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[bookmark: _Toc513649402]Executive Summary
After the late 20th century, a changing pattern on the structure of employment and socialization transformed the traditional view of men and women in the organization. The shift in the structure of management and consideration of gender presents a different scenario. Research studies indicate that significant increase of the number of women in management rose from 1990-1998; during this period the increase was estimated at an increase of over 5% from 18.5% (Attanasio, Low & Sánchez-Marcos, (2008). It is evident that women may have a different approach in the theories and structure of management than men. On the other hand, men may display different approaches to management in line with their traditional positions and difference in characteristics. In this regard, this study focuses on examining if men and women managers are bound by the managerial styles or if they are driven by the goal of the management to accomplish their managerial tasks.
Results indicate that regardless of gender, the aim of every manager is to ensure that the goal and objectives of the organization has been achieved. Therefore, it is clear that the aspect of strict adherence to the difference between male and female styles of leadership management does not apply.







[bookmark: _Toc513649403]Introduction
Since the beginning of industrial revolution and emergence of early states, male domination has characterized the structure of the society and its successors. In the early 20th century, men and women had sharply distinct roles. The woman managed the home as a wife and a mother while the man took his place in the public sphere. Besides the social expectation, men and women tend to differ in their views, social behavior and response to various events in life (Deal & Stevenson, 1998). Most of the social behaviors exhibited are judged based on gender behavioral stereotypes. Hence, in the traditional setup, men and women were considered to have different qualities. In the employment industry, men were characterized with qualities such as aggressiveness, command and competitiveness. Women were simply accorded qualities that were opposite those given to men. Stereotypical differences assume that women are influenced by nature and nurture hence women tend to  be more caring, use a holistic approach to decision making and have strong verbal and non-verbal abilities to communicate. Men managers are inclined to control and command style of management, maintenance followed by shepherd then entrepreneur characteristics (Sczesny, 2003). This study defends the idea that management styles based on gender does not make sense in the current management setup. The study considers that cultural and structural limitations still exist. However, there is no conclusive study that can confirms that men and women are different in expressing their skills and abilities in management.
[bookmark: _Toc513649404]Aim of the Study
The number of women in corporate and executive roles has drastically increased. From 1990-1998 the increase was estimated at an increase of over 5% from 18.5% (Attanasio, Low & Sánchez-Marcos, 2008). This increase in the contribution of women in the employment industry has led many women to seek higher positions of management. Different organizations seem to prefer women in management due to the access to quality leadership provided by women. The roles that were traditionally considered as dominated by men have been taken by women. The scenario led to the need for research bodies to investigate the issue of leadership styles based on gender (Vinkenburg et al. 2000). The focus of many researchers is based on investigations that determine if the women have unique styles of management and how they handle management better. The main issue that needs to be addressed concerning gender and management styles is the need to find quality leadership.  According to Kenter (1997) the cultural and traditionally based differences embedded in the mindsets of leaders in the organizations; can be fixed by using appropriate principles of management. Rinehart & Smith, (1995) believe that the use of leadership styles is not a matter of choosing the appropriate style for the manager. However, it is important to let the manager explore the style of leadership that is effective in accordance with the individual. The emergence of feminism helped in developing the role of management and connected it to the traditional attributes related to the women who include responsibility, assistance, networking, encouraging and sharing with others. In this regard, Ely and Meyerson (2000) believe that the leadership style based on relational orientation can be an effective approach as well as an effective style of management. 
Increased numbers of women have occupied the managerial positions that were earlier dominated by men. This fact proves that both men and women can use similar styles of management and succeed. The main aim of an organization is to select a qualified individual fit for the management position without limiting them to a particular style of management. Whether male or female, the selected manager needs to focus on the objectives of the organization. The issue of management styles based on gender differences has lost its ground in the modern view of management. Therefore, interpreting the styles of management in terms of similarities for both men and women means that the gender aspect has no significant effect. In this respect, this paper seeks to examine the similarities in the management styles. Further, the study will determine the circumstances that present similarities in ability, skills and leadership styles. 
