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Abstract 

The difference between men and women was and will probably always remain to be an interesting research field for 
academics and practioners of all disciplines. From the management perspective, ass more and more women enter the 
workforce, the traditional workforce demographics are changing with an increasing tendency of women in leadership 
roles. Yet, the question of whether there are fundamental differences between the leadership behaviors of men and 
women remain crucial. 

This paper investigates the role of women managers versus male associates’ leading performances during the 
economic crises faced by the organizations through the lenses of junior level employees’ perception within an 
integrative approach of organizational theories of leadership, gender studies and crisis management. In accordance, 
the research question of “Do the junior level employees perceive women to be the “better leaders” in times of crisis 
and men to be the “better leaders” in times of tranquility? is addressed and two hypothesis are tested to find out this 
relationship on the axis of favorably evaluation and recommendation for leadership positions. 

Keywords: leadership, gender, employee perception, social identity, crises management 

1. Introduction 

By the end of the 19th century, research on leadership theories revived and a variety of approaches such as the trait, 
behavioral and the contingency started to form. From these approaches, the transformational and the charismatic 
leadership were developed. These theories shared the idea that an appealing and commonly shared vision is a 
leader’s most important attribute (Strange and Mumford, 2002) and that this vision becomes even more important in 
a crisis situation (Berson et al., 2001). Furthermore, there is general agreement among theorists that charismatic 
leaders are more likely to emerge when a company’s performance is in a state of crisis (e.g., Conger & Kanungo, 
1987; Yukl, 1998). 

Dimension of gender differences is also included within the domain of leadership in an effort to differentiate leader 
form others. Although some theorists found no significant differences in the leadership styles of men and women 
(e.g., van Engen et al., 2001,) and disregarded the gender stereotypes other theorists like Loden (1985) argued that 
men have a more masculine, agentic leadership style (with traits such as competitiveness, hierarchy and power), in 
contrast to women who prefer a more feminine, communal leadership style (with traits such as cooperation, equality 
and support). 

The field of gender and leadership has tried to assess the underrepresentation of women in management positions and 
the possible explanatory factors for this gender inequality such as (Ryan & Haslam, 2007). Some of these 
explanatory factors include; the obvious sexism in the work place (e.g., Schwartz, 1994), the perceived unsuitability 
between women’s capability as a leader and the necessities of true leadership (e.g., Arvey, 1979; Schein, 1973), 
women’s responsibilities at home and work – family conflicts (e.g., Schwartz, 1994) and women’s fear of success 
(e.g., Horner, 1972). 
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Due to the continued existence of differences, it is perceived and/or crucial to further investigate male / female 
contributions into organization studies, as a critical issue, and recognize it can add valuable and important 
contributions to the field, where traditional organization theories have still left much in vogue and especially during 
the time of crises. (Calas and Smircich, 2006) 

2. Literature Review  

2.1 Leadership Theories 

Leader based examples are prevalent throughout the history but only recently, from the beginning of the twentieth 
century, has leadership theories took its place in organizational behavior related researches on the grounds of power 
as “the capacity of individuals to overcome resistance on the part of others, to exert their will, and to produce results 
consistent with their interests and objectives” (Buchanan & Huczynski, 2004, p828).  

In order to define leadership related research studies, the first known approach was the trait approach that attempt to 
compare leaders from non-leaders with specific focus on superior qualities. Conveyed leadership characteristics 
included drive, motivation, honesty, integrity, self-confidence and cognitive ability (Kirkpatrick & Locke, 1991). 

The behavioral approach to leadership pioneered in the 1950s at the Ohio State University and the University of 
Michigan. This theory, in short, focused on the behavior kinds of people in leadership and identified that leadership 
behaviors could be grouped in two major types: consideration and initiating structure (Landy & Conte, 2004). 
Mutual trust, respect, and a certain warmth and rapport between the supervisor and group are included by 
consideration (Landy & Conte, 2004). In other words, how much the leader is concerned with his/her subordinates, 
and the manner in which he/she treats them. Starting structure included behavior in which the supervisor organizes 
and defines group activities and his relation to the group (Landy & Conte, 2004). In other words, how a leader 
succeeds in communicating to his/her subordinates that their task must be completed.  

