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Abstract: This study investigates how women board members in listed companies perceive the fit between women’s 
leadership skills and how the role of CEO in listed companies is defined in the recruitment process. Qualitative in-depth 
interviews were conducted with 22 women board members, representing all listed companies in Iceland, to obtain an 
understanding of their experiences regarding support of women candidates and whether they believe estimates of women’s 
leadership skills contribute to the small number of women holding the position of CEO in a listed company. Data analysis 
revealed three themes; the first theme concerns networks and their impact on the appointments of CEO; the second deals 
with support for women seeking CEO positions and the third considers assessment of women’s leadership skills in relation 
to CEO appointments. The findings provide a new insight into the experience of women board members as regards the 
assessment of women’s leadership skills and the support to take on the position of CEO in listed companies in Iceland, but 
only limited research is available about the topic. The findings indicate that when selecting the CEOs of listed companies, it 
is a matter of importance that the applicant is a member of a male network and complies with masculine stereotypes of 
leadership styles. The findings suggest that when appointing CEOs of listed companies there is more support for men’s 
overconfidence than women’s reserved demeanour and men’s overconfidence is perceived as a better fit to how the role of 
CEO is defined in the recruitment process. The study provides new insights into how these outdated ideas on effective 
leadership and gender roles impact decisions when CEOs of listed companies are selected with corresponding likelihood of 
women being overlooked as successful candidates in the selection process.  
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1. Introduction 
Recent multinational research shows that conservative views, where men are seen as better qualified for 
leadership than women, are more common in countries where equal rights policies have made slow progress 
and that there is greater likelihood of women being found in high-level corporate leadership positions where 
the concept of equal rights is more widely accepted (van Mensvoort et al. 2021). In Iceland, gender equality is 
seen as being at an advanced level (WEF 2022) and women’s labour market participation is high. Nevertheless, 
of the 22 companies listed on the Nasdaq Iceland Stock Exchange, only three are headed by women CEOs which 
is more in line with the gender ratio in leadership positions in countries where gender equality enjoys only 
limited progress (van Mensvoort et al. 2021). 

The enactment of board gender quota legislation in Iceland has had the effect of ensuring that women represent 
at least 40% of board members, nonetheless, Iceland has not experienced the intended spill-over effect of 
reaching gender parity in CEO and executive level positions (Óladóttir et al. 2021). Various explanations have 
emerged, such as women’s lack of confidence in their own abilities (Óladóttir et al. 2021) and that conflicting 
demands of family and work exercise a negative impact (Júlíusdóttir et al. 2018). Furthermore, recent Icelandic 
research indicates that the prevalent CEO recruitment practices exclude women through overreliance on board 
members’ networks and listings from recruitment agencies (Christiansen et al. 2021). 

Knowledge of effective leadership has evolved from focusing on uniform leadership skills (Carlyle, 1841/2013) 
to the appreciation of diverse competencies based on knowledge and training (Day et al. 2014), emphasising 
clear objectives and ease of communication (Gómez-Leal et al., 2021). A leader’s real ability comprises being 
able to use more than one leadership style in step with each task and circumstance (Amiri et al. 2020) and 
integrate firmness and support to ensure success (Pearce et al., 2019). Those traits are characteristic of female 
priorities in leadership and administration (Garikipati and Kambhampati 2021), but there is a dearth of research 
aiming to evaluate women’s real leadership abilities to take on high-profile leadership roles. 

It is important to further deepen our understanding of how women’s leadership skills are assessed in the CEO 
recruitment process at listed companies as limited research is available on this topic. This study focuses on the 
experiences and perspectives of women sitting on the boards of listed companies in Iceland to gain an insight 
into the assessment and support regarding women’s leadership competence as CEOs. The research question is: 
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What is the experience of women board members in listed companies of the assessment and support regarding 
women’s leadership skills to serve as CEOs in listed companies?  

2. Review of Literature 
In order to succeed, leaders use a variety of leadership styles (Amiri et al. 2020) and adapt to circumstances to 
respond to the needs of customers and colleagues (Sandstrom and Reynolds, 2020) and to meet current 
challenges regarding the mediation of knowledge and information (Alade and Windapo 2020). A leader’s abilities 
to strengthen cooperation and consensus, as well as sharpening foresight and accountability, are of crucial 
importance in times of change (McGuire et al., 2020; Veil et al. 2020) where flexibility and versatility can have a 
decisive impact (Petridou and Zahariadis 2021). 

