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ABSTRACT

In this paper the research on gender and leadership is explored and documented. Gender and leadership is a research area of great interest to the researchers but still many questions are unanswered. Leadership with regard to the gender is still ambiguous in many organizations. Since the role of women has been increased during the last decade and females are coming up with better education, their position as a leader is still being challenged. This paper discusses and compares the positions of men and women in their organizations as a leader. The factors which affect the female leadership are explored and the theoretical and practical findings of gender and leaderships are discussed.
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1. INTRODUCTION

The best way to find a leader is to have a clear and honest understanding of who the person is, what s/he knows and what s/he can do? The person cannot determine about his/her leadership attributes unless s/he is inspired by his/her followers. Leadership is considered as both a property and process. In the process of leadership the leader exerts influence and directs and coordinates the activities of his/her followers to achieve the goal or task assigned. As a property leader must have such qualities and characteristics which exert influence on his/her followers. Leadership is not only a quality that one needs to possess but it is something that an individual can do. Leadership can be an act as well as a person. It must be expressed by the interaction among the people and must involve the followers. Leadership is a growing and vibrant process in which a leader and his/her followers are working to achieve a common objective and task. The main characteristic of a leader is that s/he must not only focus on the organization rather for their family, society and whole community. Despite of all above-mentioned facts the question arises here that “who can be a good leader: a man or a woman?” 

In the literature of the gender and leadership it has examined that men are considered traditionally the effective leader on their masculine characteristics. The question that ‘can women be perceived suitable for leadership positions like men’ is still unanswered. Though the western management ideologies has been changed remarkably regarding the position of women, yet women are facing under representation as a leader in the organizations. The male managerial model is still very prominent and women are still facing bias in every day life and thinking. The position of women in leadership is increasing steadily and now people are considering female leadership. This fact leads to the belief that due to the societal changes people’s mental representation of gender and leadership concept is also changing. The present review focuses from all the aspects of bias, gender stereotypes and managerial stereotypes and highlights the gender and leadership. The review investigates the change in gender and leadership related concepts, the perceptions and conceptualization of gender leadership, and the compatibility of the gender in leadership role.

2. GENDER

Gender is a term used for men and women but rather quite different in literal meaning from term sex. Sex is a biological characteristic of men and women related to the masculinity and femininity whereas gender is a socially constructed definition for men and women. Gender is determined by the concepts of tasks, functions, and the roles attributed to men and women in the society.

The gender approach focuses on both men and women and does not isolate the women and men. It highlights the differences between men and women’s interest, the hierarchies of men’s and women’s position in the family, the differences among men and women based on background, age and wealth and the ways in which gender role and relationship changes due to the social, cultural, economical and technological trends.

The gender analysis examines the gender equity which requires the equal enjoyment and freedom by men and women in social values, opportunities, access to resources and distribution of rewards. The gender equity does not refer that men and women are same rather it focuses on the approach that the opportunities and life chances to both men and women are equal.

