance for employees x
36 He/she cares subordinates' well-being and career development besides their work x
37 He/she tends to listen to others and understand them first before making decisions x
38 He/she tends to provide individualized help based on subordinates' requirements x
39 He/she tends to provide individualized encouragement or rewards x
40 He/she is more attentive to the interrelatedness of diversified things, actions and people x

Questions Dimension Match Percentage

He/she listens carefully and create space for others to express themselves Supportive Interpersonal Communication 95%

He/she treats subordinates as friend-friend equality rather than a supervisor-subordinate hierarchy Democratic Equality Sense 85%

He/she is comfortable with diversity, and create a flexible and understanding work environment Inclusive Diversity Management 100%

He/she tends to arranging tasks according to the characteristics of subordinates Inclusive Diversity Management 100%

He/she mentors and nurtures subordinates altruistically with deep emotion Consistent Emotional Engagement 100%

He/she talks standing on others' point of view Supportive Interpersonal Communication 85%

He/she tends to get others are emotionally connected Consistent Emotional Engagement 100%

He/she expresses and affirms the others' value Supportive Interpersonal Communication 90%

He/she treat others equally Democratic Equality Sense 100%

He/she seeks employee value to best take advantage of various strengths Inclusive Diversity Management 100%

He/she devotes self to harmony working environment and subordinates' emotional belonging Consistent Emotional Engagement 95%

He/she feels anxiety on subordinates' disappointment Consistent Emotional Engagement 95%

He/she speaks gently and respectfully Supportive Interpersonal Communication 90%

He/she is positive for everyone involved Democratic Equality Sense 95%

He/she tends to use appreciate inquiry in communication Supportive Interpersonal Communication 90%

He/she tends to share information and opportunity fairly among team members Democratic Equality Sense 95%

He/she uses flexible managerial approaches with a view to maximize human resource utilization Inclusive Diversity Management 90%

He/she is more concerned with establishing, maintaining, or repairing personal relationships with others Consistent Emotional Engagement 100%

He/she is receptive to other ideas during communication Supportive Interpersonal Communication 90%

He/she is very sympathetic Consistent Emotional Engagement 95%

He/she has a strong sense that he/she is one member of the team Democratic Equality Sense 85%

He/she customizes individualized development plans for team members Inclusive Diversity Management 100%

He/she is less likely to seek to dominate others Democratic Equality Sense 80%

He/she is more likely to approach decision making cooperatively when competing interests are at stake Inclusive Diversity Management 95%
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6.6 Construct Validity 

In addition to assessing content validity, to ensure robust measures, it is necessary to test 

whether the remaining 24 items measure what they claim to measure and whether the 

results can be generalized to other samples or research. Hence, a further study was 

conducted to determine the construct validity and reliability of the 24-item questionnaire. 

6.6.1 Method 

Data were collected from a professional survey platform in China – Wenjuanxing – which 

provides sampling service with participant resources for research or business purposes. 

Individuals with at least one year of work experience and currently reporting to a leader 

in an organization were invited to participate in this survey. The questionnaire in the 

survey contained the 24 fine-tuned items and 6 demographic questions such as gender, 

age, education background, work industry, years of work experience and organizational 

tenure. The Wenjuanxing platform randomly embedded some attention-checking 

questions into the questionnaire to help in selecting valid feedback. The questionnaire 

was translated into Chinese using the back-translation method (Brislin, 1980) and double 

checked by the author and her Chinese supervisor. 

6.6.2 Results 

The survey was administrated to a sample consisting of 282 participants. These 

participants came from 12 different provinces across China, including Guangdong, 

Fujian, Guangxi, Sichuan, Hunan, Shanghai, Jiangsu, Anhui, Shandong, Henan, Liaoning 

and Jilin. These individuals have different work environments, including manufacturing 

factories, sales offices, retail markets and universities. The mean of participant age is 32 

years old, with a standard deviation (SD) of 6.2. In total, 63% are women, 37% are men; 

17% have a high school education, 71% have a bachelor’s degree and 12% have a 

master’s degree or higher. Their average occupational tenure is 7.3 years (SD=4.6), and 

their average organizational tenure is 3.8 years (SD=2.2). 

Exploratory factor analysis  

EFA is normally used in data analysis for three purposes based on Field (2013): (a) 
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understanding the structure of a set of variables; (b) constructing a measurement scale to 

assess underlying variables; and (c) reducing a set of variables in a measurement scale to 

a more reasonable size. After a set of subscale items was defined, EFA was used to 

evaluate the underlying dimensionality. Items that do not measure the intended factors or 

are poor indicators of the desired construct are eliminated (Worthington & Whittaker, 

2006). EFA tests the construct validity during the initial development of a measurement 

scale. 

In this study, SPSS 25.0 (IBM Corp., Armonk, NY, USA) was used for the EFA in the 

scale development of feminine leadership. Unlike content analysis, which accepts small 

sampling (Anderson & Gerbing, 1991; Hinkin, 1998; Schriesheim et al., 1993), both EFA 

and CFA are sensitive to sample size. Based on Hinkin’s recommendation (1998) of a 

1:10 item-to-response ratio for factor analysis, the sample with 282 participants is 

sufficient for the 24 sub-scale items. Principal component analysis (PCA) was conducted 

on the 24 items with direct oblimin rotation (one of oblique rotation) to guide potential 

reduction of factors. PCA and principal factor analysis (principal axis factoring) are 

preferred methods and usually result in similar solutions. Maximum-likelihood analysis 

(Harman, 1976) is another frequently used method in factor analysis. This study tried all 

three methods and found no much difference in the results. As Cliff (1987) insisted that 

PCA is most suitable for common factor analysis, this study reports the results from the 

PCA method. Some researchers have recommended using varimax rotation (an 

orthogonal rotation) in factor analysis with the reason varimax rotation as an efficient 

approach that can simplify factor interpretation. However, more researchers prefer 

oblique rotation because with any data involving humans, especially psychological 

constructs, it is not possible to avoid correlation (Field, 2013). According to the 

correlation matrix in the factor analysis, there is a large correlation (.64) between two of 

the identified components. This correlation confirmed that oblique rotation was a better 

representation of reality compared to orthogonal rotation required for construct 

independence. Hence, it was justified that the study used direct oblimin rotation for EFA.  

Factors were extracted based on the inspection of a scree plot and a criterion of 

eigenvalues larger than 1 (Table 11). Kaiser’s criterion is to retain factors with 
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eigenvalues great than 1 (Field, 2013). Although some scholars think Kaiser’s criterion 

has some problems (Nunnally & Bernstein, 1994) or is too strict in determining the 

retention of factors (Jolliffe, 1986), when the sample size exceeds 250 and the average 

communality is equal to .6, Kaiser’s criterion is seen as accurate (Field, 2013). According 

to Worthington and Whittaker (2006), EFA involves a relatively dynamic process with 

multiple modifications and finally produces a tentative rather than a definitive outcome. 

In this study, EFA achieved a reasonable reduction of observed variables into a smaller 

set of variables for feminine leadership and reduced 24 items to 12 items as outlined in 

Table 11. After this item reduction, by scanning the correlation matrix, no correlation was 

greater than .9, which indicated that there was no multicollinearity in these data. The 

determinant of correlation matrix was .001, which was greater than the necessary value 

of .00001. This means the remaining 12 items in the FLQ correlate reasonably with each 

other and no correlation is excessively large (Field, 2013). According to Hutcheson and 

Sofroniou (1999), the Kaiser–Meyer–Olkin (KMO) measure can justify the sampling 

adequacy for factor analysis. The KMO value was .94 in this study. A value close to 1 

indicates that factor analysis produces distinct and reliable factors. Bartlett’s test was 

significant in this study, which indicates that the correlations among variables are 

significantly different from zero. For the reproduced correlations, there were 26 residuals 

(39%) greater than .05. The acceptable percentage is lower than 50% (Field, 2013). Table 

11 also shows the factor loadings of the 12 items after oblique rotation. According to 

Hinkin (1998), a .4 criterion level is used to judge whether a factor loading is meaningful. 

The results showed that all 12 remaining items have high loadings (all above .5). 

In the scree plot, there was an obvious point of inflexion at the third factor. Therefore, 

given that there is consistency between Kaiser’s criterion and the scree plot, it is 

reasonable to extract a two-factor model (Field, 2013). These two factors explained 

64.80% of the variance, capturing the essence of feminine leadership and covering both 

the relational and communal dimensions. The items clustering on the same factor 

suggested that factor 1 represents relationship-oriented leadership behaviour, and factor 2 

represents community-oriented leadership behaviour. The EFA test results did not support 

the initial four dimensions from the qualitative study in Chapter 5 and suggested that the 

initial four dimensions convey less unique information as they form a higher order 
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construct of two factors. However, the two-factor solution is still in line with the 

theoretical assumptions developed from the conceptualization of feminine leadership. 

Both consistent emotional engagement and supportive interpersonal communication stem 

from the relational dimension of femininity, while democratic equality sense and 

inclusive diversity management come from the feminine communal dimension. This 

communal dimension refers to the strength of the links between team members in the 

organization, the capability of pulling the best from everyone and fostering organizational 

spirit. The relational dimension means developing high-quality, trusting and harmonious 

interpersonal relationships to work towards common goals. Thus, after EFA, a higher 

order two-factor model of feminine leadership was identified. 

Reliability is the accuracy of a measurement scale and a necessary criterion for construct 

validity (Kerlinger, 1986; Hinkin, 1998). This study used SPSS to check internal 

consistency with Cronbach’s alpha to evaluate the construct reliability of the subscales. 

Both relational and communal factors have high reliabilities, with Cronbach’s α=.90 

and .87, respectively (Table 11). The inter-item correlations within the same factor were 

all more than .50, which is higher than the .40 Hinkin (1998) recommends. Also, no 

reliability increased for the scale if an item was deleted (Field, 2003). In other words, 

there was no opportunity to improve the reliability by removing further items. Hence, the 

12 items showing good reliability were kept for further study in CFA. 

6.7 Discriminant and Predictive Validity 

As a necessary part of validation, the next step of this study was to further examine the 

psychometric content and provide evidence of discriminant and predictive validity for the 

newly developed FLQ. This is an important stage to determine if this scale is an accurate 

measure for feminine leadership (Hinkin, 1998; Nunnally & Bernstein, 1994). This 

section starts with an overview of servant and transformational leadership, as well as the 

outcome variables. Then the hypotheses about the relationship among feminine 

leadership, other leadership styles and outcomes are presented. A survey is also 

implemented to assess the discriminant and predictive validity of feminine leadership. 



94 
 
 

Table 11. Summary of exploratory factor analysis results for the Feminine Leadership Questionnaire 

(N=282) 

 
 

Servant leadership 

Servant leadership is the leadership that focuses on serving subordinates by investing in 

their well-being and development for the common good (Gandolfi & Stone, 2018; 

Greenleaf, 1977). Servant leaders put subordinates’ needs ahead of their own needs, and 

they help subordinates to reach their maximum potential and achieve career success 

Item Relational Oriented Communal Oriented

He/she is sympathetic .859 -.046

He/she feels anxiety on subordinates' disappointment .842 -.059

He/she tends to use appreciate inquiry in communication .837 -.077

He/she is more concerned with establishing, maintaining or 
repairing relationships with others

.800 .018

He/she speaks gently and respectfully .756 .070

He/she is less likely to seek to dominate others .688 .117

He/she is postive for everyone involved .635 .192

He/she tends to arrange tasks according to the characteristics 
of subordinates

-.106 .930

He/she seeks employee value to best take advantage of their 
various strengths

-.022 .855

He/she customizes individualized development plans for 
team members

.045 .774

He/she tends to share information and opportunity fairly 
among team members

.236 .614

He/she expresses and affirm the others' value .341 .514

Eigenvalues 6.63 1.14

% of variance 55.28 9.52

Alpha (α) .90 .87

Note: Factor loadings over .50 appear in bold

Rotated Factor Loadings
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(Greenleaf, 1977). Although servant leaders are devoted to subordinates’ growth like 

feminine leaders, there are some obvious differences between both leadership types. First, 

servant leaders put their subordinates’ development ahead of realization of the 

organization’s goals (Ehrhart, 2004), while feminine leaders centre on good team 

outcomes. Second, feminine leaders focus on a broader network of relationships, they not 

only maintain the relationship with team members but also build external connections 

with other function teams. Feminine leaders also tend to put up with differences and 

create value in diversity, while diversity management is not captured in the domain of 

servant leadership. 

Transformational leadership 

Transformational leadership is a leadership style that motivates subordinates towards 

organization goals through idealized influence, inspirational motivation, intellectual 

stimulation and individualized consideration (Avolio et al., 1999; Bass, 1999; Bass & 

Avolio, 1994). There are some similarities between transformation leadership and 

feminine leadership, especially in the individualized consideration of transformation 

leadership and the communal dimension of feminine leadership. Individualized 

consideration shows that transformational leaders pay attention to employees’ individual 

needs and foster a supportive climate for individual growth (Walumbwa et al., 2007). 

However, it is obvious that feminine leadership has a broader concept of community that 

is not explicitly encompassed by transformational leadership. The key distinction is that 

feminine leaders focus on consistent emotional engagement, equal treatment and 

diversity management, while transformational leaders act as role models showing 

charismatic or inspirational leadership.  

Outcome variables 

Job satisfaction and team commitment are commonly used outcome variables in 

leadership research, and they are also important predictors of team performance. Job 

satisfaction stems from employees’ appreciation for their occupation in an organization 

(Locke, 1976; Belias & Koustelios, 2014). It is described as a positive and pleasant 

emotional status (Belias & Koustelios, 2014). Commitment is a dedication to a particular 

organization or belief, and a willingness to get involved. Team commitment indicates that 
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team members are committed to working together effectively to accomplish goals 

(Bishop & Scott, 2000). Some research supports the suggestion that a harmonious work 

atmosphere and mutual trust between leaders and employees significantly predicts 

employees’ job satisfaction. Some research has also confirmed that consistent emotional 

support from leader and low organizational conflict contribute to team commitment 

(Belias & Koustelios, 2014; Billingsley & Cross, 1992). Based on the interviews in 

Chapter 5, it was proposed that feminine leadership – including both relational and 

communal dimensions, that is, a focus on emotion and relationship maintenance – can 

improve job satisfaction and team commitment. In this study, job satisfaction and 

individual-level team commitment are used to test the predictive validity of this newly 

developed leadership questionnaire.  

Based on the above discussion, it was proposed that feminine leadership might be 

positively related to servant leadership and transformational leadership because they have 

some similar leadership behaviours on subordinates. Both servant leadership and 

transformational leadership have been claimed to positively influence job satisfaction and 

team commitment (Judge & Piccolo, 2004; Lowe et al., 1996). Job satisfaction and team 

commitment are also good predictors for team performance. If feminine leadership has 

incremental effects on both outcomes when controlling for transformational leadership 

and servant leadership, feminine leadership will be a more effective leadership style for 

team performance.  

Hypothesis 1: Feminine leadership is positively related to (a) servant leadership and 

(b) transformational leadership. 

Hypothesis 2: Feminine leadership is positively related to (a) job satisfaction and (b) 

individual team commitment. 

Hypothesis 3: Feminine leadership explains incremental variance in job satisfaction 

and individual team commitment when controlling for (a) servant leadership and (b) 

transformational leadership. 
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6.7.1 Methods 

According to scholars’ suggestions (Hinkin, 1995; Walumbwa et al., 2008), independent 

samples were collected for the predictive validity study to promote reliability. Sampling 

was from the same platform in China (Wenjuanxing). The criteria for participants were 

the same as for the previous validity samples: at least one year work experience and 

reporting to a leader in an organization. Each participant was asked to respond to a 

questionnaire with a total of 48 items on the platform.  

The questionnaire was organized into four sections. The first section contained the 12 

items (Table 11) from the FLQ after EFA analysis. The second section was the 

discriminant validity questionnaire, including items to test servant leadership (Liden et 

al., 2008) and transformational leadership (Podsakoff et al., 1990). The third section was 

the predictive validity questionnaire including the job satisfactory dimension of the 

Michigan Organizational Assessment Questionnaire (Cammann et al., 1979) and the 

Organizational Commitment Questionnaire (Mowday et al., 1979). A 5-point Likert scale 

was used for all of the above measures. Response options ranged from 1=strongly 

disagree to 5=strongly agree. The last section included demographic questions covering 

gender, age, education background, work industry, years of work experience and 

organizational tenure. The Wenjuanxing platform also randomly embedded some 

attention-checking questions to help select valid responses.  

Servant leadership 

In this study, a 7-item servant leadership measure was used to evaluate servant 

leadership. This was a concise and valid scale developed by Liden et al. (2015). Samples 

items include “My leader makes my career development a priority” and “My leader puts 

my best interests ahead of his/her own”. 

Transformational leadership 

As Podsakoff (1990) has highlighted, transformational leaders identify vision, foster goal 

acceptance, provide individualized support and implement intellectual stimulation. 

Transformational leadership in this study was evaluated using a 12-item measure 

developed by Podsakoff (1990), including items such as “He/she leads by example” and 
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“He/she has stimulated me to rethink the way I do things”. 

Job satisfaction 

Job satisfaction is the extent in which people like their jobs (Hirschfeld, 2000). It was 

measured using the job satisfaction subscale of the Michigan Organizational Assessment 

Questionnaire (Cammann et al., 1979; Bowling & Hammond, 2008). There are three 

items in this measure and samples include “All in all I am satisfied with my job” and “In 

general, I like working here”. 

Individual team commitment 

Individual team commitment is the strength of an individual’s identification or 

involvement in a specific team. This study examined this outcome using the 

Organizational Commitment Questionnaire (Mowday et al., 1979). Sample items include 

“This team really inspires the very best in me in the way of job performance” and “I 

really care about the fate of this team”. 

6.7.2 Results 

The sample consisted of 260 participants. As with the previous survey, these participants 

were located in more than 15 different provinces across China. Their organizations 

belonged to multiple industries include manufacturing factories (52%), retail markets 

(25%), sales offices (16%) and universities (7%). The average age was 34 years old 

(SD=6.4). In total, 59% were women, 41% men; 12% had a high school education, 70% 

had a bachelor’s degree and 18% had a master’s degree or higher. Their average 

occupational tenure was 8 years (SD=6.5), and their average organizational tenure was 4 

years (SD=2.3). 

Confirmatory factor analysis 

CFA is used to confirm the validity of a smaller number of latent constructs from 

observed variables in newly developed scales. Generally, CFA is not to explore whether a 

given item measures factors but to confirm the extent to which the measurement model is 

replicated (Worthington & Whittaker, 2006). Based on Long (1983) and Hinkin (1998), 

one of the weakness of EFA is not being able to generalize the goodness of fit of the 

factor structure. A good factor loading structure in EFA might not fit in a multiple 
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indicator measurement model due to lack of external consistency (Anderson & Gerbing, 

1988; Hinkin, 1998). CFA provides an efficient method to evaluate the quality of the 

factor structure based on the overall model and affords a stricter interpretation of 

unidimensionality than EFA. In this study, SPSS AMOS (Analysis of Moment Structures) 

24.0 was used for CFA. The purpose of CFA was to assess the goodness of fit of the 

factor structure to the set of data, and further confirm the validity and reliability of FLQ 

in independent samples. 

The maximum likelihood method was used to check the factor loading of the 12-item 

feminine leadership structure as identified in EFA. Among these 12 items, 6 items load 

onto the communal dimension and the remaining 6 items load onto the relational 

dimension. Initially, the goodness of fit did not meet the required criteria (see Table 12). 