Corporate success and performance have been associated with CEOs’ leadership skills (Chadwick and Dawson 
2018) where effective leadership, among other things, comprises personal firmness, education and skills 
involving communication, motivation and personal influence Kaur and Singh 2018). Success is often regarded as 
being based on diverse competencies for communication and policy formation that the leader in question 
practises and develops (Day et al. 2014). An effective leader can communicate knowledge and information, 
adapt to circumstances and harness collegiate abilities (Blanchard 2019). A human approach accompanied by a 
transformative, ethical, honest and servant leadership is also associated with success (Hoch et al. 2016), 
especially if characterised by a combination of firm principles and empathy (Eva et al. 2019), thus interweaving 
formal and informal aspects of leadership (Pearce et al. 2019). 

Collins (2001) published landmark research and outlined the attributes of the effective leadership of CEOs who, 
on the one hand, are characterised by personal humility and, on the other, professional will, but those qualities 
were not identified in comparative companies that had not shown a similar degree of financial success. A large 
number of recent studies compare Collins’ (2001) conclusions, highlighting that a leader’s determination, ease 
of communication and personal humility are traits that stimulate corporate success (Gilotio et al. 2020; Ou et al. 
2018). From the above it may be gathered that knowledge of effective leadership has developed from narrowly 
defined abilities (Carlyle 1841/2013) towards multiple skills to inspire a diverse group for success (Veil et al. 
2020). Feminine areas of emphasis in leadership are distinguished by use of social abilities, a democratic 
leadership style and flexibility for different tasks and circumstances, encouraging staff participation, rewarding 
good performance and combining firmness and support to ensure success (Amiri et al. 2020; Eagly et al. 2003; 
Pearce et al. 2019).  

Experienced managers, men and women, make use of networks to support their professional advancement 
(Broadbridge 2010) and access to such a network is seen as an effective method for women’s corporate 
leadership promotion (Krivkovich et al. 2018). Women’s networks are based on employment strategies and can 
be used to support individuals who seek professional advancement (Singh et al. 2006). Men and women use 
networks differently (van den Brink and Benschop 2013). Men’s networks provide more professional 
information and contain more links with high-placed individuals (McDonald 2011) and men are more likely to 
strategically make use of such connections when seeking promotion (Broadbridge 2010). Women are less likely 
than men to use networking when seeking high-level positions (Small et al. 2007) and limited access to a network 
is seen as one of the explanations for the lack of women in managerial positions (Ibarra et al. 2013). 

There is no difference in perspectives of male and female leadership skills when own assessment and that of 
others is investigated in parallel. But when others’ assessment is examined on its own a significantly higher 
estimation appears of women’s leadership skills compared to those of men (Paustian-Underdahl et al. 2014). 
When women emphasise their own abilities, they are considered less attractive and simultaneously less likely to 
obtain leadership roles (Paustian-Underdahl et al. 2014), and when women demonstrate assertiveness they are 
deemed unattractive and are less likely to be hired, but the same does not apply to assertive males.  

Leadership perspectives and whether certain individuals are regarded as good leaders depend on stereotypes 
and whether those concerned reflect values and traditions of the group in question (Hoyt and Chemers 2008). 
Stereotypes regarding women’s abilities and their roles influence assessments of their leadership qualities and 
thus may explain why a qualified woman is less likely to advance to a top-level management position than an 
equally qualified man (Vial and Napier 2018). Research on the perspectives of more than 16 thousand individuals 
in 22 OECD countries (van Mensvoort et al. 2021) indicated that the further equality issues are advanced in each 
country, the more likely it is that attitudes are favourable towards women being effective CEOs. Males are less 
likely than females to believe that women can be successful CEOs and with rising age and lower education this 
attitude becomes more established. Recent research indicates that in Iceland professionalism is lacking in the 
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CEO recruitment and selection process for listed companies (Christiansen et al. 2021; Óladóttir et al. 2021). 
Practices of exclusion and discrimination towards women are not unique to Iceland and have also been found 
to occur in executive search practices in Finland, for example (Meriläinen et al. 2015).  

