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Introduction
Recent years have been associated with numerous changes in managerial styles whereby women have started taking up different managerial positions unlike in the past where most of the top managerial positions were primarily meant for men. Research however shows that inspite of these positive changes, there is still a very big gap between the numbers of women in managerial positions as compared to that of men. The gap tends to increase further when ascending in the organisational pyramid hierarchy (Brewer, Mitchell & Weber 2002, pp.76). Research indicates that in 2013 alone, the number of women at a level of president in most top organizations in the United States was only 3% and relatively less than 14% in the board committees of different organizations.

A precise meaning of a perfect managerial style would be relatively useless putting in mind the various factors that make up such a style. Recent years have been associated with the different aspects of both mainstream management research as well as organisational policies. These aspects have shown great evidence in relation to different managerial advances that have greatly helped in enhancing the performance of different contemporary organizations. Many employers around the world have come to note that they normally miss out on talent by failing to recruit a great number of women in different managerial positions. Women unlike most men are known to possess very good managerial capabilities that cut across team work building and being able to influence amicable relationships at a workplace. These abilities are very influential in a relatively collaborative and innovative or creative managerial environment. There has been a great variation in the different managerial styles of men and women based on differences in the perceptions or attitudes towards different managerial positions (Brewer, Mitchell & Weber 2002, pp.78)

Despite the fact that a few women are in top management positions, some have been able to make t to higher positions in different organizations. (Connell 2002, pp.86) indicates that the different few women who are in higher or top management positions do not acquire them by employing the different styles or habits that are known to be successful for most men. (Connell 2002, pp.88) also reveals that women have a very unique way of management. The best explanation to why women are not greatly represented in most managerial positions is based on whether there is a variation in the managerial styles used by both men and women. Consequently it could be argued whether the existence of variations in managerial styles influences the ability to perform different leadership or managerial activities. According to Brewer, Mitchell & Weber (2002, pp.77) the different managerial or leadership styles of various job seekers are among the different aspects that employers focus on for the different top positions of management. It is also evident that most cases of managers being fired from their managerial positions greatly depend on the nature of their managerial styles. Most scholars have always focused on investigating whether the limited number of women in top positions of management is due to the incompetence and ineffectiveness of their managerial styles (Connell 2002, pp.90).

Aims and objectives of the study
The study is aimed at assessing the different managerial styles and whether they are so relevant based on the individual managerial styles of men and women. The study further examines the impact of managerial styles in relation to acquisition of top positions of management in different business organizations. 

The present research also explores the major variations or differences that exist between managerial styles and traits of men and women, the general impact these styles have on different outcomes of business organizations and the general influence of the different organisational variables on the outcomes such as male or female dominated workplaces and the size as well as type of the business organization. The study therefore aims at overcoming the different limitations detected in past research studies and consequently focus on achieving the goals of the study.

Research question

In a bid to achieve the main rationale of the study, a very exhaustive question was used and this was based on whether the idea of management styles makes any sense, in relation to gender male vs. female style? 

Literature review
This section provides a detailed explanation of the different components of the research question based on past findings made by different researchers. It greatly explains the different managerial styles of both men and women and how they impact their styles of leadership or management 

Defining gender and gender role in different organizations

The general distinction that exists between gender and sex has prevailed for a great number of years whereby sex has been greatly referred to as a biological invariant aspect and gender as an aspect that is composed or comprised of different cultural, social and historical components of variables (Holt & DdeVore 2005, pp.186). Most scholars have come up to explain the split between gender and sex with varying perspectives. A great number of studies though refer sex to the different traits of men and women created by their different natural and biological attributes. They consequently refer gender to the different distinctive attributes of both men and women that are attained culturally. In cultural perspectives, it is not only biological sex that explains the feminine or masculine nature of an individual. Different societal values and other expectations tend to tend to perpetuate the different gender role attributes in cultural setting (Holt & DeVore 2005, pp.188).

