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Abstract.
For many years, people have discussed and used the subject of leadership. However, the serious discussion about leadership has only begun in the last 80 years. In order to understand what makes someone a good leader, the factors that make an individual a good leader need to be considered. This study focuses on the gender factor to see if it is detrimental to leadership effectiveness.  Both men and women should and can be considered efficient leaders regardless of their gender. This study addresses whether gender must be considered to determine effective leadership, if so then how can each leader maximise their potential and effectiveness in their field. Men tend to become leaders more frequently than women, according to research. However, in the decades since the last empirical examination of the gender gap in leader emergence (Eagly & Karau, 1991), cultural expectations have come a long way since gender diversity was first published and both men and women have evolved along with these changes. 

Introduction
Studies conducted before 1990 provide information on male and female leadership styles. These studies typically distinguished between two leadership philosophies: task orientation and interpersonal orientation. Task orientation is defined as the concern with completing tasks by planning activities related to specific tasks, while interpersonal orientation is defined as the concern with maintaining interpersonal relationships by caring about the welfare and morale of others. This distinction between interpersonal and task styles was first made by Bales (1950), and it was later developed by leadership experts at Ohio State University (Hemphill & Coons, 1957) and the University of Michigan (Likert, 1961). In addition, academics have distinguished between managers who behave democratically and allow staff to participate in decision-making and those who operate autocratically and restrict staff from doing so. Since then, this component of leadership often referred to as democratic vs. authoritarian leadership has been developed by numerous experts. Their research was motivated by experimental studies on leadership style (Lewin & Lippitt, 1938;, Vroom & Yetton, 1973). To determine if women and men differed in these leadership styles Eagly and Johnson (1990) performed a meta-analysis of the 162 publications that examined men and women on these styles.
 There are numerous arguments made both in favour of and against gender disparities in leadership. According to some academics, women have developed traits and behaviours that would consider them better at relational leadership than men.  It is asserted that female leaders demonstrate an empowering manner that allows them to values their team. Men are more likely to adopt a command and control style when it comes to leadership (Rosener, 1990). This implies that women more easily adopt participative behaviours than do their male counterparts.
Interest in gender-related problems has significantly expanded in recent years (Belingheri et al. 2021).  The problem of leadership has been one of the subjects that has drawn ongoing interest from management researchers. Although as time has progressed more women have more access to middle management roles than ever before, men have traditionally held the majority of leadership positions in business, politics and many others. Women are heavily represented in management, typically in fields that are dominated by women and those that are expanding (Cabrera et al., 2009; Cohen & Huffman, 2007). Women are less likely to hold positions of higher management. Despite advancements over time, experts have found persistent disparities between male and female managers in terms of pay, power, and mobility (Reskin and Ross, 1992; Stainback and Tomaskovic-Devey, 2009).
Gender and leadership has been thoroughly researched and written about over the yearswith some  examining the relationship between gender, top management, and leadership behaviour (Eagly & Karau, 2002; Bartol, Martin, & Kromkowski, 2003). As a result, this study hopes to gain a better understanding of the topic by gathering the information that is currently accessible on studies on the gender, and leadership style of business's top management levels. According to Dubrin (2010), a leadership style is a fairly consistent pattern of conduct, and behaviour is an organism's reaction to "a large diversity of reasons found both within and outside of people."(Allen, & Reber, 2009).
 The author claims that historically, the function of gender has garnered more attention and theorising than leadership qualities. By using the Campbell et al. (1993) model of work performance, the authors want to offer a new perspective on gender and leadership discussions. This will enable her to analyse and clarify gender differences in crucial leadership traits. This model of work performance can be applied to the leadership field and offers the author some valuable insights. In order to fill in any gaps in her knowledge, the author plans to evaluate the existing studies on how gender affects leadership and whether it actually influences whether male or female managers perform better.

Literature Review.
In terms of gender and leadership, scholars have often concentrated on three areas. First, researchers have focused on whether men and women have different leadership philosophies. Second, is there a link between gender and leadership effectiveness the author aims to find out if women are better than men when it comes to being a leader or vice versa. Lastly, the author will address the glass ceiling, are there barriers that hinder women from achieving top management roles in corporations, has received a lot of attention (Northouse, 2007). There are conflicting results about the differences between male and female leadership styles, even though Eagly and Johnson (1990) found that there were only minor variations in leadership styles, they emphasise that women are more likely than males to be democratic and participative in their leadership styles, which skew more toward autocracy (Eagly & Johnson, 1990). 