The earlier researches in the area of leadership theories concentrated mainly on the traits or the behaviors of leaders, 
with paying little or no attention for the effect of situational or environmental variables. The contingency approach 
proposed to take into account the role of the situation in the field of leadership (Landy & Conte, 2004). Historically, 
Fiedler (1967) developed one of the first possible theories called the Least-preferred Coworker (LPC) Contingency 
Model or the Contingency Model of leadership effectiveness. The LPC Contingency Model “describes how the 
situation moderates the relationship between leadership effectiveness and a trait measure called the LPC” (Yukl, 
1998). 

After 1980s, transformational and charismatic leadership theories gained significance as well. In 1978, Burns’ book 
“Leadership” created the base for transformational leadership theory. According to Burns (1978), transformational 
leadership is the back-and-forth between leaders and followers where each nurtures the other to higher levels of 
standards through motivation. The leader transforms the followers by appealing to their upright motives such as 
peace, trust, justice, and equality. A charismatic leader is defined to be the one who possess exceptional qualities 
which are accepted by their followers in an unconditional way with the guidance of leader’s mission, visions and 
tactics for achievement (Willner, 1984). Charisma “is most often associated with a personal attribute of a leader that 
almost hypnotizes followers and compels them to identify with and emulate the leader” (Landy & Conte, 2004, p.32). 
“These leaders represent revolutionary social forces, and they are responsible for significant societal 
transformations” (House & Baetz, 1979, p: 399). 

2.2 Gender and Leadership 

From the gender point of view, leadership literature, until the 1980s, has assumed that leaders were men with special 
qualities. Furthermore, most of the research in this field has been conducted by men, whose subjects were men 
(Buchanan & Huczynski, 2004). It is argued that women are rendered ‘structurally powerless’ in being restricted to 
routine, low-profile jobs, as well as facing discrimination in promotion decisions. (Michelle et al 2010; Moran et al, 
2011; Kelly et al. 2012; Lerbinger, 2012) 

There is considerable disagreement among researchers concerning the extent to which men and women differ on 
characteristics associated with leadership. On one side, many studies have not find significant differences between 
the leadership styles of men and women claim to not remain fundamental (e.g., Nieva & Gutek, 1981; Lefkoitz, 1994; 
Hyde & Plant, 1995; van Engen et al., 2001, Michelle et al 2010; Lerbinger, 2012). On the other side, the differences 
of gender related characteristics between the leadership styles are real and substantial (e.g., Gilligan, 1977; Ruble, 
1983; Loden, 1985; Eagly, 1995 Moran et al, 2011; Kelly et al. 2012).  
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Due to the natural and societal references associated to women –such as home keeper, child care taker and so on- not 
up to1990s, women were deeply scrutinized in the leadership research. Mann (1995) similarly argues that “women 
are underrepresented in leadership and management roles because they are less successful in acquiring power. 

Today, companies are affected by politics and external factors deeply; therefore many various sizes of crises happen 
during the life time of a company. Crises can cause many situations where some of them are fatal for the company 
but some of them show new opportunities. Seeing the benefit from the crises and acting in order to get minimum 
damage is the leader’s main challenge today. Despite of the leadership qualities, crises management ability is also 
required for today’s leaders. Crises management is different than the tranquility-time management, as in crises, 
leaders should emphasize intuitive way of managing with the help of analytical thinking. Multi-tasking, fast thinking 
and fast deciding abilities are more important in crises times where taking responsibilities of the decisions and acting 
according to the consequences of these actions are critical. 

In 1990, Eagly & Johnson conducted a meta-analysis on the laboratory studies done in the period from 1961-1987 
and found that women were more likely to use a more democratic and interpersonally oriented style, compared with 
men who were more likely to use a relatively autocratic and task-oriented leadership style. However, no such 
differences were found when they examined field studies. This suggested that stereotypes might have been operating 
in lab studies but not in real organizations. In field studies, however, Eagly & Johnson (1990) determined that 
democratic and participative styles are preferred by women rather than the autocratic styles favored by men.  

