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[bookmark: _Toc165390154]Chapter 1. Introduction 

Historically, the majority of academic research on leadership, whether conducted within academic institutions or beyond, was primarily led by men and centred around male leaders. Consequently, the criteria for evaluating leadership effectiveness have often been based on male behaviours and characteristics, creating a standard against which female leaders are measured (Kruse, 2008).  
Leadership practices are culture-specific and may differ across national cultures. Traditional Western studies have not incorporated cultural factors into their analysis of educational leadership (Hofstede, 2001) (Branzei, 2002) (Dorfman, P.W. and House, R.J., 2004). 
Context is now being considered in school leadership studies, as it can influence leaders’ practices and societal perceptions, impacting their leadership styles (Dimmock, 2007).
The concept of successful leadership exhibits gender-based variations in two main aspects: firstly, there are distinct expectations regarding the behaviours and leadership styles of effective leaders depending on whether they are men or women; secondly, assessment of success in leadership roles may vary between male and female leaders (Eagly A. H., 1990). 
In the literature, there is a prevalent belief that women tend to adopt collaborative leadership styles, emphasising communication, and relationships, while men tend to lean towards agentic styles marked by dominance and assertiveness (Post, C., Latu, I.M. and Belkin, L.Y., 2019). Rosener (1990) found that women’s tendency to display communicative or relational leadership attributes due to socialisation, contributes to their success in dynamic environments. Grogan and Shakeshaft’s (2011) research suggest that women are more open to distributed leadership, building diverse teams for trust and innovation.
However, Van Engen and Willemsen’s (2004) research challenges these stereotypes, revealing that while some leadership approaches are more commonly associated with women, there is generally no significant gender difference. 
Gender empowers both men and women to behave in a specific manner, regardless of family and society. However, women often face barriers and obstacles due to their gender, exclusion from meetings, provocation in the workplace, and income imbalances (Diehl, 2014). Despite the presence of strong national anti-discrimination and affirmative action frameworks (White, 2011) as well as organisational and institutional gender equality initiatives, women continue to be underrepresented in leadership positions within higher education. As noted by O’Connor (2018) “formal positions of academic leadership in higher education remain concentrated in male hands”. 
In the study “Women and Leadership” (Chin, J. L., Lott, B., Rice, J. K., & Sanchez-Hucles, J., 2007) over 100 feminist leaders were examined. While many preferred collaborative, inclusive leadership but often faced institutional resistance. These leaders pursued positions to advance social justice, aiming for transformative vision and ethical conduct. However, they felt pressured to conform to masculine norms, compromising their feminist principles for effectiveness. Eagly (1987) discovered that women leaders faced harsher evaluations compared to men, even when displaying similar leadership behaviours. This suggests that societal norms tend to impose stricter standards on women and ethnic minorities than on white men. Women are often portrayed as overly emotional, unassertive, and less driven and committed to their jobs than males (Bobbit‐Zeher, 2011) (Brumley, 2018) (Gorman, B., & Mosseri, S., 2019). Despite this, limited sociological research has explored the impact of these negative stereotypes on women’s solidarity with their female colleagues at work. Numerous research in the fields of psychology and business, however, has extensively examined the pervasive stereotype that women are “catty” or “queen bees” (Webber, 2019). 
Kanter (1977) in her pioneering research, made the groundbreaking argument that women encounter challenges in supporting each other due to tokenism which takes place in organisations where women are outnumbered by men. Harmful perceptions about “mean” and “bossy” women are prone to arise in organisations where males predominate, according to Kanter. Duguid (2011) discovered that women occupying high-prestige positions struggle to advocate for other women due to their token status and fear of being linked with lower performers. This behavioural phenomenon, which was first noted in Psychology Today (Staines, 1974), implies that women are less inclined than males to encourage women’s development in the workplace. In companies where males predominate, the phrase “queen bee” describes the actions of successful female executes that hinder the advancement of their lower-level female colleagues. The perception of failure can negatively impact established women due to their devaluated statuses. These behaviours include speaking derogatory about women colleagues’ leadership abilities and viewing other women as competition for prestigious high-status jobs (Ellemers, 2004) (Johnson, 2011). 
In boardroom settings, where women typically constitute a minority, they often encounter challenges in being heard and appreciated on equal footing with their male counterparts. Brescoll (2016) revealed that participants in her study tend to perceive decisions made by female leaders as emotionally driven, resulting in reduced interest in appointing women to leadership roles. Similarly, Fischbach, Lichtenthaler, and Hortsman (2015), in their exploration of the Think-manager Think-male concept, revealed that successful managers’ displays align more closely with traits traditionally associated with men rather than with women. This discussion underscored the prevalence of stereotypical perceptions regarding women’s suitability as managers (Tabassum, 2021).
Desvaux et al. (2009) found in their survey of business leaders during and after the 2008 economic crisis, that leadership approaches typically associated with women were crucial for successfully navigating through crises. Using Bass and Stogdill’s (1990) framework, participants noted that women displayed five behaviours more frequently than men, while men exhibited two behaviours more frequently than women, and two were perceived as equally displayed. Individual decision-making and control were seen as masculine, while people development, role modelling, expectations and rewards, inspiration, and participative decision-making were considered feminine. 
In her research, Steward (2009) examined the strategies employed by female leaders in higher education. She discovered that these leaders successfully created connections, cultivated trust, and inspired common goals via cooperation and communication. This suggests that leadership qualities demonstrated by the more collaborative or communal leadership styles described in the reflective narratives could be advantageous in this era (Dunn, 2014).
While there is evidence of bias against women leaders displaying assertiveness or lacking communal traits, such traits alone do not fully explain the barriers women face in leadership. Effective leadership, for both genders, demands not just assertiveness but also emotional control, including stability, rationality, consistency, resilience, and impartiality (A.M. Koenig, A.H. Eagly, A.A. Mitchell, T. Ristikari, 2011).
Historical data suggests that change is slow. The number of female vice-chancellors in the UK rose from 12 to only 50 in the ten years between 2008 and 2018 (Johns, 2020). Women constitute 54% of the higher education workforce and hold 45% of academic positions. However, they are underrepresented in leadership roles, with only 28% of academic leaders being women. This figure is even lower than the 31% of female executive leaders in the UK’s private sectors. Additionally, the proportion of male staff on senior higher education contracts is nearly three times greater than that of female staff. Furthermore, 83% of vice-chancellors identify as male (Jones, 2024). 
Despite universities having equality and diversity policies (Acker, 2014) (Morley, 2014) another obstacle is the lack of transparency in recruiting, promotion, and retention (Fitzgerald, 2010). In the rapidly changing global economy, higher education institutions need to be more agile, innovative, entrepreneurial, and flexible (Bornstein, 2007) as they face a rapidly changing environment.
In organisations known for gender equality, local leaders can increase women’s representation in top roles to around 30% for professors to 40% for senior management, regardless of national policies (O’Connor P. , 2017). However, this may solidify the perception of a gender-neutral institution. It is argued that increased female leadership should reflect organisational culture, not cause it (Carvalho & Diogo, 2018). Effective change lies in embedding gender equality into organisational culture (O’Connor P. , 2018). 
Although women are typically more efficient, the majority still favour male supervisors (Rhee, 2015). Exploring the experiences and perceptions of male and female leaders can help uncover the underlying mechanisms shaping leadership dynamics within academic institutions. Drawing on the Great Man Theory (Carlyle, 1841/2013) this research aims to examine the applicability of current literature findings. The significance of women’s involvement and display of authority is no longer strictly a gender matter, as research indicates that feminine leadership traits are widely recognised and embraced in terms of qualities and skills associated with effective leadership, such as confidence, organisation, and mentorship (Dunn, 2014). Existing gender biases in knowledge production (Rees, 2011) limit scientific creativity and societal benefit (Caprile, 2012). Thornton (2013) argues that in the knowledge economy, gender bias in higher education gets worse, leading to more male dominance. Within the scientific community, both men and women tend to stick to traditional practices (Salminen-Karlsson, 2018). Equity measures in appointment procedures are seen as undermining fairness, and women’s underrepresentation is blamed on societal factors (Wolffram, 2018). Resistance to quotas in academia continues, keeping the idea of male excellence alive in making it harder for women to reach leadership roles (Popp, 2019). This ongoing bias in valuing knowledge based on gender, calls for further investigation (Caprile, 2012) (O’Connor P. , 2018). Research also indicates that legislative frameworks and feminist principles can impact leadership in higher education. Some universities advocate for gender–competent leadership, which entails a heightened awareness of gender issues capable of reshaping organisational culture (Wroblewski, 2017). These referenced studies reveal the dynamic interplay between gender and culture in leadership context examining their influence on the entrepreneurial activities men and women engage in and their effectiveness in pursuing such activities. Consequently, findings advocate for embracing a comprehensive perspective that considers the multifaceted nature of gender-culture dynamics across different realms of leadership. Recognising and addressing gender differences in leadership styles is essential for fostering inclusive and equitable leadership cultures within higher education institutions. The researcher seeks to contribute to a better understanding of gender leadership dynamics and to provide strategies for further improvement in higher education.


This research aims to investigate the gender differences in leadership styles within education. Exploring the variations in leadership styles between genders is crucial for gaining insight into the diverse range of leadership practices and their implications for leadership effectiveness, professional development, and gender equality in educational settings. 

1.   To examine and analyse the distinct leadership styles of men and women in the higher education sector. 
2. To identify the external factors influencing gender leadership styles among educational leaders. 
3. To assess the impact of educational institutions on leadership styles.
4. Synthesise the similarities in the leadership styles of men and women within higher education.  
5. Synthesise the study findings on differences in leadership styles in the context of style effectiveness in higher education. 

