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ARTICLE INFO ABSTRACT

Article history: leadership is an essential aspect of any orgaaizdgadership determines and outli
Received 18 July 2016 how the day-taday operations will be conducted and goals achieLeadership sets
Accepted 21 August 2016 the standards, rules, procedures, processes asdyawerning any institution thus t
Published 3 September 2016 prominence of leadership cannot be denied. Phileasphave hence identified ti

leaders possess different styles in achieving eiégjoals. This sdy therefore is an
analysis of existing literatures on the relatiopshétween leadership styles and ca

Keywords: development of women managers. Literatures reviesteavs that there is little or 1
Career Development, Leadership difference in leadership styles between men and ewonalthoug women’s
Syles, Women, Men careerdevelopment has been reported to be negatdféécted due to gend

stereotyping. Autocratic and democratic leaderstides have been identified
effective styles of leadership with an exemptiofaiséez faire style which has be
perceived as a non-effective leadership style.

INTRODUCTION

Career development is prominent in any organizatibhe prominenceof careerdevelopment has
necessitated organizations and individuals in @kappropriate precautions and strategies with tine
ofensuring that professionals axell grounded and equipped for climbing up the eatadde and developing
organizations at large. A report Byorldat Work., 2013)states that about every employee aspires iclimb
up the career laddeMost employees desire to advance and succeed inréspective fields and division
However, there are noticeable factors prohibitinigdering, interfeing, influencing enhancing or leading
career development. Employeeareer development can either be progressing asdes progressing slowl
or not progressing at all, either waemployee’s career are influenced whethesitively or negatively.

Additionally, managers are confronted with varisasponsibilities whiclrequirethem to be the head a
superiors that are responsible fofluencing peopletowards achievingcertain giManagerial responsibilitie
require certain skills and abilitiesd therefore managehave been associatedth differen approaches/styles
in ensuring that they successfully achieve desjeals.Leadership styles haveeen identified tdiffer in terms
of effectiveness. Managers employ different leduprstyles in management whimeans that managers w
have different experiences in their chosen stylaghvcan influence other aspect of their careertiqudarly
career development.

Howeer, since leadership styles have differences iecéffenes (Worldat Work., 201), it can be said
that managers with differef¢adership styles may have differeexperiencesn terms of career developme
Autocratic, democratic and laisséaire managrs will surely have different approaches in depilg their
careers and ensuring career success. This papefditeeseeks to criticallanalyze theeviews of literatures o
how leadership styles of manager’s innces their career development andrtile of gender stereotypi.
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Literature Review:

Leadership has been defined by various, historaamd philosophers, although there is no one true
definition, leadership can simply be said to beabeof ‘influencing followers towards a common Gaiaion’.
According to (Bhatti, N.gt al., 2012), leadership refers to a social influenceess in which the leader seeks
the voluntary involvement of subordinates in armpefto reach organization goals, a process wheretey
person exercises social influence over other mesnbiethe group, a process of influencing the ati¢isiof an
individual or a group of individuals in an effoowards goal achievement in given situations, antch&mactive
conception involving both the influencing agent ahd person being influenced. However, (Katz, bd &
Kahn, 1978), defined leadership as the attribute pdsition, as the characteristics of a persoth aama category
of behavior.

Leadership style is the pattern of behaviors engjagby the leader when dealing with employeeswihe
K. and R. Lippitt, 1938) identified three leadefsbtyles which are;

» Autocratic style leadership

» Democratic style leadership

» Laissez Faire style leadership

2.1 Autocratic Leadership:

An autocratic leader is a leader who is very fidinective, makes use of his power of influence frois
position to control rewards and force the followsyscomply with his instruction (Blau, P.M. and W.Bcott,
1963; Daft, R.L., 2005) and (Jogulu, U.D. and @®V&od, 2006). This type of leader dictates and atsll the
choices, decisions and activities by giving ingfiarc and direction to the followers on what to daldow to
carry out a task whereby restricting follower'satreeness and innovativeness.

2.2 Democratic leadership:

A democratic leader influences peoples and or takponsibilities of making the final decision, libe
leader invites and allow subordinates to contribtdethe decision making process (Dahl, R.A., 1989).
Democratic leadership styles is more of aconduet tncourages people in a wayreliable with and/or
satisfactory to basicself-governingstandards arattmes, such as self-determination, inclusivenesgial
involvement, and discussion (Fishkin, 1., 1991; WhR.K and R. Lippit, 1960).

2.3 Laissez Faire:

The laissez-faire leadership style involves noesiigrence approach, this style of leadership
licensescomprehensivefreedomand autonomy to allogigs and has no particular way of attaining goals
(Dahl, R.A., 1989). A laissez-faire leader playsaasive, hands-off role (Wilensky, H.L., 1961).

