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Extended Summary 

The concept of leadership has been studied by several authors, but Pérez and Gardey 

(2008) defined it as "leadership is the function occupied by a person who differs from 

the rest who is able to make sound decisions for a specific group either at the 

organizational level or from a set of random people, being the inspiration of the mass, 

the tool used by the leader to achieve a common goal". But not all leaders exercise the 

same kind of leadership. 

While women have all the limitations, they can think of to be leaders, they have 

managed to occupy some managerial positions exercising in most cases a 

transformational leadership style (Eagly, Gartzia, and Carli, 2014; Gartzia and Van 

Engen, 2012; Hernandez Bark, Escartín and Van Dick, 2014). 

Transformational leadership is defined by 4 facets: individualized consideration of 

intellectual stimulation, inspiring motivation, and idealized influence (Avolio and Bass, 

1991). On the other hand, there are studies that believe that characteristics such as 

creativity or ethics define transformational people (Bass and Avolio, 2006). Bas and 

Avolio (1991,2006) define transformational leadership as a process that is focused on 

stimulating worker consciousness so that they improve productivity by moving away 

from individual interest and focusing on a collective interest. In short, a 

transformational leader is one who manages to empower people in organizations to 

achieve their personal and work objectives (Machín Rincón, 2021). Despite all the 

favorable characteristics for the development of employees, this is exercised primarily 

by women, although they have greater difficulty to exercise in high-ranking positions in 

an organization due to the so-called glass ceiling (Burin, Mabel, 1996), a veiled 

limitation of the job promotion of people within organizations. The metaphor of the 

glass ceiling is thus stipulated due to the lack of awareness between work-life balance 

and the role of women within the family. 

As we have already mentioned, gender interacts with the work environment. This 

stipulates what are the ideas and behavior in the exercise of female leadership based on 

3 theories on the gender perspective. The first, the theory of the incongruity of the role 

of Eagly and Karau, (2002) which shows the differences between the roles of men and 

women, as well as the difficulties that women have to exercise leadership. Second, 

Spence's (1993) multifactorial gender theory, which explains the different elements that 

make up gender identity. And finally, the theory of Mabel Burin (2004,2008) about the 

different characteristics of the subjective barriers that women have when it comes to 

exercising as leaders. 

On the other hand, psychological capital is favorably related to job performance, job 

well-being, and life satisfaction (Avey, Wernsing, & Mhatre, 2011; Bakker and 

Xanthopoulou, 2013; Chawla and Sharma 2019) as well as the prediction of work 

engagement (Wang, Li and Li 2017; Ouweneel et al. 2012). In other words, 

psychological capital provides the motivation to continue striving for your goals despite 

having to overcome the relevant obstacles to success (Pitichat et al, 2018).  



 

That is why the general objective of this TFG is to analyze the characteristics of 

transformational leadership and psychological capital from a gender perspective in order 

to clarify what are the characteristics of women as transformational leaders and what is 

the influence of psychological capital on it. In order to achieve this objective, the 

integration of different psychological phenomena studied from the gender perspective 

has been required. Thus, this work, despite integrating different psychological concepts 

within the psychology of organizations and positive psychology, does not intend to 

create a new integrative framework if it does not consider whether information on the 

subject is advancing in gender studies within studies on transformational leadership and  

psychological capital. 

 

Methodology 

The present study is based on the PRISMA methodology (Preferred Reporting Items for 

Systematic reviews and Meta-Analyses) (Liberati et al., 2009.  To determine the goals of 

the review, we started from the following research questions: 

- What role does the gender perspective play in transformational leadership from 

the point of view of women leaders? 

- What is it like to exercise leadership in an environment with gender stereotypes? 

 

For the eligibility of the articles which are part of the review, an average of 20 years of 

difference between them was established, from 2022 to 2002. The review of the articles 

was carried out between December 2021 and February 2022. As for the sources of 

information, the platforms of Dialnet, Redalyc, Repositori UJI, Google Academic, 

Scielo and Research Gate were used. The keywords that guided the systematic review in 

both Spanish and English and Catalan were: "psychological capital", "transformational 

leadership", "gender perspective" and "women leaders".  

A total of 654,319 articles were found among all search platforms, from which they 

were selected using inclusion and exclusion criteria. Once the duplicate articles were 

discarded (640 articles), 146 articles were selected which after a second screening 83 

were discarded.  Once the articles that did not correspond to our eligibility criteria were 

discarded, we proceeded to read the summary of the 63 selected. Once the reading was 

finished, a final sample of 14 articles was left. They were subsequently registered in the 

Excel database. 

Results 

The results were divided into 3 groups: female gender perspective, psychological capital 

and transformational leadership. 

As for the female gender perspective, she has a dualistic and ancient vision regarding 

the "own" characteristics of each sex. The conclusion we reach is that the perception of 

the "masculine" and the "feminine" is an old vision of society and that this gender 

perspective has to be modernized since people are not 100% "masculine" or "feminine" 

but there are different degrees of these in a single person and not because you identify in 

a specific sex you have a certain behavior. 



 

When talking about transformational leadership we can highlight that the main function 

of these leaders is to encourage the motivation and positive development of followers. 

While it seems that women tend to exercise more as transformational leaders, not all 

authors agree. 

Finally, psychological capital is the engine that drives transformational leadership. It is 

the one that makes transformational leaders able to create feelings of satisfaction in the 

employees of a company to promote mutual success. 

Conclusions 

In the research carried out through the literature of different authors in relation to the 

research questions, what role does the gender perspective play in transformational leadership 

from the point of view of women leaders? and What is it like to exercise leadership in an 

environment with gender stereotypes?  the results of this study obtained 3 vortices of 

information: the gender perspective, transformational leadership, and psychological capital.   

If those who exercise transformational leadership are based on maintaining the motivation of 

the work team to achieve work objectives, psychological capital aims to provide that 

motivation to continue striving to meet the objectives. On the other hand, it has not been 

shown that women exercise exclusively transformational leadership with respect to men. It is 

true that different authors differ, on which gender exercise this type of leadership, but what 

everyone agrees on is that currently, the perspective of what is only feminine or masculine, 

seems to be much more diluted than in previous moments. But it is true that it is still difficult 

for us to assume that women can exercise in leadership positions that have previously been 

occupied by men. 

Women suffer from the so-called glass ceiling or vertical segregation. These barriers are not 

always obvious and make it impossible in most cases to promote a woman to certain higher 

positions within a company. To give voice to these women, it is necessary that there be a 

change at the cultural and organizational level in companies to stop determining as better the 

most stereotypically masculine behavior and as worse the stereotypically feminine behavior 

and thus stop cataloguing by gender who is a good leader and who is not.  

That is why the limitations that we have found when carrying out this systematic review has 

not only been the lack of contemporaneity of many articles, but these 3 concepts seems in 

view of this review that if they have been studied separately but not together something that 

we think should change since the gender perspective brings a little light on the classic 

differentiation between the roles of gender which helps us understand that to be a good 

leader you just have to rely on your team and grow with it and that is not typical of any specific 

genre. 

On the other hand, we propose that an investigation be done a posteriori of this review with 

the terms, leadership, psychological capital and gender perspective and that it observes the 

reality of the different gender stereotypes that we have in terms of a good leader and how 

psychological capital plays a fundamental role for the motivation of the team and that is what 

makes a person a good leader. 
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