[bookmark: _Toc513649405]Objectives of the Study
The objectives of this study are formulated to present the background research behind the well-known and researched social and traditional influences that affect women in the workplace. More importantly, this study examines the extent of the effect of stereotyping and the limitations it represents in gendered organizations. Gender stereotypes present a notion where the expectation of women is viewed in terms of what they are like (descriptive) and how they are expected to behave (prescriptive). This notion results to undermining the performance of women, limiting the credit that is due to them and sometimes women are penalized because of their capability (Heilman, 2001). This section will address the knowledge, awareness, and influences of traditional and social perceived norms in the 21st-century work environment. 
[bookmark: _Toc513649406]Statement of study objectives
To determine facts that confirms the similarities between men and women in handling management activities. 
[bookmark: _Toc513649407]Research Questions
The focus of this study is to examine the possible occurrence of similarities between men and women as they handle their task in management. In order to examine the possibility of similarities, this section of the study will consider the business context as a domain that will guide the argument. It will be based on four research questions presented below:
1. Is the value of women in the corporate market interpreted based on gender or according to the quality of their skills?
The possible answer to this question is that a higher percentage of managers are differentiated based on their biological difference and not based on their skills. This question will be applied in the evaluation of the alternative arguments. 
2. Is the interpretation of the differences in management style limited to the opportunities given to women at the workplace?
Women are given limited opportunities that minimize the evidence of their contribution. Therefore, it is difficult to access the similarities in terms of utilization of the management styles between men and women. The question will create a counter argument in the evaluation of alternative arguments.
3. Do women have full confidence that they have similar opportunities as men or are they still suppressed by the cultural and traditional stereotyping?
Women are aware of their potential. However, due to the limitations, they believe that men are more preferred in leading positions than women. This question will be used to define the aspect management in respect to gender.
4. Does the glass ceiling exist how does it affect the choice of management style for female managers?
The glass ceiling exists and it limits the women in management from demonstrating their abilities in the style of management they are using. This question will be used in the case study section to demonstrate the experiences of women in relations to the limitations under the topic of the existence of the glass ceiling. 
[bookmark: _Toc513649408]What is Management style in Reference to Gender?
Women are increasingly taking leadership and management roles in the current business setup of compared to the past decades. The presentation of the use of different management styles by women in relations to men initializes continuous debates. The basis of the argument is mainly on the similarities versus differences in male and female approach to management.  The framework of leadership in this situation presents complexities in the choice of leadership styles. When assessing management styles, a review of the individual’s interpersonal, task-oriented, autocratic and democratic styles is examined. Further, the focus of the study on management is centered on the three leadership styles: the transformational, laissez-faire and transactional leadership styles.   Research studies tend to indicate that men and women manage differently. This argument is based on the stereotype behavior and predictable views of the style of management one select. In view of the researchers, men tend to dominate using command and control (Oakley 2000). In most cases, men present themselves as competitive and prefer to be seen as the primary decision makers. Most men tend to be result oriented and they neglect the social aspect in terms of interaction with their colleagues. As such, they do not discuss issues with the members of staff.  Further, men are considered naturally directive and authoritative. Compared to men, women are considered as successful transformational leaders based on their interpersonal skills (Eagly et al. 2003). Women in the workplace adapt a participatory approach in management. When it comes to decision making they discuss with the concerned parties and seek to find a consensus. Besides, they work with the aim of not avoiding confrontation but instead use persuasion and are ready for compromise (Barbuto and Burbach 2006).
Management and organizations are in many ways defined by the gender and gendered relations. Management is not only focused on gender, it is constituted and structured through gender. Hence, the realities within the organization create both undermining and dominant relations. Therefore, the gender-based argument centers on the relationship between women and men. Gender differences are a broad subject which draws its origin from the patriarchy and historical backgrounds. It is described in different frameworks which constitute the issue of differences in sex.  The subject has been discussed under the poststructuralist and in the postmodernist era. In management, the construction of differences may also include the difference in class, age, ethnicity, and occupation. Therefore, varying differences continue to carry gendered meanings and promote gender inequalities.
