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ABSTRACT 

The leadership style of individuals can change and adapt in different circumstances, and 

this can also be influenced if the person is a natural leader. Leadership theory argues 

that one can be a natural leader, but also given a situation an individual can become a 

leader out of circumstance (Northouse, 2013; Leicester, 1989, p. 6). Not only that but a 

leader can be a manager and a manager can be a leader. The focus group for this study 

is middle managers; they have a unique position to influence an organisation but are 

often overlooked (Huy, 2001, p. 73). Middle management is a sociological phenomenon 

because their influence is normally on the lower level staff. While studying sociology it 

is important to factor in preconceptions and stereotypes that people have about not only 

races and genders, but professions and industries. These preconceptions impact how 

people view a leader or manager and what that person should be in terms of their gender 

and personality traits. Therefore their perception of what an industry is can also be 

assigned a gender. These preconceptions can come from an individual’s upbringing and 

national culture (Hofstede, 1991, p. 8); this thesis looks  into the UK due to the more 

masculine nature of the culture and my own relation with the country (Hofstede, 

clearlycultural, 2014). The gender assigning of industries and professions influences 

how people lead a group as well as how they feel that they should lead to gain respect 

from their team.  

Due to the deeper factors in this study, an interpretivist approach has been taken leaning 

toward hermeneutics which is concerned with an empathic understanding of human 

action rather than with the forces that act on it (Bryman, 2012, p. 28). This combined 

with a constructionist view mean that the research attempts to understand the thoughts 

behind beliefs and preconceptions. The main focus of this investigation is the narrative 

inquiry, using semi-structured interviews to allow the participants to tell stories about 

their experiences with managers and being a manager themselves. The interviews are 

cross-sectional to see how all the participants think a manager should be compared to 

what they actually are/see as a manager. A pattern analysis will be used to correlate the 

results with a Bem Sex Role Inventory (Bem, 1974) test to establish if the participants 

are more masculine or feminine and how that impacts their leadership style.  

In conclusion men don’t always have a masculine leadership style and women don’t 

always have a feminine style. National culture does impact how leadership and 

management are perceived but that is not the case in an individual’s experience of real 

life managers and leaders. Gender assigned industries influence what professions people 

choose but to a lesser extent if that person holds a management position or they are 

capable leaders within that industry. 
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1. INTRODUCTION 

This problem background will start with leadership theory and how that can be utilized 

by a manager or a middle manager. It will also look at the perception of gender 

differences between leadership styles and how females can be considered to lead 

differently to males. Within the problem background the author will explain the origin 

of this area of study and how this led to a narrative inquiry approach. Preconceptions 

and stereotypes are discussed, how these impact individual’s views of what a manager 

and a leader are in comparison to how they actually lead and manage in real life. Then 

the objectives and research question will be discussed and their relevance in 

contributing to the business administration field.  

1.1 PROBLEM BACKGROUND AND DISCUSSION 

Leadership and management are often associated together, even though they have 

different meanings. Many are of the opinion that a successful manager has qualities of a 

leader and a successful leader has qualities of a manager. Leadership is defined by 

Northouse (2013, p. 5): 

 Leadership is a process whereby an individual influences a group of individuals 

 to achieve a common goal. 

A leader therefore has influence over their followers but there is no exact reason why. 

This certainly contrasts with what a manager is defined as:   

“a person responsible for controlling or administering an organization or group 

of staff” (OED, 2014).  

This is a very different definition, showing that managers are appointed to lead, but may 

not be considered to be, or consider themselves as a leader. This means that the key 

differences (as according to these definitions) is that a leader is associated with 

influencing others as opposed to administering or controlling them, however all these 

traits can be found dependently or independently in either a leader or a manager.  

There are many leadership styles that have been associated with different attributes. 

This thesis will explain a few of these but will focus on transactional leadership, 

transformational leadership and laissez-faire leadership styles. Transactional leadership 

is really described in its name; this leadership style focuses on a transaction between the 

leader and the followers, usually involving a reward for good work. Transactional 

leaders are also attentive with mistakes and monitor them carefully (Eagly et al., 2003, 

p. 571). In contrast, transformational leadership requires a great deal of passion, 

commitment, energy and insight (Van Wart, 2013, p. 558). Transformational leaders 

tend to be more supportive and encouraging of their staff and are strong motivators for 

their team. The final style is laissez-faire which marks a general lack of responsibility in 

a leader, and normally they are not effective in that role (Vinkenburg, et al., 2011, p. 

10). 

Leaders can come from all walks of life and can be any type of manager or individual. 

While these terms are often used interchangeably, there are differences between them. 

However, without going into detail about these differences this thesis will focus on 

leadership styles and therefore apply this term while the literature review will 
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investigate management styles further. Due to the nature of emphasis that there has been 

in past literature about differing styles of leadership between men and women (Koeing 

et al., 2011, p.616) this thesis will focus on leadership styles but use management styles 

to reinforce the theories, preconceptions and beliefs.   

Middle management is an interesting level to look at, as they have the unique position 

of being near the ground level staff while having knowledge about the company's 

workings on the whole. Middle managers used to be seen as useless, and were often 

made redundant when cutting costs and efficiency efforts were put in place (Frohman & 

Johnson, 1992, p. 7-17). Despite their past stigma, Huy (2001, p. 73) believes that 

middle managers have the ideal perspective to make valuable contributions to an 

organisation and can influence change on different levels. This is why, in the course of 

this thesis, middle managers will be the focus of the investigation. This study will 

investigate how these middle managers influence things on a lower level with their 

leadership style. 

Within middle management there are both male and female leaders, but do they have 

the same style and are their adapted leadership styles affected by their gender and 

culture? 

Women are sometimes described as underutilised resources (Obuh, 2013) for example, 

studies have shown that women are perceived as weak and therefore less effective 

leaders (Bass, Avolio & Atwater, 1996, p. 6; Kent & Moss, 1996, p. 81). Many of these 

views can be considered prejudices and this study will take into account some of the 

reasons behind those such as culture, upbringing and industry. During the course of this 

study I would like to gain a deeper understanding of the preconceptions and stereotypes 

that cause individuals to think about male and female managers differently. When 

prejudices and attitudes target certain groups of people they can be seen as stereotypes; 

like attitudes, stereotypes have evaluative aspects (Eagly & Mladnic, 1989, p543). 

Stereotyping is a key issue when discussing an individual’s prejudices, how it affects 

their work and how they lead and manage. The definition of a stereotype is: 

Stereotype refers to a consistent pattern of values and behaviours that describes 

the most remembered set of beliefs or actions of members of the category being 

referenced. Because the stereotype often contains the most striking values and 

behaviours, it may accurately describe a very visible minor segment of the 

persons in a category. (Larwood & Wood, 1977, p. 30) 

This categorisation of individuals due to their sex or race implicitly affects people's 

beliefs and preconceptions in a variety of aspects. Another, less severe form of 

stereotyping is a preconception which can be defined as: a preconceived idea or 

prejudice (OED, 2014). A common preconception is what a leader is and what they can 

be. This is all affected by the assumptions people have about their gender and their 

nationality. The research will go into the detail of stereotype theory later in the thesis. It 

is also important to note that the preconceptions that people hold about women and men 

in different cultures also depends on their national identity and their feelings 

surrounding gender. This is reflected in everyday assumptions, for example cooking and 

sewing are both seen as inherently feminine activities (Archer & Lloyd, 2002, p. 35). 

These preconceptions impact every aspect of perception with regards to the sexes, 

people in general and their capabilities. Since these stereotypes and preconceptions have 
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an overarching theme of human interaction, it is an important issue to keep in mind 

when evaluating the leadership styles of individual managers. A leadership style can be 

seen as optimum to an industry or a team, or unsuited. Preconceptions are not just 

formed from one's gender but also from an individual’s upbringing, with either feminine 

or masculine personalities developing differently (Chodorow, 1978, p. 51). This belief 

from Chodorow indicates that preconceptions are also influenced by our culture, 

surroundings and our upbringing as children. 

Preconceptions affect people in middle management as their leadership styles are 

questioned and debated in relation to their gender. For example, the most popular and 

frequently used models, such as transactional leadership, transformational leadership 

and lassaiz-faire leadership, are all assigned genders as a more masculine or feminine 

style of leadership (Northouse, 2013, p. 355; Duehr & Bono, 2006; Hackman et al., 

1992). These leadership styles will be investigated in relation to an individual's 

preconception of what a leader or manager can be. 

There are preconceptions and stereotypes in many other aspects of life as well, such as 

between differing industries. There are stereotypes that revolve around certain 

professions and industries; healthcare is feminine and caring, manufacturing is 

masculine and constructive, and service is neutral and demanding. The underlying 

factors that influence this gender role assignment of different occupations and 

professions are something that this thesis will investigate. For the purpose of 

comparison this thesis will observe the masculine industry of manufacturing and the 

feminine industry of healthcare. 

The overall process of this study will be a narrative inquiry. A narrative can be defined 

as an account of an experience that is told in a sequenced way, indicating a flow of 

related events that are significant for the narrator and which convey meaning to the 

researcher (Coffey & Atkinson, 1996). As a researcher I approached this study in a 

narrative context looking at areas of focus and study. I am a British citizen of dual 

nationality parentage (English and Irish), who has lived in Sweden, China and the 

U.S.A. and because of this I feel that I have a varied opinion on culture and how that 

impacts an individual’s preconceptions and stereotypes. These different locations of 

learning and living influenced my narrative story and opinion on gender and stereotypes 

overall. Particularly in Sweden where there is a different approach to gender and 

equality compared to the UK. For example, Sweden is seen as a much more gender 

equal country, rating 2nd best in the world in the Gender Inequality Index (GII), 

(UNDP, 2014), and the UK is much lower placing at 26th (UNDP, 2014). As well as the 

Swedish stereotypes from Hofstede (1991, p. 23) one main aspect in which Sweden 

differs from other European countries is the way that its society handles inequality. As 

mentioned above the Swede’s have worked hard to create a “safe space” for everyone 

by having equal rights for everyone this sometimes is seen as following the Swedish 

stereotype of being “push-overs”. Among Swedish efforts to minimise gender 

stereotyping is a small movement to replace the pronouns han and hon, "he" and "she", 

with a single pronoun, hen (RLG, 2012). During my period of living in Sweden 

differences in relation to my own culture became evident in time.  From this I gathered 

the inspiration to focus on the stories of individuals from the UK and to determine what 

cultural preconceptions and stereotypes of managers and leaders people in the UK have 

and how it impacts in middle management. Therefore with the narrative approach to 
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selecting the topic of focus the choice to conduct the research in a similar inquiring 

manner seemed relevant and logical. Narrative research strategies are really just tools to 

transfer knowledge, it helps everyone understand and communicate new ideas on a 

personal level (Webster & Mertova, 2007, p. 22). This narrative approach also connects 

to the philosophical approach that is taken in this research with the functions of my 

varying worldview and personal experiences interacting with the research, participants 

and the results. These functions of worldview are outlined by Kraft (1979): 

 It explains how and why things became the way they are, and how and why they 

continue or change 

 It is used to order, judge and validate 

 It provides psychological reinforcement for the group 

 The worldview of a culture or subculture integrates various elements of the 

culture 

 A group’s worldview functions with some flexibility 

 It enables a people to sort out, arrange and make different commitments, 

allegiances or loyalties to things that are assumed, valued and done  

These world-views from my personal narrative as a researcher throughout this process 

will also be clear from the participants in how they perceive and analyse the world 

around them, which is all part of their own narrative and story.  Below is Figure 1 which 

explains how researchers come to the decision that a narrative research strategy is an 

overall process often starting with the researcher themselves. Although there seem to be 

a lot of running topics throughout this thesis, the key areas of focus are: Middle 

Management, Leadership Styles, Gender, Culture and Industry. There are many other 

issues and concepts that will be approached during this thesis, but these are all 

interconnecting issues which will reinforce the data collected surrounded the key focus 

areas. The key focus areas will be brought into more light when the research gap and 

questions are discussed in chapter 1.2 and 1.3. 

 

Figure 1 Adapted from Webster & Mertova 2007 p. 105 

1.2 RESEARCH GAP 
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This thesis will investigate if there are some differences in leadership style between men 

and women, and if there is, how it is different to the norm according to the literature. 

This will be observed in both views of the subjective perception of leadership as well as 

the factual exercise of leadership. Feminist research is already very well explored, but 

as with any social phenomenon it is constantly changing. The dynamic field of feminist 

research that women and men are working in is changing on a yearly basis (Elliot & 

Monaghen, 2014; Hegedus, 2012) depending on the culture and the current global 

setting. There is also a vast amount of feminist research surrounding work environments 

and race, and how that impacts the views of employers (Fine, 2010; Adichie, 2013). 

From this densely researched topic I would like to focus on middle management and not 

to include race as a factor, as I feel that whilst this would be an interesting study in its 

own right, it would create too broad a scope for this study. As will be mentioned below, 

the key areas of research surrounding women in management are why there are a low 

number of women in higher managerial positions or the perceived or assumed 

difference between female and male managers (Eriksson & Kovalainen, 2008, p. 250).  

This shows that there is a clear research gap of women in middle management positions 

and how their leadership styles can differ from a male middle manager.   

This research will be conducted under the assumption that these stereotypes and 

preconceptions held by employees in an organisation affect what they think of a middle 

manager. While analysing the working environment of middle managers, I can bring in 

aspects of stereotypes and how these affect views and beliefs. This can then aid the 

ongoing discussion that women may have a different leadership than men. 

I would like to go deeper into the British culture and see if it is just an image that is 

presented for both men and women, or whether their culture and stereotypes have 

actually had more of an effect on their views on male and female leaders than they may 

believe. Generally the ways in which sex is practised and experienced are not human 

universals (Hofstede, 1998, p. 154). Hofstede brings forwards that each national identity 

affects not only one’s views on the world as a whole but how one views sexuality and 

gender norms. This gender culture affects how a person’s preconceptions develop and 

grow later on in life as well as the base thought and presumption one returns to.  

While looking at these preconceptions it will also be interesting to see where they stem 

from; it may be mainly related to cultural upbringing or more related to their own 

experiences and feelings. These preconceptions relate to the underlying factors which 

can be derived from Hofstede's (1998) cultural construction of sexuality and this is 

repeated by Glick et al. (2004) suggesting in their study of 16 cultures that men are “bad 

but bold” whereas women are “wonderful but weak”. 

Opposing to this theory there are academics that have shown that women’s intellect is 

equal to that of their male counterparts (Lowe, 1983, p. 49-52; Fausto-Sterling, 2008, p. 

13-30). Even though their level of intelligence is the same, women have been 

consequently altered by society and the environment as they are known to play down 

their intelligence whereas men are more likely to think that they are more intelligent 

than they are. Hopefully through exploring preconceptions it can be made clear that 

although intellectually the sexes are equal, there is still work to do societally to help that 

intellect be truly shown and utilized. 
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Literature and research on women in management has concentrated for a long time on 

two major areas of study: 

1. Reasons for the low number of women in higher managerial positions; and/or 

2. Assumed or perceived difference between female and male persons in managerial 

positions. 

These two fields have resulted in emphasis on quantitative research methods when the 

qualities of women and men are being analysed. These types of analysis have 

highlighted important individualistic characteristics, opinions, attitudes and knowledge 

on women in management positions, but overall have not been able to change the 

theoretical assumptions within those fields of research. This is often said to be due to 

the lack of reflexivity in research: why and what is being studied, in what ways and with 

what kinds of epistemic assumptions (Eriksson & Kovalainen, 2008, p. 250).   

This is a key research gap for this thesis, observing more of the qualitative view to find 

out the preconceptions and stereotypes of these managers. This will allow participants 

to tell their story of their time as a manager either as a male or female. Their story will 

also be impacted by their upbringing and national identity, which is going deeper into a 

study that some previous research (Eagley & Kite, 1987; Bass, Avolio & Atwater, 

1996). The national identity of the participants will impact their preconceptions and 

beliefs not only about gender but management and leadership as well. Through the 

narrative approach to this study, it fulfils a research gap as previous research is more 

quantitative in nature, the qualitative research that does exist on the topic of gender and 

leadership is minimal and more focused on the number or interviews rather than the 

content.   

From all this, I can sum up that the phenomenon of these beliefs and preconceptions is 

understudied, and this consequently impacts on the attitudes towards women in 

management positions in the workplace. This is why I would like to give voice to 

middle managers who are often overlooked, to gain a clear view of their leadership 

styles. 

I would like to use this research to enhance academic knowledge, as well industry 

cultures, to recognise the gender issues that I am addressing. These issues should results 

in evolvement and improvement due to identification and exposure.  

1.3 RESEARCH QUESTIONS AND OBJECTIVES 

The objectives of this study are to analyse if there are some differences in leadership 

styles between men and women within middle management, and if there is, how it is 

different to the norm. As well as the factors this can affect these actual differences and 

perceived differences. This will be observed using the narrative method to see how the 

participants perceive leadership and the real life exercise of leadership. This will assert 

if preconceptions and stereotypes are impacting in relation to the masculinity or 

femininity of the industry sector. The gender assigning of industries and professions has 

been done for a long time, as Alexander (1977, p59-60) clarifies, 

“For the history of production under capitalism, from a feminist perspective is 

not simply the class struggle between the producer and the owner of the means 
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of production. It is also the development of a particular form of the sexual 

division of labour in relation to that struggle.” 

This concept is echoed by Hannam (1993, p. 84-96) observing that the impact of 

women in the workplace and the differences that there have been in the labour markets. 

There has been a struggle for women not only to enter the labour market, but to be 

given equal opportunity in all industries and positions. It is reflected by the feminist 

movement in general and the infiltration of all industries which is still happening (Cott, 

1986, p. 50-60). This then impacts the thoughts on whether a female leader has the 

correct tools and style to effectively lead people in a more masculine environment. The 

follow on of this observation is to see if the individuals in these industries feel that they 

are more accepting of women leaders than they actually are in practice. The concept of 

masculinity and femininity will be a running theme underlying a lot of the theories and 

discussions throughout this thesis. Since the deeper factors rely on the sociology and 

perceptions of middle managers, it affects everything that they do and their style of 

leadership. The definition of sociology is “The study of the development, structure, and 

functioning of human society” (OED, 2014). I am looking at the sociological 

phenomenon of these middle managers, and how they feel that their leadership style 

may be influenced by external factors such as culture and industry. 

 

Therefore the research questions are as follows: 

1. What cultural preconceptions and stereotypes do people have of managers and 

leaders? 

2. How do these preconceptions and stereotypes impact women and men in middle 

management in the U.K.? 

1.4 PURPOSE OF STUDY 

The purpose of this study is to analyse how the cultural preconceptions and stereotypes 

of people affect what they believe what a manager or leaders is this comes mainly from 

the first research question and the surrounding issues. The study will also analyse how 

these preconceptions and beliefs impact middle managers today in the UK, this is from 

the second research question, showing how the results of this thesis will impact middle 

management in the future. There are many surrounding issues for both of these research 

questions so this study will give equal emphasis on gender being a factor in a manager’s 

leadership style as well as culture and industry. Theoretically the industry of the 

participants will also affect their opinion of female or male managers and their 

leadership style. I hope that this study will aid future women and men in management 

positions to realise that leadership styles can be gendered and influenced by the gender 

roles and norms within a culture. However, alternating leadership styles between 

different groups of people and industries is not only a possibility but can be a major 

attribute of a leader. These preconceptions will be discussed from the view of the 

participant as a leader themselves as well as managers that they have had in the past or 

present for a more external view.  

1.5 EXPECTED OUTCOMES 

This study will deliver a variety of outcomes and conclusions. The core focus of this 

study is on middle managers and their leadership styles as this is a sociological study. 

As it is a narrative study of sociology, the investigation of these middle managers will 

also clarify if there are distinct feminine and masculine leadership styles. As well as if 
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these feminine or masculine styles align with the gender or sex of the manager 

themselves. Behind these perceived differences there are prejudices and stereotypes 

about what a manager and leader should be. I would like to investigate the participants’ 

perceptions of what a leader is at present with their views on the optimum qualities a 

leader should have. The deeper factors of gender assigning will be reviewed and shown 

if they have an impact on the gender assigning of professions and careers. Although the 

study will be focused on middle managers there is an underlying theme of gender 

influence on national culture and the common leadership styles and preconceptions. I 

hope that this study will lead to future men and women in management understanding 

the gendered influence on leadership with and awareness that they do not feel they have 

to “conform” to their own gender role. 

1.6 CONTRIBUTIONS 

This thesis will contribute to a variety of fields, specifically gender research, leadership 

styles and middle management. In gender studies the key contribution will be 

establishing if there could be different leadership styles between men and women. This 

will aid further research into the gender assigning of leadership and management 

theories. This research should also contribute to differing sector research as it will 

establish if there is a tendency for differing leadership styles in different industries, and 

if there isn't, why there are preconceptions about gender in these industries as well, 

when the management and leadership styles are the same. 

1.7 LIMITATIONS 

There will be several key limitations to this research and this will obviously affect the 

outcome of the results. By clarifying and addressing these limitations hopefully their 

effect can be minimized and taken into consideration throughout the course of this 

study. First of all the position of myself as a researcher and researching alone will 

impact the outcome of this research and the view in which this paper is written. As a 

researcher I must acknowledge that I am a white woman from the UK, living in 

Sweden. This may impact my alliances and feelings about the UK and therefore the 

outcome of the research. As the study is focusing on two industries, healthcare and 

manufacturing, it is important to factor in that I have worked in several positions within 

the healthcare sector prior to this study and that may give me further inside knowledge 

about the organisational culture than the manufacturing industry. This also limits my 

research further as it is purely focusing on only two industries based in the UK. The 

reason for focusing on these industries is due to their stereotypical association with 

masculine or feminine traits. Even though this will limit the results of the study I am 

confident that it will still show relevant results. In a sense a narrative approach will be a 

limitation to this study due to the very nature of this approach; the participants could 

change their past and stories as well as their ideas and thoughts. This is something that 

is taken into consideration and the researcher will attempt to keep the respondents as 

truthful as possible with anonymous documentation and confidentiality.  

 

Although manufacturing is a broad area, I feel that due to its broad definition there will 

be a variety of organizations in that area with a variety of company cultures which could 

adhere to or contrast the traditional masculine atmosphere. This is also related since 

manufacturing tends to be a more global operation no matter what the base location of 

the company; this will also affect company culture and beliefs of the staff. The focus on 



 

 9 

middle managers is to look at a less researched area of management which allows this 

study to get a feel for all aspects of an organization's culture on the ground level but 

taking into account their close relationship to upper management. This is important for 

this study since there has already been a lot of research based on female board members 

and higher management and their impact on the organisation, but not so much on the 

lower level (O' Conor, 2014). This is why the research is focusing on middle 

management, they are in an ideal position to see the day to day running of an 

organisation, as well as having the responsibility as a manager to lead and organise 

staff. 

 

As a researcher, I acknowledge that there are several different points of comparison that 

will be discussed and investigated in this thesis and that may be seen as confusing. 

From a primary viewing of this thesis it could be seen that way, but as a reader, one 

should look at the bigger picture of masculinity and femininity in the workplace; this 

encompasses a lot of questions and different areas of focus. At the start, this 

investigation spanned many more topics, but the core aspects common in all of them 

were culture and leadership style. As a researcher I feel that to analyse these aspects 

thoroughly and in depth it is important to look at the main sub-elements of these topics 

as well, such as organisational culture, industry culture, management styles, leadership 

styles, national culture, management preconceptions, management stereotypes, and 

leadership gender assigning. Although this may seem like a confusing assortment of 

different topics, they all interconnect and affect one another in the element of social 

sciences. This thesis will show how these topics are linked and how the focus is still 

stationed on the same starting topic of masculinity and femininity in the workplace. 

1.8 STRUCTURE 

When doing research that is of a particular opinion or inclination, such as gender or race 

(Järviluoma, et al. 2003) it is important to take into consideration the views and beliefs 

that one has as a researcher and how that will affect the view and results of a study. For 

this reason I am choosing to structure my thesis with the methodological chapter before 

my literature review, as when thinking about your approach to research, I believe that 

this also affects how you approach the literature in most aspects. Since I am a woman, 

white and from the UK I realise that I have a perspective, no matter how objective I can 

try to be. This will not only be apparent in the literature review, but also in my choice of 

methodology and even analysis of the results. As I will explain later, I will take 

measures to try and be as objective as possible given the topic and the circumstances. 

Although in this instance, with this thesis topic relating to gender I feel that I need to 

acknowledge that my position as a woman will have an influence throughout the study 

which will be emphasised in more detail throughout the methodology.  

 

Trying to be objective in the literature review, this research has looked at typical styles 

in leadership and management before applying the stereotypes of gender and looking at 

previous gender studies. This has been achieved by reading into non-gendered 

leadership and management theory written by Van Wart (2013), Northouse (2013), 

Leicester (1989) and Frohman and Johnson (1992) in middle management. Then 

following that, reading more gendered text to establish the more commonly used styles 

and models in relation to the different genders and their leadership styles, such as 

Caughron and Mumford (2011), Eagly et al. (1995) and Powell and Graves (2003). I did 
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this by searching for the relevant literature via the terms on the Umeå University library 

search, and on search engines such as Google, to find relevant news articles. 
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1.9 DEFINITIONS LIST  

These definitions are a mixture of various authors’ opinions as well as this author’s 

conclusion for the definition relevant for this thesis.  

 

Gender: “Traditionally used to designate psychological, social, and cultural aspects of 

maleness and femaleness” (Kessler & McKenna, 1978, p. 7). In more detail it refers to 

the sexual identity that one gives themselves, regardless of the person’s biological and 

outward sex (Cherry, 2014).  

 

Sex: biological term, it includes physical attributes such as sex chromosomes, gonads, 

sex hormones, internal reproductive structures, and external genitalia. At birth, it is used 

to identify individuals as male or female (Gender Spectrum, 2014).  

 

Gendered: A Specific to, biased towards, or belonging to one of the sexes or genders; 

divided or differentiated according to gender. It can be considered either culturally or 

biologically, but also can be associated with characteristics and activities (OED, 2014).  