[bookmark: _Toc165390155]Chapter 2. Literature review.
[bookmark: _Toc165390156]2.1 Evolution of Gender and Leadership Theories.
Leadership is a highly complex and multi-dimensional concept. 19th-century research primarily focused on the innate characteristics of leaders, focusing on identifying personality traits and qualities. 
The emergence of leadership studies began with the “Great Man Theory”, which suggests that leaders are born with the innate qualities for leadership (Malakyan, 2014). Early proponents of this theory focused on male individuals, excluding women due to gender discrimination, believing they were born with these traits (Johns, H.E. and Moser, H.R, 1989). Historical figures like Napoleon, and Alexander the Great were cited as examples of these innate leadership abilities. The implication was that aspiring leaders emulate the characteristics of these great historical figures to attain leadership status (King, 1990). The Great Man Theory subsequently developed into the realm of trait theories, which posit that leadership qualities may be innate or developed. In essence, successful leadership traits may derive from inherent attributes or be developed through deliberate training and practical experience (Buchanan DA, 2017). During the 1940s to 1950s, behavioural theory emerged as an evolution from trait theories, suggesting that leaders are predominantly developed rather than inherently predisposed and that specific behaviours can be acquired to facilitate effective leadership (Johns H. a., 1989) (Denison, 1995). This theory emphasises the importance of a leader’s actions rather than their inner traits or qualities, although it tends to overlook the influence of the leader’s surrounding circumstances and environment (Benmira S, 2021). 
In the 1960s, the situational era emerged, recognising the influential role of the environment in leader-follower interactions. This era prioritised leadership within specific contexts rather than focusing solely on leader traits and behaviours. Leaders are expected to evaluate their operating environment and adapt their leadership style, accordingly, leading to the development of the contingency theory of leadership (Safonov, 2018). One of the earliest theories of contingency leadership was created by Fred Fiedler. His approach emphasises the importance of context in effective leadership. He argues that there is no one best set of leadership traits or behaviours and suggests that leaders should be matched with situations that suit their style, as their leadership style remains relatively fixed (Fiedler F, 1974). In the 1990s and beyond, a new era of leadership emerged, moving away from traditional views that depicted leadership as a straightforward top-down process. Instead, there was growing recognition of the complex interplay between, leaders, followers, situations, and the broader system. This shift led to the rise of two influential theories: transformational and transactional (Bass, 1990). Transformational leadership is a theory where leaders foster, inspire, and motivate their followers. In contrast, transactional leadership utilises authority to drive employee motivation (Flynn, 2021).
The Great Man theory of leadership, as defined by Carlyle, sought a new strength, wisdom, and guidance separated from the discredited Church and parental authority (Spector, 2016). Carlyle’s Great Man theory suggests leaders possess inherent traits rather than acquiring them through training or development (Benmira S, 2021).  
Researchers seeking universal leadership qualities transitioned from the Great Man theory to trait theories. These trait theories identified key attributes like intelligence, intuition, responsibility, sociability, problem-solving, self-confidence, and adaptability as crucial for effective leadership  (Samul, 2020). The Great Man theory, however, continues to influence both scholars and practitioners in leadership. They highlight the persistence of this concept, noting similarities in portraying leaders as inspirational figures emphasising their remarkable qualities (Mouton, 2019). Different societies expect different leadership styles – some may value assertive action while others prioritise a democratic approach. Hofstede’s research on cultural variables, including individualism, masculinity, power distance, and uncertainty avoidance, sheds light on how leadership roles are perceived across different cultures, including the influence of gender roles (Bush, 2000). These cultural differences shape varied leadership behaviours, influencing the use of authority, power dynamics, and supervision methods (van Emmerik, 2008). According to the Social Role Theory, the specific gender traits and societal expectations are based on the traditional roles that men and women used to hold in society very like Great Men theory. These roles were initially influenced by the biological differences between men and women, where men, being physically stronger, were responsible for physically demanding tasks such as hunting and manual labour, while women, due to their childbearing capabilities, were responsible for nurturing children and managing the household. However, despite the progress in industrialisation, women's involvement in the workforce was limited due to the physical demands of childbirth, allowing men to focus on paid employment (Schneider, 2019). The Social Role Theory classifies gender into two categories. The first category is the male agentic character, associated with stability, power, superiority, and self-assurance. The second category is the female communal character, characterised by empathy, kindness, helpfulness, compassion, interpersonal sensitivity, and gentleness. Studies reveal that subordinates respond differently and exhibit distinct job habits based on their leaders’ gender (Eagly A. M., 1992) (Vecchio, 2001). Traditional patriarchal ideology often deems female leaders unsuitable for their roles, resulting in varied assessments of their success compared to male counterparts, even when their achievements are similar (Dwiri, 2021). Since the stereotype assumes that women are communal, while men are agentic, people may hold prejudice against women in leadership positions, presuming they are not assertive enough to lead effectively (Eagly A. a., 2019). The language and ideas surrounding entrepreneurship tend to carry strong masculine connotations, associating terms with male traits. This gender bias, deeply embedded in societal constructs, shapes the framework within which entrepreneurs are viewed (Gupta, 2019). In general, likeability is promoted by communal behaviour, as individuals tend to favour those, who exhibit warmth and agreeableness, irrespective of gender.  This implies that likeability is linked to social influence to a greater extent for women than for men.  Essentially, while a man can influence others without necessarily being liked, a woman needs more likeable to be influential. In gender-neutral settings, the perception of women as less expert than men may put them at a disadvantage, as men are often presumed to be more competent and, consequently more influential. This disadvantage is likely more pronounced in contexts favouring stereotypically masculine traits (Carli, 2001).
Scholars have employed various methods to comprehend the relationship between gender and leadership (Martinez-Leon, 2020). Some have concentrated on contrasting male and female leaders, while others acknowledge that leadership traits can manifest regardless of gender. According to the research study conducted by Rosener (1990), it was found that women in leadership positions often exhibit transformational leadership as opposed to men, who tend to describe their leadership methods as transactional. Furthermore, another analysis conducted by Eagly and Johnson (1990) revealed that women are inclined towards democratic leadership, while men tend to be more autocratic. Despite this, there is a scarcity of women in executive positions due to various factors, including employees’ perceptions, lack of trust in female managers, and gender-related stereotypes prevalent in organisations (Budur, 2019).  According to Howell & Avolio (1993) and Bass (1998), the transactional leadership theory, also known as the exchange theory, views leadership as a transaction between leaders and followers. It emphasises the importance of fostering highly valued relationships between them. Transactional leaders strive to align rewards and punishments with task performance to inspire and effectively guide followers. This approach aids in creating supportive environments crucial for both individual and organisational goal achievement (Khan, 2016). Several leadership experts have not challenged the ethical foundation of transactional leadership, but many acknowledge its distinct values compared to transformational leadership. Transactional leadership has been linked to principles like duty, fairness, honesty, and fulfilling commitments  (Berkovich, 2021). Bass and Avolio (1994) defined transformational leadership as a form of leadership in which the leader inspires colleagues and followers to perceive their work from a fresh perspective. A transformational leader raises awareness of the organisation’s mission or vision, fostering the development of colleagues and followers to enhance their abilities and potential. Furthermore, such leaders motivate individuals to shift their focus from personal interests to those that benefit the collective group. They identified four dimensions of transformational leadership, known as the “Four I’s”: Idealised influence, inspirational motivation, intellectual stimulation, and individualised consideration. Bass (1997) asserted that transformational leaders achieve greater success in the workplace compared to transactional leaders (Mandell, 2003). The focus of transformational leaders is to encourage greater creativity and innovation among their followers. They promote risk-taking to accomplish organisational tasks, placing a strong emphasis on problem-solving abilities to address challenging issues. Furthermore, they are attentive to individual needs, and they consider actions aligned with moral values and beliefs, as noted by Antonakis, Avolio, and Sirasubramaniam (2003).
2.2 [bookmark: _Toc165390157]Gender Differences in Leadership Styles.
Although there is limited research examining the combined influence of gender roles and organisational roles, such studies, such as those by Eagly et al. (2000), indicate some preliminary observations about the growing resemblance between women and men occupying the same organisational position. This implies that leadership roles, along with other organisational roles, establish norms guiding the execution of various tasks, suggesting that both male and female individuals in these roles are likely to perform similarly (Eagly A. a.‐S., 2001). The studies suggest that women in management generally exhibit a more intuitive management style compared to men. Their concerns are more on the process than the outcome, they foster teamwork and value diversity more. Women usually adopt a democratic and participatory leadership style, while men tend to be more autocratic and directive (Abdallah, 2020). Studies on gender and leadership effectiveness reveal that female managers are more compassionate and empathetic than their male counterparts (Dappa, 2019). A commonly cited explanation for gender groups involves self-confidence, with the claim that “women are less confident than men, hindering their promotion chances” (Guillén L. M., 2018). Yet, studies conducted by (Guillén L. M., 2015) on self-confidence have shown no consistent gender differences in achievement-oriented areas. Many successful women have a psychological condition known as the imposter phenomenon (IP), characterised by fear of inadequacy among high achievers. This phenomenon, first described by Clance and Imes (1978), reflects a sense of “phoniness” in high-achieving women despite their accomplishments. McGregor, Gee, and Posey (2008) observed that women tend to exhibit higher IP than men. However, the investigation of the imposter phenomenon extends beyond gender boundaries.
Research suggests that, on average, female leaders prioritise reducing direct human suffering, while males tend to take riskier, short-term actions aiming to limit economic disruption. These differences align with broader psychological patterns: women show more empathy and health concern, while men tend toward risk-taking and focus on financial success. Garikipati and Kambhampati's study found that female leaders responded faster and more decisively to the pandemic, resulting in lower mortality rates in their respective countries (Luoto, 2021).
[bookmark: _Toc151143542][bookmark: _Toc165390158]2. 3 Factors Influencing Gender Differences in Leadership Styles.
While many prejudices and restrictions connected to gender have decreased over time, gender stereotypes still hinder women’s job advancement. They continue to have a detrimental impact on women’s access to possibilities for professional advancement. These preconceptions influence management conduct and vocational outlooks in the workplace with patriarchal expectations. Globally, women make up just 29% of senior executive roles. According to the World Economic Forum (2017), there is an average gender disparity of 32.0% in four areas: “political empowerment,” “health and survival”, “educational attainment”, and “economic participation and opportunity” (Tabassum, 2021).  The typical image of a manager and leader is often characterised by stereotypically feminine traits like communality and warmth, which contrast with traditionally masculine traits like aggression, individualism, and decisiveness. Women are less likely than males to be evaluated critically in organisations due to persistent assumptions about men’s strengths and women’s weaknesses. Recognising these harmful gender stereotypes and the fact that evaluators had such beliefs may cause men and women to approach leadership responsibilities differently. Since these roles provide significant authority and discretion and involve interactions with various stakeholders, the activities and relationships cultivated by men and women in management activities may vary (Feldberg, 2022).
The underrepresentation of women in leadership positions in schools is a recognised problem in multiple countries, sometimes resulting from discriminatory policies that hinder actual opportunities. According to intersectionality theories, women who belong to non-dominant groups experience an underrepresentation. A range of obstacles, both internal and external, contributes to this disparity, with the difficulty of balancing leadership responsibilities and family duties emerging as a significant obstacle. Research shows that women in principal roles tend to adopt a more horizontal and collaborative leadership style, giving emotional support and daily operations of the school a priority (Weinstein, 2021).
In male-dominated professions, such as science, technology, engineering, and leadership roles, women remain to be underrepresented. Although between 2016 and 2019 the proportion of women employed in STEM fields in the UK rose from 21 % to 24%, the percentage continues to be disproportionately low, highlighting the ongoing gender imbalance in the sector (Statista, 2023). Comparable to various professional domains, academic leadership, as well as perceptions associated with academics, particularly those in the “hard” sciences (physics, chemistry, and biology), along with philosophers and economists, are often framed in a stereotypically masculine attribute. These attributes include traits such as rationality, and objectivity, a preoccupation with abstract concepts rather than interpersonal dynamics, and success being based primarily on merit and skill (Cain, 2014). According to the study conducted by Enke (2014) which delves into the senior women administrators’ experiences in liberal arts colleges, strategic navigation of gender expectations emerges as a key theme. Women in high–ranking positions strategically navigate gender expectations, using their identities as tools for leadership. The study identifies two themes: intentionality and institutional fit- highlighting women’s conscious awareness and strategic approaches. In male-dominated teams, women employ gender performance to enhance their leadership image. Additionally, participants leverage religious identities, such as Catholic or Lutheran affiliations, to align with institutions or establish connections based on Christian denominational differences. The decision to emphasise or conceal identities is driven by their perceived impact on authority in various professional contexts (Wheaton, 2019).
However, female managers receive harsher penalties for ethical violations than their male counterparts (Kennedy, 2016). Particularly in male-associated tasks, they suffer more reputational losses after failure. Failures by women are often attributed to low ability rather than bad luck. Gendered sanctions for leadership failure impose more significant consequences on women leaders compared to similarly qualified men (Fisk, 2019).
From an ethical and moral perspective, addressing gender equality and fairness has been a priority in numerous Western countries and organisations. Nevertheless, the persistent lack of women in key leadership positions points to a lack of significant progress towards achieving this objective (Hideg, 2019). In comparison to men, women may face reduced support from managers when aiming for top positions in an organisation, and this lack of support could be influenced by managers’ benevolently sexist attitudes. This poses a challenge, as women often emphasise the importance of support from higher-ups for their career advancement (Morrison, 1992).  Consequently, individuals who strongly endorse benevolent sexism might question women’s suitability for roles requiring strength of character and determination, particularly in workplace settings. Female academic leaders may face specific scrutiny, encountering criticism for their adoption of transformational leadership styles and manifestation of what is commonly referred to as soft skills (White, 2013). Coates (1998) argues that women might feel the need to suppress their femininity to be part of the “corporate crusade”. If a woman holds a senior position and is surrounded by senior men, it becomes challenging not to adopt behaviours and a style that aligns with the expectations of “fitting in” and gaining acceptance (Bryans, 2003). However, when female leaders behave in a masculine manner and deviate from gender stereotype expectations, it may lead subordinates to doubt their authority. Conversely, when male leaders exhibit masculinity, it aligns with gender stereotypes and is less likely to provoke emotional responses (Hu, 2022).
While women in senior management encounter similar obstacles to those climbing the corporate ladder, they also experience the isolation of distancing themselves from many women in management who occupy supervisory and middle-level positions (Hamlin, 1994).
The anticipated supportive actions from senior women create expectations that may be impossible to meet, contributing to the persistent and unhelpful labelling of senior women as “queen bees” (Staines, 1973) (Abramson, 1975). The phrase “queen bee syndrome”, first used by Staines et al. (1973), refers to the behaviour of women who aggressively oppose modifications to conventional gender norms. Studies indicate that “queen bee’s” behaviours can manifest in three main ways: a) presenting oneself in a masculine manner; b) creating physical and psychological distance from other women; and c) endorsing and legitimising gender inequality. When women in leadership roles exhibit a blend of these behaviours to attain success at the cost of other women, the complete manifestation of the “queen bee” effect becomes apparent (Derks, 2011). Such negative relations between women, grounded in the context of organisational gendered systems can be viewed as “female” misogyny. Female misogyny processes disrupt the concepts of sisterhood and solidarity, challenging the notion that engaging in supportive behaviours is an effective strategy for women’s advancement in management (Mavin, 2006). They may unintentionally perpetuate sexism by embracing and employing learned sexist behaviours towards themselves and their female counterparts (Bearman, 2009).
Due to prevailing gender stereotypes, women encounter devaluation and consequent disrespect within leadership roles. Their circumstance often necessitates heightened efforts on their part to secure respect from their peers (Lloyd-Jones, 2009). Furthermore, female leaders face difficulties posed by conflicting demands of work and family obligations as well as the difficult balancing act involved in upholding various identities in many social situations (Glazer-Raymo, 2008).
2.4 [bookmark: _Toc165390159]Women Representation in Higher Education.
According to Kandiko et al. (2018) the standards for academic success are increasingly tied to metrics that inherently favour men and are more closely aligned with research than teaching. Women encounter more difficulties in meeting these metrics, such as gender bias, which play a significant role in recruitment and promotion decisions, often due to gender disparities in opportunities (Coate, 2016). Globally women face systematic disadvantages in recruitment and promotion processes, grant applications, invitations as keynote speakers, award nominations (Lerback, 2017), and invitations to join editorial boards across various disciplines, such as medicine (Silver, 2019). These metrics, highlighted by Lerback and Hanson (2017), form the foundation of academic success.
Consistently, literature portrays the structural and cultural dynamics at higher education as impacting women’s experiences in both academia and in their pursuit of leadership roles and their pursuit of leadership roles. Gallagher and Morison (2019) emphasise that historically, institutions were predominantly designed to serve men, with women gaining increased access only in the mid-20th century due to societal shifts. Consequently, women’s pathways to leadership often differ from those of their male counterparts, with factors such as traditional family obligations influencing their trajectory. This results in women achieving milestones in their careers at different stages compared to men (Moodly, 2021).
The underrepresentation of women in senior positions has also been associated with their unfamiliarity with the intricacies of the established norms and practices. Drawing on Bourdieu’s metaphorical framework, Kalfa et al. (2018) argue that academics actively engage in the “game” to keep or improve their position. The “game” metaphor represents the social dynamics and poor structures within academia. This perspective suggests that academic success is not solely determined by individual merit or accomplishment but also by one’s adeptness at navigating and participating in the institutional dynamics of academia (Bourdieu, 1988).
In British institutions, the 2022/23 HESA report revealed that female staff comprised 50% of full-time employees and 66% of part-time staff (HESA, 2024). However, during the same period, there were more male academic staff than their female counterparts, with only 44% of full-time academic staff being female. Looking specifically at professorial roles, 31% were occupied by females in 2022/23, marking a one percentage point increase from the previous year and two percentage points from 2020/21. Additionally, other senior academic contracts saw a growing representation of females reaching 42% in 2022/23. This reflects a steady increase from 33% recorded in 2013/14 (HESA, 2024).  The shortage of women in senior positions reflects a failure to fully utilise the talents of women. This situation poses challenges both in terms of social justice and organisational effectiveness, given the growing evidence that organisations with more women in executive roles tend to perform better (Noland, 2016).
However, there is still a level of complacency among senior decision-makers in higher education. Deem et al.’s study (2005) revealed that some managers believe that gender equality has already been achieved. Furthermore, a recent survey of university governors conducted by the Leadership Foundation for Higher Education (referred to as the Leadership Foundation) indicated that equality and diversity were of minimal concern (LFHE, 2015). Only 3% of governors identified it as a key institutional challenge and only 17% (compared to 42% of staff) that it was more challenging for women than men to succeed in their organisation (LFHE, 2015). Sue Shepherd’s (2017) research discovered minimal distinction between men and women regarding their aspirations for attaining higher positions in university management. Female deans and heads of schools show almost equal likelihood as their male counterparts (43% compared to 45%) to contemplate applying for a Pro Vice-Chancellor (PVC) position, the next level up the managerial hierarchy. A greater percentage of women (29%) than men (22%) express a strong likelihood of applying. Furthermore, the conversion of aspiration into action demonstrates relatively little difference between genders: 14% of female deans and heads of school in comparison to 16% of men, have already applied for a PVC position within their institution. However, male counterparts have more than twice the rate of applications for a PVC position in another university compared to their female counterparts (22% vs. 9%). This suggests that women may face greater challenges related to geographical mobility (Shepherd, 2017).  Table 1 represents women leaders in Welsh higher education. 
In recent years numerous universities have supported academics in attaining leadership recognition through international fellowship programs, such as those provided by AdvanceHE. It has been suggested that those programs are better suited to acknowledging the collaborative and non-competitive approaches often adopted by women in leadership roles within academia (Beckmann, 2019). These strategies involve mentoring which has been identified as a facilitator of career advancement for women's academics (Francis, L. & Stulz, V., 2020). While these institutional-level strategies have shown success in terms of promoting women and facilitating their transition to formal leadership positions (Fraser, S. & Harvey, M., 2008), they 
are resource intensive. Leadership is concerned scarce, difficult to quantify, and often influenced by dynamics, making it a challenging endeavour. Table1 illustrates examples female leaders in Welsh higher education. 
Table1 Female Higher Education Leaders in Wales
	[bookmark: _Toc44686312][bookmark: _Toc49783897]Name
	Institution
	Position