[bookmark: _Toc513649409]Literature Review
[bookmark: _Toc512695426][bookmark: _Toc513649410]Similarities in Management Styles
Male and female in leadership exhibit the same behavior. A number of studies indicate that male and female manager’s show the similar behavior and result in task-oriented and people-oriented behaviors in regards to management. The similarity is evident because the subordinate staff confirms equal satisfaction from either male or female managers (Dobbins and Platz 1986). Similarly, Engen, Leeden, and Willemsen (2001) believe that the effectiveness of leadership styles has little or no difference. The authors conducted a study in a department store and requested the staff members to describe the managers. The managers both male and female were described based on attributes such as committed, hardworking and transformational. In addition, the researchers found out that the site of the organization affects the behavior of the leaders in a similar way; regardless of their gender. Different research findings have indicated that there is no evidence of dissimilarities between male or female leaders. Davidson and Burke (2000) conducted a study with the aim of examining the difference in self-efficacy, managerial commitment, effectiveness and self-monitoring. The men and women in management were both motivated by improved terms of payment and salary progression and hierarchical progression. These three studies support the argument that the similarity in women and men are negligible. Therefore, the argument demonstrates that the application of management styles is not determined by gender but by the goal set by the organization. 
Manning and Robertson, (2010) noted that managers are viewed in terms of their senior positions at the workplace. The position may dictate the perception of subordinates and colleagues. Therefore, whether the manager is male or female it does not matter; what seems to be important is the authority of the individual. The author also discovered that gender stereotyping was mainly used in the allocation of positions at the workplace. As such, most women are given lower posts that have less authority and power. In this case, the men in senior positions may be viewed more valuable than the women in the lower position. In his opinion, the author commented that women are capable of offering the organization quality service. However, women lack opportunities to practice and utilize their talents and abilities. Kolb (1997) conducted an assessment of leadership behavior, attitude, experience, gender and the approach to the emergence of the leader. The study indicated that there was no significant difference in terms of biological sex effects. Besides, what was observed was more support for the masculine, undifferentiated individuals and androgynous individuals that emerged as leaders. Leadership was viewed on merit rather than the biological difference. In this case, it was evident that the differences in gender were insignificant. An observation on UK managers revealed that the difference in leadership styles is not limited to any particular gender. It was noted that women leaders delegate work more than men. However, the participative and consultative approaches were similar for both male and female. Women also tend to be less autocratic and associate more with other workers. The liberal feminism maintains that gender differences should not be viewed in terms of biological differences. As such, men and women need to be viewed as people based on their common characteristics of humanity (Oshagbemi and Gill 2003). These studies show that the difference in man and woman in the organization is guided by the way the organization views women. Therefore, if women are judged because of the position they hold in the organization, we will not be able to have a conclusive argument about how a woman should be viewed in terms of her skills and potential in management. 
The glass ceiling is a phenomenon recognized as the unseen obstacle that stops women from climbing the corporate ladder within the organization. The glass ceiling works against the women because it is created with almost tangible gender biases; they are a reality to the woman going through the experience (Adamson, 2015).A test that was conducted in 2012 by the UN Report on Status of Women (2014), the test was to determine the rate of the effect of the glass ceiling. The test revealed that the glass ceiling concept is highly practiced by the low-level managers in corporate organizations. 
[bookmark: _Toc513649411]Reflective Arguments
In her extensive and admired seminal text Kanter (1997), reasons from the perspective of a liberal feminist. From the author’s perspective, the text gives an overview of the dynamics in management. The author emphasizes that there is an underlying likeness between men and women. Further, she is convinced that organizations are not inherently but accidentally gendered. In the attempt of putting the gender issue into perspective, the author believes that what generally looks like gender difference is in fact dissimilarity in power. The belief in the differences is culturally and traditionally informed.  Hence, this notion in a sense builds the agenda that supports the idea that women are unfit for the workplace. The author analyzed the issue and maintained that significant areas of difference related to gender difference can be eliminated if appropriate guidelines are put in place. Moreover, she suggested that the only way of eliminating gender differences is ensuring that women have free and non-conflicting environments in order to thrive as managers in the organization.