Through several trials to remove indicator items with low factor-loading items (<.7) and 

abnormal values (>2) in standardized residual covariance, and to ensure robust average 

variance extracted (AVE) and construct reliability (CR), a seven-item construct with 

goodness of fit support remained (see Table 12). Among the seven-item construct, four 

belong to the relational dimension and three to the communal dimension. The overall 

model fit was indicated by the chi square, χ2 (260) =34.79, p=.001. The chi-square is 

significant at .05 level. It has been suggested that the smaller the chi-square is, the better 

the model fit (Hinkin, 1998). According to Carmines and McIver (1981), it is acceptable 

that a chi-square is two or three times as large as the degree of freedom. In this study, χ2 

is more than two times the df, CMIN/DF is 2.68. The final seven-item model was 

desirable with a significantly smaller chi-square (Hinkin, 1998). A series of goodness of 

fit indices were recommended to evaluate the quality of the CFA model. In this study, the 

root mean square error of approximation (RMSEA) was .07, which is less than .08 

(Browne & Cudeck, 1993; Xia & Yang, 2018), thus indicative of adequate fit. The 

comparative fit index (CFI) was .98, and the Tucker–Lewis index (TLI) was .96. Both 

key indices were more than .90, as scholars have suggested for the overall fit of the 

model. Hence, the CFA test results supported the two-factor and seven-item structure of 

the FLQ.  
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Table 12. Goodness-of-fit statistics for the CFA model of the Feminine Leadership Questionnaire 

 
 
Convergent and Discriminant Validity 

Convergent validity is the extent to which the indicators of a specific construct converge 

or share a high proportion of variance in common. Discriminant validity is the extent to 

which a construct is truly distinct from other constructs by empirical standards (Hinkin, 

1998). To assess both validity types, three statistical criteria were examined: one is factor 

loading and the others are AVE and CR. In the seven-item model, all loadings are more 

than .7 and significant at .001 level (Table 13). Both AVEs of the relational factor and the 

communal factor are 61%, which is greater than the squared correlation between the 

underlying constructs (.50). The construct reliabilities are .86 and .82, which is more 

than .7 as suggested (Field, 2013). Hence, the results indicated that the two-factor and 

seven-item model showed good convergent and discriminant validity within the construct 

of the FLQ. 

Predictive validity 

It is necessary to examine the relationships between this new measure of feminine 

leadership and other measures to develop a nomological network and evaluate predictive 

validity. In other words, the purpose of the following analysis is to examine whether 

feminine leadership can explain incremental variance beyond other leadership styles (i.e. 

servant leadership and transformational leadership) for relevant outcomes (i.e. job 

satisfaction and individual team commitment). The mean, standard deviation, reliability 

and correlations between predictors and outcome variables are shown in Table 14. The 

results indicated that feminine leadership correlated positively with servant leadership, 

transformational leadership and outcome variables, which supported hypotheses 1 and 2. 

Table 15 further confirmed that feminine leadership significantly influenced job 

satisfaction and individual team commitment. R2 showed that feminine leadership 

accounted for 29% of the variance in job satisfaction and 52% of the variance in 

Indices χ2 df CMIN/DF GFI AGFI NFI RFI IFI TLI CFI RMSEA

Standard 1.0<χ2/df<3.0 >.90 >.90 >.90 >.90 >.90 >.90 >.90 <.08

12 items 
questionnaire 277.85 118 2.36 .88 .85 .88 .87 .93 .92 .93 .07

7 items 
questionnaire 34.79 13 2.68 .96 .92 .96 .94 .98 .96 .98 .07
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individual team commitment. When we broke down feminine leadership into its sub-

dimensions, the results showed that each dimension was significantly related to both 

outcome variables. The relational dimension positively influenced job satisfactory (β=.39, 

t (260) = 6.23, p<.01) and individual team commitment (β=.50, t (260) = 9.62, p<.01). 

Similarly, the communal dimension significantly predicted job satisfactory (β=.21, t (260) 

= 3.29, p<.01) and individual team commitment (β=.31, t (260) = 6.04, p<.01). Therefore, 

not only feminine leadership itself, but also its dimensions were also positively related to 

job satisfaction and individual team commitment.  

To test whether feminine leadership explains incremental variance beyond existing 

leadership scales, a series of hierarchical regression analyses were implemented. Table 16 

shows the analysis result of the regression by entering transformational leadership in step 

1 and feminine leadership in step 2. As expected, transformational leadership 

significantly predicted job satisfaction (β=.56, t (260) = 10.82, p<.01) and individual 

team commitment (β=.73, t (260) = 17.25, p<.01). ∆R2 displays the change in R2 

resulting from the new predictor; in other words, it can be used to assess the variance in 

outcome based on the new predictor (Field, 2013). If we control for transformational 

leadership, feminine leadership explained incremental variance for job satisfaction 

(∆R2=.02, Fchange=6.24, p<.05) and individual team commitment (∆R2=.04, Fchange= 25.33, 

p<.01). In step 2, it was significant that feminine leadership added as predictor caused R2 

to increase by .02, and this variance gave rise to an F-ratio of 6.24 predicting job 

satisfaction. Similarly, it is also significant that feminine leadership added as predictor 

caused R2 to increase by .04, and this variance gave rise to an F-ratio of 25.33 predicting 

individual team commitment. These changes indicated the difference caused by adding 

feminine leadership into the model. The Durbin–Watson value informs whether the 

assumption of independent errors is tenable. The values are 1.94 and 1.90, which are 

more than 1 and less than 3, and much closer to 2, so the assumption was certainly met. 

The VIF value was below 10 (3.06) and the tolerance was above .2 (.33), so it can be 

concluded there was no collinearity within the data (Field, 2013).  

Table 17 shows the analysis result of the hierarchical regression by entering servant 

leadership in step 1 and feminine leadership in step 2. Similarly, servant leadership 
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significantly predicted job satisfaction (β=.51, t (260) = 9.62, p<.01) and individual team 

commitment (β=.67, t (260) = 14.29, p<.01). As Table 17 shows, when controlling for 

servant leadership, feminine leadership explained incremental variance in job satisfactory 

(∆R2=.04, Fchange=16.10, p<.01) and individual team commitment (∆R2=.10, 

Fchange=56.45, p<.01). It is significant that feminine leadership added as predictor caused 

R2 to increase by .04, and this variance gave rise to an F-ratio of 16.10 predicting job 

satisfaction. Similarly, it is also significant that feminine leadership added as predictor 

caused R2 to increase by .10, and this variance gave rise to an F-ratio of 56.45 predicting 

individual team commitment. The Durbin–Watson values are both 1.93, which are close 

to 2, and the assumption was certainly met. The VIF value was below 10 (2.56) and the 

tolerance was above .2 (.39), so it can be assumed that there was no collinearity within 

the data (Field, 2013).  

These results show that feminine leadership is conceptually distinct from 

transformational leadership and servant leadership. Feminine leadership has incremental 

predictive power for job satisfaction and individual team commitment whilst controlling 

for transformational leadership and servant leadership individually. Therefore, 

Hypothesis 3 was supported. When transformational leadership and servant leadership 

were controlled simultaneously, it was found that feminine leadership could explain 

incremental variance in individual team commitment (∆R2=.02, Fchange=13.98, p<.01), but 

no incremental variance in job satisfaction (∆R2=.01, Fchange=2.44, p>.05); the details are 

shown in Table 18. 

 

 

 

 

 

 

 



103 
 
 

Table 13. Seven-item Feminine Leadership Questionnaire (N=260) 

 
 

 

Table 14. Correlations, means, standard deviations and reliability for study variables 

 

 

Item

He/she speaks gently and respectfully 0.76

He/she feels anxiety on subordinates' disappointment. 0.78

He/she is more concerned with establishing, maintaining, or 
repairing relationships with others

0.79

He/she is sympathetic. 0.79

He/she tend to arrange tasks according to the characteristics of 
subordinates

0.79

He/she seek employee value to best take advantage of their 
various strengths

0.80

He/she customize Individualized development plans for team 
members

0.75

Average Variance Extracted 61% 61%

Construct Reliability 0.86 0.82

Note: Correlation between both factors is .707

Factor Loading
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Table 15. Regression outcomes on feminine leadership scales 

 

Table 16. Regression outcomes on feminine leadership, controlling for transformational leadership 

 

Table 17. Regression outcomes on feminine leadership, controlling for servant leadership 

 

B SE t LLCI ULCI B SE t LLCI ULCI

Feminine Leadership .53** .05 10.07 .40 .59 .72** .04 16.52 .62 .79

R2 .28** .51**
Dimensions
- Relational .39** .05 6.23 .22 .43 .50** .05 9.62 .35 .53
- Communal .21** .05 3.29 .07 .27 .31** .04 6.04 .18 .35

R2 .29** .52**

Job Satisfaction Individual Team Commitment

Notes: N=260; **. p < .01; *. p < .05

B SE t LLCI ULCI B SE t LLCI ULCI
Step 1

Transformational Leadership .56** .05 10.82 .47 .68 .73** .05 17.25 .70 .88

Step 2
Transformational Leadership .38** .09 4.2 .20 .56 .44** .08 6.19 .32 .62
Feminine Leadership .22* .08 2.5 .04 .37 .36** .07 5.03 .21 .49

R2 Step 1 .31** .54**
∆R2 .02* .04**
Durbin-Watson 1.94 1.9
F-change 6.24* 25.33**
VIF 3.06
Tolerance .33

Notes: N=260; **. p < .01; *. p < .05

Job Satisfaction Individual Team Commitment

B SE t LLCI ULCI B SE t LLCI ULCI
Step 1

Servant Leadership .51** .05 9.62 .42 .63 .67** .05 14.29 .62 .81

Step 2
Servant Leadership .25* .09 3.05 .09 .42 .27** .07 3.97 .15 .43
Feminine Leadership .33** .08 4.01 .16 .46 .51** .07 7.51 .37 .63

R2 Step 1 .26** .44**
∆R2 .04** .10**
Durbin-Watson 1.93 1.93
F-change 16.10** 56.45**
VIF 2.56
Tolerance .39

Job Satisfaction Individual Team Commitment

Notes: N=260; **. p < .01; *. p < .05
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Table 18. Regression outcomes on feminine leadership, controlling for both transformational leadership and 

servant leadership simultaneously 

 
 

6.8 Discussion and Conclusion 

The purpose of this chapter was to verify the construct of feminine leadership and create 

a valid and reliable measurement for empirical research. The literature review and 

interview study in Chapter 5 identified the sub-dimensions capturing the major tenets of 

feminine leadership. To operationalize the construct of feminine leadership, subscale 

items based on the construct domain were generated and validated. To increase the 

robustness of the analysis, data were collected from independent samples for analyse the 

content, construct and predictive validity. Content validity was achieved by a 

categorization with an 80% acceptance. A total of 24 items were selected from an initial 

set of 72 items. EFA and CFA further reduced the item number to 7 final items, which 

loaded onto a two-factor model. The predictive validity of the FLQ was evident from the 

significant incremental influence on job satisfaction and individual team commitment 

beyond transformational leadership and servant leadership. 

An interesting phenomenon was that this quantitative study supported a two-factor model 

of feminine leadership, which was different from the four-dimension model developed 

B SE t LLCI ULCI B SE t LLCI ULCI
Step 1

Transformational Leadership .41** .08 5.03 .25 .57 .58** .07 8.39 .45 .72
Servant Leadership .21* .08 2.61 .05 .37 .27** .07 3.91 .13 .41

Step 2
Transformational Leadership .33** .10 3.34 .13 .52 .41** .08 5.09 .25 .57
Servant Leadership .15 .09 1.74 -.02 .33 .16* .07 2.10 .01 .30
Feminine Leadership .14 .09 1.56 -.04 .32 .28** .08 3.74 .13 .43

R2 Step 1 .33** .56**
∆R2 .01 .02**
Durbin-Watson 1.92 1.89
F-change 2.44 13.98**
VIF 3.69 
Tolerance .27

Job Satisfaction Individual Team Commitment

Notes: N=260; **. p < .01; *. p < .05
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from the previous qualitative study. The quantitative validity study was a key step for 

refining the FLQ, and the results indicated there were some correlations among initial 

four dimensions. There was an especially high correlation between consistent emotional 

engagement and interpersonal supportive communication (r=.92), and a high correlation 

between democratic sense of equality and inclusive diversity management (r=.93). A 

relationship-oriented leader is an individual who tends to work through positive 

relationships (Lipman-Blumen, 1996); related behaviours pay attention to what transpires 

among individuals. These leaders believe that human beings in society are not alone, and 

they focus on dependence and engage in interpersonal relationships (Sklaveniti, 2016). 

Emotion is considered as a critical component of relationships among individuals, and 

emotional engagement is powerful collective experience that people share with each 

other and can enable coordinated and concerted actions as a group (Leach et al., 2015). 

Relationship-oriented leadership behaviours are considerate and supportive (Leach et al., 

2015; Stogdill et al., 1962). Supportive interpersonal communication can strengthen 

individuals’ relationships and release positive emotions. Therefore, from this point of 

view, both consistent emotional engagement and supportive interpersonal communication 

belong to relational leadership behaviours. Hence, it is reasonable to consolidate these 

two dimensions into one common factor. In a community, equality means ensuring 

everyone has an equal opportunity and is not treated differently or discriminated, while 

diversity is accounting for the differences among individuals and placing a positive value 

on those differences. Community-oriented leadership behaviours emphasize togetherness, 

participation and cooperation. Community-oriented leaders understand differences among 

subordinates, manage diversity and offer equal opportunities. Hence, it is theoretically 

justified that democratic equality sense and inclusive diversity management were 

combined into one factor representing communal leadership behaviours. Thus, the two-

factor model identified in CFA is still strongly aligned with the theoretical assumptions 

that emerged from the interview study – feminine leadership is leading by stereotypical 

femininity and presents relational and communal leadership behaviours. 

The results of construct validity study showed the better fit of seven-items rather than 

eight. When four items each were considered for the communal dimension and the 

relational dimension, the AVE and CR did not meet the criteria of construct validity. Only 
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when one item was reduced from the communal dimension the AVEs of the two factors 

both were greater than the squared correlation between the underlying constructs. 

Researchers have suggested varying numbers of item ranging from three to five to 

represent each factor is reasonable (MacCallum et al., 1999; Raubenheimer, 2004). 

Similarly, some scholars have also supported having a different quantity of items for each 

factor considering the overall good fit of model. For example, in the CFA of the Original 

Brief Intellectual Disability, the researcher used five items for the cognitive dimension 

and two items indicated the social dimension, and they claimed that the two-factor, 

seven-item model had the best fit in their study (Mammen et al., 2018). Therefore, based 

on a series of validity data include goodness of fit, AVE and CR, it makes sense to keep 

the two-factor, 7-item model for feminine leadership. 

There are two main contributions in this chapter. First, the studies successfully developed 

a FLQ through scale development and validity analysis. This questionnaire captures the 

construct domain of feminine leadership, and it is an efficient measurement scale for 

evaluating feminine leadership in empirical research. One possible reason for the 

existence of so few feminine leadership studies in the academic area was the lack of a 

valid measurement scale to evaluate feminine leader behaviours. The FLQ developed in 

this study fills that gap and facilitates future research on feminine leadership. Second, the 

FLQ significantly contributed to the prediction of job satisfaction and individual team 

commitment. Specifically, the results revealed that feminine leadership has an 

incremental influence on organizational outcomes even after controlling for 

transformational leadership and servant leadership. This suggests that feminine leadership 

is a powerful leadership style applicable in organizations.  

It is necessary to recognize some of the limitations of this study. One limitation was that 

it did not consider any contextual influences on feminine leadership, like different 

cultures and different organization environments. Future research conducted in other 

countries is encouraged to generalize feminine leadership across cultural contexts. In 

addition, this study did not strictly test predictive validity, because the leadership 

variables and outcome variables were collected during the same period. Future research 

could test the validation using a multitrait–multimethod matrix (Podsakoff et al., 2003) 
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and collect feedback from multiple samples and sources at different time periods instead 

of collecting data from a survey platform to avoid common method biases (Podsakoff et 

al., 2003). 
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7 Feminine Leadership and Team Performance 

7.1 Chapter Overview 

This chapter starts with a discussion of a theoretical framework linking feminine 

leadership and team performance based on the feedback from the interviews in Chapter 5 

and an extensive review of the literature. A quantitative two time-period survey with 142 

teams (589 participants at Time 1 and 641 participants at Time 2) from 16 companies was 

successfully conducted to examine the mechanisms for how feminine leadership 

influences team performance through a series of mediators and under boundary 

conditions. Chapter 7 is structured as follows: first, it provides the hypotheses to test the 

effect of feminine leadership on team performance through multiple mediators and 

moderators; second, it outlines the research design and methodology; third, it presents the 

study results; and finally, it discusses the findings and implications.  

7.2 Introduction 

To succeed in a fast-paced environment rife with uncertainty and complexity, 

organizations need to adopt strategies to face large-scale change (Politis, 2005). Such 

strategies need to be considered based on teams rather than separate individuals, as 

numerous scholars have emphasized (Dionne et al., 2004; Montoya-Weiss et al., 2001; 

Salas et al., 1992). The work structure has also changed to meet economic globalization 

and technology transformation – that is, most work in organizations and enterprises is 

performed in teams. Furthermore, some research supports the idea that when the 

frequency of teamwork increases, employees’ satisfaction and commitment also increase, 

and team objectives are easier to achieve (Doolen et al., 2003; Stewart & Barrick, 2000; 

Tata & Prasad, 2004). Accordingly, there has been a dramatic increase in studying teams 

in response to competitive challenges and organizational requirements for flexibility and 

adaptation (Piña et al., 2008). Teams are formed due to the requirement to incorporate 

individuals with different resources, knowledge and skills (Guimera et al., 2005). A team 

is defined as a social entity inside which individuals, as members, perform common tasks 
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or goals together, and team members are interdependent and their performance will affect 

each other (Guzzo & Dickson, 1996; Mehra et al., 2006). A team is the unit that performs 

every day and solves complex problems (Cohen & Bailey, 1997; Peterson et al., 2000; 

Scott et al., 2018), and team performance has become the decisive factor driving 

organizational success (Ernst & Young, 2013; Scott et al., 2018). Enhancing team 

performance has become a critical imperative for enterprises and organizations.  

Although the reliance on teams has increased dramatically, current team-level research 

has not yet fully answered how teams are able to achieve effective performance (Dionne 

et al., 2004; Stout et al., 1997; Tannenbaum et al., 1991). Chen et al. (2007) have 

emphasized that team-based structures require leaders to lead teams as a whole instead of 

as individuals. In Deming’s model (Dess & Miller, 1993), when leader implements proper 

leadership (Stout et al., 1997; Tannenbaum et al., 1991), team performance, team 

creativity and innovation can be improved (Dess & Miller, 1993; Modrick, 1986). It is 

agreed that leading teams remains an ongoing challenge in organizations, as it requires 

aligning a shared mission, establishing a positive working environment, managing 

multiple resources, coordinating information transfer and achieving goal completion 

(Zaccaro et al., 2001). Feminine leadership is the product of the times and leads teams as 

a whole utilizing advanced community and relationship management capacity to improve 

working relationships and optimize multiple resources to achieve the common mission. 

First, the present study promotes the understanding of feminine leadership by proposing a 

theoretical framework of feminine leadership and team performance. A quantitative study 

was then conducted to test the proposed hypotheses, including the direct relationship 

between feminine leadership and team performance, the mediation effects from team 

attributes and teamwork processes and the moderation effects. By unlocking the 

mechanism between feminine leadership and team performance, this research offers 

practical guidance for how feminine leaders achieve better team performance in 

organizations. 