	Professor Wendy Larner
	Cardiff University
	President and Vice-Chancellor

	Professor Elwen Evans
	University of Wales Trinity Saint David
	Vice-Chancellor

	Professor Donna Whitehead
	University of South Wales
	Deputy Vice-Chancellor

	Professor Maria Hinfelaar
	Wrexham University
	Vice-Chancellor

	Professor Nichola Callow
	Bangor University
	Pro-Vice-Chancellor

	Professor Deborah Youngs
	Swansea University
	Pro-Vice-Chancellor


[bookmark: _Toc165390160]Chapter 3. Methodology

[bookmark: _Toc49783898][bookmark: _Toc165390161][bookmark: _Toc13915441][bookmark: _Toc44686313]3.1 Aims and Objectives

This study aims to investigate the gender differences in leadership styles within higher education with the following objectives: 

· To examine and analyse the distinct leadership styles of men and women in the higher education sector.
· To identify external factors influencing gender leadership styles among educational leaders. 
· To assess the impact of educational institutions on leadership styles. 
· Synthesise the similarities in the leadership styles of men and women within higher education. 
· Synthesise the study findings on differences in leadership styles in the context of style effectiveness in higher education. 

[bookmark: _Toc49783899][bookmark: _Toc165390162]3.2 Research Rationale

The research rationale for this study links to existing literature from (Eagly A. H., 1990), (Dunn, 2014) and (Shepherd, 2017). In addition to existing literature, the researcher aims to place the findings from both the research questionnaire and semi-structured interviews into context, enhancing the understanding of the subject matter. This research aims to explore gender dynamics in leadership within Welsh higher education, aiming to uncover any nuanced differences in leadership styles and the underlying factors shaping them. By merging quantitative and qualitative data, the research will provide insights for fostering gender equality and proficient leadership in educational settings.