3. Methods and Data Analysis 
The aim of the present study is to concentrate on the perspectives and experiences of women board members 
in listed companies of the support for women and assessment of women’s leadership qualities to become CEOs 
in listed companies and how they have experienced areas of emphasis in relation to women’s leadership skills in 
the recruitment process. 

Semi-structured in-depth interviews were conducted with 22 women board members to obtain an 
understanding of their experiences regarding support of women candidates and to determine whether they 
believe estimates of women’s leadership skills contribute to the fact that only few women have the position of 
CEO in a listed company. A grounded-theory approach is appropriate where the phenomenon is examined from 
the perspectives and experiences of participants regarding processes, decisions, and barriers in the context of 
CEO recruitment and selection (Esterberg 2002; Merriam and Tisdell 2016). 

The research made use of a purposive sampling, inviting participants who had experience of the phenomenon 
under study (Holloway and Schwarz 2018). In June 2020 invitations were submitted to women on the boards of 
all listed companies on the Icelandic stock market, in total 19 listed companies with a total of 45 women board 
members. The interviews were aided by a framework containing questions regarding experience in various 
aspects of the recruitment process of CEOs of listed companies, inter alia, issues relevant to the research 
question; that is, criteria for selecting CEOs and assessment of women’s leadership skills and how they were 
supported. The interviews were conducted through Microsoft Teams during the period 15 June to 6 July 2020; 
they lasted 60-130 minutes, were recorded and transcribed verbatim. The participants were given aliases to 
ensure their anonymity.  

Data analysis began concurrently with data acquisition. The interviews were coded in line with research 
objectives and the research question. At first, open coding was used where the interviews were read line by line, 
paragraph by paragraph and page by page until themes began to appear focusing on interviewees’ perception 
and experience regarding support and assessment. Those themes were revealing and repeated themselves in 
the interviews. The next stage was targeted coding looking for indications of an idea or concept which helped 
develop an image of the main conclusions. A special effort was made to find the core element in interviewees’ 
perception and those themes were reduced and deleted which did not answer the research question and new 
elements emerged. At the same time, constant comparison was used to gain a better overview of the data 
followed by axial coding to help determine whether and how themes from the open coding process were linked 
or overlapped (Strauss and Corbin, 1998). 

4. Findings 
Data analysis revealed three themes; the first concerns the networks and their impact on the appointments of 
CEO; the second deals with support for women seeking CEO positions and the third considers assessment of 
women’s leadership skills in relation to CEO appointments.  

4.1 Networks 

All participants talk about the importance of support through networks, they also point out that men began 
using networks well before women did, as Jonina explains: “You have more or less your own network, a peer 
network, which you try to support professionally, perhaps one another and this is something the men have 
realized through time.” The participants also speak of different areas of emphasis between men and women, as 
Jonina says: “The guys are highly efficient in this area, but we are not; that is, we cannot be bothered always to 
go out for a beer after work … we prefer going home to our children.” Moreover, they feel that men’s priorities 
in networking do not always suit women. Table 1 presents examples of direct quotes illuminating the first theme. 
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Table 1: First Theme: Networks. Examples of Direct Quotes 

 
4.2 Support 

Many participants express support for women holding CEO positions, however, the actual support for CEO 
candidates is often behind the scenes and support for female candidates is not coordinated. The participants 
make the point that support, both from men and women, often has a strong and decisive effect on women’s 
opportunities to be selected for top leadership positions. Although the participants describe general support for 
women, they also make the point that support for CEO candidates is often behind the scenes and support for 
female candidates is not coordinated. They emphasise the need for basing support on the competence of the 
candidate in question, not gender. Men’s support is equally important as that of women and the participants 
make the point that they themselves even received more backing from men in their own careers. In table 2 
examples of direct quotes from the second theme are presented. 