The general concept of gender greatly denotes some rejection of the biological aspect when using different terms like sex and gender differences. Originally gender was greatly considered to refer to the general social quality of various distinctive natural and social attributes between men and women. Research indicates that gender greatly helps in creating a platform on which different socially composed variations may be explored instead of the different biological variations (Holt & DdeVore 2005, pp.190). The general gender role concept is greatly constructed in various business organizations is normally based on masculinity that primarily involves being so objective, independent, expressing a high level of aggression, logic and high level of sensitivity. Some approaches illustrated by different scholars explain gender as a general human intervention such as language that greatly helps in organizing social life. On the contrary based on the constructive perspective, gender has been regarded as a social based institution that has greatly helped in producing different variable sets of social norms associated with how an individual is supposed to behave in at the workplace or society as a whole (Connell 2002, pp.90)

Another aspect of research that has taken a further step in including the general impact of different social forces on gender is the general sex role theory.  Research indicates that this theory tends to isolate the different queries of power variations that exist between men and women in the different positions of management. The sex role theory also incorporated the different managerial styles employed by both men and women when performing different managerial activities. The theory also exaggerates consensus, does not associate itself with the different aspects of change and consequently isolates the different dynamic processes through which different gender relations and attributes are greatly contested. Research indicates that being referred to as feminine or masculine does not directly convert into actual aspects of a man or a woman.  This is however culturally related with the different aspects of men and women. Barrett (2002, pp.12) indicates that the concept of gender is a very wide and consequently power institution that possess different regulations and patterns of various expectations associated with what is important, normal or abnormal in the different fields of leadership and other societal norms. Research indicates that most individuals learn to abide by the different gender based rules and responding to different expectations as well as using them in real life situations such as leadership. Most research studies have to a great extent argued that gender is not a strong biological necessity and consequently does not have a very strategic and stable set of roles that help in determining human behaviour in the different attributes of real life (Connell 2002, pp.93)

Managerial styles

In this section some of the managerial styles are briefly described depending on different aspects or variables that include tasks and employees and managerial grids. 

The different aspects of management and leadership have been defined in various ways by different scholars. According to (Wajcman 2013, pp.88), management in organizations may be defined as a process of influencing people’s decisions in a bid to achieve different goals and objectives of an organization. Consequently it may also refer to the habit of persuading people to work hard towards attaining different group objectives. Furthmore scholars have put forward different definitions of managerial styles. Some scholars define managerial styles as the underlying structures that are important in influencing motivation of a leader’s behaviour in different managerial instances and consequently determine the general consistency of strategic goals over different circumstances. 

According to Mano-Negrin & Sheafter (2004, p.109), managerial styles may also refer to the different stable or effective patterns of individual traits or behaviour that are shown by different leaders or the different approaches that managers employ in influencing their behaviour towards meeting their obligations as leaders.

The most common styles of classic research based on management include autocratic vs democratic as well as task and relation relationship oriented. Autocratic management or leadership is greatly concerned with different mangers or leaders drafting and passing decisions in a relatively unilateral manner and not giving other member a chance to participate. Contrary to autocratic style of management, democratic style involves equal participation, an opportunity to make consultations and equal participation of different members of a particular group in making decisions. Most studies have indicated that the type of management style used by a leader greatly influences the general behaviour of individual in any business organization. Many scholars have come to greatly recommend and support the democratic managerial style based on the fact that it greatly enhances the different aspects of satisfaction, general autonomy as well as the general effectiveness of a group (Wajcman 2013, pp.89)

Recent research based on metal-analyses however shows that management of any organizations can be influenced by different variables. Managers or leaders who employ a task oriented management style are greatly aimed at attaining the different goals of the group with more emphasis directed on accomplishing a particular task. On the other hand, managers that are associated with relation oriented style of management tend to focus greatly on the general satisfaction and welfare of their subordinates with main emphasis focused on enhancing the relationship with other new people (Mano-Negrin & Sheafter 2004, p.109),. Various situation models have greatly indicated that specific contextual variables are very influential in enduring the effectiveness of management or leadership in an organization. In the past the general notion of management was primarily predominant in the different aspects of social psychology.