Existing secondary research highlights perceived differences in leadership styles between genders, with male leaders often viewed as more autocratic and female leaders as more communal (Eagly A. a., 2019). However, these distinctions are heavily influenced by cultural norms, stereotypes, and biases. Recent studies suggest minimal actual differences in leadership styles, shaped more by contextual factors than inherent gender traits. Despite advancements toward gender equality, persistent disparities in leadership representation and experiences persist. The prevalence of misogyny and the “queen bee syndrome” further complicates efforts to promote inclusive leadership practices. In the Welsh higher education sector where cultural nuances and institutional context may differ, it is essential to identify barriers to gender equality in leadership roles. Exploring the variations in leadership styles between genders is crucial for gaining insight into the diverse range of leadership effectiveness, professional development, and gender equality in educational settings.
[bookmark: _Toc13915442][bookmark: _Toc44686314][bookmark: _Toc49783900][bookmark: _Toc165390163]3.3 Research Design

Research design encompasses a detailed plan outlining how the researcher intends to address their research question(s) (A. Thornhill, 2016). The design offers instructions regarding the philosophy, approach, methodology, and other elements required to meet the scientific standards for conducting quality research. Without the study design, a researcher may veer off course, potentially resulting in inaccurate findings and conclusions. The importance of research design cannot be overstated or trivialised (Mardiana, 2020). The research design falls into three main categories: quantitative, qualitative, and mixed methods (Asenahabi, 2019). 
A mixed-method study involves the collection, analysis, and integration of both quantitative and qualitative data (Hesse-Biber, 2010). It is suitable for describing, explaining, or evaluating and is commonly used in applied social and behavioural science research to prompt community change or social action. Mixed-method research offers a more comprehensive understanding compared to singular approaches (Leavy, 2022). Therefore, the research design for this study will be a mixed methods approach incorporating both, questionnaires, and semi-structured interviews to capture diverse insights and nuances in this domain.
[bookmark: _Toc13915443][bookmark: _Toc44686315][bookmark: _Toc49783901][bookmark: _Toc165390164]3.4 Research Paradigm

A traditional approach to research methodology is founded upon a certain philosophical framework, consequently guiding the selection and application of research methodology (Nweke, 2009), (Saunders, 2016). Historically, scholarly discourse identifies two primary paradigms – positivism and interpretivism, and two more contemporary viewpoints – pragmatism and critical realism (Mingers, 2006), (Saunders, 2016).
In social sciences, positivism, introduced by French philosopher Auguste Comte (1848/2015), was the dominant paradigm for many years. Positivists believed that knowledge about the social world could be obtained objectively: what is seen and heard is straightforwardly perceived and recordable without any problems. According to them, social and psychological phenomena can be observed, measured, and studied scientifically (Thomas, 2023).  The positivist paradigm suggests using quantitative research methods to accurately describe and understand relationships in the collected data (Kivunja, C., Kuyini, A.B., 2017).
Interpretivism, founded on philosophical phenomenology, aims to grasp the meaning and subjective intentions of individuals within a specific context without imposing preconceived categories (Sandberg, 2005). The term “interpretivism” refers to the interpretive effort of the researcher to understand the world from the perspective of its participants. Unlike positivism, which assumes an objective reality presented by concepts and propositions, interpretive phenomenology recognises multiple socially constructed views of reality rather than singular social reality (Babones, 2016). 
Pragmatism embraces both quantitative and qualitative approaches, forming the basis for the mixed-method philosophical paradigm (Creswell J. W., 2018). Pragmatists are open to various philosophical systems, unlike positivists and interpretivists who adhere to singular perspectives. By employing mixed designs, pragmatists gain a comprehensive understanding of the phenomena being studied. In the social sciences, researchers prefer pragmatism due to its flexibility in selecting methods, techniques, and procedures tailored to the research goals (Pole, 2007). 
For this study on gender differences in leadership styles within higher education, pragmatism is the preferred paradigm due to its flexible mixed-method approach, allowing for a comprehensive understanding of complex social phenomena (Morse, 2016).
[bookmark: _Toc13915444][bookmark: _Toc44686316][bookmark: _Toc49783902][bookmark: _Toc165390165]3.5 Data Collection

Data collection is an essential aspect of research as it provides the necessary information for investigating a research problem. Without collecting specific data, research cannot be carried out. Data can be classified as primary or secondary, with primary data collected through observation, interviews, questionnaires, and databases in behavioural sciences. Secondary data sources include published books, magazines, and journals. Overall, data collection is a mandatory and fundamental tool in the research process (Mazhar, 2021).
For the study of gender differences in leadership styles, the primary data will be collected through questionnaires administered to educational leaders in higher education institutions in the UK. Questionnaires are essential research tools used by decision-makers and researchers in various sectors to gather specific and significant data. Scaling, particularly the Likert scale, is commonly employed to construct survey instruments for measuring attitudes. However, there is no definitive recommendation for the best rating scale in research methodology (Taherdoost, What Is the Best Response Scale for Survey and Questionnaire Design; Review of Different Lengths of Rating Scale / Attitude, Scale / Likert Scale, 2019). Questionnaires will be used to collect quantitative data on leadership styles. The questionnaire will include standardised measures designed to assess different dimensions of leadership strategies, like decision-making and communication. It will also explore perceptions of leadership positions and qualifications while considering the potential impact of gender stereotypes on how effective or competent leaders are perceived in higher education. The survey will contain both closed and open-ended questions. The closed-ended questions will provide quantitative data and standardised measures to assess different dimensions of leadership styles. The open-ended questions will allow participants to provide detailed descriptions and insight into their leadership styles, experiences, and challenges. The questionnaire will be distributed via email to educational leaders in the UK’s higher education sector, who are members of relevant professional associations. Additionally, it will be shared on social media platforms such as LinkedIn to broaden the reach and increase participation. The researcher will utilise Google Forms as it is optimal for administering concise surveys, visualising the collected data, and exploring it for further analysis in spreadsheet format (Nayak, 2019). Online questionnaires offer flexible response times, allowing respondents to answer questions at their convenience. The absence of time constraints enables thoughtful responses and a reflective research process. Respondents can think twice about their responses without the immediate time pressure of an interviewer. Moreover, the practicality of online questionnaires reduces interviewer costs significantly (Ha, 2022). The disadvantages of online surveys include their simple distribution, virality, incomplete data, potential for bias, difficulty in clearly articulating research objectives, and the possibility of spamming. Participants may abandon the survey, causing bias and altering results (Nayak, 2019). A study by Buchanan and Hvizdak highlights the challenges of traditional research principles, including consent, risk, privacy, anonymity, confidentiality, and autonomy due to electronic survey data (2009).
In addition to the questionnaire, semi-structured interviews will be conducted to explore perspectives on gender differences in leadership styles within higher education, thereby providing a comprehensive understanding of this phenomenon. 
The semi-structured interview offers a balanced approach by combining a structure of a list of topics with the flexibility to explore deeper into additional points as necessary (Thomas, 2023).
Interviews are a valuable method for collecting data, offering in-depth insights into past and future events and features. They offer flexibility in administration and allow for clear explanations of questions. The interviewer guides the discussion through comments and follow-up questions to elicit relevant information (Willig, 2008).Unlike structured interviews, semi-structured interviews offer more flexibility in question formulation, with no requirement for questions to be presented in a specific sequence (Henriksen, 2022).
[bookmark: _Toc13915445][bookmark: _Toc44686317][bookmark: _Toc49783903][bookmark: _Toc165390166]3.6 Population and Sample

Sampling methods in qualitative research differ from those employed in quantitative research. In psychosocial research “quantitative” methods are suitable when factual data are needed, or when seeking general insights into opinions, attitudes, beliefs, or preferences. They excel when variables can be clearly defined and linked to form hypotheses (Kovacs, 2012). In contrast, concerns about experience, meaning, and viewpoint are addressed through the use of a “qualitative” approach, which often focuses on the participants' perspectives. Most of the time, counting and quantifying data is not possible (Hammarberg, 2016).
 Only non-probability sampling techniques are employed, and all qualitative samples are non-random. Qualitative researchers conduct interviews with individuals who provide insights into the subject under investigation. As potential data sources, they may examine records, artifacts, images, drawings, and/or scenarios and/or locations. Participants are chosen based on their ability to communicate and reflect on their experience and their “direct and personal knowledge” (Sandelowski, 2004). Participants also need to be prepared to devote the time required to share their experiences (M., 1998). The research is an ongoing process; therefore, sampling procedures may vary. Participants are located, information is gathered, and then it is examined. As data is gathered and analysed, the sampling strategy is improved (Farrugia, 2019). Convenience sampling, also known as volunteer sampling- snowball, purposive, theoretical, and other methods are common techniques for qualitative sampling (Gill, 2020). To thoroughly investigate gender differences in leadership styles, the purposive sample strategy will be used (Ames, 2019). Purposive sampling (Suri, 2011) was chosen for this research to specifically select participants holding leadership positions or who held relevant observations regarding leadership in academia. This approach ensured that the study focused on individuals with direct experience or insights into leadership practices within the academic context, facilitating a comprehensive exploration of gender leadership dynamics in higher education. The study will incorporate an online-based questionnaire using Google Forms to gather responses from up to 150 participants. To support the mixed-method approach used in this study, the questionnaire will include both qualitative and quantitative questions for the collection of quantitative and qualitative data. The researcher will also conduct ten interviews as part of the study to further enhance the qualitative information gathered. The research will encompass educational leaders in higher education, including university vice-chancellors, deans, and department heads. This purposeful selection aims to obtain a representative sample that will provide significant insights into how gender influences leadership styles within the given context. 