Eagly’s (1995) gender role theory for instance, suggests that men and women are believed to have the traits that are 
necessary for the roles they generally occupy. These gender roles according to Eagly can be separated as the 
masculine attributes, which are named agentic, and the feminine attributes, which are called communal. Continuing, 
seeing as people strive to live up to their expectations, these stereotypes are likely to prove themselves to be right 
(Eagly et al., 2003). For this reason, women are challenged with difficulties to be able to become leaders, as they are 
not stereotypically perceived as leaders. For instance, women are more likely to use a transformational leadership 
style, which is seen as one of the most effective leadership styles in times of crisis ((Eagly et al., 2003). 

The newer methods for studying leadership, such as transformational, charismatic and visionary styles, brought forth 
another direction to the research on gender differences in leadership styles. The transformational leadership style is 
often seen as the feminine leadership style as it stresses on individual consideration (van Engen et al., 2001). This 
assumption is further confirmed by the meta-analysis confirmed by Eagly et al. (2003). From their study, they 
conclude that women make more use of transformational leadership style than men, and make more use of 
contingent rewords (which is part of the transformational leadership style). According to them, men on the other 
hand make more use of active and passive management by exception.  

Buchanan & Huczynski (2004), further state that in leadership roles men and women use different conversational 
styles which can lead to misunderstandings; women tend to listen and reflect more while men tend to talk more and 
give information. According to Landy & Conte (2004), it is clear that in the recent years the workplace is being 
transformed from one characterized by single contributors to one dominated by teams and interacting work groups. 
This in turn according to them suggests that people skills (e.g., communication, negotiation, conflict resolution) will 
become increasingly important and this would seem to favor women more as leaders. In his readings, Spector, (2006) 
also states that women would be more concerned with the feelings and emotional well-being of subordinates 
(consideration leadership style) while men would be more concerned with getting the job done (initiating structure 
leadership style) (Spector, 2006 p.6). Farrel (2005) argues that females are better leaders than men and when they 
actually go for the top they succeed better because of their female traits. 

2.3 Social Identity Theory and Perception of Followers 

Ever since the early 1970s, research in the field of social psychology has made great advancement in the study of 
social cognition and intergroup relations. Social identity theory has become one of the most important research areas 
of this advancement. In 1972, Tajfel introduced the concept of social identity theory, to examine how people view 
themselves in intergroup concepts, how a system of social classifications creates and defines a person’s own place in 
society. Tajfel (1972) defined social identity as “the individual’s knowledge that he/she belongs to certain social 
groups together with some emotional and value significance to him/her of this group membership”. 

According to Tajfel (1972), social identity theory operates in two parts. Firstly, it defines and evaluates a person (for 
example, she is a female manager). These types of definitions and evaluations are made both by others and by the 
person themselves. Secondly, this theory prescribes appropriate behavior for them. They think and behave in 
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characteristically “female manger” ways and this happens through social comparison (Buchanan & Huczynski, 
2004).  

Furthermore, Tajfel (1972) states that in order to evaluate their own opinions and abilities, people not only compare 
themselves to others with whom they interact, but also compare their own group with similar, but distinct, out-groups. 
The elements used to make such comparisons are called social categorizations. Categorizations, according to 
Buchanan & Huczynski (2004), lead to assumptions of similarity among those who are categorized together. It 
minimizes the superficial differences between members of the in-group and maximizes the differences between the 
in-group and out-groups (in terms of us and them). According to Tajfel and Turner (1986), the out-groups will tend 
to be stereotyped. Once this happens, those who are part of the in-group will have assumed social identity, and from 
this standpoint, they will view others.  