 

Gender Assigning: this is the term used for the classification of an infant at birth as either 

male or female. Children born with ambiguous genitalia are usually assigned a gender by 

parents or physicians (Psychology Dictionary, 2014). This can also be linked to other 

aspects of life that the gender is given to an object or action and therefore that is then 

associated with that gender and attributes.  

 

Gender Roles:  the set of roles, activities, expectations and behaviours assigned to 

females and males by society. Our culture recognizes two basic gender roles: Masculine 

(having the qualities attributed to males) and feminine (having the qualities attributed to 

females) (Gender Spectrum, 2014).  

 

Feminine: “a situation in which the dominant values in society are caring for others and 

the quality of life”(Hofstede & Bond, 1984, p. 420). Femininity can also be described as 

what a woman should do, and is based on the nature of women, i.e. what a woman is. 

The nature of a woman in this case is her capability to bear children and the attributes 

which are associated with that (Pawlik, n.d.).  

 

Masculine:  “a situation in which the dominant values in society are success, money 

and things” (Hofstede & Bond, 1984, p. 420). Similarly to feminine, masculine is 

associate with the opposite of what a woman is naturally capable of, i.e. giving birth. So 

the main masculine attribute is the capability of fertilizing the woman and the 

characteristics that are associated with that (Pawlik, n.d.).  

 

Feminist: individual advocating social, political, legal, and economic rights for women 

equal to those of men (Dictionary.com, 2014).  
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Norm: A standard or pattern, especially of social behaviour, that is typical or expected 

(OED, 2014).  

 

Gender Norm: also can be referred to as Gender Normative/Cisgender. This refers to 

people whose sex assignment at birth corresponds to their gender identity and 

expression (Gender Spectrum, 2014).  
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2. METHODOLOGY 

In this methodology I will explain my perspective as a researcher, as a feminist and how 

this will influence the study. The feminist perspective will be clear throughout the 

methodology and will highlight how social research affects the researcher as well as 

how the research itself is conducted and analysed. 

2.1 FEMINIST PERSPECTIVES 

There are many issues when looking into not only a feminist topic and research study 

but also the aspect of the methodological practice itself. Eriksson and Kovalainen 

(2008, p. 245) note that feminist methodology consists of several methodologies, all in 

different fields, with varying rules for producing knowledge; ranging from psychology 

to anthropology to economics. It can also be said that feminist research is grounded on 

experiences of gendered social life. These notions of gender, the position and relation to 

other fields of social life are often taken up in feminist-inspired research within business 

research. The concept of feminist business research was introduced primarily to gain 

equality between men and women, and research methods were about comparing men 

and women along various dimensions, emphasising differences or similarities, 

depending on the approach of the researcher. (Eriksson & Kovalainen, 2008, p. 246-

248). 

 

A researcher should be aware that the position one holds because feminist research all 

comes back to the actual concept of gender itself. How the research views gender, as 

well as how the participants perceive their relation with different aspects of gender. 

Since gender refers not only to women and men, but also to culture and society which 

men and women live, work and become socialized as part of a larger group. Gender also 

refers to the socially constructed ideas and thoughts around gender in culture and 

society; where gender is labelling and categorizing men and women, masculinity and 

femininity, but also changing ideas of men and women. This is how business activities 

and people who work with these activities also become labelled in relation to gender 

(Eriksson & Kovalainen, 2008. p. 248). Marshall (2000, p. 43) repeats this sentiment, 

that gender negotiation and performance takes place in everyday activities with people 

of the other gender and those of the same gender. Gender identities are produced in 

these interactions. This also plays a role in identifying gender in power, relations of 

production, emotion, attachment and sexual desire.   

This complexity of gender as a concept then spreads beyond what is thought of it and 

into the opposite categories of 'men' and 'women'. Gender labels and defines the 

activities in business and management. Due to the applied nature of management and 

business research it is to a large extent pragmatically and user-orientated, therefore 

research questions are often defined through practical, problem-related issues in 

business life. Theoretically and culturally laden conceptions of gender fit this mode of 

research very poorly (Eriksson & Kovalainen, 2008, p. 249). This thesis aims to bring 

this issue into the forefront of this thesis, and address what preconceptions and 

stereotypes, both from gender assigning and from cultural background, do to affect the 

leadership style of women and men. Krieger (1986, p. 117-27) constructed a useful 

model of gender expectations in the field. The researcher has to distinguish between: 

(1) those prejudices which the researcher him/herself brings to the field, and the 

expectations expressed by the researchees; 
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(2) what the local people expect from each other and what they expect from the 

researcher or anthropologist; 

(3) those fundamental aspects of gender roles which not even a foreigner can 

violate, as opposed to those norms which are less important. The researcher also 

has to learn; 

Therefore showing how to adapt or work with gender expectations so that they can 

collect the necessary research material. 

 

When conducting this type of research there is always an issue that just by being a 

gendered researcher (having one's gender impact all thoughts about the study) you will 

automatically affect the study and therefore the outcome. This has been considered a 

great deal by feminist researchers on how to be as objective as possible while still 

maintaining an opinion by being of a certain gender.  Anne Oakley (1981a, p. 37) puts it 

quite well when she reasons that “role taking” is seen as inevitable in feminist research 

as it is impossible for the feminist researcher to divorce her own emotional feelings 

from those of the women being interviewed. Oakley (1981a, p. 41) brings into light the 

important issue that the gender of the researcher has an impact on the interviewee. She 

mentions that the goal of finding out about people through interviewing is best achieved 

when the relationship of interviewer and interviewee is non-hierarchical and when the 

interviewer is prepared to invest his or her own personal identity in the relationship. It 

has been found that a really interesting aspect of interviewing is the interviewee is more 

likely to reveal a part of themselves if the interviewer does so. This is why it is so 

important to take into consideration the feminist perspective as it will come out if the 

interviewer is open and builds a rapport with the interviewees and this will most 

certainly affect how they respond to the questions. 

This is also echoed by Ferber and Nelson (2003, p. 167) in that they realised that being 

feminist affects not only what we study, but how we study it, and how we then present 

the results and conclusions. They conclude that there are ways that our presentation of 

the study is affected by feminist concerns. Firstly feminists can be seen to make an 

effort to analyse the experiences of women as well as men in the studies and to 

investigate gender difference in outcomes. This is because the vast majority of the 

empirical literature in labour economics still uses data from only male respondents, 

even though the paper's discussion implies the results can be applied to all individuals. 

The second presentational issue surrounds our writing and verbal presentations. For 

example, feminists try very hard not to treat the words male and person as synonymous, 

but to specify carefully which sex is men. This is different to traditional economic and 

business articles, with terminology such as “work” meaning “paid work” and saying 

“leisure” when actually referring to “unpaid activities”, including housework and child 

care. This not only impacts how the researcher thinks but the reader and the subjects of 

the research as well (Ferber & Nelson, 2003, p. 169). 

In a more objective approach Järviluoma et al. (2003, p. 22) believe that you have to 

acknowledge that research is not just conducted by a brain but by a whole human being, 

which includes gender. Growing up in gendered environments, society, personality, and 

sexual orientation all affect how one responds to different situations and issues. The 

researcher therefore participates in the construction of gender in the course of the 

research itself. Since only then by becoming conscious of their gender position is the 

researcher able to create some distance from the gendered perspective from which they 

makes their interpretations. Thus, the researcher's self-reflective work is an important 
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part of any research process (Järviluoma, 2003, p. 22). Therefore the researcher will 

keep a reflection on my thoughts and progressions throughout the course of this study 

Eriksson & Kovalainen (2008, p. 252) bring forward some of the main misconceptions 

around feminist research: 

1. Feminist methodology is not distinguished by female researchers conducting 

research on women, but it concerns both men and women. 

2. There are no research techniques that are distinctively feminist, but some 

methods and techniques are used more by feminist researchers. 

3. There is no unitary ontological or epistemological position that is distinctly 

feminist, and several positions exist. 

4. Feminist methodologies exist and they are distinctive to the extent that they are 

shaped by feminist theories politics and ethics. 

This emphasises many of the interesting debates that happen around defining feminist 

research, and whether it can truly be objective and have impact on the academic 

community. This section has summarised all of the issues surrounding feminist research 

in Table 1, and shown how this study will try and assess these issues and address them 

in an academic and research efficient manner. 

Issue Affects Authors 

Gender of 

Researcher 

- How the researcher approaches the study 

-May alter mood/views of interviewees 

Ferber and 

Nelson (2003, 

p167) 

Järviluoma et al. 

(2003, p. 22) 

Eriksson & 

Kovalainen, 2008, 

p. 248). 

Feminist 

Interview Style 

- Using “he or she”  rather than he (standard) 

-Approach may alter viewpoint of interviewee 

Ferber and 

Nelson (2003, p. 

167) 

Gender of 

Interviewee 

- What they think the researcher expects 

- What they think society expects them to say 

- Dynamics of interview relationship 

Krieger (1986, 

p117-27) 

Oakley (1981a, p. 

41) 

Role Taking - Cannot divorce researcher emotions from the 

situation 

- May influence responses but not opinions 

internally 

Oakley (1981a, p. 

37) 

Societal and 

Cultural Views 

- Impacts questions response 

- What is “appropriate to say” will be said, 

possibly not true answer 

Eriksson & 

Kovalainen, 2008, 

p. 248). 
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Table 1: Major Issues in Feminist Research 

2.1.1 ONTOLOGICAL AND EPISTEMOLOGICAL VIEWS 
Looking at the core principles and the problem background of this thesis, it is clear that 

it is not only a business and management research paper but also analysing at the 

actions and perceptions of people and managers. This relates to the concept of business 

management research itself, as the actions and thoughts of the individual impact on their 

management style and ability as well as that of their subordinates. This observation and 

investigation of people can also be termed “social research”, a term which I can identify 

with as the style of this study. Bryman (2012, p. 4-5) defines social research as a term 

used to denote academic research on topics relating to questions relevant to the social 

scientific fields, such as sociology, human geography, social policy, politics, and 

criminology. Since my approach to this research is related to the sociology of both 

countries and the workplace politics that arise with women in management positions, I 

feel that this is one of the best ways to describe my approach. As a social researcher, 

these terms and concepts will be reflected in the following epistemological and 

ontological concepts. 

Epistemology is concerned with the question of what is (or should be) regarded as 

acceptable knowledge in a discipline (Bryman, 2012, p. 27). In the context of social 

research, this particularly concerns the issue of whether the social world can and should 

be studied according to the same principles, procedures and ethos as natural sciences. 

Despite the impact of each person on a situation and society, there can be scientific 

studies done in a social context. Since my research is analysing the preconceptions 

surrounding leadership style it is impacted by the social situation a person works in 

everyday, as well as their social and personal growth up until the point that they are 

interviewed. 

 

Eriksson and Kovalainen (2008, p. 253) focus on the reality that epistemology is hardly 

an individual decision made by the researcher. Therefore a novice or inexperienced 

researcher has the issue in trying to look for the “best” or “most suitable” epistemology, 

even though different epistemology's suggest and even dictate different rules for 

establishing the knowledge base. As I believe that this research is coming from both a 

feminist perspective and sociological view it is important to make sure that the domain 

of the knowledge comes from a new field of research and analyses questions rarely put 

forward in mainstream research (Eriksson & Kovalainen, 2008, p. 253). I am analysing 

and researching a phenomenon in the social environment of middle managers in two 

different countries. The definition of a sociology is “The study of the development, 

structure, and functioning of human society” (OED, 2014). This study will looking at 

the sociological phenomenon of these middle managers, and how they feel that their 

leadership style is changed or enhanced by their surroundings and their peers. 

There is said to be two main epistemological views, positivism and interpretivism or 

anti-positivism (Bryman, 2012). Within these categories of views there are 

subcategories which then lead to different aspects. Hughes (2006), stated that 

interpretivism can have many variants, including hermeneutics, phenomenology, and 

symbolic interaction. Van Wright (1971, p. 6-10) explains that the past of these 

processes can be interpreted by different researchers to be of more use in an 

investigation. An example of this is hermeneutics, which Van Wright (1971, p. 5) 

describes as a term that is drawn from theology and that, when imported into the social 

sciences, is concerned with the theory and method of the interpretation of human action. 
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This author also mentions that the concept of epistemology itself is a clash between 

positivism and hermeneutics. This clash reflects a diversion between the emphasis on 

the explanation of human behaviour that is the main ingredient of the positivism 

approach to the social sciences. In contrast, hermeneutics is concerned with the 

empathic understanding of human action rather than with the forces that act on it 

(Bryman, 2012, p. 28). This contrast shows not only the knowledge realisation but how 

a researcher reacts to the social environment and studies it can change. Hirsch (1967, p. 

113) affirms these thoughts about the validity of these epistemological views. He 

believes that the underlying hermeneutic principles are always the same, while the 

validity interpretation is always governed by a valid inference about genre. Which is to 

say that hermeneutics is not founded on logic of construction, but on the logic of 

validation. Rennie (2012, p388) believes that both can be true; his formulation can be 

strengthened when education is brought into the picture, and then it can be modified and 

interact with the logical operations. 

I can use this to explain my view of this thesis and how it will impact the analysis and 

reading of my results. Morgon and Smircich (1980, p. 493) reflect this when they tie in 

the different assumptions that are made regarding human nature and how that affects 

epistemology. The various world views they reflect imply that there are different 

grounds for knowledge in the social world. Therefore when researchers pass from 

assumption to assumption during the subjective-objective line, what consists of 

adequate knowledge changes. So, in an objectivist stance of the social world as a 

concrete structure, this encourages an epistemological view that focuses on studying the 

nature of relationships among the elements of that structure (Morgon & Smircich, 1980, 

p. 493). Since all researchers are on this sliding scale they need to be aware that one 

epistemological choice affects the ontological assumption, and visa versa. This 

phenomenology challenges the idea that there can be any form of “objective” 

knowledge that can be specified and transmitted in a tangible form, because the 

knowledge that is created is often no more than an expression of the manner in which 

the scientist as a human being has arbitrarily imposed a personal frame of reference on 

the world. This is then mistakenly seen as lying in an external and separate realm 

(Husserl, 1962, p. 194). 

Pettigrew (1997, p. 342) had the view that in many social science fields, the interest is 

only in the result of the process, but not the process itself. He considers this focus of 

interest a shame and missing the true heart of research by looking at the change and by 

looking at the process. Process research is capable of generating sound knowledge, not 

only of processes and outcomes, but also why and how outcomes are differentially 

shaped by processes. In my opinion as a researcher this can be applied to this study, in 

that, women moving into the workforce and into management positions is a gradual 

change that has been happening for 60 years (Quast, 2011). This transition of more 

women joining the workforce is the process of society changing and evolving from a 

state of male dominated work environments to a more gender equal one. Pettigrew 

(1997, p. 338) notes about the evolution of human conduct: 

Human conduct is perpetually a process of becoming. The overriding aim of the process 

analyst therefore is to catch this reality in flight. (Pettigrew, 1997, p. 338) 

When viewing the world from this perspective of process rather than stagnation, it can 

be applied to everything in the social world. A main example that he highlights is that 

an organisation is consistently viewed as one stream in one terrain, but in fact, it is more 

like a river basin where there may be several streams all flowing into one another, 
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dependent on one another for their life force and shaping and being shaped by varieties 

of terrain each constricting and enabling in different intensities and ways (Pettigrew, 

1997, p. 340). I think it is very important to keep in mind that organisations are not 

these single entities but are a combined effort of a lot of different processes which hold 

it together. Therefore as a researcher I need to be aware of the ever moving dynamic 

that can happen in organisations and when I interview how that can influence the 

balance as well. 

When looking at the perception and belief in knowledge itself, one begins to analyse the 

ontological stance that they have as a researcher. As with epistemology, ontology is also 

vastly affected by the social world and how the researcher chooses to perceive it. In a 

scientific view of ontology, scientists are external observers, measuring what they see, 

but this cannot be the case for a social study.  Morgon and Smircich (1980, p. 498) 

believe that researchers should relax their views of the world and admit that human 

beings are actively contributing to the social world as well as constantly responding. 

This means that they cannot do research entirely objectively; they need to investigate. 

As Bryman (2012, p. 32) reiterates, the central point of ontological orientation is the 

question whether social entities can and should be considered constructions built up 

from the perceptions and actions of social actors. These opposing positions are 

frequently referred to as objectivism and constructionism. 

I personally see reality as a social construct, wherein the social world is a continuous 

process, started by every encounter in everyday life as individuals make an impact on 

their society and the people around them. These meaningful encounters are done so 

through various mediums, language, labels, actions and routines. The concept in which 

all of social reality is embedded in nature and the use of these modes of symbolic action 

leads to this realm having no concrete status. This is due to the world being a series of 

multiple realities in each individual and through language some of these realities can be 

shared, but only for a certain time (Morgon & Smircich, 1980, p. 494). 

From this assumption of how I view the socially constructed and shared world, it would 

lead into my ontological stance leaning toward constructionism. It asserts that social 

phenomena and their meanings are continually being accomplished by social actors, 

therefore constantly revised and changing. Bryman (2012, p. 33) deems that it also can 

include the researcher's own account of the social world and its construction, therefore 

the researcher always presents a specific version of social reality rather than one that 

can be regarded as definitive. 

The question of position for research from an ontological perspective also includes the 

dynamic of how they view reality. This is from the perspective of a researcher and as a 

person, since their view will affect how they present themselves in the interview and 

research process itself. Morgon and Smircich (1980, p. 495) drafted a table (adapted 

below) making it clear that, much like reality itself, there is no black or white for which 

paradigm you as a researcher belong to but rather a sliding scale in which one can be at 

any point. With this in mind, I would position myself on the scale as part way between 

two different views; reality as a contextual field of information and reality as a social 

construction. The reality as a social construction is more towards the subjectivist end of 

the scale, and has the view that the social world is a continuous process, created afresh 

in every encounter in everyday life (Morgon & Smircich, 1980, p. 494). In contrast, 

reality as a contextual field of information is more in the middle of the scale; this view 

is that the social world is again a field of ever changing form, but it is based on the 

transmission of information. The form of activity that prevails at any one given time 
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reflects a pattern of “difference” sustained by a particular kind of information exchange 

(Morgon &. Smircich, 1980, p. 494). Although on this scale there is a reality in between 

these two paradigms, I believe that in this research a combination of all three are used, 

depending on the subject and issue at hand. 

 

Subjectivist 

approach                                                                                                                                                                                        

to social 

sciences 

    Objectivist 

approach 

to social 

sciences 

reality as a  

projection 

of human 

imagination 

reality as a 

social 

construction 

reality as a 

realm of 

symbolic 

discourse 

reality as a 

contextual 

field of 

information 

reality as a 

concrete 

process 

reality as a 

concrete 

structure 

Table 2: Ontological view scale, Adapted from Morgon & Smircich, 1980, p. 492 

2.1.2 MY VIEW OF THE WORLD 
Järviluoma et al. (2003, p. 22) have said that the background of a researcher can 

influence the research, and how they study it. As this research deals with gender issues, 

I have to take my view on that into account, I would say I consider myself a feminist. 

As Ferber and Nelson (2003, p. 167) point out, being a feminist and a woman affects 

not only what the researcher studies but how they study it, and how we then present the 

results and conclusions. From the section above it is clear that me being a woman, and 

being the interviewer in this investigation will affect the response of the participants, 

and possibly the dynamics in their responses. Looking at the influential factors from the 

previous section, I will attempt to minimize my influence on the participants. In relation 

to the first aspect, the gender of the researcher, there is not much I can do to change that 

during the course of this investigation, but I will try and minimize the second element of 

feminist interview style. I will do this by letting the participant do most of the talking, 

hopefully minimizing my input to the recommended 80/20 ratio of participant to 

interviewer. In my opinion as a researcher, the societal and cultural backgrounds of 

myself and the participant will be the main factor in influencing the responses. Since I 

am only interviewing the UK participants, there will be a similarity in vocal tones and 

understanding of language and popular references. This will hopefully make the 

information that is in-between the lines clearer in the investigation. 

2.2 QUALITATIVE DESIGN 

When constructing my research design there is a lot of factors that need to be taken into 

consideration, along with how I approach the world and the feminist issues that are 

posed in this research. From the outset, I feel I first need to establish that I am 

conducting a purely qualitative study, as I mentioned in my outlook, since I have a 

constructionist view and a more fluid view of the reality of person to person interaction, 

I feel that this is the best way to study it. Morgon & Smircich (1980, p. 499) focus this 

ideal stating that qualitative research stands for an approach rather than a particular set 

of techniques; it is contingent on the nature of the phenomena to be studied. This again 

brings in the social research aspect of this thesis and how it relates to a lot of different 

aspects of social interaction and societal structure. 
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Qualitative research studies participants' meanings and the relationships between them, 

using a variety of data collection techniques and analytical procedures to develop a 

conceptual framework. Data collection is non-standardised so that questions and 

procedures may alter and emerge during a research process that is both naturalistic and 

interactive. It is likely to use non-probability sampling techniques. The success of the 

researcher's role is dependent not only on gaining physical access to participants but 

also building rapport and demonstrating sensitivity to gain cognitive access to their data. 

(Saunders et al 2012 p. 163) 

As building rapport is a qualitative research issue I want to explore more of the context 

of situations as well as the thoughts and feelings around the subject from the 

participants. Because of the lack of contrast between the UK and Sweden regarding 

leadership roles and gender consideration, I want to use an inductive approach. Eriksson 

& Kovalainen (2008, p. 22) define inductive: theories are outcomes of empirical 

research; research proceeds from empirical research of theoretical results. Pure 

induction is rare, or even impossible. I agree with these authors that this approach is 

very rare, I will lean more towards an inductive approach but clearly use some aspects 

from deductive methodology to base my interview questions and research structure 

around this. This is repeated by Miles and Huberman (1984, p. 27) who state that even 

if a researcher is very unstructured and entirely inductive they still need to come to the 

fieldwork with some orientating ideas, foci and tools. Mason (1996, p. 6) agrees that to 

go into the field and inducing observations can be seen as an excuse for sloppy, 

unfocused research. As well qualitative can do more than just 'describe' or 'explore' the 

social world, it can understand it as well (Mason, 1996, p. 6). Theoretically, by entering 

into qualitative research design one hopes to understand the underlying issues and 

feelings of their participants. By gathering knowledge of this understanding it is clear 

how this thesis and research would work well. From Silverman (2010, p. 89) he 

constructs the three strategies for simplistic inductivists: 

∙ using concepts as sensitizing resources 

∙ following up findings from other studies 

∙ introducing a third variable 

All of these strategies can be applied to my research design, as I will describe later. The 

main one being introducing a third variable; this is in accordance with the existing 

literature which later describes how there could be a correlation between women, 

culture and leadership. This is the variable combination that I hope to explore and 

investigate further to build a more viable theoretical base. I could also say that I am 

taking a 'using concepts as sensitizing resource' strategy. 

2.2.1 NARRATIVE INQUIRY 
Considering that women in leadership has been in the media a lot recently within the 

UK and Sweden (O'Conor, 2014; Hegedus, 2012; Wallin, 2013), political sensitivity has 

revealed my research topic. It will help me focus on the contextual sensitivity, in that 

the understanding that participants in socials life actively produce a context for what 

they do and that social researchers should not simply import their own assumptions 

about what context is relevant in any situations (Silverman, 2010, p. 91). 

The key strategy of my investigation will be relating to Narrative Inquiry. A narrative 

can be defined as an account of an experience that is told in a sequenced way, indicating 

a flow of related events that, taken together, are significant for the narrator and which 

convey meaning to the researcher (Coffey and Atkinson, 1996). This aspect of story 

telling being the key to narrative opens up how researchers investigate phenomena. 
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Stories allow individuals to watch what an experience can do to people who are living 

that experience. The role of the narrative is to offer others a way of living that 

experience. Narrative can allow researchers to take the measure of schemes intended for 

human improvement and examine them as a story of experience (Webster & Mertova, 

2007, p. 20). This external view into an internal personal feeling and experience is what 

separates narrative studies from other qualitative methods. It allows the research to 

make a different contribution of a bigger picture than the key questions and opinions of 

the researcher themselves. McEwan and Egan (1995) note that there are two key 

contributions of narrative research, first narrative provides and account of history of 

human consciousness. This shows the development of human beings and also remind us 

how history was told for generations. These stories of the past are the beginnings of 

what now is the modern conception of science, the arts, human projects and practices. 

Secondly, at the individual level of consciousness, stories record person consciousness 

from infancy, through youth and adulthood, to old age. These stories are most frequent 

in literature but ultimately make up the majority of moral tales such as: autobiographies, 

confessions, biographies, case studies, fables and any number of other dialect forms. 

(McEwan & Egan, 1995)  

The narratives that emerge may not do so in an easy-to-use, structural and coherent 

form so they need to be organised and structured. Coffey and Atkinson (1996) recognise 

this when they draw on previous research to outline the structural elements that are 

useful to facilitate analysis of narratives. These broadly take the following form: 

∙ What is the about? 

∙ What happened, to whom, whereabouts and why? 

∙ What consequences arose from this? 

∙ What is the significance of these events? 

∙ What was the final outcome? 

This narrative inquiry study will look at the way that the participants think about their 

preconceptions and beliefs and how they affect them in their positions. The information 

that will be presented in the literature will give perspective on the English culture, as it 

has done for my in my time living here in Sweden has given me a more external view of 

culture and its affects.  

There are positive and negative reasons for using a narrative strategy, a negative 

mentioned earlier is that there is no assurance that the information that the participants 

tell you is true. Or that they are not changing and altering their opinions and thought 

depending on the circumstances of the interview. These are good points and should be 

taken into consideration, but in that argument, a similar situation could also be true of 

other qualitative or quantitative designs. There is no guarantee that a participant or 

selection of participants will tell the truth in their responses no matter how the questions 

are asked. A positive reason for choosing a narrative approach is that it has the ability to 

allow the participant to elaborate on their experience and go deeper into their answers 

and understanding of social situations and past instances. This element of elaboration is 

key for this thesis as the participants have a chance to thoroughly think about and 

discuss their preconceptions and opinions, which they may not have considered 

beforehand. It also allows differing areas of discussion to come into the data which may 

not have otherwise been included in a more structured design. This could bring out 

potential interesting questions or answers that the researcher may not have considered 

before the interview. This is why this study is focused on narrative design and believes 

that it will attain the best results for this area of research.  
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In a narrative inquiry, the time frame is as important as the subjects themselves, as 

contextual factors change over time as well as the participants themselves and their 

views of their environment. Although a long term study would be very interesting, 

specifically for this research topic, I have not got the time length and facilities available 

to me to conduct such an extensive thesis. Therefore I will be using the cross-sectional 

design method, which is often called a survey design. That being said, the idea of the 

survey is so closely connected in most people's minds with questionnaire and structures 

interviewing that the term cross-sectional is preferable (Bryman, 2012, p. 59). 