7.3 Theory and Hypotheses 
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7.3.1 Independent and dependent variables 

As an outcome variable, team performance was described as the extent to which a team 

achieves outputs and meets team goals. As Guzzo and Dickson (1996) have clarified, 

team performance includes the outputs produced by team members together or the team’s 

ability to perform effectively. Team performance is generally evaluated with objective or 

subjective measures (Yum, 1999). Because the criteria of objective team performance 

vary in different functional teams, it is difficult to ensure an apples-to-apples performance 

comparison (Cohen & Ledford, 1994; Gladstein, 1984; Shea & Guzzo, 1987; Wageman, 

1995). According to Martin (2018), the use of objective indicators will also increase the 

risk of mono-method bias in statistical analysis when assessing the relationship of 

leadership style and performance. In general, subjective performance measures 

emphasize the perceptions of overall team performance. A subjective performance survey 

was suggested for a valid team performance rating method (Hackman, 1992; Shelley et 

al., 2004). Accordingly, this study uses subjective team performance as the dependent 

variable, which is in line with copious previous studies (Alper et al., 1998; Campion et 

al., 1996; Cohen et al., 1997; Doolen et al., 2003; Drach-Zahavy & Somech, 2002; 

Gibson et al., 2003; Hyatt & Ruddy, 1997; Tata & Prasad, 2004). 

Leadership has important implications for team performance (DeChurch et al., 2010). 

First, team leaders optimize team members’ resources to accomplish better team 

outcomes (Morgeson et al., 2010). Moreover, it has been claimed that leaders’ behaviours 

influence subordinates’ behaviours and team functioning. According to Mathieu (2008), 

effective leadership is one of the most powerful factors driving team performance (see 

also Scott et al., 2018). In past decades, there has been a number of studies discussing 

team performance and different leadership styles. Kahai et al. (2000) found that 

transformational leadership can reduce social loafing in team members. Waldman (1994) 

claimed that teams rely on transformational leadership to improve innovation processes. 

Van Dierendonck (2011) pointed out that servant leadership encourages positive job 

attitudes, self-actualization and performance. Politis (2005) highlighted that self-

leadership strategies contribute to job satisfaction that then influence team performance. 

Choi (2018) illustrated that educational leadership is positively correlated to team 



112 
 
 

effectiveness through communication satisfaction.  

However, some important factors like team attitude, teamwork processes and the input-

process-output (IPO) model (Hackman, 1987) have not been comprehensively discussed 

and linked to leadership and team performance. As Bliese et al. (2002) have claimed in 

nature leadership study is inherently multilevel, but currently there is a dearth of 

deliberate theoretical and empirical analysis (Yammarino et al., 2005). Recently, it 

becomes much more critical in organizations to promote leadership to keep pace with 

unpredictable challenges (Day et al., 2014; McDowell et al., 2016; Scott et al., 2018). The 

concept of feminine leadership has begun to receive notable attention due to its 

advantages in managing diversity and complexity. Given the widespread discussion of 

variable leaderships that influence team performance, the time is ripe for a study on the 

relationship between feminine leadership and team performance. As defined, feminine 

leadership is one kind of leadership that contains stereotypes of femininity and presents 

relational and communal leadership behaviours. Abundant research (Balkundiand 

Harrison, 2006; Mukherjee, 2016) has observed that teams with central leaders who assist 

team members achieve stronger interpersonal ties display better performance. Feminine 

leadership was proposed as this kind of leadership, with a focus on interpersonal ties, and 

can facilitate better team performance.  

Hypothesis 1. Feminine leadership will positively influence team performance. 

7.3.2 Mediators 

Team performance represents a performance construct based on teamwork processes 

(Dionne, 2004) and contains collective efforts and interpersonal relationships (Klimoski 

& Mohammed, 1994). According to previous research (Dionne, 2004; Guzzo & Shea, 

1992; Hackman, 1992), team performance theory has already developed into a 

framework including inputs (i.e. resources), processes (i.e. collective effort) and 

outcomes (i.e. key performance indicators [KPIs]). Some scholars have pointed out that 

multiple resources go through team members’ attitudes, cognitions and actions that are 

then converted into team outputs (Day et al., 2004; Guzzo & Shea, 1992; Hollenbeck et 

al., 2012; LePine et al., 2008; Marks et al., 2001; Wang et al., 2014). Current leadership 
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research is increasingly discussing the IPO model and characterizing team performance 

as a process-oriented theory (Glickman et al., 1987; Klimoski & Mohammed, 1994; Salas 

et al., 1992). For example, Wang et al. (2014) shed light on the implications of team 

attitudinal and behavioural outcomes in shared leadership research. They categorized the 

team performance process into four dimensions, including the most instrumental 

dimensions: team attitudes (like job satisfaction and team commitment) and teamwork 

processes (like team cooperation and cohesion). Because team attitudes and teamwork 

processes are key indicators for team performance (Stevens & Campion, 1994; 

Sundstrom et al., 1990), it is necessary to incorporate them into the discussion of 

feminine leadership and team performance. Accordingly, this chapter explores how 

feminine leadership improves team attitudes and teamwork processes, then further 

influences team performance in organizations. 

A mediator is the third variable that links a cause and an effect (Wu & Zumbo, 2008). 

Exploring mediators can help to clarify what bridges the causal relationship (Wu & 

Zumbo, 2008) between feminine leadership and team performance. In the IPO model, 

team attitudes and teamwork processes are important “processes” before “output”. In 

other words, they might be important mediators that link feminine leadership to team 

performance. Cohen and Bailey (1997), in their discussion of team effectiveness, 

emphasized that important team attitudinal variables contain trust in leader, job 

satisfaction and team commitment (Janz et al., 1997; Pina et al., 2008). Regarding the 

relationship to team performance, team cohesiveness, communication and affective 

conflict were claimed as the primary teamwork processes and can be used to detect 

effective and ineffective of teams (Shelley et al., 2004; Swezey & Salas, 1992). These six 

variables in team attitudes and teamwork processes were selected because they are 

empirically justified, well-developed and conceptual linked to both leadership and team 

performance based on prior research (Campion et al., 1996; Carless et al., 1995; Dyer, 

1995; Evans & Dion, 1991; Lovelace et al., 2001; Montoya-Weiss et al., 2001; Mullen & 

Copper, 1994; Oser et al., 1989; Stevens & Campion, 1994; Sosik et al.,1997; Swezey & 

Salas, 1992; Weaver et al., 1997; Zander, 1994). For example, Polities (2005) clarified the 

mediating effects of job satisfaction on the relationship between self-leadership 

behavioural-focused strategies and team performance, explaining that job satisfaction 
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stems from attitudes, and these attitudes are critical to team performance because they 

determine employee’s self-efficacy, task abilities and level of effort towards the job 

(Polities, 2005; Robbins, 2003). Some scholars have suggested that trust in leader 

(Barling et al., 1996) and team cohesion (Bass et al., 2003) mediate the relationship 

between transformational leadership and team performance and justified the important 

effects from teamwork processes on team performance (Callow et al., 2009). The 

following sections discuss each mediator linking feminine leadership and team 

performance in detail. 

Trust in leader 

There has been a considerable theoretical research discussing trust. Although there are 

slight variations, most theories conceptualize trust as a belief that one can rely on another 

one’s words or behaviours, or that one has good intentions to oneself (Cook & Wall, 

1980; Cummings & Bromiley, 1996; Dirks, 1999; McAllister, 1995; Robinson, 1996). 

According to Mayer et al. (1995), trust can be summarized as the willingness that the 

party has, irrespective of control or monitoring the other party, based on the expectation 

the other party will perform specific important behaviours self-consciously. They also 

claimed that individuals will decide how much they trust each other according to their 

perception of the other’s ability, integrity and benevolence, among other characteristics. 

Trust in leader has been described as team members having good confidence in the 

capability or behaviours of the team leader (Cook & Wall, 1980; Dirks, 1999; Langfred, 

2004; Zand, 1972). Gillespie (2003) argued that individuals’ trust is based on two kinds 

of situations: one is reliance (due to ability) and the other is disclosure (due to 

benevolence and integrity). This means that team members are more likely to trust those 

who are more capable or disclose information to them. Feminine leaders tend to maintain 

harmonious relationship, and be democratic, equal and transparent to team members, 

which constructs the basis for trust. It was therefore proposed that feminine leadership 

will produce trust in leader. It has been widely reported that team members’ trust in leader 

facilitates team performance. In the early literature, Argyris (1962), McGregor (1967) and 

Likert (1967) proposed the positive influence of trust in leader on an organization. Some 

studies have suggested that trust in leader is an important element for an effective team 

(Golembieski & McConkie, 1975; Larson & LaFasto, 1989), and others have empirically 
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examined the effects of trust in leader on team outcomes, such as team performance 

(Dirks, 1999; O’Reilly & Roberts, 1974; Oldham, 1975; Podsakoff et al., 1990; Rich, 

1997). These studies have also explained why trust in leader becomes an important 

determinant factor for team performance. A leader’s responsibility is to lead the team 

performing activities and contribute to team performance. In social exchange theory, 

individuals who feel they receive strong support from a leader are more likely to perform 

better than others who do not (Eisenberger et al., 1990). Trust in leader promotes team 

members’ feeling that they are willing to follow the leader’s paces and accept the leader’s 

defined goals, decisions and suggestions and then work hard to achieve common goals. 

Therefore, empirically, feminine leadership improves trust in leader, and this increase of 

trust has a positive influence on team performance. It is proposed that trust in leader is a 

mediating link feminine leadership and team performance, just like it is a mediating link 

for transformational leadership and team outcomes (Barling et al., 1996; Braun et al., 

2013). 

Job satisfaction 

There is a long history of research on job satisfaction, and it might be the most widely-

studied topic in organizational psychology (Spector, 1997; Wright, 2006). Job satisfaction 

normally comes from people’s perception about their jobs and the extent to which there is 

a good fit between the individuals and their team (Ivancevich et al., 1997). Briefly, as 

Hirschfeld (2000) defined, job satisfaction is the extent to which people like their jobs. 

Based on the scale development in Chapter 6, it was found that feminine leadership has a 

significant and positive influence on job satisfaction. When controlling for servant 

leadership or transformational leadership, feminine leadership still explained incremental 

variance in job satisfaction. In a team, job satisfaction is often described as a critical 

factor for team members’ behaviours and finally influences team effectiveness 

(Hirschfeld, 2000). Numerous empirical studies on job satisfaction have indicated a 

consistent and strongly positive relationship between job satisfaction and team 

performance (Bass, 1990; Hackett & Guion, 1985; Politis, 2005; Robbins, 2003). When 

team members perceive a job as the approach to satisfaction and well-being, they tend to 

respond more positively towards undertaking tasks (Bagozzi, 1992; Hirschfeld, 2000; 

Lazarus, 1991). Good job satisfaction creates a favourable attitude concerning people, the 
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environment, relationships and events (Robbins, 2003) in the team; this positive attitude 

then promotes team members’ work abilities and the extent of their effort and self-

efficacy, which further facilitate members achieving the goals of team performance 

(Bowling & Hammond, 2008). Empirical research has indicated that team members’ job 

satisfaction affects absenteeism, commitment, demographics, employee–leader relations, 

performance appraisal, turnover and performance of organization (Bass, 1990; Politis, 

2005; Robbins, 2003). Research also supports job satisfaction as a key mediator for self-

leadership (Politis, 2005), transformational leadership (Braun et al., 2013) and servant 

leadership (van Dierendonck et al., 2010). In a summary, it is proposed that job 

satisfaction is also a mediator linking feminine leadership and team performance.  

Team commitment 

Mowday (1982) stated that team commitment is the psychological conception that team 

members feel they are attached to a team. Similarly, Bishop and Scott (2000) proposed 

that team commitment is the extent of members’ involvement in and identification with a 

specific group. Scholars have claimed that team commitment is a multi-dimension 

phenomenon and an important indicator for assessing team attachment (Bishop & Scott, 

2000). Its construct could be conceptually characterized with three dimensions: (a) 

accepting and believing in team’s goals and values; (b) being willing to make an effort for 

the team; and (c) desiring to maintain membership with the team (Mowday et al., 1982). 

Like job satisfaction, the scale development in Chapter 6 already supported the 

significant relationship between feminine leadership and team commitment. Unlike 

previous studies, this Chapter will use team-level commitment instead of individual level 

commitment. Previous research (Meyer & Allen, 1984; Mayer & Schoorman, 1992; 

O’Reilly & Chatman, 1986) has verified that there is a strong relationship between team 

commitment and team members’ behaviours. Scholars have pointed out that team 

commitment has been linked to extra-role behaviour (Becket & Billings, 1993; Bishop & 

Scott, 2000) and team performance (Bishop et al., 1997; Bishop & Scott, 2000; Scott & 

Townsend, 1994). Social exchange theory suggests that individuals who feel they receive 

strong support from a team are more likely to perform better than others who do not 

(Eisenberger et al., 1990). The team members who have strong team commitment are 

emotionally loyal to the team, they will follow the goals and values of the team and they 



117 
 
 

will perform behaviours that are beneficial to the team. Therefore, it is proposed that 

team commitment, as a mediator, affects the relationship between feminine leadership 

and team performance (Bishop & Scott, 2000; Bishop et al., 1997; Mathieu & Zajac, 

1990; Pearce & Herbik, 2004; Scott & Townsend, 1994). 

Hypothesis 2. Feminine leadership will influence team performance through team 

attitudinal variables: (a) trust in leader, (b) job satisfaction and (c) team 

commitment. 

Team affective conflict 

A conflict is defined as two or more members of a team, or two or more teams 

disagreeing each other (Shelley et al., 2004; Zander, 1994). Boulding (1963) defined 

team conflict as discrepant or incompatible views among team members. Shelley et al. 

(2004) have proposed that the effect of conflict on team performance depends on the type 

of conflict: some are likely to hinder team performance, while others may be beneficial 

for teams. According to Amason’s (1996) research, task-related conflict is called 

cognitive conflict, and this is often referred as functional conflict (Amason, 1996; 

Anderson & Narus, 1990; Deutsch, 1969) and focuses on judgmental objectives to best 

achieve common goals. Cognitive conflict is positively related to team creativity, 

stimulates problem-solving, awakens team members to listen to different points of view 

and reduces mistakes in decision-making (Dyer, 1995; Zander, 1994). In contrast, people-

related conflict is called affective conflict. Affective conflict is often treated as 

dysfunctional (Amason, 1996; Anderson & Narus, 1990; Deutsch, 1969) and focuses on 

interpersonal incompatibilities or disputes (Amason, 1996; Buchholtz et al., 2005). 

Affective conflict produces tension, hostility and adversarial positioning (Saavedra et al., 

1993). Team affective conflict is harmful, negatively impacts team cooperation and 

communication and impedes team members thinking clearly and making sound decisions 

(Amason, 1996; Buchholtz et al., 2005; Jehn, 1995). In Dionne’s (2004) study on 

transformational leadership, team conflict is one of the important mediators influencing 

the link between transformational leadership and team performance. Buchholtz (2005) 

has claimed that team affective conflict mediates management efficiency and further 

affects team outcomes. Hence, it is proposed to consider team affective conflict as one 
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mediator and that empirically negatively influences the relationship between feminine 

leadership and team performance. 

Team cohesiveness 

In early research on the topic, Festinger (1950) defined cohesiveness as the forces to keep 

team members within one group. These forces come from either the leader, members or 

activities in the group. Shaw (1976) later described cohesiveness as the extent to which 

team members are motivated to remain in the team. A cohesive team has multiple effects 

such as obvious promotion in productivity (Summers et al., 1988) and a quick increase in 

objective performance (Worchel et al., 1991). In a highly cohesive team, team members 

are active in team coordination with a strong teamwork spirit to achieve goals (Morgan & 

Lassiter, 1992), and this team coordination and work effort ultimately produce good 

performance results (Cratty, 1989). For example, Weaver (1997) found that team 

cohesiveness is an important motivation factor for team performance. Similarly, Beal et 

al. (2003) stated that the social and motivational forces are an integral part of 

cohesiveness and can facilitate better performance. Some of the components of 

cohesiveness, such as group pride, task commitment and interpersonal attraction, were 

found to directly influence task performance (Stashevsky & Koslowsky, 2006). 

Accordingly, overall cohesiveness can be considered a correlate of team performance 

(Beal et al., 2003). Meta-analyses have also supported the significant effects of team 

cohesiveness on team performance (Evans & Dion, 1991; Mullen & Copper, 1994). As 

Swezey and Salas (1992) have claimed, cohesiveness is one of the primary factors that 

can discriminate effective and ineffective teams. Wendt et al. (2009) have also discussed 

the mediating influence of team cohesiveness on leadership effectiveness across cultures. 

In short, team cohesiveness may be an important mediator for the effects of feminine 

leadership on team performance. 

Team communication 

Communication is one of the most important teamwork processes (Ilgen et al., 2005), and 

it is an effective mechanism for sharing, translating and consolidating new information 

into an organization (Hirst & Mann, 2004). According to the interview results in Chapter 

5, feminine leaders can facilitate team members’ communication and foster a comfortable 
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working environment. Open and comfortable communication is a critical teamwork 

process for conducting daily activities and accomplishing team goals (Zander, 1994). 

Scholars have suggested that effective information gathering and knowledge exchange 

are the key elements of good team performance (Barry & Stewart, 1997; Hyatt & Ruddy, 

1997). Dyer (1987) further clarified that communication can help promote listening, 

openness to suggestions and prompt feedback, and all of these factors can facilitate 

effective team functioning. In his research, Zander (1994) summarized that open and easy 

communication is critical for task completion and goal accomplishment. In Campion’s 

study (1996) of various team characteristics, he claimed team communication is one of 

the process characteristics that is a critical facilitator for team effectiveness. Hill (1982) 

found that high-performing teams always show more willingness to listen to each other 

and express themselves. In Hirst and Mann’s (2004) team communication model, 

reasonable communication facilitates participative decision-making, reduces power 

conflict and increases the clarification of objectives and customer requirements; sufficient 

communication facilitates open discussion and effective feedback, optimizes the flow of 

information and thus helps the team maintain healthy growth. Just as Woolley et al. 

(2010) have claimed, adequate communication fosters increased performance as one team 

outcome. Thus, team communication is likely to be one of the critical teamwork 

processes related to team effectiveness and mediators of the relationship between 

feminine leadership and team performance (Campion et al., 1996). 

Hypothesis 3. Feminine leadership will influence team performance through 

teamwork process variables: (a) team affective conflict, (b) team cohesiveness and 

(c) team communication. 

7.3.3 Moderators 

Researchers often go beyond the simple account of bivariate relationships and attempt to 

study what alters the magnitude or direction of that relationship (Frazier et al., 2004; 

Rose et al., 2004). In addition to the mediation effect, a moderation effect is important for 

understanding and refining a causal relationship. A moderator is a third variable which 

can modify a causal effect (Wu & Zumbo, 2008). Contextual moderators are widely 

discussed in the link between leadership and team performance (Chuttipattana et al., 



120 
 
 

2011; Paustian-Underdahl et al., 2014). In this research, team power distance and work 

complexity are proposed as moderators to address the magnitude of the relationship 

between feminine leadership and team performance. 

