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Abstract
Using sex identity theory, the paper studies thgaith of feminine identity and soft influence tastic
on leadership styles, specifically task orientedd aparticipative. Earlier researchers have
documented difference in the working and leadershyfes of men and women and tactics used for
securing compliance from team members. Yet therdeav studies which have proceeded beyond an
understanding of leadership styles which are basedthe “psychosocial” behavior of men and
women stemming from their sex identity, defineteims of “masculinity” and “femininity”. The
results from 379 subjects from four different sectshow that there is a significant correlation
between feminine identity and soft influence taatibich directly impact the leadership styles ofime
and women. We posit that these leadership stykesiargender specific but defined by the idenfity o

the leader and the situational requirements.

Keywords:  sex identity, soft influence tactics, participatieadership, task oriented leadership,

rationality, personalized help, ingratiation
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INTRODUCTION

Leadership styles within organizations have beesigfificant interest to researchers and schotars f
over three decades. With the advent of women iraruegtions, study of leadership styles has
extended to encompass feminine and masculine lémtfevior (Deal & Stevenson, 1998). Male and
female managers have been attributed to possedifiegent leadership traits which are characteristi
of their sex (Heilman, Block & Martell, 1995). Klka (1996), in a seminal article on differing
leadership styles across genders, stated that fmesatyles were instrumental, task-oriented, and
autocratic while feminine styles were interperspredlarismatic, and democratic. Managers who
displayed masculine traits were objective, authtivié and favored more (Wajcman, 1998) than those
who displayed “feminine” traits as collaborationdasupportiveness (Schein, 1973, 1975) even
though these same traits enhanced productivity rancale (Wood, 2003). However, is “lack of
research evidence that makes a case for sex diffesan either leadership aptitude or style” (Kante
1993: p. 99) and there are few documented “meaningdjfferences between men and women”
(Kunkel & Burleson, 1999: p. 333).

Research postulating variations and no-variatiansse of leadership styles by men and women is of
growing significance as the number of women empgywithin organizations and multinational
corporations (MNCs) has grown substantially. Thierest in diversity in context and differences in
social expectations from men and women (White, 1888rin, 1991; Lamude, 1993; Carothers &
Allen, 1999) has been an issue for concern for evestcholars for over two decades. In developing
countries, it is a relatively new concept which Haseloped in proportion to the increasing numifer o
women employees. While the growth has been eviden@ximum in the IT sector, other sectors

have not been left untouched.

Multiple issues with respect to group compositigrgup dynamics have surfaced, and their impact
has been felt both by the organization and the eyels. Substantial resources are being spent by
organizations to comprehend the diverse workforeimplement “gender friendly practices” which

promise to secure retention, cooperation and cempd. Research findings by scholars are being
studied to understand the nature and manner afactien and operations in mixed and solo gender

groups.

With an increase in the ratio of women to men,dhiera need to deliberate on the following question

is there a difference in the styles of leadersltipss genders or has the social acculturation psoce
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diminished the line? All attempts to answer thestjoa focus on an understanding of “masculinity”
and “femininity” which is more relevant in the orgzational context than an assessment based on
biological sex. Attributes associated with the aptcof “masculinity” and “femininity” or the sex
role identity, are cultural and not defined by thelogical make-up. Powell (1982) hypothesized
“The sex-role identity ismore related than seto the description of a good manager, i.e., the
relationship between sex-role identity and good-&gan descriptions is stronger than the relationship

between sex and good-manager descriptions”(p. 71).

Klein and Wang (2010) documented the differencevben masculine and feminine characteristics
which are both, clearly evident and well embeddedhie individual because of social or cultural
nurturance. However, this distinction has been egtvas too simple. The differences have been
understood in terms of linkages to inherent psyatiobl traits (Eagly & Chin, 2010). “A basic
principle of human judgment, known asorrespondent inferenceis that people’s internal
characteristics are inferred from their observatpmlities.” (Eagly & Chin, 2010, p. 1). These
“observable qualities” often result from relatioipshbetween an individual's psychology and social
categories, leading to self identification and patipn. This categorization of the self is reféetin
behavior and expected congruency with projectentities (Wood, Christensen, Hebl, & Rothgerber,
1997) by selection of acceptable social roles (Bv&nDiekman, 2009). The formation of social
identities, masculine and feminine, and their @ften on group behavior within organizations has a

direct impact on the exercise of leadership (E&gyhin, 2010).

The paper develops a framework which is focusedhenidentity of the individual. Much of the
research on gender and leadership has been coddumte the point of view of the biological sex.
However, it is important to extrapolate the findrtg a larger canvas as operational competenaes ar
rarely, if ever, judged by the sex of the indivil@aiven the fact that there is slender representaf
women in the top echelons of industries, understgnithe integration of leadership, sex identity and

soft influence tactics (SIT) to secure team supjgoof importance from the HR perspective.

Using data from four sectors, hospitality, IT, FMCénd nationalized banks, we have explored
leadership styles of men and women in the orgdpizalt context. Developing on the concept of sex
identity (Bem, 1974, 1975), we studied 379 male femdale leaders. The present paper analyses the
relationship between feminine sex identity, soffluence tactics and leadership styles. The
theoretical implications of these results, it ipested, will enhance the functioning of the teams

within the organization by removing stereotypiciades and prejudices.
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In the first section, we review the literature @adership styles and gender, which is followed by a
section on personal identity and SIT and gendepdtheses are generated and tested, followed by

discussion elaborating the findings and their digamnce in the HR context.

THEORETICAL CONSTRUCTS

L eader ship Stylesand Gender

Northouse (2004) defined leadership as a process s the protagonist to influence team members
for achievement of a particular goal. The defimtimcludes two important components: task and
relationship. While the former can be understooddigction and control, the latter comprises

support and interaction (Hersey & Blanchard, 1988hleman (2000) identified six styles of

leadership: coercive, authoritative, affiliativegesetting, coaching, and democratic.

There is part consensus among researchers onffiieedces in working and leadership styles of men
and women. Women have been found to focus moreoswockers, while men have shown a

preference towards the ability to use skill seteni@rs & Bugenthal, 1966). Eagly and Johnson
(1990) in their study of leadership styles of mew avomen concluded that women leaders are
marginally more interpersonal and task-orientedntimaen. They suggested that there could be
differing factors governing leadership styles. Qdentified determining factor was the sex ratio
(Billing & Alvesson, 2000 and the other, variations in the sex compositioomeimbers in a team

(Eagly & Johnson, 1990). For instance, in a malaidated organizational environment, women tend

to adopt styles which are congruent with the caméwperations.

For many decades, leadership styles have beeniassbaith men and “masculine” style
has become synonymous with leader behavior andresgents thereof (Chliwniak, 1997).
Similarly, gender socialization theory also asibeasculine traits to leadership (Geber,
1987). As a result, identity of women is develogsd“the context of connections,” with
“responsiveness to others” (Forrest & Mikolaiti®86: p. 80). Women develop a leadership
style which is typically masculine and fits bettarthe hierarchical and social structures,
often referred to as male-dominated (Acker, 198®tably, choice of tactics, is based on
expectations and perceptions (Lamude, 1993; A&%99). Hence, women are not as effective
when using direct strategies (Eagly, Makhijani &HKs$ky, 1992). However the same, when
employed by men has revealed positive effects @urgDillard & Doran, 1983).

Violations of the norms of gender for women and naee viewed differently. The “... same

leadership behaviors, when performed by a womagpmaiewed less favorably than they are when
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performed by a man” (Eagly, Makhijani & Klonsky, 92 p. 3). Deviations by women andewed
with suspicion and they often have to brave thgudieed wrath of the community and invite penalty

which may not be similarly awarded to their malemerparts.

We would like to emphasize that there have also lsaelies which have recorded “no differences” in
leadership styles across genders (Brief, Rose, 8a@l 1977; Klenke, 1993; Van Engen &

Willemsen, 2000; Vinkenburg, Jansen, & Koopman,@0Multiple views, presented by researchers,
have excited organizational interest in study of&euline” and “feminine” leadership styles. The
reasons for the same are threefold: first, thecatitole of teams and their productivity undergsor

the vital role to be played by leaders in teamshwikterogeneous specializations (Thomas &
Bendoly, 2009)Secondly, there is an identified need to undedstaeans by which leaders can affect
outcomes (Shin & Zhou, 2007). Finally, with chamgitiends in organizational structures — move
towards flat hierarchical structures and team basedking patterns — so called typical male
leadership traits have been dispelled in favorwturant qualities and traits which are feminine in
nature (Bass & Avolio, 1994; Freeman & Varey, 198 nfordet al., 1995; Van der Boon, 2003),

but not typical to women working in the organizatio

While similarities and differences in the leadepsstiyles of men and women have been identified and
documented, the question we wish to probe is: shitnd focus of HR rest primarily on the biological
sex and focus on men with “masculine” traits? Algyathe issue is broader than merely the question
of replacing women with men. It can well be undaostby studying the three dimensions of “gender
labeling”: the sociological, that is, different vioorientations; structural, that is organizatioreaig
cultural, that is, how identity is shaped by cudiuiactors (Alvesson & Billing, 1997). Based ongdhe
three dimensions, we can state, that employeedenfionstrate leadership styles which subscribe to

the sociological, structural or cultural dimensions

In a review of literature on leadership, Bass ()90mised that on a continuum of leadership styles
autocratic and democratic clusters would fall om élitremes or be polar opposites. Autocratic atuste
would comprise authoritarian, directive, task oweh and coercive styles of leadership and
democratic cluster: democratic, participative, aodsultative. Men have been found to fall in the
autocratic cluster whereas women in the democchtister. However, the style of leadership which

yields the best results is a mix which can be chdvgth the situation (Goleman, 2000).