Democratic Leadership Vs Autocratic Leadership
Rosener (1990) conducted reports and questionnaires, from her research she discovered that men would use a more authoritive style while women would have a more transformational style that placed a strong emphasis on interpersonal abilities. She discovered that socialisation and professional pathways help to explain why women lead in various ways in a study of female leaders. The women who took part in this study stated that their leadership style was something that they naturally knew (Rosener, 1990). According to Rosener, before the 1960’s, society expected far different things from men and women. She added that men were expected to appear to be strong and competitive, able to make decisions and take control of difficult situations, while women were expected to act around roles that are to be considered gentle and to provide a service. She continues by speculating that this might be the reason why women are more likely than men to be interactive leaders (Rosener, 1990).  The author suggests that this was because men were considered the bread winners and would go out to work, while women would take on the home environment and tend to the needs of their family. This is supported by Phillips (1995), who claims that women place more value on nurturing and caring relationships with their employees because they are more likely to lift up those who work for them (Phillips, 1995). They also frequently seek out compromises rather than criticing individuals who fail to live up to expectations. Women frequently compare their workplace to their family. A meta-analysis conducted by Eagly, Johannesen-Schmidt, and van Engen also supported this (2003).  Additionally, some studies have revealed that managers, both male and female, perceive themselves differently (Vinnicombe & Cames, 1998).
Griggs (1989) wrote a PHD dissertation on university women's centres and women's study programmes, she outlined the differences between men and women in leadership roles. According to her, women use consensus decision-making, support constructive dispute resolution, contribute to the creation of supportive work environments, and advance workplace diversity. The author draws the conclusion that these traits indicate that women do best in work settings that are not boss-centered and use more adaptable leadership styles. Particular gender disparities in leadership style were discovered by Bass (1990) and Bass and Stogdill (1990). According to their claims, women don’t tend to manage by exception and are more likely to help if individuals need help with tasks. They continue by saying that women balance criticism with praise. According to their research, women are more likely to transform than males, making them more charismatic. 
It should be considered that if men and women leaders use different leadership philosophies this could allow researchers and organisations alike to address why there are fewer women in higher management roles. The value of this research line is hotly contested in the literature. However, Eagly and Carli (2003) correctly note that "managers removed from their posts are frequently critiqued for their leadership styles, and job candidates' leadership styles are unquestionably among the traits given additional attention in interviews of candidates for managerial positions" (Eagly & Carli, 2003). The author agrees with the notion that "the idea that women and men differ in their usual leadership conduct is relevant because leaders' own behaviour is a primary driver of their effectiveness and opportunities for advancement" (Eagly, Johannesen-Schmidt, and van Engen 2003) the author furthers this by suggesting that the individuals beliefs, morals and motivation should be considered irrelevant of their gender. In reality, several scholars have examined this issue in recent years and contrasted the leadership philosophies of men and women (Cuadrado, Morales, & Recio, 2008) this is aggreed by (Wood & Eagly, 2010). 
The available evidence indicates that no consistently clear pattern of differences can be discerned in the supervisory style of female as compared to male leaders (Bass, 1981); "Contrary to notions about sex specialisation in leadership styles, women leaders appear to behave in similar ways to men" (Bass, 1981); and "Contrary to notions about gender equality in leadership styles, women leaders appear to behave in similar ways to men" (Nieva & Gutek, 1981).  Loden (1985), based their judgments based their own experience and also the impressions they gained from the managers in which they engaged with during their study. However, this does have its limitations as certain industrys would have different point of views and can impact findings. In male-dominated industries, women tend to show leadership styles in ways similar to men in those industries, even to demonstrate a more stereotypically masculine style of leadership than males (Gardiner & Tiggemann). Their results confirm Kanter's (1977) findings that women change their management style when they are a minority in order to diminish perceived differences by men. Although these do hold their limitations in more formal studies of management conduct, where data were collected through questionnaires or behavioural observations and then quantitatively evaluated, social scientists frequently based their results on these research.  However, because of the relatively informal methods by which reviewers have drawn conclusions from the available research, the generalisations that social scientists appear to have accepted in this field, which stem from reviews of empirical research (Bartol & Martin, 1986) the author suggests that these reviews were narrative in nature and not based on any specific guidelines for drawing conclusions from study findings. Furthermore, only a small part of the studies that were available were used to create any of the existing reviews.

Theory of Job Performance
When looking at this theory the individual must consider that their behaviour has a major impact on their own performance (McCloy, Campbell, & Cudeck, 1994).  A Manager can only lead effectively when their actions meet expectations. According to academics, three behavioural paradigms of leadership task oriented, relational oriented and change oriented can be combined wthin (Yukl, Gordon, & Taber, 2002) also passive can be used subjectively (DeRue, Nahrgang, Wellman, & Humphrey, 2011). 
Research has since shown the presence of distinctive and more harmful types of leadership behaviour (Krasikova, Green, & LeBreton, 2013). This brings the author to the crucial insight provided by models of work performance: performance is multidimensional (Campbell et al., 1993). In addition to these managers frequently exhibit other behaviours. In particular, administrators, important communicators to stakeholders both inside and outside the business, and technical experts are frequently also managers (Borman & Brush, 1993). Last of all researchers need to note that performance is different from effectiveness as it reflects the results of performance behaviours that may be tainted by environmental factors outside the control of the individual (Campbell, 1990). This shows the author that the way in which a leader reacts to a certain situation and the behaviour that they exhibit will show how effective they can be but if something is out of their control then the end result or how they perform wouldn’t mean a task can be completed successfully.