In this case it was highly assumed that when managers were in position to offer different rewards to their members or subordinates, the different subordinates would in return provide enough manpower and competence while at work. Some studies however indicate that the different theories that are primarily based on exchange may not be able to clearly explain high level management in different business organizations.

 With basis on the general distinction that exists between transactional and transformational mangers or political leaders, there is a model that greatly distinguishes the different aspects of transformational whereby there are mangers or leaders who through their power greatly help in influencing change among their subordinates or followers. One attempt to measure the effectiveness of the different managerial styles of men and women was done by Mano-Negrin & Sheafter (2004, p.110), who drafted a multifactor leadership questionnaire that greatly helped in illustrating how transformational managerial style leads to relatively effective performance of different subordinates and consequently increasing their levels of satisfaction when compared to transactional managerial style. 

Managerial grid

Managerial grid is an instrument that was developed by different scholars to help in explaining different managerial styles.  Managerial grid greatly helps in explaining managerial styles based on different variables including the concern of people as well as the general concern for efficient production (Thompson 2000, pp.973). Managerial grid is associated with three styles that greatly focus on the different variables of production and people in an equal perspective. These styles include impoverished management style, the style of team management as well as organization man management. Impoverished style of management under the managerial grid is greatly associated with minimal efforts in relation to the attainment of different organisational goals and objectives. By employing minimal efforts towards the job and being less effective and interactive as a leader towards the different subordinates, it becomes relatively hard for the leader to achieve the different strategic goals and objectives of the business entity.

According to (Thompson 2000, pp.977) organization man management can be basically regarded as “middle of the road management” whereby the leader is greatly concerned with the welfare of subordinates and general production in an organization. Effective and better performance can be achieved through maintaining balance between the desire to perform different duties and having the duties or job done in a specified timeframe. Eagly (2005, pp.471) indicates that it is very important to perform the different managerial activities while maintaining a high level of satisfaction among the different subordinates. Team management on the contrary is greatly based on different relationships that are bounds by a high level of respect and trust among the different team members. This style of managerial grid is a very important aspect in management as it helps in achieving different organisational goals and objectives with combined skills and efforts. According to Eagly (2005, pp.472), team management influences independence among members of an organization which results into mutual relationships of tolerance, respect and trust for each other. The “high-high” theory under managerial grid indicates that very effective mangers integrate the need for tasks and subordinates or people through focusing at a particular scenario or situation instead of having concern for both at a very maximum level. According to Thompson (2000, pp.978), leaders have come to realize that the best approach to better management and performance in organizations is by employing a managerial style associated with having high concern for production and the subordinates.

Differences between the managerial styles of men and women

Autocratic vs. Democratic and Relationship as well as Task-Oriented managerial styles 

The differences discussed in this section are primarily based on Autocratic vs. Democratic managerial style and Relationship as well as Task-Oriented managerial styles. As illustrated by different scholars, leadership or managerial based research greatly helps in offering a very good opportunity to find out whether the general behaviour of managers in different business organizations is gender stereotypic Eagly (2005, pp.473),. 

Research indicates that most men in managerial positions are relatively more autocratic and greatly focused on tasks due to their association with the different instrumental aspects of gender stereo types that cut across being so aggressive, self driven, task oriented, being independent and exercising high level of competence.

On the contrary, research indicates that women are greatly associated with democratic and relatively relationship oriented aspects. This is because of their general relationship with different aspects of the communal dimensions that cut across being so sensitive, having a lot of generosity, being so compassionate, caring and relatively affectionate in the different managerial operations.

 According to Mandell & Pherwani (2003, pp.388), democratic style of management can be referred to as a style that employs a high degree of equality, active member participation and consequently containing a leader that focuses on proper making of decisions with a high level of integrity and honesty. This management style is based on leading people in a manner that is influential in relation to achievement or attainment of core democratic attributes for example collective deliberation and participation (Mandell & Pherwani 2003, pp.388),.