Kehoe (1996) described the gender as an organ which in dictionary is termed as “an instrument” and “a system of logic.” Kehoe defined that gender is a classification system instrumental in thinking. It is a feature of language and a social construct. Gender is classified as the system of male, female lacking sexuality because sexuality is not an attribute of privileged recognition. Gender is a social construct. The large body on gender research indicates that men emerged as leader much frequently than women irrespective of dominance level (Dobbins, Long & Dedrick, 1990).
3. LEADERSHIP
Leadership is a major topic for social and organizational psychology for the last two decades. The concrete effectiveness of leadership is the real standards by which leadership is arbitrated. Leadership theory and research in last two decades has presented a lot for the effective leadership. Jago (1982) defines leadership as a process rather than only a quality and characteristics that a leader is perceived to possess. Leadership does not involve the use of force, coercion or domination and is not implied by the use of title such as manager, supervisor or superior (Jago 1982, P.316). The role of leader is not designated to any single member of a group or community. Some men and women have aspiration to be the leader whereas other inspired by the leadership. Leaders must have some special behaviour to perform. Ayman (2004) defined the appropriate types of leader behaviour depends on the context features such as nature of tasks, societal values, organizational culture and the characteristics of the followers. Miner (1993) discussed the leadership in context of stereotypically masculine qualities. Traditionally leadership is equated with masculinity and conventionally constructed in masculine term but now female leadership trend is emerging due to the influence of male leadership. In the new work dynamics job centred is replaced by worker centred leadership due to the emerging concept of effective leadership (Boatwright, Forest, 2000).
4. LITERATURE REVIEW OF GENDER AND LAEDERSHIP
The review on gender with perspective of leadership is presented here. This review is the synthesis and analysis of the published work on gender and leadership. It is noted that the above topic is theoretical and not based on any prescriptive model. The articles I have selected for my review are different in approach to the topic so comparison and contrast was not easy to made on authors’ views. The review is related to the study of gender and leadership in general and grasp the idea that how different people perceive gender differences in leadership. The review best describes the problems of the leadership with respect to gender and tries to avoid unnecessary duplication. This review is the collection of article published between year 2000 to year 2008.
In the first article of my review, female leadership is questioned. Billing and Alvesson (2000) questioned the notion of female leadership. They pointed out in their research that predominant ideas and values in their society are also embraced by women besides the men. The dominance of men in leadership has influenced many women in management. Conventionally leadership has been associated with masculinity but now leadership is more broadly defined in the term of more participatory, flexible, non-hierarchical and group oriented. These attributes are indicated as a feminine orientation. The common interest on leadership appears to have less or more on feminine leadership and the aim is to bring women into management which provides new career opportunities for women. Female leadership is described often as a complementary and corresponding term to masculinity and more than this. Feminine leadership must be seen as the distinct leadership style which is expressed by many female managers and preferred by the majority of women. The lack in empirical support does not necessarily mean to abandon the female leadership rather the characteristics of feminine leadership must be facilitating the women to work at managerial post. Billing and Alvesson described some basic problems which affect the feminine leadership include lacking support for female leadership, reinforcing gender stereotypes, offering standards of being female and constructing female mainly as managers of feelings and relations only rather than managerial worker like men. The feminine leadership can be called by focusing on some progressive ways of using the notion. The female leadership will help in demasculization of leadership which does not mean the hold of feminine leadership only but to loose the culturally connected management traits associated with masculine leadership.

Carli and Eagly (2001) presented gender hierarchy in leadership. They discussed in their study the evidence of bias in women evaluation as a leader and the effects of gender stereotype on women leadership. The study suggested that women always enjoy the leadership position in their families and communities. Carli and Eagly (2000) presented four studies to show the bias against women leader at managerial positions. The studies pointed out that why women are less at powerful positions even though the role of women has enormously changed for the last one decade. They said that bias in the evaluation of women leadership involves due to the presumption of people that man are more competent in leadership skills than woman. People also undervalue the work of women, said that achievement of women manager is due to some external forces rather than her own competence. The less number of women in powerful positions was considered as a traditional problem in which women with adequate competence and education were not available. This idea has given rise to the concept of glass ceiling which is a metaphor of discrimination and prejudice. The glass ceiling concept highlights the idea of being affected the position of women as a leader. This interferes in the women’s ability to gain authority and to influence others in organization. The bias evolved for female in organization is an obstacle to the evaluation of their leadership. People devalue the work of female and consider men as more competent leader than women. 
The cross cultural view presented by Carli and Eagly also discussed that men in all cultures are also perceived to be as good managers as compared to women and leadership seems to be suited for men due to their high competence and skills. The underlying aim of Carli and Eagly work was to understand the status of women in society and to discuss the change in status of women as it has risen substantially in 20th century. The women are still working as subordinate to male and remain apparent in their lack of access to position and power. If women need to include in decision making process they are criticized by people and their work is always devalued. The need for time is to treat women equally in the context of both resource allocation and the equality of participation where important and far reaching decisions need to be made.

Ridgeway (2001) researched on gender, status and leadership. He said that gender is an institutionalized system of social practice rather than a trait of individual. He explained the expectation states theory which predicts the task related behaviour of men and women at work. The expectation state theory argues that task behaviours and evaluations are both shaped by the performance expectations of men and women and it also predicts the gender inequality. Men’s status is traditionally high and they are consider competent and worthiness in the gender system. Men are considered to be as an essential hierarchal element of our cultural fundamental conceptions. Gender status and beliefs organize everyday cooperative encounter between male and female into influence the hierarchies. This influence shapes the nature of men and women experiences which supports and maintains the gender and status belief. Females need more effort to achieve leadership and high level of authority by basic background and by changing the gender system of our society. The distinctive ability of females eliminates the issues of status based and male dominancy leadership which is forced by other devalued groups of the society.