2.4 Career development:

An individual career is a sequence of professioasupations, jobs, or positions engaged in, or piecl
throughout the lifetime of an individual. (Baer,BR. et al., 2008), has defined career as anevolution of
connected jobs, organized in a hierarchy througiclvpeople move in an orderly sequence.

Therefore, career development refers to an indaliducareer progression is a lifetime process that
integrates the development, adjustment, transfoomaandalteration process from childhoodto the cidfi
career education at school, and the traditionahessjons that continue throughout a person’s wgrkin
adulthood and into retirement (Smith, P.B. and NP.€terson, 1988).

Leadership and Gender Stereotyping:

Leadership styles by (Lewin, K. and R. Lippitt, 893unveiled the autocratic, democratic and laifage
styles possess by leaders, the study revealethihaiemocratic leadership style was the most éffeeind that
the employees who have worked under the leadershimn autocratic leader although achieve high
performance, but appeared to experience unpleasahuncomfortable feeling of working comparedhe
democratic leader where the employees achievedahe result of performance but felt more comfogabl
carrying out a task assigned without the presendecthe leader. Although (Lewin, K. and R. Ligp938),
established that democratic style of leadershithésmost effective, but (Hayers, N., 2000), pointeat the
effectiveness of leaders is dependent on the stdnallaich was being used to measure leadership. Mewe
(Mesteret al., 2003), established that employees who fell urnessure were under autocratic leaders. The
leaders hardly ever permitted them to contributthendecision making. Laissez faire style is howekie less
effective form of leadership, the leader plays aspa role and does nothing to motives the subatéin
achieving results, this form of leadership has bieeiicated to an absence of leadership (Eagly, Aetal.,
2003). Laissez faire style of leadership was founal study by (Fagenson, E. and J. Jackson, 1898 & style
although seldomly practiced, but praticed, mosylyrien leaders.
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Gender difference has segregated the perceptiovebetmale and female leaders; studies and connlusio
have been made and drawn arguing that women arel mehagers’possesses different styles in leadeastip
further studies have reported the effectivenegh®feadership styles of men and women. (Steven2603),
revealed that women possess slightly more of deaticdeadership styles and possess less traitstotiatic
leadership; the study further analyzed that meddesaare more autocratic in nature compare to teeiale
counterparts. Women leaders are more likely to geweards to their subordinate which is a democrasiits
while male leaders are more likely to enforce plument in rewarding subordinate which displace aatic
traits (Fagenson, E. and J. Jackson, 1993).

Furthermore, women are not as hierarchical as memen are more accommodating and supportive, and
are more enthusiastic to develop the self-esteenatiidrs (McKinsey and Company, 2009). Thus, women
leadership style can be defined as people-baséal,modeling and clear expectations and rewards g&en
Folkman, 2012). However, (Butterfield, D.A and &Rnnell, 1998), revealed that the differenceseiadership
styles and capacitybetween genders is not readlygmt and that women are regarded more competeaking
inventiveness, are keento self-development, irte@mnd honesty and driving for results. (Amy, J.&.al.,
2004), confirmed that women are rated lower as deadvhen they implement authoritative seemingly
masculine styles, particularly when the role is ¢ycally occupied by men. Studies by (Rhode, bd 8.
Kellerman, 2006), showed that individuals with mdse styles are more likely to emerge as leadan those
with feminine styles, which negatively impact wontenexperience tradeoffs that men do not. The saldy
found that female leaders can be liked but noteetsul, or respected but not liked, in settings thay require
individuals to be both in order to succeed. Thougimen have emerged in leadership positions, byt éine
still widely underrepresented at the top and oyeesented at the bottom of the most prominent lshie
hierarchies (Kraut, A.Jet al., 1989).

However, some studies suggest the effectivenessadérship is not dependent on the leadership style
gender but rather on the individual leader. (WdrM#éork., 2013), list some characteristics that datee an
effective leader as employee experience, task amxitp] the risk associated with the task, resouessslable;
it further elaborates that leaders effectivenessidely dependent on the leaders ability to pubinira wide
range of styles and to match the needs of someplart situations to particular styles rather thalying on one
style to deal with in all situations. This meanatthn effective leader should be able to adapt rnea@ership
styles and apply them in various scenarios to a&ehseiccess. This is consistent with findings resgdly Hay
Group suggesting that effective leaders use aeralbmpassing range of styles and are always prepare
adapt the right styles to fit the need for a pat#c situation. According to (Mooney, S. and |. Ry2009),
managers must have a mutual understanding of titiesh capacities, skills and accountabilities¥ggal for
managers.