[bookmark: _Toc13915446][bookmark: _Toc44686318][bookmark: _Toc49783904][bookmark: _Toc165390167]3.7 Data and Analysis

According to Denzin (2009), Meriam and Tisdell (2016), and Thurmond (2001) triangulation in research refers to the application of multiple methodological tools or techniques. This approach is particularly valuable in obtaining a comprehensive understanding of the issue under investigation, especially in research concerning gender leadership styles within higher education. While the term “triangulation” has been used by numerous methodological resources (Denzin, 2009) (SB Merriam, 2016) there are other methods by which data can be triangulated by researchers. By gathering data from diverse locations, time periods, and perspectives, researchers may benefit from various data resources. 
The researcher will employ a combination of questionnaires and semi-structured interviews to gather various perspectives and insights. This multifaced approach will enhance the validity and depth of the study’s findings, allowing for the exploration of gender leadership dynamics within higher education. 
Quantitative Data Analysis: Statistical methods are used to analyse and interpret data for specific situations. Choosing the right method requires understanding its assumptions and conditions. The two main approaches are descriptive statistics, summarising data using mean and median, and inferential statistics, concluding statistical tests (Mishra P, 2019). Before the analysis, data responses from the close-ended questions will be coded, and the data will be analysed by inputting them into SPSS (statistical software). The software will then compare and analyse the results from various variables utilised in the research questionnaires (Sileyew, 2020).  Descriptive statistics and inferential tests will be used to compare gender differences in leadership styles among higher education leaders in the UK. Descriptive statistics, also known as descriptive analytics, according to Trochim (2001) refer to these metrics that, along with basic graphics, serve as the foundation for any quantitative study. In order to explain and summarise the events in the data, descriptive statistics do not attempt to draw inferences that go beyond current data. Big data sets are reduced to straightforward, understandable measurements by the metrics employed in descriptive statistics. Trochim (2001) states that there is always a chance of altering the original data or missing crucial features when condensing enormous volumes of data into a simple measurement. 
Qualitative Data Analysis: The open-ended responses will undergo thematic analysis, which aids in identifying and describing various issues, structures, and practices within the field. During the familiarisation of the data, the researcher gains an overview of its content and begins the process of abstraction. Key issues, concepts, and themes emerge, forming a framework for further examination (Mezmir, 2020).
[bookmark: _Toc13915447][bookmark: _Toc44686319][bookmark: _Toc49783905][bookmark: _Toc165390168]3.8 Reliability and Viability

In qualitative research studies, reliability refers to the validity of the findings, especially about the proper methodologies used and how they were used and executed. According to Miles et al (2014), reliability calls into question the scientific process’ consistency and should, ideally, remain steady throughout time and between research and/or methodologies used. A study’s perceived dependability is raised when the methodologies employed are justified and analytical processes are clarified (Kondracki, 2002). Along with consistency and clarity, reliability also refers to the actual conduct of the study, which increases the possibility that many of the research methodologies disclosed might be recognised and used by other researchers (Creswell J. , 2013).
In qualitative research, trustworthiness refers to the researchers’ believability, the methodological integrity of the study design, the results' plausibility, and the research methodologies' application  (Lincoln, 1985) (Parry, 2015). It is the general sense of quality connected to a research project. Trustworthiness, according to Harrison et al (2001), is essential to qualitative research's continued relevance in academia, and “most scholars agree that qualitative researchers must show the validity of their work” (Creswell J. &., 2000).
While no process or technique can ensure authenticity, several instruments can significantly help reduce threats to validity and strengthen the credibility of conclusions obtained from a research study (Maxwell, 2010). These threats include respondent validation, member checking, mechanical recording, “rich data”, use of contradictory evidence, neutrality, triangulations, and fair dealing (Maxwell, 2010), (Birt, 2016), (Gray, 2018).
To ensure the reliability and validity of the study, the researcher employed several key strategies. A purposive sampling method was utilised (Suri, 2011) to carefully select participants who could best address the specific research objectives, enhancing the relevance and depth of the findings. Careful attention was given to the design of the questionnaire, with a focus on avoiding leading and presumptive questions that could introduce bias into the responses. This approach aimed to cultivate unbiased and genuine participants' perspectives (Schofield, 2006), enriching the quality of the data collected. Furthermore, before full-scale data collection, a pilot study was conducted to refine and validate the research instruments, ensuring their effectiveness in capturing the intended information accurately (Aithal, 2020). Throughout both the data collection and data analysis phases, the researcher worked under the guidance of a supervisor, benefiting from their expertise and oversight to mitigate potential biases and enhance the study's rigor. This collaborative effort fostered a robust and transparent research process, ultimately contributing to the credibility and trustworthiness of the study outcomes. 
[bookmark: _Toc49783906][bookmark: _Toc165390169]3.8.1 Limitations of the Research

The limitations of a specific study pertain to potential weaknesses that are typically beyond the researcher’s control and are closely related to factors such as the chosen research design, constraints of statistical models, limitations in funding, or other variables. These limitations are considered imposed restrictions that the researcher cannot control. Nevertheless, they may impact the study’s design, findings, and ultimately the conclusions drawn (Montori, 2004).
The first limitation of this study could be the limited availability of key participants. Leaders in higher education, such as senior faculty members or university administrators, often have busy schedules, making it challenging for them to participate in research. As a result, the pool of potential participants may be restricted, affecting the sample size, and potentially limiting the study’s scope and applicability. 
Semi-structured interviews can be time-consuming due to transcription needs and may introduce bias through interviewers' influence (DeJonckheere M, 2019). Questionnaires are often less detailed and suffer from potentially low response rates and validity concerns due to limited interaction (Andrade, 2020). The researcher will ensure to address these limitations through a robust research design, diverse participant sampling, and cautious interpretation of the results. 
[bookmark: _Toc13915448][bookmark: _Toc44686320][bookmark: _Toc49783907][bookmark: _Toc165390170]3.9 Research Ethics

Researchers are responsible for ensuring that they recognise and protect the rights and welfare of research participants, irrespective of the research’s nature. They are expected to follow ethical principles such as honesty, integrity, accountability, transparency, and adherence to professional standard (Ramos, 1989). The researcher needs to safeguard participants’ well-being and mitigate potential harm or discomfort, prevent social harm, and reduce the risk of negligence claims (Kang, 2021).
The researcher gained approval from their supervisor by submitting the necessary ethics form for the study, ensuring that the research meets the University’s Research Ethics and Integrity Code of Practice.  Participants must be over 18 years old and informed about the research’s purpose. All responses will be kept anonymous, and participants can withdraw at any time. Personal information will be confidential and handled in accordance with data protection laws.





[bookmark: _Toc165390171]Chapter 4. Findings.

[bookmark: _Toc165390172]4.1. Introduction  

This chapter conducts a comprehensive analysis of the data conducted through questionnaires and semi-structured interviews to investigate gendered leadership styles in higher education. 
The focus of the questionnaire encompasses demographic information, leadership position and qualifications, leadership styles, perceptions of effective leadership in higher education, strategies higher education institutions employ to support or hinder inclusive leadership, and perceptions of gendered leadership behaviours. Additionally, semi-structured interviews were conducted to provide qualitative insights into the subjective experiences and perspectives of academic leaders regarding their leadership styles and the influence of gender in higher education. 
[bookmark: _Toc165390173]4.1.2. Questionnaires 

The questionnaires were obtained to gather quantitative and qualitative data from academic leaders in higher education. The use of questionnaires allowed for the collection of standardised responses across a diverse sample of participants, facilitating the comparison and analysis of data. The inclusion of Likert scale items provided a systematic way to measure respondent attitudes, beliefs, and perceptions regarding leadership in higher education. The incorporation of both open-ended and closed-ended questions with Likert responses provided a comprehensive approach to data collection. Closed-ended questions with Likert responses provided quantifiable data, while open-ended questions allowed respondents to provide more nuanced and detailed insights into their experiences and perspectives on gendered leadership. 
Obtaining questionnaires from academic leaders facilitated the systematic gathering of data necessary to investigate the research questions and objectives related to leadership in higher education. 
The questionnaires were administered to a diverse array of higher education staff ranging from professors and deans to individuals in non-academic roles. The response demographic revealed a notable ratio, with 75% of respondents identifying as female and 25% as male, reflecting the gender diversity within the sample population. 
Regarding the age distribution of the respondents, the majority fell within the 45-64 age bracket, comprising 46.4% of the sample. Respondents between the ages of 30 and 44 accounted for 45.9% of the sample. A smaller percentage, 7.1% were over the age of 65, while those aged 18-29 constituted 3.6% of respondents.  
The distribution of roles among respondents indicated that 48.1% held non-academic positions, 7.4% were professors, and 44.4% identified as lecturers or senior lecturers, illustrating the varied representation of positions within the higher education sector. 
[image: ]
[bookmark: _Toc165124246]Figure 1 Gender-Based Analysis of Educational Statement

Figure 1 provides a visual representation of the distribution of educational attainment among male and female counterparts. The disparities in educational attainment depicted in Figure 1 may have implications for gender leadership dynamics within higher education institutions. Female respondents exhibit a higher prevalence of bachelor’s and master’s degrees followed by doctoral degrees. Notably, there were no male respondents with bachelor’s degrees underscoring potential disparities in educational attainment and career trajectories between genders, as suggested by previous research on career interruptions (Kirchmeyer, 1998) (Abele, 2011).
Figure 2 presents the distribution of the institutional titles among respondents of the study. The data indicates that female respondents outnumbered their male counterparts in non-academic roles, as well as in lecturer and senior lecturer positions. It is worth noting that there were no male respondents identified as professors. While this observation reflects current disparities in gender distribution across institutional roles, it does not directly align with historical trends suggesting gradual progress toward gender parity within higher education leadership. Instead, it highlights the persistent challenges in achieving gender balance across all levels of academia (Johns, 2020).

[bookmark: _Toc165124247]Figure 2 Distribution of Institutional Titles among Respondents

The other questions in the survey addressed leadership styles and perspectives. 

[bookmark: _Toc165124248]Figure 3 Representation of Leadership Styles Among Respondents

Figure 3 illustrates the representation of leadership styles among respondents, categorised by gender. Among female respondents, a small proportion indicated transformational leadership while the majority stated that they employ a collaborative leadership approach. Male respondents exhibited a similar trend, with some indicating a preference for multiple styles and others leaning toward a collaborative approach. The representation of leadership styles suggests a tendency for female respondents to adopt collaborative and transformational approaches. This aligns with the related literature that women are naturally predisposed to collaborative approaches, displaying communicative and relational attributes (Post, C., Latu, I.M. and Belkin, L.Y., 2019) (Simon S., 2019). 
[image: Forms response chart. Question title: 7. Have you pursued any additional training or certificates related to leadership or management in higher education?
. Number of responses: 28 responses.]
[bookmark: _Toc165124249]Figure 4 Additional Qualifications Related to Leadership

The chart (Figure 4) illustrates that the majority of the respondents have pursued additional qualifications or certificates related to leadership or management, while the remainder have not. Similarly, the breakdown is consistent with the question regarding whether the respondents hold a leadership position. 
In response to the question concerning how educational background influenced the understanding and application of leadership styles, one respondent stated: 
	“Educational background provided me with a framework for my management style” [sic].
Other responses echoed a similar sentiment, indicating that education influenced their understanding and application of leadership styles. In their opinion, formal education equips leaders with the tools needed to navigate diverse leadership challenges effectively. However, some respondents mentioned that there is no formal training for the role, as individuals often “learn as they go on”. 
A significant majority comprising 64.4% of participants, acknowledged the impact of cultural factors such as ethnicity, nationality, and institutional culture on their leadership approach. This finding resonates with existing literature that workplace environments can indeed shape leadership styles. As Coates (1998) suggests that women may feel compelled to suppress their femininity to align with professional expectations. 
When asked about how they manage diversity within their leadership team, the majority emphasised a culture of inclusivity, collaboration, and mutual respect. They also stressed the importance of implementing diversity policies, empowerment initiatives, and training programs to provide inclusivity and empower diverse talent within their leadership ranks.
“As a leader in higher education, I recognise the importance of navigating diversity within my leadership team and among stakeholders. My transformational leadership style, which focuses on individualised consideration, empowerment, serves as strong foundation for embracing and leveraging diversity” [sic].
“Regular training and consultation with stakeholders to try and ensure perspectives are considered outside of our own potential bias” [sic].
“I have done training on inclusiveness in and outside of the university. Language, curriculum modification, change of vocabulary, interaction, collaboration are key factors to make improvements. Use of external agencies can bring in fresh perspectives” [sic].
[image: Forms response chart. Question title: 12. Leadership in higher education requires a collaborative approach.
. Number of responses: 28 responses.]
[bookmark: _Toc165124250]Figure 5 Leadership and collaborative approach[image: Forms response chart. Question title: 13. Effective leaders in higher education should possess strong communication skills.
. Number of responses: 28 responses.]
[bookmark: _Toc165124251]Figure 6 Leadership and strong communication skills.