Atwater, Carey and Waldman (2001) checked the gender and discipline in the workplace. The person centred theory (Morrison and Vonglow, 1999) suggested that female behavior pattern and personality traits make females less suited for leadership roles. Atwater et al. (2001) discussed that female leadership attributes are regarded as negatively as females are always expected to be warm, supportive, passive and sensitive. They studied the gender difference in managerial behaviour and claimed that behavioural differences between man and women are due to the socialization and/or heredity. The two areas of gender differences they claimed are leadership style and communication of male and female leaders. Female leadership style is mostly participative whereas male mostly adopts the directive leadership style. The result of their study indicated that female managers are mostly skilled as transformational leadership and use more referent power than male managers. Female managers are found to be more supportive in taking time for disciplinary discussions to deal with the disciplinary fairness. Female managers also have great skills for active learning and interactional justice than male managers.
Powell, Butterfield & Parent (2002) conducted the study on managerial stereotypes of gender. Stereotypes show the characteristics, attributes, behaviours and beliefs of member when they work in group and organization. Powell et al. said that in prior studies men and women were described as good managers on their characteristics. The predominant care masculine characteristics like assertiveness, independence and willingness to take risks. Women at all managerial level were disadvantage at this stereotype. They studied that weather the time changes regarding the relationship between gender and managerial stereotypes. Gender stereotypes impeded the progress of women in management. As the majority of men occupied the managerial positions the jobs were attributed as the masculine characteristics of men than women. When women were depicted as manager they were seen still more different from men as a successful manager. 
Another aspect of gender and managerial stereotype is that the traditional assumption and beliefs are that male were supposed to be masculine and females were feminine. They reviewed the vast amount of literature and answer the question “have the times changed regarding the relationship between gender stereotypes and managerial stereotypes?” The answer was both in “yes” or “no”. The managerial stereotypes changed in the direction of placing less emphasis on masculine characteristics and the increased call for feminine leadership. Now the managerial stereotypes finally emphasize on a belief of “think manager- think masculine.”
Collard (2001) defined Australian perspective of leadership and gender. He said that recent conversation on gender validity takes men as instrumental, competitive and bureaucratic whereas women are regarded as nurturing, collaborative and relational. Collard reported on four hundred school principals leadership beliefs and conducted a study during 1997 to 1999. The key contextual variables of the study were level of schooling, organization size, sectorial identity and student gender (Collard, 2001, p. 344). The study conducted the differences between men and women at primary and secondary level. Collard used the concept of multiple masculinities and femininities (p.344). The concept was on the approach to determine whether difference between gender and within gender is due to the history, culture or the organizational structure where men and women work. The finding of the study suggested that men as a leader at secondary level are leader with more practical approach and functional and less committed to learning in the government schools. The men at government school mostly search for their personal meanings whereas women were also strongly committed to learning as a search for personal meaning as a leader in independent school (p.349). The beliefs and leadership style of men and women also depend on whether they worked in government settings or primary or secondary settings. The contextual variables also showed the considerable difference between men and women and also often related with significant differences within same gender. The results of the study indicated that primary schools can excel the gender polarities and unite men and women leaders in common goals.

Stelter (2002) worked on the social issues of gender differences in leadership. The article discussed the literature on the tasks which spot out the difference in leadership behaviours and effectiveness. Due to the increase in women education and acquiring of bachelor degree by women, the management role of women is increasing. He studied the trends and social implications of women at managerial roles and came out an opinion that women at leadership and managerial roles in world are increasing day by day. The increased number of women leader and gender differences in leadership behaviour is most important to determine. For this determination Stelter focuses on two things (1.) the gender bias which affects the women performance and changes in organizational structure towards flattened, hierarchal and team based structure. (2.) the organizational change determines leadership style for more to strategic needs of business rather than gender.
Stelter used several theoretical models to support his study. Each model explained the gender differences in gender leadership on their organizational, social and individual characteristics. The first model was Bolman and Deal (1991, 1997) who conceptualized person and task oriented behaviour of leadership. The organizational dynamics consist of four characteristics which are structural, human resource, political and symbolic. The leadership demographics and gender stereotypes are related to each characteristic.