Table 2: Second Theme: Support for Women. Examples of Direct Quotes 
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4.3 Assessment of Women’s Leadership Skills 

The interviews reveal how decision makers evaluate competencies of women and men differently when 
assessing women´s leadership skills to take on a CEO position, and the modest, yet diligent, approach of women 
candidates is not well received. The participants explain that female candidates are generally highly competent 
and even more so than men who apply. In spite of women’s leadership qualifications for CEO positions the 
interviews reveal that the men are more likely to promote themselves and recommend one another.  Men are 
often positively received when they boast their own capabilities but the opposite being the case when women 
try to promote their competences. The participants express that there is high demand for leadership qualities 
that both men and women often possess, such as communication and relationships, allocating tasks, motivating 
people, encouraging their professional development, being flexible and formulating a vision, as Ingibjorg 
describes:  

Being able to act as a spokesman, both internally and externally and have the skill to develop an effective 
team, just to be able to tune the engine so that it runs. … This has to do with abilities, trained skills, other 
experience and interest and I see no distinction between the genders in this regard.  

Many of the participants observe that the process relating to CEO appointments should be more professional, 
as Gyda points out, speaking of the importance of “defining the CEO position from a professional point of view”, 
adding that the dialogue on leadership competence, methods of selection and appointment must be strategic 
and transparent. The interviews reveal that even though women have the required leadership competencies 
their humility is not well received during the selection process. Women are less likely to boast of their 
competencies than men and their humble approach when presenting themselves during the interviews 
decreases their potentials as applicants. The participants point out how men tend to flaunt their own 
competencies even though they might not have the required qualifications. Apparently, this overconfident 
presentation style has a stronger impact on how CEOs are selected than actual leadership competencies and 
experience as can be seen in table 3 presenting examples of direct quotes from the third theme.  

Table 3: Third Theme: Assessment of Women´s Leadership Skills. Examples of Direct Quotes 

 

5. Discussion 
The findings provide a new insight into the experience of women board members as regards the assessment and 
support of women’s leadership skills to take on the position of CEO in listed companies in Iceland. The findings 
moreover demonstrate that the women board members perceive that the women’s leadership skills are not 
deemed to align with how the role of CEO in listed companies is defined in the recruitment process. The findings 
indicate the importance that the candidate conforms with masculine stereotypes of leadership styles and 
outdated knowledge on effective leadership. In addition, the interviews reveal the importance that the applicant 
is a member of a male network. 
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The interviews reveal that women use networks differently and less deliberately than men and this confirms the 
results of earlier research (van den Brink and Benschop 2013). Moreover, the findings indicate that the women 
board members experience men’s networks as overly influential in the selection process. The women on the 
boards explained that the organisation and appearance of men’s networks is often at odds with women’s 
attitudes and priorities. Those findings are in many ways in agreement with research by Greguletz et al. (2019) 
who suggest that women can feel unwelcome in somewhat homogeneous groups of men, characterised by male 
interests and the timings of gatherings are often at odds with family life.  

The findings reveal that the principles of leadership skills guiding CEO appointments are not in accordance with 
current knowledge of effective leadership, which is based on diverse abilities to focus on others and built on a 
modest approach to motivate, inform, develop trust and harness the capacity of a diverse group of people and 
lead them to success (Alade and Windapo, 2020; Amiri et al. 2020; Eva et al. 2019; Gómez-Leal et al. 2021; Ou 
et al. 2018; Sandstrom and Reynolds 2020). These findings reflect outdated notions of effective leaders not 
known to have been suggested in earlier research on selection of CEOs in listed companies. In the process, little 
importance is given to the skill of creating success by means of a humble approach (Collins 2001; Ou et al. 2018) 
combining professional will and personal humility (Collins 2001) in terms of which a leader is able to merge 
formal authority and an empowering and co-operative management approach (Pearce et al. 2019). Such 
leadership success factors are more likely to emerge among women than men (Eagly et al. 2003; Garikipati and 
Kambhampati 2021). 

Clear examples of contradictory demands regarding women’s leadership skills can be found in indications that 
more demands are placed upon women in recruitment interviews than upon men. Those contradictory demands 
have not been clearly indicated in earlier research on the topic of appointment of corporate CEOs. Those 
demands may, for example, be gleaned from a comment by one participant “… in this situation you cannot show 
humility, it simply is not going to work.” This refers to the example that candidates must demonstrate 
unwavering self-confidence and blow their own trumpet, while it was not considered appropriate for women to 
speak too highly of themselves. This is in accordance with findings by Paustian-Underdahl et al. (2014), which 
demonstrate that when women show a strong and assertive performance, they are considered unattractive and 
less likely to land the position of CEO, whereas such attitudes show no links with men’s strong views and 
determination.  