Organization structures tend to create limitations towards the fact that men and women have similarities at the workplace. One of the commonly used organizational structures is the numerical group composition. Kanter (1977) refers to this issue as the factor of visibility. The imbalance in group composition undermines the organizational group process. In her investigation, she noted that men will allow women to take a position within their peers with an intention of controlling the woman as a manager. As a member minority, the woman is offered the position of ill motives. The woman is considered as a token and the dominating men control the culture of the organization. As the woman progresses they achieve a higher status that is dominated by men, her visibility tends to threaten the positions of the men in the same level of management. Therefore, in most instances, the woman is subjected to pressure to perform. As a result, her visibility in the organization is reduced (Simpson & Lewis, 2007). The second possibility is that the woman has achieved the position will be isolated to emphasize on their difference of association which eventually leads to role entrapment. Therefore, the study demonstrates that visibility of women in organizations often comes along with negative consequences that are embedded in the pressure to perform. 
Based on these factors it is important to acknowledge that there are similarities between men and women but the limitations of presenting the skills and abilities are overridden by the belief that women are unfit for the work environment. If women were given equal chances with men, it would be easy to determine the difference and similarities. The organization as the central place of operation for both men and women, give them a platform that has similar objectives. Regardless of gender managers adhere to the goals of the organization. Therefore, the role of the manager is to direct the application of the objectives and reach the goal. In this view, the male and female managers use the styles of management that are only fit for the prevailing circumstances. At the back of their mind, both male and female managers focus on achieving the goals of the organization. Having said this, it means that the differences are only evident because the woman’s potential has not been explored. Besides, the efforts of women are suppressed therefore, they tend to be viewed as less active and responsive because the platform that determines their strength and weakness in management, is not present or if present it is limited to the structured mindsets of the male dominating the decisions in management.
[bookmark: _Toc513649412]Alternative Arguments
Davidson and Burke (1994) suggested two perspectives which are considered as primary concepts that outline the differences between men and women manager’s management style. The perspectives include centered approach or gender-centered approach, gender-organization system and organizational structure approach. The gender-centered concept by Heilman, Block, Martell and Simon (1998) argues that the preference of a manager in terms of the style of management is influenced by biological roots and socialization influences. This means that the difference in gender management is viewed in terms of the biological makeup of a person. In addition, the traditional influences are used to define the preferred style of management in relations to gender. Further, the concept maintains that the characteristics such as abilities and skills determined by the biological influences drive the gender behaviors. Therefore, the current set up of management that is still dominated by men is surrounded by the mindset that collectively assumes that women are expected to think and act in specific ways. As such, a man is expected to think in a particular prescribed manner compared to a woman. 
Secondly, the organizational structured approach argues that men and women have different managerial behavior (Heilman, Block, Martell and Simon 1998). The perspective elaborates that the features of the organization influence how women manage in the organization. As such, structural differences compared to situational forms of leadership do not align with a specific structure of gender management. Thereby, if the style of management is based on situational approach it means that the behavior of the managers will vary. The author relates the changes with how people, societies, and organizational roles change in response to the shifts that occur in a certain business environment (Heilman, Block, Martell and Simon 1998). In this regard, there are significant differences in women and men managerial equity all over the world. 
Evaluation of Alternative Arguments
The gender-centered concept was applicable in the early years when the society was well defined; men and women had distinct responsibility hence they knew that a woman’s place is at home and a man is a breadwinner. As societies evolved the structure of the society changed. Today, women are involved in the house as well as in the corporate world. The man is partly the breadwinner but he has to compete with women in the corporate world. Therefore, the definition of tasks in strict relation to biological and cultural mindset is quickly changing (Dobbins and Platz,1986). The traditional influences and the mindset it created are quickly fading away. As such, we have seen women heading corporate positions and some own competitive businesses in the corporate sector. Therefore, the mindset of a man borrowing from traditional and biological views might not play any role in defining what a woman can and cannot do. Hence, the application of gender-centered concept has been overpowered by the changes and realities in today’s society.