In this paper, we have borrowed from the analybBass (1990), and restricted our analysis to study
of reported styles of men and women: task orieatet! participative styles as we wish to explore the

relationship between the two constructs: leaderstyie and sex identity.
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Task oriented: Leaders following task oriented style are foundstaucture the functioning of the
entire team as well as provide necessary guid&eening a track on the performance and capability
of the member to fulfill organizational goals (Likel967). Leaders with task orientation maintain a
distance, are more governed by the nature of tier@ther than sentimentality of approach. Being
more process oriented, their focus is on what awd to perform, with a guideline to determine the
path to be followed (Hersey & Blanchard, 1988) ard attempt to search for new methods to
complete the task (Soriano & Martinez, 2007). lohsaituations, the power and responsibilities ef th
member are dependent on the leader and in mos, cagmpressed. The members rely on the leader to
design tactics and provide help in collaboratiod anordination (Van Fleet & Yukl, 1986) which
makes this style more functional than relationan(Bis & Biederman, 1998). Male leaders have been

found to be more task oriented than female lea@&agly & Johannesen-Schmidt, 2001).

Participative: In a participative leadership style, all team memabse part of the decision making
process. The objective is introduction of these tens to the subtle nuances of making decisions
(Cole et al, 1993). Securing support of the members in thecgs® ensures approval. Hence
decisions, which in most cases affect the team mesnbare discussed and all members are
encouraged to contribute to the strategic thingnocess. They are motivated to take responsibility,
and rewarded for their efforts (Bowen & Lawler, 299 However research indicates that the
delegation is functional and does not transcerntddevel of taking responsibilities (Ribeiro, 2@)3
Participative leadership style is relational angacts personal and professional relationships. &orm
and informal group meetings are used as a meanartow distance among the team members by
building trust, mutual obligation and responsigiliMcGrath, 1984). This form of leadership leads to
a sense of “psychological ownership” (Sashkin, 198énse of empowerment (Ahearne, Mathieu, &
Rapp, 2005) and a desire to put in more efforictmtribution to the organization (Moorman, 1991).
Women leaders have been attributed to rbere participative and relational than their male

counterparts (Eagly & Johnson, 1990).

Sex | dentity:

Male and female managers have been attributedssegs different traits (Heilman, Block & Martell,
1995; Schein, 1973, 1975). The identified diffeendetween masculine and feminine have been
attributed to biological sex and societal moorin@arli (2001), Carli & Bukatko (2000) basing their
study on the biological sex propose that men ua#stwhich present dominance, aggression,
competitiveness, independence, ambition, self denfie, whereas women display affection, are

submissive, gentle, emotional. Most of these difféiating features have surfaced as a result of
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gender stereotypes which create perceptions oérdiftes across genders (Dubno, 1985; Eagly &
Wood, 1991).

Elaborating on the trends in research in sex-rélateas, Powell & Butterfield (1981) stressed an th
thematic preference of researchers for differantibetween biological sex and sex-related identity
Social science models posit that men and womeheatime of birth are neutral to “sex-dimorphic
behavioral predispositions” (Udry, 2000: p.445he nature of role played by males and females
brings to the fore differences in personalities @aachperaments developed from social practices
which recognize people as different in a sociaijngicant manner. Based on this difference, they

develop relationships (Ridgeway & Smith-Lovin, 1999

With a change in the existing roles across genaledsclassical understanding of their attributelsag
become pertinent to understand the developing emwvient from the perspective of sex role identity
or “masculine” and “feminine”, rather than from aédle” and female” one (Lueptow, Garovich-
Szabo, & Lueptow, 2001). Sex role identity can beerstood as a trait within an individual which
enables prevalence of what is termed as “mascutin&feminine” (Storms, 1979). Bem (1974, 1975)

in her two dimensional model of masculinity and iieimty proposed that it was sex identity and not
biological sex which determined the attributes ragividual possessed. She based her argument on
trait analysis and postulated commonality of traitboth men and women and introduced the concept
of personal identity of an individual as a factdrigh enables a difference in understanding geasler

opposed to the traits stemming from the biologéex.

Comprehension about the dimensions of masculimt/famininity or gender calls for an exploration
of culture and an understanding of the social, g and emotional orders (Keller, 1985). As garl
as 1963, Merton referred to “socialization” as firecess by which men and women selectively
acquire knowledge and skills for performance ofi@aoles. Factors amulture, organization policies
and procedures, formal training, etc. impact th@adzation process (Normore, 2004a, b; Rutherford,
2001) which is "the manner in which an individugdiins that behavior appropriate to his positioa in
group through interaction with others who hold natine beliefs about what his role should be and
who reward or punish him for correct or incorrecti@ans" (Brim as cited in Trinidad & Normore,
2005: p. 577). At the workplace, the process ofadization includes relationships and perceptions
between and among people, which impact behavianr{Be& Nanus, 1985Geber (1987) found that
gender socialization played a significant role $saciating masculine traits with leadership. Howeve
the purpose of socialization should be to instilhien and women gender appropriate characteristics

to “guarantee acquisition of socially prescribeddgr roles” (Boatwrighet.al, 2001: p. 663).
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Within the organization, the construct “gender’ersfto traits and attitudes developed in a sitoato
appropriately handle issues. For instance, “masityili in the organizational context implies
aggression, logic, decision and “femininity”: seivify, nurturance and expressiveness (Fernandes &
Cabral-Cardoso, 2003). Researchers suggest thatuhmes control within the organization or
“rational control” (Kerfoot & Knights, 1996) is ndixed but keeps altering. Kimmel (1994) refers to
manhood as someone with and of power. Arguably,theasculinity can be performed by women
who are in positions of power and have achievedesg (Billing & Alvesson, 2000). Kanter (1993)
documents that as women move up the ladder of ssctiegey relinquish their feminine traits and
adopt a more masculine mode of operation which iohsonance with the role expected from them
which is “a set of behaviors, attitudes, and motivationsucelly associated with each seKreuzer,
cited in Davidson & Gordon, 197p: 2).

Researchers (Archer & Lloyd, 2002; Korabik, McElwa& Chappell, 2008) have indulged in active
and extensive debate on issues of sex and gendlerthe former referring to the biological sex and
the latter to the “psychosocial implications ofrigeimale or female” (Powell & Greenha@®10: p.
153). Borrowing from existing studies, we have studilttkages in responses of men and women at
the “psychosocial” level within organizations byekéng the sex differences constant. We examined
the impact of “femininity” (constructs associatedhagender identity) on leadership styles (congguc

associated with task oriented and participativiesjy

H1: There is a significant positive relationshiptiveen feminine identity and leadership styles (task

oriented and participative).

Downward I nfluence:

Considerable attention has been paid to issuesowkpand influence (Rahim, 1988). Power is
referred to as a potential activity to influence target (Dahl, 1957). The activity by which poviser
exercised is influence (Mowday, 1978) which canelzercised by influencing team leaders; peers;

customers, suppliers, etc.; and team members (Kdall, 1982).

More than three decades ago, Kipatsal. (1980) documented the following tactics for infige:
assertiveness, coalitions, exchange, ingratiatatignality, and upward appeal which were validated
in subsequent studies (Ansatial, 1984). Researchers (Yukl & Falbe, 1990; Yukl &dey, 1992;
Yukl, Falbe & Youn, 1993; Yukl, Kim & Falbe, 199&)dded the tactics of inspirational appeal,
consultation, legitimating, pressure, and persapakeal to the existing typology proposed by Kipnis
et al. (1980). The effectiveness of leaders within orgatidns is gauged by their ability to secure

compliance (Bass, 1990; Yukl, 1989) through usepgfropriate tactic.

L ——
W.P. No. 2011-05-04 Page No. 10



_”MA s DA Research and Publications

Ansari (1990) described influencing members asaddeship process towards achievement of some
particular goal(s). “Influence is the essence efd&rship. It is necessary to sell your ideas, fo ga
acceptance of your policies or plans, and to mtgivand support and implement your decisions”
(Yukl, 1998: p. 207). Leadership styles have bdencribed as the characteristic manner of the
leader/agent through which influence is exercisedh® subordinates/target. This influence that the
leader (agent) exercises over the subordinategefs®rhas been referred to as “downward influence”.
Compared to upward influence tactics, literaturedownward influence tactics is used by leaders to
engage/influence members is sparse as the focussefrchers has been on validating upward

influence tactics (Higginst al, 2003).