Team power distance 

Power distance was defined as the extent in which people regard inequality as legitimate 

(Hofstede, 1980; Schaubroeck & Lam, 2007). Although this definition was developed for 

the societal level, there has already been much research supporting its importance and 

validity at the team level (Colquitt et al., 2002; Driskell & Salas, 1992; Earley, 1999; Eby 

& Dobbins, 1997; Gibson, 1999; Gibson & Saxton, 2005; Kirkman & Shapiro, 2001; 

Man & Lam, 2003; Thomas, 1999; Wagner, 1995; Wagner & Moch, 1986). Based on 

Earley’s (1999) theory, in a high power distance environment, team members are 

sensitive to the leader’s input. Members in a team with a high power distance have 

greater respect for authority and are therefore more easily influenced by the leader’s 

behaviours. To gain the leader’s favour, team members normally try their best to comply 

with the leader’s guidance and accept the leader’s suggestions. Earley (1999) also found 

that the judgement of team members with a high power distance was strongly influenced 

by the leader’s judgment. Hence, in a high power distance environment, the current 

research proposes that the dimensions of feminine leadership like emotional engagement, 

interpersonal communication, equality sense and diversity management may more 

effectively drive team outcomes. Members in teams with a high power distance tend to be 

more willing to follow the leader’s suggestion and work more collaboratively, and they 

may have higher confidence and motivation when they conduct work activities. In 

contrast, team members in a lower power distance environment may not be so sensitive to 

leadership influence. In summary, it is proposed that team power distance acts a 

moderator with a direct effect on the relationship between feminine leadership and team 

performance. 

Hypothesis 4. The direct effect of feminine leadership on team performance is 

moderated by team power distance. The higher the power distance is, the stronger 

the relationship between feminine leadership and team performance is. 
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Work complexity 

As early as the 1980s, Wood (1986) claimed that work complexity contains three 

dimensions: component, coordinative and dynamic complexity. Component complexity is 

the extent to which an individual has to understand information and perform behaviours 

to accomplish a task. Coordinative complexity is the extent to which team members have 

to interact with each other to achieve goals. Dynamic complexity describes whether the 

work requirements are stable. Similarly, Wang et al. (2014) and Martin et al. (2018) have 

clarified that work complexity includes three parts: (a) the extent to which work is 

knowledge-based, (b) the extent to which the work requires information sharing and (c) 

the extent to which interdependent activities are required among team members. Martin 

et al. (2018) proposed that when work requires a higher degree of information sharing, 

more knowledge and interdependence, this work is more complex. Prior research (Martin 

et al., 2018; Wang et al., 2014) has already discussed that when work is complex, team 

members are required to have a better understanding of work knowledge, acquire work 

information, utilize their resources and skills and maintain interpersonal relationships to 

overcome the difficulties they face. Team members are also expected to have higher 

mutual trust, effective communication and cooperation to implement their responsibilities 

in complex work environments. Complex work may bring uncertainty and concerns, so 

team members may experience more pressure. According to the interviews in Chapter 5, 

feminine leaders tend to lead teams to utilize multiple resources, facilitate cooperation, 

improve the working environment and communication, overcome obstacles and reduce 

the impact of uncertainty. In a meta-analysis on shared leadership and team effectiveness, 

it was claimed that work complexity was a key contextual moderator (Kleingeld et al., 

2011; Wang et al., 2014) affecting leadership effectiveness on team outcomes (Wang et 

al., 2014). Hence, it is proposed that a team relies more on feminine leadership in 

situations where work complexity is high. In other words, feminine leadership may have 

a stronger influence on team performance when work is complex. 

Hypothesis 5. The direct effect of feminine leadership on team performance is 

moderated by work complexity. The more complex the work is, the stronger the 

relationship between feminine leadership and team performance is. 
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7.3.4 Theoretical framework 

Feminine leaders’ consistent emotional engagement promotes team’s emotional stability; 

their supportive interpersonal communications produce positive interactions between 

leaders and their subordinates. These feminine leadership dimensions motivate team 

members, enhance subordinates’ confidence and promote team attitudinal variables such 

as trust in leader, job satisfaction and team commitment. Immersed in a warm and 

positive work environment, feminine leaders’ subordinates feel they are respected and 

cared for and their sense of team belonging is promoted. When feminine leaders manifest 

their democratic equality sense, information become transparent and opportunities are 

shared fairly, which to some extent reduces team affective conflict. Inclusive diversity 

management accelerates active team communication and facilitates optimization of 

multiple resources, which to some extent enhances team cohesiveness. Accordingly, 

feminine leadership promotes teamwork process variables, such as facilitating team 

cohesiveness and team communication and reducing team affective conflict. To 

summarize, feminine leadership may empirically influence some intermediate outcomes 

that include team attitudes and teamwork processes. Prior scholars have provided 

evidence supporting the idea that trust in leader and team cohesiveness can improve team 

effectiveness, clarified job satisfaction and team conflict can influence the relationship 

between leadership and team performance (Evans & Dion, 1991; Sundstrum et al., 1990). 

Therefore, there is a clear flow from feminine leadership to intermediate outcomes that 

then link to team performance. Changes in team attitudes also predict similar changes in 

teamwork processes, which in turn can lead to the development of new team attitudes. 

Thus, under feminine leadership, team members maximize their work capabilities and 

skills in a harmonious and encouraging work atmosphere towards team goals. These 

activities may generate trust between the leader and subordinates, increase subordinates’ 

job satisfaction and team commitment, enhance team cohesiveness and team 

communication and reduce affective conflict. In this way, these team attitudes and 

teamwork processes promoted by feminine leadership subsequently result in higher levels 

of team performance. Furthermore, two variables – team power distance and work 

complexity – moderate the magnitude of the influence of feminine leadership on team 

performance. The higher the power distance is, or the more complex the work is, the 
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stronger the relation between feminine leadership and team performance is. Figure 6 

illustrates the empirical theoretical model for how feminine leadership influences team 

performance through team attitudes and teamwork processes and under the boundary 

conditions of team power distance and work complexity. 

 

Figure 6. Theoretical framework for feminine leadership and team performance 

7.4 Research Methods 

7.4.1 Procedure 

This study used a multisource survey (subordinates and leaders) with separate time points 

(lagged input for mediating and dependent variables) to test these hypotheses. The survey 

questionnaire were designed in both English and Chinese. All questions were created in 

English and translated to Chinese by a professional translation company, and then the 

Chinese version was verified by the author and her three bilingual colleagues through the 

back-translation technique (English–Chinese–English) to ensure there was no translation 
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bias and inconsistency.  

This study used snowball sampling. The researcher contacted leaders though her network 

or via schoolmates’ recommendations, and received permission from the leaders via 

email, telephone or in face-to-face meetings. The leaders were provided with a PIS with 

an introduction to the research, including the purpose of this survey, why they were 

chosen, how the survey data were collected, stored and published, among other 

information. During recruitment, it was clarified that if they decided to take part in this 

survey, their team would be invited, too. These team leaders were instructed in advance 

that it was important that team members not feel obliged to take part. They were asked to 

make it clear to their team members that participation was voluntary and it was up to 

them to decide whether or not to take part. For those leaders who agreed to take this 

survey, the researcher collected their subordinates’ email address and created a team-level 

link to the survey platform. The survey was conducted based on a team-level 

personalized link and a team-level key was used. The researcher categorized those email 

addresses into teams, matched the links (keys) with teams and made sure that feedback 

was collected correctly from specific teams.  

The survey was conducted with the same survey platform used in the previous studies, 

Wenjuanxing. Considering that most variables are from the same sources except for the 

team performance evaluation, data collection accepted the temporal separation remedy 

(Podsakoff et al., 2003) and was arranged in two time periods over a three-week span to 

avoid common source bias. At time 1, subordinates completed the survey on feminine 

leadership questionnaire, team power distance and work complexity. At Time 2, three 

weeks later (Podsakoff et al., 2003), subordinates responded to the survey to evaluate 

team attitudes and teamwork processes, and the team leader completed the team 

performance assessment. 

7.4.2 Participants 

Of the teams initially invited, 95% finally participated in the research, and eight teams 

refused to take part. Total 142 leaders and their teams from 16 companies participated in 

this research. There were 589 subordinates who took part in the Time 1 survey, and 641 
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subordinates who took part in the Time 2 survey. The results showed more subordinates 

responded to the assessment of team attitudes and teamwork processes compared to the 

leadership questionnaire and moderation evaluation. This difference provides evidence 

that this survey was voluntary and anonymous, and it was not possible to identify 

individual responses at the two times period because data were collected based on the 

team. This approach is appropriate because this is a team-level study. The participating 

companies cover industries in semiconductor manufacturing, medical instruments, metal 

processing, retail and banking. The average team size was four members, and the smallest 

team had three employees and the largest team had eight employees who responded to 

this survey. At each time point, participants answered all questions without any missing 

data.  

There were 83 male leaders and 59 female leaders. Among of them, 96% were Chinese, 

4% have other nationalities include American, Dutch, Malaysian and Thai. In terms of 

education, 6% of the respondents had doctoral degrees, 25% had master’s degrees, 42% 

had bachelor’s degrees and the remaining 27% had associate degrees. Age, occupational 

tenure and organizational tenure were collected with ranges. The average age was 35–40, 

the average occupational tenure was 10–15 years and average organizational tenure was 

5–8 years. For subordinate respondents at Time 1, 100% were Chinese, 58% of the 

sample was male and 42% of the sample was female, with an average age of 30–35, 

average occupational tenure of 10–15 years and average organizational tenure with their 

current leader of 2–5 years. For subordinate respondents at Time 2, 100% were Chinese, 

about 61% of the sample was male and 39% of the sample was female, with an average 

age of 30–35, an average occupational tenure of 10–15 years and average organizational 

tenure with their current leader of 2–5 years. 

7.4.3 Measures 

All measures used a 5-point Likert scale. Response options ranged from 1=strongly 

disagree to 5=strongly agree. The analysis is at the team level, and team-level scores for 

each question are computed using the mean score of the team members.  

Feminine leadership 
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Feminine leadership was measured with the seven-item scale developed by this author. 

The prior scale development study in Chapter 6 already verified its validity and 

reliability. The sample items include “He/she feels anxiety about subordinates’ 

disappointment” and “He/she seeks employee’s values to best take advantage of their 

various strengths”. 

Team performance 

This study used the team leader’s subjective team performance evaluation. The 11 items 

in this measurement were a consolidation of previous questionnaires (Edmondson, 1996; 

Fransen et al., 2011; Schaubroeck & Lam, 2007). Among the questions, four were reverse 

scored items. Sample items include “Recently, my group seems to be ‘slipping’ a bit in its 

level of performance and accomplishments”, “This team gets its work done very 

effectively” and “I am satisfied with the performance of my team”.  

Trust in leader 

Nine items (McAllister, 1995; Dirks, 1999) were selected to measure trust in leader. 

Sample items include “I can talk freely to the leader about difficulties I am having on the 

team and know that he will want to listen” and “I would feel a sense of loss if the leader 

left to take a job elsewhere”. 

Job satisfaction 

Job satisfaction was measured using the three items from the Job Satisfaction Subscale of 

the Michigan Organizational Assessment Questionnaire (Cammann et al., 1979). The 

reliability of this measurement was verified by Bowling and Hammond (2008). Sample 

items include “All in all I am satisfied with my job” and “In general, I like working 

here”. 

Team commitment 

The short form of the Organization Commitment Questionnaire (Mowday et al., 1979) 

was used to evaluate team commitment, with modification for the team rather than the 

organization level. This technique has been successfully implemented in prior research 

(Bishop & Scott, 2000; Reichers, 1985; Scott & Townsend, 1994; Vandenberg & 

Scarpello, 1991). Sample items include “I find that my values and my team are very 
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similar” and “This team really inspires the very best in me in the way of job 

performance”. 

Team affective conflict 

Team affective conflict was assessed with eight items derived from the Rahim 

Organizational Conflict Inventory (Rahim, 1983). Among of them, three items were 

reverse scored. A higher score indicates lower conflict. Sample items include “In our 

group, we have lots of bickering over who should do what job” and “There is friendliness 

among the members of my group”.  

Team cohesiveness 

Nine items were used to assess team cohesiveness covering three dimensions: group 

pride, interpersonal attraction and commitment to tasks (Wendt et al., 2009). Sample 

items include “There is a friendly atmosphere among people” and “People treat each 

other with respect” (Dion, 2000; Wendt et al., 2009).  

Team communication 

Team communication was measured with nine items related to perceived communication 

openness developed by Rogers (1987). Sample items include “peers listen to complaints I 

may have” and “peers follow up on suggestions that I may have” (Myers et al., 1999; 

Rogers, 1987).  

Team power distance 

Team power distance was measured with five items that parallel Brockner’s (2001) 

measurement of power distance and Hui (2004) supported its reliability. Sample items 

include “People at lower levels in the organization should carry out the requests of people 

at higher levels without questions” and “A company’s rules should not be broken, not 

even when the employee thinks it is in the company’s best interest” (Brockner et al., 

2001; Hui et al., 2004; Zhang, 2010). 

Work complexity 

Work complexity was measured with three items based on previous studies (Crawford & 

LePine, 2013; Gully et al., 2002; Langfred, 2007; Wang et al., 2014). Sample items 
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include “In your work, the level of knowledge used are high” and “Your work require 

creative thinking” (Wang et al., 2014). 

7.5 Results 

In this study, team affective conflict and several items in team performance were reversed 

during data analysis. The higher score in team affective conflict, the lower conflict is. A 

higher score in team performance indicates better team performance. All data were 

analysed at the team level, and responses were aggregated in two steps. For the first step, 

team scores for Likert-scale items were computed by averaging individual scores, which 

resulted in team scores for each of the 70 survey items including team performance (11 

items), feminine leadership (7 items), team power distance (5 items), work complexity (3 

items), trust in the leader (9 items), job satisfaction (3 items), team commitment (7 

items), team affective conflict (7 items), team cohesiveness (9 items) and team 

communication (9 items). This method is consistent with the recommendation of 

between-group variation analysis (Bryk & Raudenbush, 1992; Porter & Lilly, 1996). For 

the second step, as recommend by Ping (1995) and Porter and Lilly (1996), the items 

corresponding to each factor were computed by average to create an overall score. For 

example, one team’s score for team performance is the mean of the responses from all 

members in this specific team to all 11 items. Aggregating the individual responses to 

provide a group score was justified (James et al., 1984; LeBreton & Senter, 2008; Porter 

& Lilly, 1996) due to the median Rwg(j), which ranged from 0.81 to 0.86; the ICC1 was 

from .38 to .42, and the ICC2 was from .85 to .88 for all 10 variables. Hence, it was 

concluded that the results supported the aggregation to the team level of individual-level 

measures.  

7.5.1 Descriptive statistics 

Statistical analyses were conducted using SPSS, 25.0 (IBM Corp., Armonk, NY, USA). 

To ensure the reliability of the instruments, Cronbach α values were computed. Pearson’s 

correlation coefficients were also calculated to show the relationships among the different 

variables. The means, standard deviations, reliabilities and correlations of independent 
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and dependent variables, moderators and mediators are reported in Table 19. 

Table 19. Correlations, means, standard deviations and reliability for study variables 

 
 

7.5.2 Test of hypotheses 

The findings in the descriptive statistics indicated that feminine leadership has a 

significantly positive correlation with team performance (r=.81, p<.001), which supports 

Hypothesis 1. PROCESS V3.5 for SPSS (Hayes, 2013) was used in the test of hypotheses 

for mediation and moderation effects. To test whether team attitude and teamwork 

process mediates the relationship between feminine leadership and team performance, a 

regression was run for each variable individually. Table 20 shows the total effect of 

feminine leadership on team performance. The total effect is the effect of feminine 

leadership on team performance when the mediator is not present in the model. Without 

the mediator, feminine leadership significantly predicts team performance, b=.49, 

t=16.32, p<.001. The R2 value tells us that the model explains 66% of the variance in 

team performance. The total effect model supports Hypothesis 1, that feminine leadership 

has a positive relationship with team performance, as shown in the correlation table.  

Table 20 also shows the regression results for all mediators. Considering trust in leader in 

the model, the result supported feminine leadership significantly and positively predicting 

trust in leader (b=.76, t=17.63, p<.001), and team performance was predicted by both 

trust in leader (b=.15, t=2.60, p<.05) and feminine leadership (b=.38, t=7.12, p<.001). 

Hence, feminine leadership significantly and positively predicted team performance even 

with trust in leader in the model. Table 21 exhibits the indirect effect of feminine 

1 2 3 4 5 6 7 8 9 Mean SD Alpha (α)

1. Team Performance 3.92       0.53       0.91

2. Feminine Leadership .81** 3.91       0.86       0.95

3. Team Power Distance .47** .52** 3.63       0.41       0.71

4. Work Complexity .33** .34** .21* 3.90       0.59       0.69

5. Trust in Leader .74** .83** .47** .33** 3.94       0.79       0.96

6. Job Satisfaction .59** .60** .52** .42** .72** 4.06       0.64       0.89

7. Team Commitment .63** .69** .51** .34** .77** .85** 3.89       0.73       0.93

8. Team Affective Conflict* .55** .56** .40** .20* .65** .50** .60** 3.66       0.52       0.75

9. Team Cohesiveness .66** .75** .52** .37** .84** .76** .82** .72** 3.94       0.68       0.96

10. Team Communication .55** .65** .52** .29** .73** .67** .75** .66** .87** 3.81       0.60       0.94

Notes: N=142;
SD = standard deviation; Alpha (α) = Cronbach alpha reliability coefficient;
Team Affective Conflict are reversal data.
**. p < .01, correlation is significant at the 0.01 level (2-tailed); 
*. p < .05, correlation is significant at the 0.05 level (2-tailed)
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leadership on team performance through mediators. When trust in leader is in the model, 

there is an estimate of this effect (b=.12) with a bootstrapped confidence interval of 95% 

CI [.00, .24]. The range does not include 0, so trust in leader is a significant mediator in 

the relationship between feminine leadership and team performance. According to 

completely standardized indirect effects, b=.19, 95% Bca CI [.00, .39], the indirect effect 

was of medium size, with about 19% of the maximum value. Hence, H2a, feminine 

leadership will influence team performance through trust in leader, was supported. 

Job satisfaction was then taken as the mediator in the model. Table 20 exhibits the 

regression results of job satisfaction predicted from feminine leadership (b=.44, t=8.79, 

p<.001), and team performance predicted from both of feminine leadership (b=.44, 

t=11.80, p<.001) and job satisfaction (b=.13, t=2.65, p<.05). Accordingly, feminine 

leadership significantly and positively predicted team performance even with job 

satisfaction in the model. Table 21 presents the indirect effect of feminine leadership on 

team performance through job satisfaction; there is an estimate of this effect (b=.06) as 

well as a bootstrapped standard error and confidence interval. The b value for the indirect 

effect falls between .01 and .11, and the range does not include 0, so there is likely to be a 

genuine indirect effect. In other words, job satisfaction is a mediator of the relationship 

between feminine leadership and team performance. Based on completely standardized 

indirect effects, b=.10, 95% Bca CI [.01, .19], the indirect effect is of medium size with 

about 10% of the maximum value. Hence, H2b, feminine leadership will influence team 

performance through job satisfaction, was supported. 