Essentially a cross-sectional design entails the collections of data on more than one 

case, and at a single point in time in order to collect a body of data in connection with 

two or more variables, which are then examined to detect patterns of association 

(Bryman, 2012, p. 58). This is what I will do, holding my interviews with different 

participants over the course of a few weeks, then correlating their results against one 

another. 

2.2.2 DATA COLLECTION 
For the data collection of this study, a combination of methods will be used to gather 

sufficient data. A questionnaire that requires the participant to categorize themselves in 

terms of their masculinity and femininity will be a helpful aid in analysis. It will also 

give an interesting insight into what their internal “gender” is compared to what they 

feel that they are in the interviews. The main data collection for the narrative inquiry 

will be the semi-structured interviews, which will ask the key questions about these 

preconceptions and beliefs but not directly. These questions will reveal their leadership 

style and their views on what a manager and a leader are, this will give further help in 

establishing what the participant's leadership style's are. 

Questionnaires 
I will be using semi-structured interviews to collect the data itself. To be more specific I 

will be using semi-structured interviews, and also a short questionnaire before the 

interviews. Silverman (2010, p. 73) proposes that the desire to use multiple methods 

often arises because the researcher wants to get at many different aspects of the 

phenomena and therefore the research is too broad. I am using one method to back up 

the findings in the other, as the gender role of the participant may or may not affect their 

leadership style, which will be determined in the findings. The questionnaire will be 

based on the research methods of gender index from Bem (1974), called the Bem Sex 

Role Inventory Test (BSRI) shown in Appendix 1. This test looks at feminine and 

masculine characteristics of an individual and gives them a scale of their femininity, 

masculinity and androgyny. Despite this is a questionnaire, I will not be using or 

analysing the data in a quantitative form. I will be using the results from the 

questionnaire of each participant and then correlating it with their responses to the 

interview questions. This will help evaluate their gender identity, and determine if it 

correlates with their style of leadership and management as well as their perception of 

themselves within the gender spectrum. The BSRI consists of 60 questions, into 3 equal 

parts: adjectives describing masculine characteristics (e.g. independent, assertive); 

adjectives describing feminine characteristics (e.g. affectionate, sympathetic); and 

adjectives which are gender neutral. According to Bem's (1974, p. 158) method, 

comparing subjects will allow them to be classified into one of four gender-role 
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categories: Masculine, Feminine, Androgynous, or Undifferentiated. I will include the 

questions and scoring sheet in Appendix 1 for reference. 

 

There has been a lot of different research into the validity of BSRI, and whether it is 

still relevant today. Payne (1985, p. 179) argues that the short form can be useful in 

providing indices of the degree to which individuals describe themselves as “having a 

global 'instrumental', 'dominant' or 'assertive' disposition and 'expressive' or 'nurturing' 

tendencies”. Holt & Ellis (1998, p. 931) point out that even though the BSRI was a 

well-constructed instrument, the original adjectives representing stereotypical masculine 

and feminine gender roles were selected over 20 years ago. This opens up possibilities 

that the BSRI might be outdated in terms of the representations of the masculine and 

feminine gender roles. That being said, a study by Street et al. (1995) found that college 

students perceptions of gender roles have not changed since the 1970s. Whilst Holt & 

Ellis (1998, p. 936) conclude that the BSRI may still be a valid measure of gender role 

perceptions, Hoffman & Borders (2001, p. 42) oppose this view. They argue that one 

does not have to be sex-typed to use gender as a primary organizing principle. For 

example, women who identify as feminists are attuned to power imbalances resulting 

from gender inequalities and thus attend closely to issues of gender, yet they are 

unlikely to be labelled feminine (i.e., sex-typed) by the BSRI classification system. This 

study and background will be based in feminist research, therefore I have to be aware 

that this can affect my participants questionnaire results and how they wish to respond if 

they feel I am a feminist myself. My presence may not have an impact, but questions 

addressing how a woman or man views their own gender role may cause them to 

reconsider what they previously thought. 

Semi-structured Interviews 
Interviews taking the general interview guide approach are more structured than the 

informal conversational interview, although there is still quite a bit of flexibility in its 

composition (Gall et al., 2003). The interview is included in appendix 2; the structure 

was based on the literature review and the purpose and objectives of this research. The 

structure of the interview guide is similar to that of the literature review in the order of 

the questions, although the order may vary from participant to participant. The ways 

that questions are worded depend upon the researcher who is conducting the interview. 

Therefore, one of the obvious issues with this type of interview is the lack of 

consistency in the way research questions are posed because researchers can 

interchange the way they poses them. With that in mind, the respondents may not 

consistently answer the same question(s) based on how they were posed by the 

interviewer (McNamara, 2008). According to McNamara (2009), the strength of the 

general interview guide approach is the ability of the researcher “…to ensure that the 

same general areas of information are collected from each interviewee; this provides 

more focus than the conversational approach, but still allows a degree of freedom and 

adaptability in getting information from the interviewee” (Types of Interviews section, 

para. 1). The researcher remains in the driver’s seat with this type of interview 

approach, but flexibility takes precedence based on perceived prompts from the 

participants. (Turner, 2010, p. 755) 

 

McNamara (2009) applies eight principles to the preparation stage of interviewing 

which includes the following ingredients: 

1. choose a setting with little distraction; 
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2. explain the purpose of the interview; 

3. address terms of confidentiality; 

4. explain the format of the interview; 

5. indicate how long the interview usually takes; 

6. tell them how to get in touch with you later if they want to; 

7. ask them if they have any questions before you both get started with the 

interview; and 

8. don't count on your memory to recall their answers (Turner, 2010 p. 757) 

Following on from those preparation stages McNamara (2009) makes some excellent 

recommendations for the implementation stage of the interview process. He includes the 

following tips for interview implementation: 

a) occasionally verify the tape recorder (if used) is working; 

b)  ask one question at a time;  

Attempt to remain as neutral as possible (that is, don't show strong 

emotional reactions to their responses) 

c) encourage responses with occasional nods of the head, "uh huh"s, etc.; 

d) be careful about the appearance when note taking (that is, if you jump to take a 

note, it may appear as if you're surprised or very pleased about an answer, 

which may influence answers to future questions); 

e) provide transition between major topics, e.g. "we've been talking about (some 

topic) and now I'd like to move on to (another topic);" 

f) don't lose control of the interview (this can occur when respondents stray to 

another topic, take so long to answer a question that times begins to run out, or 

even begin asking questions of the interviewer) 

 

As the second stage of empirical research is to conduct semi-structured interviews with 

the participants surrounding the topics of leadership it is to see how they react to 

different management situations. The interview guide is in appendix 2 listing the 

questions and themes. As this is a narrative inquiry interview, the open-ended questions 

will be the focus and there will be a leaning towards letting the participant continue a 

story of go off topic so that their narrative is accurate. Hopefully by being a passive 

interviewer I will be able to collect the best results in a narrative format. 

2.2.3 DATA ANALYSIS 
When analysing the interviews there are several aspects that one needs to take into 

consideration: 

1. What status do you attach to your data? -multiple meanings, reading too much 

into stuff 

2. Is your analytical position appropriate to your practical concerns? - hermeneutic 

can cloud the issue if the aim is to simply to respond to a given social problem. - 

simpler way, description based study 

3. Do interview data really help in addressing your topic?- observe what they do, 

instead of asking what they think 

4. Are you making too large claims about your research?- make limited claims 'one 

way of slicing the cake' cane be viewed/done other ways 

5. Proper analysis goes beyond a list- identify main elements should be first stage.  

(Silverman 2010, p. 48-49) 

When looking at the conventional approach to narrative analyses, it centres around 

structural elements. De Fina and Geogakopoulou (2008, p. 384) refer to two types of 
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structural elements that are used in this approach. One of these is to order the analysis of 

the narrative using a temporal sequence- that is the order in which the events occurs. 

The other is to analyse the narrative using a logical sequence. This involves describing 

the situation around which the narrative is organised, the issue at the centre of the 

situation, the events or actions that occurred in relation to this situation. Using this 

approach allows the transcripts of narratives to be left complete, without being 

fragmented into units of data. I would like to utilise the second structure, to attempt to 

focus on an important story or event from the interviewees then structure the rest of the 

information around it in a sequence of the time line. As well as this sequencing time line 

I will be using the pattern method (Suter, 2012, p. 346) which can be defined as making 

linkages between the seemingly unconnected information with the intention of “opening 

the world to us in some way”.  

This also brings in another interesting aspect of the interviewing method, as these 

interpretations by the participant could lead to a more focal issue in the research. 

Qualitative interviews tend to be conducted with a small number of participants in 

comparison to surveys, and with rather informal patterns of questions they aim to allow 

the interviewee to set the pace (Silverman, 2010, p. 194). This means that the protocol 

design is less important, especially when using a constructionist model, which I am. 

Therefore, I'm more interesting in how interviewers and interviewees co-construct a 

version of 'reality', which means the questions and answers are made a topic as well as a 

resource (Silverman, 2010, p. 199) 

Looking at my interviews and questionnaires I will conduct the sample frame, and how 

I will determine it is vital to the validity of this study. The selection of all the 

organisation is crucial as well, Siggelkow (2007, p. 20-21) mentions that it is often 

desirable to choose a particular organisation precisely because it is very special in the 

sense of allowing one to gain certain insights that other organisations would not be able 

to provide. A few authors defend their case choices, though and some even try to claim 

that they have 'representative sample' which is what I hope to achieve with the 

organisations and participants that I interview. Qualitative research is undertaken not to 

generalise for a nation or whole organisation but to get a part of the picture, to better 

understand the underlying issues and social situations in these areas. Qualitative studies 

seek to show how transferability or extrapolation of concepts is developed through 

analysis (Roy, 2012, p. 662). 

Due to time constraints and lack of funding I will be using convenience participant 

selection. This is defined as method of drawing representative data by selecting people 

because of the ease of their volunteering or selecting participants because of their 

availability or easy access. The advantages of this type of participant selection are the 

availability and the speed with which the data can be gathered (Business Dictionary, 

2014). There are drawbacks to this choice of method, as it may not be a representative 

sample of the population as a whole as it is done by volunteers. This being said the 

purpose of a narrative inquiry is not to generalize to the population but rather to present 

on or more versions on the truth which can then be interpreted. In relation to the 

quantity of respondents this study will get, I will be using the principle from Lincoln 

and Guba (1985) of redundancy of themes. Redundancy of themes is to continue 

sampling until the researcher recognises no new data is forthcoming, or a point of data 

or information redundancy. Therefore I will complete the interviews when I as a 

research feel that I have got sufficient evidence and that there is no new information to 

be gathered. The evaluation that the investigation has  sufficient responses will include 
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if there are participant of both genders from both industries. The key factor in 

establishing the saturation of data is that if  all the key leadership styles are covered by  

the different participants to see a broad overview of the gender of the participants vs the 

gender of the leadership style. To sum up the research approach and design table 3 is a 

visual representation of the process that was used in this methodology chapter. 

 

                           Epistemology                    Interpretivism    Hermeneutics 

            

Theoretical Perspective                    Constructionism 

 

Research Approach                                         Inductive 

 

Research Methodology                      Narrative Inquiry 

 

Time frame                                        Cross-sectional   

 

Data Collection Methods      Semi-Structured Interviews + Survey 

 

Data Analysis Methods                           Pattern study 

Table 3 Research Approach and Design Process 

2.3 INDUSTRIAL SECTOR CHOICE 

The manufacturing and the healthcare industry have been chosen as they both represent 

two sides of the masculine feminine spectrum of what each industry traditionally was. 

The caring and nurturing nature of healthcare means that a lot of the positions have been 

traditionally filled by women. In contrast, the construction and engineering aspect of the 

manufacturing industry leads it to be views as a more masculine environment “working 

with their hands” per say. In this study these two will be investigated to see if they have 

any impact on how a manager chooses to lead their team and how they motivated them. 

It will also be interesting to see if their BSRI gender matches up with how they lead 

their team in these two industries. 

2.4 RESEARCH ETHICS 

In academic research there are many different aspect to consider, the ethics of a study 

and how you conduct it is a main concern with the academic community. Eriksson and 

Kovalainen (2008, p. 64) relate research ethics in qualitative business research to 

ethnographic data collection, and the interview process in ethnography or a case study. 
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For any individual researcher, research ethics are mostly concerned with the 'line-

drawing' between 'right' and 'wrong', but this line is strongly embedded in the ways 

'right' and 'wrong' in general can and should be defined in society (Eriksson & 

Kovalainen, 2008, p. 68). The study is focusing on interviews with a cultural element to 

the investigation so the research ethics need to be evaluated thoroughly. Diener and 

Crandall (1978) note that there are 4 important issues with research ethics that need to 

be considered by the researcher: 

1. Whether there is harm to participants 

2. whether there is a lack of informed consent 

3. whether there is an invasion of privacy 

4. whether deception is involved. 

Looking at my interview guide and the questions that are in it, there will be no physical 

or direct emotional harm done by the interviews. The only issue that may be a problem 

is that the interviews revolve around the gender and gender role of the participant, so 

they need to be comfortable discussing their gender and how they feel about it. The 

consent for the study will be obtained long before the interview with a consent form, as 

well as a confidentiality form if requested by the participant. The details of the 

questioning will be made clear in the consent form, as well as how the information will 

be utilised and held. Their transcripts of the interviews will be stored with no names or 

workplace information and within my personal laptop not on an open server. No 

deception will be utilised as it is important for the participants to understand the 

questions being asked and answer as honestly as possible to get the best view of their 

situations. 

There are many different stances that a researcher can take regarding their ethical 

practice while researching. Using the scale from Bryman (2012, p. 134) this research 

lies in the stance that ethical transgression is pervasive. This stances is of the view that 

virtually all research involved elements that are at least ethically questions. For example 

whenever a participant is not given absolutely the details on a piece of research, or when 

there is a variation in the amount of knowledge about research. Punch (1994, p. 91) 

observes that 'some dissimulation is intrinsic to social life and, therefore, to fieldwork'. 

Punch then quotes Gans (1962, p. 44) in support of this point: 'if the researcher is 

completely honest with people about his activities, they will try to hide actions and 

attitudes they consider undesirable, and so will be dishonest. Consequently, the 

researcher must be dishonest to get honest data'. Although mentioned earlier about the 

vitality of being truthful with the participants, I agree to some extent with these authors, 

that in something so delicate to discuss such as a person's masculinity or femininity, the 

respondents may be inclined to lie or alter their answers to paint a “better picture” of 

themselves and their environment. This would not be useful to my study; therefore I 

will not be informing the respondents of their category in the BSRI after the interview is 

completed but only if the participant asks for that information. 

There is an element of ethical research, which not only involves the researcher and the 

participants but the whole scientific community and science field. Therefore normative 

guidelines and codes of ethics are needed in social sciences, in order to protect the rights 

of persons being studied or researched. They are needed in order to govern the integrity 

of scientific endeavour and to create ways to handle misdoings for academic institutions 

and organisations (Eriksson & Kovalainen, 2008, p. 68). As I am interviewing members 

of the health care industry, specifically the national organisation in the UK, the NHS I 

need closer evaluated ethics. There is an ethical committee board for the NHS regarding 
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academic studies, called Health Research Authority (HRA) and National Research 

Ethics Service (NRES). They require all academic research to have a participant 

information sheet for research, as well as a detailed consent form (hrs.nhs.uk, 2014). I 

have completed the participant information sheet, and it is attached as appendix 3. 

2.5 QUALITY CRITERIA 

Reliability and validity are important issues and need to be address in the conducting of 

research. They do not need to be compromised due to any sort of difficulty reporting or 

conducting an investigation. Although it is possible to identify a series of strategies and 

tactics which can by systematically of generally applied to the research (McKinnon, 

1998, p. 35). Essentially validity is concerned with the question of whether the research 

is studying the phenomenon that they purports to be studying. Validity is impaired if the 

design and/or conduct of the research are such that the researcher is unintentionally 

studying either more or less than the claimed phenomenon (McKinnon, 1988, p. 36). 

Generally defined in equal terms, reliability is concerned with the question of whether 

the research is obtaining data on which they can rely.  

These are the main types of threats to validity and reliability: 

1. Observer caused effects 

2. Observer bias 

3. data access limitations 

4. complexities and limitations of the human mind, ( McKinnon, 1988, p. 37) 

This narrative inquiry approach will bring forward the information about preconception 

and masculinity and femininity in the workplace. The narrative style will allow the 

participants to tell stories that they feel are of importance, not only to the study but also 

to them and their definition of themselves as a manager and leader. There is a debate as 

to whether narrative inquiry can or cannot be considered scientific. Schiff (2006. p. 22) 

argues that narrative inquiry is scientific because it is based on observations, and 

employs a set of concepts in ways that have significance beyond the initial observation. 

As the results validity becomes somewhat an issue of truthfulness of what the narrator 

says, the meaningfulness of the investigator’s interpretation of the narrator’s story or in 

relation to the power of the investigation considered as a whole to promote political 

change. The validity question may even be dismissed as relatively unimportant because 

of the instability of social life (Guba & Lincoln, 1994, p. 105-117). Hammersley (1992) 

offers a useful framework with which one may consider the trustworthiness of a 

narrative study that acknowledges the complexity and confusing nature of such a study. 

His framework depends on two presumptions: first that researchers have confused 

research-quality standards with the criteria used to assess such standards; secondly, 

criteria should be tailored to a specific research model. Therefore, there should be 

different assessment criteria for experimental and non-experimental research models, 

and different criteria for varying models of qualitative research within non-experimental 

research. This is useful for validating this study as I will evaluate the truthfulness of the 

participant’s responses and through transcriptions I can see how their pauses and 

changes in story may hint towards a lie or uncertainty in their story. 

 

Reflexivity is central to an assessment of to which extent a narrative study is 

trustworthy, as to whether others can depend on the claims the researcher makes. 

Reflexivity generally refers to the ways in which an investigator’s experience and 

commitments shape his or her engagement in each element of the research process 
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(Willig, 2001). Finlay (2002) identifies five types of reflexivity. These types include 

reflexivity as introspection; reflexivity as inter-subjective reflection; reflexivity as 

mutual collaboration; reflexivity as social critique; and reflexivity as discourse 

deconstruction. From my epistemological viewpoint I would be in the inter-subjective 

reflection (Finlay, 2002, p. 216) an example of which is where the investigator 

examined how his identification with the liking of a research participant affected the 

analysis.  From these different kinds of reflexivity the research can clarify how they will 

establish the truthfulness of their study. The standpoint of this reflexivity allows the 

researcher to link their identity to the participant and establish a connection that implies 

a level of trust and therefore truth to be exchanged. This will help towards the reliability 

of this study as a whole, as well as the reliability of the participant’s responses.  

McKinnon (1988, p. 39) Proposes three strategies to counter reliability and validity 

threats: 

1. The amount of time the researcher spends in the research setting 

2. The use of multiples methods and multiple observations 

3. The researcher's social behaviour while in the setting.  

And there are tactics to use in these strategies such as different styles of note taking, 

choice of type of participant observation, the use of team research, informant and 

respondent interviewing and probing questions (McKinnon, 1988, p. 45). I will utilise 

these strategies as the multiple methods, using the questionnaire will show an 

alternative view of the participant’s gender than what they may have displaying during 

the interview.  
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3. LITERATURE REVIEW 

3.1 LEADERSHIP V. MANAGEMENT 

This chapter will discuss how leadership and management interact with one another in 

the workplace as well as their similarities and difference. The various types of 

leadership styles will be discussed and analysed focusing on transformational and 

transactional leadership. As discussed earlier, middle management are in an interesting 

position so here the investigation will go into more detail of their position and how this 

is affected by gender norms. 

 

There is a lot of discussion about what a leader can be defined as and what a manager 

can be defined as and if the two are the same or if they intersect at any point. 

Van Wart (2013, p. 556) defines leaders and how they can operate as follows: 

Good leaders need to be sure that followers have what they need to do the job: 

direction and training, encouragement and support, participation, achievement-

oriented motivation, and independence after they reach high levels of 

competence. 

Following on from that quote it is important to distinguish between a leader and a 

manager. Many academics, including Van Wart (2013) and Northouse (2013), state that 

a leader is about the goal, the values and passion behind a movement or ideal, 

facilitating change both in their missions and visions for the group as well as the values. 

In contrast, the Oxford English Dictionary defines a “Manager” as “a person responsible 

for controlling or administering an organization or group of staff” (OED, 2014). For the 

purpose of this thesis the definition of a manager relates more to an individual being 

appointed to that position, whereas a leader is either naturally drawn to that role, or 

nominated by their followers. Leicester (1989, p. 6) affirms this belief, noting that the 

definition of a leader and the method of developing such a person takes on a profound 

significance. This takes the big leap from being experienced and skilled in one's field to 

making decisions about the organisation and a team. 

This brings up the question of are leaders born or are they taught? I will discuss this 

further in the following section. For a leader to be taught or to develop as a leader, 

requires the existence of a team. Conversely, does the effective development of a team 

require a leader? These questions better refine what a manager can be, since effective 

teams can help develop effective leaders, who then take responsibility for the outcomes 

and value-setting of that team. (Leicester, 1989, p. 6) 

Managers are required to have a lot more responsibility and influence than they used to 

(Leicester, 1989, p. 3), which blurs the line between leadership and management more. 

Since managers are now increasingly customer oriented (Handy, 1985), increasingly 

international (Douglas et al., 1985), and increasingly diversified (Douglas et al., 1985). 

All of these are both leadership qualities and priorities; therefore this demonstrates it's 

showing the merging and necessity of modern managers to have leadership abilities and 

skills. 

This is to say that a natural leader can be a manager, and a manager can learn to be a 

leader. It all depends on which aspect of leadership one chooses to look at whether one 

believes that it can be a process, influence or context situation. As Leicester (1989, p. 7) 

mentions, a manager as a “leader” of a work group will become increasingly responsible 

for ensuring that adequate resource are available so that the team can achieve their 
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goals. Leicester (1989, p. 7) follows on to say that the acquisition of skills for team 

membership, and for leadership, will enhance the quality of “group dynamics” within 

the organisation. These group dynamics will allow a manager to blur that line and 

develop leadership abilities. 

Leadership can be defined in a variety of ways, when finding an appropriate theory the 

definition can be the most important aspect. The definition shows what you and other 

authors believe leadership to be and how that is integrated into the model or theory. 

Northouse, (2013, p. 5) has a very good basic definition; 

 Leadership is a process whereby an individual influences a group of individuals 

 to achieve a common goal. 

Northouse (2013, p. 5) also highlights that leadership can be separated into 3 parts 

depending on how the reader wants to view their leader or the concept of leadership. 

The first relating to the quote above, he highlights that it can be viewed as a process, 

which means that it is not a trait or characteristic that resides in the leader themselves, 

but rather the event that happens between the leader and followers. This event 

emphasizes that leadership is not linear, one-way event, but rather an interactive 

occasion. That means that when leadership is defined in this manner it is an option for 

everyone, it not restricted by formally designated leaders (Northouse, 2013, p. 5). 

The second that he suggests is that leadership can also be seen to involve influence, 

which concerns how the leader affects the followers. Meaning that without influence 

leadership does not exist (Northouse, 2013, p. 5). 

The third viewpoint that can be taken is that leadership occurs in groups. Groups are the 

context in which leadership takes place; therefore leadership involves influencing a 

group of individuals who have a common purpose (Northouse, 2013, p. 5). 

The concept of what leadership is, and how it is displayed and acted on by individuals, 

also depends on the researcher and how they feel that leadership comes about. Goleman 

at al. (2002, p. 70) believe that leadership can be part of a person’s natural behaviour 

and personality, they were effectively “born to be a leader”, and part can be learned 

from “how-to” leadership books, in various contexts. The main perspective which is 

taught in these books is the ability to influence others, to change organisations, provide 

vision, and the ability to create a consensus (Goleman et al, 2002, p. 70). 

These different viewpoints of how leadership can come into existence reflect how 

people can also perceive what leadership is. For those who believe “leaders are born” 

(Andersen, 2012) they would lean more towards the influence viewpoint, focusing on 

that even if there is no group now, the individual has influence and will display that 

influence at some point. Opposing this idea is the concept of groups, considering that 

anyone can become a leader depending on the group that they are placed in and the 

goals that the group have. As well as taking into consideration the process view which 

highlights again that it is not an individual's traits for leadership, but it is more related to 

the event and how leadership is needed in that instance. 

These are all broad theories and include a variety of valid theoretical domains and 

perspectives. All these theories of leadership can also be associated with major research 

eras or heydays, but they have all evolved over time in research, education and training, 

some more than others (Van Wart, 2013). 

3.2 LEADERSHIP STYLES 
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There are a lot of different leadership theories which can be used to describe the style of 

different leaders, Van Wart (2013, p. 553) sums up an overview of most theories quite 

well into these categories: 

1. Classical management and role theory 

2. Transactional leadership theory 

3. Transformational leadership theory 

4. Horizontal or collaborative leadership theory 

5. Laissez-faire leadership theory  

During the course of this thesis, the few types of leadership that this thesis will focus on 

are Transformational leadership, Transactional leadership and the perspectives from 

which a manager is using their style to influence the workforce and motivate them. 