Leadership Emergence
Badura, Grijalva, Newman, Yan, and Jeon (2018) conducted a meta-analysis on gender differences in leadership emergence.  Their findings suggests that women are still less likely than men to become leaders despite there being evidence in a drop in the size of gender differences in leadership emergence over time. Their study supports Eagly and Karau (1991) report as they also discovered that, women had a higher compared that of men when it came to social leadership in leadership emergence even though they were ranked differently. Both meta-analyses discovered that women held a better advantage in leadership emergence when tasks would require them to be more social. 
Leadership Effectiveness
From Paustian-Underdahl, Slattery Walker, and Woehr (2014) study, men and women had comparable effectiveness. These results were consistent with those of a previous meta-analysis by Eagly, Karau, and Makhijani (1995). Both meta-analyses, discovered evidence that men performed better than women in environments where men predominated numerically and in a more masculine way. Role congruity effects, when people perform better in positions that are perceived as being consistent with their gender (Eagly & Karau, 2002) may help to explain the former, whereas social identity theory may help to explain the latter (Hogg, 2001). The meta-analysis found contexts where women may more effectively lead compared that of men in the same field. Campbell et al. (1993) categorised factors as leader behaviours or performance as opposed to effectiveness were included in their inclusion criteria. Even though social scientists concur that there are none to little differences between men and women in leadership positions, there is a small number of social scientists that have acknowledged that there is some evidence for disparities in leadership style among research participants who have not been selected for occupancy of leadership roles in natural settings (Brown, 1979,; Hollander, 1985).  For instance, few, if any, justifications for variations in gender-based leadership styles were discovered in studies by Bartol (1978), Dobbins and Platz (1986), and Powell (1990).
According to Eagly and Johannesen-Schmidt (2001), women should use transformational leadership styles, rewards, and less laissez-faire leadership to increase workplace effectiveness. Their results are consistent with the academics attention to this topic in which they paid to the idea that women may make better leaders than men. According to the author's research, there is no superior gender; rather, one gender responds and reacts more favourably to specific leadership roles and activities than the other. This is also supported by Bass (1990), who, based on his own research, concluded that there is no discernible pattern of variation in leadership styles. Even if there are gender inequalities in leadership, he contends, they must be viewed in the correct context(Bass, 1990). Although Kabacoff and Peters (1998) did discover differences, they came to the conclusion that both genders are capable of effective leadership. Their research findings support this idea. When bosses offered ratings, it was discovered that the association between leadership behaviours and effectiveness varied; however, direct reports' ratings did not show any differences in correlation. This implies that the approach taken in gathering reports is crucial in assessing the outcomes. Studies on the effectiveness of various leadership philosophies have shown that both men and women can lead effectively. The only gender rating differences were that men and women performed better in roles that suited their gender (Eagly, Karau & Makhijani, 1995). 
Leader Behaviours 
Male and female organisational leaders did not show much difference in their interpersonal or task leadership style, according to Eagly and Johnson's (1990). However, women leaders were more likely to lead in a democratic (as opposed to an autocratic) manner as stated previously in the literature review. This pattern of findings has not changed, according to an updated meta-analysis of research conducted by van Engen and Willemsen (2004) which is based on Eagly and Johnsons theory. The Full Range model of leadership's associated leadership dimensions have gained popularity thanks to the questionnaire (Avolio, Bass, & Jung, 1999). Eagly, Johannesen-Schmidt, and van Engen (2003) conducted a meta-analysis of this literature and discovered consistent differences which scored female leaders higher in transformational leadership but these differences again were minor.  In the results it showed that men were also more likely to practise laissez-faire leadership and management by exception, these are both considered to be less effective leadership styles. 
Abusive supervision can be defined as "the sustained display of hostile verbal and non-verbal behaviours, excluding physical contact" by one's leader, despite the fact that interest in destructive leadership is growing and several constructs have been proposed (Tepper, 2000). Abusive leadership practises include making fun of subordinates, telling lies and keeping your word, and failing to provide the proper credit. According to a recent meta-analysis, men are rated as having more abusive supervision than women (Mackey, Frieder, Brees, & Martinko, 2017).  Cooper (1992)agrees with these findings, he conducted his own research in the UK, men typically manage by punishing employees whereas women manage by rewarding them. He places focus on the disparities between the two groups' approaches to leadership. From this, he deduced that women have developed stronger socialisation for managing people and relationships at home and have carried this over to the job. 
Knowledge
It is though that men may have better access to social networks that can connect them to decision-makers and institutional expertise (Campbell, 1988). There is some evidence that the social networks of male and female managers do differ, despite the fact that there are comparatively few research looking at the social networks of female managers (Ibarra, 1997). Due to their higher prevalence in line and management positions, male managers may also possess more technical understanding of businesses than female counterparts (Lyness & Heilman, 2006). By concentrating on qualitative investigations, Collard (2001) uses a more quantitative approach. The study issues a warning against considering gender disparities as unilateral factors while outlining the significance of gender variations in the principalship in its findings. Compared to statements made by advocates of gender stereotypes, the study supports more moderate claims. According to the author's interpretation of these data, organisational culture is necessary in order to properly comprehend the challenges surrounding leadership issues related to gender.