The different studies carried out by Eagly (2005, pp.473), provide strong empirical evidence and support for the relationship that exists between the different managerial styles of men and women. One of their studies indicated that the different masculine traits are normally considered to be in line with structuring while the various feminine traits are greatly associated with different considerations. Furthmore in their second study, different subjects were used in assessing the general behavior of leaders based on a scale of masculine to feminine ranges. The different consideration based behaviours were taken to be feminine while the different structuring based behaviours were associated with the masculine gender. This indicated that considerations, being able to lead in a democratic manner and possession of different interpersonal skills was greatly referred to as the different managerial styles of women or the feminine gender. On the other hand, the results indicated that being very instrumental, autocratic as well as being task oriented were the different managerial styles of the masculine gender.

The meta-analysis that was performed by Oakely (2000, pp.322) on the various gender variations in the managerial styles greatly indicated that most women normally lead in a more democratic and equitable manner than most men. They tend to associate themselves with their subordinates and encourage equal participation in the different organizations that they lead. However the study indicated that men tend to be more autocratic and consequently directive as compared to women. This managerial behaviour is very influential in achieving the different strategic goals and objectives of different business organizations in a relatively short time period. The study by Oakely (2000, pp.322) also indicated that women are more interactive and relationship oriented in organizations as compared to men. It was however revealed that there are limited differences in the task oriented managerial styles where by both men and women tend to focus on completing their different managerial task in the shortest time possible 

Transactional, Laissez-Fiare and Transformational managerial styles

Most recent research has been greatly focused on the various gender differences that exist in the transformational as well as the transactional styles of management. According to (Oakely 2000, pp.324) the transformational managerial style is greatly associated with different communal attributes most especially the factor of individual consideration that is greatly regarded as the managerial style of women.

 Research also indicates that the aspects of transformational leadership in different business organizations may be taken to be of a feminine nature based on the fact that it greatly focuses on intellectual stimulation of a particular manger or leader and the general consideration offered to the different subordinates. Consequently (Fletcher 2004, pp.648) indicates that most women are more transformational in their managerial activities and tend to focus greatly on different contingent reward behaviours as compared to men.

Men unlike women tend to express behaviours that are greatly associated with different passive managerial styles. This is normally referred to as management by high level of laissez-faire and exception. Furthermore (Fletcher 2004, pp.646) indicates that very small effects associated with different methodological terms may be of great practical influence in different natural settings which makes it relevant to critically assess the differences in gender based on educational levels and miscellaneous aspects like sports and health. 

These empirical findings indicated that there various difference in organisational culture in most business organizations whereby by they tend to offer a relatively more congenial for the general display of transformational management or leadership by women. Meta-analysis based on different studies about managerial styles ranging from 1988 to 2000 that was carried out by (Billin 2011, pp.299) indicated that women greatly exercise democracy and different transformational aspects in their managerial styles. This analysis did not establish any differences in the other managerial styles. The analysis further revealed that the general type of a business organization as well s the nature of the job or work setting may greatly influence the different gender managerial style differences.

(Billin 2011, pp.300) indicates that the laissez-Faire style of management is associated with managers who lack enough response to the different aspects of employee or subordinate performance in a business organization. Research indicates that this style of management is greatly non-leadership whereby the leaders does not focus on making effective decisions, delays in taking needful actions and does not respond to the different demands or needs of subordinates. Research however indicates that Laissez-Faire style of management has a very positive impact on general employee empowerment whereby the manger offers followers autonomy with different interests and reasons in different aspects that were delegated. With this style of management that is normally associated with women, the different employees have the freedom to make decision s on the different matters that they know better which helps in influencing their empowerment towards doing organisational work.

Laissez-Faire management style greatly stimulates different employees or subordinates to critically monitor each individual’s mistakes while giving advice where necessary. According to Hinkin and Schrieshem (2008, pp.33) Laissez-Faire style of leadership may be associated with different influential effects on outcome variables of different subordinates. Their research indicates that this management style was greatly associated with role clarity as well as supervisor effectiveness perceived by different subordinates. This managerial style is most effective in different flat business organizations though it may not render good results once applied in other types of organizations (Oakely 2000, pp.322).