The following set of questions consisted of closed-ended questions with Likert scales. 
Respondents were required to rate their agreement with statements about effective leadership in higher education. From the responses, it is evident (Figure 5), (Figure 6), that the majority highly agreed that higher education necessitates a collaborative approach. Similarly, there was a strong agreement regarding the importance of strong communication skills and adaptability in successful leadership within the higher education sector. 
The next series of questions focused on noticeable gender differences in leadership styles. The majority answered affirmatively. 
[image: Forms response chart. Question title: 15. In your experience, do you believe there are differences in leadership styles between men and women in higher education?
. Number of responses: 27 responses.]
[bookmark: _Toc165124252]Figure 7 Do you believe there are differences in leadership styles between men and women in higher education?

On the topic of encountering gender-related barriers in their leadership journey, more than half responded negatively, while about one-third acknowledged facing such barriers. However, when asked about the impact of gender on leadership effectiveness, once again more than half stated that it has no significant impact. 
[image: Forms response chart. Question title: 17.  Do you perceive the impact of gender on leadership effectiveness within higher education?
. Number of responses: 28 responses.]
[bookmark: _Toc165124253]Figure 8 Do you perceive the impact of gender on leadership effectiveness within higher education?

In reviewing responses, it is evident that perceptions of women’s collaborative and consensus-building abilities (Figure 9), as well as men’s direct communication style (Figure 10), received mixed feedback, with most responses falling within the neutral range. Similarly, opinions on women’s supposed empathy and listening skills also varied, with the majority expressing neither strong agreement nor disagreement. 
[image: Forms response chart. Question title: 21. Women often focus on building consensus and fostering collaboration.
. Number of responses: 28 responses.]
[bookmark: _Toc165124254]Figure 9 Women often focus on building consensus and fostering collaboration.
[image: Forms response chart. Question title: 24. Men are often more direct in their communication style.
. Number of responses: 28 responses.]
[bookmark: _Toc165124255]Figure 10 Men are often more direct in their communication style.
For the question “In what ways does institutional culture and policies in your current institution either support or hinder equality in leadership positions within higher education?”, one respondent said: 
	“I don’t believe policies are the problem. Higher Education within Senior Management is more like a boy’s club. If you look at the very top of higher education you will find plenty of white men, usually of a certain age and they will be doing “favours” and protecting the other men underneath.” [sic]
One respondent shared a similar opinion:
	“Creates toxic environments when managers are brought in who lack educational, subject-specific or real management experience are brought in through links with Senior Mgt, VC or Deans” [sic].
The response resonates with the research conducted by Gallagher and Morison (2019) who highlight that “historically, all institutions were developed by, and for men”.
Some participants noted that existing policies have minimal impact, yet others highlighted proactive measures taken by universities towards equality and diversity. Positive and encouraging communications were also mentioned: 
	“The communications are positive and encouraging. Appointments over the last 10 years look inclusive and have created a more diverse picture” [sic].
	“Policies are existing but unknown to most people, unfortunately, so their impact is minimal. However, with younger generations of leaders coming through, equality tends to be pre-existing and it slowly changes towards a more inclusive culture” [sic].
When asked about effective strategies for fostering inclusive leadership practices within higher education, 46.4% of interviewees suggested diversifying leadership by actively recruiting and promoting individuals from different backgrounds. Another 28.6% advocated for implementing policies that promote equity, such as fair hiring processes. 
[bookmark: _Toc165390174]4.1.3 Interviews

Five semi-structured interviews were conducted with individuals in leadership roles within higher education, including both males and females. The purpose of these interviews was to gain a deeper understanding of the perceived gender differences in leadership styles within the higher education sector, aiming to explore insights from diverse perspectives. All interviewees willingly participated in the study. 
The interviews began with a foundational question, probing whether the interviewees had observed any noticeable differences in leadership styles between genders in higher education. By posing this initial inquiry interviewees were encouraged to share their observations and experiences, providing valuable qualitative data on the topic. Despite the varied backgrounds and roles of the interviewees, several recurring themes and perspectives emerged during the interviews, enriching the understanding of gender dynamics in leadership within the higher education context. 
One male respondent expressed that in his experience, women may tend to show their feelings more openly, yet overall, he finds both genders equally effective in leadership roles. The respondent emphasised that effectiveness in leadership is primarily determined by individuals’ skills and qualifications, rather than gender. Moreover, the respondent noted that he did not observe any notable differences in leadership styles between men and women. Both genders were perceived as highly professional, contributing to a positive working atmosphere.
          In contrast, a female respondent shared her experience of misogyny within the workplace, recounting instances where she was warned to “watch her back” with her manager before commencing work. Furthermore, she expressed feeling undermined despite being fully qualified and achieving positive results in teaching and management. According to her female manager, she was deemed inadequate at her job, which negatively impacted the rest of the team. She also expressed a sense of not being heard in her role. Conversely, the respondent described a different experience under a male leader who was described as a businessperson, exhibiting professionalism. She felt trusted and recognised for her achievements in this environment.
        However, one male respondent shared similar experiences regarding female colleagues, noting that while some were highly competent and inspiring, they lacked empathy towards other women. He suggested that the lack of empathy observed among some female colleagues might result from generational differences or societal pressures, including the expectation for women to prove themselves in both professional and domestic spheres. This pressure, he noted, may lead some women to prioritise their careers over family responsibilities, potentially shaping their assertiveness and perceived maturity compared to male counterparts who may not face the same expectations. However, the respondent also encountered men who exhibited commanding almost dictatorial behaviours. He highlighted a positive trend that women today have more opportunities for advancement and promotion. 
On the other hand, one female respondent did not perceive any notable differences between men and women in terms of leadership styles within higher education. Instead, she viewed individuals as unique and believed that differences in leadership styles were more reflective of individual personalities rather than gender. She emphasised that both men and women could exhibit varying degrees of empathy, acknowledging that female leaders may adapt differently to male-dominated environments. Furthermore, noted some improvement in the gender landscape, observing that women are increasingly achieving higher positions within academia. This trend indicated progress towards greater gender diversity and representation in leadership roles within higher education.
Another female respondent expressed a different perspective. She noted distinct differences, observing that women tend to be more empathetic in their leadership approach. They prioritise maintaining the human element in managing people and demonstrate greater awareness of work-life balance. According to her observations, women actively connect with people, displaying a higher level of involvement compared to men. In contrast, men may appear less engaged, tending to “switch off” in certain situations. However, she remarked that women often suppress their emotions to avoid being vulnerable in professional settings. 
The responses provided by the participants resonate with previous research on gender differences in leadership behaviour. A common perception in the related literature is that women are naturally predisposed to collaborative approaches, displaying communicative and relational attributes. The answers also aligned with findings from Staines, Tavris, and Jayaratne (1974) regarding the “queen bee” syndrome, which suggests that women are less likely to support women’s advancement in the workplace, often viewing other women as competition for high-status jobs and speaking derogatorily about their leadership abilities. 
      The second question explored the factors believed to contribute to these observed differences, 
      One male respondent indicated that there are no discernible factors as he observed minimal differences. According to his viewpoint leadership styles remain consistent regardless of cultural diversity among leaders.   
      However, one female respondent noted that leadership styles could be influenced by various factors such as the workplace environment, upbringing, education, and other experiences.
	She expressed the opinion that women continue to be underrepresented in leadership positions. The respondent highlighted the historical dominance of male theorists and leaders, suggesting that the leadership landscape remains male-oriented. Despite women’s ability to attain leadership roles, the environment is still predominantly shaped by male perspectives. She pointed out that societal changes and legislative reforms have not fully addressed the competitiveness among women in leadership roles, mainly due to the limited pool of female leaders within the industry. 
	Another female respondent highlighted various factors contributing to differences in women’s leadership styles. She noted that women may lead differently due to the unique pressures they face in balancing home life, societal expectations, and internal pressures to strive for perfection. 
	The third interview question focused on whether there are any distinct personality traits or attributes commonly associated with effective leadership in higher education, regardless of gender. 
One of the respondents highlighted charisma, good business acumen, cordiality, and good communication skills as key attributes associated with effective leadership in higher education. 
Another interviewee noted that the most effective leaders are those who possess strong listening skills, exhibit confidence in public speaking, and excel at commanding the room. They also stressed the importance of adaptability, highlighting that effective leaders must adjust to changes and demonstrate different leadership styles depending on the situation.
A third interviewee emphasised the significance of a strong work ethic in successful leadership. They highlighted that leaders who demonstrate a strong work ethic not only show their dedication but also set an example for their subordinates, thereby setting the standard for excellence. They also stressed the importance of having relevant knowledge of the industry to effectively lead in higher education. 
The fourth interview question focused on whether the participants noticed any common stereotypes about how men and women lead in higher education. 
In response to the question, one female participant pointed out the evolving times and noted that while some assumptions about gender roles may still exist both men and women exhibit emotional detachment. They observed that contemporary men are more educated, attentive, and less prone to misogyny and gender bias, as well as being more wary. 
On the contrary, another female participant noted that she came across some prejudices, especially in leadership roles, and emphasised how male-dominated the higher education sector is. She expressed concern over the lack of confidence in women’s ability to lead effectively.
The fifth and final question asked whether the participants believed, from their perspective, that people generally perceive men to be better leaders in academia. 
Most of the respondents indicated that they do not believe people generally perceive men to be better leaders in academia. Instead, they emphasised that suitability for leadership roles is more dependent on an individual’s skills and qualifications rather than their gender. 
This aligns with the principles of the Great Man theory, which posits that effective leadership is determined by inherited qualities rather than gender stereotypes (Carlyle, 1841/2013).
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APPLICATION FOR ETHICAL APPROVAL

In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.  