Skill
Discussions about leadership gender differences frequently bring up the idea that female leaders have better interpersonal skills than male leaders ( Riggio & Reichard, 2008). Although some empirical study implies that gender differences in social and emotional abilities can account for differences in charismatic leadership behaviours (Groves, 2005), generally speaking, there is little data that supports or contradicts these statements. The Global Mindset Inventory®, created by Javidan and colleagues, aims to evaluate many of the knowledge and abilities that Zaccaro et al. (2012) claim are crucial for effective leadership behaviours. Men scored better on the overall global mindset than women, according to a sample of managers, and this appears to be mostly due to disparities on specific cognitive characteristics.
Motivation
Chan and Drasgow (2001) propose that motivation to lead is a multidimensional construct made up of three components: affective identity, noncalculative and social-normative motivation to lead. Chan and Drasgow's (2001) conceptualization are frequently used in recent studies of motivators of leadership.  Schuh et al. (2014) discovered that there were moderate gender differences in the desire for power including both students and workers. Gino, Wilmuth, and Brooks (2015) provided converging evidence by discovering that both men and women associated high-level positions and professional advancement with power, but that women were less likely to have power-related life goals and were more likely to anticipate unfavourable outcomes associated with obtaining such powerful positions than men. They discovered that while men and women felt leadership and other high-powered roles were equally accessible, the women being researched didn’t want to have the positions that were offered as they didn’t desire them as much as the men. 
The Glass Ceiling 
Leadership literature frequently discusses the "glass ceiling" phenomena. Due to a lack of human capital, prejudice towards women, and gender disparities, this invisible barrier that stops women from achieving leadership positions exists. The reasons given for the low number of women in top management positions include, among others, the fact that they shoulder significantly more domestic duties, have less work experience, exhibit different leadership styles, more frequently take on informal leadership roles, and are subjected to harsher criticism for self-promotion than men (Northouse, 2007). The glass ceiling has been gradually eroding in recent years as a result of changes in legislation, organisations, business culture, and among women themselves, as well as alterations in values brought on by women's growing labour force involvement (Goethals, Sorenson & Burns, 2004, Northouse, 2007).  Men predominate in management, according to studies of the "glass ceiling" hypothesis, and women's opportunities for progression in hierarchical careers are frequently constrained (Dreher, 2003;  Lyness and Heilman, 2006;  Linehan, 2002).
Statistics plainly demonstrate that, despite recent improvements, there are still a lot more males than women in managerial roles. As you move up the organisational pyramid's hierarchy, this increases most dramatically. Less than 11% of board members and, on average, barely 3% of the presidents of the biggest corporations in each member state of the European Union were women in 2009. (European Commission, 2010). The phrase "glass ceiling" was first used at the tail end of the 1980s to refer to a series of imperceptible obstacles that prevent many qualified women from advancing to positions of authority in businesses (Morrison, White, & Van Velsor, 1987). This global phenomena cannot be adequately explained (at least in industrialised nations) by the existence of discriminatory labour laws, the dearth of women's education, or by women's potential lack of professional experience (Morrison & Von Glinow, 1990; Powell & Butterfield, 1994). However, certain claims that psychological hurdles, such as women's lack of abilities, interests, or ambition, are to blame for women's difficulty obtaining executive roles have not been scientifically supported (Heilman, 1983; Heilman, Block, Martell, & Simon, 1989; Lefkowitz, 1994; Morrison & Von Glinow, 1990; Schein & Mueller, 1992). The author suggests that women have often tended to be quieter when making executive decisions so when it comes to being taken seriously in a male dominated environment they have had to adopt a more open and loud approach, this can be during meetings at work and social events held by the organisation, rubbing elbows with higher management can impact both managers and colleagues perception of someone.
Peters and Kabbacoff (2002) took a new look at the glass ceiling and claimed that there fewer differences in leadership between men and women when it comes to their behaviour in top positions than there were in the lower positions. They have suggested that women who have broken through the glass ceiling tend to be more strategic thinking and more willing to take risks than men in the same position. From their findings they agreed that the effectiveness of male and females may be measured on different standards (Peters & Kabbacoff, 2002).

The Old Boys Club 
There is no doubt that culture influences leaders (Hofstede, 1996, Schein, 2004, House, et al., 2004). Even though definitions of culture vary a lot, in general it has been understood as the way of life, customs, and script of a group of people (Gudykunst & Ting–Toomey, 1988). In study by McKinsey (2019) it states that the corporate ladder is more difficult for women to ascend than for men. Women make up 48% of entry-level employees in U.K. organisations, but their participation declines to 38% in middle management, 22% in the C-Suite, and 5% in the CEO ranks (McKinsey & Company, 2019). The majority of the gender pay disparity at the population level is caused by the difference in internal promotion rates (Bronson and Thoursie, 2020). While there has been a change to this social dynamic where men and women can join each other more in social events, the change has been implemented at an alarmingly slow rate.  The author states that the men have a better advantage as well as gaining their boss’ friendship they also gain their trust which is considered to have a large impact in effective leadership. 