Perceptions about the different managerial styles

In the past and consequently in the present modern world, there is a great perception that considers men as the most ideal individuals for different managerial positions in relation to females. The different traditional stereotypical that exist in different organizations and among individuals are the major reason to there is great imbalance in the different eves of management based on gender. The general role for different managers or leaders may be quite complex and problematic for the feminine gender based on the fact that the different schemas they help by people about different leaders are highly different in relation to those associated with women. According to DueBilling & Alvesson (2000, pp.144) men are greatly perceived as leaders as compared to women.

DueBilling & Alvesson (2000, pp.143) indicates that on traditionally the different masculine attributes of men rendered them relatively more effective as compared to women. These different traditional stereotypical depict different men as very effective achievers, very or highly independent, competent, very rational   which most women lack in the different managerial styles. Eagly (2003, pp.43) indicates that the different traditional gender based stereotypes tend to refer to women as being less efficient and effective leadership which has greatly affected their  chances of working for different organizations. Studies have revealed that there is a great negative perception of people about women being their leaders. Furthermore different stereotypes portray various feminine individuals as less effective and incapable of performing in the different organization. 

According to Van Vugt, Hogan & Kaiser (2008, pp.182) most traditional individuals tend to embrace the traditional aspects of allocating men and women and this normally means that these people feel relatively  uncomfortable with the presence of women in the different positions at the top level of an organization. When the different gender based stereotypes are used in the different work settings they tend to greatly affect the different perceptions of followers or subordinates towards women as leaders. This indicates that even if the number of women acquiring masculine jobs is increasing, the perception of considering women as less effective will still prevail among different subordinates.

Discussion

From the different studies reviewed in the literature, it has been observed that there are various offering views in relation to the different managerial styles of both men and women and how they have impacted their ability to attain managerial positions and perform effectively. The study also tackled the different perceptions of subordinates and the society towards the different managerial styles of both men and women. Most of the perceptions as illustrated in the different studies reviewed indicate that women are perceived not to be competent in relation to different the managerial positions which justifies the reason to why there are very few women in the different managerial positions of organizations across the world (Van Vugt, Hogan & Kaiser 2008, pp.182).

The studies reviewed indicate that there is some different in the different managerial styles of men and women and they consequently have varying effects inrealtion to achieving the different goals and objectives of any business organization. (Aldoory & Toth 2004, pp.177) indicates that despite the proportion of women in middle managerial positions growing at a relatively higher rate in the recent years, the number women ion top positions of management has remained very low based on the fact that some employers still despise the different managerial styles expressed by women which normally lads to loss of talent during the process of recruitment. Evidence from the different studies revealed that there is a great number of talented women across the world and some have very strategic and goal oriented managerial styles but the general perception among the different employers in the various organizations has always led to the isolation of these talents for the different top positions of leadership.

The different statistical analyses carried out in western countries also reveal that while the general number of women acquiring different managerial positions is seemingly increasing in the recent years, the y are still not well represented in the different executive positions in the most prestigious organizations across the world (Aldoory & Toth 2004, pp.177). This has been greatly attributed to the different stereotypical masculine based behaviours that are still considered very crucial by different employers or organizations when recruiting for the different managerial positions. Most employers prefer utilizing the different masculine managerial styles and consequently leave the different managerial styles associated with the feminine gender since they perceive women to be less effective in relation to achieving the different goals and objectives of the organization.

If the different sexes based on gender are perceived in a different manner in the different organizations, it would indicate that the different managerial styles applied by the leaders in the organization are also different. According to (Aldoory & Toth 2004, pp.181) the most common perception and belief is that the feminine gender or women need a lot of training so as to reach the status of men whereby the normally focus is put on have equal opportunities training rather than looking at the general value that the different women provide to the organization. Focusing on the main argument that managerial styles greatly matter based on gender is a mere idea of socialization whereby  some employers perceive a particular gender most especially the feminine gender to be less competent when compared to the masculine gender. However the idea of socialization has greatly influenced women’s desire to acquire different managerial skills and be highly competitive for the different managerial positions unlike in the past traditional days when women were less empowered and had no effective managerial styles. The new managerial styles of women have helped them to effectively control and manage the different aggressive behaviours of the feminine gender.