Downward influence tactics have been divided irgoft,” “rational,” and “hard” influence behavior

(Kipnis & Schmidt, 1985; Yukl & Falbe, 1990). Hatdctics refer to those that “are perceived by
power-holders (agents) as not allowing the targasgn freedom to decide whether to comply,
without incurring severe costs” (Kipnis, 1984: @)3assertiveness, upward appeal, coalitions,
manipulation, threat constitute “hard” tactics, ah@ “soft” tactics include inspirational appeals,
ingratiation, exchange of benefits, rational pessug diplomacy, showing expertise and showing
dependency, personalized help as they representa@ggessive, more psychologically manipulating

means (Ansari, 1990).

This relationship between leadership styles antliente tactics has been researched extensively.
Authoritarian leadership has been associated eigfitinating process (Vroom & Jago,1988), the
LMX approach to exchange (Liden, Sparrowe, & Wayi€97), participative leadership to
consultation (Falbe & Yukl, 1992), tyrannical (Bi&s Tripp, 1998) and abusive (Tepper, 2000)
leadership to pressure, transformational leadetshipspiration (Cable & Judge, 2003). Authoritaria
leaders are shown to use the hard influence stestegore than the soft (Rajan & Krishnan, 2001).
However, SIT has been reported to be more effe¢kyenis & Schmidt, 1985) and more frequently
used than hard influence tactics. Men have beerbuwttd to employ hard influence tactics

considerably more than women (Knippenberg & Ste@n203).

Compliance can be secured by use of SIT which kas defined as ingratiation (Kipnis & Schmidt,
1985) and ingratiation and exchange (Farataal, 1997). Studying the strength of tactics, Falbe a
Yukl (1992) found consultation and inspirationapapls to be the most effective and ingratiation,
personal appeals, and exchange to be slightly désstive. Pressure, coalition, and legitimating
tactics were found to be the lowest in the ordersaki (1990), in a study of Indian managers found
SIT to comprise ingratiation, rationality, use ahstions, diplomacy, showing expertise, exchange of

benefits, showing dependency and personalized Helproceeded to discuss the correlation between
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style of leadership and SIT and proposed that wbaders are high on autocratic behavior, they use
controlling tactics as assertiveness and sanctidowever, non-controlling tactics as ingratiatiorda

personalized help are used when leaders adoptipative behavior.

H2: “Soft” leader influence tactics (rationality, ggsonalized help and ingratiation) will have a

significant positive relationship with leadershiyle (task oriented and participative).

L eader ship Styles, Gender and SIT

Social factors as gender bias and gender steredtypentribute substantially to the
underrepresentation of women in organizations (AymbE993; Buttner, 2001; Payne, Fuqua, &
Canegami, 1997; Swanson, 2000). As there is a losygesentation of women in leadership position
within organizations, their visibility is low andhances of progressing to leadership positionssis al
limited (Bass, 1985). However, in the last one decajobally, there has been an increase in the
percentage of women within organizations. While presence of women in senior leadership
positions is scarce, the overall number has sutislignincreased over the last two decades.

Though the enlargement of the shrinking pipelinedsgalation of women to senior positions is
commendable, one frequently heard lament is theraaif relationships with their team members,
more specifically, in downward influence attemps,the organizational level. Global studies on
gender, leadership and SIT in the managerial coméseal that women adopt strategies which are not
in tune with the accepted attributes of “femininiedits. Research which discusses gender and SIT in
relation to leadership styles is sparse. In thijgepawe extrapolate the findings on gender, SIT and
leadership style to identify if men and women iadership positions adhere to gender congruity or

traverse to styles which are in sync with job reguients.

There are two reasons which validate the nece&sitthis study. Lamude (1993) found that women
in supervisory roles employ SIT more than theirenablleagues. The tactics used appeal to values,
emotions, affect and friendliness. Significant elince in choice of tactic for gaining compliance

reflects the direct linkage between a relationsiipnted style and influence.

The second driver for the study is the conceptexidgr congeniality which, in the organizational
context, refers to the leadership roles definedhgyorganization and the adaptability of males and
females to these defined roles. Eagly,al. (1995) described gender congeniality as “fit betwe

gender roles and particular leadership roles” ®9)11t was found that in a male dominated
environment, as military, men are more task origrdad in a female dominated environment, as

nursing, females are more task oriented (Eaglgl.,1995).
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An explanation for gender difference in styles df keadership and (2) downward influence is the
(in)ability of women to garner support from teammieers in an equally high proportion as men.
Eagly, Makhijani, and Klonsky (1992) raise an impot question on the leadership qualities of men
and women as perceived by other members withirothanization, which, in some objective sense,
are equivalent in behavior and are perceived ag mioless favorable. Their view has been echoed by
Van Fleet and Saurage (1984) who argued that “tieere. considerable research showing that
performance by females is frequently subjectivelgleated less favorably than identical performance
by males” (p. 20). Contrasting view has been pdsitg Powell and Butterfield (1981) who report
that, “female leaders are not evaluated or perdetiiferently from male leaders when engaging in

the same behavior” (p. 1172).

In a meta-analysis of 162 studies, Eagly and Johi($690) found that in formal settings women
adopted similar styles of influence as men whichs vilm contrast to the concept of “gender
stereotyping”. In a subsequent analysis of 58 efydi was found that men surfaced as leaders in
groups which did not have any leader in the injiiadse. However, in social settings women emerged
as “social leaders” who maintained interpersonktieans with their team members which indicated
that men followed a task oriented style and wonaenjnterpersonal style (Eagly & Karau, 1991).
Women were also found to be equal to men in sdnatwhere the groups had been in existence for

longer spells (Eagly & Karau, 1991).

How do men and women leaders secure compliance team members has excited
differences and similarities in views and opiniamsleadership styles and SIT. While most
researchers spell out differences (Lamude, 1998i, @899; Carothers & Allen, 1999), some
attribute it to circumstances corresponding to etguk behaviors across genders (Lamude,
1993; Carli, 1999; Carothers & Allen, 1999). In gesd, women have been found to be less
influential when using direct influence tactics ¢a Makhijani & Klonsky, 1992) whereas
members have been influenced to a greater extennhdlg leaders who use direct and
aggressive influence tactics (Burgoon, Dillard &rBw, 1983). Standifird, Pons and Moshavi
(2008) posit that team members reported use obpalsppeal and consultation (soft tactics)
by male leaders significantly more than by femabders. Women team members stated that
consultation and inspirational speeches were usededders across genders and male
members reported use of “hard tactics” by theidéza. Notably, the difference between men

and women managers has been accentuated with respéweir styles, perceptions and
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expectations. In our paper we study if differenoesfluencing styles can be attributed to the

biological sex or “feminine” identity of the leader

H3: There is a significant positive relationship betwefeminine identity and SIT (rationality,

personalized help and ingratiation)

Figurel (Diagrammatic representation of the hypotheses)

Feminine
Identity

Leadership

* SIT — Soft Influence Tactics

RESEARCH METHODOL OGY

Scales used

Leadership Styles: The leadership styles measure (Herseyal., 1979) consists of 7 single item
measures (their predicative validity has been desteprevious studies as Adler, 1983; Cobb, 1980)
each of which tests the extent to which the statencan be validated with respect to the team
member. Respondents were asked to rate on a 5guafe (1= almost no extent; 5=to a very great
extent) what they thought made them influentialhwttteir team members. For the purpose of the

study we analyzed items which measured task odestd participative leadership styles.

Bem Sex Role Inventory (BSRI): BSRI (Bem, 1974) consists of 60 items which measoasculinity
(M), femininity (F) and androgyny (A). Respondentsre asked to indicate the characteristics which
best described them on a 7 point scale ((1 =né%eglways). They had to specify how “frequently”
the traits were true for them. For the purposehaf study we analyzed items which measured

femininity.

Downward Influence: Downward Influence Strategy Measure (Ansari, 198@)sists of 60 single
statement items measuring both hard and soft infleestrategies. The scale had been devised on the

basis of literature on downward influence strategg0 items measured soft influence strategies and
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30, hard influence. Respondents were asked todtelizn a 5 point scale (1 = never; 5 = very often)
what kind of behavior they had adopted to influent¢he last six months. For the purpose of the

study we analyzed items which measured rationgdgéysonalized help and ingratiation - SIT.

Sampling

Working in collaboration with HR managers of comiganin four different sectors: hospitality, IT,
FMCG and nationalized banks, we surveyed middleagament professionals on their leadership
styles, sex identity and the use of downward infeeestactics. We specified that the questionnaire wa
to be completed by executives who had a minimuni®fyears of work experience within the
organization. However, the HR managers put usushavith so-called “influential managers” within
the organization who helped us in the collatiorthef data through their personal contacts in differe

departments.

