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ABSTRACT
There has been a great debate on effective styles of leadership. Moreover there have been researchers that are in favor of styles that have traits that are typically masculine. A new stream has surfaced that favors traits that are typically viewed as feminine. Furthermore, researchers have proposed the used of an androgynous style which hold the positive traits of the masculine and feminine style. The purpose of this paper is to summarize the traits that have been linked to feminine and masculine style in order to propose a prescriptive matrix, which matches the style according to the situation.

INTRODUCTION
A vast body of research exists that focuses on effective leadership behaviors [10] [3] [9] [4]. This extent literature provides testimony to the enduring centrality leadership plays in organizational outcomes. Leadership research also bears testimony to this constructs dynamic nature-new understanding is regularly emerging even as societal changes alter the act of leadership itself. One such emerging aspect, which is explored in this paper, is feminine-masculine leadership.

The purpose of this paper is threefold. The first is to define feminine and masculine leadership style. The second is to identify the factors that model a situation. And the third purpose is to present a prescriptive model for the appropriate use of each leadership style. In the following section we will present a review of the most significant frameworks used to delineate leadership styles, as well as the differences between feminine and masculine leadership styles. In the third section, we will identify the factors that frame a situation. In the fourth section we will explain the proposed framework of leadership style and situation. Finally we will wrap up with the conclusions and implications.  

BACKGROUND

Many leadership theories have been employed to capture the different leadership dimensions while most such theories have implicitly assumed that leader behaviors are the same for men and women, emerging work has begun to explore gender related leadership differences. To provide a background on this contingency-leadership model, previous contingency theories are discussed. Special emphasis is given to gender style differences related to each theory. 
Trait theories 

Trait theory is one of the earliest formalized leader’s classification methods. And while this theory has been superseded by more recent work, it still provides insights into leadership related characteristics. Some identified traits include: adaptable to situations, alert to environment, achievement oriented, assertive, cooperative, decisive, dependable, dominant, energetic, persistent, self-confident, tolerant to stress, and willing to assume responsibilities [24]. Research has also found evidence for biological trait determination in addition to training effects [24].

Other studies have found evidence for biological differences in male and female leadership traits. According to [8] males tend to be more aggressive, dominant and hierarchical, while women tend to me more nurturing, tender, and cooperative.  However members of each gender can learn skills and develop traits associated with the opposite gender group. Evolution theory and Gender roles theory [11] posit that male and female behavior is greatly influenced by gender role expectations. However, as social roles have evolved [6] [17], especially in the developed world, expectations have changed and are converging.

Another stream of research on gender differences has focused on the drivers or motivation for men and women. This research has found that Men tend to be more extrinsically motivated, while women are more intrinsically motivated [16]. This finding suggests that women would perform better in situations with lower extrinsic rewards (Money, status, etc.). In addition, women tend to have a higher need for relatedness than for growth [7] [16]. As a result, women tend to thrive in more collegial environments, and men will be expected to perform better than women in more emotionally isolated situations.

Leadership styles
Decision-making style is one of the most basic leadership classification methods. Research has shown that women rely more on democratic and participative decision-making than men [20] [14]. In situation where is a consensus needed, or when different perspectives should be developed, the feminine leadership style may be more appropriate [12].

In regards to the Michigan and Ohio State studies, research has shown that males tend to be more task-oriented, while females are reported to be more people-oriented [17] [13]. Another research stream has identified two types of leaders: Transactional and Transformational. Research has shown that women tend to be more transformational than men [19] [22]. More specifically female leaders “(1) manifested attribute that motivated their followers to feel respect and pride…(2) showed optimism and excitement about future goals, and (3) attempted to develop and mentor follower to attend to their individual needs” [8, p.791].

Situational Leadership 

According to Fielder [1967, as cited by 18] the performance of the group depends on the match between the leader’s style and the situation. Moreover, Beasley [1] believes that in order to be a good leader, situation and people involved should be taken into account when deciding the type of communication style to use. Fiedler identifies three contingency dimensions: leader-member relation, task structure, and position power [18]. 

Stogdill’s (1974) work stresses the significance of the organization (type, structure, and purpose), environment, leader and superiors and subordinates (orientation, values and goals), requirements for the position (skills and knowledge) [as cited by 15]. Moreover, Tannenbaum and Schmidt (1973) offer three influences in the decision-making process: forces in the leader, forces in the subordinates and forces in the situation.

PROPOSED FRAMEWORK
Drawing from the previously delineated leadership research of Tannenbaum and Schmidt, the proposed feminine-masculine framework can be presented in Figure 1. The leader’s style is defined by the leader’s traits and skills, his or her social role, and the leader’s motivation or goals. The situation is defined by the organizational structure, the competitiveness environment, and the structure of the task. Finally, the follower’s role is defined by his or her skills, willingness to cooperate, and gender. 


Figure 1 Feminine-Masculine Framework

 









Table 1 Prescriptive Matrix 

	
	Situation
	Feminine
	Masculine

	Organization
	Size
	Small
	Large

	
	International Level
	International
	Local

	
	Decision making
	Decentralized
	Centralized

	Environment
	Industry Forces
	Dynamic
	Static

	
	Competitiveness
	Creativity/perception
	Assertiveness

	
	Egalitarianism
	Equal 
	

	Task
	Life cycle
	Development
	Structured

	
	Level of Analysis
	Detail
	Practical

	
	Conflict
	Reconciliation
	Elimination

	
	Decision Making
	Group
	Autocratic

	
	Reward
	Intrinsic
	Extrinsic

	Follower
	Skill
	Unskilled
	Skilled

	
	Not willing
	Important
	Substitutable

	
	Gender
	Female
	Male 


 Based on the preceding model, it is now possible to present a prescriptive matrix, which matches the most appropriate style (Table 2). The assumption here is that leaders are able to identify the situation, adapt their style accordingly and then communicate with the subordinate(s) [15]. Ultimately, this model suggests the so-called androgynous style [5] [23] is most appropriation for leader adoption. Furthermore, it is expected that all leaders (no matter the gender) can be trained in different styles, and switch styles as appropriate. 
CONCLUSION

In order to be able to put in practice Situational leadership effectively there are three skills required: the ability to diagnose, to adapt, and to communicate [15]. More specifically the leader needs to recognize the requirements from the subordinate depending on the task and other factors of the situation. Taking into account these factors the leader should decide on the appropriate behavior and then implement it. As we can see, much of the difference in feminine vs. masculine style can be learned. Extremes are never good, and more than a total feminine style or masculine style a versatile androgynous style is supported. 
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