The study by Dawley et al., (2004) confirms that most of the differences in leadership skills are based on the stereotype of a man and woman in reference to the difference in sex, marital status, age, and education. In reality, the role of a man as a leader may be viewed as problematic for a woman due to the schemas that the society and individuals hold concerning managers. Hence, traditionally the prevailing image of management is dominated by the image of a man than that of a woman. As such, the features of a man were generally considered as valued characteristic than the characteristics of a traditional woman. Therefore, the man was more valued than the woman. In view of classification of gender by stereotyping men are usually characterized to represent a goal oriented, powerful initiator, a person that is able to contain their emotions, reliable and self motivated.(Deal & Stevenson, 1998) observe that most of the studies have a negative perception towards women as managers. Stereotypes insist that women are unable to take up leadership positions in a more responsible way than men. Thus, women are considered as housewives and mothers. This is because individuals with a traditional mindset endorse the traditional roles of a woman. They tend to permanently allocate the roles to the man and the woman separately. Therefore, when women are placed in higher positions of management, they tend to reject the change. 
[bookmark: _GoBack]Secondly, managers use the five common approaches to organizational design to determine the departmental groupings in the organization. The approaches include the divisional, functional, team, matrix and networking (Jones, 2010).  This approach is commonly known as the organizational structure approach. In reference to the style of management related to gender, the approach has been used to argue that the structure of the management in place dictates the style of management used by women in the organization. The argument is right because most of the abilities and talents that women have been limited to the organizations they work for. Given an opportunity the woman will be able to succeed if they are not restricted to any particular style of management. According to Kanter (1997), men and women are not entangled by their biological distinctiveness in response to situations presented in management. They both are able to respond in a similar way to a situation; following the appropriate policy of management applicable in a situation. 
Halford, Savage, and Witz (1997), questioned why there is increased correlations in the organization theory and feminist theory in modern management. The author notes that, the rising social theory is increasingly inclined to the notion of associating gender and bureaucracy. Given that the modern Western bureaucracy is believed to organize social relations; the author argues that moving away from the general impression of the bureaucratic organization will assist in exposing the historical and spatial ways of looking at organizations. As such, the basic foundation of the organization is majorly based on gendered foundations. In this regard, the author is of the opinion that the proposed social theory that connects bureaucracy to gender in management tends to present narrow and diversionary issues.  In most instances, this kind of view promotes ‘organizational sexuality.’ Therefore, looking at the broader aspect of the issue of gendered organization, it is true that most of the arguments connecting gender and bureaucracy do not have factual evidence and lack proper analysis. Hence, it is right to conclude that organizations are deliberately gendered. 
Poststructuralists base their ideas on particular cultural and historical contexts. The perspective according to this content maintains that gendered organization is a representation of realities in life and it should be viewed as an acceptable way of life. Poststructuralists conflict with liberal feminism perspective. The poststructuralist believes that an organization is a place socially situated for social activities. Therefore, gendered relations are considered as beliefs that are deeply entrenched within an individual and are acted out within an organization. In their perspective they do not view the gendered organization as an anomaly, in this regard, they understand that gender issues within an organization are a reality of life within the organization (Weedon 1997). Therefore, it is impossible to simply manage out the issue of gender by using principles or rules of management that will place every individual on the same platform. 
[bookmark: _Toc513649413]Case Studies
The case study of Christine Craft, Elizabeth Hishon, and Ann Hopkins demonstrates the challenges of women in the corporate industry. A newscaster, an attorney, and an accountant respectively made entry into a male-dominated industry (Kaye 1988). The three women were well paid and had high expectations of achieving the top position of leadership in their industry. The court case involving Craft versus Metromedia was based on allegations of violation of equal pay, sex discrimination, and fraud. The court required the company to prove that the women were exempted from promotion due to the lace of the required interpersonal skills and not based on the common stereotypical perception of female counterparts. The three were competent, well trained and good in their profession. The organizations dismissed them with unreasonable facts. For instance, Craft was accused of having unpleasant personal appearance because of her attire. Hishon was considered pleasant but she could not be considered for the post due to the outcome of the company’s bathing suit competition. Therefore, the women were not awarded the position because they were not qualified but due to personal and stereotypical notions that women are incapable of making the right decisions for the businesses. 
Women account for high corporate positions account for about 40% globally. Some countries have been able to achieve higher percentage though not very high. It is evident that the professional training institutions have higher numbers of women than men. This factor does not, however, reflect the higher corporate positions. Therefore, it seems that women are making efforts to prepare professionally but the struggle against progress is very real. After waiting for few decades of expectations for improvement, women are discontented due to the fact that inequity still remains a factor that limits the progress of women in the corporate market (Carter, and Silva 2010). 