SECTION A: About You (Principal Researcher)
	1
	Full Name:
	ALICJA DANUTA MOGA

	2
	Tick all boxes that apply:
	Member of staff:
	☐
	Honorary research fellow:
	☐

	
	Undergraduate Student
	☐	Taught Postgraduate Student
	☒	Postgraduate Research Student
	☐


	3
	Institute/Academic Discipline/Centre:
	
INSTITUTE OF MANAGEMENT AND HEALTH

	4
	Campus:
	
SWANSEA BUSINESS CAMPUS

	5
	E-mail address:
	
1909156@student.uwtsd.ac.uk

	6
	Contact Telephone Number:
	07432-146-719


	
	For students:

	7
	Student Number:
	1909156

	8
	Programme of Study:
	(MA) LEADERSHIP 

	9
	Director of Studies/Supervisor:
	MARIE PITSON






SECTION B: Approval for Research Activity
	1
	Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)
	YES
	☒	NO
	☐
	
	
	Date

	2
	If Yes, please indicate source of approval (and date where known): Approval in principle must be obtained from the relevant source prior to seeking ethical approval
	Research Degrees Committee
	☐	

	
	
	Institute Research Committee
	☐	

	
	
	Other (write in)

	☒	MARIE PITSON
17/11/2023



SECTION C:  Internal and External Ethical Guidance Materials
	
	Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.

	1
	UWTSD Research Ethics & Integrity Code of Practice
	☒
	2
	UWTSD Research Data Management Policy
	☒

	3
	
	☐



SECTION D: External Collaborative Research Activity
If there are external collaborators then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators then leave this section blank and continue to section E.
	1
	Institution
	


	2
	Contact person name
	


	3
	Contact person e-mail address

	

	4
	Is your research externally funded?
	YES
	☐
	NO
	☐

	5
	Are you in receipt of a KESS scholarship?
	YES
	☐
	NO
	☐

	6
	Are you specifically employed to undertake this research in either a paid or voluntary capacity?
	Voluntary
	YES
	☐
	NO
	☐

	7
	
	Employed
	YES
	☐
	NO
	☐

	8
	Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?
	If YES then the permission question below does not need to be answered.
	YES
	☐
	NO
	☐

	9
	Has permission to undertake the research has been provided by the partner organisation?
	(If YES attach copy)
If NO the application cannot continue
	YES
	☐
	NO
	☒




Where research activity is carried out in collaboration with an external organisation
	10
	Does this organisation have its own ethics approval system?
	YES
	☐
	NO
	☐

	
	
If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this may be a copy of an email if appropriate).




SECTION E: Details of Research Activity
	1
	Indicative title:
	EXPLORATION OF MEN AND WOMEN DIFFERENCES IN LEADERSHIP STYLES WITHIN THE CONTEXT OF HIGHER EDUCATION

	2
	Proposed start date:
	17/11/2023
	Proposed end date:
	03/05/2024

	
	Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:
· Purpose of Research Activity
· Proposed Research Question
· Aims of Research Activity
· Objectives of Research Activity
Demonstrate, briefly, how Existing Research has informed the proposed activity and explain
· What the research activity will add to the body of knowledge 
· How it addresses an area of importance. 

	3
	Purpose of Research Activity
The purpose is to explore the unique leadership styles demonstrated by men and women in higher education. The study will examine the subtle differences and variations in their approaches. Additionally, the research aims to identify the external factors that shape the leadership styles of both men and women in educational leadership positions contributing to the existing gender disparities. The study will also evaluate how educational institutions impact the development and manifestation of leadership styles, exploring how the organisational context affects the leadership practices of both genders. The research will synthesise the commonalities in the leadership styles of men and women within higher education, highlighting shared approaches and effective leadership practices that transcend gender distinctions.  

(this box should expand as you type)

	4
	Research Question

How do the leadership styles of men and women differ and what factors contribute to these distinctions?

(this box should expand as you type)

	5
	Aims of Research Activity
The study aims to provide current insights into the leadership dynamics in Welsh higher education sector. Exploring the variations in leadership styles between genders is crucial for gaining insight into the diverse range of leadership practices and their implications for leadership effectiveness, professional development, and gender equality in educational settings.

(this box should expand as you type)

	6
	Objectives of Research Activity
7.   To examine and analyse the distinct leadership styles of men and women in the higher education sector. 

8. To identify the external factors influencing gender leadership styles among educational leaders. 

9. To assess the impact of educational institutions on leadership styles.

10. Synthesise the similarities in the leadership styles of men and women within higher education.




(this box should expand as you type)

	
	Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.

	7
	The researcher will conduct semi-structured interviews with educational leaders in Welsh higher education. This approach allows for flexible discussions on gender differences in leadership styles. Subsequently, structured questionnaires will be administered to complement qualitative insights, providing a comprehensive understanding of leadership nuances in the higher education context.  
(this box should expand as you type)

	

	Location of research activity
Identify all locations where research activity will take place.

	8
	SWANSEA, UK
(this box should expand as you type)

	
	Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research then please state this.

	9
	

(this box should expand as you type)



	10
	Use of documentation not in the public domain: Are any documents NOT publicly available? 

	NO
	☒

	
	
	YES
	☐

	11
	If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.



(this box should expand as you type)



	
	Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?
	
YES
	
NO

	12
	A prosperous Wales
	☐
	☒

	13
	A resilient Wales
	☐
	☒

	14
	A healthier Wales
	☐
	☒

	15
	A more equal Wales
	☐
	☒

	16
	A Wales of cohesive communities
	☐
	☒

	17
	A Wales of vibrant culture and thriving Welsh language
	☐
	☒

	18
	A globally responsible Wales
	☐
	☒

	19
	If YES to any of the above, please give details:

	
	


(this box should expand as you type)



SECTION F: Scope of Research Activity
	
	Will the research activity include:
	YES
	NO

	1
	Use of a questionnaire or similar research instrument?
	☒
	☐

	2
	Use of interviews?
	☒
	☐

	3
	Use of focus groups?
	☐
	☒

	4
	Use of participant diaries? 
	☐
	☒

	5
	Use of video or audio recording?
	☐
	☒

	6
	Use of computer-generated log files?
	☐
	☒

	7
	Participant observation with their knowledge?
	☐
	☒

	8
	Participant observation without their knowledge?
	☐
	☒

	9
	Access to personal or confidential information without the participants’ specific consent?
	☐
	☒

	10
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?
	☐
	☒

	11
	Performance of any acts which may cause embarrassment or affect self-esteem?
	☐
	☒

	12
	Investigation of participants involved in illegal activities?
	☐
	☒

	13
	Use of procedures that involve deception?
	☐
	☒

	14
	Administration of any substance, agent or placebo?
	☐
	☒

	15
	Working with live vertebrate animals?
	☐
	☒

	16
	Procedures that may have a negative impact on the environment?
	☐
	☒

	17
	Other primary data collection methods. Please indicate the type of data collection method(s) below.
	☐
	☒

	
	Details of any other primary data collection method:



(this box should expand as you type)
	
	


If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 

SECTION G: Intended Participants
If there are no participants then do not complete this section, but go directly to section H.

	
	Who are the intended participants:
	
YES
	
NO

	1
	Students or staff at the University?
	☐
	☒

	2
	Adults (over the age of 18 and competent to give consent)?
	☒
	☐

	3
	Vulnerable adults?
	☐
	☒

	4
	Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)
	☐
	☒

	5
	Prisoners?
	☐
	☒

	6
	Young offenders?
	☐
	☒

	7
	Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?
	☐
	☒

	8
	People engaged in illegal activities?
	☐
	☒

	9
	Others. Please indicate the participants below, and specifically any group who may be unable to give consent.

	☐
	☒

	
	Details of any other participant groups:


(this box should expand as you type)
	
	



	
	Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 

	10
	How many participants are expected?

	
10 for interviews 
100-150 questionnaires 

(this box should expand as you type)

	11
	Who will the participants be?

	
Adults over 18 years old

(this box should expand as you type)

	12
	How will you identify the participants?
	
The researcher aims to focus on educational leaders from different backgrounds and experiences in leadership roles within higher education institutions in the United Kingdom. This purposeful selection aims to capture a representative sample that can provide significant insights into gender differences in leadership styles within the specified context. 

(this box should expand as you type)




	
	Information for participants:
	
YES
	NO
	
N/A

	13
	Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?
	☒
	☐
	☐

	14
	Will you tell participants that their participation is voluntary?
	☒
	☐
	☐

	15
	Will you obtain written consent for participation?
	☒
	☐
	☐

	16
	Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?
	☒
	☐
	☐

	17
	If the research is observational, will you ask participants for their consent to being observed?
	☒
	☐
	☐

	18
	Will you tell participants that they may withdraw from the research at any time and for any reason?
	☒
	☐
	☐

	19
	With questionnaires, will you give participants the option of omitting questions they do not want to answer?
	☒
	☐
	☐

	20
	Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?
	☒
	☐
	☐

	21
	Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?
	☒
	☐
	☐

	22
	If NO to any of above questions, please give an explanation 

	
	

(this box should expand as you type)



	
	Information for participants:
	
YES
	NO
	
N/A

	24
	Will participants be paid?
	☐
	☒
	☐

	25
	Is specialist electrical or other equipment to be used with participants?
	☐
	☒
	☐

	26
	Are there any financial or other interests to the investigator or University arising from this study?
	☐
	☒
	☐

	27
	Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?
	☐
	☒
	☐

	28
	If YES to any question, please provide full details 

	
	

(this box should expand as you type)



SECTION H: Anticipated Risks

	
	[bookmark: _Toc165390176]
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 

If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  

	[bookmark: _Toc165390177]1
	[bookmark: _Toc165390178]Full risk assessment completed and appended? 
	[bookmark: _Toc165390179]Yes 
	☒

	
	
	[bookmark: _Toc165390181]No
	☐

	2
	Risks to participants
For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information

	
	Risk to participants:

As with all research, there is an element of risk to the participants, researcher and the institutions/persons involved.
(this box should expand as you type)
	How you will mitigate the risk to participants:

The aim of the research will be explained to the participants via written information at the start of the questionnaire and on the information sheet and for those agreeing to interview, also verbally. Participants will be assured that names and other identifying features will not be included at any time during the study.

(this box should expand as you type)

	3
	If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities

	
	


(this box should expand as you type)

	4
	Risks to the investigator
For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest

	
	Risk to the investigator:
.
Accusations of fabrication or falsification of data. Concerns for coercion. 
Participants may want to withdraw.

(this box should expand as you type)
	How you will mitigate the risk to the investigator:

The researcher will prioritise informed consent, adhere to ethical guidelines, ensure transparency, and respect the right of the participants to withdraw. 
The researcher will recruit more participants than necessary to account for potential withdrawals and ensure research continuity.