There were three parts to the survey: Part A dedh sex identity; Part B: downward influence
tactics; and Part C: Leadership styles. The nurobatems in the survey was not restricted to the
constructs we were studying so that we could, latea stage, build on the data and do a comparative
study. While companies in terms of age and sizeewmt comparable across sectors, we tried to
ensure that the companies selected within eaclorseetre measurable in terms of their size (mid-
sized companies) and age. The survey was conded¢etionically for three of the sectors, viz.
hospitality, IT and FMCG. However, for the natiamat banks, multiple copies of the questionnaire
were made and they were sent through snail mail. tivgeted 10 companies for each sector.
However, the response rate was 75 % for the ITosdxit only 50 % for the other sectors. Each
company was requested to complete 20 questionnahiah were to be filled in by 10 men and 10
women. Overall, 800 questionnaires were sent oet.r&¢eived 379 completed questionnaires out of
which 66 had been completed by women across secliohgs been reported in the report by Society
for Human Resource management that the preseniceliah women in managerial positions ranges
between 3% to 6% (SHRM Report, 2009: p. 7) whichegresented by 17.4% of the respondents or
50 % of the accepted return rate of 35.7% as reamded by Baruch (1999) and hence acceptable.
Additionally, as the focus of the study was notbaological sex but sex identity. Hence, building on
numbers was not the key issue for our researchd&pendent construct in the study was leadership
style and independent constructs were soft infladiactics (rational persuasion, personalized help

and ingratiation) and feminine identity.

Reliability and Validity Protocols
Confirmatory Factor Analysis (CFA) was done on ttea collected using AMOS 18, statistical

software to ensure internal consistency (relighiland validity of the measures in accordance with
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the suggestions by Anderson and Gerbing (1988)Gindchill (1979). In CFA, indicator variables
are selected on the basis of prior theory and idatesed to see if the factors load in line with the
proposed factor structure. CFA is preferable tolaspory factor analysis (EFA) as it seeks to
determine whether the factors and the loadingsditator variables conform to expectations on the
basis ofa priori specifications of factor structure and also alfowthe specification of measurement

errors (Venkatraman, 1989).

Data Analysis & Results
Data analysis was conducted in two stages. Initbestage, the overall reliability and validity thfe
model was measured. In the second stage, theoredatps among the constructs using the covariance

based Structural Equation Model was measured, whidlscussed in the following subsections.

Unidimensionality, Convergent Validity and Construct Reliability

Unidimensionality of all the latent constructs retspecified model was evaluated by doing CFA on
the data. The following model statistics obtainestevevaluated to assess the goodness of fit for the
proposed model: chi-square statistics, RMSEA, @BFI, CFIl, and Tucker—Lewis index. The chi-
square statistic was 107. 98 (degrees of freeddn=(®9, p>0.001), with the normed chi-square (chi-
square/df) ratio having a value of 1.83, less th#&h indicating acceptable fit (Tabachnick & Fidell
2007). The goodness-of-fit index (GFI) value of38%btained measures the proportion of variance
that is accounted for by the estimated populatiovadance. The GFI is above the higher cut-off
recommended by Miles and Shevlin (1998). The adiusioodness-of-fit (AGFI) index, which
adjusts the GFI based upon the degrees of freedasmOv®36, indicating acceptable fit of the model.
The comparative fit index (CFl), which is leasteatied by the sample size, was 0.951, indicating
good fit (Bentler, 1990). The Tucker—Lewis Index (JTwas 0.935, well above 0.90 as recommended
by Bentler and Bonnet (1980). In case of RMSEAutadif value close to 0.06 (Hu & Bentler, 1999)
or an upper limit of 0.07 (Steiger, 2007) seembddhe most acceptable standard among researchers.

RMSEA value of 0.047 obtained falls well below thé off value, indicating good fit of the model.

Construct and discriminant validity was furtheraddished by comparing the proposed three-factor
measurement model with single-factor model in teohsarious fit indices. The alternative model
was a single latent factor with all the indicatrading on it. It was clear from the results (Table
that the proposed measurement model was superitretone factor model. The fit of the single-
factor model was clearly less adequate than thegserd measurement model, and the change in chi-

square between the two models was also signifidgt = 602.45 Adf = 60).
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Tablel

Fit Indices %2 df RMSEA | NFI GFlI IFI CFI

Proposed

M easurement M odel 107.98 | 59 0.047 0.899 0.958 0.951 0.951

(Three-Factor)

Single-Factor

M easur ement Mode 710.43 | 119 0.115 0.562 0.777 0.606 0.602

Reliability and convergent validity of all the cangts are primarily supported by the fit indices
which are well within the recommended range in esabe. Further, the fact that individual factor
loadings of all the items were significant gives@edary support to convergent validity. Thus, &ll o
the proposed dimensions of feminine identity, leskip style and SIT are unidimensional, having
strong convergent validity with indicators of ealetbent construct converging or sharing a high

proportion of variance in common.

The average variance extracted (AVE) and constrekability of all the three constructs were
calculated manually as in table 1l. AVE was morantt0.50 in all the cases, indicating significant
level of variance accounted for. Similarly, constrreliability was well above the minimum accepted
level of 0.50. To assess the convergent validity,dcid test is that, the AVE should be larger tian
square of inter-construct correlations (Fornell &cker, 1981), which again is true for the proposed
model, indicating high level of convergent validifijhis establishes the internal consistency of the

dimensions being studied and is reliable for furgtady.

Tablell
o Leadership | Soft Influence
Construct FemininelD ]
Style Tactics
AVE 0.5292 0.5066 0.5215
Construct Reliability 0.77 0.67 0.76
Squar ed inter-construct correlations | 0.169; 0.099 0.169; 0.268 0.099; 0.268

The Path Model

Structural Equations Modeling (SEM) using AMOS 18/8s done on the data set to test the causal
relationships specified in the model as shown gufé 1. The problem of missing data across the
sample of 379 respondents was small at a calculaiee of less than 10 percent and the mean value

of the variable was used to substitute the missalges. The causal relationships among constructs
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were explored and tested. Model fit determinesdgree to which the structural equation model fits
the sample data. Indicators were deleted on this basodification indices to increase the fit ioels

and the final model is presented in Figure Il aadows fit indices are discussed below.

The chi-square statistic was 151. 13 (degreeseafdivm (df) = 71, p>0.001), with the normed chi-
square (chi-square/df) ratio having a value of Zridicating acceptable fit (Tabachnick & Fidell,
2007). The GFI was 0.948, which is above the highgroff recommended by Miles and Shevlin
(1998). Similarly, AGFI was 0.922, indicating actage fit of the model. The value for CFl was
0.926, indicating good fit (Bentler, 1990). The Kec-Lewis Index (TLI) was 0.905, above the cut-
off value of 0.90 as recommended by Bentler andnBbo1980). A value of 0.055 for RMSEA also
indicates good fit (Hu & Bentler, 1999; SteigerPZ)

Thus, all these fit indices are well within the ggally accepted limits, indicating a good fit okth
proposed model to the data set. The standardigedsson weights for all variables constitutingteac

dimension were also found to be significant at 0ed&ls.

Figurell (Structural mode with loadings)
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DISCUSSION

The study has examined the relationship betweemfeeidentity and SIT (rationality, personalized
help and ingratiation); feminine identity and leeskgp styles (participative and task oriented); SIT
and leadership styles in the Indian context. The® been considerable research on understanding
the styles of functioning of men and women withigamizations (Deal & Stevenson, 1998, Kunkel &
Burleson, 1999), downward influence (Kipnis & ScHimil985; Yukl & Falbe, 1990), and upward
influence (Kipnis, Schmidt, & Wilkinson, 1980; Yukl Falbe, 1990; Gabarro, 1979; Higgiesal,
2003). In this paper, we have restricted our agghido the study of downward influence as it is of

greater significance within an organization thawag influence (Franklin, 1975).

With more women entering into managerial positiand gradually moving to leadership positions, it
is important to understand how women manage teanas ienvironment which is associated with
men and governed by “masculine” traits. In thiseasment, notably, the influence of social habits
plays a role in facilitating understanding of witanstitutes the “right” and the “deviant” behavior.
“Right” behavior in the present context would typifgender congruity”. While there are multiple
studies which argue in favour of gender congruf@arfi, 2001; Carli & Bukatko, 2000) and its
relevance in the organizational context, thereadmeost an equal number of studies which focus on
sex identity as a determining factor for organadl behavior (Lueptow, Garovich-Szabo &
Lueptow, 2001). Our study accepts the need to seatyership patterns adopted by men and women
and builds on the research which argues in favaimilarities between men and women in leadership
positions and influence based on “femininity”. letpresent study, we have excluded analysis of
“masculinity” as it is a well established point thmost organizations operate with a masculine
culture, to which women also subscribe. To the bégiur knowledge, there is no literature which
discusses the relationship between sex identityiffwence, more so in the Indian context. Hence,
we build our study on the research findings on gerahd influence and extrapolate the same to

understand the role of “femininity” in executionarfganizational tasks.