Research indicates that general social stratification in the entire society plays a big role as a platform in a very big society through which different people are viewed and properly arranged or managed. It is however indicates that despite the existence of some passive strata, the most important social strata in relation to leadership is majorly constructed with an aim of managing the different social groups for the general benefit of other groups. No divisions or different functional distributions of status are existent at work but rather various systems that are based on social control aspects through which certain groups tend to benefit highly at the expense of others.

There are neither efficient divisions of work nor functional distributions of status but systems of social control by which some benefit at the expense of others. Different scholars argued that even if evidence could be brought forward showing how women are capable of managing different companies using their managerial styles, no social approach or mechanism is in place that would support or encourage any employer to recruit women for these top positions all in the name of being less efficient. This perception has existed for years and has greatly affected different companies who lose out o qualified women as employees.

In relation to this even if there was any scientific proof indicating that women are genetically incompetent, less efficient and unable to run different organizations, no woman would pled that they should experience some genetic reengineering but would rather advocate for justice and general retransformation of different companies and organizations to develop a sense of respect for the feminine gender and their managerial styles. This would in the long run increase the number of women in the different middle management and executive positions in different organizations across the world.

However in the present world’s organisational context, leaders are highly expected to put more focus on managing people and motivating them since employers believe that the different aspects of teamwork, general training and empowerment of different subordinates, being relationship oriented are very crucial when in relation to achieving different strategic objectives of the organization. The limited differences in the managerial styles of both men and women reveal that generally both men and women tend to be equally effective when given an equal platform to exercise their different managerial capabilities. Research according to one stereotype indicated that most women are very insecure and are greatly incapable of participating in the different team play behaviours. On the contrary the most recent stereotype indicates that the feminine gender pr women are highly relationship oriented, non-hierarchical and consequently possess a desire of sharing managerial power and different important information. Hence what was originally perceived as the different weaknesses of women and reasons for no offering them employment based in their managerial styles are the different traits and attributes that most current organization and employers are looking for in the men that they would wish to offer employment in their different organizations.

Some scholars for example suggest that men and women have different ways of managing and adapting to different tough situations based on their managerial styles and it has been revealed that the managerial approaches of women tend to be more effective and superior in handling tough managerial situations as compared to men. This is based on the fact that since women are mothers, they tend to have a spirit of team work which makes them good team players. Their different managerial styles like being relationship oriented and relatively democratic are also very effective styles in handling very tough managerial situations. The democratic based managerial style of women helps in offering a platform for equal participation in any organization. This greatly influences the nature of decision making whereby every member of the organization or team has a chance to provide an opinion that may be of great importance in a bid to achieve different goals and objectives of an organizations. This implies that most women are in possession of very great potential s that could be extracted by different organizations if the perception of rendering women an incapable gender was dropped. It has been revealed that women tend to establish different centre-archives in different organizations whereby they tend o concentrate at the center of the organization rather than the top.

According to Pounder and Coleman (2002, pp.33), the general central involvement of the feminine gender or women in the management of different organizations, households , managing different children  and juggling different careers normally offers them a an ability for prioritization in any managerial position that most men lack. This involvement at the center of different organizations also makes most women more flexible when managing different companies unlike men who tend to be very rigid based on their different managerial positions

The current belief imposed by transformational leadership in relation to focus on general empowerment of subordinates is greatly associated with different contemporary and strategic organisational changes which justifies the need for organizations to be relatively more flexible, result and team oriented and less bureaucratic or hierarchical. This would in the long run increase the effectiveness of different subordinates in an organization. Interactive managerial styles that are normally employed by women in managing different organizations have been highly beneficial associating the different male and female genders towards achieving a common goal. Interactive managerial style is comprised of different factors that include having the capacity to share both power and information, enhancing the general self worth of different subordinates and offering motivation to others.