The old boys' club may actually exist, according to numerous anecdotal reports (Lang, 2011; Lee, 2014; Elting, 2018). For instance, 81% of women claim that they feel excluded from socialising after work hours and from fostering relationships at work (Gray and Barbara, 2013). There isn't much quantitative evidence on this topic, despite this anecdotal evidence. Data issues are one of the numerous difficulties in studying social interactions and long-term repercussions since businesses do not record social contacts among their personnel. Drawing causal inferences is further challenging because choosing to socialise is often an endogenous decision. The historical evolution of society institutions is emphasised by proponents of the institutional approach (Gallie, 1978; Lane, 1989; Maurice et al., 1986; Dore, 1973), who also take into account significant differences in how various countries approach industrialisation.  A national disparity in career paths to leadership roles and in the interactions between managers and their subordinates is one effect of this (Edvardsson, 1992).

How does if affect Business Performance
Zuraik and Kelly (2019) created a questionnaire that was given to team members in US businesses. They discovered that CEO leadership has benefited organisations innovation. However, because more women than males responded to the questionnaire and because there were fewer female CEOs in the sample, their findings should be regarded with care. when examining the impact of having female directors on the quality of financial statements, Garcia Lara et al. (2017) did consider UK companies. They discovered that the lower the earnings management practises, the higher the representation of women among independent directors, this shows that monitary value means more to men than women and stance or title may be more valuable to a woman. On the other hand, in companies that don't bar women from directorships. The performance aspect of the organisation is examined in other research. 
Through a meta-analysis, Hoobler et al. (2018) analyse the link between women's representation in top management and businesses' financial performance and come to the conclusion that female leadership may have an impact on firm performance. However, there is conflicting information regarding the extent of women's impact or their tempered effects on a firm's performance. Based on a sample of Colombian businesses, Moreno-Gómez et al. (2018) investigate the relationship between gender diversity in senior management and business performance. The authors uncover proof that gender diversity improves a company's success. In a similar line, Triana et al. (2019), concentrating on a sample of American high-tech enterprises, examine the impact of gender diversity on a firm's success. Their findings demonstrate that firms' performance is favourably impacted.
However, according to Western (2017) research, switching to a blended workplace from a single-gender environment boosts productivity by 41%. (MIT) In 2016, the Peterson Institute found that women were notably underrepresented on corporate boards and in leadership roles. They estimated that increasing the percentage of women on a board to 30% may increase a company's net margin by up to six percentage points. [This poll comprised 21,980 businesses from 91 different nations. In half of the respondents, there were no female top executives.]  Gender equality has financial advantages.  The literature on innovation has come under fire for failing to recognise the close connections between labour and gender and for favouring men's contributions to innovation above those of women (Blake & Hanson, 2005;  Peterson, 2007). In the authors opinion, the gendered power aspect of company life is a contextual reality that probably has an impact on employees' capacity for innovation. However, there aren't many contextual techniques in innovation studies that take gender into account. The industry in which the business organisation operates is one issue that is likely to build the groundwork for how innovative potential is utilised among the genders on the shop floor level.

Gender bias 
Because of the gender-incongruent feature of a more aggressive behaviour, female leaders who seem tough and authoritative in order to be taken seriously and effectively execute their leadership duties risk being seen unfavourably (Oakley, 2000). For instance, one of the most startling outcomes from the study by Brody et al. (2014) was that male employees' mental health was lowest when female managers' perceived operational competence, which is a "masculine" management citizenship activity, was highest. According to this study, women who are effective managers upset their male employees' minds by challenging gender stereotypes in work environments. Similar to this, Gardiner and Tiggemann (1999) discovered that female leaders received unfavourable assessments when their actions failed to live up to expectations or gender stereotypes. These two studies demonstrate how persistent it is in modern firms to hold preconceived notions about women's managing abilities. Therefore, a female leader can be perceived as underperforming both as a leader and as a woman.
 Numerous studies in psychology have been conducted to determine whether there are differences between men and women (Deaux, 1984; Halpern et al., 2007; Ball et al., 2013). Hyde (2005) discovered evidence in support of the gender similarities hypothesis after reviewing 46 meta-analyses. The study came to the conclusion that "most psychological factors are similar between men and women, but not all," and that "it is time to evaluate the costs of exaggerated claims  of gender differences" (Hyde, 2005, p. 590). In addition to psychology, studies on organisational behaviour, leadership, entrepreneurship, and decision-making, to name a few, have all addressed the gender issue (Alvesson, 1998;, Bruni et al., 2005;, Harrison & Mason, 2007;, Saparito et al., 2013;, Johnson & Powell, 1994). Biological determinism, which served to assign different roles to men and women in society and the workplace, was rejected by Simone de Beauvoir, who stated that "one is not born, but rather becomes, women" (De Beauvoir, 1949, 2011). As a result, the study of gender emerged from women's studies, which emphasised the socially constructed dimension of the category "gender" (West and Zimmerman, 1987). Early studies also shown how gender stereotypes affect workplace behaviour and perception, such as "think boss - think male" (Schein, 1973), which still has an impact on workplaces today (Fischbach et al., 2015). 