Results suggest that feminine identity rather tigender interacts with other variables to affect
leadership styles. In the influence context of #tisdy, tactics associated with soft influence were
selected, irrespective of whether they were usethle or female participants. In consonance with
gender congruity, rationality, personalized helg amgratiation were likely to be used by women
(Lamude, 1993). However, as our study focuses akentity” rather than biological sex, we
extrapolated the findings of researchers on geaddrinfluence to identify if there was a correlatio
between gender and gender roles. Our findings atelithat irrespective of gender, men and women
high on “feminine” traits used SIT. As the data wadlected from five different sectors, we can

safely assume that the trend in most organizationbydia, is to adopt a softer approach with team
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members. Indian managers, report studies, adopft,asabtle and informal style of influencing their
team members (Singh & Singh, 1994). This is in gl@mtrast to the western models of influence
where harder tactics are used to secure complinogethe team members. Additionally, leadership
approaches are also governed by the attitude akema members and their willingness to cooperate
(Yukl, 1998). Within the Indian context where thelationship between leader and member is

relational, adoption of soft tactics is justifieddamost suited.

Consistent with the past findings on gender anbk sif leadership, we focused on participative and
task oriented leadership styles for the followiegsons. First, women have been found to use a more
participative style of leadership while men, a m@ask oriented style (Eagly & Karau, 1991; Eagly &
Johnson, 1990). Second, based on the relationattgp leadership and urgency of the task, both
these styles are essential for leaders. One falleruthe interpersonal category and the other,runde
authoritarian. Third, most of the organizationstha Indian context, are moving from authoritarian
democratic and participative style of leadershimg@B & Singh, 1994). However, given the nature
and urgency of business transactions, task oridatetership is required. Arguably then, we needed
to study the correlation between feminine identigrticipative and task oriented leadership toawarr
the gap between so-called masculine and feminytessdf leadership. Do leaders, irrespective of sex
possess these styles or remain confined to thendemied male and female styles of securing

compliance?

Women within an organization may choose to behava feminine style which is congruent with
perceptions and expectations or may decide to aaldptasculine” style which is incongruent with
their expected evaluation. Notably, these evalnatiare based on the stereotypes of employees
concerning leadership styles across genders. Eagty Johnson (1990) found that within the
organizational context women are more interperdpraiented and collaborative, while men are
more task oriented and dominating. Hence, womeddes are perceived favorably when in the
democratic and participative style and negativelyew they are task oriented. Logically then, the
reverse would hold true for men. The results of shely indicate that men and women, high on
feminine identity, will adopt both, participativené task oriented leadership styles. While
participative style of leadership is democraticsktariented is committed to achieving the target
(Singh & Singh, 1994).

Earlier researchers like Meade (1967) Murphy (19af)gested that authoritarian style of leadership
was the most appropriate in India. However, thethdost ground in favor of a people oriented
leadership style (democratic, participative) whichs universally acceptable (Pandey, 1976; Singh &

Pestonjee, 1974). Participative managers were foongse a mix of rational (as, personalized help)
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influence tactics to get their way. However, ndtrakearchers are in consonance. Sharma (1973)
discusses ‘“initiating structure” among headmast&aiyadain (1974) documents the need of
individuals, high on social competence, to gainsfattion from autocratic leaders. Task oriented
managers were found to use expertise and reasamgeuér, our study found that not only women
but also men with feminine identity use the sanyéesiThe same again holds true for task oriented
leadership style which has been associated with(Bagly & Karau, 1991; Eagly & Johnson, 1990).

IMPLICATIONS

Theoretical | mplications

The results of the study reveal that sex identitgre specifically feminine identity rather than the

gender determines the choice of tactics used furggy compliance and leadership style within an

organization. Implications of this study are reldvén the organizational context. From the HR

perspective while it is good to talk about gendgradity and enhancing number of women within the
organization, it is more important to match the isiextity of the employee, be it man or woman, with

the job requirements and secure compliance toasle dand role being performed. The results are in
confirmation with the theory proposed by Lueptovar@ich-Szabo and Lueptow (2001).

Concerning leadership, this study provides a nemedsion by extrapolating findings on gender and
leadership (Eagly & Johnson, 1990; Eagly & Kara&91l), gender and downward influence (Lamude,
1993; Carli, 1999; Carothers & Allen, 1999) to arderstanding of the role of sex identity within the
Indian organizational climate. Within this scenative study is the first of its kind. The advantge
proposed by the study can be extended to othemima#nal climates across the globe for an
understanding of what can make leaders “click” wiitair team members, or enhance leadership in a

typical organization.

Practical | mplications

The results of the study indicate that there shbala@ shift in focus from gender to sex identityte
employees within the organization. The HR pragiéis should ascertain the culture of the
organization, the requirements for leaders botheam setting and achievement of organizational
goals and attempt recruitment to satisfy the gatdEagly, Makhijani, and Klonsky (1992) posit that
leadership traits demonstrated by men and women #yed acceptance of the same as
favorable/unfavorable is contingent on the perogstiof other members within the organization.
Hence, when men and women are engaged in similaavim®, there are minimal differences in
perceptual evaluations (Powell & Butterfield, 1982}hough there are many findings which

corroborate the “no difference” results, leadersvehdeen found to adhere to “gender role
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expectations” in which their behavior is “congruenith the perceptual expectations of the team.
Providing employees with a clear road map on whatthe requirements within the organization
maybe a first step to bring about a change in thedgr role expectations. In the HR function
developing and nurturing leaders, without consitiemaof biological sex, is important (Powell,
1982). Leaders are expected to work in teams, dpvelam members and identify targets which are
congruent with organizational expectations. Thelggomaybe short term or long term, and may
require a specific leadership style. In the Ind@amtext, the nurturing style of leadership greatly
impacts organizational commitment (Ansari, 1986} &tR effectiveness. However the style of
leadership is also dependent on the culture obthanization. The best style of influencing witimdo
lasting effects, posit researchers, is one whicm@erated by the culture of the organization
(Tripathi & Tripathi, 2009)Thus organizations should attempt a culture reviéthe culture requires

a participative or task oriented style, the latdtigihg should focus on both men and women with a
feminine identity. Assessmendf the psychological structure of both men and wonsnd
organizational culture will help increase the regrgation of women within organizations and in
leadership positions.

Our results suggest that men and women with a fiemidentity are neither soft nor all- acquiescing.
They demonstrate leadership traits which fall o tlvo extreme corners of the continuum — task
oriented and patrticipative. Hence, not only empésye leadership positions but overall employee
consortium within the organization has to undergar@ess of “unlearning” and then “relearning”

and “redoing” perceptions and expectations.

Showcasing achievements of men and women in sirtalsks can be a good beginning point at
restructuring perceptions. Communication of messdgmugh a centralized system, with multiple
repetitions can change the way expectations arelaiged. Adopting processes and procedures which
advocate job requirements rather than gender ¢gweili improve the overall work culture within
the organization. Focusing on feminine identity edso develop a participative environment within
the organization with full awareness that in tinoéstress or tension, it can change to a task tuen

style.

Assigning a label to the target as work competenaiationality, concern for others and hostility
towards team members will help change the perceptaf employees with focus on the success
qguotient of leaders (Dennis & Kunkel, 2004a). Adoptof these policies will give the organization
the competitive advantage as companies and empayiidranscend beyond limited understanding
of leaders as “men” and “women” to competent lesdmpable of leading a team and achieving
targets. Notably, appreciation of a diverse celttgquires gender sensitization training workshops

(Meyerson & Fletcher, 2000). While sensitizing eoygles to operational efficacies of men and
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women, it should attempt to demonstrate in mudtilgladership situations the minimal differences
between the two sets of subjects (Eagly & John$880). Attempting to bring about a change in the
mindset of the people will be difficult and hado® woven in the decision making process which lays
emphasis on merit and performance (Heilman, 20BEmoving perceptual bias through logical

reasoning and performance measures will autombticiedate a gender equitable climate.

Limitations and Directionsfor Future Research

The present study was based on analysis of respongnployees at the professional level. Hence it
may be difficult to generalize the findings and lgghem to all situations. Additionally, the datasv
collated using informal networking, targeted sampl{Watters & Biernacki, 1989). While it helped
us to secure the required data, there are somevdistages associated with this technique, which is
akin to snowball sampling. There could be a salacbias when informal networking is used for
securing data. Though the study did not focus amgebut on the personal identity of an individual,
be it man or woman, our attempt at securing equallrer of male and female respondents at each
level was not very successful. Future researchamsuse random sampling to ascertain and validate

the findings for all situations.