Continuing, in 2001, Hogg examined the social identity theory in relation to leadership. He describes leadership 
as“… how some individuals or cliques have disproportionate power and influence to set agenda, defines identity, 
and mobilizes people to achieve collective goals. The differential ability of some people to stamp their mark on 
attitudes, practices, decisions, and actions is endemic to all social groups—for example, nations, communities, 
organizations, committees, cliques, and families. Leaders are people who have disproportionate influence, through 
possession of consensual prestige or the exercise of power, or both, over the attitudes, behaviors, and destiny of 
group members.”(Hogg, 2001, 187) 

Furthermore, Hogg (2001) proposed that three core processes exist which operate in combination to increase the 
influence of social identity in leadership processes. These three core processes are prototypicality, social attraction, 
and attribution and information processing. Attribution is specifically important and can be seen though perception 
of followers/employees/subordinates. Until now, most of the research on the topic has been performed on working 
businesspeople. In addition to this, the objective of this research is to study junior level employees and to test what 
their perceptions as well as the preferences are regarding this glass ceiling. Their results would be extremely valuable 
as they will be the future leaders of top companies, who could possibly reduce, if not totally eliminate, the gender 
inequality and the predominant gender stereotyping.  

H1: Compared to men, women are more favorably evaluated and more likely to be preferred for leadership 
positions in times of crisis as perceived by junior level employees.  

H2: Compared to women, men are more favorably evaluated and more likely to be preferred for leadership 
positions in times of no crisis as perceived by junior level employees.  

3. Methodology 

In order to investigate the hypotheses of the current study, a quantitative research is carried out. A method to explore 
the research question and hypotheses would be to conduct an online questionnaire to test the independent variable 
junior level employees’ perceived suitability of male or female manager as a manager/leader and the independent 
variable company performance (declining: crisis situation or improving: no crisis situation) on the dependent 
variables. The dependent variables are the respondents’ evaluation of the managers in the dimensions of (a) the 
managers’ leadership ability and (b) the managers’ suitability for the position according to the junior level employees’ 
perception. 

3.1 Sample 

One-to-one questionnaire distribution and interviews were conducted based on convenience sampling over a period 
of 2 years with a total of 7 companies. After 20 sessions, at the end in total, 141 people have voluntarily participated 
in this experiment. All the respondents were junior employees who have less than 3 years of experience. Of the 
respondents 77 (55%) were female and 64 (45%) were male. The average age of the respondents was between the 
age group of 23 to 27 (52%).  

3.2 Procedure, Measures and Data Analysis 

The questionnaire, which has been created for the current study, is based on Ryan & Haslam's (2005a) measure of 
the class cliff phenomenon. However, instead of a laboratory experiment (which they have used) an online 
experiment by means of a questionnaire is created, where respondents answered to one of the four versions of the 
seven pages questionnaire. The first page consisted of a job advertisement for a desirable senior management 
position, a financial director for a large, international firm. 
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Second pages differed for inclining group (improving performance scenario with company’s stock values in growth 
trend graphs) and for declining (declining performance scenario with company’s stock values in recession trend 
graphs)  

Thereafter, participants were presented with a description and photograph of two managers for the advertised 
position. Both these managers were highly experienced, currently holding Financial Director positions and both 
having earned MBAs from prestigious business schools. The photographs were chosen after pilot testing so that 
Managers 1 and 2 were as similar as possible on all dimensions other than gender: they were both white and of 
equivalent age and attractiveness. The statements are designed to measure perceptions for: (a) the managers' 
leadership ability (‘The manager would be a good leader’, ‘The manager has the skills and experience to lead other 
people’, ‘The manager has clear leadership credentials’) and (b) the managers' suitability for the position (‘The 
manager's past experience is relevant to the position’, ‘The manager will bring the required skills to the job’, ‘The 
manager is suitable for this position’).  