The participants describe a strong male influence on company boards, stating that the men have quite often 
found members of their own network for the CEO position and they are reluctant to place their trust in women’s 
abilities. This agrees with the findings of van Mensvoort et al. (2021) indicating that men in the OECD countries 
are less inclined to think women can be effective CEOs; this attitude is more to be expected as the men grew 
older and support is also less likely from men in managerial positions.  

The findings show that although women are generally seen as possessing leadership skills, they are not 
appointed CEOs in listed companies and predominant perspectives and priorities appear to trigger a disregard 
for qualified individuals when selecting CEOs (Bongiorno et al. 2014). With the above in mind, it would be a 
matter of considerable interest to seek viable methods and build on recent evidence on effective leadership to 
increase the number of women appointed as CEOs in listed companies in Iceland. 

Among the contributions of the study is to provide a new insight into the experience of women board members 
of the recruitment process of CEOs in listed companies in Iceland. Also, an important contribution is that the 
findings demonstrate how the candidate for the CEO position should conform with outdated knowledge on 
effective leadership not known to have been suggested in earlier research on selection of CEOs in listed 
companies. 

6. Conclusion 
In this research the findings suggest a certain underrating of feminine skills and overrating of abilities often 
related to men. Also, the research provides indications that such assessments of men’s and women’s 
qualifications for CEO positions are not based on current state of knowledge as to what should be regarded as 
effective leadership qualifications. Those findings, along with the evidence of contradictory perspectives, reflect 
the impact of stereotypes regarding women’s abilities and roles and outdated ideas as to effective leadership 
that are not in step with organizational progress in Iceland in the interest of gender equality.  

Basing decision-making on CEO selection in listed companies on such perspectives leads to increased likelihood 
of overlooking highly qualified individuals, of all genders, who could have significant potential to lead the 
companies to success. It may be concluded that it is high time to focus on applicants’ real leadership qualities, 
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thereby endeavouring to ensure that the perspectives and decision-making of those in charge of appointing 
CEOs of listed companies comply with the latest knowledge in this field. 

References 
Alade, K. and Windapo, A.O. (2020) “Developing effective 4IR leadership framework for construction organisations”, 

Engineering, Construction and Architectural Management. 10.1108/ECAM-07-2020-0576 
Amiri, N.A., Rahima, R.E.A. and Ahmed, G. (2020) “Leadership styles and organizational knowledge management activities: 

a systematic review”, Gadjah Mada International Journal of Business, Vol. 22 No. 3, pp. 250-275.  
Blanchard, K. (2019) “Leading at a Higher Level: Blanchard on Leadership and Creating High Performing Organizations”, 

Pearson Education, London. 
Broadbridge, A. (2010) “Social capital, gender and careers: evidence from retail senior managers”, Equality, Diversity and 

Inclusion. An International Journal, Vol. 29 No. 8, pp. 815-834.  
Carlyle T. (1841/2013) In: Sorrensen David R. and Kinser BE (eds), “On Heroes, Hero-Worship, and the Heroic in History”. 

Yale University Press, New Haven. 
Chadwick, I. C. and Dawson, A. (2018) “Women leaders and firm performance in family businesses: an examination of 

financial and nonfinancial outcomes”, Journal of Family Business Strategy, Vol. 9 No. 4, pp. 238-249. 
Christiansen, T. H., Óladóttir, Á. D., Kristjánsdóttir, E. S. and Gunnarsdóttir, S. (2021) “CEO appointments in corporations of 

national importance: gender imbalance, exclusion and unprofessional selection procedures”, Icelandic Review of 
Politics and Administration, Vol. 17 No. 1, pp. 107-130. https://doi.org/10.13177/irpa.a.2021.17.1.5 