One of the reasons attributed to inability of wonbehead in senior positions is the demonstratibn o
leadership style, which is participative (Eagly &idu, 1991). However our study found that not only
women but men too, with feminine identity, use miksir style. The same again holds true for task
oriented leadership which has been associated méth (Eagly & Karau, 1991, Eagly & Johnson
1990).Cleveland, Vescio, & Barnes-Farrell (2005juar that women are given jobs which require less
technical skills. Notably then, the move of womerhigher echelons in the company, where strategic
decisions are taken, is staggered or not considétediever, by examination of the psychological
makeup of the individual, rather than the biolog®ex, HR can bring about a greater cohesion and

alignment between job profile and employee, beahrar woman.

Exploratory research could study the masculinetitjenf leaders and identify if similar traits are
present in men and women in senior leadershipipositThe finding will be of relevance to HR in
job allocation, retention and lateral recruitmewiomen can then be escalated to positions which
require a mindset typical of the job and not geniég would like to encourage researchers to work
in this direction, given the impact on HR policigsagmatic relevance and scarcity of work in this

area.

Only one form of sex identity, feminine, has beentéd. This condition was selected so that we

would be able to test extensively the relationdbepyeen leadership constructs and SIT. Similarly,
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other studies on masculine identity might yieldfetiént results. Based on literature on all three
variables, viz. feminine identity, leadership styénd SIT, we selected constructs which would lsave
direct bearing on the gender of the employee. plosided us with an opportunity to have sufficient
number of situations and thus make it statisticadlyust to generalize the findings. Future rese&rch
needed to understand if the same findings holdotber conditions, viz, masculine identity; other

styles of leadership and hard influence tactics.

In this study, we have hypothesized and arguedttieae is a significant and positive correlation
between feminine identity and leadership style;ifeme identity and SIT; and SIT and leadership
style. The results reveal that HR practices shaotdude a comprehensive and well designed
psychological test for employees so that issuegeofler diversity and inclusivity are automatically

addressed without energy and resources being dket@tmncepts as “empowerment” and “equality”.

L —
W.P. No. 2011-05-04 Page No. 24



IIMA e INDIA Research and Publications

Bibliography
Acker, S. (1989)Teachers, gender and careelew York: Falmer Press.

Adler, S. (1983). Subordinate imitation of supeovibehavior: The role of supervisor power and
subordinate self-esteer®ocial Behavior and Personality, (), 5-10.

Anderson, J. C., & Gerbing, D. W. (1988). Structieguation modeling in practice: A review and
recommended two-step approaElychological Bulletin103 (3), 411-423.

Ayman, R. (1993). Leadership Perception: The rélgemder and culture. In R.Ayman & M.
Chemers (Eds),eadership Theory and Research:Perspectives anecbans(pp. 137-166).
San Diego,CA: Academic Press.

Ahearne, M., Mathieu, J.E., & Rapp, A. A. (2005n @mpower or not empower your sales
force? An emperical examination of the influencelezfdership empowerment behavior on
customer satisfaction and performantmurnal of Applied Psychology00(5), 945-955.

Alvesson, M., & Billing, Y. D. (1997)Understanding gender and organizatiohsndon:
Sage.

Ansari, M. A. (1986). Need for nurturant-task leedén India: Some empirical evidence.
Management and Labour Studidd, 26-36

Ansari, M. A. (1990)Managing people at work: leadership styles anduimfice strategies.
Newbury Park, CA: Sage.

Ansari, M. A., Kapoor, A., & Rehana (1984). Sodrdwer in Indian OrganisationBidian
Journal of Industrial Relations, 2@37-44.

Archer, J., & Lloyd, B. (2002)Sex and genderCambridge, U.K: Cambridge University
Press.

Baruch, Y. (1999). Response rate in academic studi@ comparative analysisluman Relations
52,421-438.

Bass, B. M. (1985)Leadership and performance beyond expectatibiesy York: Free
Press.

Bass, B. M. (1990)Bass Stodgill's handbook of leadership: theoryeaesh, managerial
applications(3rd ed.). New York: Free Press.

Bass, B. M., & Avolio, B. J. (1994). Shatter theagg ceiling: Women may make better
managersHuman Resource Manageme3(4), 549-560.

Bem, S. L. (1974). The measurement of psychologindrogyny.Journal of Consulting and
Clinical Psychology, 42155-162.

Bem, S. L. (1975). Sex role adaptability: One comssce of psychological androgyny.
Journal of Personality and Social Psychology, 834-643.

L —
W.P. No. 2011-05-04 Page No. 25



IIMA e INDIA Research and Publications

Bennis, W., & Nanus, B. (1985).eaders: the strategies for taking chargeew York:
Harper & Row.

Bennis, W., & Biederman, P. W. (1998DPrganising genius: the secrets of creative
collaboration.Reading, MA: Addison-Wesley.

Bentler, P. M. (1990). Comparative fit indexes frustural modelsPsychological Bulletin107 (2),
238-46.

Bentler, P. M., & Bonnet, D. C. (1980). Significantests and goodness of fit in the analysis of
covariance structureBsychological Bulletin88 (3), 588-606.

Bies, R. J., & Tripp, T. M. (1998). Two faces oktpowerless: Coping with tyranny. In R.
M. Kramer, & M. A. Neale (Eds.)Power and influence in organisatior{pp. 203-219).
Thousand Oaks, CA: Sage.

Billing, Y. A., & Alvesson, M. (2000, July). Questiing the notion of feminine leadership: A
critical perspective on the gender labelling otdieahip.Gender, Work and Organizatiqrv
(3), 144-157.

Boatwright, K. J., Barasch, M., Spang, E., Moon, Kl.Leafers, J. (2001). Pilot Study#2 :
College women's leadership aspirations . Postaigepresented dthe Division 17 Great
Lakes Regional Conferenddniversity of Akron, OH.

Bowen, D. E., & Lawler, E. E., lll. (1992, Springlhe empowerment of service worker:
What, why, how, and wheloan Management Revig81-39.

Bowen, D. E., & Lawler, E. E., lll. (1995, SummeEmpowering service employe&oan
Management Review3-84.

Brief, A. P., Rose, G. L., & Aldag, R. J. (1977)exSdifferences in preferences for job
attributes revisitedlournal of Applied Psychology, 6@45-646.

Burgoon, M., Dillard, J. P., & Doran, N. E. (198Fyeindly or unfriendly persuasion: The
effects of violations by males and femaldsman Communication ResearchQ, 283-294.

Buttner, E. H. (2001). Examining female entrepresemanagement style:An application of
a relational frameJournal of Business Ethics, 2863-269.

Cable, D. M., & Judge, T. A. (2003). Managers uphiafluence tactics strategies: the role
of manager personality and supervisor leaderslkyip.stournal of Organizational Behavior,
24,197-214.

Carli, L. L. (1989). Gender differences in interant style and influenceJournal of
Personality and Social Psychology,, ©65-576.

Carli, L. L. (1999). Gender, interpersonal powed asvocial influenceJournal of Social
Issues, 55991-994.

L ——
W.P. No. 2011-05-04 Page No. 26



IIMA e INDIA Research and Publications

Carli, L. L. (2001). Assertiveness. In J. Worelt(F Encyclopedia of women and gender: sex
similarities and differences and the impact of ebcion gender(pp. 157-168). San
Diego,CA: Academic Press.

Carli, L. L., & Bukatko, D. (2000). Gender, commecaiion, and social influence: A
developmental perspective. In T. Eekes., & H. Traut(Eds.), The developmental social
psychology of genddpp. 295-331). Mahwah, NJ: Lawrence Erlbaum Assesi

Carothers, B. J., & Allen, J. B. (1999). Relatioipshof employment status, gender role,
insult and gender with use of influence tacti®sx Roles, 41375-387.

Centers, R., & Bugenthal, D. E. (1966). Intrinsnziaxtrinsic job motivation among different
segments of the working populatialaurnal of Applied Psychology, %8), 193-197.

Chliwniak, L. (1997). Higher education leadershipayzing the gender gap\SHE-ERIC
Higher Educaton Repare4 (5), 1-97.

Churchill, G. A., Jr. (1979, February). A Paradidon Developing Better Measures of Marketing
Constructs.Journal of Marketing Research6, 64—73.

Cleveland, J. N., Vescio, T., & Barnes-Farrelll_J(2005). Discrimination on the basis of gender. |

R. Dipboye & A. Colella (Eds.Riscrimination at work: The psychological and orggational bases
(pp. 149-176). Mahwah, NJ: LEA.

Cobb, A. T. (1980). Informal influence in the forhaeganization: Perceived sources of power among
work unit peersAcademy of Management Journ2B, 155-161.

Cole, R. E., Bacdayan, P., & White, B. J. (1993)af@y participation and competitiveness.
California Management Review, 83), 68-81.

Dahl, R. (1957). The Concept of PowBehavior Science, 2@01-215.
Davidson, L., & Gordon, L. K. (1979T.he sociology of gende€hicago: Rand McNally.

Deal, J., & Stevenson, M. A. (1998). Perceptionfeafiale and male managers in the 1990s.
Sex Roles, 3&87-300.