The development and application of management information systems must take gender differences in decision-making into account, according to an early analysis of 104 studies (Powell and Johnson, 1995). An examination of gender-related research published in the top IS journals over a ten-year period (1993–2002) indicated a dearth of studies and the predominance of quantitative studies, which frequently reinforce gender stereotypes due to a lack of theoretical support for the gender aspect (Adam et al., 2004). Only half of the 132 IS journal papers included in a more recent review (Trauth, 2013) explicitly incorporated gender into their theoretical underpinnings. Wilson (2004) proposed a conceptual framework for gender research, and others debated the advantages of a more critical perspective for gender and IS research (Howcroft and Trauth, 2008). 
An investigation of captains in the U.S. Army enrolled in a leadership development programme provides one example of the difficulties women encounter in being seen as capable leaders. Even when controlling for years as captain and other status criteria, this study demonstrated a bias favouring men in both self and other judgements, and this was especially true when women were the sole or token female in their organisations (Biernat, Crandall, Young, Kobrynowicz, & Halpin, 1998). A field study of a cadet corps at a university also revealed that, when measured against the standard of objective military performance, assessments of women's competence and leadership abilities were skewed against them (Boldry, Wood, & Kashy, 2001). In light of their propensity to classify men as members of the in group and women as members of the outgroup based on gender, corporate directors, who are predominately men, have a more positive attitude toward men than women in the selection of new directors, according to this research. People treat ingroup individuals more favourably than outgroup members, according to social psychological study (Bodenhausen, Kang, & Peery, 2012; Hewstone, Rubin, & Willis, 2002). Therefore, it's critical to address this gender-based intergroup bias in director selection in order to enhance the representation of women on boards and significant board committees.
The author concludes the literature review by noting that the research was gathered from many regions of the world, not just the UK. Given this, the author believes that assessing a person's capacity as a good leader should depend on their own personal traits and attributes. However, the workplace culture will also have an impact on how a manager can advance to higher positions. Social standards and the dynamics of the group can help determine whether someone will be accepted.

Research Method.
To start the author researched different models to help build her framework for the study, after doing a quantitative search the author chose to use Campbell et al’s (1993) model of job performance as it would help measure what makes a good leader and would assist her in what to research and compare the similarities and differences men and women hold when it comes to traits and behaviours both have. 
The research of the topic , and closely entering in details surrounding the question , and a set of inclusion and exclusion criteria were first created into a study plan. There was a special interest in research that would examine the "effect" of gender on leadership style. What elements of this connection have been studied? What techniques have been applied? Which nations and regions of the world have this relationship been studied?  After doing a comprehensive literature search, it was determined that the key phrase "leadership styles" should be the main focus rather than "leadership," which is interdisciplinary and has a very broad definition. By using the university library system and Google Scholar to search for "leadership and gender," the validity of the concept was examined. Utilizing inclusion and exclusion criteria, a specific search was produced. Google Scholar data base, English language, full text, peer review, and "leadership style" were the inclusion criteria.  The author started to look at data that was written recently to make sure her findings were current and not have opinions that may be considered outdated, this also helped with researching a quantitative research as the author was able to find other studies with similar findings to help support the theorists. 
A search for "Leadership style" and "gender" as keywords returned many results. The author could gain interest from a paper by first reading the abstract this allowed her not to waste time with things that were off topic and irrelevent. The number of articles was then lowered.  Reviewing conclusions and titles, it was decided that additional review was necessary. The following publications, which focused on leadership  The articles discuss many facets of leadership and gender. The majority of study is done in the US; 53% of papers are about American situations. 
 The most common research methodology in academic articles is the use of questionnaires. Other articles used experiments, focus groups, interviews, and secondary data analysis as their approach. The author didn’t conduct her own questionnaire as she felt that there wouldn’t be enough time to construct a questionnaire with appropriate questioning and hand them out to her colleagues both in work and her university class, it would have been even longer to gather the details back from everyone within the given time. The author also notes that the ratio of women to men is around 7:3, with women being more dominant, she felt that with that ratio the findings would have been more bias for women, the research she needs has to be shared on an equal basis. 
Using this pattern of research the author then was able to easily obtain a plethora of studies on this topic and upon reading would find similarities discussed among them, for example many of the researchers would go on to discuss 

gender bias and organisational culture to be crucial elements to the gender issues workplaces have, this allowed the author to gain a better understanding of the topic, therefore helping her come to her on opinion regarding the topic.

Discussion.
This study's objective is to review the literature on the factors influencing leadership style related to gender. According to research findings, there are gender disparities in leadership philosophies, behavioural traits, and other aspects of leaders, from reading through the research the author feels that even tough there are many differences between the way men and women lead, it does not affect leadership, neither leads better and that it is the surrounding aspects that affect it, that being the scenario being played out, the organisational culture, gender bias to name a few.  