These managers in this instance are also leaders and can be treated as such. The reason 

that the focus will be on these styles is due to the extensive existing literature which 

associates these styles with feminine and masculine traits. The literature will be 

investigated closer in following sections. Each of these classic theories is defined in 

various ways by many different authors, but many of them share similar characteristics 

and motivations from the leader. For the purpose of this investigation I will focus on 

transformational and transactional leadership styles, the reasoning behind this is that 

styles such as horizontal and collaborative can be seen as elements of transformational 

and transactional. Horizontal is more focused on getting results from the subordinates 

while trying to please their managers, thinking little of the organisation as a whole, 

these are similar characteristics to transactional leadership  style. Similarly with 

collaborative, this can be seen as a transformational approach as it focuses on team 

work and encouraging growth in the employees.  

Transformational leadership rarely intersects with transactional leadership. 

Transformational leadership requires a great deal of passion, commitment, energy and 

insight (Van Wart, 2013, p. 558). Powell and Graves (2003, p. 147) bring in the key 

needs for a transformational leader: charisma, inspirational motivation, intellectual 

stimulation and individualized consideration. 

Van Wart, (2013, p. 558) concludes from these remarks that it would very hard for an 

egotistical person to be a transformational leader. 

There have been similarities in skills and methods used in both transformational 

leadership and supportive leadership, as the latter is found to instil confidence in their 

team. As opposed to coercive leadership which instils more confidence and 

responsibility in the leader (Caughron & Mumford, 2011, p. 350). 

There are many different styles of leadership as was mentioned earlier. In the full range, 

transformational leaders inspire employees to go beyond the call of duty, foster creative 

solutions to problems, serve as mentors, create vision, and articulate plans for achieving 

their visions. This is demonstrated in Table 4; the measurement of transformational 

leadership encompasses several sub scales, typically inspirational motivation, two 

aspects of idealized influence (attributes and behaviour), intellectual stimulation, and 

individualized consideration. In contrast, transactional leadership entails establishing 

exchange relationships by rewarding subordinates for a job well done and punishing 

them for mistakes. The transactional sub scales are also on display in Table 4, including 

contingent reward and management by exception (active and passive). The final 

leadership style, “laissez-faire” is marked by a general failure to take responsibility. 

(Vinkenburg, et al., 2011, p. 10) 
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Scales and Sub Scales Description of leadership style 

Transformational 

Inspirational motivation 

Idealized influence 

(attribute) 

Idealized influence 

(behaviour) 

Intellectual stimulation 

Individualized 

consideration 

 

Exhibits optimism and excitement about goals and future 

states 

Demonstrates attributes that motivate respect and pride by 

association with him or her 

Communicates values, purpose, and importance of mission 

Examines new perspectives on problem solving and task 

completion 

Focuses on development and coaching of followers and 

attends to individual needs 

Transactional 

Contingent reward 

Active management-by-

exception 

Passive management-by-

exception 

 

Exchanges rewards for satisfactory performance by 

followers 

Attends to followers’ mistakes and failures to meet standards 

Waits until problems become severe before attending and 

intervening 

Laissez-faire Exhibits widespread absence and lack of involvement during 

critical junctures 

Table 4: Definitions of Transformational, Transactional, and Laissez-Faire Leadership Styles (Eagly et 

al., 2003, p. 571). 

There are several tools which can be used to measure the effectiveness of one's 

leadership abilities and style and how they can correspond to gender. Some examples 

are the Leadership Trait Questionnaire (LTQ) and the Multi-factor Leadership 

Questionnaire. The LTQ can be one way to assess characteristics that could be useful 

for a leader. This questionnaire looks at the perceptions of the individual leader and 

some observers, measuring their trains and points of strength and weakness (Northouse, 

2013, p. 37). In contrast, the Multi-factor Leadership Questionnaire has already been 

tested to show that in three different samples women leaders were, by both female and 

male direct reports, displaying some key aspects of transformational leadership (i.e. 

charisma, individual considerations) more often than men. Although effect size was 

small, the results of these studies suggest that women are in fact more transformational 

orientated than their male counterparts (Bass & Avolio, 1996, p. 5). 

 

3.2.1 MIDDLE MANAGEMENT 
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After all, who wants middle managers if what they do us block information from 

those closest to the action who need it most to run the business fast. (Tom 

Peters, 1989) 

 

The stigma surrounding middle managers has been rife over the past few decades, their 

uselessness as highlighted by Peters, (1989) and how they can be the soul of the 

organisations, Frohman and Johnson (1992). In their book “The Middle Management 

Challenge”, Frohman and Johnson (1992) attempt to tackle the stigma that is linked to 

middle managers and reaffirm their priority within both small and large international 

organisations. They state that middle managers were thought of as obstacles that make 

processes take longer, or basically the pinnacle of bureaucracy. It can be argued to the 

contrary of that statement stressing the importance of middle managers and how they 

can be a vital asset in international firms.   

In the past the uses for middle managers were not very clear, and if they were they were 

essentially clerical work, used to be message carriers expected to pass information to the 

lower ranks, and back to the senior managers. Their roles and responsibilities were 

essentially supervisory, controlling the flow of information between the different 

channels, and compiled data for the top. When companies started to get more conscious 

about employment costs and efficiency they took more and more responsibility away 

from middle managers, leaving them with less confidence and this image of being 

useless (Frohman & Johnson, 1992, p. 7-17). 

It is interesting because despite the stigma that is attached to middle management they 

do the hard task of serving simultaneously as leaders and as followers. Findings suggest 

that their superiors can have substantial impact on their behaviour by choosing which 

outcomes to emphasise and by taking a coercive or supportive leadership style, 

(Caughron & Mumford, 2011, p. 352). 

 

Huy (2001, p. 73) also has an interesting perspective on middle managers and what they 

are capable of; he sees that they can make valuable contributions to change a company 

radically, and most of these contributions go unrecognised by most senior management 

and executives. Huy (2001, p. 73) says that these contributions come from four major 

areas. First being that middle managers often have value adding entrepreneurial ideas 

that they are able and willing to realise, if they are allowed to implement them. Second, 

they are considered far better than most senior executives are at levering the information 

networks at a company that make lasting changes possible. Third, they are more aware 

of their employee's moods and emotional needs, thereby ensuring that the change 

initiatives are followed through. Finally, they manage the tight rope between the 

continuity and the change; they can keep an organisation from falling in to the past, or 

going into extreme chaos. (Huy, 2001, p. 73) 

1 2 3 4 

Entrepreneuri

al Ideas 

Leverage 

information 

Aware of employee's 

needs 

Try and keep continuity 

but also implement 

change 

Table 5 Middle Managers Contributions Adapted from Huy (2001, p. 73). 

Middle-management has a varied history, but it is interesting that what maintains as a 

strong image of an effective middle manager is that of support. During times of change 
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in the organisation or in the economic environment, employees have appreciated a 

supportive leader, who does not emphasize harsh personal level consequences 

(Caughron & Mumford, 2011, p. 351). This can be seen as a feminine advantage, 

considering what an encouraging and empowering middle manager can achieve with the 

help of their team. When it comes to implementing change in an organisation middle 

managers have the best position, they can influence the day-to-day operations, and 

know where the problems are, as well as encouraging growth (Huy, 2001, p. 73). The 

feminine characteristic of nurturing employees and getting the best possible work from 

them (Bass, Avolio & Atwater, 1996, p. 6) can be used to a middle managers advantage 

to get the best results from their team as well as motivate effectively. 

Leicester (1989, p. 9) says that there are 3 main types of manager: 

∙ Autocratic — the leader of each group tells the others what to do. 

∙ Consultative — the leader of each group consults with members of each group, 

either individually or together; and then decides. 

∙ Group-based — the full group discusses; the full  group then decides 

I believe that these types of management, can be compared and matched with some of 

the traits of different leadership styles as well, and this will help me determine the 

leadership style of the participants in this study.  

3.2.2 WOMEN IN LEADERSHIP AND MANAGEMENT 
 Of course leadership is gendered! Debating the issue was like debating whether 

 the sun rises in the east or west (Drake, P., & Owen, P., 1998, p. 36) 

 

Holmes (2006, p. 209) argues that at some level, we are always aware of the sex of 

those we are talking to, and we bring to every interaction our familiarity with societal 

gender stereotypes. This includes the gendered norms to which women and men are 

expected to conform. Gender may move to the foreground or retreat to the background 

at different points in an interaction, but it is an omnipresent influence, and always 

potentially relevant to the interpretation of the meaning of an interaction. 

This instant classification of an individual relating to their sex transpires through a lot of 

the way we view and react to female and male leadership (Vinkenburga et al., 2011, p. 

10). Comparing the leadership styles mentioned earlier to the stereotype definitions of 

what leadership styles that women have is something that has been analysed by plenty 

of feminist and non feminist academics (Kent & Moss, 1996, Baril et al., 1989). There 

may have been part related to the individual women who were in these roles or the 

stigma and feelings that they had in certain managerial roles. For example, from a study 

by Eagly et al. (1995 p. 135) women were found to be less effective than men were in 

military positions, but they were somewhat more effective than men were in education, 

government, and social service organisations, and substantially more effectively than 

men were in middle management positions, where communal interpersonal skills are 

highly valued. In addition, the women were less effective than men where when the 

supervised a high proportion of male subordinates or when a greater proportion of male 

assessors were watching the leaders performance.   

Powell and Graves, (2003, p. 12) make it clear that the leadership gap is not just a 

European issue but a global phenomenon whereby women are disproportionately 

concentrated in lower-level and lower-authority leadership positions than men. There 

are numerous reasons that there have been issues getting women in management 

positions, including cultural, social and educational factors (see Davidson & Burke, 
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2000). The most cited obstacle being within organisations the infamous 'glass ceiling', 

(Wajcman, 1998; Ladegaard, 2010).   

The reason for this, according to Tannen (1998, p. 167), is that “the very notion of 

authority is associated with maleness” simply because of appearance. Consequently, 

Holmes (2006, p. 34) argues, normatively masculine ways of talking become associated 

with roles of leadership and authority. Traditionally, ‘think manager, think male’ has 

been an unquestioned formula, particularly in the world of business, and good 

leadership qualities have included characteristics such as authoritative, strong-minded, 

decisive, aggressive, competitive, and goal-oriented which are typically masculine 

characteristics. This adding to that leadership itself is a gendered concept, with the 

predominant stereotype of a leader, CEO, or senior manager, has been overwhelmingly 

male (Ladegaard, 2010, p. 4) 

The Leadership Labyrinth explains what women who want to get to the top have to go 

through (Northouse, 2013, p. 355) with three different levels: Human Capital, Gender 

Differences, and Prejudice. Each of these comes with different hurdles that are more of 

a problem for women to overcome, or it could be said problems that men don't have to 

deal with when working their way up the career ladder. Such as in Human Capital, a big 

issue will be the work-home conflict, which in a “traditional” family structure, most 

men won't have to worry about when they are applying for jobs or promotions. There 

are many issues which can hold back a woman from promotion, such as negotiation, 

traits, and style and effectiveness. In the sense that women are seen to take a more 

caring and soft handed approach to leadership, may be effective but won't appear to be 

to superiors who may be used to a more stern and hard-handed approach. Prejudice is, 

again, an underlying issue which will not be addressed head on in most organisations 

but will be constantly present in how they treat female managers and staff (Northouse, 

2013, p. 355). Bem (1974, p. 516) made the brash assumption that could be held by 

many that masculinity has long been associated with instrumental orientation, a 

cognitive focus on “getting the job done”; and femininity has been associated with an 

expressive orientation , an affective concern for the welfare of others. 

It has been said that looking at a “feminine” leadership style that it can be placed within 

Transformational leadership; this has been said by Duehr & Bono (2006), and Hackman 

et al. (1992). It can appear to be a more feminine or androgynous leadership style 

because of the coaching and empowering subordinates (Koenig A.M.et al., 2011, p. 

637). Field studies, however, have been less likely to detect differences in the chances 

of males and females emerging as leaders (Anderson & Schneier, 1978; Goktepe & 

Schneier, 1989; Schneier & Bartol, 1980). This can be reasoned that it could be due to 

pre-existing gender stereotypes affecting how a woman sees herself as a leader or 

related to the group seeing that as an issue consciously or below the surface. This is why 

this study will be interesting as it will hopefully tap into the thoughts that people may 

not have acknowledged before. This is reiterated by other authors that there is a 

tendency for women leaders to manifest a more transformational leadership style and to 

use reward incentives (Eagly et al., 2003, p. 579), these rewards are not distinctly 

masculine or feminine behaviours, but may reflect a way for women to satisfy both their 

leadership role and their gender role. It has also been said that because some of the 

elements of transformational leadership, particularly tutoring and empowering of 

employees, appear to be aligned with a more feminine than masculine gender role, so 

some findings suggest that transformational leadership is in general an androgynous or 

even slightly feminine style (Duehr & Bono, 2006;  Hackman et al., 1992). The 
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literature on professional management argues that female leaders prefer a more indirect, 

people-oriented, democratic management style as mentioned earlier. Whereas males are 

more likely to favour a direct, task-oriented and authoritarian approach (Ladegaard, 

2010, p. 4). 

Kram and Hampton (2003, p. 211) argue that “practitioners and scholars alike are 

recognizing that organizations struggling to survive in an increasingly complex and 

changing environment need leadership that is transformational, collaborative, and 

relationship-oriented.” If this is the case in real life, one would expect normatively 

feminine styles to be sought after in modern work environment. This is repeated by 

Helgesen, (2014) in a study that revealed that women tended to lead from the centre 

rather than the top, drawing people in around them and creating a network of 

connections throughout the organisation, rather than putting up barriers that hierarchies 

reinforce. They focused on teamwork and collaboration, rather than pitting people 

against one another. 

Holmes (2006, p. 36) believes that an important aspect of leadership is how to be 

decisive and get things done, a key requirement of effective leadership in any 

organisation. One dimension of this is that leaders have to issues directives and give 

instructions, giving direct orders and instructions is assumed to be part of a normatively 

masculine way of speaking. In contrast a more indirect style is associated with a 

normatively feminine way of speaking. Therefore, if our male leaders prefer a more 

masculine style, so one might expect them to use more direct, unmitigated directives, 

for example direct imperatives and need statements (e.g. 'Get a new passport’, ‘We need 

procedures about how we do this')  (Ladegaard, 2010, p. 9). 

If, on the other hand, female leaders prefer a more normatively feminine style, we 

would expect them to use more indirect, mitigated directive. For example interrogatives 

and modal verbs, rather than imperatives; or using hedges or other features of 

mitigation; or using the inclusive 'we'- pronoun (meaning 'you') as a softening device 

(e.g. ‘do you think we could call him?’) (Ladegaard, 2010, p. 9).   

Consequently, if one observes the way men and women give directives in this CoP 

(Community of Practice), leaders of both sexes seem to prefer an indirect normatively 

feminine style. However, the male leaders in Ladegaard's (2010, p. 9) data also 

occasionally give unmitigated directives, although these unmitigated forms are the 

exception, not the norm. This means that male leaders use a wide verbal repertoire style 

drawing on both normatively male and female discourse strategies at all. Ladegaard 

(2010, p. 9) claims that there is not a significant gender difference in leadership style, 

following on from those results. This is interesting because although the study showed 

that there were tendencies toward certain mannerisms and styles, that ultimately a direct 

comparative difference was not as easily defined. This is key to this study as it signifies 

that there could be no difference at all between men and women's leadership style, but 

certain situations and team cause them to alter their approach. 

Ladegaard (2001, p.6) then goes on to mention that although he could not find a 

definitive difference, the most significant difference found in the study was the way the 

employees respond to their male and female leaders. The male leaders did not seem to 

have any issues when it came to power actions, such as claiming authority, and 

accomplishing their transactional goals, whereas the female leaders did often struggle. 

Ladegaard was not sure if the issue in this study was biological sex, interaction style, 

gender stereotypes, or personality, or some combination. He did realise that the 
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authority of two of the female leaders and the legitimacy of their decisions and 

priorities, were challenged on several occasions by some of the male employees. 

People perceive men to have more abilities and characteristics of successful managers 

than women (Heilman et al., 1989; Schein, 2001). These people might wrongly 

associate transformational leadership more to men than women. Moreover, Heilman 

(1984, p. 179) believes that the sex differences in leadership styles may be quite 

accurate. Vinkenburg et al. (2011, p. 12) predict that from these authors that descriptive 

stereotypes about sex difference in leadership style are substantially accurate and 

similar to assessment of real male and female managers and these behaviours. 

All of these prescriptive attributes of masculine and feminine between transformational 

and transactional leadership hold true with other ideals. Prentice and Carranza (2002, p. 

270) that the charismatic aspects of transformational leadership, inspirational 

motivation and idealized influences, are reflected by the ambition and assertiveness that 

are regarded as more acceptable in men than in women. Furthermore, traditional gender 

norms favour modesty over self-promotion and assertiveness in women (e.g. Rudman, 

1998; Wosinska, et al., 1996). These norms can stop women moving up the career 

ladder or even applying for management positions in the first place. It is because of this 

that people may believe that the charismatic aspects of transformational leadership 

(inspirational motivation and idealized influence) are more important for the promotion 

of men not women (Vinkenburg et al., 2011, p. 14). Even if for the majority of the time 

the males may have a different leadership style they may turn on the charisma to obtain 

promotion, whereas from those studies mentioned earlier that would not be a successful 

game plan for a female seeking a promotion. 

In contrast, Wajcman (1998) claims that in order to be successful in a male dominated 

business environment, women have to manage like men. However, only women (female 

leaders specifically) can effectively redefine what it means to be an effective leader. 

Holmes (2006, p. 211) can be seen therefore that de-gendering and re-categorizing 

normatively male leadership discourse and making it part of their own repertoire might 

be the only real position for women in male-dominated CoPs.  

Vinkenburg et al. (2011, p. 18) bring up the important issue of these preconceptions and 

how they also influence one’s prescriptive beliefs about transactional and 

transformational leadership styles. These differences emerged in their study between the 

leadership styles believed important for the promotion of men, compared to women. 

Nonetheless, gender bias in stereotypes about leadership styles that end in promotion 

can make it difficult for an effective woman leader to navigate her way to the top even 

if they have done “all the right stuff” (e.g. Heilman & Haynes, 2008). 

Lyness and Heilman (2006 p. 778) found that women in line manager jobs were more 

negatively evaluated than men in this type of jobs, which was interpreted as a lack of fit 

between the female gender role and the masculine-typed job position. In this sense of 

reasoning, women are not expected to succeed in management, because the 

characteristics associated with good leadership are associated with men, and masculine 

characteristics (Eagly & Karau, 2002, p. 573) 

Again Wajcman’s (1998) studies confirm that employees tend to perceive men and 

women’s management styles as fundamentally different, but most other studies fail to 

show significant gender difference in the perceived effectiveness of male and female 

leaders. 

Ladegaard, (2010, p. 16) conducted a study on female managers and their analysis 

concluded that normatively female management style may work well for a male leader, 
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but obscurely, when used by a female leader, their authority and competence are more 

likely to be challenged by staff, as well as their professional integrity threatened by their 

male staff. This is characterised by Holmes (2006, p. 210) as female leadership as an 

oxymoron. She argues that when a female leader enhances her assertiveness or exerts 

her power explicitly in the workplace, she risks undermining her femininity. In contrast, 

when her behaviour fits the expectations of how a woman should talk, she risks 

undermining her competence and authority and thus her status as a leader. 

Some of the most widely cited features of male and female interaction styles are 

summarized by Holmes (2006, p. 6) and cited below:   

      

Feminine interaction style Masculine interaction style 

- Facilitative - Competitive 

- Supportive feedback - Aggressive interruptions 

- Conciliatory - Confrontational 

- Indirect  - Direct 

- Collaborative - Autonomous 

- Minor contribution (in public) - Dominates (public) talking time 

- Person/process-oriented  - Task/outcome-oriented 

- Affectively oriented - Referentially oriented 

Table 6 Male and Female Interaction Styles (Holmes, 2006, p. 6) 

In a meta-Analysis study done by Koenig  et al., (2011), they looked into many different 

types of primary studies to see what the different paradigms were and how they could 

be summed up to make an overall view of women in management and how they are 

view by the working population. The primary studies fit into 1 of 3 paradigms: 

a) In Schein’s (1973) think manager–think male paradigm, 40 studies with 51 

effect sizes compared the similarity of male and leader stereotypes and the 

similarity of female and leader stereotypes; 

b) in Powell and Butterfield’s (1979) agency–communion paradigm, 22 studies 

with 47 effect sizes compared stereotypes of leaders’ agency and communion; 

c)  in Shinar’s (1975) masculinity–femininity paradigm, 7 studies with 101 effect 

sizes represented stereotypes of leadership-related occupations on a single 

masculinity–femininity dimension  (Koenig et al., 2011, p 616). 

After Koenig et al. (2011, p. 618) conducted their study on these paradigms they find 

out using the variations and standard deviation, that there were some correlations (a) 

ratings of men with ratings of managers and (b) ratings of women with ratings of 

managers. In this think manager–think male paradigm, participants are randomly 

assigned to rate one of the three groups (women, men, or leaders). In contrast, in the 

much simpler agency–communion and masculinity–femininity paradigms, studies 

obtain ratings only of leaders in general or specific leader role (and not women or men) 

on gender-stereotypical traits or scales. Therefore all three paradigms showed that 

stereotypes of leaders are decidedly masculine, particularly, people viewed leaders as 
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quite similar to men but not very similar to women. Overall more agentic than 

communal, and subsequently more masculine than feminine. 

3.3 CULTURE AND ITS EFFECTS 

In this section, the dynamic of culture is brought in an analysed in how it contributes to 

preconceptions and beliefs of individuals. The effects that culture has on women and the 

effect culture have on the perceptions of women in the workplace. Also how national 

culture and stereotypes impact what one perceives a manager and a leader to be and 

how they should behave. It will also look at organisational cultures and how that 

impacts on the views of certain professions and industries.  

 

Culture can be seen in everything we do, every decision we make and every reaction we 

have. However culture affects us in different ways on different levels of our being and 

consciousness. Culture can be observed and investigates on various different levels, 

such as national, individual and organisational. Along these different levels individuals 

have different associations and links with aspects of their lives. First in this section I 

will investigate the national culture of the UK and how that impacts the perception of 

leadership and what it means to be a leader. Following that, I will look into the effect 

that national culture has on our perception of gender, which leads into how one thinks 

about their individual culture. Finally I will investigate the literature for the implications 

that organisational culture has on an individual’s leadership style. As well as how the 

elements of gender assignment for industries has an implication on the leadership styles 

used. Each of these cultural elements will be discussed in relation to their gender 

assignment as well as their effect on the leadership styles of men and women in 

management.  

 

A key concept in culture and gender is that people draw on a range of linguistic 

resources to present themselves, and therefore construct multiple identities. Identity 

construction is seen as an on-going process, a flexible concept which is shaped by 

contextual factors and constantly negotiated and renegotiated in the workplace (in 

Richards, 2006). So in this framework, people are regarded as constantly ‘doing’ 

gender, professionalism, ethnicity, power, friendship, etc., and workplace settings are 

believed to contribute to the construction of their members’ identities (Ladegaard, 2010, 

p. 8). In this framework then our identity is personally constructed and ever changing, 

but it is moulded and shaped by your culture and also what one perceives to be the 

“norm” and to try and fit it. 

Hofstede (1998, p. 155) highlights that sexuality is much more socially constructed than 

other aspects of human life. Theories of sexuality differ according to the nationality of 

their author. This also plays a part in how we perceive how we should behave in certain 

social situations learned that as a member of the male or female gender that there are 

expectations to how one should act in certain cultures. Interestingly Vance (1991, p. 

880) reduces this issue down to this: ”Sexuality has been the last domain (trailing even 

gender) to have its natural, biological status called into question”. 

Vinkenburg et al. (2011, p.10) emphasizes how there are two types of gender 

stereotypes, descriptive gender stereotypes as the beliefs regarding how women and 

men do behave, and prescriptive gender stereotypes are the beliefs regarding how they 

should behave. Interestingly this aspect means that in all cultures there are also these 
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two types of gender stereotypes, and depending on the culture depends on how much 

more dominant prescriptive may be over descriptive. 

Hofstede (1991, p. 16) notes that gender differences are not usually described in terms 

of culture but when they are it reveals a lot of information. Certainly it means that 

within each society there is a men’s culture and women’s culture, it shows why it is so 

difficult to change traditional gender roles. He explains that the feelings and fears that 

people have about behaviours of the opposite sex are of the same order of intensity as 

the reactions of people exposed to foreign cultures. 

3.3.1 NATIONAL CULTURE AND STEREOTYPES IN THE UK 
Every country has different cultural associations with food, gender, and work; this 

section will go deeper into the concept of national culture and national identity. Starting 

with the theory and then moving into real examples, this section will look at how 

national culture impact people in the UK and how they lead. This will be done by  

analysing  stereotypes as well and how individuals perceive their own culture  and that 

of others.   

Mitchell (2000, p. 75) says that culture in itself does not exist, but the idea of culture 

exists and is powerful in attempts to control, order and define ‘others’. He then adds that 

when someone (or some social faction) has the power to stop the infinite regress of 

culture, to say ‘this is what culture is’, and to make that meaning stick (by for example 

saying ‘this is what we will and will not fund’) the ‘culture’ as an incredible powerful 

idea is made real as any other exercise of power. Aesthetic representations turned into 

physical representations (Mitchell, 2000, p. 76). By that meaning culture is all a social 

construct and is not in fact an inherent thing. That being said there are a lot of fields and 

concepts which can be called the same, such as politics and the legal system. But both 

of those influences people’s lives every day and the same is said about culture, and it 

can also be used in a negative sense that is true, but it is not meant for that purpose. 

When any academic author in business mentions culture usually Hofstede is used as a 

basic reference point. As a researcher I believe that it is a good place to start to get an 

idea about the cultural differences between countries as well as how they can be 

different. Of course there are the aspects of culture, uncertainty avoidance, power 

distance, institutional collectivism, in-Group Collectivism, gender egalitarianism, 

assertiveness, future orientation, performance orientation, humane orientation 

(Hofstede, 1991, p. 389). In Hofstede’s elements, there is masculinity and femininity, he 

defines masculinity as “a situation in which the dominant values in society are success, 

money and things” in contrast femininity is defined as “a situation in which the 

dominant values in society are caring for others and the quality of life” (Hofstede & 

Bond, 1984, p. 420). For the purpose of this study these are the definitions of feminine 

and masculine that will be used.   