Rosener (1990, pp.22) provides a relatively more feminine managerial style that considered highly optimal in relation to the different developments that are taking place in different organizations. The research study has been greatly associated with a relatively substantial set of opinions that clearly explains how leadership and management of the modern world organizations requires relatively non coercive attributes that are primarily based on team work and greatly focus on establishing different strategic relationships. As earlier explained, this doubles as the most common managerial style used by different women in managing different companies or organizations which gas always yielded some significant results. The different feminine managerial styles are not basically so superior of primitive in relation to the traditional managerial styles of men but they are just unique or different in their own perspective.  Different scholars have indicated that it is relatively very hard to assess the various differences that exist between the different managerial styles of men and women and how the influence managerial work. This is based on the fact that it is hard to predict which approach is right or wrong. Failure to acknowledge these differences is also costly based on the fact that it can affect the operations of any organization.

The different studies reviewed ad various contents of the literature have illustrated that men and women tend to have varying managerial styles hence they experience different scenarios when applying these approaches. Women experience a more interactive environment that encourages participation of every subordinate towards achieving the different goals and objectives of an organization. On the contrary the approaches t management employed n[by men tend to focus on different transformational and transactional aspects that aim at achieving the best for an organization leaving out the general participation  every subordinate and does not involve everyone in the process of decision making.

According to Pounder and Coleman (2002, pp.122) any argument that supports the fact that women are less effective in management when compared to men is so irrelevant based on the fact that women have recently proved that they can perform more efficiently than most men when placed in similar positions of management. This has been due to the different relation oriented and democratic styles of leadership exercised by women. These styles are so flexible and encourage interactions with different subordinates which one of the prime factors towards achieving the different strategic goals and objectives of any business organizations.

Research however indicates that some managerial positions may greatly require the abilities and capabilities of men based on the fact that feminine managerial styles may not adapt to certain rough conditions where a lot of energy I needed to carry out the different operations. In this case the different transformational and transactional masculine styles of management may render a good and effective job. Research indicates that environments that are very hostile and ever changing may impose various conflicting aspects and other competing pressures in the different present world organizations. This justifies the need for employers to recruit people with very strategic and result oriented managerial styles without any discrimination based on sexes or gender. Scholars have therefore revealed that any leader in the modern world needs to be highly androgynous. In his any person in the different managerial positions should be able the individual managerial styles to collectively the different traits of both men and women in an organization towards achieving its strategic objectives.  

It has been revealed that the practice of de-coupling sexes or gender from biological sex allows females or women to exercise different attributes and capabilities similar to those of men and consequently this allows men to express skills that are majorly feminine based. Most literature however tends to isolate this aspects and consequently associated masculine qualities to with men and feminine qualities with females or women which is a reason to why most organizations are still isolating women when it comes to top managerial positions where men are taken as a priority for the top executive vacancies

There is need for organizations to change their mindsets when to comes to the process of employee recruitment. The concept of leadership in organizations should be wholly based on the feminine and masculine gender but rather on the different abilities and managerial styles of both men and women (Wajcman 2013, pp.88),. In relation to the different androgynous attributes or behaviours, it may be the general balance of individual behaviours that matters a lot instead of a collection of both behaviours. Balancing individual behaviours greatly helps in exercising individual skills towards attaining the most desired strategic goals and objectives of the organization.

The main focus of this study went beyond to focus on the different androgynous aspects of a leader whereby scholars indicate that instead of associating the different attributes to a particular gender, leaders would rather focus on being available to the different feminine and masculine aspects and through this a leader may be able to select the most suitable attributes for a specific situation.

 Most studies have revealed that the most successful mangers or leaders in different organization are those that are very flexible t change and able to apply a range of various managerial styles towards achieving the different objectives of the organization. It is advisable that the result oriented leaders always apply the different managerial styles depending on the different situational attributes.