Study by (Worldat Work., 2013) discovered that ghhpercentage of leaders in the supervisory positio
quit and leave the organizations due to lack ofqtional opportunities, lack of empowerment, andknlde
balance issues. Career development is associateé toore difficult for women managers than theidema
counterparts. Although leadership styles have ttaisequences in terms of effectiveness, womeiiffefeht,
same or similar leadership styles still experieddéculties in climbing up the career ladder. Augdy by
(Broadbrigde, A., 2008), shows that gender stepgoty has created barriers and challenges for women
managers to climb up the corporate ladder andMiadaysian corporate leaders are facing challengésining
and development. According to (Kolb, J., 1999), wommanagers are faced with not just managerial
responsibilities with also with the challenges afamcing work and personal life. (2012 Career)testdhat
women manager’s experience significant challengexchieving work life balance and especially in aging
children and which affects their career progressigkloey, Y.C., 2008), reveals that good managéits gveat
leadership credentials still experience difficudtim climbing up the career ladder and causes tteemake
drastic career choices. In a study by the Centeiork-Life Policy of some 3000 high-achieving Argam
women and men, virtually four in ten women testifiguitting their jobs willingly at some point due tareers
issues. As of 2004, the Catalyst Women 2004 regdhat in management, women account for aboutrd tHi
M.B.A. programs, but only 2 percent of Fortune 8Os, 8 percent of top leadership positions, angetéent
of board directors and corporate officers.

From these studies, it is evident that men and vwmoexperiences difference in climbing up the corpora
ladder and advancing their careers. Men leaders sedave it easy than women leaders. Studies teparted
that there is little or no differences in termglué effectiveness of leadership styles in men aochen; (Garric,

L., 2006; Berger and M. Zelditch (Eds.)) proved tiveir study that there are far more similaritiearth
differences in the leadership styles of men and emmnd showed that they are equally effectiveoBbphers
have outlined that both men and women possesdear af autocratic, democratic or laissez faire estgf
leadership and both autocratic and democratic Haen collectively agreed upon as effective stylés o
leadership either by men or women although it higtdpends on the individual. Therefore, since tletitle

or no difference in leadership styles, it is therident that gender stereotyping is the real origfnthe
obstruction of women leaders to advance profeskidiamen have the same career aspirations and are m
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willing to see themselves as having qualities adased with authority (Dennis, M.R. and A.D. Kunk&D04),
but despite their career aspirations, traditioraldgr stereotypes still leave women with a doutaledard and a
double dilemma while men carry on to be valued tgrehan women on most of the qualities associaiitt
leadership (Catalyst. Women and Men is U.S. 2004).

Despite the facts that women have been found teirb#ar to men in many qualities, stereotypes about
their belief and perceptions showed that they hasen rated less influential than men (Foshi, M96)9
Stereotyping women have highly led to the belieft vomen commonly possess lesser level of capabifit
know-how than men do, and as such, women are pertdd be less influential than men in regards to
leadership. According to (Burke, R.8t,al., 1995), women have to put in extra efforts antbedorm men to
be considered competent leaders. These findingscamsistent with findings by (Meeker, B.F. and P.A.
Weitzel- O'Neil, 1985), which show that women imdership positions who seem to be self-confideat ar
regarded as violating expectations about suitabidect for women. This in fact means that women are
supposed to be less confident and seemingly red@wv¢he traditional norms expect women to behakas, a
female manager that practices autocratic leadesshiph is considered more masculine in nature béllrated
even more poorly than their male managers in terheffectiveness because they have violated theeagenole
stereotype traditional and society has placed thsrthe inferior gender. (Abu-Bakar, A., S. Maric2014),
revealed that women leaders who employ and praaetitecratic leadership are rated poorly while mém w
practice autocratic leadership are good ratedadste

Discussion And Conclusion:

Conclusions can be drawn from this review that bekocratic and democratic styles of leadership are
equally effective. Although studies have collediveoncurs that laissez faire style is the lessaife form of
leadership and as such, it'sseldom used. (EagM,,At al., 2003; Fagenson, E. and J. Jackson, 1993), states
that even though laissez faire style is ineffectivis style of leadership if used, is commonlydiéy men
leaders. The effectiveness of leadership styleshbagever been associated with gender; men and wameen
classified to be more suitable for certain stylekeadership, men more associated with autocratitewwomen
with democratic styles. Moreover, women who practtocratic style are regarded poorly than men ug®o
autocratic style of leadership. Gender stereotypias been evident to impact on leadership of womemen
leaders are poorly perceived and are high underretenpare to their male counterparts. Gender digrieqg
has also proven to affects women leaders caregrgssion and development. Women leaders althougege
the skills and competences needed to attain highelership positions are under-estimated and sedamked
for career development opportunities (Broadbrigde 2008).

Lastly, appropriate leadership styles can and shbaladopt for suitable situations. This is coesistvith
Hay Group 2008 study which revealed that there’esm® best style but that the effectiveness of stigenighly
dependent on the individual leader and the sitnatibhus, managers can adopt more than one style of
leadership and apply appropriate styles to suit@pate scenarios.
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