Collins, J. (2001) “Good to great. Why some companies make the leap… and others don’t”,  Harperbusiness, New York. 
Day, D.V., Fleenor, J.W., Atwater, L.E., Sturm, R.E. and McKee, R.A. (2014) “Advances in leader and leadership 

development: a review of 25 years of research and theory”, The leadership Quarterly, Vol. 25 No. 1, pp. 63-82. 
Eagly, A.H., Johannesen-Schimdt, M.C. and van Engen, M. (2003) “Transformational, transactional, and laissez-faire 

leadership styles: a meta-analysis comparing women and men”, Psychological Bulletin, Vol 129, pp. 569-591.  
Esterberg, K.G. (2002) “Qualitative Methods in Social Research”. McGraw-Hill, New York. 
Eva, N., Robin, M., Sendjaya, S. van Dierendonck, D. and Liden, R.C. (2019) “Servant Leadership: a systematic review and 

call for future research”, The Leadership Quarterly, Vol. 30 No. 1, pp. 111-132.  
Garikipati, S. and Kambhampati, U. (2021) “Leading the Fight against the pandemic: does gender really matter?” Feminist 

Economics, Vol. 27 Nos. 1-2, pp. 401-418. 
Giolito, V.J., Liden, R.C., van Dierendonck, D. and Cheung, G.W. (2020) “Servant leadership influencing store-level profit: 

the mediating effect of employee flourishing”, Journal of Business Ethics, Vol. 172, pp. 503-524. 
Gómez-Leal, R., Holzer, A.A., Bradley, C., Fernández-Berrocal, P. and Patti, J. (2021) “The relationship between emotional 

intelligence and leadership in school leaders: a systematic review”, Cambridge Journal of Education, Vol. 52 No. 1, pp. 
1-21. 

Greguletz, E., Diehl, M.R. and Kreutzer, K. (2019) “Why women build less effective networks than men: the role of 
structural exclusion and personal hesitation”, Human Relations, Vol. 72 No. 7, pp. 1234-1261. 

Hoch, J.E., Bommer, W.H., Dulebohn, J.H. and Wu, D. (2016) “Do ethical, authentic, and servant leadership explain variance 
above and beyond transformational leadership? A meta-analysis”, Journal of Management, Vol. 44 No. 2, pp. 501–
529.  

Hoyt, C.L. and Chemers, M.M. (2008) “Social stigma and leadership: a long climb up a slippery ladder”, in Ciulla, J.B., 
Forsyth, D.R., Genovese, M.A., Goethals, G.R., Cox Han, L. and Hoyt, C.L. (Eds.), Leadership at the Crossroads: 
Leadership and Psychology 1, pp. 165-180, Praeger, London. 

Holloway, E.L. and Schwartz, H.L. (2018) “Drawing from the margins: grounded theory research design and EDI studies, in 
Booysen, L.A.E., Bendl, R. and Pringle, J. K. (Eds.), Handbook of Research Methods on Diversity Management, Equality 
and Inclusion at Work, pp. 497-528, Edward Elgar Publishing. Northampton. 

Ibarra, H., Ely, R. and Kolb, D. (2013) “Women rising: The unforeseen barriers”, Harvard Business Review, Vol 91 No. 9, pp. 
60–66. 

Júlíusdóttir, Ó., Rafnsdóttir, G.L. and Einarsdóttir, Þ. (2018) “Top managers and the gendered interplay of organizations and 
family life: the case of Iceland”, Gender in Management: An International Journal, Vol. 33 No. 8, pp. 602-622.  

Kaur, R. and Singh, B. (2018) “CEOs’ characteristics and firm performance: A study of Indian firms”, Indian Journal of 
Corporate Governance, Vol. 11 No. 2, pp. 185-200. 

Krivkovich, A., Robinson, K., Starikova, I., Valentino, R. and Yee, L. (2018) “Women in the workplace 2018”, McKinsey & 
Company. https://womenintheworkplace.com/2018#! 

McDonald, S. (2011) “What's in the “old boys” network? Accessing social capital in gendered and racialized networks” 
Social Networks, Vol. 33 No. 4, pp. 317-330.  

McGuire, D., Cunningham, J.E.A., Reynolds, K. and Matthews-Smith, G. (2020) “Beating the virus: an examination of the 
crisis communication approach taken by New Zealand Prime Minister Jacinda Ardern during the COVID-19 
pandemic”, Human Resource Development International, Vol. 23 No. 4, pp. 361-379.  

Meriläinen, S., Tienari, J. and Valtonen, A. (2015) “Headhunters and the ‘ideal’ executive body”, Organization, Vol 22 No. 1, 
pp. 3-22. 