Dennis, M. R., & Kunkel, A. D. (2004a). Perceptiook men, women, and CEOs: The
effects of gender identitySocial Behavior and Personality: An Internationaiudnal, 32,
155-17

Dubno, P. (1985). Attitudes toward women excutiveesongitudinal approacthcademy of
Management Journal28 235-239.

DuBrin, A. (1991). Sex and gender differences aiita of influencePsychological Reports,
68, 635-646.

Eagly A. H., & Chin J. L. (2010). Are membershipsrace, ethinicity, and gender categories
merely surface characteristicBRe American Psychologis65 (9), 934-5.

L —
W.P. No. 2011-05-04 Page No. 27



IIMA e INDIA Research and Publications

Eagly, A. H., & Johannsen-Schmidt, M. C. (2001)eTeadership styles of women and men.
Journal of Social Issue§7 (4), 781-797.

Eagly, A. H., & Johnson, B. (1990). Gender and érsdip style: a meta-analysis.
Psychological Bulletin 108(2), 233-56.

Eagly, A. H., & Karau, S. J. (1991). Gender and ¢h@ergence of leaders: A meta-analysis.
Journal of Personality and Social Psycholqod0, 685-710.

Eagly, A. H., Karau, S. J., & Makhijani, M. G. (139 Gender and the effectiveness of
leaders: A meta-analysiBsychological Bulletin, 117125-145.

Eagly, A. H., Makhijani, M. G., & Klonsky, B. G. 8B2). Gender and the evaluation of
leaders: A meta analysiBsychological Bulletin 111, 3-22.

Eagly, A. H., & Wood, F. W. (1991). Explaining sdifferences in social behavior. A meta -
analytic perspectiveRersonality and Social Psychology Bulletin, 306-315.

Evans, C. D., & Diekman, A. B. (2009). On motivatede selection :Gender beliefs, distant goals,
and career interest.Psychology of Women Quarterly, ,3335-249. do0i:10.1111/j.1471-
6402.2009.01493.x

Falbe, C. M., & Yukl, G. (1992). Consequences fanagers of using single influence tactics
and combinations of tacticAcademy of Management Journal, 838-652.

Farmer, S. M., Maslyn, J. M., Fedor, D. B., & GoamJ. S. (1997). Putting upward
influence strategies in contedburnal of Organizational Behavior, 1&87-42.

Fernandes, E., & Cardoso, C. C. (2003). Gender amtnes and the manager stereotype
among management studenéomen in Management Review,(18), 77-87.

Franklin, J. L. (1975). Down the organizations: llehce processes across levels of
hierarchy Administrative Science Quartey20, 153-64

Fornell, C., & Larcker, D. F. (1981). Evaluatingusttural equation models with unobservable
variables and measurement erdwurnal of Marketing Research8, 39-50.

Forrest, L., & Mikolaitis, N. (1986, December). TRelational component of identity: An
expansion of career development the@greer Development Quarterly, §8), 76-88.

Freeman, S., & Varey, R. (1997). Women communisato the workplace: Natural born
marketersMarketing Intelligence & Planning, 1&), 318-32.

Gabarro, J. (1979). Socialization at the top: HOEOS and subordinates evolve interpersonal
contractsOrganizational Dynamics, @), 2-23.

Geber, B. (1987). Profile of a corporate womamaining, 24(14).
Goleman, D. (2000). Leadership that gets resdiiward Business Review8(2), 78-90.

Heilman, M. E. (2001). Description and prescriptidtow gender stereotypes prevent women’s
ascent up the organizational laddiryurnal of Social Issue87, 657—674

L —
W.P. No. 2011-05-04 Page No. 28



IIMA e INDIA Research and Publications

Heilman, M. E., Block, C. J., & Martell, R. F. (199 Sex stereotypes: Do they influence
perceptions of managerd@urnal of Social Issues, 1037-252.

Hersey, P., & Blanchard, K. H. (1988)Jlanagement of organizational behaviof" (&d.). Englewood
Cliffs,NJ: Prentice-Hall.

Hersey, P., Blanchard, K. H., & Natemeyer, W. B79). Situational leadership, perception,
and the impact of poweGroup and Organizational Studies, 418-428.

Higgins, C., Judge, T. A., & Ferris, G. R. (200B)fluence tactics and work outcomes: A
meta- analysislournal of Organizational Behavior, 24, 89-106.

Hu, L. T., & Bentler, P.M. (1999). Cutoff criterifor fit indexes in covariance structure analysis:
conventional criteria versus new alternativ@suctural Equation Modelings (1), 1-55.

Kanter, R. M. (1993)Men and women of the corporatiddew York: Basic Books.

Keys, B, Bell, R (1982), "The Four Faces of thdyfifunctioning middle manager'California
Management Reviewol. 24 pp.59-66.

Keller, E. F. (1985)Reflections on Gender and Scienblew Haven, CT: Yale University
Press.

Kerfoot, D., & Knights, D. (1996). “The best istyte come?”: The quest for embodiment in
managerial work. In D. Collinson & J. Hearn (Edslgn as managers, managers as men.
(pp. 78-98). London: Sage.

Kimmel, M. (1994). Masculinity as homophobia: fesihame and silence in the construction
of gender indentity. In H. Brod, & M. Kaufman (EdEheorizing Masculinitiegpp. 119-
141). London : Sage.

Kipnis, D. (1984). Technology, Power and Contral.S.B. Bacharach & E. J. Lawler (Eds.)
Research in the sociology of organizatigusl. 3, pp. 125-156). Greenwich CT: JAI Press.

Kipnis, D., & Schmidt, S. (1985). The language efquasionPsychology Today,, 40-46.

Kipnis, D., Schmidt, S., & Wilkinson, |. (1980). tha-organizational influence tactics:
Explorations in getting one's wajournal of Applied Psychology65, 440-452.

Klein, K. M., & Wang, M. (2010). Deep-level divetgiand leadershipThe American
Psychologist, 6%9), 932-4.

Klenke, K. (1993). Meta- analytic studies of leadep: Added insights or added paradoxes.
Current Psychology, 12326-343.

Klenke, K. (1996)Women and Leadership: A Contextual Perspech\asv York: Springer.
Knippenberg, B., & Steensma, H. (2003). Fututeraction expectation and the use of soft

and hard influence tacticpplied Psychology, 5@.), 55-67.

L —
W.P. No. 2011-05-04 Page No. 29



IIMA e INDIA Research and Publications

Korabik, K., McElwain, A., & Chappell, D. B. (2008ntergrating gender-related issues into
research on work and family . In K. Korabik, D.Serd & D. L. Whitehead (Eds)he
handbook of work-family integration: Theories, rasd# and best practice@p. 215-232).
San Diego,CA: Elsevier.

Kunkel, A. W., & Burleson, B. R. (1999). Assessiagplanations for sex differences in
emotional support: A test of the different cultueasd skill specialization accountduman
Communication Research, ,2507-340.

Kunkel, A. W., & Dennis, M. R. (2004). Perceptiooismen, women and CEOs: the effects
of gender identitiySocial Behavior and Personality, 82), 155-172.

Lamude, K. G. (1993). Supervisors' upward influetaetics in same-sex and cross-sex
dyads.Perceptual and Motor Skills, 72067-1070.

Liden, R. C., Sparrowe, R. T., & Wayne, S. J. ()92@ader member exchange theory: The
past and potential for the futur@esearch in Personnel and Human Resource Management
15, 47-119.

Likert, R. (1967).The human organization: its management and valev York: McGraw-
Hill

Lueptow, L. B., Garovich-Szabo, L., & Lueptow, M. B001). Social change and the
persistance of sex typing:1974-19%ncial Forces 80(1), 1-36.

McGrath, J. E. (1984)Groups:interaction and performancEnglewoods Cliffs,NJ: Prentice-
Hall.

Meade, R. D. (1967). An experimental study of leadp in India.Journal of Social
Psychologyy2, 35-43.

Merton, R. (1963)Social theory and social structurbdew York: Free Press.

Meyerson, D. E., & Fletcher, J. K. (2000). A modesanifesto for shattering the glass
ceiling. Harvard Business Review8(1), 126-136.

Miles, J., & Shevlin, M. (1998) .Effects of samiee, model specification and factor loadings an th
GFl in confirmatory factor analysi®ersonality and Individual Difference®5, 85-90.

Moorman, R. H. (1991). Relationship between orgatiunal justice and organizational
citizenship behavior: Do fairness perceptions irfice employee citizenshipburnal of
Applied Psychology, 7@45-855.

Mowday, R. T. (1978). The exercise of upward infloe in organizationsAdministrative
Science Quarterly, 2337-156.

Murphy, L. B. (1953). Roots of tolerance and tensin Indian child development. In G.
Murphy (Ed.).In the minds of mefpp. 46-59). New York: Basic Books

L ——
W.P. No. 2011-05-04 Page No. 30



IIMA e INDIA Research and Publications

Normore, A. H. (2004 a). Socializing school adntir@tors to meet leadership challenges that
doom all the most heroic and talented leadersitoréa International Journal of Leadership
in Education, Theory and Practice(Z), 107-25.