The second theoretical model was of Quinn (1988)  who said that leadership must be analyzed by commitment, innovation, performance and efficiency of organizational dynamics under the person and task related behaviour same as Bolman and Deal (1991, 1997).The men and women have variation in skills with respect to task and person oriented leadership behaviour (p. 92)

Carles (1998) social role theory was the third model chosen by Stelter for his study. The social role theory states that gender difference in leadership is driven by the socialization of individual leader and his/her followers. Each individual come up with his/her own expectations and each other depends on the gender. Carles described leadership style in transformational leadership and discussed that women leadership development is more enhanced by socialization process and female’s leadership behaviour is more participative and skilled with quality interpersonal relations and collaborative group management. This gender difference in leadership behaviour is becoming more important as women are becoming more and more prevalent as a leader. 

Stelter selected Boatwright and Forest (2000) model which depends on attachment theory developed by Bowlby (1969, 1982).Boatwright and forest described that gender differences in leadership arises by different ways which form the attachment relationships. The different responses arise by different gender which depends on the behavioural and relational style of the leaders. Boatwright & Forest (2000) also said in their relational theory that gender differences in leadership style is differ in relational or person-oriented behaviour. Women leader psychologically feels a stronger need for expression for the person related relational values and skills in their work environment. 

Stelter also explained that besides from leader skills and personal traits, the environmental factors impacts different leaders differently and gender variable has strong impact on it. Sometimes male and female leader contributing the same strength and efforts for the organizational outcome but the national culture remains an issue for leadership.

Under the light of these studies Stelter concluded that gender differences in leadership is accounted through a variety of rationale. Men and women leaders lead their followers in different ways under different perceptions and style. The leadership of men and women is different in interpersonal relations to social role expectations but organizational context is also there. Stelter resulted that in future organizations will not only consider leadership in terms of gender but also to the effectiveness of organizations and employee’s benefits.

Gender in terms of leadership and organizational change was studied by Ernst (2003). Ernst said that in 18th century books world was considered as man’s world but due to the changing role of woman the phenomenon of women leadership is emerging in today’s world. In the past women were underestimated in terms of business, power and leadership. Kanter (1997) used a tem Glass Ceiling and token situation to define the leadership of women. Women are still facing confusion in leadership role as they are still been criticizing by men in the world. He compared the men and women leadership positions keeping in view many factors. Men in past had higher access in organizations whereas women role was only to take care of their children and household activities at the expense of their career. Men promoted at senior positions more rapidly and stay longer at the same positions. Men are always assumed to be expert at senior level position whereas women less prove that they are eligible for senior positions. Women in leading academic and business positions were suffered by male superior power.
Ernts (2003) stated the changed role of women leadership which brings revolutionary change in organizations. Women nowadays have access to the same or better education than men. With the social changes between sexes women are getting the equal career entry positions like men.

Bartol, Martin and Kromkowski (2003) investigated the influences of gender and ethnic group by focusing the concept of leadership and glass ceiling. He focused on the perspective of four leadership behaviours and the study sample was top managers, middle managers and executives of business organizations. Bartoal et al. said that although the glass ceiling issue remain the barriers for women leadership but ethnic differences in leadership is also of little attention by the researchers due to which ethnic minorities are facing same challenges as gender leadership. The socialized theory as we discussed above said that successful leader is the man or woman who follows the norms but this study only follows at the first line managers. The relevant studies at middle and top level managers are nonexistent from the research. The main purpose of Barotal et al. article was to test that both the gender norms and organizational norms are related to the behaviour of female leader at middle and executive management level and to explore ethnic influences on leadership behaviour at middle and senior managerial level (p.9). The sample size of the study was 658 middle and top management level from a professional service company who were asked to operated a management development program. Females were 51.5% of the whole sample who attended the program. The measures of the study were gender and ethnicity, managerial level and leadership behaviours. 
The result of the study supported that both gender and organizational norms influence the behaviour of female leaders at the top and middle level managerial positions. It is suggested that female at top managerial positions reveal more competence, engage in more leadership behaviours and interpersonal behaviour and focuses more on goal and task oriented behaviour than male. They argue that why authors don’t take into account the leadership at first line manager is answered that higher level of jobs required more responsibilities so more leadership behaviour is associated with top and middle managers. The ethnic differences of the leadership behaviour in gender almost remained same in the cases of both men and women at top and middle level positions. In gender and ethnic group interactions the factors of delegation, mutuality, feedback and rewards were not supported. Overall the results of the study supported the socialization process, task leadership behaviours and gender norms of male and female leadership.