In table 21, in the indirect effect of feminine leadership on team performance through 

team commitment, there is an estimate of this effect (b=.06) as well as a bootstrapped 

standard error and confidence interval. The b value for the indirect effect falls between 

−.03 and .14, and this range includes 0. Similarly, in the indirect effect output, all effect 

size measures have a confidence interval that includes 0. Therefore, it was concluded 

there is no indirect effect. In other words, team commitment is not a mediator of the 

relationship between feminine leadership and team performance. Like team commitment, 

team cohesiveness and team communication have b values for the indirect effect that fall 

between −.05 ~ .15 and −.06 ~ .09, and these ranges included 0. The indirect effect 
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outputs indicate that all effect size measures have a confidence interval including 0. 

Therefore, team cohesiveness and team communication are also not mediators of the 

relationship between feminine leadership and team performance. Hence, this research 

result did not support H2c, H3b and H3c, feminine leadership will influence team 

performance through team commitment, team cohesiveness and team communication. 

Team affective conflict was then considered as a mediator in the regression. Table 20 

reveals that reversed team affective conflict was predicted from feminine leadership 

(b=.34, t=8.00, p<.001), so it was concluded that feminine leadership significantly and 

negatively predicts team affective conflict. Table 20 also displays the regression results 

for team performance predicted from both feminine leadership (b=.45, t=12.41, p<.001) 

and reversed team affective conflict (b=.14, t=2.39, p<.05). Feminine leadership 

significantly and positively predicted team performance even with reversed team 

affective conflict in the model. In table 21, it is clear that all effect size measures have a 

confidence interval that do not include 0, so it was fairly clear that the indirect effect is 

greater than “no effect”. In other words, team affective conflict is a mediator of the 

relationship between feminine leadership and team performance. Completely 

standardized indirect effects (b=.08, 95% Bca CI [.01, .15]) told us the indirect effect is 

of small size, with about 8% of the maximum value. Hence, H3a, feminine leadership 

will influence team performance through team affective conflict, was supported. 
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Table 20. PROCESS regression analysis with Model 4 (Hayes, 2013) 

 

Outcome variable - TP b SE t p LLCI ULCI

FL (without mediator) .49 .03 16.32 .00 .43 .55

R=.81, R2=.66

Mediator - TL b SE t p LLCI ULCI

FL .76 .04 17.63 .00 .67 .84

R=.83, R2=.69

Outcome variable - TP b SE t p LLCI ULCI

FL .38 .05 7.12 .00 .27 .49

TL .15 .06 2.6 .01 .04 .27
R=.82, R2=.67

Mediator - JS b SE t p LLCI ULCI

FL .44 .05 8.79 .00 .34 .54
R=.60, R2=.36

Outcome variable - TP b SE t p LLCI ULCI

FL .44 .04 11.8 .00 .36 .51
JS .13 .05 2.65 .01 .03 .23

R=.82, R2=.68

Mediator - TCT b SE t p LLCI ULCI
FL .58 .05 11.32 .00 .48 .68

R=.69, R2=.48

Outcome variable - TP b SE t p LLCI ULCI
FL .44 .04 10.55 .00 .36 .52

TCT .10 .05 1.98 .05 .00 .20

R=.82, R2=.67

Mediator - TAC b SE t p LLCI ULCI

FL .34 .04 8.00 .00 .26 .42

R=.56, R2=.31

Outcome variable - TP b SE t p LLCI ULCI

FL .45 .04 12.41 .00 .38 .52

TAC .14 .06 2.39 .02 .02 .26
R=.82, R2=.67

Mediator - TCS b SE t p LLCI ULCI

FL .59 .04 13.51 .00 .50 .68
R=.75, R2=.57

Outcome variable - TP b SE t p LLCI ULCI

FL .44 .05 9.62 .00 .35 .53
TCS .09 .06 1.58 .12 -.02 .21

R=.81, R2=.66

Mediator - TCN b SE t p LLCI ULCI
FL .45 .04 10.17 .00 .36 .54

R=.65, R2=.43

Outcome variable - TP b SE t p LLCI ULCI
FL .48 .04 11.91 .00 .40 .56

TCN .04 .06 .69 .50 -.08 .15

R=.81, R2=.66

Notes: N=142; Level of confidence for all confidence intervals in output are 95%; TP - Team 
Performance, FL - Feminine Leadership, TL - Trust in Leader, JS - Job Satisfaction, TCT - Team 
Commitment, TAC - Team Affective Conflict, TCS - Team Cohesiveness, TCN - Team Communication.
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Table 21. Mediation effects (separately) 

 
 

To test Hypotheses 4 and 5, Model 1 (Hayes, 2013) in the PROCESS regression was 

implemented using team power distance and work complexity separately as moderators, 

and the results are shown in table 22. In the team power distance model, the interaction is 

significant, b=.13, 95% CI [.01, .24], t=2.14, p<.05; in other words, the relationship 

between feminine leadership and team performance is moderated by team power 

distance. In the work complexity model, however, the interaction is not significant, 

p=1.0, so the relationship between feminine leadership and team performance does not 

appear to be moderated by work complexity. 

 

Trust In Leader B BootSE BootLLCI BootULCI

Indirect effect .12 .06 .00 .24

Completely standardized indirect effects .19 .10 .00 .39

Job Satisfaction B BootSE BootLLCI BootULCI

Indirect effect .06 .03 .01 .11

Completely standardized indirect effects .10 .04 .01 .19

Team Commitment B BootSE BootLLCI BootULCI

Indirect effect .06 .04 -.03 .14

Completely standardized indirect effects .09 .07 -.04 .22

Team Affective Conflict* B BootSE BootLLCI BootULCI

Indirect effect .05 .02 .00 .10

Completely standardized indirect effects .08 .04 .01 .15

Team Cohesiveness B BootSE BootLLCI BootULCI

Indirect effect .06 .05 -.05 .15

Completely standardized indirect effects .09 .08 -.08 .24

Team Communication B BootSE BootLLCI BootULCI

Indirect effect .02 .04 -.06 .09

Completely standardized indirect effects .03 .06 -.11 .14

Notes: N=142; Level of confidence for all confidence intervals in output are 95%; Affective 
Conflict are analyzed based on reversal data.
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Table 22. Moderation effects (separately) 

 
 

Table 23 displays the output of the Johnson–Neyman method (Field, 2013) under 

moderation effects of team power distance; there was no boundary for significant zone. In 

this study, no matter at which value of team power distance, the relationship between 

feminine leadership and team performance was significant. When team power distance 

increased from 2.00 to 4.20, the effect (b value) increased from .29 to .56. In other words, 

with an increase in team power distance, the strength of the relationship between 

feminine leadership and team performance increases from a small positive effect to a 

medium positive one. Hence, H5, that the direct effect of feminine leadership on team 

performance is moderated by team power distance, was supported. The higher the team 

power distance is, the stronger the relationship between feminine leadership and team 

performance is. In contrast, H6, the moderation effect of work complexity on the relation 

between feminine leadership and team performance was not found in this research.  

To refresh the mechanism between feminine leadership and team performance, 

PROCESS regression Model 5 (Hayes, 2017) was run with all significant mediators and 

moderators simultaneously. However, due to mediators being highly correlated with each 

other according to Table 19, there may have been suppression effects where the mediation 

of the mediators cannot be detected. Trust in leader, job satisfaction and team affective 

conflict were significant mediators when tested individually, but they were not found to 

be significant when tested simultaneously, as shown in Table 24. Suppression, a concept 

often discussed in the context of psychological testing (Cohen & Cohen, 1983; 

MacKinnon et al., 2000), describes the phenomenon in which a variable increases the 

B SE t p LLCI ULCI

Constant 3.16 .70 4.53 .00 1.78 4.54

FL .04 .21 .18 .85 -.37 .45

TPD -.33 .21 -1.57 .12 -.74 .09

FL * TPD .13 .06 2.14 .03 .01 .24

Constant 1.83 .66 2.75 .01 .51 3.14

FL .48 .17 2.77 .01 .14 .82

WC .06 .17 .32 .75 -.29 .40

FL * WC .00 .04 .01 1.00 -.09 .09

Notes: N=142; FL - Feminine Leadership, TPD - Team Power Distance, WC - Work Complexity
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predictive validity of another variable when they are in the same regression model 

(Conger, 1974; MacKinnon et al., 2000). In the simultaneous model (Table 25), team 

power distance still significantly moderated the relation between feminine leadership and 

team performance (b=.15, 95% CI [.04, .27], t=2.67, p<.05). All hypothesis test results 

are summarized at Figure 7. 

Table 23. Conditional effects at moderator values using Johnson–Neyman method 

 

Table 24. Mediation effects (simultaneously) 

 

      TPD            B           SE             t             p          LLCI       ULCI

     2.00           .29          .09          3.10         .00         .10          .47
     2.11           .30          .09          3.46         .00         .13          .47
     2.22           .32          .08          3.88         .00         .16          .48
     2.33           .33          .08          4.36         .00         .18          .48
     2.44           .34          .07          4.91         .00         .21          .48
     2.55           .36          .06          5.54         .00         .23          .48
     2.66           .37          .06          6.27         .00         .25          .49
     2.77           .38          .05          7.11         .00         .28          .49
     2.88           .40          .05          8.07         .00         .30          .50
     2.99           .41          .05          9.15         .00         .32          .50
     3.10           .43          .04         10.31        .00         .34          .51
     3.21           .44          .04         11.48        .00         .36          .52
     3.32           .45          .04         12.54        .00         .38          .53
     3.43           .47          .04         13.29        .00         .40          .54
     3.54           .48          .04         13.63        .00         .41          .55
     3.65           .50          .04         13.52        .00         .42          .57
     3.76           .51          .04         13.07        .00         .43          .59
     3.87           .52          .04         12.41        .00         .44          .61
     3.98           .54          .05         11.66        .00         .45          .63
     4.09           .55          .05         10.91        .00         .45          .65
     4.20           .56          .06         10.21        .00         .45          .67

Notes: N=142; TPD - Team Power Distance

Trust In Leader B BootSE BootLLCI BootULCI

Indirect effect .04 .07 -.08 .18

Completely standardized indirect effects.07 .11 -.14 .28

Job Satisfaction B BootSE BootLLCI BootULCI

Indirect effect .05 .03 -.01 .10

Completely standardized indirect effects.08 .05 -.02 .18

Team Affective Conflict B BootSE BootLLCI BootULCI

Indirect effect .03 .02 -.01 .08

Completely standardized indirect effects.05 .04 -.02 .13
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Table 25. Moderation effects (simultaneously) 

 
 
 

 

Figure 7. Schematic representation of hypotheses and results 

Notes: * p<.05, ** p<.01; dashed lines represent non-significant relationship 

 

B SE t p LLCI ULCI

Constant 3.15 .68 4.62 .00 1.80 4.49

FL -.17 .21 -.80 .42 .58 .25

TL .06 .07 .79 .43 -.08 .19

JS .11 .06 1.80 .08 -.01 .23

TAC .10 .06 1.50 .14 -.03 .22

TPD -.49 .21 -2.34 .02 -.91 .08

FL * TPD .15 .06 2.67 .01 .04 .27

Notes: FL - Feminine Leadership, TL - Trust in Leader, JS - Job Satisfaction, TAC - 
Team Affective Conflict, TPD - Team Power Distance.
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7.6 Discussion 

7.6.1 Contribution 

Despite the considerable body of research linking multiple leadership styles with team 

outcomes, research discussing the influence of feminine leadership on team performance 

is scarce. This chapter seeks to fill this gap by analysing the relationship between 

feminine leadership and team performance using the IPO model and testing the effects 

with a series of variables, including team attributes, teamwork processes, team power 

distance and work complexity.  

Results from a survey of 142 teams showed that feminine leadership positively predicted 

leader-rated team performance, which is similar to the findings of established research on 

transformation leadership and servant leadership. For example, Schaubroeck and Lam 

(2007) studied 218 finance service teams in Hong Kong and the United States and found 

that transformational leaders inspired subordinates to transcend self-interest and 

capability, and to be more effective in pursuing team goals, with further positive effects 

on team potency and performance. In a review and synthesis, van Dierendonck (2010) 

claimed that servant leadership empowered and developed team members, built up trust, 

encouraged self-actualization and then contributed to positive team performance. The 

results of this chapter are also consistent with previous research on female leadership. For 

example, Post (2015) found that teams with female leaders report more cohesion and 

more collaborative interaction norms. Post’s survey (2015) of 82 teams in 29 

organizations showed that female leaders had a greater advantage in leading larger and 

more functionally diverse teams, and female leadership is more positively associated with 

cooperation and participation that further contribute to better team performance. 

Similarly, Strøm et al. (2012) investigated 329 microfinance institutions in 73 countries 

covering the years 1998–2008 and found female leadership was positively related to the 

performance of these institutions. To summarize, the study in this chapter reveals the 

success of feminine leadership in managing diversified resources, maintaining 

interpersonal relationships, strengthening emotional stabilities and then lifting teams to a 

higher level of performance.  
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Another important finding of this study is uncovering the mechanism for how feminine 

leadership influences team performance through a series of variables based on team 

attributes and teamwork processes. By including mediating variables, this study was 

distinguished from other work in which researchers tended to link leadership attributes 

directly with team performance (DeRue et al., 2011; Piccolo & Colquitt, 2006; Tierney et 

al., 1999), but examined how feminine leadership fosters team-level attributes and 

improves teamwork process to boost team performance. Although established leadership 

research has reported mediators linking leadership and team outcomes (Braun et al., 

2013; Pearce & Herbik, 2004; Politis, 2005; van Dierendonck, 2010), this is the first time 

a study has clearly explained the significant mediating role of trust in leader, job 

satisfaction and team affective conflict in the relationship of feminine leadership and 

team performance. A feminine leader can utilize multiple resources, foster a harmonious 

working environment, coordinate internal and external teamwork and further strengthen 

trust in leader, reduce affective conflict and increase job satisfaction thus consequently 

improving team performance.  

Most importantly, this study revealed team power distance as an important boundary 

condition for the direct impact of the tested constructs. The evaluation of the moderation 

effect showed that the relationship between feminine leadership and team performance 

was promoted with an increase in the team power distance. As the hypothesis proposed, 

in an organization with higher team power distance, team members tend to follow the 

leader’s suggestion and work collaboratively, and they have higher confidence and 

motivation, which more easily drive positive team performance. Such findings are 

consistent with previous research. Hu (2017), in his study of 71 teams, found that leader 

extraversion had a positive impact on teams in both role and extra-role performance only 

for high power distance teams. Similarly, the study in this chapter examined whether, in a 

high power distance environment, feminine leadership has powerful effects on team 

performance.  

The results, however, did not support team commitment, team cohesiveness and team 

communication as mediators or work complexity as moderator, in contrast to a few 

existing studies (Campion et al., 1996; Pearce & Herbik, 2004; Wang et al., 2014; Wendt 
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et al., 2009). The reason may be that these variables are supported as positive team 

outputs by feminine leadership but cannot significantly impact the direct relationship 

between feminine leadership and team performance in this sampling. This study did 

support the idea that feminine leadership has a different mechanism for working on team 

performance than other leadership styles. 

7.6.2 Implications 

There has been a great deal of interest in the research about which leadership style more 

efficiently contributes to team performance in organizations. This study explored 

feminine leadership, a newly developed style, its mechanism and influence in team 

outputs, especially team performance. The findings have practical implications for both 

future research and management practices. From an academic perspective, the present 

study filled a gap in the research on feminine leadership by (a) confirming the important 

role of feminine leadership in organizations facing the challenges of technology 

development and economic globalization; (b) offering insight into the theoretical 

framework that systematically examines how feminine leadership works on team 

performance at the team level; and (c) shedding light on the boundary condition of the 

positive effects from feminine leadership on team performance. From an applied 

perspective, feminine leadership is an efficient leadership approach that can be applied to 

organizations. Given that the present findings support the link between feminine 

leadership and positive team performance, there is some merit in considering the 

application of feminine leadership theory into organizational management. First, feminine 

leadership has increasing value in a dynamic environment. The rapid development of 

technology and the economy, as well as the growing complexity of organizations requires 

communal and relational leadership skills as never before. A healthy contemporary 

organization must have feminine leadership in place to nurture employee trust and boost 

team satisfaction. Second, putting prejudice aside, stereotypical female qualities are 

becoming more appropriate to organizations, which create the conditions for female 

leaders to break the “glass ceiling” in the workplace. Third, aimed at promoting team 

performance, organizations must offer opportunities to develop feminine leadership 

outside of the gender box and organize more training programmes to implement feminine 
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leadership strategies in the workplace. The results of this study also provide insights on 

the boundary condition of feminine leadership effects. Hence, in high power distance 

environments – including different countries, organizations and teams – fostering 

feminine leadership may be a more efficient method for positive team outcomes. 

7.6.3 Limitations 

Several limitations of the current study are worth noting. First, the research results 

depended on questionnaire data, which may put the result at risk of common method 

biases. Podsakoff et al. (2003) mentioned that common method biases may come from 

common sources when the predictor and criterion variables are collected from the same 

participants, some may be produced by the measurement items themselves and some may 

result from the context of the measurement items. To avoid these potential biases, this 

study referred to Podsakoff ’s suggestions by (a) calling for responses from multiple 

sources (team members responded to the independent variable, mediation and moderation 

variables, while leaders provided evaluation of team performance); (b) applying the 

survey at two time points, separated by a three-week span (at Time 1 respondents 

answered regarding independent variable and moderators, at Time 2 they responded to 

mediators and team performance); (c) using valid and reliable measurements already 

supported by other scholars or verified by previous studies; and (d) using the back-

translation technique with professional translation resource and also bilingual staffs who 

have rich working experience in teams and organization. However, these methods cannot 

completely eliminate biases. For example, according to the consistency motif (Heider, 

1958; McGuire, 1966; Osgood & Tannenbaum, 1955), people might try to search for 

similarities in different questionnaire items and respond consistently, which may cover up 

the facts. Moreover, due to social desirability (Crowne & Marlowe, 1964), there might be 

a tendency for participants to present themselves in favourable positions to align with 

others and hide their real feelings (Podsakoff et al., 2003). Therefore, future research 

should consider more detailed plans for evaluating research conditions, thinking carefully 

about the conditions under which data are collected and then taking actions to reduce 

potential bias. 

To ensure an available comparison on team performance from multiple team functions 
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and variable industries, as well as an effective cost consideration to collect data from the 

survey with other criteria simultaneously, this study finally chose subjective evaluation of 

team performance instead of objective criteria. Although numerous studies have already 

supported subjective performance evaluation as a valid and reliable method, some 

scholars still insist on the use of productivity, profit or return on investment to assess 

team outcomes, or suggest collecting external audit records instead of internal KPIs for 

the following reasons: (a) subjective performance is normally overall performance rating, 

which in fact is largely undefined or there might be other factors aggregated together 

(Wall et al., 2007); and (b) participants tend to rate subjective performance relative to 

competitors or peers, while objective rating is absolute (Wall et al., 2007). Therefore, 

future research might consider using both subjective and objective measurements and 

intend to generalize a broad and sound performance construct (Wall et al., 2007).  

Third, it is meaningful to explore the feminine leadership construct under different 

cultural contexts. Due to the impact of the coronavirus disease 2019 (COVID-19), some 

initial plans to collect data from American and Malaysian teams had to be given up. As a 

result, 100% of the subordinates surveyed are Chinese, although several leaders have 

other nationalities, which might have an unpredicted influence on the study results. 

Scholars have pointed out that some mediators like trust in leader and some moderators 

like team power distance are sensitive to cultural differences (Braun et al., 2013; Casimir 

et al., 2006). Thus, it might be one direction for future research to further test the effects 

of mediation and moderation in the model of feminine leadership and team performance 

under other cultural contexts. 