Participants were then asked to evaluate each of the managers by indicating their level of agreement with six 
statements (from 1, do not agree at all, to 7, agree completely). The statements were designed to measure perceptions 
of (a) the managers' leadership ability (‘The manager would be a good leader’, ‘The manager has the skills and 
experience to lead other people’, ‘The manager has clear leadership credentials’) and (b) the managers' suitability for 
the position (‘The manager's past experience is relevant to the position’, ‘The manager will bring the required skills 
to the job’, ‘The manager is suitable for this position’). (Ryan & Haslam, 2008, p 530) 

3.3 Results 

The data gathered in the experimental questionnaire is analyzed with the statistical program SPSS 21.0 for Windows. 
For testing each dependent variable separately a ANOVA was run, then the interaction of the independent variables 
and the covariates were checked against the six dependent, to see whether it provided any significant results. If 
indeed the relationship of the interactions was significant, a further analysis was conducted to measure the degree of 
the interaction by using a LSD post-hoc test.  

The results of ANOVA test were not significant for variables “the manager would be a good leader” (p-value = 
0.751), “The candidate has the skills and experience to lead other people” (p-value = 0.471),”The candidate has clear 
leadership credentials” (p-value = 0.303) and “The candidates past experience is relevant to the position” (p-value = 
0.159). However 2 variables were found significant in ANOVA as: 

The candidate will bring the required skills to the job (p-value = 0.087) with a post hoc test as shown in Table 1. 

 

Table 1. LSD Post-Hoc Test for bring the required skills to the job 

Multiple Comparisons 

bring the required skills to the job LSD      

(I) merge of (J) merge of  Mean 

Difference 

(I-J) 

Std. 

Error 

Sig. 95% Confidence 

Interval 

Lower 

Bound 

Upper 

Bound 

female 

and crisis 

male and crisis .19 .183 .309 -.17 .55 

female and no crisis .08 .176 .641 -.27 .43 

male and no crisis -.18 .187 .334 -.55 .19 

male and 

crisis 

female and crisis -.19 .183 .309 -.55 .17 

female and no crisis -.10 .177 .556 -.45 .25 

male and no crisis -.37 .188 .053 -.74 .00 

female 

and no crisis 

female and crisis -.08 .176 .641 -.43 .27 

male and crisis .10 .177 .556 -.25 .45 

male and no crisis -.26 .182 .149 -.62 .10 

male and 

no crisis 

female and crisis .18 .187 .334 -.19 .55 

male and crisis .37 .188 .053 .00 .74 

female and no crisis .26 .182 .149 -.10 .62 
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The results of Table 1 shows that the mean of the male candidate and crisis situation (mean = 2.47) is significantly 
different (p-value = 0.053) from the mean of male and no crisis (mean = 2.81).  

These results indicate that when respondents are evaluating if the candidate (male or female) will bring the required 
skills to the job, the presence of a crisis has an effect only on the male candidate. Furthermore, these results also 
show that in a crisis situation male candidate’s means are ranked lower than the overall mean by respondents when 
evaluating if the candidate will bring the required skills to the job. These findings suggest that male candidates are 
more likely to bring the required skills to the job when the company is not in a crisis situation, whereas they are less 
likely to bring the required skills to the job when the company is in a crisis situation. 

The candidate is suitable for this position (p-value = 0.077) with a post hoc test as shown in Table 2.  

 

Table 2. LSD Post-Hoc Test for “Suitable for this position” 

suitable for this position LSD      

(I) merge of  (J) merge of  Mean Difference 
(I-J) 

Std. 
Error 

Sig. 95% Confidence Interval 

Lower 
Bound 

Upper 
Bound 

female and 
crisis 

male and crisis .10 .167 .545 -.23 .43 

female and no 
crisis 

.02 .161 .912 -.30 .34 

male and no 
crisis 

-.36* .171 .037 -.70 -.02 

male and crisis female and 
crisis 

-.10 .167 .545 -.43 .23 

female and no 
crisis 

-.08 .162 .606 -.40 .24 

male and no 
crisis 

-.46* .173 .008 -.80 -.12 

female and no 
crisis 

female and 
crisis 

-.02 .161 .912 -.34 .30 

male and crisis .08 .162 .606 -.24 .40 

male and no 
crisis 

-.38* .166 .025 -.71 -.05 

male and no 
crisis 

female and 
crisis 

.36* .171 .037 .02 .70 

male and crisis .46* .173 .008 .12 .80 

female and no 
crisis 

.38* .166 .025 .05 .71 

Based on observed means. 