Silvestri (2003) used the social construction theory to check the female leadership status in police organization. Silvestri said that women role as a leader in police department has been changed than from past. Many programs are providing women a career level entry at police department such as education, training and juvenile offenders. Silvestri suggested that more women should come to achieve the leadership position in police department so that they can be judge by male standards. The women are changing the organizational environment by introducing more democratic leadership style than their male counterparts. Silvestri suggested that this is due to the fact that women leadership is more towards transformational leadership in which participation and decision making is occur in democratic leadership style.
Bowring (2004) worked on the masculine-feminine dualism of leadership. He took men and women to signify their body importance and female and masculine and feminine characteristics to represent the social roles of male and female in cultural context. He focused on that in social and cultural context the people with particular bodies how they react? He in his study tried to explore the ways in which people think about the gender and attribute the leadership with masculine and feminine characters. He in his research was of the view that leadership research in its majority of literature is constrained by leadership’s own fundamental dualism of leader and follower. Same in the case the dualism is found in gender leadership in which male is considered as universal and neutral subject whereas female is considered as the crucial partner to the male. This conception separates leaders from followers and male (leaders) from female (non leaders). He took the characters of both genders from startreck movie so that people look at popular and subverted performances of gender should change the binary distinction among male and female leader. He emphasized that the urgent need for call in gender leadership research is that binary distinction should be removed among male and female leader. The leader should not be divided in public and private domain. In the leadership literature should change the way in which in which it attributes the values to one side of the binary distinction at the expense of other side. The presuppositions should replace with the recognition that gender leadership constitutes of many parts like body, desire, experience and culture. The natural relationship between parts should not be attributed rather relationships in the process of leadership should be discovered.
Rusch (2004) examined the perception discourse of educational leadership about gender and race in educational leadership programs, departments and classroom. Rusch worked on feministic perspectives of leadership related to the privilege, power and fault lines. Fault line is described by Smith as “points of rupture between socially organized practices and daily lives experience.” (p.52). He considered these factors to discuss the fright of faculty and lack of openness to learn about gender and race issues. Rusch collected data within group and between groups of different faculty members. The participants were all educational leadership faculty of UCEA affiliated institutions and were ranked as Instructor, assistant, associates and professors. The finding of the study revealed problem in fault line regarding preparing educational leaders. Another finding is that leadership issues related to gender and race were facing stressful experiences in most institutions. The lack in instructions, knowledge and minimal sense of importance were the major constraints to equity conversation in gender leadership. The most confounding finding related to gender and race in leadership was the documented fear of equity discourse and avoidance of opportunity to gain knowledge. Rusch suggested that to prepare educational person for leadership we must provide them the opportunities to gain experience on leadership.

Cole (2004) studied the gender difference in perceived disciplinary fairness. He studied the leadership and communication style in female leaders. Fondas (1997) said that gender is a part of conceptualization of management. Cole considering Fondas idea stated that female values of insertion and relationship are valued as qualities of leadership. Female leadership style is different than male in that, their behaviour is consultative, open and democratic rather than directive, controlled or dominant. Cole stressed that there should be more use of feminine leadership than traditional male leadership which is based on more autocratic decisions. Donnell and Hall (1980) proposed that women has different but better skills than men to manage the globalize demands for workplace. Many researchers have argued on gender leadership. Robinson et al. (1998) stated that gender stereotypes are stronger than gender leadership. Billing and Alvesson (2000) stated that masculine and feminine gender leadership styles create disingenuous thought for orientation of women leadership. Cole discussed the gender differences in managerial behaviour which effect on procedural fairness factors for employee disciplines and found that two areas for significant gender differences are leadership style and communication style. Men often adopt the task oriented, directive, dominant and hierarchal leadership style whereas women adopt the personal, social, emotional, cooperative, supportive and facilitative style (Aries, 1987).  Cole defined three essential communication style of leadership for disciplinary fairness. These styles are explanation, listening and truthfulness. The explanation of rules, policies and work processes of organization are considered to be as an important aspect of disciplinary fairness by Cole. 