The perception of management effectiveness does not change by gender. According to Kanter (1977), a leader changes their leadership style to their circumstance and adheres to what is expected of them in the managerial capacity, not simply because men and women lead in similar ways. Disregarding the impact of a person's gender on their leadership style. However, the majority of studies concur that there are differences between men and women in terms of leadership styles, with men frequently using a more task-oriented approach and women, on average, relying heavily on interpersonal leader-follower relationships (Eagly & Johnson, 1990; Gray, 1992; Eagly, 1987; Eagly & Karau, 2002). This shows the author that an effective leader must transform from each leadership style to overcome each work scenario and delegate information in a suitable manner.
Researchers have also discovered that men are more inclined to adopt a transactional leadership style, whilst women tend to emerge as more transformational leaders (Bass & Avolio, 1994; Rosener, 1990).  Inspiring and visionary leaders, transformational leaders develop the trust and confidence of their followers. They define future, shared goals and provide their followers with the means to get there (Burns, 1978).  Because women approach leadership from an interpersonal perspective, they exhibit all of the traits of transformational leaders more frequently than males do. By paying followers for achieving goals and penalising them when they don't, transactional leaders provide incentives in exchange for conformity (Avolio, 1999; Bass, 1998).  Leaders who prioritise tasks tend to be autocratic, directive, and controlling (Eagly & Johnson, 1990) Maintaining interpersonal connections at work requires engaging in actions like "demonstrating concern for employees' well-being and incorporating them in decision-making processes" (Riggio, 2008). 
It has been found that women have a more interpersonal leadership style than men. This interpersonally focused leadership style is a fantastic representation of how women communicate. For women, maintaining a discussion is about maintaining contact with the other person while also attempting to gain control and understanding (Tannen, 1990). This is why women are more likely than men to be "social leaders" or facilitators as opposed to task-leaders because of their capacity for social and emotional connection and communication with their team members (Gray, 1992; Eagly, 1987; Eagly & Karau, 2002). This may be be because women tend to talk more about their feeling and are more open when it comes to being unhappy about something, men in respects normally tend to bottle their emotions up in the flight that it may make them seem less manly. 
However, cultural barriers to female leaders' success frequently prevent them from achieving leadership positions as easily as men do, despite the fact that these gender differences in leadership styles do not imply that either men or women are better leaders. Women are expected to adopt historically male-oriented leadership paradigms and being held to different standards than males in leadership roles are a few of the challenges that women must overcome. There are no quantitative evidence that suggests that men and women differ in leadership jobs, according to some study on the subject. Instead, leadership responsibilities are mostly determined by the context in which they are performed. This body of research contends that a leadership style's efficacy depends on a number of elements of a group's and organization's environment rather than on whether a person is male or female (Foels, Driskell, Mullen, & Salas, 2000). As the male and female leaders in the studies researched were not necessarily in similar leadership responsibilities and it was difficult to compare their leadership styles, the results of many leadership studies were ambiguous in identifying leadership differences between men and women. This is due to the fact that the study's surroundings are never completely under the researcher's control or influence. Due to their conventional structure and excessive reliance on narrative assessments, these trials were subject to error because of the somewhat informal nature of the experimentation approach (Bartol & Martin, 1986; Bass, 1981, 1990).
 However, Kanter (1977) contends that when it comes to management or leadership positions, organisational functions supersede gender roles. He contends that male and female managers behave less stereotypically of their gender roles when they hold the same leadership position because they are constrained to the behavioural standards of the specific managing role rather than leading in accordance with their gender stereotype. According to Kanter (1977), this is due to the fact that apparent sex disparities in behaviour are not caused by gender differences but rather by different structural positions. Because women are frequently in lower-power positions, their conduct reflects this. Men and women in comparable positions of power behave similarly, indicating that there are no distinctions in leadership styles between the sexes. After researching the data the author agrees with Kanters notion that both men and women adapt to their surroundings as a good leader would need to alter the way they communicate, the way they present themselves and use and learn knowledge management to reduce conflict and stress within the workplace environment. This is supported by Powells (1990) argument that states that leadership differences are irrelevant since they are cancelled out when considering studies as a whole because both genders exhibit an equal number of relationship- and task-oriented behaviours (powells, 1990).
Despite the fact that a lot of studies contends there are no overall differences between men and women's leadership styles, their various communication and persuasion strategies point to underlying psychological gender differences. These distinctions in communication styles should be taken into consideration when comparing leadership styles across gender because communication and the relationship between leaders and their followers are crucial to effective leadership styles.  This supports Eaglys and Karaus (1992) statement that stereotypes paint men as a much more natural fit for top leadership positions than women, an example of this would be Liz Truss becoming MP, she was voted in by her party but she wasn’t welcomed by the public and opposing party members she was given the position during a time where the UK has many obstacles with debt from the pandemic, the ongoing war between Russia and Ukraine, the cost of living crisis, it seemed she was given the opportunity to take sail of a sinking ship and used as a scapegoat to soften the blow on her male counterpart Boris Johnson who in context let people die alone, kept families apart, shut down emergency healthcare for terminal patients while he had a party in No.10, from the events even though outrageous from his behalf she was left to pick up the pieces of something that was doomed from the get go, all in which has led her to resign after a brief stay as prime minister. Because less evidence was required to support a promotion of a male candidate over a female candidate, Biernat and Kobrynowicz (1997) found that people apply lower standards when evaluating the leadership ability of men relative to women, suggesting that women are assumed to be less qualified than men for leadership positions (Biernat & Kobrynowicz, 1997).  The glass ceiling effect, which has been discussed in the literature and which prevents women from achieving top leadership and managerial roles in the workplace, is primarily caused by these double standards.