This case study demonstrates the realities of the glass ceiling experience by women in organization. It is evident that the competence of the women was undermined. Therefore, when the woman’s potential is limited, it is almost impossible to rate men versus woman’s performance. If the women had been given the opportunity it would have been clear that they would have been capable of steering the organization in a similar way as the men did.
The recent case in Google Silicon Valley demonstrates how women have difficulties in maintaining their jobs despite the fact that they contribute to the progress of the company. The New York Times reported that Google management is using algorithms to investigate why many women than men are leaving the organization. The results of the algorithms revealed that women left the organization after the new manager reorganized the structure of the organization. The women felt that their needs were not catered for; specifically, the algorithms indicated that women left due to the limited time given for maternity leaves. Besides, the company is also investigating why women are not being included in higher ranking positions (Miller, 2008). This case indicates that women at the workplace are not given equal opportunities to demonstrate their skills and talents. Further, the working environment is not suited for the woman but encourages men to work more than women. Given this situation, women are oppressed and limited to the structures of organizations and the environment that limits their ability. Given equal opportunities, women would demonstrate the same skills and offer solutions in at the workplace (Kanter, 1997).
[bookmark: _Toc513649414]The Case Study of Women in Saudi Arabia
Globalization process and economic opportunities still present cases of uneven distribution of women in management in different countries. The Asian region is gradually facing social transformation including demographic shifts and economic changes of affluence. The labor market policies have presented concepts that help position women in management. According to research the three concepts the Omanization, Bahrainization, and Saudiazation have assisted in creating jobs in the public administration sectors for women. The issue of inequality in management is still on the rise due to historical facts and cultural stereotypes. According to the World Bank report in (2005), women are still paid less than men. This is due to the fact that many women were not allowed to access in order to access professional labor. In Saudi Arabia labor market, gendered organizations are acceptable. This is demonstrated in employment-related benefits such as tax and business loans which are only channeled through men. Therefore, women in entrepreneurship and development are barred from directly venturing into business. The finances in personal banking still require a man to act as an executor. The oil companies openly support gender segregation by having sex-separate offices as well as educational facilities. The form of spatial organization limits expansion of career choices by women. Therefore, this scenario represents how women are limited from expressing their skills and talents at work. The case study for women in Saudi has been included in this study to demonstrate the cultural perception that stifles the abilities of women in organizations. If women are segregated by gender and given the lower position in society, the studies that attempt to have a conclusive argument about the differences in men and women in managing organizational styles are faulty. This is because the women and men are not given equal opportunities in the corporate world. Secondly, the measure in terms of the differences is informed by the inequity of the society.
[bookmark: _Toc513649415]Discussion and Conclusion
Women and men may have different skills and abilities; they may view situations differently. In view of the goals of different organizations; the purpose of every organization is to ensure that the management and subordinates are able to synchronize their abilities and skills towards the objectives of the organization. Regardless of the gender, any manager is able to interpret the needs of the organization and steer the team towards accomplishing the goals and targets of the organization. Therefore, there is no difference in the management style when the organization is headed by a woman or a man. It is evident that the structural and cultural set-ups are still a reality in many organizations. However, given equal opportunities and using any style of management men and women will display the same results.
The change in the structure of the society in terms of gender responsibilities is evident that the traditional view of the woman and man in the organization has changed. Therefore, the use of different styles of management for a woman compared to a man does not apply. Women in leadership face numerous challenges in the corporate industry. Even with the capabilities to offer the required quality of leadership, women are still viewed with the limitations of the common stereotypical notion that women are not well equipped for the corporate industry. It is these limitations that hinder women from demonstrating their equal abilities and similarity like men in management. As such, when judged before being given an opportunity they are not able to demonstrate their abilities.
Even with all these limitations, women have managed to gain entry into the managerial positions. Most of the women excel in the area of management due to their natural inclination towards transformational leadership qualities. In this regard, it is evident that if women are given the opportunity they will demonstrate similar qualities as men in management. Therefore, the perception of women and men having similar abilities is gradually taking shape in the society.
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