As women are better in their communication style, their verbal skills and their fine-tuned credibility and truthfulness so female leaders are perceived as more fair in disciplinary fairness. Cole collected data from 140 first line supervisors of seven Canadian organizations working in different sectors and measure the behaviour of male and female leaders in four major categories (1.) verbal communication (2.) non-verbal communication (3.) interactional justice and (4.) leadership and power.
The result of the study indicated that most of the behaviour associated with disciplinary fairness is often done by female managers as their male counterparts. As the female managers are highly skilled in transformational leadership they use more referent power than male and also make more use of speech characteristics which contributed more to the disciplinary fairness. Both female and male leadership is positively associated with behaviour of all four categories. Finally Cole’s finding suggested that female leaders demonstrate greater skill in interpersonal realm of interactional justice and active listening than male leaders.

The study conducted by Groves (2005) said that the gender differences in social and emotional skills of charismatic leadership were examined among 108 leaders and 325 direct followers. Groves said that gender differences and the effects of social and emotional stability on charismatic leadership are lack in literature. But in theoretical perspective female demonstrates greater social and emotional skills than males. Women can instinctively send emotional messages through facial expressions and are mostly expressive in non-verbal communications and most of these skills are essentials of charismatic leadership. The research of the Groves suggested that leader’s abilities are facilitated by his/her interpersonal competencies to perform charismatic leadership behaviours. The female leaders always express superior emotional and social skills than male. The participants social and emotional skills were measured on social skills inventory which measure individual’s list of social and emotional skills. The unit of analysis was leader follower groups. The results of the study showed that female leaders are higher in social and emotional skills and followers rating of charismatic leadership than male leaders where social and emotional skills mediated the relationship between gender and charismatic leadership. A female leader always exhibits sensitivity to her followers needs and feelings and influence followers by mutual liking and respect. An interesting finding of the study was the opposed effect of gender and leader tenure on social and emotional skills. The leader tenure was strongly related to the social skills but not with the emotional skills but gender showed the strongest relationship to emotional skills particularly with emotional sensitivity and emotional expressivity.

Koch, Luft and Kruse (2005) conducted a semantic connotation study on women and leadership. According to them the leadership is still for male in organizations but they have seen the leadership in the scenario of twenty years later. The origin of their study was Kruse and Wintermantel (1986) study for business woman. At this time the women in leadership position was increasing steadily. There were many changes besides the societal changes in people’s perceptions about gender and leadership. They collected the demographic data for their sample and attributed women as soft, warm and like whereas men as hard and cold. They used the term business woman which was more similar to man, manager and leadership. The main question of Koch et al. study was that how much the people’s perceptions of gender and leadership concepts changed over the last twenty years (p. 14). The data was collected from 101 participants of university of Heidelborerg and some professionals from the same area. The study was the replica of Kruse and Wintermantel (1986) study which gave the opinion that leadership was male biased and it was huddled as man, leadership and manager. Koch et al. found that leadership direction has now considerable change in that there is more gender equality. The leadership now consists of concepts of leadership, manager and businesswoman apart from gender related concepts of man and woman. The participants of the study showed less gender bias and move to more gender equality and new cluster formation of gender leadership. This study was conducted for students but Kosh et al. suggested that the same cluster of leadership is also valid for other parts of society and leadership needs further testing.

Ford (2006) explored the contemporary discourse of leadership and gender in local government council of UK. The study showed that male leadership still heavily exists whereas female leadership behaviour continuously valued the feminine qualities such as relational skill, empathy and listening to other.