 The error term is Mean Square (Error) = .483. 

    

*. The mean difference is significant at the 0.05 level.     

 

The results of Table 3 shows that the mean of the male candidate and no crisis situation (mean = 2.87) is 
significantly different from the mean of male and crisis (mean = 2.44, p-value = 0.008), the mean of female 
candidate and crisis (mean = 2.54, p-value = 0.037) and the mean of female candidate and no crisis (mean = 2.52, 
p-value = 0.025). These results indicate that when respondents are evaluating if the candidate (male or female) is 
suitable for this position, the male candidate under a no crisis situation is evaluated as significantly higher than all 
the other means. The female candidate is rated indifferent for company performance in both crisis and no crisis 



http://jms.sc

Published by

situation (t
candidate).
company is
is in a crisi

 

 

Furthermor
(2005a), su
suitability 
verified tha
variables, t
a result for

Factor 1 w
divided by
measured t
for the posi

The suffici
total varian

The results
the depend

However, 
candidate o

 

 

 

 

ciedupress.com 

y Sciedu Press  

this is especiall
. These finding
s not in a crisis
s.  

re, since the co
uggested two 
for the position
at the factor an
the first three v
ming two facto

was named as L
y three) belong
the total values
ition.  

iently high valu
nce explained b

s of the ANOV
dent variable ‘th

results of the 
on factor ‘suita

             

ly visible from
g suggest that 
s situation, whe

Figure

onceptual mod
factors: (1) th
n., The Bartlet
nalysis is feas

variables correl
ors (this is also

Leadership Ab
ging to the ca
s of the last thr

ues of Cronbac
by the two fact

VA indicate tha
he leadership a

ANOVA ind
ability” is signi

Journal of M

         52

m figure 3, whi
male candidate
ereas they are l

e 3. The candid

del of the curre
he potential ca
tt’s test of Sph
sible to be test
lated with each
o in accordance

bility, (which m
andidates' lead
ree variables an

ch α in each fa
ors (68.996 %)

at the interactio
ability of the ca

dicate that the 
ficant (p-value

anagement and S

             

ch shows an al
es are more lik
less likely to b

date is suitable 

ent study, base
andidates’ lead
hericity (p < .0
ted and in orde
h other and the 
e with the theor

measured the 
dership ability 
nd that divided

ctor indicate a 
) is adequately

on of company
andidate’ were 

interaction of
e = 0.050) 

Strategy

             

almost horizont
kely to be suit

be suitable for t

for this positio

ed on the resea
dership ability 
00) and KMO
er to rotate the
 last three vari
ry of Ryan & H

total values o
and factor 2 

d by three) belo

a high reliabilit
y satisfying. 

y performance 
insignificant (

f company pe

ISSN 1923-396

tal line when e
table for this jo
this job positio

on 

arch conducted
y and (2) the p
O test (KMO = 

e solution indi
iables correlate
Haslam, 2005a

of the first thre
was named a

onging to the c

ty of the two ex

and the gende
(p-value = 0.63

erformance an

Vol. 7, No. 

65  E-ISSN 192

evaluating the 
ob position wh
on when the co

 

d by Ryan & H
potential cand
.817) were us

icated that of t
ed with each ot
a).  

ee variables an
s Suitability, (
candidates' suit

xamined factor

er of the candid
32).  

nd the gender 

1; 2016 

23-3973 

female 
hen the 
mpany 

Haslam 
didates’ 
ed and 
the six 
ther, as 

nd that 
(which 
tability 

rs. The 

date on 

of the 



http://jms.sciedupress.com Journal of Management and Strategy Vol. 7, No. 1; 2016 

Published by Sciedu Press                        53                           ISSN 1923-3965  E-ISSN 1923-3973 

Table 3. LSD Post-Hoc Test for “Suitability” 

Suitability 

LSD 

      

(I) merge of  (J) merge of  Mean 

Difference (I-J) 

Std. 