7.7 Chapter Summary 

This chapter examined how feminine leadership provides a framework in which to 

investigate a feminine leader’s influence on team performance. A total of 142 teams from 

16 companies participated in a survey at two time periods (589 participants at Time 1 and 

641 participants at Time 2). The results indicated that feminine leadership has a positive 

and significant influence on trust in leader and job satisfaction and can restrain team 

affective conflict, thus enhancing team performance. At the same time, the research 
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results also shed light on the moderation effect of team power distance on the direct 

relationship between feminine leadership and team performance. The higher the power 

distance is, the stronger the relationship between feminine leadership and team 

performance is. Regarding the contributions and implications, this study not only 

provided good insights about feminine leadership, unlocking the mechanism between 

feminine leadership and team performance, it also paves a new way for management 

practices to help leaders in organizations utilize feminine skills and methods to promote 

team performance. 
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8 General Discussion 

8.1 Chapter Overview 

Seeking to understand the conceptualization and implications of feminine leadership in 

organizations, the present research explored its definition and structure in study 1, 

developed a feminine leadership questionnaire in study 2 and investigated the 

relationship between feminine leadership and team performance in study 3. Mixed 

methods were effectively utilized, including the study 1 interview, the study 2 scale 

development and the study 3 survey to test the hypotheses. This chapter first integrates 

the main findings from all of the studies and then links them back to existing research. It 

highlights the contributions of the present research to leadership theory as well as the 

related literature. In addition, the section discusses the implication of this research, 

especially how to utilize feminine leadership in contemporary business organization. 

Furthermore, this chapter clarifies major limitations and makes suggestions for future 

research. Finally, an overall conclusion is made to close the thesis. 

8.2 Main Contributions and Discussion 

This section systematically discusses the findings and contributions this research made by 

sequentially addressing the raised research objectives and questions. 

Research objective 1: To explore what feminine leadership is, develop a definition 

and clarify its dimensions 

Research Objective 1 was achieved; this feminine leadership research successfully 

finalized the definition and clarified its construct with dimensions.  

There has been a certain trend towards the “feminization of management”. However, 

established research about femininity in leadership is fragmentary and unstructured, and 

some discussions still stop at the consideration of leadership by women. It is finally time 

to have a robust study to clarify the definition and understand of the theoretical structure 



144 
 
 

of feminine leadership. Through 29 separate and tape-recorded semi-structured 

interviews with open-ended questions, Study 1 uncovered the characteristics and 

behaviours of feminine leadership in a real workplace, the results were summarized into a 

definition of feminine leadership. Feminine Leadership is leading by stereotypical 

femininity. It constructs with communal and relational dimensions and dedicates to 

consistent emotional engagement, supportive interpersonal communication, democratic 

equality sense and inclusive diversity management to achieve organizational goals.  

Female qualities in leadership have been discussed in some prior research. For example, 

Rosener (1995) labelled female leadership as being interactive and collaborate compared 

to the command-and-control, authority-and-power approach of male leadership. Eagly 

and Kite (1987) defined the communal dimension as a women’s stereotype compared to 

the agentic dimension which served as the men’s stereotype. Deaux and Kite (1993) 

claimed that women have more communal qualities than men, such as warmth and 

selflessness. Similarly, Fondas (1997) argued that traditional feminine leadership 

behaviours are communal, involving a sense of community and effective listening and 

communication, as well as mentoring and empowering subordinates. Specifically, it has 

been claimed that women’s communal abilities may be viewed as an advantage rather 

than a detriment to their leadership abilities (Dezso & Ross, 2012; Eagly, 2007; Eagly & 

Carli, 2003; Fondas, 1997; Rosette & Tost, 2010). Scholars also found that women tend 

to view themselves under the social networks of multiple relations and optimize and 

maintain these relationships (Umberson & Montez, 2010). Correspondingly, Uhl-Bien 

(2011) claimed that relational leadership contains more feminine elements. It has also 

been suggested that feminine leaders manifest a more democratic style (Eagly & Johnson, 

1990) and more individualized consideration (Eagly et al., 2003). All of the above 

research is in line with the findings of the current research on the conceptual definition of 

feminine leadership.  

This research on feminine leadership has positive implications for organizations. At the 

end of the 20th century, scholars already pointed out that effective leadership is related to 

the ways in which women lead (Helgesen, 1990; Rosener, 1995). Similarly, Eagly and 

Carlie (2003) have claimed that the characterization of effective leadership become more 
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consistent with stereotypically female qualities. Historically, influenced by the Great Man 

theory of leadership, research tended to discuss stereotypically masculine qualities, but it 

is increasingly being found that stereotypically feminine qualities are favourable for 

contemporary businesses, especially in work requiring cooperation, collaboration and 

mentoring. Recent research supports the suggestion that leadership relying on typically 

masculine qualities does not fit the needs of contemporary organizations (Eagly & Carli, 

2003). Kanter (1997) has argued that the transition from stereotypically masculine 

qualities to stereotypically feminine qualities in leadership is needed to meet the 

requirements of accelerated technological growth, the weakening of economic 

boundaries, increasing workforce diversity and intense competitive pressures in 

organizations.  

People currently rely on leadership in the contemporary business environment to 

encourage teamwork, engage workers, empower employees (Hammer & Champy, 2006; 

Senge, 1994) and pursue productive work relationships (Goleman et al., 2002). In 

contemporary society, leaders need to establish more collaborative relationships within 

and outside of organizations (Lipman-Blumen, 1996). Hence, it is time for a feminization 

of leadership. However, scholars remained caught up in the advantages of feminine 

leadership, and did not systematically introduce a definition for it, clarify its conceptual 

structure and or verify the causality between feminine leadership and group performance 

in organizations. These insufficiencies triggered the present research, and previous 

fragmented findings shaped the hypotheses, while the historical discussions in turn 

support the findings of the current feminine leadership research. To sum up, this research 

is of critical importance, as it fills in the gap in literature by providing a clear definition 

on feminine leadership and clarifying its construct in a systematic way, as it paves the 

way for future leadership research and practice. 

In contrast to many existing leadership studies, this thesis argued that feminine leadership 

is not leadership by women. Historically, few works have clearly articulated the 

difference between gender leadership and stereotypical leadership. In exploring the 

influence of sex differences and similarities on leadership styles, Eagly and Johnson 

(1990) found that organization outcomes did not show obvious difference when male and 
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female managers manifested the same leadership styles, such as interpersonally or task-

oriented styles. In other words, leadership style is not bonded to gender. Similarly, Matsa 

and Miller (2013) claimed it was impossible to confirm whether a female leader brings 

more value to a business organization based on available data because leader gender is 

not causally related to organization outcomes. Role congruity theory (Eagly & Karau, 

2002) suggested that people have expectations about how men and women should behave 

in leadership roles, and when the stereotypes about leaders are not accurate or these 

leaders behave in ways incongruent with those stereotypes, there is a negative impact on 

organizational outcomes. However, Powell et al. (2008) argued that this is not true for 

male leaders in organizations. After involving gender effects in study, they found that 

women leaders elicited lower satisfaction whereas male leaders received higher 

appreciation when using a gender-inconsistent leadership style. It seems that no matter 

the gender of the manager using a feminine style leadership, subordinates appeared to 

have a more positive response (Lowe & Galen, 1996; Powell et al., 2008). This suggests 

that it may be less critical that leadership style is consistent with gender stereotypes than 

the actual leadership style the leader uses (Embry et al., 2008). In a robust study, Embry 

et al. (2008) argued that out of the gender box feminine leadership is viewed more 

favourably than masculine leadership and produces more positive effects on subordinates. 

To sum up, both male and female leaders can benefit from using feminine leadership 

practices in the workplace (Embry et al., 2008), and gender is not the boundary condition 

to prevent leaders from implementing feminine leadership, which is in line with the 

findings of the present research.  

In addition to the discussion of the characteristics and advantages of feminine leadership, 

numerous recent studies address the issue of the “glass ceiling effect” (Bass & Avolio, 

1994). This is a phenomenon that describes the discrimination against female leaders 

which make it is hard for women to join into the top ranks of organizational leadership. 

The prejudice or discrimination causes unfair judgments of female leader’s capability and 

narrows their passages to career development. It has been claimed that women have 

actually lost rather than gained ground over the past few centuries (Eagly & Crowley, 

1986). It is true that the progress in hiring and promoting women moves slowly (Bass & 

Avolio, 1994). As Matsa and Miller (2013) described, even if more women have 
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opportunities to access management roles, leadership in business organizations still 

remains male dominated. To explain the reason, Eagly and her colleagues proposed Role 

Congruency Theory which ground in social role theory but focus on gender roles and sex 

differences in behaviour especially the relation to leadership roles (Eagly et al., 2000; 

Eagly & Karau, 2002). The incongruity between the leadership role and female gender 

role causes prejudices restrict women from achieving leadership positions (Eagly et al., 

2000; Eagly & Karau, 2002). The perceived incongruity produced two kinds of 

prejudices: (a) perceive women as the potential leadership occupants less favourably, (b) 

evaluate female leader behaviours to fulfil leader roles less favourably. Hence, compared 

to men it is more difficult for women to reach leader position and to achieve success in 

leadership roles (Eagly & Karau, 2002). As Eagly emphasized the disadvantages of 

feminine leadership normally occur in situations with incongruity between the female 

gender role and leadership roles (Eagly & Karau, 2002) or in a work environment which 

is male-dominated or functions in a masculine way (Eagly and Carli, 2003). In Eagly 

later meta-analysis, she did the corrections and commented the size of these difference 

caused by incongruity are actually small. With the dramatic development of the society 

and work environment, leadership roles are transformed to have new functions and 

connotations. Stereotypically feminine qualities appear to have more advantages and can 

facilitate the development of organizations in contemporary business organization. As has 

been emphasized, the incongruity between leader role and feminine qualities has 

diminished, and the environment is now welcoming the competence of feminine 

leadership (Koenig et al., 2011; Paustian-Underdahl et al., 2014). From this perspective, 

feminine leadership resolves the incongruity or conflict between female stereotypes and 

societal expectations for leaders, which is supposed to be one of the critical factors 

limiting women, thus theoretically making it possible for female leaders to break the 

“glass ceiling”. 

Research objective 2: To develop a feminine leadership questionnaire with high 

validity and reliability. 

Research Objective 2 was achieved; this created a valid and reliable measurement tool to 

evaluate feminine leadership.  
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The FLQ, as one of the key outcomes of this research, is a multidimensional scale 

capturing an underlying latent construct of feminine leadership. Obviously, the 

development and validation of the FLQ represent a significant contribution to the 

feminine leadership literature. On the one hand, this questionnaire is quite important in 

the advancement of feminine leadership because a psychometrically sound measurement 

tool is a prerequisite for theoretical development in the field of organizational behaviour 

(Sendjaya et al., 2008). On the other hand, this study fills a gap that no measure could be 

used to assess feminine leadership, and facilitates future evaluation, study and training. 

Although some traditional measurements can be used to assess female stereotypes, like 

Bem Sex Role Inventory, the FLQ is the first instrument used to evaluate female qualities 

in leadership scope, that is, leading by femininity. Feminine leadership focus on how to 

link feminine qualities and advantages to organization management, subordinates 

coaching and nurturing, peer relationship maintenance. Thus, FLQ centres on how to 

assess communal and relational behaviours as well as feminine leadership influence in 

workplace rather than to identify general female attributes. For example, sympathetic and 

understanding in BSRI may mean relational leadership behaviours in FLQ. One 

sympathetic person, in general, empathizes with other people's mood and inclinations, 

while in leadership scope he/she might be more sensitive to and respond to employee’s 

requirement and concern. In short, FLQ is a pioneering questionnaire to examine 

femininity in leadership. It is a critical step for feminine leadership research because 

questionnaire is the commonly used method for data collection in quantitative studies.  

Scale development is the most important method in establishing a sound instrument. 

Based on Hinkin’s measure development tutorial (1998), Study 2 conducted FLQ scale 

development following four steps: item generation, testing of content validity, evaluation 

of construct validity and reliability and examination of discriminant and predictive 

validity. These steps were recommended as the “best practices” in scale development 

after evaluation of hundreds of measure development studies published in leading 

academic journals (Hinkin, 1998). This research consolidated deductive and inductive 

methodologies during item generation. The scales and subscale items of the FLQ were 

developed from a literature review and the interviews conducted in Study 1. The 

sequential use of both deductive and inductive approaches for subscale generation is one 
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strength of the study compared to other research relying on either interviews or a 

literature review only. Mixed methods can effectively utilize the advantage of better 

capturing the domain of interest (Hinkin, 1998) in a deductive approach and the 

advantage in exploring the concept of feminine leadership in an inductive approach. 

Therefore, the operationalization of the feminine leadership subscale items had explicit 

theoretical groundings. After item generation, these pre-specified dimensions and items 

were then tested for content validity by individuals classifying feminine leadership items 

into multiple dimensions in Study 2 to validate whether the items were conceptually 

consistent with feminine leadership. A classified technique developed by MacKenzie et 

al. (1991) was employed in this test. Hinkin (1998) suggested it is acceptable if more than 

75% participants correctly match the intended classification. The collected subscales in 

the study had a matching rate greater than 80% per a stricter standard (Mandrou et al., 

2020; Walumbwa, 2007). The content validity test confirmed the content validity of the 

FLQ dimensional structure developed from both the literature review and interviews.  

Based on the template analysis in the interview, feminine leadership was composed of 

four distinct but related substantive components: consistent emotional engagement, 

supportive interpersonal communication, democratic equality sense and inclusive 

diversity management. EFA in SPSS was implemented to refine the scales of the FLQ. 

Unlike the four dimensions from the qualitative study, both the eigenvalues and the scree 

plot supported a two-factor model including a relational and a communal dimension, with 

high construct validity. The construct validity of feminine leadership was further assessed 

through CFA by examining the fit between the theoretical conception of feminine 

leadership and the data from a separate sample. Analysis showed that the relational 

dimension, as a higher order factor, covered consistent emotional engagement and 

supportive interpersonal communication, while the communal dimension, as another 

higher order factor, contained democratic equality sense and inclusive diversity 

management. Second-order factor models have been widely used in research on 

organizational behaviour and psychology (Chen et al., 2005). It is applicable in contexts 

where an instrument with several constructs has multiple subscales to measure each 

construct, and some seemingly distinct but related subscales can be explained by less 

common higher order constructs (Chen et al., 2005). For example, in the personality 
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study by Judge et al. (2002), the constructs of self-esteem, locus of control and self-

efficacy could be explained by another higher order factor without prediction for 

additional external criteria. Chen et al. (2005) then emphasized that a second-order factor 

model (a) provides briefer and more interpretable analysis with fewer parameters for 

research hypotheses and (b) separates variance from measurement error pursuing a 

theoretically error-free estimation.  

The first-order factor model and the second-order factor model were examined in SPSS 

AMOS SEM with an independent sampling (N=262). Crowson (2020) recommended 

using the chi-square difference test to check whether a second-factor model is tenable. 

The chi-square difference value was compared with the tabled chi-square value to check 

if there was a significant decrease in fit from the first-order model to the second-order 

model. Per the calculation shown in Figure 8, the chi-square value of .01 is less than 1.84, 

which is the chi-square critical value for 1 df assuming α=.05, so the null hypothesis that 

the second-order factor model does not fit significantly worse than first-order model can 

be maintained. This analysis supported the second-factor model as tenable in this study. 

Comparing the goodness of fit of the two structures, it can be concluded that the better fit 

model is the second-order factor model with a CMIN/DF less than 2, a lower RMSEA, as 

well as a higher CFI, as indicated in Table 26. In addition, the relatively high convergent 

validity between the subscales of emotional engagement and interpersonal 

communication, as well as between equality sense and diversity management, suggested 

that they convey less unique information and rely on a higher-order construct. The two-

factor, higher-order model overcoming the four-factor model suggested that the FLQ is 

consistent with the theory of feminine leadership, a leadership with both communal and 

relational dimensions, thus providing evidence supporting the construct validity of the 

questionnaire. 

χ2
diff = χ2

second-order - χ2
first-order   dfdiff = dfsecond-order - dffirst-order 

χ2
diff = 20.17-20.16 = .01   dfdiff = 11 - 10 = 1 

Figure 8. Chi-square difference test 
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Table 26. Goodness-of-fit statistics for first-order factor model and second-order factor model with 

independent sampling (N=262) 

 
 
CFA led to a seven-item feminine leadership scale. The seven items represent four first-

factor constructs, which means there are first-factor constructs explained by a single item. 

Although a number of papers advocate for multi-item scales, there is much research 

supporting the sufficiency of a single item. Scarpello and Campbell (1983) and Wanous et 

al., (1997) found that a single item performed well in testing job satisfaction. Hyland and 

Sodergren (1996) claimed that quality of life could be sufficiently captured by a single 

item measurement. McKenzie and Marks (1999) concluded that a single item measure of 

depression was reasonable. Van doorn et al. (2013) argued that customer satisfaction was 

an adequate measure of business performance. Drolet and Morrison (2001) recommended 

a single item scale because when the number of synonymous items increases, respondents 

tend to respond with mindless behaviours. Regarding the FLQ, although a first-factor 

construct was evaluated by single item, there are multiple items measuring both 

communal and relational dimensions. The EFA and CFA tests also showed the validity 

and reliability of this construct. This construct explained incremental variance in job 

satisfaction and individual team commitment when controlling for servant leadership and 

transformational leadership. Hence, the seven-item questionnaire was confirmed as a 

valid and reliable instrument for feminine leadership. 

Study 2 made major contributions in at least three ways. First, the FLQ as an effective 

instrument was developed to measure feminine leadership and its dimensions. This means 

that the study could be instrumental in the advancement of future empirical feminine 

leadership research. Second, the construct validity and reliability of the feminine 

leadership scales were demonstrated through two large independent samples using the 

EFA and CFA techniques in SPSS and AMOS. This is a good example for scale 

development in the leadership area. Third, the concept model of feminine leadership was 

Indices χ2 df CMIN/DF GFI AGFI NFI RFI IFI TLI CFI RMSEA

Standard 1.0<χ2/df<3.0 >.90 >.90 >.90 >.90 >.90 >.90 >.90 <.08

First-order factor Model 20.16 10 2.02 .97 .94 .95 .91 .97 .95 .97 .06

Second-order factor Model 20.17 11 1.83 .98 .95 .96 .92 .98 .96 .98 .05
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examined empirically for the first time. The results further confirmed the identification of 

feminine leadership developed by interviews in Study 1 as psychometrically sound. 

Research objective 3: To examine the underlying mechanism for how feminine 

leadership influences team performance. 

Research Objective 3 was achieved. This research confirmed the positive relationship 

between feminine leadership and team performance with trust in leader, job satisfaction 

and team affective conflict as mediators and team power distance as a moderator.  

The interviews in Chapter 5 supported the positive outcomes from feminine leadership, 

such as effective information sharing and communication, a positive working 

environment, more initiative and innovation, enhanced employee satisfactory and 

development as well as improved task performance. As overall team performance not 

only emphasizes the quality of team processes and performance, but also the perceived 

satisfaction and development of team members, the test of hypotheses in Study 3 

concluded that feminine leadership was perceived as positively contributing to overall 

team performance. 

Interviewees’ feedback also clarified how feminine leadership contributes to positive 

team outcomes, as shown in Figure 9. First, subordinates have different priorities in terms 

of personal needs due to their diversified characteristics and experiences. Some 

subordinates prefer a sense of belonging, some expect esteem and honour and others may 

focus on self-actualization. Feminine leaders tend to be sensitive enough to perceive their 

subordinates’ needs well. These leaders then build trust in leader, maintain an emotional 

relationship and engage in diversity management to meet their team’s expectations. Team 

members thus feel they are respected and cared for; they find a sense of belonging to the 

team, and they have more opportunities to utilize their capabilities to realize self-worth in 

the position, which helps them to achieve job satisfaction and career development. 