Eagly (2007) in his research discussed the advantages and disadvantages of female leadership. He analyzed that women in United States are increasingly dominant in the skills for leadership and exhibits more effective performance as a leader.  But more people prefer male bosses over the female bosses so females are having difficulties in acquiring leadership roles. The literature on leadership historically depicted in masculine terms and on male leadership qualities but now it has been admitted that feminine qualities of collaboration, mentoring and cooperation are important to leadership. The time is now to critically understand the women’s participation and success as a leader and pros and cons of female leadership. The advantages of women leadership is the effective leadership styles and attributes that female leader possess differently than their male colleagues. Men and women possess different leadership styles and women are challenged the conflicting demands of their roles as leader. The people expect some special traits for female such as gentleness, concern for others, and kindness as compare to men traits of self direction, aggressiveness and confidence. But where the female adopts the leadership traits of men they are criticized by society and they declared as iron lady or just like a man. This mixed picture of female leadership constitutes a contemporary research for female leadership. 
Female leaders marked more valued and effective leadership styles than men and often associated as more successful with business organizations. Although American people are admitting more female leadership but still they prefer more male bosses than females due to their attitudinal prejudice against women. Women are facing the challenges for their leadership which men do not face especially in those settings which are nontraditional for female leaders. Despite of the fact that women now have more access to leadership roles still the gender leadership is not arrived at equality between the sexes. The inroads of women into position and power and authority reflect many underlying changes in US including of which is high level of paid employment. Due to career oriented approach women are dominating for more leadership positions than in the past. Despite of the challenges of authority and power facing by feminine leadership the presence of women in leadership position is the clear indicator for the transmission of gender equality and it is continuing in case of leadership as well.

Grisoni and Beeby (2007) examined that up to which extent leadership as a sense making process is impacted by gender. Sense making process is a core component of leadership that involves the exercise of power through the process of decision making (p. 192). The current trends towards team based leadership involve more meetings with women as they are dominating at more senior positions. They tested the leadership in mixed gender teams and founded that all members of the team completed the sense making task. The more meetings need to be arranged for the involvement of both genders with regards to member achievement and member satisfaction. The results indicated that importance of questioning rules, sense making frameworks is loosening the work of male dominant power. This is now forming the emerging trend of new forms of leadership for man and women.

Kulich, Ryan and Haslam (2007) studied the effects of gender on leadership attributions and performance based pay. The attribution process and evaluation of leadership varies in case of gender. These biases may be in performance evaluation of men and women, leader traits are assumed to be more strongly related to male and suggest agentic qualities for men but not for women. Female leaders are less favourable than male on all these concepts. The gender pay gap in organizations arises from the fact that women are less finds themselves as role of leader than men for success of company. The romance for leadership effects is to manifest the evaluations of charismatic leadership abilities for both male and female but still bias in the case of women. The allocation for monitory rewards does not necessarily same for women in organizations. The men are appeared to be as a natural heroes and great leaders who always deserve big financial rewards rather in the form of pay or other monitory benefits. For women leaders these rewards are not translated into the material outcomes. The levels of compensation always compare unfavourably to women as compared to men. Female leaders are taken as for granted as their male counterpart even when they enjoy same degree of power and agency.
Mohr and Wolfram (2008) checked the effectiveness and verbal behaviour of leadership in case of gender. Verbal consideration is a leadership behavior that expresses esteem for follower and leaders work. The study focused on the effects of the communication-focused leadership style in male and female. Leader’s gender is the moderating effect on leadership effectiveness. The concept of verbal consideration is associated with daily behaviour and not concerned only with crisis of organization. Male and female leaders can attain the similar behaviour but the way in which they achieve the same behaviour is different.

5. CONCLUSION
Gender difference in leadership is an important area of research. The literature I have reviewed above found the issue with female leadership. Male leadership with dominancy is accepted universally but females are still facing the challenges. Traditionally the leadership has been related to masculine, authority and task oriented skills. This concept disallows many qualified, task and relational oriented women to attain the leadership position. This is a time to develop leadership strategies which effectively respond to the needs of organizations and communities despite the difference of gender. A leader should be selected and his/her work must be valued on his/her abilities. Only a relational and task oriented leader can increase an organizations productivity up to the rank. The leadership is needed to disconnect from traditional stereotype and must restrain both men and women at leadership position who is best eligible.
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