This section will focus on gender egalitarianism of countries and how that impacts their 

national culture and workplace cultures. From the latest study the UK had a rating of 66 

(Hofstede, Clearlycultural, 2014). This shows that the core difference in gender 

presumptions and feelings is quite high, considering in most cultures the male’s position 

has a higher status than the females.  

The principle of culture which was touched on earlier is that culture is learned, and it 

derived from one’s social environment not from one’s genes. Culture should be 

distinguished from human nature on one side, and from an individual’s personality on 

the other (Hofstede, 1991, p.5). Therefore culture is a collective phenomenon, because it 

is shared with people who live or lived within the same social environment. It can be 



 

 42 

called collective programming of the mind, which distinguishes the members of one 

group or category of people from another (Hofstede, 1991, p. 5). 

How people communicate within a culture and between cultures is vastly impacted by 

language and what is considered acceptable as a form of communication. Research by 

Gallois, Ogay and Giles (2005, p. 121-148) suggests that the practice of communication 

accommodation occurs regularly in cross cultural settings in both speech and behaviours 

as individuals such as: 

a) activate stereotypes about themselves and others (e.g., ‘‘Brits speak a cultured 

English, but Americans, like me, speak a sub-standard English’’), 

b)  use those stereotypes to determine what their communication partner must think 

about them (e.g., ‘‘Brits think that Americans speak sub-standard English’’) 

c) consciously or unconsciously adapt their communicative behaviours to 

accommodate the expectations of people who embody a different stereotype 

(e.g., ‘‘I will use the word ‘brilliant’ instead of ‘cool’ in my conversation with 

him so I don’t seem so vulgar’’) 

This interpretation of class and culture is also often associated with the language that 

one uses, no more so than in the English language. This interpretation of an individual 

based on the language that they use is a form of stereotyping and classifying that 

individual due to their tone of voice and speech pattern. Smith et al. (2006, p. 475) show 

that when individuals do not regularly engage in informal social talks and interactions, 

such as friendship and repeated task based interactions, individuals actually have an 

increased likelihood of stereotyping. This stereotyping makes it difficult for that 

individual to interact in our global society today and near impossible to pick up on 

social cues that are not common. 

 

As I mentioned in the previous paragraphs stereotyping is a way that individuals deal 

with understanding and categorizing people from different cultures, sexes, or races. 

More eloquently put it is defined as: 

 Stereotype refers to a consistent pattern of values and behaviours that describes 

 the most remembered set of beliefs or actions of members of the category being 

 referenced. Because the stereotype often contains the most striking values and 

 behaviours, it may accurately describe a very visible minor segment of  the 

 persons in a category. (Larwood & Wood,  1977, p. 30) 

These stereotypes are not necessarily bad or meant to be offensive but are usually one 

individual with a lack of knowledge about a culture or a race and trying to understand it 

in its entirety through fragments of information and opinions of others. Not normally 

meant in a hurtful way, it ends in oppression and ignorance when this individual thinks 

that the knowledge they have is all there is to that culture or minority. 

The view that one can have of stereotypes and where they come from depends on the 

reader and the personal experience they have of working women and their capabilities. 

This being said, there are many opinions rooted in stereotypes that may come from 

someone's ideals and thoughts. Such as Marshall's (1994, p. 116) opinion, where he 

believes that gender order begins with the existence of males and females being from 

different bodies, and therefore their self-awareness has been defined by the historical 

construction of the biological and psychological  differences between men and women. 

Agreeing with this opinion, is Chodorow (1978, p. 51) in that it's not only in their 

biology but an individual's upbringing, with either feminine or masculine personalities 

developing differently and preoccupied with different issues. He suggests that a person's 
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personality develops from the structure of their family, and their family practices, which 

then go on to influence the reproductive needs and wants of women as mothers later in 

life. 

Currently, research suggests that one of the most important differences between women 

and men is a difference in their self-concept (Cross & Madson, 1997, p. 5; Maddux & 

Brewer, 2005, p. 160). Renowned gender research Eagly co-wrote an article, Eagly and 

Steffen (1984) showing that gender stereotypes stem, at least in part, from people’s 

observations of women and men in different social roles. For example, because women 

are more likely than men to stay at home means there is a tendency to perceive women 

as being high in community affairs (i.e. nurturing and concerned with others). Men are 

more likely than women to be employed in the paid workforce accounts for the 

tendency to perceive men as being high in agency (i.e. self-assertive and independent). 

This is mirrored across many different cultures and it is clear that the more this 

observation is true the higher the stereotyping of women’s and men’s roles are within 

that culture. 

Eagly and Kite (1987, p. 453) point out in their study that women are more likely to be 

perceived in terms of their gender stereotype that their nationality stereotype. They have 

discovered that attributes that do not appear in gender stereotypes but are stereotypic of 

some nationalities (e.g. poor, traditional) may reflect aspects of societies (e.g. natural 

resources, economic development) that affect women and men more similarly. From 

these attributes, there is less reason to argue that women would be perceived differently 

from their nationality. However, in their research Eagly and Kite (1987, p. 461) 

postulate that men, more often than women, are observed engaging in the distinctive 

behaviours of national groups. This is seen as because women have considerably less 

power and status than men do, therefore their behaviour is less observed by foreigners, 

and the behaviour that is observed consists of largely domestic activities. As a result 

stereotypes of nationalities are more similar to stereotypes of their men than their 

women. 

National stereotypes are an issue across the word, the concept of nations itself started 

with the nation states in Europe from the seventeenth century onwards. Following this 

involved the construction of nationalistic imagined communities (Anderson, 1983). 

These imagines communities specifies with each new nation and with them came these 

stereotypes of what people from these nations will be like as well as assuming that they 

are all the same. These national stereotypes are similar to stereotypes of dominant 

subgroups and less similar to stereotypes of subordinate subgroups. Dominant 

subgroups generally have a major role in newsworthy events and participate in 

important ways in societal institutions. Therefore, the stereotypic attributes which come 

from observations of such activities are more likely to be ascribed to the dominant than 

the subordinate subgroups of that country. Subordinate subgroups would tend to be seen 

with specific qualities associated with their social position, in the manner that women 

are perceived as possessing the communal attributes with the domestic roles. (Eagly & 

Kite, 1987, p. 462) 

 

Now this section of the review will go into more depth about the backgrounds and 

attributes from the UK and how that may influence their stereotypes and 

preconceptions.  

The United Kingdom has a population of 62 million people inhabiting 244000 Sq. Km. 

(worldatlas, 2012). It is situation in Northern Europe and is made up of several islands. 
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The UK is an advanced industrial nation with a vast history of colonisation throughout 

the world meaning that it is a very internationally oriented nation. The UK also has a 

highly developed service sector and the welfare state is also highly developed (Brewster 

et al., 1991, p. 11). They are also a mixture of different cultures from centuries of 

invading and mixing, from the Celt, to the Vikings, the French and the German (BBC, 

2014, a). The origin “nationality” is attributed to the Anglo-Saxon (BBC, 2014, b). As 

Brewster et al. (1993, p.16) make clear, language is very important to the British, an 

interviewee from the book says: 

“I knew that people are judged when they start to talk. They are immediately 

classified by education, geographical area and where they stand in society.... In 

the UK it's important to know if they have been to public school or not, which 

helps categorise a person. There are lots of ways of pigeon-holing people.” 

(Brewster et al., 1993, p. 16) 

I personally feel as a UK citizen that this is very true, language is always the tell tale 

sign of where you “actually come from” rather than what your appearance may 

demonstrate. We may not have as much racist or homophobic discrimination as other 

nations, but our own class system is very underlying and it is very important to a lot of 

people to “climb the ladder”. 

There are a lot of stereotypes about the British people and the national pride, some 

founded some are not. There was a study conducted by a website that aimed to help 

people with visa applications and polled more than 1,400 ex pats who came from 

various parts of the world to live in the UK. Well over half of those questioned agreed 

that British people fitted their international stereotype, though an arguably low 41% said 

that the famous preference for drinking lots of tea was true. The excessive drinking 

culture was an interesting point, as it ranked as the least favourite trait amongst British 

people for 42% of those asked, along with the disliking of the sarcastic sense of 

humour. (Withnail, 2013) 

In the UK women have achieved major positions of national leadership, such as a 

female Prime Minister with Margaret Thatcher (Eagly & Kite, 1987, p. 452). In the 

book by Brewster at al. (1993, p. 22) an interviewee makes an interesting point about 

management styles in a UK office environment: 

“That was so easily accepted. Here people want the leader to take a decision 

and that is the end. The Swedes don't do that. If we don't agree we go away and 

think about the decision and keep coming back. If the decision was taken last 

week we couldn't care less. So in that sense it is easier here to be directive as a 

manager, because that's what people expect you to be.” (Brewster et al., 1993, p. 

21) 

 

3.3.2 CULTURE'S IMPACT ON WOMEN IN MANAGEMENT 
This section will be used to highlight the implications of gender assignment in culture. 

Particularly how this affects men and women in management as these gendered 

occupations and characteristics impact how individuals lead and are perceived by their 

counterparts. This also has implications for the individual culture of managers and how 

they portray themselves while taking on a leadership role. It is important to this 

investigation as it establishes that in a British culture there is a gendered view on what it 

means to be a manager or a leader, this consequently could have an impact on how male 

and female managers lead their teams. This gendered approach to leadership is the key 

focus of the interviews.  
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Culture and all of its facets have an impact on women and men in everyday aspects and 

one of those is their ability to lead and gain respect as a superior and a manager and how 

best to go about that. Ethnocentrism is the tendency for individuals to place their own 

group (ethnic, racial, or cultural) at the centre of their observations of other and the 

world. This is a practice most people enter into without realised, especially if you have 

never lived in another country or culture it is easy to not see beyond the borders. The 

individuals who tend to give priority and value to their own beliefs, attitudes, and 

values, over and above those of other groups, are perceiving their culture as better or 

more natural that the cultures of others (Northouse, 2013, p. 385). It is a tendency we all 

have but we must notice that it does impact the way we work and how we view people 

not only of different cultures and races, but also members of the opposite sex. 

Erikisson and Kovalainen (2008, p. 249) bring up that these cultural gender stereotypes 

very easily infiltrate our thoughts on a woman as a manager or a boss. They tend to be 

seen a deviation from the norm of male managers and this causes us to react in different 

ways. For example, the women who are managers are raised up, and then this puts them 

under a double burden where they have to succeed both as women and as managers. Or 

they are given cruel names when they are assertive that their male counterparts would 

not get “witch”, “ball-breaker”. This just goes to demonstrate that instead of taken as 

individuals; women are often seen to represent their whole gender. 

 

The concept of femininity itself is very interesting in how it affects the dynamic of 

women and men in their day-to-day lives. Klein (2006, p. 135) shows insight into the 

cultural features of femininity by recognising how the social nuances of history, 

ideology, and personal prejudice contribute to the way definitions of the feminine 

character have been constructed. He adds that although differences between men and 

women’s mental and physical stability, and their analytical capabilities to reason, were 

later used as the subject to cultural explanation. Klein then looked into the study of the 

feminist character, and researchers’ views on women reflect “(a) the status of women in 

a given society, (b) the prevailing ideologies concerning women in a certain historical 

period, (c) the author's personal attitudes towards women” (Klein, 1971, p. 3-4). This 

femininity concept runs into the stereotype of what a woman is and should be. 

Powell and Graves (2003, p. 45) mentions that stereotypes are applied to each sex, in 

the work place as well as in day to day life. For example women have been further 

stereotyped as falling into one of five categories: Sex Object, Career Woman, 

Housewife, Athlete, and Feminist. Men have been similarly categorized in for distinct 

types: Businessman, Athletic man, Blue-collar worker, and Macho man. In this example 

it can show that stereotypes not only harm women in the work place but also the men 

who feel that they have to conform to these types. Following on this prescription of 

types limits people and employees, from being more than one of these “types” but also 

limits how fellow employees view their co-workers.   

Larwood and Wood (1977, p. 75) emphasize that from the many studies that have been 

done into women's capabilities, they all indicate that women have the same potential for 

independence as men. Although when women are in the presence of men, or are 

otherwise concerned with sex-role, they opt for convenient and unthinking dependent 

responses. This can be seen as an old fashioned approach but it also draws attention to 

the fact that the ability and capability of women to be a leader is not lower because of 
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their intelligence. Rather, it is to do with their psychological reaction to situations and 

social pressures which affect how both men and women work in an office environment. 

It has been said that there is an inherent difference in the formation of a baby in the 

womb, and due to the different growing speeds and hormones involved that this is why 

men and women are inherently different (Fine, 2010, Oakley, 1981b, p. 41-60). This can 

be attributed to how women and men deal with different issues throughout their lifetime 

in either a masculine or feminine capacity. This is the “Nature v Nurture” argument 

(Birke, 1987) which debated if the feminine “nature” is inherent to women before they 

have come out of the womb, or if these feminine attributes can be learned, similar to 

masculine traits can be learned as well. Bakan (1966) argued that whereas man is “ego-

centrist,” making himself, his pleasures, and his activities the centre of the world, 

woman is “alter-centrist,” making not herself but another person the centre of her 

emotions. Our participants perceived women and men along these lines also. Thus, in a 

study by Guimond et al. (2006, p. 228) they found that both male and female 

participants rated men as significantly higher than women on traits such as selfish, lazy, 

boastful, and coarse, whereas women were perceived as being significantly more 

concerned than men with having harmonious relationships, as reflected in higher ratings 

for family oriented, caring, and placing higher values on relationships. In short, as Glick 

et al. (2004) suggested in their study of 16 cultures, men are “bad but bold” whereas 

women are “wonderful but weak”. 

This being said, on the opposition to this theory there are academics that have shown 

that women’s intellect is equal to that of their male counterpart (Lowe, 1983, p. 49-52; 

Fausto-Sterling, 2008, p. 13-30). Even though their level of intelligence are the same 

they have been consequently altered by society and the environment, as women are 

known to play down their intelligence whereas men are more likely to think that they 

are more intelligent than they are. This is why it is important to take these studies 

further and explore the reasons behind why women are subconsciously acting 

“dumber”. Also to explore why men are being allowed to believe that it is because they 

have little intelligence rather than that they are hiding it due to societal constraints. 

Hopefully through exploring preconceptions it can be made clear that although 

intellectually the sexes are equal there is still work to do societally to help that intellect 

be truly shown and utilized. 

3.3.3 UPBRINGINGS IN THE UK 
This section will look into why upbringing affects how people perceive and judge 

everyday life.  The upbringing of British people ultimately affects not only how they 

view the world but the people within it. Gender and an individual’s perception of it is 

also constructed in childhood, this is how different cultures have different views of what 

men and women are “supposed” to be. This section has not gone into great depth 

because it was not one of the key focuses of the interviews and therefore there was no 

need for as much background information. It is still included in the thesis as the 

upbringing and childhood backgrounds of individuals were some of the reasons that as a 

researcher I first realised the gender role differences in different cultures and then how 

this impacts how individuals view women in leadership and management today is based 

on their upbringing and culture.  

Based on studies carried out by development psychologist, Hofstede (1991, p. 8) came 

to the conclusion that by the age of 10 most children have their basic value system 

firmly in place, and after that age, changes are difficult to make. As these value systems 

were acquired so early in our lives, many values remain unconscious to those who hold 
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them. He theorised that because of this early formation of values, they cannot be 

discussed or directly observed by outsiders; they can only be inferred from how an 

individual acts in various circumstances. Hofstede (1991, p. 4) observes that along with 

these values certain patterns of thinking, feeling and acting are established in an 

individual’s mind. In order for one to learn something different, they must first unlearn 

the original behaviours. This is an important revelation as it establishes that although 

experiences in one’s adult life may impact how you behave, they do not inherently 

change your beliefs.  

The Anglo-Saxon culture of the UK comes from the migration of the Northwest 

European communities at the beginning of the fourth and fifth centuries. They then 

converted to Christianity, which was clear in the legends and stories like King Arthur 

(Littrell, 2009, p. 146). This masculine hero who saved the country on his own 

epitomises bravery and chivalry as desirable characteristics for children hearing the tale.  

UK upbringing culture is also clear in schools, where the vast majority (82%) of state 

schools in the UK have a specified uniform of some form that the pupils must wear 

(OFT, 2008). There have been many debates in the media about school uniform; they 

are seen to instil a sense of discipline and purpose into the pupils (Davidson, 2009). 

This is often used to help control unruly students as well as enforce a stricter learning 

environment. It has been found that schools that do have a strict uniform code often 

achieve better exam results (Davidson, 2009). The drawback to a school uniform is that 

it takes away the individuality of the students and makes it difficult for them to express 

themselves in the confusion of adolescence.  

These basic aspects of a British child’s upbringing instil associations with different 

aspects of society and gender. For example due to the enforced school uniform, respect 

is commonly associated with a smartly dressed adult, and the stereotypes surrounding 

that. Similar beliefs relate to gender, although it is changing, there are still many schools 

which have different uniforms for boys and girls, (e.g. girls having to wear skirts and 

boys wearing trousers) this separates the sexes before school has even begun and shows 

how this image can filter through to adulthood assumptions and beliefs.  This is similar 

to the masculine hero of the children’s tales in the UK where there is little mention of 

females (Littrell, 2009, p. 147) and if they are mentioned they are purely a facilitator to 

the hero male. These behaviours of what the gender norms are therefore ingrained very 

early one without much thought given to how these children are learning.  

 

3.3.4 INDUSTRY CULTURE AND STEREOTYPES 
For the purpose of this thesis industry culture will be a term used as an overarching 

theme of organisational culture. This is because within organisations I believe, for 

example within the healthcare industry, between differing organisation the culture will 

be similar with a caring and inclusive environment due to the nature of that industry. 

Therefore this section focuses on organisational culture but there is the implication that 

these organisational culture theories are applicable on an industry sector level to some 

degree. Within this section is important to understand the gender implications that 

certain industries and organisations have, as well as how they would ultimately 

influence the managers and their leadership styles. This is due to the gender assignment 

that occurs with these characteristics and professions such as caring meaning feminine 

and building and construction being masculine; this all has a deeper influence on the 

individual working within these industries and organisations.  
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The concept of organisational culture has been used by management and academic 

scholars over the last number of decades to mean various different things. Schein (1992, 

p. 5) explains that organisational cultures are created in part by leaders, and one of the 

most decisive functions of leadership is the creation, the management, and sometimes 

even the destruction of culture. He then goes on to suggest that the culture of a group 

can be defined as  

“A pattern of shared basic assumptions that the group learned as it solved its 

problems of external adaptation and internal integration, that has worked well 

enough to be considered valid and, therefore, to be taught to new members as 

the correct way to perceive, think, and feel in relation to those problems.” 

(Schein, 1992, p. 12)  

In other words, organisational culture is the glue that holds an organisation together; it 

incorporates their values, norms, policies and procedures (Herbert, 2000, p. 148). 

Schein (1992, p. 15) summarises that culture and leadership are two sides of the same 

coin, in that leaders first create cultures when they create groups and organizations. This 

is an interesting view on culture, and organisational culture as well, as it implies a 

leader taking charge rather than a group deciding on best practices and norms.  

Scott et al. (2009, p. 112) states that culture is assumed to be a priori to be controlled, 

but its main characteristics can be described as “assessed” in terms of their functional 

contribution to broader managerial and organisational objectives. Herbert (2000, p. 148-

149) notes that the key cultural corporate components are: 

 The system of reward: what type of employee behaviour is appreciated and 

rewarded? 

 Hiring decisions: The type of individual a company hires says much about its 

culture. 

 Management structures: Does the corporation have a rigid hierarchy structure? 

 Risk taking strategy: What is the corporation's view of risk? Does it encourage 

taking chances, trying new products or markets? 

 Physical setting: Is the office an open plan that encourages communication and a 

sense of egalitarianism? 

All of these impacts on what an organisation’s culture is. Therefore it is fair to say the 

organisations with similar attributes in these categories, such as organisations in the 

same industry, would have a similar corporate culture.  

Many stereotypes exist about various professions and occupations; studies have shown 

that individuals hold strong, common stereotypes about how accountants (Cory, 1992) 

and engineers (Leonardi et al., 2009) work. These occupational stereotypes are often 

brought about by situations where people from multiple occupations come together to 

work on a shared project, such as construction sites or annual business reports. 

 

Healthcare Sector 
Healthcare is a typical service industry that organisational culture can impact the same 

as any other industry (Acar & Acar, 2012, p. 685). The question is what type of 

organisational culture is the healthcare sector and how does that affect their attitudes 

towards leadership and management. 

According to Cameron and Quinn (1999), culture in an organization can be organised in 

four different types of dominant culture: hierarchy, market, clan and adhocracy. My 

interpretation of this framework would place the healthcare industry in the clan culture. 

This is due to its dimensions of the organisation focusing on flexibility and dynamism, 
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and seeing the organisation as more of a family, which is true in that the majority of 

managers in health care started at the bottom. Scott et al. (2003, p. 114) adds that in 

complex organisational structures, such as hospitals, there can be a variety of 

subcultures in the workplace such as departments, positions, shifts etc.  

Complex organisations such as hospitals can be characterised as comprising a variety of 

existing subcultures. Three types of subculture can be identified, vis-à-vis their 

organisational function: enhancing cultures, orthogonal culture, and counter-culture 

(Scott et al., 2003, p. 114). These counter cultures help establish the wide variety of 

types of organisational culture and how each of them impact the leadership styles within 

them.  

Professions such within welfare, health care for example, are very much gendered in 

terms of who is doing the work, who is supposed to do it, and how it related to and 

comes from segregated occupational structures (Kovalainen & Österberg-Högstedt, 

2012, p. 28). Gender roles are socially constructed and they impact on the gender 

assigning of professions and career paths lead to the gender assignment of industries as 

well. In strong professions within social and health care, professional identity provides 

the sense of belonging (Kovalainen & Österberg-Högstedt 2012, p28). In order to avoid 

the contradiction of stereotypically “masculine” business goals and the stereotypically 

“female” ideology of care, there is a need to construct an identity that combines both in 

socially acceptable ways (Kovalainen & Österberg-Högstedt, 2012, p. 29). Due to the 

gender assigning within this industry health care is synonymous with femininity and 

caring. This is then translated into the leadership styles of the management in this 

industry and how they direct their staff. In such leadership styles with a more feminine 

orientation, I assume that from the earlier literature such as transformational leadership 

styles where nurturing and caring for employees is a key focus of the leader in that 

environment.  

 

Manufacturing Sector 
Manufacturing as a sector is inversely characterized by mass production, stock 

production, and factory work (Brockmann & Birkholz, 2006, p. 2). Manufacturing is 

also part of a larger industrial culture, which shows an equally weighted set of values 

and practices. When comparing the construction to the manufacturing industry, there are 

some differences in values and practices but not that many (Brockman & Birkholz, 

2006, p. 4). The term industrial culture-inside an industrial society- helps to categorize 

the peculiarities that distinguish industrial countries in the development and application 

of technology (Raunder, 1997, p. 467). The concept of the “culture of manufacturing” 

can contribute to the joining of the opposed technology transfer concepts i.e. adapted 

technologies (Rauner, 1997, p. 472). In different countries such as the USA, the UK, 

and Sweden have used technological superior technology, but the cultural differences 

impact the use of this technology. Rather the use of different types of technologies and 

expressions of different industrial cultures. So how the industry’s use their technology 

marks out their characteristics definition (Rauner, 1997, p. 467). This technology and 

practice culture highlights the difference between manufacturing and healthcare. It also 

highlights how manufacturing is seen as a masculine industry with the culture following 

a similar gender. In this masculine environment, I assumed that the middle managers 

would be using a more masculine leadership style to gain the trust and respect of their 

predominately male workforce. From the earlier literature this could be leadership 
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characteristics from transactional leadership, being mainly concerned with “the bottom 

line” rather than the employees’ development and growth.  
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3.4 SOURCE CRITICISMS 

While collecting data and literature for this thesis a variety of methods and tools were 

used. Mostly from academic books and peer reviewed A and B journals in various 

fields. I used the access from journal databases such as Business Source Premier and 

Emerald base on Umeå University’s Library accounts. I also used the academic thesis 

database DiVa to search for previous theses around gender and business. I also used 

Google.co.uk to search for up to date news articles relating to issues within this thesis. 

The articles were selected based on the focus of this study, relevance and date 

published. The main terms used to search for gender information were “gender in 

culture”, “gender in the workplace”, relating to culture the search terms were 

“leadership culture” “organisational culture” and then for theoretical framework was 

more related to academic books. It is important to understand what has already been 

done in these fields both basing their research on the UK and Europe and how they were 

completed. This will aid me in conducting new research in these fields. 

Most of the literature was a mixed of qualitative and quantitative and the larger studies 

were purely quantitative. Although a lot of the theory in my literature review has come 

from a gender studies author or viewpoint I believe that they still convey the 

information and theory objectively. Also by using these gender studies sources I can 

like my study more clearly with theirs and see how I can improve and further research 

in this field. 
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4. EMPIRICAL FINDINGS 
From my narrative approach to the methodology and this research narrative of each 

interview will be done to demonstrate the empirical findings. The interview answers 

then will be organised in chronological order of when the stories or situations occurred, 

with their currently feelings on issues put in the time line as last. As each of the 

interview were done in a local region I will make notes of the more colloquial language 

that was used and the definitions. I believe that the speed and relaxed nature of the 

interviews is what causes some of them to go so quickly while still answering all of the 

questions thoroughly. The results of the interview will be compared to that of the BSRI 

questionnaire and how that correlates with their answers. All of the interviewees were 

from the UK, and their organisations were based in the same city within the country of 

Yorkshire in the North. The code names for the interviewees and their times and 

positions are noted in Appendix 4. 

4.1 INTERVIEW 1 

Interview 1 was conducted with a male in the healthcare industry; it was done in a 

casual setting of a coffee shop inside a hotel/health centre, after he had finished work. 