(this box should expand as you type)

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection

	
	Risk to the University:
As with all research, there is an element of risk to the University and/or Institutions involved. However, every effort will be made in order to maintain the high standing of UWTSD and the Institute of Management and Health.

(this box should expand as you type)
	How you will mitigate the risk to the University:
The researcher will work under the guidance of UWTSD guidelines, regulations, and procedures.

(this box should expand as you type)

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:

N/A
(this box should expand as you type)
	How you will mitigate the risk to environment:

N/A

(this box should expand as you type)



	
	Disclosure and Barring Service

	
	If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.
	YES

	NO

	N/A


	7
	Does your research require you to hold a current DBS Certificate?
	☐
	☒
	☐

	8
	If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.
	



SECTION I: Feedback, Consent and Confidentiality

	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when? 

	
	Upon completion of the case study, the participants will have the opportunity to read through my notes of their individual responses and be given the option of supplying feedback on my analysis of their responses. This will enable respondent validation to be undertaken.
(this box should expand as you type)

	2
	Informed consent
Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.

	
	Participants will receive a detailed consent form and comprehensive information about the research well before the interview/questionnaire. The researcher will make it clear that their participation in the study is entirely voluntary and they can withdraw at any time during the process. It will ensure a comfortable and flexible participation experience for all involved.
(this box should expand as you type)

	3
	Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 

	
	All personal identification information will be removed or changed to Participant 1, Participant 2 etc. Digital copies of the files will be encrypted, password-protected and stored securely.
(this box should expand as you type)



SECTION J: Data Protection and Storage

	
	Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?
	YES
	NO

	1
	“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.
	☐
	☐

	
	If YES, provide a description of the data and explain why this data needs to be collected:

	2
	
(this box should expand as you type)

	
	Does it involve special category data (as defined by the GDPR)?
	YES
	NO

	3
	“Special category data” means sensitive personal data consisting of information as to the data subjects’ –
(a) racial or ethnic origin,
(b) political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),
(e) physical or mental health or condition,
(f) sexual life,
(g) genetics,
(h) biometric data (as used for ID purposes),
	
☐
	
☐

	
	If YES, provide a description of the special category data and explain why this data needs to be collected:

	4
	
(this box should expand as you type)



	
	
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?
	YES
	NO

	5
	Manual files (i.e. in paper form)?
	☐
	☒

	6
	University computers?
	☒
	☐

	7
	Private company computers?
	☐
	☒

	8
	Home or other personal computers?
	☒
	☐

	9
	Laptop computers/ CDs/ Portable disk-drives/ memory sticks?
	☐
	☒

	10
	“Cloud” storage or websites?
	☒
	☐

	11
	Other – specify:

	☐
	☒

	12
	For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:

	
	
All data will be kept in password protected cloud storage on the University Office 365 system which will not be shared. Audio/visual data will be transcribed and would be shown to participants to check accuracy of reporting. Any USB sticks used to store or transfer data will be password protected. All participants will be given a unique identifier to ensure confidentiality and this list will be kept securely in the password protected folder.
(this box should expand as you type)



	
	Data Protection

	
	Will the research activity involve any of the following activities:
	YES
	NO

	13
	Electronic transfer of data in any form?
	☐
	☒

	14
	Sharing of data with others at the University outside of the immediate research team?
	☐
	☒

	15
	Sharing of data with other organisations?
	☐
	☒

	16
	Export of data outside the UK or importing of data from outside the UK?
	☐
	☒

	17
	Use of personal addresses, postcodes, faxes, emails or telephone numbers?
	☐
	☒

	18
	Publication of data that might allow identification of individuals?
	☐
	☒

	19
	Use of data management system?
	☐
	☒

	20
	Data archiving?
	☐
	☒

	21
	If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):

	
	

(this box should expand as you type)

	22
	List all who will have access to the data generated by the research activity:

	
	
ALICJA DANUTA MOGA-RESEARCHER, MARIE PITSON - SUPERVISOR
(this box should expand as you type)

	23
	List who will have control of, and act as custodian(s) for, data generated by the research activity:

	
	
ALICJA DANUTA MOGA
(this box should expand as you type)

	24
	Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  

	
	
All data will be encrypted and kept in password protected cloud storage on the University Office 365/Sharepoint system which will not be shared. Any USB sticks used to store or transfer data will be password protected, and will be reformatted at the end of the project in order to destroy the data. The data will be stored until the completion of the project and then deleted.
(this box should expand as you type)

	25
	Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 

	
	


(this box should expand as you type)

	26
	Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)
	YES
	☒

	27
	Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding
	YES
	☒





SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
	ALICJA DANUTA MOGA
	Date:
17/11/2023




For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	
	Date:

	3
	Signature:
	

	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☒
	I have read the guidance notes supplied before completing the form.

	☒
	I have completed ALL RELEVANT sections of the form in full.

	☒
	I confirm that the research activity has received approval in principle

	☐
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☐
	I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☒
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.

	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.



 




Gender Differences in Leadership Styles within Higher Education
Dear Participant,
Thank you for agreeing to participate in this research study conducted as a part of a Master's dissertation that is being completed as a part of an MA Leadership course at the University of Wales Trinity Saint David.
This questionnaire aims to investigate gender dynamics in leadership within higher education only. Specifically, to uncover any nuanced differences in leadership styles between the genders and factors that influence them. 
Please take your time to read each question carefully and provide honest and thoughtful answers based on your experiences and perspectives. There are no right or wrong answers, and your feedback is highly valued. You have the right to opt out from participating in this questionnaire at any time, for any reason, without any consequences.
Please be assured that all the responses provided in this questionnaire will remain anonymous and will be kept strictly confidential. Your identity will not be disclosed in any publications or reports resulting from this research. All data collected will be stored securely in a university cloud, accessible only to the researcher and supervisor for analysis.
Thank you for your participation.

 
Demographic Information.
1. Age
18-29
30-44
45-64
Over 65
2. What is your gender identity?
Male
Female
Non-binary
Prefer not to say
Leadership Position & Qualifications
3. Please choose one of the following options to indicate your institutional title:
Professor
Lecturer/Senior Lecturer
Dean
Chair
Non-academic role
4. What is your highest level of educational qualification?
High School Diploma or equivalent
Bachelor's degree
Master's degree
Doctorate (Ph.D., Ed.D., etc.)
Other:
5. Do you currently hold a leadership position?
Yes
No
6.  Can you provide a trajectory of your career within higher education, detailing how you progressed to various leadership roles?
Your answer
7. Have you pursued any additional training or certificates related to leadership or management in higher education?
Yes
No
Leadership Style & Perceptions
8. How would you describe your leadership style and approach?
Authoritative - Authoritative leaders foster trust, respect, compliance, and motivation in no-error settings by implementing discipline and strict rules.
Collaborative - Collaborative leadership involves a balanced approach that promotes harmony, maintains strong relationships, and effectively manages conflicts.
Transformational - Transformational leadership involves taking initiative, motivating employees towards personal and organisational goals, and focusing on performance. High commitment, high follower appreciation, and empowerment of employees are key objectives.
Servant - Servant leadership focuses on serving and fostering the growth and personal well-being of its followers.
Democratic - Democratic leadership allows equal employee participation in decision-making, with the leader holding the central position and delegating decision-making to subordinates.
All of them apply
9. How do you think your educational background may influence your leadership style within the higher education sector?
Your answer
10.  Do you believe cultural factors, such as ethnicity, nationality, or institutional culture, have influenced your leadership style within higher education?
Yes
No
11. How do you navigate diversity within your leadership team or among stakeholders in higher education?
Your answer
Please rate the extent to which you agree with the following statements about effective leadership in higher education.
12. Leadership in higher education requires a collaborative approach.
Strongly Disagree
1
2
3
4
5
Strongly Agree
13. Effective leaders in higher education should possess strong communication skills.
Strongly Disagree
1
2
3
4
5
Strongly Agree
14. Adaptability is essential for effective leadership in higher education.
Strongly Disagree
1
2
3
4
5
Strongly Agree
15. In your experience, do you believe there are differences in leadership styles between men and women in higher education?
Yes
No
16. Have you encountered any  barriers related to gender in your leadership journey within higher education?
Yes
No
17.  Do you perceive the impact of gender on leadership effectiveness within higher education?
Yes
No
18.  Do you believe that gender stereotypes influence perceptions of leadership effectiveness or competency within the higher education?
Yes
No
Hard to say
19. Have you experienced instances of misogyny or gender-based discrimination from women or men in leadership positions within higher education?
Yes
No
Please rate the extent to which you believe the following statements are true regarding differences in how men and women work within the workplace.
20. Men tend to adapt a more assertive leadership style.
Strongly Disagree
1
2
3
4
5
Strongly Agree
21. Women often focus on building consensus and fostering collaboration.
Strongly Disagree
1
2
3
4
5
Strongly Agree
22. Men are more likely to take risks in decision-making process. 
Strongly Disagree
1
2
3
4
5
Strongly Agree
23. Women tend to be more detail oriented and considerate of various perspectives.
Strongly Disagree
1
2
3
4
5
Strongly Agree
24. Men are often more direct in their communication style.
Strongly Disagree
1
2
3
4
5
Strongly Agree
25. Women frequently employ empathetic communication and active listening skills.
Strongly Disagree
1
2
3
4
5
Strongly Agree
26. In what ways does institutional culture and policies in your current institution either support or hinder equality in leadership positions within higher education?
Your answer
27. What strategies or approaches do you believe are effective for fostering inclusive leadership practices within higher education institutions?
Diversifying leadership by actively recruiting and promoting individuals from varied backgrounds.
Implementing policies that promote equity such as fair hiring processes.
Fostering inclusive environments through measures such as diversity training.
Other:



1.	In your experience, have you noticed any discernible differences in leadership styles between men and women within higher education?

2.	What factors do you believe contribute to these observed differences in leadership styles?

3.	In your experience, do you believe there are any distinct personality traits or attributes that are commonly associated with effective leadership in higher education, irrespective of gender? If so, could you please elaborate on these traits and their significance in academic leadership roles?

4.	In your experience, do you notice any common stereotypes about how men and women lead in higher education? If so, could you explain these differences and how they affect leadership?

5.	From your perspective, do you think people generally believe that men make better leaders than women in academia? If yes, what reasons contribute to this belief, and how does it impact leadership dynamics?









Female	Non-academic role	Lecturer/Senior Lecturer	Professor	(blank)	11	7	2	Male	Non-academic role	Lecturer/Senior Lecturer	Professor	(blank)	2	5	(blank)	Non-academic role	Lecturer/Senior Lecturer	Professor	(blank)	



Female	Collaborative	Transformational	Servant	Democratic	Authoritative	All of them apply	9	4	0	1	1	3	Male	Collaborative	Transformational	Servant	Democratic	Authoritative	All of them apply	2	0	1	1	0	3	
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