Second, feminine leadership facilitates team processes, including effective information 

sharing and communication, a positive working environment and further initiatives and 

innovation, which contribute to team effectiveness. Because a team member’s personal 

value can be obtained in the organization, team outcomes not only come from the leader’s 
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value, but from all team members’ capabilities and experience, which are also optimized, 

so personal values are multiplied and enlarged to the team level.  

These findings are in line with need theory, which proposes that people are driven to 

behave in the ways that satisfy their needs and allow them to pursue certain outcomes 

(Alderfer, 1969; Maslow, 1943; Murray, 1938). Maslow proposed a needs hierarchy with 

belongingness, esteem and self-actualization as higher-order needs than physiological and 

safety needs. Alderfer (1969) suggested that people could move up and down the 

hierarchy including existence needs, relatedness needs and growth needs, and they are 

normally motivated by multiple needs at the same time. Murray’s (1938) research 

suggested that appropriate environmental conditions activate certain needs. Thus, 

determining how to improve work environment and helping team members to achieve 

their immediate or advanced needs become critical in organizations. Expectancy theory 

suggests that people engage in specific behaviours because these behaviours may bring a 

certain value (Vroom, 1964). Hence, if leaders understand what people value, find the 

common elements between personal values and a team’s values, they could guide team 

members to work towards those desired outcomes. This research captured the mechanism 

for how to produce positive team performance, as shown in Figure 9. 

 

Figure 9. Updated mechanism between feminine leadership and team performance 
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By scanning the correlation matrix, there is no correlation greater than .9, which indicated 

that there was no multicollinearity in these data. But it is acknowledged high correlations 

exist among key variables, these confirmed they are important variables belong to team 

attitudes and teamwork processes, and they are also empirically justified, well-developed 

and conceptually highly linked to both leadership and team performance (Campion et al., 

1996; Carless et al., 1995; Dyer, 1995; Evans & Dion, 1991; Lovelace et al., 2001; 

Montoya-Weiss et al., 2001; Mullen & Copper, 1994; Oser et al., 1989; Stevens & 

Campion, 1994; Sosik et al.,1997; Swezey & Salas, 1992; Weaver et al., 1997; Zander, 

1994). For example, Cohen and Bailey (1997) emphasized that important team attitudinal 

outcomes contain trust in leader, job satisfaction and team commitment and they are 

closely related to team effectiveness (Janz et al., 1997; Pina et al., 2008). Similarly, team 

cohesiveness, communication and affective conflict were claimed as the primary 

teamwork processes and can be used to detect effective and ineffective of teams (Shelley 

et al., 2004; Swezey & Salas, 1992). Nevertheless, some possible biases will be addressed 

in limitation section. 

Regarding mediation effects, Study 3 found trust in leader, job satisfaction and team 

affective conflict rather than team commitment, team cohesiveness and team 

communication have mediation effects on the relationship between feminine leadership 

and team performance. The results are in line with previous research. For example, 

Gilstrap and Collins (2012) highlighted that trust is a significant mediator linking leaders’ 

behaviours and subordinates’ job satisfaction. After examining 783 samples, Mach and 

Lvina (2016) concluded that trust in leader translates into trust in the team, which then 

yields team performance. Politis (2005) pointed out that job satisfaction mediates the 

relation between self-leadership behavioural-focused strategies and team performance. 

The role of conflict as sound mediators affecting the relationship between 

transformational leadership and team performance has also been tested and confirmed 

(Kammerhoff et al., 2019). Interestingly, trust in leader, job satisfaction and team 

affective conflict were significant mediators when tested individually, but they were not 

found significant when tested simultaneously. This could indicate suppression, which is a 

concept that has been often discussed in the context of psychological tests (Cohen & 
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Cohen, 1983; MacKinnon et al., 2000) and can be described as the phenomenon that a 

variable increases the predictive validity of another variable when they are in the same 

regression model (Conger, 1974; MacKinnon et al., 2000). Thus, in Study 3, when 

multiple mediation variables were included in the regression, the magnitude of the 

relationship between feminine leadership and team performance became larger, which 

neutralized the decrease in magnitude due to mediation effects. 

Regarding boundary conditions, the relationship between feminine leadership and team 

performance is moderated by team power distance. In contrast to previous theoretical 

propositions, no participants thought leader’s gender or the gender composition of an 

organization are important factors affecting the relationship between feminine leadership 

and team performance. The results are supported by the literature. For example, in a 

meta-analysis of contextual moderators, Paustian-Underdahl et al. (2014) found that 

when all leadership contexts include self-evaluation and other ratings are considered, 

there is no difference in leadership effectiveness between male and female leaders. 

Kushell and Newton (1986) concluded that people are more satisfied under democratic 

leadership and the gender of the leader did not significantly influence satisfaction. 

Similarly, Rovira-Asenjo (2010) did not find that the gender of the leader moderated the 

relationship between leadership and leadership performance. Hence, whether a leader has 

a positive influence on team performance depends on leadership style rather than the 

leader’s gender. Similarly, the gender composition of the organization was not a 

moderator affecting the relationship between feminine leadership and team performance. 

Team power distance in organizations need to be considered as the boundary condition, 

rather than the percentage of women or men in the team. 

8.3 Theoretical and Practical Implications  

Theoretically, feminine leadership as a new leadership theory integrates the advantages of 

trait, contingency, leader-follower and behavioural theories of leadership and avoid the 

disadvantages of dispersed leadership. Feminine leadership builds on the above theories 

but is different from these theories, it is the leadership product in contemporary business 

organizations. Feminine leadership derives from stereotypically female qualities, so it is 
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originally trait based but does not get stuck in the scope of trait leadership. Like 

behaviour leadership, feminine leadership focuses on people’s behaviours, relationships 

and outputs, especially people-oriented behaviours and relationship, and insists that 

effective leadership can be taught. However, feminine leadership is not behaviour-based 

leadership because it is favourable in the current environment and adjusts to the situation 

in contemporary society, following the rapid development of the economy and 

technology, as well as the dynamic requirements of globalization. Feminine leadership is 

also not situational leadership, because it calls for a steady stereotypically female 

leadership practice and pays more attention to relationships with others. Some scholars 

have treated transformational leadership and transitional leadership as leader-follower 

theories, but it is argued feminine leadership might be an exception for leader-follower 

theory. In addition to the communal dimension, which focuses on caring for subordinates, 

developing subordinates’ capabilities and guiding them to achieve success, the relational 

dimension of feminine leadership emphasizes the networks of relationships, which 

include not only subordinates but also peers, co-workers and competitors. Thus, feminine 

leadership theory contains a boarder conception than leader-follower theory. Unlike 

dispersed leadership, feminine leadership is a formal leadership role in the organizational 

structure. Although it is encouraged that many responsibilities handled by managers 

could be gradually turned over to subordinates, and subordinates could lead themselves to 

initiate their inherent potential, the core objective of leadership in organizations is to 

achieve team-level value and outcomes, so there might be some concern about dispersed 

leadership regarding the motivation for team-level cohesion and commitment.  

This research is a well-substantiated explanation of feminine leadership. It solved the 

long-standing problem that numerous studies have discussed the phenomenon of 

feminine leadership without a definition, construct or instrument. To fill this gap in the 

literature, this research provided a clear definition clarifying the conceptual construct, 

developed an instrument with high validity and reliability, shed light on the mechanisms 

between feminine leadership and team performance and examined the boundary 

conditions. In summary, this research refined feminine leadership theory in a real sense 

and makes an overarching contribution to the development of leadership theories. 
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This research has several important implications for practitioners. First, it supports 

women leaders in breaking the glass ceiling in work environment. Gender is not an 

excuse for prejudice or harm in a leader’s career development. When woman leaders 

realize female qualities are what organizations need, they tend to be more confident in 

their work capabilities and more willing to take advantage of their strengths: they are then 

more likely to succeed in workplace. On the other hand, management in organizations 

understand the power of feminine leadership and can offer more opportunities to women 

leaders, trusting their future contribution. Thus, this research has significant implications 

for the development and success of women leaders in organizations.  

Second, feminine leadership is an effective leadership tool that contributes to team 

performance. The findings in Study 2 indicated that, compared to transformational 

leadership and servant leadership, feminine leadership has an incremental positive 

influence on team performance. Team performance refers to the extent to which team 

goals are achieved, and it is one of the critical objectives for any team in organizations. 

Because feminine leadership is an effective tool to facilitate team performance, it is 

appropriate for practitioners who want promote team performance to perform it in their 

day-to-day work. Feminine leadership is also a generalized leadership identified for both 

women and men. Study 1 revealed the real scope of feminine leadership, which differs 

from the traditional view that it is female specific, recommended jumping over gender 

barriers to conduct feminine leadership. The results indicated that neither the gender of 

the leader nor the gender composition of the team have an impact on the effectiveness of 

feminine leadership. Thus, another implication is that feminine leadership can be 

popularized with a wider coverage in organizations to achieve team goals. Study 3 

concluded that feminine leadership works with trust in leader, job satisfaction and team 

affective conflict then significantly influence team performance, whilst this mechanism is 

based on the realization of personal needs and values. Therefore, to perform feminine 

leadership successfully, leaders must be able to understand team members’ requirements 

and recognize their values. By the observing mediator variables, monitoring team 

processes and analysing the causality of interaction, feminine leaders can diagnose issues 

during team development and provide treatment in time to prevent negative performance. 

In short, one of the practical implications is that the mechanism of feminine leadership 
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provides a reliable monitoring and diagnostic method to help leaders manage teams.  

Finally, the findings on the moderation effect of team power distance raises crucial 

implications for how practitioners can conduct feminine leadership more effectively. 

Study 3 found that team power distance is a significant variable moderating the 

magnitude of the influence of feminine leadership on team performance. The higher the 

team power distance is, the more strongly feminine leadership influences team 

performance. Feminine leadership might therefore produce more positive results to teams 

with higher power distance than teams with lower power distance. Therefore, it is 

suggested that implementation of feminine leadership in work environments with high 

team power distance should be prioritized. 

8.4 Limitations and Future Research 

Although feminine leadership makes significant contributions and implications, this 

research must address some of the limitations in the studies. 

8.4.1 Cross-sectional research design  

All three studies used a cross-sectional design and did not examine causality. It was noted 

that these investigated relationships were not forced to follow the direction of causality, 

so effects might be plausible in both directions (Willis, 2017). For example, the results 

demonstrated the significant relationship between feminine leadership and team 

performance. It was claimed that feminine leader behaviours foster trust in leader and job 

satisfaction while reducing affective team conflict, which then facilitates positive team 

performance. However, it is also plausible that a team with better performance might 

encourage leaders to follow a feminine leadership approach more frequently. Cross-

sectional research examines data at a point in time, and the variables are measured once 

during that same period, whereas longitudinal research examines data across time, and 

the variables are measured repeatedly over different periods (Menard, 2021). Thus, a 

longitudinal study could provide a causality direction investigation for the present 

research’s findings. Due to the limited timeframe and resources during the DBA research 

stage, it was not feasible to conduct a longitudinal study on feminine leadership. Future 
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research should consider longitudinal designs to examine the causality in the relationship 

between feminine leadership and team performance. 

8.4.2 Perceptual measures 

The interviews and surveys in this research all relied on leaders and subordinates’ 

perceptions to measure the explored constructs and relationships. Team performance, 

variables of team attributes and teamwork processes were all examined through 

evaluation by the leader and subordinates rather than objective data collection from the 

organizations. This research did not include any objective indicators for two reasons: 

employees signed a non-disclosure agreement (NDA) with their companies, and these 

objective performance data are confidential information that employees cannot to share. 

In addition, it is not easy to design a valid and reliable method to compare different 

formats of objective data across different business organizations. Some scholars have 

argued that perceptual measures can introduce inaccuracy and bias (Ailawadi et al., 

2004). They believe it is difficult to obtain generalizability based on research results from 

perceptual measures, which may also lack reliability and validity (Boyd et al., 1993). 

Other scholars disagree. For example, Lowe et al. (1996) preferred perceptual measures 

and explain that objective or “hard” measures do not capture the full picture of 

leadership. Objective measures might be subject to social desirability bias and reflect the 

desired data rather than the actual situation (Willis, 2017). Nevertheless, future research 

should collect objective data, such as team KPIs, to investigate the influence of feminine 

leadership on team performance. 

8.4.3 Common method bias 

A large number of researchers have discussed the biasing effects when measuring two or 

more constructs with the same method (Podsakoff et al., 2012). Common method refers 

to using the same type of measurement or the same respondents to assess different 

variables (Willis, 2017). Common method bias refers to shared variance among variables 

that result in inflated estimates of the correlation or spurious relationships between 

constructs (Podsakoff et al., 2012; Willis, 2017). In a meta-analysis of the multi-trait-

multi-method (MTMM), Cote and Buckley (1987) found that common method inflated 
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correlations by approximately 45%, whereas the meta-analysis of MTMM by Buckley et 

al. (1990) showed that correlations were inflated by approximately 38% (Willis, 2017). 

These findings demonstrate the large degree of error existing in the relationship among 

variables due to use of a common method, so common method bias is a serious problem 

that needs to be controlled (Podsakoff et al., 2012). It is acknowledged that the problem 

of common method biases may be associated with the self-report measures in Study 2. 

This problem was not dealt with because the purpose of Study 2 was to examine the 

factor structure of the FLQ and test predictive validity. According to the 

recommendations of Podsakoff et al. (2003), it is necessary to establish the best-fitting 

model before dealing with the problem of common method biases. Hence, future studies 

could employ remedies for common method bias in the scale development process. To 

avoid such bias in Study 3, the researcher followed Podsakoff’s suggestions (2012), first, 

to collect data from different sources for the predictor and criterion. Study 3 collected 

data from subordinates to assess feminine leadership and from team leaders to evaluate 

team performance. This method design could diminish the effects of consistency motifs, 

social desirability and dispositional mood of common raters to bias the predictor-criterion 

relationship (Podsakoff et al., 2012). Second, to separate the predictor and criterion by 

temporal, proximal or psychological methods. Study 3 introduced temporal separation 

(Podsakoff et al., 2003). Data collection was arranged at two time periods over a three-

week span to ensure a lagged input for mediating and dependent variables. This method 

design allowed participants to escape short-term memory and reduced the possibility of 

recalling previous information when answering subsequent questions. Johnson et al. 

(2011) found that the correlation among the constructs tested with a three-week delay was 

43% less than when measured at the same time. Third, settings were reversed to balance 

positive and negative items. Scholars (Baumgartner & Steenkamp 2001, Billiet & 

McClendon 2000, Podsakoff et al., 2012, Weijters et al., 2010) have noted that scale 

formats with agree or disagree statements may make respondents susceptible to 

acquiescence or denial due to their different response styles. These response style 

tendencies may inflate the reliability of measures, inflate or deflate the regression 

coefficients and mislead the research results. Study 3 introduced several negative items 

(agreement indicates a lower score on the underlying construct) for mediators and 
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dependent variables via reversal analysis to reduce the bias caused by acquiescence. 

However, some scholars do not support this procedural remedy (Baumgartner & 

Steenkamp, 2001, Weijters et al., 2010). They have explained that reversing items may 

alter the content and reduce content validity, or these items may confuse respondents and 

produce other bias. Even if the above remedies helped to reduce common method bias in 

this research, there are still some factors that might cause bias. For example, Podsakoff 

(2003) suggested minimizing common scale properties shared between the predictor and 

criterion variables. Similar scale format may increase the probability participants use 

cognitions generated in previous answers to input subsequent questions (Feldman & 

Lynch, 1988), so common scale properties like scale type or number of scale points used 

to measure multiple constructs may cause method bias (Podsakoff et al., 2003, 

Tourangeau et al., 2000). This suggestion was in line with prior research. Kothandapani 

(1971) found that the same scale formats reduced average correlation by 60% compared 

to using four different scale formats for constructs (Likert, Thurstone, Guttman and 

Guilford), while Arora (1982) found that the average correlation fell by 32% when using 

a single scale format instead of multiple scale formats (Likert, semantic differential and 

Stapel). In this research, all surveys used the Likert scale format to facilitate statistical 

analysis. Future research should discuss multiple scale formats and examine the effects 

on common methods bias. 

8.4.4 Sample size 

One limitation of this study was the modest sample size. A sample should be large 

enough to sufficiently describe the phenomenon of interest, address the research question 

and estimate unknown parameters. In interview studies, it is often suggested to increase 

the number of participants to reach “data saturation” (Francis et al., 2010; Glaser & 

Strauss, 1967; Guest et al., 2006). Data saturation occurs when adding more participants 

to the study does not result in additional themes or information. Francis et al. (2010) 

proposed a stopping criterion in their study to decide saturation sample size: when three 

more interviews after the initial analysis sample do not yield any new perspectives, this 

can be defined as the point of data saturation. In Study 1, among the 29 interviewees, the 

final seven participants did not talk about any new perspectives based on the template 
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analysis. Hence, Study 1 might already have reached data saturation for a qualitative 

study. Future research will include more samples, because the researcher suggested a 

larger sample size generally leads to increased precision, especially for a non-theory 

based in-depth interview.  

There is no unified principle for the minimum necessary sample size of a quantitative 

study. In factor analysis, Comrey and Lee (1992) proposed a rough rating scale for 

sample size: 100=poor, 200=fair, 300=good, 500=very good, 1,000 or more=excellent. 

Study 2 collected 282 samples for EFA and another 260 samples for CFA, so both sample 

sizes reach fair level. Future research will try to obtain 500 or more observations 

whenever possible in factor analytic studies, as larger samples ensure greater stability and 

more recovery of the population loadings (Browne, 1968). For team-level research, 

Mathieu et al. (2012) proposed a median-upper sample size is 51 after reviewing 10 years 

of papers published in the Journal of Applied Psychology since 2000. Study 3 conducted 

a quantitative two time periods survey with 142 team-level samples, including 589 

individual participants at Time 1 and 641 at Time 2. Although this sample size reached 

that recommended by Mathieu et al. (2012), it is generally suggested that research should 

maximize team-level sample sizes to ensure sufficient information and accurate results 

(Mok, 1995; Willis, 2017). Nevertheless, future research will try to achieve a larger 

sample size for team-level research. 

8.4.5 Control level of leadership 

The present studies did not control for level of leadership. Leadership effectiveness 

differs across organizational levels (Bruch & Walter, 2007; Edwards & Gill, 2012). Bruch 

and Walter (2007), for example, have compared the differences in transformational 

leadership behaviours between mid- and upper-level management, and found that 

idealized influence and inspirational motivation more frequently occurred in upper-level 

managers than mid-level managers, but there was no difference between both levels of 

leaders in the occurrence of individualized consideration and intellectual stimulation. The 

grade of leadership has been suggested as an important factor for leadership research, and 

direct leaders might play a more important role in influencing subordinates’ behaviours 

and attitudes (Flin & Yule, 2004; Willis, 2017). The sampling in Study 1 included leaders 



163 
 
 

from different hierarchical levels, such as vice president, chief finance officer and mid-

level managers. In Study 3, however, team leader levels were not identified and might 

have more direct leaders. Thus, the findings in the studies might be different if level of 

leadership had been included as a moderator. It might be interesting for a future study to 

examine the difference in influence on team performance when mid- and upper-level 

leaders use feminine leadership. 