Error 

Sig. 95% Confidence 

Interval 

Lower 

Bound 

Upper 

Bound 

female and 

crisis 

male and crisis .1277 .15376 .408 -.1763 .4318

female and no 

crisis

.0405 .14780 .785 -.2518 .3327 

male and no 

crisis

-.2491 .15618 .113 -.5579 .0597 

male and crisis female and 

crisis

-.1277 .15376 .408 -.4318 .1763 

female and no 

crisis 

-.0873 .14895 .559 -.3818 .2073 

male and no 

crisis 

-.3768* .15728 .018 -.6878 -.0658 

female and no 

crisis 

female and 

crisis

-.0405 .14780 .785 -.3327 .2518 

male and crisis .0873 .14895 .559 -.2073 .3818 

male and no 

crisis 

-.2896 .15145 .058 -.5891 .0099 

male and no 

crisis 

female and 

crisis 

.2491 .15618 .113 -.0597 .5579 

male and crisis .3768* .15728 .018 .0658 .6878

female and no 

crisis

.2896 .15145 .058 -.0099 .5891 

Based on observed means. 

 The error term is Mean Square (Error) = .408. 

    

*. The mean difference is significant at the 0.05 

level. 

    

  

 

The results of Table 3 shows that the mean of the male candidate and no crisis situation (mean = 2.9063) is 
significantly different (p-value = 0.018) from the mean of male candidate and crisis (mean = 2.5294) and the mean of 
female candidate and no crisis (mean = 2.6167, p-value = 0.058). These results indicate that when respondents are 
evaluating if the candidate (male or female) is suitable for this position, the male candidate under a no crisis situation 
is evaluated (1) higher than a male candidate under crisis situation and (2) higher than a female under no crisis 
situation. The female candidate is not affected by the presence of a crisis (this is especially visible from Figure 4). 
Finally, there are gender effects in a crisis situation. However, in a non crisis situation, there are indeed significant 
differences between a male and female candidate. Overall, male candidates are significantly rated higher than female 
candidates.  
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male” and that men have the luxury to not accept leadership positions which have a high risk of failure (in order not 
to lose face) and are therefore found in leadership positions in companies which are improving.  

Furthermore, hypothesis two is further supported by theorists such as Loden (1985), who suggests that men have a 
more masculine leadership style, including traits like competitiveness, hierarchy, power and the ability of making 
decisions based on analytical thinking and Spector (2006), who suggests that men would be more concerned with 
getting the job done. These gender difference stereotyping suggest that male leaders seem to have better leadership 
ability and therefore seem to be more suitable for the position when compared to an identically qualified female 
candidate. The respondents of the current study may have been influenced by such stereotyping at one point and as a 
result evaluated the male candidate higher in times of no crisis. 

Continuing, evaluations of the two candidates by respondents revealed that when company performance was in a 
crisis situation, the male and female candidates were seen as indifferent regarding (a) the suitability for the position 
and (b) as having more leadership ability and were hence not in line with hypothesis one and ultimately the research 
question of this current study. 

According to the research of Ryan and Haslam (2005), which found clear evidence that women were preferentially 
selected for precarious leadership positions associated with organizations in crisis, this study provided no such 
evidence, as hypothesis one was never accepted. On the contrary, this research suggests that respondents are mainly 
indifferent about the gender of the leader when a company is in a crisis situation. The interactions between the 
gender of the candidate and the performance of the company indicated that both men and women were likely to be 
placed in (or be seen as suitable for) leadership positions that were in crisis and hence associated with an increased 
risk of failure. 

Although the analysis of the current research is based on a limited number of participant and small sample 
presentation, the statistical results of this study are extremely interesting and can contribute to the research, as it has 
found evidence against the glass cliff phenomenon, such that both women and men are likely to be chosen to lead 
companies which are in crisis and risk the chance of failure. On the basis of these results the glass cliff phenomenon 
could possibly be seen as gender neutral. This would imply that both women and men could end up in precarious 
leadership positions in a company even though the glass cliff phenomenon states that precarious positions are offered 
only to women and minorities, as an opportunity to break through the glass ceiling (Frazier and Hunt, 1998). 