 The conflict between the conventional female role and numerous leadership roles is the root of many of the issues and obstacles that women encounter (Eagly & Karau, 2002). Due to this incongruity, women are exposed to discriminatory responses that limit their access to leadership positions and skew evaluations of their leadership abilities. There is a tremendous deal of public interest and pressure for more gender diversity on corporate boards due to the low representation of women on these boards. For instance, advocates, advocacy groups, and the media have repeatedly urged businesses to remove the "glass ceiling" that excludes women from director selection (Blackman, 2004; Catalyst, 1993; Economist, 2011). For a long time, academics and advocates of corporate governance reforms have advised businesses to boost board gender diversity in order to enhance the calibre of board decisions (Adams & Ferreira, 2009; Forbes & Milliken, 1999; Higgs, 2003). Furthermore, the absence of a female director gives the company a bad reputation and puts it at risk of losing support from important stakeholders that appreciate equal opportunity for women, such as investors, suppliers, and clients (Hillman, Shropshire, & Cannella, 2007). Consequently, there has been ongoing external pressure on businesses to increase the number of female directors (Kogut et al., 2014; Terjesen et al., 2009). Over the past 20 years, there has been an increase of female directors despite the intergroup bias of current male directors that disadvantages women in getting board positions (Adams & Ferreira, 2009; Terjesen et al., 2009).  the author feels that this research presents a fairly balanced perceptive of the issue of women and leadership.
After reviewing the study, the author comes to the conclusion that gender has no bearing on leadership, but that a woman may perform better in some roles due to her character and nature than a male, and vice versa. A female who works in a more male-dominated workplace may adopt a more masculine approach to overcome gender bias, but how they approach it can go either way. Based on the information, the author assumes that a person's conduct and approach to tasks has more to do with tasks being completed more effectively. Many cultures demand leaders to exhibit behaviours that are typically associated with masculinity (Kanter, 1977; Askehave and Zethsen, 2014; Cook and Glass, 2014; Oakley, 2000; Charles and Bradley, 2009). Numerous studies have shown that the definitions of leadership styles frequently correspond to characteristics linked with masculinity (Brenner et al., 1989; Heilman et al., 1989; Wajcman, 1998). These notions of leadership can drive female leaders to adopt a more masculine style of behaviour to appear effective (Gardiner and Tiggemann, 1999; Sapp et al., 1996) the author suggests that their findings are more based on the ratios between men and women will influence leadership styles as it can contribute to individuals mental health and stress levels. (Gardiner and Tiggemann, 1999; Sapp et al., 1996). This “masculinization of leadership” may also result in divergent opinions of leadership success for both male and female leaders (Maume, 2011; Brody et al., 2014). (Maume, 2011; Brody et al., 2014). 

Recommendation 
Companies need to start enabling their female staff into higher positions and allowing them to flourish within any given sector. If businesses can remove the barriers preventing female leaders from success, firms will not only witness a rise in the number of female managers, but they will also reap the additional benefits that come with the many leadership approaches and expertise that women bring to the table. Organizations discriminate against female leaders when they don't support and cultivate an environment where they may flourish, and they lose out on the contribution that women's distinctive leadership styles can make. An example of this is Pepsi Co, according to Catalyst (2010) It has "created a culture of authenticity and honesty that permeates relationships among women, peers and managers, calls attention to the unique experiences and needs of working women, and showcases workplace dynamics and solutions related to the intersection of gender" since the initiative was introduced women in higher positions went from 4% to 6.8% over a 4 year period. 
Female leaders must conduct exceedingly skill-fully while ensuring others that they adhere to expectations regarding suitable female behaviour in order to resolve this challenge of role incongruity. For women, demonstrating more competence is required, which creates a double-standard that makes it particularly challenging to be recognised for high ability and exceptional accomplishments. Foschi (2000), Biernat & Kobrynowicz (1997). Therefore, effective female leaders typically put forth a lot of effort and look for leadership philosophies that do not unnecessarily provoke opposition to their power by defying expectations that women should be equal and supportive of others. Given these limitations, women may benefit particularly from transformational leadership. because it includes some actions that are in line with the demands of the feminine gender role for helpful, caring actions (Eagly et al., 2003; Yoder, 2001). Women may be able to flourish as leaders by using the transformational repertoire and the contingent incentive component of transactional leadership to address some contradictions between the demands of leadership jobs and the gender roles of women. Fortunately for women's advancement in leadership, this upbeat, motivating, and inspiring approach seems to have advantages for modern enterprises as a whole. Lowe et al., 1996; Avolio, 1999; Bass, 1998.
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