8.4.6 Other limitations 

There are some other limitations that draw attention to the need for future studies. In this 

research, most of the study samples are from China; except for a few oversea participants, 

especially in the hypothesis test of Study 3, 100% of subordinates are Chinese. Initial 

sampling to invite more colleagues in America and Malaysia failed due to the impact of 

the COVID-19 pandemic, and the author had to fall back on sampling local Chinese 

participants. Pure sampling within one country could affect the generalizability and 

reliability of the research results. Therefore, future research should draw on samples in 

other countries to test whether the results can be generalized in other cultures.  

 

In order to reduce potential bias in interpretation, the author invited two of her colleagues 

to cross-check the coding list and finish interpreting together, then discussed and solved 

disagreements per scholars’ suggestions (Dutton et al., 1997; Milliken et al., 2003; 

Rowley, 2012). Considering very few disagreements among interpreters, the author did 

not test inter-rater reliability (IRR) which provides a way to quantify the degree of 

agreement among multiple coders. Some researchers pointed out that inter-rater reliability 

is an important assessment to ensure rigour of coding in qualitative study (Armstrong et 

al., 1997). Future research in other cultures will consider IRR method in qualitative study 

analysis. 

 

Although Study 2 for the scale development evaluated the construct validity of feminine 

leadership, it did not specifically examine the scale’s convergent validity. Convergent 

validity suggests that the scales designed to assess a certain construct should correlate 

with another measurement designed to evaluate the same construct. This is the first 
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feminine leadership questionnaire developed, and it may be an opportunity for a 

comparison in future if other studies creates another instrument to assess feminine 

leadership. 

 

Recently, some research proposed androgynous leadership in business organization. Kark 

and her colleagues (2012) studied the relationship between transformation leadership 

effectiveness and leader’s gender-role identification based on a sampling of 76 bank 

managers and their 930 employees. Researchers found not matter male or female leaders, 

‘androgyny’ was significantly related to team effectiveness in terms of transformational 

leadership and follower’s identification. Leader’s ‘femininity’ was more closely related 

to leadership effectiveness than ‘masculinity’ (Kark et al 2012). Then they suggested 

leaders blend ‘feminine’ and ‘masculine’ behaviours in order to be perceived as effective 

leaders especially in the situations without congruency between gender-role expectation 

and managerial role (Kark et al 2012). Future research should compare this “androgyny” 

with feminine leadership on team performance and check whether FLQ is one resource to 

identify some “androgyny” leadership behaviours. 

 

In summary, firstly, future research should implement a longitudinal study to examine the 

causality relationship between feminine leadership and team performance. Secondly, 

future research could extend the interview and survey to other countries with large 

sample size to understand if feminine leadership and its effect on team performance can 

be generalized to other cultures. Such studies should include IRR as this was not 

computed in the current qualitative study and examine convergent validity if any other 

measurement available. Some variables showed high intercorrelations which poses the 

risk of common method bias. In order to reduce common methods bias, future research 

could collect some objective data (e.g. objective team performance data) and use multiple 

scale formats. Besides, future research could consider leadership level within the 

theoretical framework to examine the difference on team performance when mid- and 

upper-level leaders use feminine leadership. Furthermore, future research might explore 

the relation and difference between androgynous leadership and feminine leadership.  
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8.5 Chapter Summary 

This chapter emphasized the main contributions of this research on feminine leadership, 

outlined the theoretical and practical implications and discussed research limitations and 

topics for future research. It was argued that the present research was successful and 

made an overarching contribution to and has implications for both leadership theory and 

contemporary business organizations. This research answered all three research 

questions: “what is feminine leadership?” “How can feminine leadership be evaluated?” 

and “What is the relationship between feminine leadership and team performance?” It 

achieved the objectives set up at the beginning. First, this research uncovered the 

characteristics and behaviours of feminine leadership in a real workplace, clarified the 

definition of the concept and constructed dimensions. It filled the gap on feminine 

leadership in academic research and guides future leadership research. It jumps out of the 

gender box and clarifies that both male and female leaders can benefit from feminine 

leadership in the workplace. It theoretically breaks the “glass ceiling” for female leaders, 

making female leaders more confident to engage in feminine leadership. Second, this 

research finalized a valid and reliable instrument to assess feminine leadership. The FLQ 

is a critical step and instrumental in the advancement of future empirical research on 

feminine leadership. It fills a gap, because there was previously no measure used to 

assess feminine leadership, and facilitates future evaluation, study and training. It is also 

a good example for scale development in the area of leadership. The FLQ further 

confirms that the identification of feminine leadership developed in Study 1 is 

psychometrically sound. Third, this research confirmed the positive relationship between 

feminine leadership and team performance and clarified the mediation effects and 

boundary condition. Feminine leadership is an effective leadership tool for facilitating 

team performance and provides a reliable monitoring and diagnostic method to help 

leaders manage teams. This chapter also addressed the limitations such as the cross-

sectional research design, perceptual measures, common method bias, sample size and 

control level of leadership and shed light on the directions for future research.  
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APPENDIX A 

Study 1 – Interview Guide 

 
A. Brief introduction about what is feminine leadership. 
 
Thanks for your time attending this interview. I would like to share to you something about 
feminine leadership in order that you can understand and response clearly. Feminine 
leadership is the leadership characterized by female stereotypes, it is a people-oriented and 
relation-oriented leadership. From the attributes, feminine leadership is stereotypically 
gentle, careful and sensitive; from the behaviours, feminine leadership is more communal, 
interpersonal and coordinative compared with masculine leadership’s agentic, instrumental, 
autocratic.  
 
For following questions, please feel comfortable to say anything you want, we are 
interested on your experience and ideas. We can make sure all information you share here 
will be kept absolutely confidential. 
 
B. Interview questions and prompts. 
Q1.  Can you share some experience you conducted feminine leadership or anyone else 
you familiar with conducted feminine leadership?  
                                 
Prompts: What is your/his/her role?  What do they look like?  What kind of characteristics 
and behaviors? 
Alternative question: Can you give some comments if let you work with feminine leader? 
 
Q2. How do the team members react this leadership?  
 
Prompts: What are the team outcomes? 
Following questions:  
If response positively: What kind of benefits the team achieved from this leadership?  
If response negatively: What kind of problem the team faced? 
 
Q3. Why do you think this leadership effective/ineffective?  
    
Q4. What situation made this leadership more effective and ineffective?  
 
Following questions: 
If they didn’t talk gender: Do you think gender will be one of the factors?  
If they didn’t talk organization:  Do you think organization type/composition will be one 
of factors? 
 
Q5. Is there anything else you want to add here? 
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APPENDIX B 

Study 2 – Scale Development Questionnaire 

 

Thank you for taking time to participant in this survey. We value your input very much.   

The survey takes approximately 30 minutes to complete. Please answer as honestly as 

you can. Say what you feel, not what you think you should say – there are not right or 

wrong answers.  

Key:    5 = Strongly agree   4 = Agree   3 = Neither agree nor disagree    2 = Disagree   1 

= Strong disagree 

 

For below questions, please think about your director manager/supervisor. “He/she” in 

this survey is your director manager/supervisor. 

1. My manager/supervisor listens carefully and create space for others to express 

themselves 

               1              2              3               4                5 

2. He/she treats subordinates as friend-friend equality rather than a supervisor-

subordinate hierarchy. 

               1              2              3               4                5 

3. He/she is comfortable with diversity, and create a flexible and understanding work 

environment. 

           1              2              3               4                5 

4. He/she tends to arrange tasks according to the characteristics of subordinates.  

               1              2              3               4                5 

5. He/she mentors and nurtures subordinates altruistically with deep emotion.  

               1              2              3               4                5 

6. He/she talks standing on others' point of view. 

               1              2              3               4                5 

7. He/she tends to get others are emotionally connected. 

               1              2              3               4                5 
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8. He/she expresses and affirms the others' value. 

               1              2              3               4                5 

9. He/she treat others equally. 

               1              2              3               4                5 

10. He/she seeks employee value to best take advantage of various strengths. 

               1              2              3               4                5 

11. He/she devotes self to harmony working environment and subordinates' emotional 

belonging. 

               1              2              3               4                5 

12. He/she feels anxiety on subordinates' disappointment. 

               1              2              3               4                5 

13. He/she speaks gently and respectfully. 

               1              2              3               4                5 

14. He/she is positive for everyone involved. 

               1              2              3               4                5 

15. He/she tends to use appreciate inquiry in communication.  

               1              2              3               4                5 

16. He/she tends to share information and opportunity fairly among team members. 

               1              2              3               4                5 

17. He/she uses flexible managerial approaches with a view to maximize human 

resource utilization. 

               1              2              3               4                5 

18. He/she is more concerned with establishing, maintaining, or repairing personal 

relationships with others. 

               1              2              3               4                5 

19. He/she is receptive to other ideas during communication. 

               1              2              3               4                5 

20. He/she is sympathetic. 

               1              2              3               4                5 

21. He/she has a strong sense that he/she is one member of the team. 

               1              2              3               4                5 



208 
 
 

22. He/she customizes individualized development plans for team members. 

               1              2              3               4                5 

23. He/she is less likely to seek to dominate others. 

               1              2              3               4                5 

24. He/she is more likely to approach decision making cooperatively when competing 

interests are at stake.  

                 1              2              3               4                5 

25. I would seek help from him/her if I had a personal problem. 

               1              2              3               4                5 

26. He/she emphasizes the importance of giving back to the community. 

               1              2              3               4                5 

27. He/she can tell if something is going wrong. 

               1              2              3               4                5 

28. He/she gives me the freedom to handle difficult situations in the way that I feel is 

best. 

               1              2              3               4                5 

29. He/she makes my career development a priority. 

               1              2              3               4                5 

30. He/she puts my best interests ahead of his/her own 

               1              2              3               4                5 

31. He/she would not compromise ethical principles in order to achieve success. 

                 1              2              3               4                5 

32. He/she has a clear understanding of where we are going 

               1              2              3               4                5 

33. He/she inspired us with his/her plans for the future 

               1              2              3               4                5 

34. He/she leads by "doing," rather than simply by "telling" 

               1              2              3               4                5 

35. He/she leads by example 

               1              2              3               4                5 

36. He/she gets the group to work together for the same goal 
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               1              2              3               4                5 

37. He/she develops a team attitude and spirit among trainees 

               1              2              3               4                5 

38. He/she shows us that he/she expects a lot from us 

               1              2              3               4                5 

39. He/she insists on only the best performance 

               1              2              3               4                5 

40. He/she shows respect for my personal feelings 

               1              2              3               4                5 

41. He/she behaves in a manner thoughtful of my personal needs 

               1              2              3               4                5 

42. He/she has stimulated me to rethink the way I do things 

               1              2              3               4                5 

43. He/she has ideas that have challenged me to reexamine, in a positive way, some 

basic assumptions 

               1              2              3               4                5  

 

For below questions, please think about yourself. “I” in this survey is yourself. 

44. All in all I am satisfied with my job. 

              1          2           3            4           5 

45. In general, I don't like my job. 

              1          2           3            4           5 

46. In general, I like working here. 

             1          2           3            4           5 

47. I take up (brag about) this team to my friends as a great team to work on. 

              1          2           3            4           5 

48. I find that my values and the team's values are very similar. 

              1          2           3            4           5 

49. I am proud to tell others that I am part of this team. 

              1          2           3            4           5 

50. This team really inspires the very best in me in the way of job performance. 
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              1          2           3            4           5 

51. I am extremely glad that I chose this team to work with over other teams. 

              1          2           3            4           5 

52. I really care about the fate of this team. 

              1          2           3            4           5 

53. For me this is the best of all possible teams with which to work. 

              1          2           3            4           5 

 

Below are demographic questions, please choose which is most fit for you. 

54. How long you worked in this organization? 

            < 2 years        2- 5 years      5- 8 years     8- 10 years      >10 years 

55. How many years working experience you totally have? 

            < 5 years        5- 10 years      10- 15 years     15- 20 years      >20 years 

56.       What is your gender?  

            Male       Female 

57.       How old are you? 

            < 25 years    25- 30years    30- 35 years    35- 40years    40- 50 years    >50 years        

58.       What is your highest education? 

           High school    Associate degree   Bachelor degree   Master degree  Doctoral degree 

59.       What is the gender of your manager/supervisor? 

            Male       Female 
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APPENDIX C 

Study 3 – Hypotheses Test Questionnaire 

 

Time 1 Survey (Subordinate): 

Thank you for taking time to participant in this survey. We value your input very much.  

The survey takes approximately 10 minutes to complete. Please answer as honestly as 

you can.  Say what you feel, not what you think you should say – there are not right or 

wrong answers.  

Key:  5 = Strongly agree   4 = Agree   3 = Neither agree nor disagree   2 = Disagree   1 = 

Strong disagree 

 

For below questions, please think about your director manager/supervisor. “He/she” in 

this survey is your director manager/supervisor.  

1.    He/she feels anxiety on subordinates' disappointment.  

        1              2              3               4                5    

2.    He/she is more concerned with establishing, maintaining, or repairing close emotion 

relationships with others.  

        1              2              3               4                5 

3.    He/she is sympathetic.  

        1              2              3               4                5 

4.    He/she speaks gently and respectfully.  

        1              2              3               4                5 

5.    He/she tend to arrange tasks according to the characteristics of subordinates.  

         1              2              3               4                5   

6.    He/she seek employee value to best take advantage of their various strengths.  

          1              2              3               4                5 

7.    He/she customize Individualized development plans for team members.  

          1              2              3               4                5 
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For below questions, please think about your current organization and your work.  

8.     People at lower levels in the organization should carry out the requests of people at 

higher levels without questions.  

              1              2              3               4                5  

9.     People at higher levels in organizations have a responsibility to make important 

decisions for people below them.  

            1              2              3               4                5   

10.   Once a top-level executive makes a decision, people working for the company 

should not question it.  

           1              2              3               4                5 

11.   In work related matters, managers have a right to expect obedience from their 

subordinates.  

             1              2              3               4                5    

12.   A company's rules should not be broken, not even when the employee thinks it is in 

the company's best interest.  

             1              2              3               4                5     

13.   In your work, the level of knowledge use is high.  

           1              2              3               4                5 

14.   Your work require creative thinking.  

           1              2              3               4                5 

15.   In you work, information sharing among members are frequent.  

           1              2              3               4                5      

 

Time 2 Survey (Subordinate): 

Thank you for taking time to participant in this survey. We value your input very much.  

The survey takes approximately 20 minutes to complete. Please answer as honestly as 

you can.  Say what you feel, not what you think you should say – there are not right or 

wrong answers.  

Key:  5 = Strongly agree   4 = Agree   3 = Neither agree nor disagree   2 = Disagree   1 = 

Strong disagree 

For below questions, please think about your current team.  
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1.    Most team members trust and respect the Leader.  

        1              2              3               4                5 

2.     I can talk freely to the leader about difficulties I am having on the team and know 

that he will want to listen.  

        1              2              3               4                5 

3.    If I shared my problems with the leader, I know he would respond constructively and 

caringly.  

        1              2              3               4                5 

4.    I have a sharing relationship with the leader. I can freely share my ideas, feelings, 

and hopes with him.  

        1              2              3               4                5 

5.    I would feel a sense of loss if the leader left to take a job elsewhere.  

        1              2              3               4                5 

6.    The leader approaches his job with professionalism and dedication.  

        1              2              3               4                5 

7.    Given the leader's past performance, I see no reason to doubt his competence.  

        1              2              3               4                5 

8.    I can rely on the leader not to make my job (as a player) more difficult by poor 

performance rating.     

        1              2              3               4                5 

9.    Other colleagues consider the leader to be trustworthy.  

        1              2              3               4                5 

10.  All in all I am satisfied with my job.  

        1              2              3               4                5 

11.  In general, I like my job.  

        1              2              3               4                5 

12.  In general, I like working here.  

        1              2              3               4                5 

13.  I take up (brag about) this team to my friends as a great team to work on.  

        1              2              3               4                5 
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14.   I find that my values and the team's values are very similar.  

        1              2              3               4                5 

15.   I am proud to tell others that I am part of this team.  

        1              2              3               4                5 

16.   This team really inspires the very best in me in the way of job performance.  

        1              2              3               4                5 

17.   I am extremely glad that I chose this team to work with over other teams.  

        1              2              3               4                5 

18.   I really care about the fate of this team.  

        1              2              3               4                5 

19.   For me this is the best of all possible teams with which to work.  

        1              2              3               4                5 

20.   There is harmony within my group.  

        1              2              3               4                5 

21.   In our group, we have lots of bickering over who should do what job.  

        1              2              3               4                5 

22.   There is dissension in my group.  

        1              2              3               4                5 

23.   The members of my group are supportive of each other's ideas.  

        1              2              3               4                5 

24.   There are clashes between subgroup within my group.  

        1              2              3               4                5 

25.   There is friendliness among the members of my group.  

        1              2              3               4                5 

26.   There is "we" feeling among the members of my group.  

        1              2              3               4                5 

27.   There is a friendly atmosphere among people.  

        1              2              3               4                5 

28.   People in my work group trust each other.  

        1              2              3               4                5 

29.   People are warm and friendly.  
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        1              2              3               4                5 

30.   People treat each other with respect.  

        1              2              3               4                5 

31.   People work well together as a team.  

        1              2              3               4                5 

32.   People cooperate with each other.  

        1              2              3               4                5 

33.   People are willing to share resources.  

        1              2              3               4                5 

34.   People almost always speak well of it.  

        1              2              3               4                5 

35.   People are proud to belong to the group.  

        1              2              3               4                5 

36.   Peers ask me for suggestions.  

        1              2              3               4                5 

37.   Peers acts on criticism that I provide.  

        1              2              3               4                5 

38.   Peers listens to complaints I may have.  

        1              2              3               4                5 

39.   Peers follows up on people's opinions.  

        1              2              3               4                5 

40.   Peers suggest new ideas.  

        1              2              3               4                5 

41.   Peers listens to bad news that I may have.  

        1              2              3               4                5 

42.   Peers listen to new ideas that I may have.  

        1              2              3               4                5 

43.   Peers follow up on suggestions that I may have.  

        1              2              3               4                5 

44.   Peers ask for my personal opinions.  

        1              2              3               4                5 
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Time 2 Survey (Leader): 

Thank you for taking time to participant in this survey. We value your input very much. 

The survey takes approximately 10 minutes to complete. Please answer as honestly as 

you can.  Say what you feel, not what you think you should say – there are not right or 

wrong answers.  

Key:  5 = Strongly agree   4 = Agree   3 = Neither agree nor disagree   2 = Disagree   1 = 

Strong disagree 

1.    Recently, my team seems to be "slipping" a bit in its level of performance and 

accomplishments. 

        1              2              3               4                5 

2.    Others often complain about my team's work.  

        1              2              3               4                5 

3.    Quality errors occur frequently in my team.  

        1              2              3               4                5 

4.    The quality of work provided by my team is improving.  

        1              2              3               4                5 

5.    Others in the company who interact with my team often complain about how we 

function.  

        1              2              3               4                5 

6.    This team is very competent.  

        1              2              3               4                5 

7.    This team gets its work done very effectively.  

        1              2              3               4                5 

8.    This team has performed its job well.  

        1              2              3               4                5 

9.    I am satisfied with the performance of my team.  

        1              2              3               4                5 

10.   We have completed the task in a way we all agreed upon.  

        1              2              3               4                5 

11.   I would want to work with this team in the future.  

        1              2              3               4                5 