Óladóttir, Á. D., Christiansen, T. H. and Aðalsteinsson, G. D. (2021) “If Iceland Is a Gender Paradise, Where Are the Women 
CEOs of Listed Companies?“, in Marques, J. (Ed.), Exploring Gender at Work, pp. 317-337, Palgrave Macmillan, Cham. 

144 
Proceedings of the 6th International Conference on Gender Research, 2023

https://doi.org/10.13177/irpa.a.2021.17.1.5
https://womenintheworkplace.com/2018


Sigrún Gunnarsdóttir et al. 

Ou, A.Y., Waldman, D.A. and Peterson, S.J. (2018) “Do humble CEOs matter? An examination of CEO humility and firm 
outcomes”, Journal of Management, Vol. 44 No 3, pp. 1147-1173.  

Paustian-Underdahl, S.C., Walke, L.S. and Woehr, D.J. (2014) “Gender and perceptions of leadership effectiveness: a meta-
analysis of contextual moderators”, Journal of Applied Psychology, Vol. 99 No. 6, pp. 1129–1145.  

Pearce, C.L., Wassenaar, C.L., Berson, Y. and Tuval-Mashiach, R. (2019) “Toward a theory of meta-paradoxical leadership”, 
Organizational Behavior and Human Decision Processes, Vol. 155, pp. 31-41. 

Petridou, E. and Zahariadis, N. (2021) “Staying at home or going out? Leadership response to the COVID-19 crisis in Greece 
and Sweden”, Journal of Contingencies and Crisis Management, Vol. 29, pp. 293-302.  

Sandstrom, J.K. and Reynolds, D.E. (2020) “Leading a successful hotel: a look at the general manager‘s ability to utilize 
multiple leadership styles”, International Journal of Hospitality Management, Vol. 89, pp. 1-13. 

Singh, V., Vinnicombe, S. and Kumra, S. (2006) “Women in formal corporate networks: an organisational citizenship 
perspective”, Women in Management Review, Vol. 21 No. 6, pp. 458-482.  10.1108/09649420610683462  

Small, D.A., Gelfand, M., Babcock, L. and Gettman, H. (2007) “Who goes to the bargaining table? The influence of gender 
and framing on the initiation of negotiation”, Journal of Personality and Social Psychology, Vol. 93 No. 4, pp. 600–613.  

Strauss, A. and Corbin, J. (1998) “Basics of Qualitative Research. Techniques and Procedures for Developing Grounded 
Theory” (2nd ed.), Sage, Thousand Oaks. 

van den Brink, M. and Benschop, Y. (2013) “Gender in academic networking: the role of gatekeepers in professorial 
recruitment”, Journal of Management Studies, Vol. 51 No. 3, pp. 460–492. 

van Mensvoort, C., Kraaykamp, G., Meuleman, R. and van den Brink, M. (2021) “A cross-country comparison of gender 
traditionalism in business leadership: how supportive are female supervisors?”, Work, Employment and Society, Vol. 
35 No. 4, pp. 793-814.  

Veil, S.R., Anthony, K.E., Sellnow, T.L., Staricek, N., Young, L.E. and Cupp, P. (2020) “Revisiting the best practices in risk and 
crisis communication. A multi‐case analysis”, in O’Hair, H.D. and O’Hair, M.J. (Eds.): The Handbook of Applied 
Communication Research, pp. 377-396, John Wiley & Sons, Hoboken, New Jersey. 

Vial, A.C. and Napier, J.L. (2018) “Unnecessary frills: communality as a nice (but expendable) trait in leaders”, Frontiers in 
Psychology, Vol. 9, p. 1866.  

World Economic Forum (WEF). (2022) “The global gender gap report”. WEF. 
https://www3.weforum.org/docs/WEF_GGGR_2022.pdf 

145 
Proceedings of the 6th International Conference on Gender Research, 2023

https://www.researchgate.net/journal/Women-in-Management-Review-0964-9425
http://dx.doi.org/10.1108/09649420610683462
https://www3.weforum.org/docs/WEF_GGGR_2022.pdf

	Gunnarsdóttir et al 075
	1. Introduction
	2. Review of Literature
	3. Methods and Data Analysis
	4. Findings
	4.1 Networks
	4.2 Support
	4.3 Assessment of Women’s Leadership Skills

	5. Discussion
	6. Conclusion
	References