He will hereafter be referenced as Jim (name has been changed for confidentiality 

purposes. The atmosphere was relaxed and friendly. We started with introductory 

questions about how long he had been at the organisation and how many people he 

managed. An interesting aspect of his past came out when enquired about how many 

people he managed: 

“About 4 or 5, but in the past I've done a lot more, when I was in the Police 

about a dozen
1
, and in [I.T. Company] about 4 or 5.” (Jim, 15/4/2014). 

With this in mind, when asking the rest of the questions about management styles I 

suggested he used the best answer from any industry that he worked in. In the following 

questions I asked him was the start of the more narrative open ended questions to 

establish stories about his management and leadership. When in the time period of him 

being in the police force I enquired about any effective managers he had had in the past 

and why. He had an interesting answer when asked to talk about an effective manager 

that he knew: 

“I had a guy I worked with in the police, he was an inspector, and I was a 

Sargent, and the whole shift followed him, and I could never find out why. He 

just had something about him, and he was a quiet bloke, very nice, very straight 

forward, a lot of common sense. I think that's a big thing, if you can give people 

the right answers or answer the right questions. It's something I cannot quite put 

my finger on
2
. I remember when I was a Sargent, and there was this clerk and I 

said he must have said something to them, and he said I tell you what that guy is 

a great manager. Well you know, how he did it I have no idea. He's a friend of 

mine, I still don't know! I think that's another thing, if you can go to somebody 

with a query and you get a common sense, helpful answer, People will have your 

back.” (Jim, 15/4/2014). 

                                                                 

1 Colloquial for “12” 

2 Something one cannot quite define
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Later on in his career he was working in the IT industry in a previous company and I 

asked about a time when he had to use his managerial skills the most. He responded 

with this story: 

“I had a situation where I was training at a place, [place in Yorkshire], I had a 

team of about 12 people there. And 2 of them weren't really pulling their weight. 

You could tell because they'd come to work really scruffy as well. So one day I 

called them to my desk I said “I tell you what I've got a challenge for you do you 

fancy creating a new database for this project.” Because we were doing this 

project training with computers and such. It was interesting because I said “I'll 

take you away from training and just do that”. After about 3 or 4 days they were 

coming in a bit smarter with their clothes, and you could see that their self-

esteem was coming through. In fact, I shot myself in the foot
3
 because I lost both 

of them; they both went off to better jobs. At the end of the day it was good for 

the service and I suppose I was quite pleased. I met up with one of them a while 

ago, and now he's running his own team, so I'm really pleased about that.” (Jim, 

15/4/2014). 

This shows a time when he has used a more encouraging method to be a manager of a 

difficult motivational situation. After more questioning about this incident he confirmed 

that he personally believed that if an individual is given a bit of responsibility they will 

often perform better and feel better about themselves. The following question which 

was of the same structure but using the word leader instead of manager. Which brought 

into contrast the differences and/or similarities between leadership and management. He 

chose to use and outside of work example for this instance and described a work charity 

event that he helped with organising his team, to take part in the GCC (Global 

Corporate Challenge). Jim entered the GCC with his work team from his current place 

of work and work group. He was very proud of this team as they placed 3rd overall in 

the competition out of 47 teams, and he was put up for an award for leadership I was 

told later in the interview, as a consequence of this competition. Jim’s main point of 

mention for this leadership situation was motivation and getting the team to work 

towards a common goal, which he mirrored in his answer to the next contrasting 

question. What is the difference between leadership and management? His response 

was: 

“I think sometimes a leader may be someone in sport. Might get a good leader, 

someone who's good at the sport. Say in football terms, you might have the best 

player is the captain of the team and he becomes a leader. Well not necessarily 

a good leader, but leads by example. Whereas a manager, well it's a football 

manager really, he might not be able to kick a ball to save his life but he can tell 

people how to play the game.” (Jim, 15/4/2014). 

I feel that this is a really good example of the differences and also some of the 

similarities between a manager and a leader. Jim highlighted in his answer about 

leadership that motivation is a key to making people do their best and feel good about 

their work. When further questioned about what he does to motivate his team he added 

that the best way to motivate people is not to tell them to do things but to ask them. 

Again this mirrors his encouraging and motivational managerial style. I then went into 

the heart of the interview, what characteristics a leader and a manager have. He went on 

                                                                 

3 To cause oneself difficulty; to be the author of one's own misfortune
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to say: “Well, lucrative, approachable, and I think you know polite. Good manners, you 

don't have to bully people to make them do things for you.” (Jim, 15/4/2014). In an 

answer to the characteristics of an effective manager, in answer to the characteristics of 

an effective leader he described a lot of the same qualities. 

This storytelling answer really brought forward the common sense aspect that he 

respected in managers and hoped that he had himself. In response to the following 

question of if he himself thought that he was a leader, he said that he thought given the 

opportunity that he could be. We then talked some more about his work for the GCC, 

and how he had also organised a charity walk as well for a few weeks away. He brought 

up that the exercise and teamwork was good for everyone involved and allowed 

managers to get to know other people in the organisation better than they would at 

work. Looking back on his various employers I asked if he thought that a leader’s 

abilities could be transferred from one industry to another he said: 

“I mean it's slightly different to the police, cause that's a different situation. I 

think basically it's the same qualities as earlier, I think you can be a good 

manager wherever. You do need a bit of street cred
4
 to know what you're talking 

about obviously. But if you ask me, a good manager will sit back and learn 

before they open their mouth anyway.”  (Jim, 15/4/2014). 

Following this answer I asked about how about in different countries but the same 

organisation and industry, he said himself he wouldn’t know he’s never worked that 

much abroad. Although he did mention how he did some training days and work trips to 

the USA and here was a storey of the cultural differences he encountered even though 

they are both English speaking countries. 

“I did this presentation to the homeland security from New York. We all went in 

the room, the management director came in and as he walked in the door he was 

about as far away as that window (about 4 meters) his hand was up there (lifts 

arm straight above head) and it came down as he walked across the room and 

then shook my hand. I just thought, “How bizarre was that” Way too odd. But 

they are very open, it's all back slapping and hey how's it going.”  (Jim, 

15/4/2014). 

This highlights that cultural differences impact everything from the start of the greeting 

onwards. He then mentioned another storey about training in the US: 

Yeh when I was there doing my presentation and the guy organising said “well 

I'm Barney Rubble you've got to bend down” you know like the Flintstones
5
. Put 

your vehicle down, and run your feet, I just didn't get it. I can guarantee if you'd 

have tried to do that with the sales team here they probably would have just sat 

there, like you probably arms crossed. (Jim, 15/4/2014). 

The final question related to what he thought a typical English manager would be like, 

in looks, characteristics and approach. He jokingly started off with “Look like? About 6 

foot 10
6
”(Jim, 15/4/2014). This draws to an instantaneous, even if joking, that a 

manager is considered a masculine imposing figure on first thought. He then went on to 

mention that they should have a good sense of humour which he highlights as an 

English feature perhaps as “we just have to take the mick out of ourselves
7
”(Jim, 

                                                                 

4 Street Credibility: display of knowledge with a counter culture. 

5 Pre-time animated series made in the 1960s 

6 2.08 meters tall 
7 To make fun of, or tease.
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15/4/2014). This is a cultural aspect of how we operate and how we manage and lead in 

different countries. The interview ended after some friendly informal conversation 

about his daughters and what universities they went to. I believe that he was relaxed and 

forthcoming in this interview, and it is shown by his use of colloquial language and 

idioms. His BSRI score was +19 which ranked as nearly masculine. 

4.2 INTERVIEW 2 

Interview 2 was conducted with a female manager in the manufacturing industry; the 

interview was done in her office but in a relaxed style, during her lunch break. I will 

hereafter refer to her as Yvette, we started with the formal introduction about my 

university and how the data will be used etc. Then went into general questions about her 

position, she manages a total of 3 people within the HR department of the organisation. 

She mentioned that the most required skill for her job was negotiation skills and using 

that to manage her team and others issues in the organisation. I asked her when her 

managerial skills were most needed and she answered with this story: 

“We had a group of people by used, people are paid a salary and then there's 

this group who were employed as hourly paid operatives, so who do the general 

labour, skilled labour, but hourly paid. And half of them were on a contract that 

was [organisation] specific, and the other half were on a contract called the 

working rule agreement and that's and industry agreement. 80% of the staff had 

agreed to be harmonised on the [organisation] contract, years and years ago, 

and the rest of them were like no. And it was causing all sorts of problems in 

payroll, absolute nightmare because they were running 2 separate schemes and 

all the payments and everything was different. So we decided we wanted 

everybody harmonised, so I consulted with them, and in the end managed to 

convince them that that's what they wanted as well. So again massive 

negotiation issues and listening to them and discussing things through. And it 

turned out that the reason that they hadn't merged sooner was because they felt 

that nobody had actually listened to what their concerns were. They felt it was 

sort of taken for granted that they'd just be steamrollered into it. So when we 

actually took the time to listen to them raise their concerns actually managers to 

wrap it up and get them all on one contract. Parole were very pleased. So it's 

that type of managing of situations.” (Yvette, 16/4/14). 

This highlights a big issue that a lot of managers take into consideration and it is to just 

listen to employees so that even if no action is needed, they have been heard and their 

opinions have been considered. When asked what characteristics made a good manager, 

she answered: 

“Somebody who's not afraid to make decisions, good communication skills, 

happy to listen to people, so happy to consider other people opinions. And you 

have to have emotional intelligence, definitely. So for me you've got to consider 

how you felt as a leader in that position (the employee) before you became a 

leader, so it's thinking back to your experiences then. So understanding what 

other people's feelings are, the main thing is just communication again.”  

(Yvette, 16/4/14). 

This feeling of empathy and understanding of the employees is considered a traditional 

feminine leadership and management role to take into consideration all of the feelings 

and views of those around and below you. She answered the key question very 

distinctly about what the difference between a leader and manager is, but then again she 
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admitted she’d been on leadership course “A leader inspires people, a manager just 

delegates tasks. So that for me, that's the main difference.” (Yvette, 16/4/14). This 

highlights how her answers are that way orientated and are on the very professional. 

Again focusing on her nurturing and encouraging character she mentions that “For me 

that's very effective management of somebody because again it involves listening 

considering and communicating.” (Yvette, 16/4/14). She focuses that a leader motivates 

people from within to do their best:  

“I think a good manager will get a team to do their jobs because they organise it 

well, but a leader, people will want to do well to impress that leader and you 

know, for the approval and the praise of that person or because they aspire to be 

like them. They will drive the business in a direction, as oppose to just managing 

the processes." (Yvette, 16/4/14).  

She interestingly also believes that one can’t become a leader, that they can learn 

processes and techniques but most effective leaders have that ability in them to begin 

with, and it gets enhanced with practice and development. Yvette believed that a 

manager can be effective in differing industries but possibly a similar role so they have 

the base knowledge, for example she states that she moved from the healthcare sector 

but within a HR role so it wasn’t that big of an adjustment. When questioned if she 

thought the English culture influences how she managed, she agreed saying that: 

“Because, the English business culture, I don't think the culture in Britain is as 

keen on people pushing themselves forward, especially for women I do still think 

there is a gender different there. When you see examples of business in America, 

it's very pushy, very forward, a lot more selfish in some ways I think. People in 

the states, or my experience of it, seem to be very much out for themselves, 

whereas over here I still think there is that culture of the business succeeding 

so.” (Yvette, 16/4/14). 

This is a way of looking at the English business culture which I have not considered 

before. Intriguingly when asked what she thought a typical English manager was like 

she started mentioning characteristics: 

“An air of authority, confidence, erm... respect and good manners. I still think 

that there's, there's still that air of people do still expect a manager to be well 

behaved and considerate and polite.” (Yvette, 16/4/14). 

Which are all elements that were also mentioned by interviewee 1. I asked if she had 

further comments to add, she had a lot to say about how HR was a traditionally 

feminine job and why that was: 

“Yes because HR was always traditionally seen as an administrative function, 

and there are always a lot more women in admin as it was considered an 

appropriate job for a women. Because not that many moons ago you got a nice 

job in admin until you got married and had babies. And then maybe came back 

after you'd had babies to a nice little admin job. It was all personnel wasn't it, 

back in the day, and it was very much administrative. The very senior jobs 

tended to be male you'd male HR director, but then the rest of them would tend 

to be female. I think we've moved away from that now, but I still think it's 

predominately female, and that may be because in some cases not all, women 

may have more empathy than men. So they are more drawn to what has always 

been seen as a bit of fluffy, touchy feely sort of a job. You know it's all about 

feelings; it's not a job for a starter finisher I don't think, unless you're doing the 

admin. But my day, I couldn't say I start task A and finish task A, I start task B 
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and I finish task B, because it's often open ended because you're dealing with 

people.” (Yvette, 16/4/14). 

I find that this is still an issue which prevails in people’s mind when they think about 

certain jobs or careers, and that preconception starts with the initial choice of what field 

to go into. Yvette also highlights how the manufacturing company is still very 

masculine based: 

“I think it's the industry, I think the manufacturing industry hasn't in the past 

been a particularly appealing place for women, it's always been seen as rough 

builders with hard hats on, if women have come in they've come in in support 

functions. The typist in the office or the site secretary, but I think it's changing in 

general because I think more and more girls at school are encouraged to look at 

engineering and things as a career, so I think it's definitely changing we are 

getting more interest from women for that type of career. So hopefully that will 

balance out in years to come.” (Yvette, 16/4/14). 

This is fascinating considering that she mentions that there are 4 female managers in the 

organisation and there are 372 managers overall. We ended the interview in a friendly 

manner and I went to speak to another member of the organisation. She spoke very 

efficiently, coming up with an answer to most of the answers in a short time and 

speaking very quickly. This may have been impacted because we were in her office and 

she was more aware of the time. Yvette’s BSRI score was -13 which is “Nearly 

Feminine”, which is more in accordance with her caring and nurturing responses. 

 

4.3 INTERVIEW 3 

Interview 3 was with a male from the manufacturing industry. The interview was 

conducted in my own home at the dining table. Interviewee 3 will be known as James, 

we started with the basic introduction as outlined above, where he revealed he managed 

2 teams totalling 12 people and 3 others in a support team. He mentioned an old 

manager he had that inspired him and sort of influenced his management style: 

“Erm one of my old managers, he's now a colleague he deals with another side 

of the IT department I'd say he's particularly good at it, a typical manager. He 

does it in a traditional style, he does it in a way that I still can't do, I think I'm a 

bit of a mix between him and other managers I've had where he's very by the 

book
8
 and I totally respect that. It's a case of he does things properly with 

process, put things like team development plans in place, has full process lists 

for the day. It doesn't always go down too well with his team but then again he 

always sticks to his guns and pushes that out. It's something that company 

doesn't necessarily get on with that well either, like the upper management 

aren't like that either, they are very ad hoc, but this guy sticks to his guns
9
 and 

he's proven that it works. And he provides and efficient service for them and it 

actually ties in with some of the stuff we do now for an ISO accreditation, and its 

stuff that he's been trying to push forward for a while.” (James, 18/4/2014) 

Following on from this when he first became a team leader and then a manager he can 

remember having to use his managerial skills was in this situation: 

                                                                 

8 Strictly adheres to the rules 

9 To refuse to change, despite criticisms
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“Where we took on a trainer that I wanted as an actual training, but we ended 

up taking on an inexperienced person to fill that role and we said we were going 

to train them up. Another member of staff was a bit upset that this person had 

come in straight as a trainer, when she worked quite hard to get her role as a 

trainer. We made her do training, and go on courses at college and stuff to 

actually get a qualification for it. Ermm and again it was just trying to appease 

her in that situation again the rules are completely different and expectations 

are really different and it's just a case of sitting down, explaining to that person 

and describing the difference between the 2 roles. Ensuring that she is happy as 

she is and will continue to support this other person cause I need her to be part 

of the team.” (James, 18/4/2014) 

This was more of a conflict issue which has already been mentioned in the previous 

interviews, in a more recent situation where he had to deal with an issue as a manager 

and needed his skills: 

“Literally on Friday, one of the developers is sort of a new starter or fairly new 

starter, and he's working on this final project and he's upset that things aren't 

progressing on the project which another member of staff is in charge of. So he's 

raised it with me, to be honest I can relate to what he's saying but it's not 

entirely this other guy's fault. There's been pressure put on his which has been 

unfair, he's had to neglect some of his duties during the project so it's just 

communicating that back to this other guy. Putting stuff in place so we can sit 

down and review the project, get it signed off and done, and reassuring him I 

want him there and on the actual main project, actually finishing his training. 

Because at the minute it's not really of benefit to the team and I need him as a 

resource so I want to progress him.” (James, 18/4/2014) 

I asked James about his opinion on certain situations and elements of managing and 

leadership that he has encountered. When discussing what makes an effective manager 

he focuses on: “Certainly a good people person, got to have time for the staff to have 

time to sit down and even if you don't agree with what they saying give them their say 

and try and be understanding about it. Erm obviously in that sense communication is 

key,” (James, 18/4/2014). He also adds,  

“To an extent I think you've got to be willing to make a decision and take 

responsibilities for that, take responsibility for the team and the actions of the 

team. It's OK it's just at times you've got to again one of the things I think you've 

gotta avoid is that sort of blame culture, identifying where we've got issues not 

placing blame and actually deciding upon what the actual problem is and 

addressing it, if that's a case of someone's messed up and some thing’s gone 

wrong, is that a training issue, have they been neglectful and trying to resolve 

that appropriately.” (James, 18/4/2014).  

I think it’s important that he notices that this is a management issue to resolve rather 

than stigmatise. In contrast his first thought about what makes an effective leader:   

“Charismatic, someone that is again, got to be to an extent, I don't think it 

necessarily means they're a good leader but it tends to be those people that move 

onto leadership roles and they tend to be high performers. You've got someone 

that is typically very very good at the role that they started in, and very 

enthusiastic, very confident, and is confident not just in themselves but in the 

work that they do.” (James, 18/4/2014).  
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Intriguingly he mentions that an example of an effective leader that he knows is his 

team leaders below him now, and that they have personally grown into the task at hand. 

That brought out the issue of whether leaders are born or can be taught, James’ thoughts 

were this:   

“I think there is natural abilities that people might have, natural characteristics, 

that make them more natural leaders. But certainly in terms of my experience 

I've seen people push themselves towards leadership roles and come to a point 

where they can go a long way, in a leadership role. I'd like to say that with the 

right encouragement and the right sort of atmosphere it's something that myself 

and the whole support.” (James, 18/4/2014) 

This shows that his opinion has changed with experience of different leaders and 

different people. As he goes on to add “Certainly just there are people who pick it up 

quicker and take to it more naturally. But in my experience one of the guys that we've 

got now was not exactly classically introvert but certainly more introvert than extrovert 

he's now solid as a leaders.” (James, 18/4/2014). The following questioned were about 

leaders being competent in other environments, James believed that with the right 

support and training that they could be competent in another country (with the language 

skills) and in another industry. What interested me was when he was asked what a 

typical English manager would be like: 

“Erm, well unfortunately stereotypically first thing that came to mind there was 

a man. Certainly in terms of our company that's the case, I think there's only 3 

or 4 manager who are female. Typically then for a manager in my experience or 

an English one, probably middle-aged I would say I was quite young or quite 

young when I got the position. Male, around 40 maybe, typically kind of stern, 

someone that is not necessarily that approachable and is very sort of, I'm 

thinking more like middle management. Tends to be more about pleasing upper 

management and really pushing for things. But actually aren't that competent so 

essentially they are relying on other people.” (James, 18/4/2014) 

This shows two things, that he acknowledged his preconceptions and that when he 

thinks manager, he is more likely to picture a middle manager rather that higher 

management. This may because these are the managers that he usually is dealing with, 

but also it focuses that they are old and therefore experienced, an assumption often 

made. Due to the casual setting and friendly relaxed nature of the interview, I feel that 

we both spoke quickly and encouraged one another with ideas and further questioning. 

There were a few interruptions from pets and family members which although seemed 

to not affect his answer this did interrupt his dialogue flow at times. James’ BSRI index 

was +13 which puts him in the “Nearly Masculine” category, which is what would be 

expected for a male manager in the UK. 

4.4 INTERVIEW 4 

Interview 4 was conducted with a female working in the healthcare industry. The 

interview was conducted in my own home in the living room. Interviewee 4 will be 

known as Carol, we started with the basic introduction where she told me that in total 

she managed 380 people, when questioned as if this still makes her middle management 

she responded that there are 3 senior managers to her and she feels very much that “ you 

get it from the staff below because they are upset about it and you get it from the staff 
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above because they are saying “sort it” so you're piggy in the middle
10

 basically, and 

that's the big problem with middle management, you've got it coming at you from each 

end.” (Carol, 20/4/2014).   

Carol went on to give an instance in the past year when she had to really use her 

managerial skills: 

“I've been involved with a lot of changes because we do a lot of change 

management, so like we changed all the school nurses we took them down a 

banding because our contract wasn't big enough and we had to hold the 

numbers that we have. It was a big thing to do to bring someone down a band 

because it was about £6,000 a year for some of them pay loss. So I was involved 

in the negotiations for that, and I was also involved in the 6 week to 8 week 

period where you meet them at that 6 and 8 weeks and you look at the planning 

and all of that. I was involved with the change from the health visitors being 

GP's based to Locality based. I was involved in the soothing the brows
11

 of the 

GP's because GP's seem to think they own the health visitors which was quite an 

interesting exercise. I was involved with the integration between ourselves and 

the children's centre, in a big way.” (Carol, 20/4/2014)   

This again highlights the importance for middle management to listen to people and 

have negotiation skills that they need. When asked about when she’s had to be a leader 

of her team she had a very different answer, more relating to the feelings of her staff 

that the administration issues. 

“I had to stand up and take the flack
12

, firstly I have to take the flack if they are 

doing wrong it's on my head, and secondly you have to be strong and say or 

even there's been situations where I've had to change what they were doing or 

make them do it in a different way. In difficult situations people say you know 

“let's go” but when you say a leader it's quite a different thing when you're 

leading other managers to when you are leading a team. When you're leading a 

team you always lead by example, so if the crap hit the fan
13

, as a operational 

manager for the locality and things were tight I would get in there and do some 

health visiting work, or if we run short of clinics or people to do the clinics I 

would jump in and do it. Although I had to be careful because some people, 

because they didn't know what I was doing, or they didn't know what my job 

was, thought I was free to do it. But I got in there and did it because you've got 

to lead by example and you've got to be the champion for your teams.” (Carol, 

20/4/2014). 

This contrast between what a leader and manager are was highlighter more in her 

answer to that question: 

“Managers are more to do with the responsibilities to with in terms of HR stuff 

and in terms of recruitment, annual leave all the stuff that's just to do around the 

administration of managing a team, a leader is someone who is a natural leader, 

who people look up to. When they talk people listen, people respect them, they 

can do the job and they can do it well. You can be a manager and not a leader, 

but you can be a leader but not a manager. Because you might have someone 

                                                                 

10 A game in which two people attempt to throw a ball to each other without a third person in the middle 

catching it. 

11 Calming an area of “redness”, relaxing and massaging 

12 To receive strong criticism. 

13 Have a dramatic and negative effect 
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who is an actual leader but wouldn't touch management with a barge pole
14

, you 

have people like that, I know people who would make quite good managers if 

they'd only change and take that step from being a leader to being a manager. 

There is a subtle difference.” (Carol, 20/4/2014). 

That subtle difference is intriguing in how it plays out and how some “natural leaders” 

shy away from the administration side and opportunity of management. When Carol 

described the characteristics of a good leader the main points were: charisma, 

consistency, responsibility, and integrity. When discussing an effective manager that 

she knew and what they did that made them effective she mentioned:   

“the people who handle situations well tend to have a plan or tend to discuss 

things with other people before they go into a meeting, they always have a plan 

in their head. It's something I've learned over the years, because I'm quite a 

reactive person so if someone comes up with something I want to give my 

immediate answer, but if someone is quite volatile and in your face no matter 

how much they push you, you do not give an immediate answer you say “I will 

consider that and I will come back to you before Monday or Tuesday and we 

will discuss it from thereon in in a meeting on Tuesday”. That gives you time to 

go away, take to people, consult other people if you have to. The people that I 

have admired and have been good managers have done that, and I've always 

thought you're doing it right there” (Carol, 20/4/2014).  

When asked to mention an effective leader the first thought to her mind was Nelson 

Mandela, her main reasoning being that “he put himself through hardship to uphold his 

beliefs” (Carol, 20/4/2014). She also added that his intelligence really attributed to his 

leadership abilities. In contrast to the other respondents she believed that a leader or 

manager could not be as effective in a different industry because “How could I go into 

say the car industry? And be a leader there because I wouldn't have a frigging clue, but 

likewise if they can into the healthcare industry. You need to have some basic 

knowledge.” (Carol, 20/4/2014). When describing what a typical English manager looks 

like she described them as: 

“Typical English Manager wears a suit and a tie, if it's male. If it's female, she 

dresses smart, she wears make-up, she usually wears high shoes or smart flat 

ones, she's quite aware of her appearance……. They would be professional they 

will good communicator they will be confident, they'll know what they are about 

basically, and they'll dress the part. And they'll behave the part.” (Carol, 

20/4/2014). 

Which is an interesting response again focusing on appearance. Her BSRI test result 

was 0 meaning that she was categorized as “Androgynous”. I will look at this in more 

detail in the discussion 

4.5 INTERVIEW 5 

Interview 5 was conducted with a female from the healthcare industry. The interview 

was conducted in her office during a break she had between meetings, this meant that 

the meeting was slightly rushed but I feel she still did get into the discussion and the 

answers. Interviewee 5 will be known as from here as Maria, we started with 

introductions about her position and her responsibilities. Maria noted that she managed 
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52 people on a day to day basis. I asked her when a major time that she had to use her 

managerial skills and she referred to a move of her team over a year ago: 

“When we've had to move a few members of the team into another building from 

a quite a new building into [name] health centre which is a bit dilapidated, and 

they really did not want to go. So it was really using negotiating skills working 

with them closely trying to get them to get across the benefits of the team 

working together closely, so that was quite stressful time. Making sure 

everything was planned properly and was a good as we could make it given the 

situation, and supporting them in that move. So that was a good example of it I 

suppose.” (Maria, 23/4/2014)   

I asked if the problem had been resolved and she added that it was an on-going issue for 

quite a while: 

“Erm, I wouldn't say they were happy but they became accustomed to it and they 

got used to it. They used to mention it regularly at every team meeting the 

displeasure of being here, but now we don't get that any more. So it's just having 

broad shoulders
15

 and trying to empathetic with them and understand them 

really. But also trying to get across what I need them to do to work in an 

effective team.” (Maria, 23/4/2014)   

She then went on to describe a more current issue that she is dealing with in her team, 

since that are split into two different buildings and she feels that this divided the team 

and their effectiveness as a team. 