 Research further indicates that being in possession of different masculine leadership or managerial attributes that are well balanced with different feminine managerial attributes is a very important in relation to competence in organisational management (Wajcman 2013, pp.90). also indicates that being in possession of different attributes that are feminine based does not reduce the overall chances of a person becoming a leader if the individual also possesses the different masculine attributes. This even helps one to render a great performance by combing the different managerial styles. It has been revealed that if women have the ability to become androgynous, they may consequently increase their chances of becoming great and competent leaders that re highly desired in every organization. This is n=based on the fact that they will be able to combine the different feminine and masculine managerial styles so as to effectively achieve different organizational goals and objectives.

Some significant number of studies has been conducted in relation androgyny and the different managerial styles like the transformational management style. The different studies indicate that transformational managers or leaders may apply a relatively more androgynous managerial based style which supports the combination of both masculine and feminine attributes of leadership (Wajcman 2013, pp.84), This point however requires serious attention based on fact that some scholars consider transformational managerial style of leadership as a feminine managerial style. This therefore indicates females may able to perform the different managerial activities that are performed by men indicating that managerial styles are may not be so relevant when it comes to expression of individual attributes I management. They can however be combined by different managers that are both male and female to effectively achieve different strategic goals and objectives of the organization.

Conclusion and recommendations

The study was greatly aimed at assessing the different managerial styles and whether they are relevant in relation to the individual managerial styles of men and women. The study revealed that originally the number of women in different managerial positions across the world was very low though recent years have been associated with a slight increase in the number women with middle management positions most especially in the different western countries. Despite this slight increase, there remains a big gap in the number of women in top or executive positions when compared to the proportion of men in the same positions in the different top organizations across the world. This indicates women are normally situated at the center of different organizations and consequently apply their different managerial styles in influencing change and making an impact on the organization.

The study revealed that the aspect of gender during recruitment for different managerial positions and overall leadership has become a highly contested issue based on the fact that women are normally denied top positions on the perception that they do not perform effectively as compared to men. This however has been argued upon in the study whereby some women are greatly skilled at employ very strategic and goal oriented managerial styles towards achieving the different goals and objectives of an organization. The concept of gender and leadership has however become so relevant since a significant number of women have been able to beat the odds and attain some top managerial and executive positions across the world.

Though a great number of studies have indicated that there are differences in the managerial styles of men and women, some scholars still indicate that no differences that exist between the different managerial styles of men and women . Different organizations and other managerial positions are considered to be gender constrained structures that offer similar opportunities for both men and women. General equality in the different organizations can only by focusing on the different morals of organizations towards embracing different special needs of women in relation with different domestic based responsibilities and child birth.

Currently, though the general application of different models in managerial activities like the androgynous have not provided significant results, research indicates that some good managerial results have been realized through combining the different feminine and masculine characteristics of management styles. The combination of different styles of management without discriminating based on gender greatly helps in yielding effective managerial attributes. 

Different organizations and their different leaders have an obligation of greatly enhancing their treatment of effective management and leadership in organization by embracing the different, managerial styles of both men and women so that there can be great value for interactive styles hence allowing the company or organization to be more flexible in different operations ad in position to survive in different competitive business situations. Managerial styles that are associated with men like transactional and autocratic styles should be incorporated with other feminine based styles like democratic and relationship oriented styles if competence of leaders is to be realized in different organizations across the world. 

Most scholars have argued that women need to adopt some of the male attributes if they are to emerge as very competent leaders in different organizations. Different past studies have indicated in the study that most women are very effective when applying transformational management styles and they consequently indicated that the different women in possession of transformational managerial attributes can further combine with different masculine based styles like autocratic style to yield more appeasing results. This would help in increasing the effectiveness of women and their ability to attain different top executive jobs that are normally denied to them based on the perceptions about their managerial styles. 

The study has shown that the different individual expectations and traditional stereotypical perceptions about managerial capabilities of women may require them to associate themselves with different masculine attributes. This research concludes that there is no much relevance of separating the different managerial styles of leadership hence people need to combine them to achieve their desired goals.

This research recommends that different organizations should embrace the spirit of offering equal opportunities to the different male and female potential workers base in the fact that they both have the required capacity to cause or influence positive change in the different organizations. Consequently organizations need to acknowledge the different aspects of gender balance and equal treatment of both men and women.
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