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ABSTRACT 
Countless studies have been conducted examining the effects of job satisfaction on important workplace attitudes and behaviors. There have been an equal number of studies concerning the effects of leadership style on employee behaviors, and numerous attempts to correlate the two from various sides and angles. It has been broadly determined that management roles have implications on employee job satisfaction and workplace behaviors. Also, there have been several studies concerning the role of gender on leadership style and employee job satisfaction. However, the results of these past studies are somewhat inconsistent, so the focus of this paper is to provide a review and investigation of past research findings with the goal of shedding some light on the relationship between these variables in today's workplace

INTRODUCTION
 Managers play a pivotal role in affecting employee job satisfaction and success. It has been suggested that men and women have varying preferences for their manager’s gender (Preko, 2012). For example, past studies have provided evidence to support that males are more critical of females in leadership roles (Sinclair and Kunda, 2000; Sheppard and Aquino, 2013). Other research shows that the evaluations of female leaders are more negative even if they exhibit masculine leadership characteristics (Eagly, Makhijani, and Klonsky, 1992; Schieman and McMullen, 2008). Since the late 1980's, women have been a permanent fixture in workplace management in the U.S. In 2010, the U.S. Labor Department reported that 58.6 % of all women 16 years and over, or about 72 million females, were counted in the labor force. Of that 72 million, about 40% were either in managerial or professional occupations (U.S. Department of Labor Statistics, 2011). The changes to workforce demographics are inescapable and, for that reason, there have been a myriad of studies comparing the differences in male and female leadership over the past 30 years.

Differences in Leadership Styles Between Men and Women

In earlier studies, researchers asserted there were no differences in leadership styles of men and women (Posner and Munson, 1979; Powell, 1990). More recently, however, there has been a shift to label the different characteristics of leadership as masculine or feminine, allowing both men and women to exhibit characteristics of either gender (Burke and Collins, 2001; Hopkins, 2002). In the past, there has been a general consensus among researchers that in the U.S. culture the stereotypical masculine approach has been idealized as the more successful leadership style. A masculine style of leadership exemplifies a more rigid approach that is productivity-driven and focuses on the end result. Hasan et al. (2011) claimed that “men are more argumentative, give their opinions and don’t share any personal information” (p. 317). They continue to express that men Page 144 Journal of Organizational Culture, Communications and Conflict, Volume 18, Number 2, 2014 are more direct in decision-making and are, in essence, autocratic taking little consideration for employee’s opinions.

The Relationship Between Supervisor Gender and Job Satisfaction
A lesser-discussed topic includes that of the relationship between supervisor gender and employee job satisfaction. While there are vast studies concerning employee job satisfaction, less is known of the effects of gender on the individual level of interaction that occurs between a leader and a member. Employee job satisfaction is important because it can impact several important work-related attitudes and behaviors. Over the last five decades or so, thousands of studies have shown that job satisfaction affects such work behaviors as organizational citizenship behaviors (going above and beyond the job description), counterproductive work behaviors, turnover, absenteeism, other withdrawal behaviors (Spector, 1997). It has also been correlated with customer satisfaction and loyalty, so it has a definite impact on a firm's operating costs and bottomline (Snipes, 2005). Few studies have found a significant direct correlation between leader gender and subordinate job satisfaction. The relationship between job satisfaction and leader gender appears to be more complicated (Ashmore and Del Boca, 1986; Grissom et al., 2012).

The Impact of Generation Y on Workplace Culture and Leadership Style
Generation Y, or "Millennials", represent a fast-growing segment of the workplace. This generation represents about 80 million individuals in the U.S. born between 1980 and the early 2000's who began entering the workplace at the beginning of the 21st century. Many researchers have studied the differences in this generation of employees -- and there are several of them -- to determine how to best attract, manage, and motivate them. Research has found that one of the differences between Millennials and other generations is that they do not respond well to the stereotypical male authoritative leadership style. As pointed out by Hubbard, "they are not happy to simply follow orders and will question requests until they are comfortable in their understanding of the why's and what's behind the request.A nurturing leadership style that focuses on team- and relationship-building activities -- stereotypical female traits -- appears to be more important to the new generation. Hershatter and Epstein (2010) state that this generation has been raised predominantly by doting parents and teachers "whose training included the importance of building self-esteem".
CONCLUSION
Grisoni and Beeby (2007) pointed out that, “shared assumptions about effective leadership behavior continue to limit women’s access to senior positions of power and authority”. Organizational research to-date supports homogenizing gender leadership traits -- men are authoritative and task-oriented, and women are democratic and interpersonal -- and drive development of leadership theory. Unfortunately, the research to support or refute the prevailing views on gender leadership styles is conflicting, poorly gathered, and oftentimes defines gender leadership differently: demographics versus behavioral traits. Billing and Alvesson (2000) astutely point out that studies that result in little or no gender leadership differences “say more about the situations than the persons” .It is increasingly apparent that group’s perception of the female role may be more influential on the female leader than her physical gender.
An example of the perceptions that can surround a powerful female is evidenced by the treatment of Marissa Mayer, Yahoo! CEO, who, while five months pregnant, took over as the company’s lead executive in the summer of 2012. In order to breathe life into the stumbling technology company, she announced internally that employees were no longer authorized to telecommute. Someone leaked the memo to the press and the backlash was immediate. Ms. Mayer was painted as manipulative and embodying a culture of inhibiting women’s progress. An email sent to technology Kara Swisher of AllThingsD read, “when a working mother is standing behind this, you know we are a long way from a culture that will honor the thankless sacrifices that women too often make” (Guynn, 2013). An e-mail sent to technology blogger Kara Swisher of AllThingD read, "when a working mother is standing behind this, you know we are a long way from a culture that will honor the thankless sacifices that women too often make" (Guynn, 2013). Forbes staff writer Jenna Goudreau also issued a response that included “Back to the Stone Age” in the title (2013). Ms. Mayer has since claimed to be well aware of what is said about her, but insists that her stance is correct and she doesn’t care what others have to say about her decisions if the business is exceeding objectives (Krasny, 2013). Although there are other factors at play in the backlash concerning telecommuting, the negativity towards Ms. Mayer’s gender, her treatment by her employees and media, and her subsequent response all support the need to understand the origins of negative perceptions of women in the workplace.
Considerations for future research should include the study of the evolution of the work environment and the ways work environments are impacted by changing gender norms as societal views on all leadership changes. There is a possibility that much of the data collected prior to the 1990's is skewed because females were still relatively new to leader roles in business organizations and may have been accommodating due to their token stature. Therefore, new research should attempt to compare gender leadership differences in industries with substantial histories of female leadership and those with emerging female leadership. This research substantiates the claim that the landscape of work environments will continue to change as they have for the last half-century. Thus, it is important to recognize the need for continual research into the relationships, stereotypes, fundamental organizational values, and leadership roles within an organization as these topics will perpetually evolve for years to come.
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