“I've currently got some staff up at [other name] health centre so not all my staff 

is in one place, so that's difficult in itself because we are supposed to work as a 

locality but it's always a them and us scenario. I'm trying to pull them together 

to work a case load across and it's very difficult because they all have their own 

way, I'm talking about them in a really derogative way but I don't mean that, 

what I mean they used to their own environment and they become a little 

isolated team in effect so it's difficult to keep pulling them back and reminding 

them that they are part of a locality which is one team rather two separate 

ones.” (Maria, 23/4/2014)   

This posed the issue that a team needs to be together to work efficiently and effectively, 

I’m not sure if this is the case but the sense of team mentality has been proven to be 

good for teams all over the world. When asked to describe the characteristics and 

qualities of an effective manager Maria noted, organised, good listening skills, get the 

job done, be there for the team and be approachable. Maria was asked who she thought 

was an effective manager and she said about her old manager, and the main point she 

made about how effective she was, was that she negotiated and was a very 

understanding manager. In contrast when asked about the qualities and characteristics of 

a good leader she said: 

“I think to be a leader is a difficult role because I've done that as well before in 

a team and you have to be a driver I think, you have to be really flexible and 

adaptable to change and motivated in most things that you do, you have lead by 

example and you have to be a good role model so..” (Maria, 23/4/2014). 

These qualities are reflected in her choice of an effective leader, she was adamant about 

Margaret Thatcher being a very efficient, and a great inspiration for women. I probed 
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further and enquired about if she thought that Margaret Thatcher was such a successful 

leader because she led in a masculine style. Her response was very interesting: 

“She did I think, but I think she grew into that didn't she, she wasn't when she 

was younger. Because of the way she used to speak, I think she used to have a 

really deep low voice and I think she used to speak quite softly then all of a 

sudden she'd get her point across by being quite loud shall we say. She was quite 

masculine, she dressed quite masculine, I know she dressed in a lady's suit but it 

was quite official and masculine wasn't it, but I felt that that was the situation 

she was in, she had to be like that because she was surrounded by men basically 

so she had to hold her own and I think that's why women adapt that way.” 

(Maria, 23/4/2014).     

This is interesting because it shows that she believes that an individual’s management 

and leadership style changes depending on the situation and environment that they are 

in. We moved onto the cultural and industrial issues questions. I asked if an individual 

could be capable in one industry but not another, and Maria believed:  

“I think that if you're knowledgeable and do your groundwork in any work area, 

if you've got the qualities to be a leader, wherever you work it'll come out as a 

leader. There's always leaders in every society environment, and I think if you've 

got that trait within you personally I don't think it matters where you work.” 

(Maria, 23/4/2014).  

This is interesting as it is a conflicting opinion to that of Carol. I then went on to how 

the English culture affects her management and leadership style if she could think of it. 

Maria replied “Erm, I guess so, it's how you learn from others so it's like a knock on 

affect so yeah. I think that we are more flexible certainly than we used to be when I first 

started nursing it was quite rigid and when a sister came in you stood up it was very…” 

(Maria, 23/4/2014) I answered “Authoritarian?” 

“That's the word I'm looking for, I mean it’s still very respectful now and you'd 

still command respect that you'd expect to give people as well however in those 

days there was no negotiation there was no talking, you did it and there was no 

arguing and you just did it and were expected to do so. I think that it's changed a 

lot now.” (Maria, 23/4/2014).  

Although these are past instances, it shows the influence that the strict culture in the 

past has on the modern management and leadership styles within the UK. She adds that 

respect is very important not just for managers but everyone in the English culture 

appreciates respect that they get from each other and pay to everyone. Maria’s 

description of a typical English manager starts with qualities; smart dressed suited and 

booted
16

, confident, smiling and usually well known by people. In terms of their 

characteristics she described an experienced person and someone who has moved their 

way up the ranks as many of the managers in her role and within healthcare often has. 

She highlighted that it is very uncommon for someone to go straight into a manager role 

or a higher up position in their organisation if they have “just come off the street”. I 

think that this influences the organisational culture as well and how they expect 

managers to behave and how much experience they should have. This also answers why 

there are so many female managers in their organisation, as the clinical positions are 

mainly, nursery nurses, practice nurses, health visitors and school nurses. All of those 
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positions are often female by majority, and therefore more likely to be women who 

advance into the management roles later on in their careers. I followed up this issue with 

a question about the caring environment in healthcare and if that affects her 

management style: 

“I think women are more caring generally I think that they are more self aware 

women than men. So on the whole they are actually more empathetic to working 

with females I think. Saying that I had a good manager once that was a man and 

he was very good, but some women get intimidated by men managers, cause men 

always look more officious I think than women in their dress and approach wise. 

But he was absolutely fine, it's whether you've got the confidence, and some 

women shy away from that.” (Maria, 23/4/2014). 

This being said she also thought that a few men in an all female environment could 

“lighten the mood” and that sometimes it took away from the seriousness of some 

offices. In her BSRI questionnaire her result interestingly came out as +14 which is in 

the “Nearly Masculine” category, this shows that she would actually be more likely to 

have a more dominant and assertive style of leadership perhaps if she were in a different 

industry. 

 

 

 



 

 65 

5. ANALYSIS AND DISCUSSION 
The analysis and discussion of this thesis will follow in relation to the major issues and 

questions that were posed during the interview process. Using the theories put forward 

from the literature review the answers we be analysed further into what their deeper 

and underlying meanings are. This should focus the interviews so that each participant 

can be associated with a leadership style and what their preconceptions may be. 

5.1 CHARACTERISTICS OF MANAGERS 

When I enquired each of the participants with what they thought the characteristics of a 

good manager were they came up a variety of attributes. The most common one 

mentioned by 3 of the participants was for the manager to be approachable; this was 

also mirrored in the other attributes such as a good listener, and good communication 

skills. This shows that my participants preferred a more feminine interaction style for a 

manager, from Holmes (2006, p. 6) this interaction style can be characterised by the 

manager being facilitating, collaborative and person oriented. This was also mirrored 

when they reflected on an effective manager that they’d had in the past, citing 

approachable and friendly as main attributes. This also ties in with Leiceter’s (1989, p. 

9) types of manager, looking at a more group-based manager or consultative rather than 

autocratic. In table 7 it demonstrated that there were not any particular characteristics 

that came from just males or just females or form industries. This shows that their 

“ideal” manager can cross these boundaries as long as they are willing to listen and be 

available to them for support. This being said another key characteristic that was 

mentioned by the participant was the ability for a manager to “get the job done”, this 

directness and use of language is often associated with a masculine ability (Holmes, 

2006, p. 36). Also this continuation of carrying things through and getting to the end of 

things is a masculine quality or is assumed to be in the business world. This could imply 

that although the participants would prefer their manager to have a feminine style of 

management to be caring and supportive, they may still be expecting this manager to be 

male. This concept will be discussed in more detail in the following sections. 

Management 

Characteristics 

Male Female Health Care Manufacturing 

Good listener  2 1 1 

Carry through/ 

gets the job done 

 2 2  

Approachable 2 1 2 1 

Good Manners 1  1  

Not afraid to 

make decisions 

1 1  2 

Good 

communication 

skills 

1 1  2 
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Emotional 

intelligence 

 1  1 

Consistency  1 1  

Integrity  1 1  

Charisma  1 1  

Table 7: Correlation of management characteristics 

5.2 CHARACTERISTICS OF LEADERS 

The next big contrast for my interviewees was to see if they believed that a manager and 

a leader were different things, although most agreed that they had some similar qualities 

they ultimately decided that they were different. It was interesting that most of the 

participants felt that a leader could be a manager and a manager could be a leader, but 

sometimes they did not want that change in responsibility that came with the other role. 

All but one participant specifically mentioned that a leader is a motivated individual 

who also motivates those around them. This is a characteristics which was not 

mentioned in relation to managers themselves but some participants agreed that a good 

manager can also motivate their team. The second most mentioned characteristic was to 

have the ability to inspire people not only in their team but all around them. This brings 

in from Northouse (2013, p. 5) the attitude that leaders are more involved because of 

influence rather than process or context. This part of leadership defines how the leader 

affects the followers, and that without the influence the leadership does not exist. This 

harks back to the concept that leaders are naturally able to lead people and it is not 

related to situations or a process which makes them become the leader that they are. I 

will go into this aspect in more detail in the following sections. Most of the participants 

also mentioned charisma at some point within the interview to relate to a leader or 

leader figure, this charm element can be related to their inspirational efforts. If a leader 

can inspire someone else then they must be able to convey their message and goal 

effectively to these people in a convincing manner. Interestingly when I asked Maria 

about a leader that she thought was particularly effective, she was very sure of the 

answer Margaret Thatcher. When pushed further and I asked if this may have been due 

to her masculine leadership style Maria conceded that she had changed her style to get 

by in the male dominated field. This is a reflection of a popular theory, that women and 

men adapt their leadership styles to get the best results with different people. Wacjman 

(1998) claims that in order to be truly successful in a male dominated business 

environment women have to manage like men. The same can be said for leading in that, 

to be regarded as a good leader by male colleagues one may have to play up masculine 

leadership ideals to be respected. The more and less mentioned characteristics are 

tabulated in table 7. 

Leadership 

Characteristics 

Male Female Healthcare Manufacturing 

Flexible  1 1  

Motivation/Motivated 1 3 2 2 
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Good at their job 2  1 1 

Inspire People 1 2 1 2 

Charisma 1   1 

Confident 2 2 3 1 

Table 8 Correlation of Leadership Characteristics 

5.3 APPROACH TO CONFLICT 

An individual’s approach to conflict shows how they manage and lead in the rest of 

their day-to-day activities. All of the participants when asked about how they would 

approach a disagreement with a colleague or a member of their team responded with 

negotiation. Listening and compassion for the other person were also mentioned 

frequently in the answers, again showing a more feminine attitude towards conflict. 

This being said, two of the participants made a joke as they first answered the question 

such as “what apart from head butting them?”, this nervousness of the English culture 

and a need to make a joke is common in awkward situations. This self depreciating 

humour is also common when in a workplace and trying to get along with colleagues 

(Dobson, 2008) more will be discussed later. 

5.4 ARE THEY A LEADER? 

A main point, I believe about the leadership and management views of the participants 

were whether they themselves thought that they were a leader. All of the participants 

thought that they had leadership qualities and that at one point or another that they were 

leaders to their team or group. This refers to Northouse (2013, p.5) that they feel it is 

leaning towards a process situation or context. This is the opposite of what they thought 

regarding what the characteristics of a leader are. The process and context types are due 

to the situation or event that a leader come forward to lead, or because of the group that 

if the best individual to be a leader. This likes to the born versus made leaders and how 

the participants feel about themselves as leaders rather than the abstract concept of a 

“leader”. Andersen, (2012) believes in his work that leaders are born, and that 

individuals cannot be taught to become a leader later on in life. This is contradicted by a 

lot of leadership training and information, that some research evolves over time which 

others does not (Van Wart, 2013). This is interesting because James concluded that he 

had changed his perception of what a leader was over the course of his working life. He 

commented that he originally thought that leaders were only born similar to Andersen 

(2012). However after working with several “introverted, non-typical leaders” (James, 

18/4/2014) that through being given a leadership responsibility they have developed 

proficient leadership skills. This show that opinions change over time especially when 

concerning individuals development and learning abilities. Therefore I need to take all 

this into consideration so that although this is a cross-sectional investigation, the process 

of individuals growing and changing is accounted for. 

When three out of five of the participants answered if they were a leader they answered 

unsure “yeh, I think so” (Maria, 23/4/2014), this modesty and discomfort could be due 

to the deeper lying issue of confidence and uncertainty in their abilities. It also could be 

attributed to the English culture to be modest in terms of ones abilities, and not to brag. 
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This can also be said to be feminine characteristic which may have infiltrated the 

working culture of UK organizations (e.g. Rudman, 1998; Wosinska, et al., 1996). This 

deeper underlying issue could also be attributed to their previous answer, they feel that 

they do not compare to the characteristics and effective leaders that they described. This 

is a common dissociative behaviour which is also common in criminals, “I have 

committed a crime but I am not a criminal”, similar to these individual’s view of their 

leadership abilities (Saxe, 2001, p. 244). This means that these big concepts of 

leadership sometimes cannot really be translated in to the real world by the individual to 

realise that they are a leader in their own right. In the following section the leadership 

style of the participants themselves will be analysed. 

5.5 LEADERSHIP STYLES OF PARTICIPANTS 

Each participant has a leadership and management style whether they realise it or not. 

From the interviews as a researcher I put together a picture of what sort of leader each 

of the participants is. From Table 4 in the literature review it shows the key differences 

between transformational, transactional and laissez-faire leadership styles. Jim 

displayed very collaborative and encouraging attributes, such as motivating his team 

and communicating the importance of the mission during the GCC. Both of these are 

linked to a transformational leadership style also considering his solution to a 

disagreement was to discuss it, also hints to his preference for teamwork and 

encouraging staff. He also displayed his keen tutoring abilities when he motivated his 

younger employees to do their project. All of these attributes firmly give him a 

transformational approach. Although this is the case transformational has be said by 

Duehr and Bono (2006) and Hackman et al. (1992) to appear more feminine or 

androgynous as a leadership style. With the use of incentives and encouragement it is 

seen as a more caring and nurturing leadership style and therefore more feminine (Eagly 

et al., 2003, p. 579). That being said, some authors (Prentice & Carranza, 2002, p. 270) 

argue that the charismatic qualities and forwardness of a transformational leader could 

also be seen as predominantly male traits. Jim was friendly and calm rather than 

outright and traditionally “charismatic” I would say this again leads towards a more 

feminine style of leadership. When interviewing Yvette, it became clear quite early on 

that she very much prefers a more feminine style of leadership and management. She 

mentioned negotiation as one of the top skills for her job as well as good listener and 

communicator. These all lean towards to encouraging and supportive aspects of 

transformational leadership shows in Table 4. This could be due to her being in Human 

Resources a traditionally “fluffy” (Yvette, 16/4/2014) area and how that department is 

concerned with not only the administration of the staff in the organisation but their 

wellbeing as well. I queried her on whether this was something she’d thought of before, 

the feminine nature of her job position: 

“I think we've moved away from that now, but I still think it's predominately 

female, and that may be because in some cases not all, women may have more 

empathy than men. So they are more drawn to what has always been seen as a 

bit of fluffy, touchy feely sort of a job. You know it's all about feelings, it's not a 

job for a starter finisher I don't think, unless you're doing the admin.” (Yvette, 

16/4/2014) 

The factor that emotional intelligence and empathy is more important to a HR manager 

than a normal manager is interesting considering an individual may be more likely to 

turn to their direct manager than HR with an emotional complaint. When I interviewed 
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James, there was a different feel to his answers and responses, he also endorsed the 

feminine characteristics for transformational leadership such as motivation, promoting 

and focusing on missions. However he also made it clear that an effective leader has the 

capabilities to carry out the job and be a leader by example, this is a more masculine 

leadership view from Holmes, (2006, p. 36). I would still say personally that James is a 

transformational leader, but with more emphasis on the masculine characteristics such 

as the intellectual stimulation of the team. 

Interview 4 was interesting because it posed a problem that Carol was the only 

participant to say that she felt that she used to be a leader, but not any more in her 

current position. Again this shows the process of changing and growing as a leader and 

an individual and how that influences our decisions and beliefs. She said that she had 

been told a few times in the past that “It has been said to me… that I’m quite 

charismatic.” (Carol, 20/4/2014). This comes across in her personality that she has a 

presence and friendliness, but she also considered deliberation and collaboration key 

parts of leadership. She also has a determination to complete a task “When I believe in 

something I will go through hell and high water to finish it and to get it done.” (Carol, 

20/4/2014). This again displays a more masculine productive and determined attitude to 

leadership. I would say that Carol is a transformational leader, but similar to James, but 

with more masculine attributes than the caring and supportive attributes. The final 

interview was very intriguing as it displayed a contrast to the other participants. Maria 

also mentioned negotiation and consultation with her team but the key quote that struck 

me was “So it's just having broad shoulders and trying to empathetic with them and 

understand them really. But also trying to get across what I need them to do to work in 

an effective team.” (Maria, 20/4/2014). This image of broad shoulders not only 

attributes getting past criticism but also a visual image of power and assertiveness. In 

the deeper contextual factors this can be viewed as a more dominant leadership view, 

with the image of “fighting back” in her mind, although her answers were concerning 

the caring nature of her position. The use of the “what I need them to do” is also a more 

dominant perspective rather than the transformational “what we need to do” with more 

collaborative language. This perspective of “me” and “them” is a more transactional 

leadership position, with rewards for good work and a feminine touch. She still displays 

caring and nurturing attitude when discussing her team but using a lot of buzz words, 

and she established herself that she had been on a leadership management course. This 

course may have directed her answers as she knew which one was the “right answer” to 

the various questions. For these reasons I believe that Maria has a transactional 

leadership style with a caring element for her team. The reason for her referring to the 

buzz words she learned in the course may also be due to the gender norms which favour 

modestly over self-promotion and assertiveness in women (Rudman, 1998; Wosinska et 

al., 1996). This could affect her attitude towards answering realising that to act as 

“herself” may results in a negative opinion of her from me as a researcher. In the 

following section I will compare the BSRI results with the leadership style that I believe 

the participants to have. 

5.6 BSRI QUESTIONNAIRE CORRELATION 

In Table 9 I have outlined the results of the BSRI questionnaire, displaying both the 

masculine traits and the feminine traits scores and how that impacted their results. 

BSRI Jim Yvette James Carol Maria 
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RESULTS Healthcare Manufacturing Manufacturing Healthcare Healthcare 

Masculine 

traits score 

92 88 90 101 100 

Feminine 

traits score 

73 101 77 101 86 

BSRI overall +19 

Nearly 

Masculine 

-13 

Nearly 

Feminine 

+13 

Nearly 

Masculine 

0 

Androgynous 

+14 

Nearly 

Masculine 

Table 9:  BSRI Results 

As the results she there was a variety of answers and despite “traditional gender roles” 

not all participants adhered to them. Interestingly from this table it is also clear that 

what industry the participants were in did not impact what their androgyny score was. I 

will now go participant by participant to investigate what the significance of their BSRI 

is. Relating each participant’s score to their leadership style should give me a good 

indication if the participant is leaning in a different style than they may have if in a 

different environment or organisation. I mentioned above that Jim was a 

transformational leader and although he admires masculine leadership style it was not 

how he conducted himself. This is contrary to his “nearly masculine” BSRI results. My 

explanation for this could be that having worked in a hyper masculine organisation 

before, the police force, he realised the downsides of a more masculine or transactional 

leadership role. So although as an individual he has masculine attributes he realised that 

a feminine and transformational leadership style are more suited to getting better results, 

particularly in a healthcare organisation. In a similar fashion Yvette scored quite low in 

the “nearly feminine” category, this correlates quite well with her interview questions 

and reflects her feminine and caring leadership style. This is in accordance with her own 

beliefs that in HR you need to have more empathy and be more feminine, but contrast 

with the industry she is in. She said herself that considering her role in the organisation 

she feels that she has not had as much of a gender impact as if she were a regular 

manager. This highlights that possibly if she were to be a different manager she may 

have an alternative and more masculine management style than now. Moving onto 

James, he revealed to me before the interview that he considered himself not to be very 

masculine according to the BSRI attributes, whereas the opposite came true. This 

displays that he believes himself to be more feminine and caring like his leadership 

style. Although for some of the BSRI criteria it could be that this “masculine” lean 

could be attributed to culture rather than personality. For example the “Affectionate” 

attribute which is placed in the feminine column, was only scored 3 by James, whereas 

from personal experience I would say he is a friendly and affectionate person to his 

friends. I acknowledge that knowing James in a personal capacity may influence these 

results as well as limit the transferability, but in my opinion for this investigation it was 

a strength. Knowing James personally allowed me to read more into his answers and 

body language while answering as I have seen his conversation style before. This allows 

for a deeper and more thorough interpretation of the results. Linking to his reluctance to 

display affections it is interesting as is not a common occurrence in English culture 

(Altarriba et al., 2003), he may have scored himself low because compared to a global 
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scale he is not affectionate, but for a UK study I personally would say he was. It can 

also be said that the BSRI is outdated and the terms for femininity are not relevant 

anymore and perhaps that is the case with attributes such as “Childlike” being a 

feminine attribute. For the sake of this study I will used it as a reference point to 

establish what the “traditional” attributes are as they can still play a part in an 

individual’s perception of what feminine and masculine are. It could also be discussed 

that due to the learning nature of his position and training being an important factor, that 

James adapts his more masculine characteristics to have a more feminine leadership 

style to encourage the learning and developing environment. Interestingly for Carol her 

BRSI was quite accurate in depicting her leadership style, showing that she genuinely is 

leading in her natural style and not altering it in her work environment. With a hint of 

charisma and dominance while still being a carer and understanding listener her 

“androgynous” category is very apt. 

The final interview proved the most interesting in relation to her feelings about 

leadership and what the results of her BSRI was. Maria seemed to display a more 

masculine transactional leadership style in the interview while trying to answer the 

questions in a measured and feminine manner. Her BSRI result came out as “nearly 

masculine” this is particularly interesting as she named Margaret Thatcher as her ideal 

leader. Where Margaret Thatcher had become more masculine to fit into her position 

and environment, Maria has done the opposite and had to become more feminine in her 

leadership style to suit her environment and position. This is a sentiment that is reflected 

by all the participants, that ultimately they acknowledge that a feminine and 

encouraging environment gets the best results from their teams, therefore that’s the style 

they should try and emulate. 

5.7 COMPETENT IN DIFFERING INDUSTRIES 

Most of the participants believed that a leader can succeed in another industry if the 

were a natural leader in one industry they could be in another. Carol thought a bit 

differently, and although she agreed that leadership skills can be transferred to many 

different situations, differing industries is not one of them. As she said “you have to be 

a champion for you team” (Carol, 20/4/2014), in that you have to know where they are 

coming from and understand the job that they do. If one were to move to a different 

industry from where one was trained, the base knowledge and understanding of the base 

of the organisation wouldn’t be there. Carol believed that this would really impact how 

you lead a team if they knew you couldn’t do their job how would you effectively lead 

them to be more effective as a team and individually. Also it concerns the gaining of 

trust from one another, especially as a leader one needs to have the influence and the 

power behind their words (Northouse, 2013, p. 5). One way to get your subordinates to 

listen to your instruction and respect you as a leader is to understand their position and 

know how they work. Carol argues that without this basic level of training one cannot 

be an effective manager at all. 

5.8 COMPETENT IN DIFFERING CULTURES 

One of the more difficult questions for the participants was if they thought that a 

manager or leader could be competent in another culture as they are in their own. Nearly 

all of the respondents paused before answering and most of them said that they would 

now know since they had not been in that situation. One of the main features they 

mention during this question was the language barrier, and if an individual was 
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proficient enough in a language that their leadership and management skills would be 

transferable. Carol brought up an interesting point, that the cultures between 

organisations can be extremely different so with the added difference of location, 

culture and language then there may be some difficulty transferring skills of leadership. 

Language is such a big issue because communication and conveying the correct 

message to people is very important in England as well as many other countries. But 

there is the added issue of class, status and even intelligence are being judged as soon as 

one speaks in the UK, and they use that to define you as said by a Swede in Brewster et 

al. (1993, p. 16) “There are lots of ways of pigeon-holing people.” This also may be a 

reason to attribute to the lack of language proficiency within the UK. None of the 

participants were fluent in another language. Some say that this is due to the immense 

pressure we have on our own language and defining people by how they speak it, there 

may be a fear or wariness to be that newcomer to a language and to be judged as harshly 

(Brewster et al., 1993, p. 17).  

5.9 ENGLISH CULTURE IMPACT 

Culture impacts more than people think as demonstrated in early chapters. Stereotypes 

and “norms” diffuse into our conscious and what we believe to be truth in everyday 

situations. Interestingly most of the participants hinted that when they should describe a 

“typical English manager” that it would be a male in one way or another. Jim’s first 

mention was “6ft 10”(Jim, 15/4/2014) which without saying any gender establishes a 

dominating and tall image normally associated with masculinity. Yvette mentions “an 

air of authority” (Yvette, 16/4/2014) which also leans towards a masculine leadership 

trait. James openly admitted his first picture was that of a male who was middle aged. 

This all displays the stereotypes that ‘think male, think manager’ with characteristics 

such as authoritative, strong-minded, aggressive and competitive (Schein, 1973). This 

also leaks into leadership that it is a gendered concept, so that a senior member or CEO 

has to be overwhelmingly male (Ladegaard, 2010, p. 4). This is also repeated by Tannen 

(1998, p. 167) that ‘the very notion of authority is associated with maleness’ simply 

because of the appearance. These are all interesting preconceptions and thoughts 

considering that all of the participants displayed signed of preferring a more feminine 

manager and leadership style as well as a more relaxed and communal work 

environment rather than competitive. So the preconception or the stereotypes are 

completely separate factions from the reality and what people actually would prefer in a 

manager or leader. 

This stereotype image also affected the participants’ view of what a manager represents 

and how they ‘should’ appear to their staff. Every participant mentioned that a manager 

should be smartly dress and behave appropriately. What appropriate behaviour is, is 

ultimately subjective but the concept that a reserved well put together individual looks 

like a manager is again interesting. They all never mentioned that appearance or 

loudness was a main characteristic that they would expect in a manager but it was 

generally assumed that this would be the case. Not just in clothes but hair styled and 

cut, make-up for women, new cars were important as well. As Carol mentioned: 

“You don't look smart it's a slight on the organisation, our company culture has 

changed dramatically from it was maybe 6 years ago they've become a lot more 

concerned with appearances and our look, and that's why we all drive new cars, 

that’s why we are always encouraged to look good. Because if you look good 
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you look professional, you look scruffy you do not look professional.” (Carol, 

20/4/2014). 