Furthermore, the results of this study could also indicate that the glass cliff phenomenon does not have to be so 
negative, that like men, women could also decline leadership positions in companies who are in a crisis and have the 
luxury to wait for a better position to come along. In essence the glass cliff might be more like a glass road, and that 
women need to take this opportunity to use their female qualities as transformational leaders and show their value to 
the organization both in times of no crisis and crisis. This, in order to prove, that they are not expendable and that 
their transformational leadership abilities will help subordinates and ultimately the company to perform better. 

Naturally, it is not correct to decline the findings of Ryan and Haslam (2004) of the glass cliff phenomenon because 
this study showed no evidence to support it. Next to their results, many theorists have also pointed to the barriers and 
challenges that women face when trying to break through the glass ceiling. As to date, no single indicator shows that 
the economic conditions of women in the world, as a whole, are at parity with the conditions of men (Calas and 
Smircich, 2006). However, this study shines some-what positive light on the theories of leadership style and gender 
differences, this being that discrimination and stereotypes are perhaps reducing in effect for the future leaders (the 
business students) and their perceptions regarding the differences in leadership abilities of men and women leaders in 
crisis situations. In addition to this, the transformational leadership style which is commonly associated with females 
and crisis situations, may possibly also need revision in order to bring the theory up to date, as the respondents of this 
current study do not associate females belonging to this leadership style and also do not perceive them to perform 
better than male leaders in times of crisis. 

Furthermore, this positive light could both be supported and not supported by the social identity theory. As the 
results of this study indicated that there were no significant differences in the evaluations of male and female 
respondents in times of crisis. This means that in-group and out-group favoritism did not exist for both genders. 
Female respondents did not rank female candidates higher and male respondents did not rank male candidates higher 
with regards to their leadership abilities and suitability for the position. However, although no significant differences 
also existed in the evaluations of the male and female respondents in a no crisis situation, in-group favoritism did 
hold for the male student respondents, as they rated the male candidates higher, but no out-group favoritism existed 
for the female respondents. Meaning, female students also favored the male candidate to be a better leader in times of 
no crisis, like the male respondents did. 
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This is a very intriguing finding and could suggest alternative interpretations to the social identity theory. It may well 
be that females do not have as strong identification with their social group as males, or that they are not as interested 
in convincing others (the out-group) that their in-group is more suitable (or just as capable) for a particular situation. 
Furthermore, perhaps the notion of female leaders as a social identity group still needs to develop. For example, men 
have been in top positions for years and their social identity has been communicated and accepted in all levels for 
many decades (e.g. old boys’ network). However, such identifications and recognitions for females are only in 
existence for the past two to three decades and it has not yet found its solid ground in all parts of our society. As a 
result, this could explain why females also opted for the male candidate as suitable for the position in a no crisis 
situation, instead of favoring their in-group, that being the female leader. 

Although the gender of the respondents was not found to play a role in determining if male or female candidates 
would be perceived to be the better leaders in a company crisis situation, further investigation into the gender of the 
respondent is needed. According to the social identity theory, the degree to which individuals will support particular 
explanations for group-based phenomenon is likely to be influenced by identity-based motivations. Men and women 
display very different patterns of theorizing about gender discrimination (e.g., Barreto & Ellemers, 2005). This 
suggests that individuals’ explanations for the existence of glass cliffs are likely to vary predictably as a function of 
the form and extent of their identification with their gender group and their perceptions of the status relations 
between men and women (Ryan et al., 2007). Continuing, future research could continue to examine the glass cliff 
phenomenon and the social identity theory for the discrimination of women and minorities after they have passed 
through the glass ceiling. Perhaps the identification of why men discriminate women and minorities for job positions 
on the basis of the social identity theory can explain why the glass cliff phenomenon has come to existence. 
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