Northouse, P. G. (2004)eadership: Theroy and practicEhousand Oaks,CA: Sage.

Pandey, J. (1976). Effect of leadership style, gaity characteristics and method of leader
selection on member’'s and leader's behavieuropean Journal of Social Psycholody,
475-89.

Payne, K. E., Fuqua, Jr., H. E., & Canegami, J1897). Women as leadeiBhe Journal of
Leadership Studies, 45-63.

Pearson, J., & Cooks, L. (1994). Gender and PoWwaper presented at The Annual
Convention of the Speech Communication Associdtien. Orleans, LA.

Powell, G. N. (1982). Sex-Role Identity and Sex: irportant distinction for research on
women in managemerBasic and Applied Social Psychology (1), 67-79.

Powell, G. N. (2010). Sex, Gender, and the WorkRamily Interface: Exploring negative
and positive interdependenciésademy of Management Journal, 33, 513-534.

Powell, G. N., & Butterfield, D. A. (1981). A noten sex-role identity effects on managerial
aspirationsJournal of Occupational Psychology4, 299-301.

Powell, G. N., & Butterfield, DA. (1982). Sex, attributions, and leadersiipbrief review.
Psychological Repori$1, 1171-1174.

Powell, G., & Greenhaus, J. (2010, June). Sexdgerand decisions at the family-work interface.
Journal of Managemen86(4), 1011-1039.

Rahim, A. M. (1988). The development of a leadex@oinventory Multivariate Behavioral
Research, 23491-503.

Rajan, S., & Krishnan, V. (2001). Impact of genderinfluence, power and authoritarianism.
Women in Management Review, (&), 197-206.

Ribeiro, D. (2003 a). The impact of consulting $e#8 on Spanish firmslournal of Small
Business Management,,4109-16.

Ridgeway, C. L. (1997). Interaction and the Conaton of Gender Inequality: Considering
EmploymentAmerican Sociological Revie{2), 218-35.

Ridgeway, C. L., & Smith-Lovin, L. (1999). Gendendainteraction. In J.Chafetz (Ed.)
Handbook of the Sociology of Gendpp. 247-274). Springer.

Rutherford, S. (2001). Organizational cultures, veonmanagers and exclusioWomen in
Management Review, 18), 371-82.

L ——
W.P. No. 2011-05-04 Page No. 31



IIMA e INDIA Research and Publications

Saiyadain, M. S. (1974). Personality predispositionl satisfaction with supervisory style.
Indian Journal of Industrial Relation40, 153-61.

Sashkin, M. (1976). Changing toward participativanagement approaches: A model and
methodsAcademy of Managment Revjexs-86.

Schein, V. H. (1973). The relationship between seles stereotypes and requisite
manangement characteristidsurnal of Applied Psychology, 595-100.

Schein, V. E. (1975). Relationship between sex stdéeeotypes and requisite manangement
characteristics among female managéosirnal of Applied Psychology, 6840-344.

Sharma, M. L. (1973). Initiating structure behavadrthe headmaster and school climate.
Indian Journal of Psychology8, 30-36.

Shin, S. J., & Zhou, J. (2007). When is educaliapecialization heterogeneity related to
creativity in research and development teams? Toanational leadership as a moderator.
Journal of Applied Psychology, 92709-1721.

SHRM Report. Perspectives on Women in Managemenindia. Society for Human
Resource Management. Retrieved on 25 March, 2011 om fr
http://www.shrm.org/Research/Articles/Articles/Dooents/09-

0677 _India_Women_Ldrshp_FNL.pdf

Singh, A. P., & Pestonjee, D. M. (1974). Superwsbehavior and job satisfactiomdian
Journal of Industrial Relation®, 407-16.

Singh, C. B. P., & Singh, R. R. (1994). Managin@mle at work through influence tactics
Indian Journal of Industrial Relationg9, 3, 339-352

Soriano, D. R., & Martinez, J. M. C. (2007). Tramting the entrepreneurial spirit to the
work team in SMEs: the importance of leadershlpnagement Decision, 43), 1102-1122.

Standifird, S. S., Pons, F., & Moshavi, D. (2008)fluence tactics in the classroom and their
relationship to student satisfactidDecision Sciences Journal of Innovative Educat®n]35-152.
doi: 10.1111/j.1540-4609.2007.00161.x

Stanford, J. H., Oates, B. R., & Flores, D. (1998)omen's leadership styles: a heuristic
analysiswWomen in Management Review,(2) 9-16.

Steiger, J. H. (2007). Understanding the limitadiasf global fit assessment in structural
equation modelingPersonality and Individual Difference42 (5), 893-98.

Storms, M. D. (1979). Sex -role identity and it&at®nship to sex-role attributes and sex -
role stereotypeslournal of Personality and Social Psychology, B779-1789.

Swanson, N. G. (2000). Working women and strdsairnal of the American Medical
Women's Association, 5%6-79.

L —
W.P. No. 2011-05-04 Page No. 32



IIMA e INDIA Research and Publications

Tabachnick, B. G., & Fidell, L. S. (200)Ysing Multivariate Statisticg5th ed.). New York: Allyn
and Bacon.

Tepper, B. J. (2000). Consequences of abusive wsjmer. Academy of Management
Journal, 43 178-190.

Thomas, D., & Bendoly, E. (2009, June). Limitsefifective leadership style and tactics in
critical incident interventiongroject Manangement Journal, 4B), 70-80.

Trinidad, C., & Normore, A. H. (2005). Leadershimdagender: a dangerous liaison?
Leadership & Organization Development Journal,(268), 574.

Tripathi, S., & Tripathi, N. (2009). .Influence ategies and organizational success: moderatingteffe
of organizational culturelhe Indian Journal of Industrial Relatioy5 (2), 213-27

Udry, J. R. (2000). Biological limits of gender a&bruction.American Sociological Review,
65, 443-57.

Van der Boon, M. (2003).Women in international ngeraent: An international perspective on
women’s ways of leadershig/omen in Management Reviel@(3), 132 — 146.

Van Engen, M., & Willemsen, T. M. (2000). Gendeddeadership styles: A review of the
past decad@VORC-paper00.10.09. Tilburg University.

Van Fleet, D. D., & Saurage, J. G. (1984). Recent mrebean women in manangement.
Akron Business and Economic Review,15:24.

Van Fleet, D. D., & Yukl, G. (1986)Military Leadership: An Organizational Behavior
PerspectiveGreenwich: JAI press.

Vinkenburg, C. J., Jansen, P. G. W., & KoopmanL..P.(2000). Feminine leadership : A
review of gender differences in managerial behaarat effectiveness. In M. J. Davidson &
R. J, Burke (Eds.)WWomen in Management: current research issjyéd. Il, pp. 121-137).
London: Sage.

Vroom, V. H., & Jago, A. G. (1988)The new leadership : Managing participation in
organizations Englewood Cliffs,NJ: Prentice Hall.

Wajcman, J. (1998)Managing like a man:women and men in corporate rganent.
University Park, PA: Pennsylvania State Univergitgss.

Watters, J. K., & Biernacki, P. (1989). Targetethpling: Options and considerations for the
study of hidden populationSocial Problems, 36116-430.

White, J. W. (1988). Influence tactics as a funcid gender, insult and god@ex Roles, 18
433-448.

Wood, J. T. (2003).Gendered lives:communication, gender, and cult¢sh ed.).
Belmont,CA: Wadsworth.

L ——
W.P. No. 2011-05-04 Page No. 33



IIMA e INDIA Research and Publications

Wood, W., Christensen, P. N., Hebl, M. R., & Rotigs, H. (1997). Confirmity to sex-
typed norms, affect, and the self -concdpurnal of Personality and Social Psycholqgi3
523-535.

Yulk, G. (1989).Leadership in organization&nglewood Cliffs, NJ: Prentice-Hall.

Yulk, G. (1990).Skills for manangers and leadeEnglewoods Cliff,NJ: Prentice-Hall.

Yulk, G. (1998) Leadership in organizatiorJpper Saddle River, NJ: Prentice —Hall.

Yukl, G., & Falbe, C. M. (1990). Influence tactias upward, downward, and lateral
influence attemptslournal of Applied Psychology, ,7532-140.

Yukl, G., Falbe, C. M., & Youn, J. Y. (1993). Paitte of influence behavior for managers.
Group and Organization Managemerit8 5-28.

Yukl, G., Kim, H., & Falbe, C. (1996). Antecederd$ Influence OutcomesJournal of
Applied Psychology, 8@), 309-317.

Yukl, G., & Tracey, J. B. (1992). Consequencesnfilience tactics used with subordinates,
peers and the boskurnal of Applied Psychology, 7325-535.

L —
W.P. No. 2011-05-04 Page No. 34