This appearance obsession could also be a link back to the more traditional days when it 

was stricter about workplace wear in general and it was mostly male managers so they 

would all be wearing suits as a sign of their status (economist, 2010). This tradition for 

class and how to assess people’s class has transferred into the modern British age and is 

very much alive today in the workplace (Le Roux et al., 2008, p. 1050). Interestingly 

the appearance concern can also be linked to the masculinity in a country by their 

Hofstede index for masculinity.  
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6. CONCLUSIONS 
In this final chapter the general conclusions of this study will be made, as well as 

highlighting all the aspects of how this research can help contribute to the field of 

gender and management studies. Also how this thesis has been limited and how it could 

be taken further by other researchers in the future. 

6.1 GENERAL CONCLUSION 

Throughout this study I have encountered a lot of interesting topics, angles and 

perceptions on the issue of gender and leadership. This study established that middle 

managers have a unique perspective of their organisations and studied the sociological 

phenomenon of these middle managers. One of the key focus points of the interviews 

was the preconceptions and stereotypes that the participants had and how they impacted 

their leadership style. These preconceptions also showed that they had an impact on 

how the participants thought a manager should be and they coincided with the national 

culture norms of British culture. From the interviews it was also established that there is 

a level of gender assigning happening to professions and industries in the UK and this 

affects how they perceive these industry cultures as well.  

From the previous research it was clear that leadership was gendered and how an 

individual led a team or group depended a lot on their sex (Heilman, 1984, p. 179; 

Helgesen, 2014; Eagly et al., 2003, p. 579). During the interviews I discovered that 

although sex is a contributing factor to the leadership style of an individual, at least in 

my sample, it is not the main influence on how they lead and manage. Most of the 

participants cited that experiencing a good manager or leader that they'd had in the past 

had dramatically influenced them as what sort of leadership style they wanted to have.  

Along with the organisational culture of the caring healthcare industry or the more 

masculine manufacturing industry, also play a part in how one is expected to lead. 

Therefore if one is expected to lead in a certain style, to get the best results they usually 

conform to the norm of other managers and leaders in their position. I can also conclude 

that even in this typically “masculine” industry of manufacturing, the preferred 

leadership style is encouraging and just as transformational as in the “feminine” 

industry. My opinion as a researcher is that although people associate these leadership 

styles with different genders (Heilman, 1984, p. 179)  there is a realisation in the 

modern workforce that the autocratic and strict leader will not get as good results as a 

more encouraging and supportive leader. This is something that has already been 

realised in Sweden, that a more collaborative and supportive leadership style provides 

better results (Ljung,2013, p. 14; Gustafsson et al., 2010, p. 829). I conclude that the 

English culture, and indeed any culture, will have an impact on how an individual 

manages and leads their team, as well as how they interact with their colleagues and 

superiors. This will change in every culture as to what is the “norm” and how they 

should lead in different situations, but I think this is something that can be learned if a 

leader were to move to another culture. It is a learning curve moving to a new 

organisation is as well as moving into a new industry in relation to the company culture. 

The culture of the country and the organisation does affect a lot of the leadership 

decisions and choices that one makes while in management. From this study I fulfilled 

the research objectives despite the low number of participants, I reached the peak of the 

information needed for this study, and there was a redundancy of themes (Lincoln & 

Guba, 1985). I believe that from the results I can now answer the research questions: 
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1. What cultural preconceptions and stereotypes do people have of managers and 

leaders? 

From previous research as well as this study, I can conclude that people start to form 

preconceptions in their childhood and often they change and grow over time. These 

preconceptions and stereotypes are a way of establishing what a nationality or a 

profession is without knowing much about it. It helps individuals put in a frame of 

reference when the issue of a manager or leader comes up. Culture also impacts our 

understanding of these professions and how their interpretation by others in our vicinity 

affects our view of them. The gender preconception is an issue for both women and men 

in relation to management and leadership as the reality and the stereotype are so far 

apart. From a UK perspective, from both the literature and this study, a manager is 

mostly male with masculine characteristics of leading. This has been proven not to be 

the case for the characteristics nor the style of leadership that the managers are using 

today. I believe that there is a “traditional” view of what a manager should be, male, 

strict, demanding, and what the reality of a manager in the UK today is. From the 

interviews this can be taken from the assumptions of a manager being male as well as 

having these masculine characteristics. This view of masculine and dominating leaders 

may be due to our traditional authoritarian schooling system or how we perceive people 

in power as above us and more domineering. These all stem from our upbringing which 

I mentioned earlier. 

 

 

2. How do these preconceptions and stereotypes impact women and men in middle 

management in the U.K? 

 

These preconceptions and stereotypes affect both men and women in a variety of ways. 

From observing the figures of the percentage of male and female managers in each of 

the organisations, preconceptions start from the very industry people apply for. This 

influences how one behaves in that industry as well. As I mentioned earlier, an issue is 

that it is a necessity for managers in the healthcare industry to be seen as more 

empathetic and caring, even if they are not that way inclined. It can also be assumed that 

a male in the healthcare industry must have feminine qualities in a similar way to a 

female having masculine qualities in the manufacturing industry. Since this is a starting 

level issue it also adds to the middle managers problems, with the majority of their 

teams being one gender or another, and having views on their position and goals. 

Middle managers also are more likely to come from the starting level employees in 

these organisations; therefore there is a low chance that they will be the “unsuited” 

gender. This influences their leadership style, as shown in the results; they are more 

likely to be a supportive leader if they are female, or at least pretend to be. Their 

leadership style must reflect their team and how they can assess them to get the best 

results, clearly this will change depending on the gender majority of their team. That 

being said, all of the respondents cited supportive and encouraging leadership as the 

best style to have a successful team, so maybe the reality is slowly changing the 

preconceptions. 

Collaborative and negotiation styles of leadership such as transformational were found 

in this investigation to be preferred by English leaders, who believe that the there is a 

culture of the organisation coming before the individual (Yvette, 16/4/2014). Ultimately 
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the leadership styles of the manager are influenced by all the  different levels of culture, 

from national to organisational.   

6.2 CONTRIBUTIONS 

This research has contributed to a variety of fields and questions which have been posed 

throughout this thesis. It has looked at the unique situation of middle managers and how 

their leadership style is important to the running of an organisation. This thesis has also 

analysed if there were inherent differences between men and women in their leadership 

styles, through qualitative and narrative study. This study highlighted the 

preconceptions and stereotypes that individuals have around managers and leaders and 

how these preconceptions have come to be. It has also established that these 

preconceptions and stereotypes come from national culture as well as from an 

individual’s upbringing. These preconceptions were developed in the concept of 

masculinity and femininity exploring why some leadership styles are seen as more 

feminine than others, and how cultural identity affects these views on gender. This 

study will further aid women and men in management positions to acknowledge that 

leadership and management styles can be gendered but they also can be changed in 

different situations and for different leaders. Mainly this brought forward the issue of 

preconceptions and stereotypes, from both upbringing and cultural backgrounds, and 

how they affect leadership styles in men and women today.  

6.3 RECOMMENDATIONS FOR MIDDLE MANAGERS IN THE UK 

In conclusion for this study I would like to make recommendations to middle managers 

in the UK about how they can best utilize their own leadership style to its best potential. 

They need to acknowledge that there is no one ideal leadership style, especially if they 

are outside of their comfort zone. With this statement I mean that many leadership 

styles can be effective depending on the team and the situation, therefore there is no 

need for extra pressure to be perfect. It can also be said that if an individual’s natural 

leadership style has proven successful, then it may be best to try and be true to their 

personality before altering to the group. Although from this study I can also conclude 

that adapting to the team one is managing is an effective tool to build trust and 

relationships with your team. This adaptation could also be to the style of leadership in 

that organisation or industry. This style could have proved effective by other managers 

in the organisation and the team would know how to respond. A main conclusion from 

this research is that if one is to assess their preconceptions closely and the origins of 

them, they can see how they impact their world view. This could impact a lot of 

different aspects, but in terms of their leadership it could make one more understanding 

to different situations and individuals. Therefore being a more encouraging and 

motivational leader is more beneficial.  

6.4 EVALUATION OF THE QUALITY CRITERIA 

From my feminist perspective, there were some threats to validity and reliability, such 

as observer caused effects and observer bias (Mckinnon, 1988, p. 37). With me being a 

female interviewer asking the questions this may have caused an observer effect, also 

since the participants knew my study had some aspects of gender research they may 

have tried to answer in the “correct” way. I have factored this in, and from my results I 

believe that these threats were not that prominent.  
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As it is a narrative inquiry there were another set of validity and reliability threats that 

needed to be considered. Truthfulness of the respondents is a big issue with narrative 

investigations (Guba & Lincoln, 1994, p. 105-117) due to the social nature of the 

interview process. From the interviews and the lack of hesitation and story confusion, I 

believe that the participants were telling the truth throughout their interviews. With no 

names being mentioned by the participants in the interview they were able to be 

completely honest about past experiences and managers.  

In the process of this study I employed a lot of tactics, such as probing and follow-up 

questions which were very useful in clarifying points as well as digging deeper into the 

content matter. I feel that the use of a recording device allowed me to respond acutely to 

the respondents and follow their narrative without being distracted by note taking. As 

the participant observation was I interacting with the participant, I believe that using 

the BSRI questionnaire helped open up another side to the participant that I otherwise 

would not have seen.  

6.5 LIMITATIONS OF THE STUDY      

There were several limitations to this study, the main one being the focus purely on one 

culture, the UK. With the focus being on the UK, it meant that I could place emphasis 

on my own national cultures and how that impacts my preconceptions and assumptions. 

Also by using a narrative research design I was able to get the best answers possible 

from my respondents and allow them to tell stories as examples of their leadership. This 

helped clarify the typical English leadership style and how that contrasted and agreed 

with the literature. It also helped clarify where these preconceptions have come from in 

a typical English person, and highlights the contrast between what managers are 

believed to be and what they actually are in real life.  

I believe that another limitation to the study was that there was not enough mention of 

the individual’s upbringing in the interviews. This could have brought a different aspect 

into the empirical data and made more of an impact on the preconceptions and their 

development. Also, there was a lack of discussion about how the laws and regulations 

have changed the preconceptions of the participants. This would have been an 

interesting topic to tackle as it would expose if laws and regulations in a country affect 

the thoughts and beliefs of everyday people.  

6.6 RECOMMENDATIONS FOR FURTHER RESEARCH 

Since this study had to be cross-sectional and at one point in time, it could be interesting 

to observe a long term perspective of the process of women being involved more in 

management.  

The time quality of a processional analysis thereby lies in linking processes to 

outcomes. The holistic ambition is not just about pattern recognition of the process 

stream, or handling the analytical complexities of explanation in the interactionist field, 

but also lies in linking these analyses to the outcomes of the process under investigation 

(Pettigrew, 1997, p. 340). 

I would like to conclude this statement of theory of method for conducting processional 

research by reaffirming five internally consistent guiding assumptions. They are: 

1. embedded, studying processes across a number of levels of analysis; 

2. temporal interconnectedness, studying processes in past, present and future time; 

3. a role in explanation for context and action; 

4. a search for holistic rather than linear explanations of process; and 
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5. a need to link process analysis to the location and explanation of outcomes. 

(Pettigrew, 1997 p. 340) 

From Pettigrew (1997, p. 344) a long term study would be really beneficial for this 

field. If there were a further study spanning even just 5 years to look at the process of 

people's perceptions and views changing it would be really interesting. Especially 

because attitudes towards women in leadership and women in general are changing 

constantly, as well as the stereotype of what a manager and leader are. This could be a 

more ethnographic and observational study, it would allow the researcher to see the 

long term implications of these preconceptions as well as how they change over time, 

either by external observation or with interviews. This would bring interesting views on 

how preconceptions can change over time in the individual and in society.  

A deeper comparison between nationalities thoughts and preconceptions would also be 

really interesting to see if other cultures are changing in the same way that the English 

culture is evolving. This could include interview comparisons between Sweden directly 

and the UK, or the UK and a more masculine based country such as Spain or Greece. I 

believe that their preconceptions and views about leadership and management would be 

really interesting as well. This could be another cross-sectional study but at different 

points in time to see how opinions have developed and changed or not changed.  

Another idea for further research would be to compare more industries and their 

opinions and views on leadership and management. It would be interesting to see if in a 

more “neutral” gender industry such as the service industry, if there are still these 

preconceptions of what a leader and a manager are. Comparing a wider array of 

industries would also show if there are any differences and if they are negligible or 

significant. It would be intriguing to look at the finer details of their differences and 

how that affects their preconceptions. 
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APPENDICES 

APPENDIX 1. THE BEM SEX ROLE INVENTORY TEST 

 BEM SEX ROLE INVENTORY: A TEST OF ANDROGYNY  

 

This test is a way of judging how masculine or feminine you are. For each item answer 

the question,  

"How does the term best fit you?" according to the following scale:  

1 = Never or Almost Never True 2 = Usually Not True 3 = Sometimes but Infrequently 

True 4 = Occasionally True 5 = Often True 6 = Usually True 7 = Always or Almost 

Always True  

 

Questions: 

 

01. Acts as a leader  

02. Adaptable  

03. Affectionate  

04. Conceited  

05. Aggressive  

06. Cheerful  

07. Ambitious  

08. Conscientious  

09. Childlike  

10. Conventional  

11. Analytical  

12. Compassionate  

13. Assertive  

14. Friendly  

15. Does not use harsh 

language  

16. Happy  

17. Athletic  

18. Eager to soothe hurt 

feelings  

19. Competitive  

20. Helpful  

21. Feminine  

22. Inefficient  

23. Defends own beliefs  

24. Receptive to 

Flattery  

25. Dominant  

26. Jealous  

27. Gentle  

28. Likable  

29. Forceful  

30. Gullible  

31. Has leadership 

abilities  

32. Moody  

33. Loves children  

34. Reliable  

35. Independent  

36. Loyal  

37. Individualistic  

38. Secretive  

39. Sensitive to the 

needs of others  

40. Sincere  

41. Makes decisions 

easily  

42. Shy  

43. Masculine  

44. Solemn  

45. Soft-spoken  

46. Tactful  

47. Self-reliant  

48. Sympathetic  

49. Self-sufficient  

50. Theatrical  

51. Tender  

52. Truthful  

53. Strong personality  

54. Understanding  

55. Willing to take a 

stand  

56. Unpredictable  

57. Warm  

58. Unsystematic  

59. Willing to take risks  

60. Yielding  
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Answers: Put the scale number next to the question number for each of the items. 

01. _____ 02. _____ 03. _____ 04. _____ 05. _____ 06. _____  

07. _____ 08. _____ 09. _____ 10. _____ 11. _____ 12. _____  

13. _____ 14. _____ 15. _____ 16. _____ 17. _____ 18. _____  

19. _____ 20. _____ 21. _____ 22. _____ 23. _____ 24. _____  

25. _____ 26. _____ 27. _____ 28. _____ 29. _____ 30. _____  

31. _____ 32. _____ 33. _____ 34. _____ 35. _____ 36. _____  

37. _____ 38. _____ 39. _____ 40. _____ 41. _____ 42. _____  

43. _____ 44. _____ 45. _____ 46. _____ 47. _____ 48. _____  

49. _____ 50. _____ 51. _____ 52. _____ 53. _____ 54. _____  

55. _____ 56. _____ 57. _____ 58. _____ 59. _____ 60. _____  

Column Totals: (Add up the values in each of the six columns.)  

1. _____ 2. _____ 3. _____ 4. _____ 5. _____ 6. _____  
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Masculine Traits: _____ Add the score from column 1 to the score from column 5. 

Columns 1 and 5 are the "Masculine" traits. 

Feminine Traits: _____ Add the score from column 3 to the score from column 6. 

Columns 3 and 6 are the "Feminine" traits. 

Note: Columns 2 and 4 are "Neutral" traits. 

Bem Score: _____ Subtract Feminine traits from Masculine traits. 

Masculine Traits - Feminine Traits = Bem Score 

To interpret your results compare your Bem Score to the Androgyny Scale below: 

Androgyny Scale: 

Feminine -20 or Less 

Nearly feminine -19 to -10 

Androgynous - 9 to 0 to + 9 

Nearly Masculine +10 to +19 

 

Masculine +20 or More   
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APPENDIX 2. INTERVIEW GUIDE  

Interview Guide 

 

Introductions: 

Name, Umea University, what the research is about. Survey results please. 

 

Formalities- recorded, consent form, Confidentiality form 

 

Opportunity to ask questions at the end of the interview, and at any point throughout if 

relevant. 

 

Background and Technical skills 

 

1. Describe the position do you have now? 

2. How long have you had this position? 

3. What was your position before this one? 

4. How long have you worked for the organisation? 

 

5. How many people do you manage? 

6. Tell me about what you do in a typical day? 

7. Describe your responsibilities? 

8. Tell me what you think is the most required skill for your job? 

 

Open-ended, Clarifying Questions 

 

9. Tell me about a time when your managerial skills were needed most? 

 

10. Tell me about a time when you felt that you had to be a leader of your team? 

 

11. What do you do if you disagree with one of your team or co-workers? 

 12. Why? 

 

13 How do you motivate your team or co-workers? 

 14.Why? 

 

15 Describe an effective manager? 

 16. Characteristics? 

 17. Why? 

 

18. Give an example of an effective manager that you know? 

 19. Why are they effective? 
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20. Describe an effective leader? 

 21. Characteristics?    

22. Why?   

 

23. What would you say the difference between leaders and managers is? 

 

24. Give an example of an effective leader that you know or know of? 

 25. Why are they affective? 

 

26. Would you call yourself a leader    

27. Why/Why not?   

 

28. How would you become a leader? 

 

29. Do you think that one leader can be competent in one workplace/environment but 

not another?  e.g. Differing industries 

 e.g. Different countries, same company/industry 

 30. Why is that? 

 31. Can you give an example? 

 

32. Does the English culture influences your management style/approach? 

 33. Why? 

 34. Give an example? 

 

35. Describe a typical English manager?    

36. Why do you think that?   

 

Interview Close 

Any Questions? 

 

Any Additional information or comments you wish to make? 

 

How was my interview style? Did I affect any of your answers with my presence? 

Sex/attire etc. 

 

What will happen to their information- 

Contact info for copy of thesis etc. 

Communication and Presentation 

Atmosphere- 

Location, snacks, smells, body language, interruptions, 
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Feel of the participant- 

relaxed, forthcoming, interested, unsure etc. 

 

Mood of interviewer- 

Any leading, interrupting, body language, etc. 
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APPENDIX 3. PARTICIPANT INFORMATION SHEET 

Participant Information Sheet. 

 

Project Title 

“Women in Middle Management; The Underutilised Resource” 

 

Summary 

I am researching the issues surrounding women in leadership positions specifically, in 

middle management roles. I am doing a comparative study between the UK and 

Sweden, in the Healthcare sector and in the Manufacturing industry. I will try and 

compare the traditionally caring environment and construction environment to see if 

that alters the participants leadership style and management approach. I chose to focus 

on middle management because there has been a big push to get more women into 

senior management positions in both the UK and Sweden in recent years, and there has 

been more focus of the proportion of female board members, but little focus of day-to-

day managerial activity. I would like to know if there is a preferable style of leadership 

and whether it is perceived to be more feminine or masculine depending on the 

environment and the participant. For the purpose of my study the definition of middle 

management and middle managers that I will be using comes from Merriam Webster: 

 “the group of people in a company who are in charge of employees but are not 

involved in important decisions concerning the company” 

I feel that this adequately describes the participant that I would like to interview for my 

study. 

My research questions are as follows: 

 

1. What are the differences in Leadership/management styles between men 

and women? 

2. What are people's views on the management/leadership styles of women 

in management in the health care industry? 

3. What are people's views on the management/leadership styles of women 

in management in the manufacturing industry? 

4. Do preconceptions/stereotypes affect the views of people in an 

organisation, when dealing with women in management and their style's 

There will be no information about patients or patient care shared within the study and 

there will be no information about the medical community or organisation being 

discussed. The study will be purely based on employee and manager relations and 

relations between managers themselves. 

Invitation 

 

I would like to invite you to take part in my research study.  Before you decide I would 

like you to understand what the research is about and what it would involve for you. 

Feel free to talk to others about 
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the study if you wish.  Ask me if there is anything that is not clear.  My contact details 

are: 

 

 

 

Name: Roisin Weir  

 

Email: rowe0014@student.umu.se 

 

Telephone Number: +46703258947 

 

Skype Handel: roisin_weir 

 

 

This study is entirely voluntary and at any time you can decide at any time if you no 

longer want to participate or have you results and information used. 

 

What Will Happen 

For this study it is a short term process, the participants will be required to fill out a 

questionnaire before an interview via Skype or in person, which will be maximum 25 

minutes long. The interview as mentioned can be held in person at a location and time 

convenient for the participant between the 15
th

 and the 23
rd

 of April. Or from that date 

on, Skype interviews can again be conducted at the convenience of the participant. 

If you are happy with being recorded then there will be an audio recorder to detail the 

interview. If not then notes will be made by myself to help with the analysis process. 

The questionnaire will be made anonymous, and will only be linked to the interview. 

No formal data will be taken from the questionnaire, as they will be used to aid the 

qualitative research.   

 

Expenses and Payments 

Due to me being a master's student, there will be no expenses fund or payments for the 

participants. During a face-to-face interview refreshments will be provided by me, but 

over Skype that will not be a possibility. 

 

Disadvantages 

It will take some time, and I will be asking the participants to analyse themselves and 

how they view their own gender and leadership style. I will be analysing their answers 

in a gender context, so if the participants believe that this would not be comfortable for 

them they do not have to participate. 

 

Advantages 

mailto:rowe0014@student.umu.se
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The advantages for the participant in doing this study is to help reveal a little about 

themselves, and their leadership, or management practices. Which can be quite a 

therapeutic experience for some and may be interesting for you. This being said I cannot 

promise that the study will help you,  personally, but the information from this study 

may benefit further research and others looking at women in leadership positions. 

 

Questions 

If you have any questions about the research or any aspect of participation, feel free to 

contact: 

Roisin Weir, Umeå University, rowe0014@student.umu.se 

 

 

Any complaint about the way you have been dealt with during the study or any possible 

harm you might have suffered will be addressed.  Please address your complaint to the 

person below who is a senior University official entirely independent of the study: 

 

 

 

Ulrica Nylén 

 

Umeå School of Business and Economics (USBE) 

 

Företagsekonomi 

 

Umeå universitet 

SE-901 87 Umeå 

Sverige 

 

T:+46 90 786 61 52  E: ulrica.nylen@usbe.umu.se 

 

 

 

 

Confidentiality 

The data from the interviews and from the questionnaires, will be stored by me, on my 

personal laptop and on hard copy. All information will be anonymous on my laptop so 

if it were to be stolen or hacked into there will be no names or professions listed with 

the transcriptions of the interviews or the questionnaires. 

If future studies wish to use my research they will be able to request use to the original 

data, which can be rejected. If the request is accepted again the data will be shared 

anonymously and only to other researchers or academics for research purposes. 

mailto:rowe0014@student.umu.se
http://www.umu.se/sok/english/staff-directory/view-organisaton?umuSeLIN=3366467174426075135
http://www.umu.se/sok/english/staff-directory/view-organisaton?umuSeLIN=3366467174426075135
http://www.umu.se/sok/english/staff-directory/view-organisaton?umuSeLIN=3366467174426075135
http://www.umu.se/sok/english/staff-directory/view-organisaton?umuSeLIN=3366467174426075135
http://www.umu.se/sok/english/staff-directory/view-organisaton?umuSeLIN=3366467174426075135
http://www.umu.se/sok/english/staff-directory/view-organisaton?umuSeLIN=3366467174426075135
mailto:ulrica.nylen@usbe.umu.se
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During the process of the thesis the participant has to be aware that the thesis 

supervisor, Zsuzsanna Vince, will have access to the raw data with anonymity. I am 

required to keep the information from the raw data for a year in my position in case of 

contact for possible future research. Then it will be securely disposed of in accordance 

with the Swedish Personal Data Act (Personuppgiftslagen, PUL, SFS 9 1998: 204).     

 

What Will happen to results 

The results from the interview and the questionnaire will be transcribed anonymously 

and then analysed by me so that I can make a conclusion on the data. If you would like, 

the completely thesis will be sent to the participants to see the contribution that they 

made or not. When the thesis has been present and defended for the final seminar, it will 

become a public document in accordance with the Swedish Principle of public access to 

official records. Furthermore the thesis will be published on the internet (via the 

national data base DiVA for research work and student theses at Swedish Universities: 

umu.diva-portal.org).  In relation to secrecy of this thesis there are a few options; Sign 

and agreement on secrecy regarding the material that is not explicitly used in the thesis. 

Have facts regarding the company and its business may be made anonymous or altered 

to protect company confidentiality. 

 

Who is organising funding the research 

Since this is a masters' thesis which has not been commissioned there will be no funding 

for this research. 

 

Who has reviewed the study 

The study proposal was review by Zsuzsanna Vince, my thesis supervisor, who has 

included a letter of research intent in the attachments. Once it has been submitted it will 

be reviewed by two side opponents and one main opponent before going before the 

Review Board of the Umeå School of Business and Economics for grading. Once it has 

been reviewed it will be public access. 
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APPENDIX 4. TABLE OF CODE NAMES FOR INTERVIEWEES AND THE INTERVIEW 

INFORMATION 

 

 

Code Name Industry Date Lengt

h 

Data  Location Employment 

title 

Jim Healthcare 15/4/2014 55 min 9 pages Coffee shop IT Project 

officer 

Yvette Manufacturin

g 

16/4/2014 30 min 7 pages Her Office HR Manager 

James Manufacturin

g 

18/4/2014 30 min 7 pages My home Development 

Manager 

Carol Healthcare 20/4/2014 25 min 7 pages My home Universal 

services 

manager 

Maria Healthcare 23/4/2014 25 min 7 pages  Her Office Clinical 

manager 
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