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Abstract  
With the economic globalization, the development of Chinese enterprises and employees' demand for leadership performance of leaders is constantly 

changing. And the leadership of female leaders or female characteristics has been gradually proved to be more in line with the future development of 

the enterprise. Due to the continuous growth of the number of female leaders and the continuous recognition of their leadership abilities, it is also 

important to study the leadership traits of female leaders or the changes in leadership traits brought about by the changes in their personal attributes. 

The research object of this paper is the female leaders of the Internet promotion service industry in Guangdong Province, China. Independent-

Samples T-Test and One-Way ANOVA in the SPSS software are used to analyze whether the personal attributes of female leaders have an impact on 
the performance of leadership traits, and which traits are affected. The results show that 4 of the 8 personal attributes studied in this paper have an 

impact on the performance of leadership traits, and 14 of the 34 leadership traits studied are affected by different personal attributes of female leaders. 
This research can provide a reference for organizations to formulate relevant policies, optimize the structure of managemnet and give female leaders 
the opportunity to fully demonstrate their strengths. In addition, female staff should be treated more fairly in human resources recruitment and 

promotion. The behavior of organizations to reduce gender bias can promote women‘s better career development. 
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Introduction 

The frame of reference for treating gender inequality 

has changed with the transformation of China from a 

state-controlled economy to a competitive market system, 

which has led to the marketization and personalization of 

gender equality responsibility at work (Tatli et al. 2017). 

People's expectations and definitions of gender roles and 

leadership roles change with the continuous change of 

social culture and organizational environment (Yan et al. 

2018). Chen et al. (2018) propose that the rise of female 

business leaders in China is mainly due to institutional 

reform, which refers to two social movements in China, 

namely, the gender equality movement and the one-child 

policy. Early Chinese culture and social norms made 

women far from realizing their potential, but with the 

passage of time, great changes have taken place in 

Chinese attitudes towards gender. Nowadays, Chinese 

women are not only active in social and cultural 

activities, they are also involved in the corporate sector 

and enter the top management of the enterprise (Ullah et 

al. 2020). 

As in recent years, with the rapid development of 

higher education in China, women's access to higher 

education has been improved. There were 1.36 million 

female graduate students in higher education in 2018, 

accounting for 49.6% of all graduate students, an increase 

of 1.8% over 2010. And there are 14.87 million female 

students in colleges and universities, accounting for 

52.5%, an increase of 1.6% over 2010 (Natiocnal Bureau 

of Statistics of China 2019). Moreover, with the 

improvement of the education level of Chinese women, 

likewise, the working population of women also increases 

accordingly. They accounted for 43.7 percent of the total 

employed population in 2018, an increase of 0.2 percent 

over the previous year (National Bureau of Statistics of 

China 2019). For the management of the enterprise, 

according to the Grant Thornton Women in Business 

report 2020, the proportion of women in the world's 

senior management ranks highest in 2019 and 2020, both 

at 29% (Grant Thornton 2020). The region with the 

highest percentage of women in senior management 

positions is Africa, at about 38%. In contrast, the Asia-

Pacific region has the lowest rate, at 27% (Grant 

Thornton 2020). However, compared with most other 

countries, Chinese women are more likely to become top 

managers (Ullah et al. 2020). Among the female working 

population in China, women actively participate in 

business management. In 2018, the proportion of female 

directors on corporate boards was 39.9%, and that of 

female supervisors on the board of supervisors was 

41.9%. It increased by 0.2% and 0.3% respectively over 

the previous year, and by 7.2% and 6.7% respectively 

over 2010 (National Bureau of Statistics of China 2019). 

Therefore, there is no doubt that more and more women 

are serving as leaders in organizations (Yan et al. 2018). 

According to the increasing number and gender 

proportion of female leaders mentioned above, it is 

necessary to study the performance of the leadership 

traits of Chinese female leaders. As we all know, not only 

employees have different work performance due to 

different personal attributes, but also leaders, they are 

more manifested in the performance of leadership traits 

and styles. This paper studies whether the personal 

attributes of Chinese female leaders have an impact on 

the performance of leadership traits, including which 
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attributes are influential and which traits are affected. 

Here, the personal attributes tested included the female 

leader's age, psychological gender, marital status, 

educational background, position level, and whether to 

take care of the child and the elderly. The tested 

leadership traits come from the summary of the literature, 

that is, 34 representative leadership traits are obtained. 

Moreover, the research data of this paper are from the 

female leaders of the Internet promotion service industry 

in Guangdong Province, China, in the form of an 

electronic questionnaire. And the collected data is 

implemented by SPSS software. After the data analysis, 

the results show that female leaders' psychological 

gender, marital status, years of work and whether to take 

care of the elderly have an impact on their leadership 

performance, while age, educational background, position 

level and whether to take care of the child have no effect 

on their leadership performance. In addition, there are 

five leadership traits that are particularly affected, 

namely, willingness to share successful experiences with 

subordinates, having a strong foresight, having influence 

on others, and the ability to control their emotions and 

behavior. 

This study first reviews the literature of female’s 

leadership roles, attribute characteristics of female 

leadership and theoretical background of leadership traits. 

Secondly, the research description and methodology are 

expressed in detail. Here, the study uses the Independent-

Samples T-Test and One-Way ANOVA tools to analyze 

the data and get the results. After that, the results are used 

to verify the previously proposed hypotheses and 

discussed in combination with previous studies. Then, 

conclusions, suggestions and limitations are presented in 

the last section. 

Literature review  

Female roles on leadership  

Although leadership is one of the most studied areas 

in social sciences, it is still a hot topic for scholars 

considering that it is recognized as playing a vital role in 

human well-being and achievement (Skarbalien & 

Minelgait 2017). One the one hand, Karkc and Eagly 

(2010) argue that the most obvious reason why men hold 

more leadership positions than women is that the division 

of labor determines that women take on more housework 

responsibilities, which limits their participation in work 

outside the family. On the other hand, both in China and 

around the world, women face a double burden, requiring 

them to assume family and work roles (Liu 2013). For 

most women, the road to promotion in the workplace 

involves a tradeoff between family and employment 

(Kark & Eagly 2010). In addition, due to cultural 

stereotypes of gender and norms that may reward male 

more than female, female tend to face a narrower 

leadership path in the workplace (Ely et al. 2011). The 

gender roles in this stereotype affect not only women's 

own characteristics, but also other people's attitudes 

towards them (Liu 2013). Such as, descriptive stereotypes 

of women may make people wonder whether they are 

likely to succeed in leadership roles, which are 

traditionally male gender types (Denise 2020). Generally 

speaking, the disharmony between women's own 

characteristics and the requirements of leaders' roles is 

the main reason for the prejudice against female leaders 

(Eagly & Karau 2002).  

Carli and Eagly (2016) 's research show that it is 

difficult for women to get the same proportion of 

leadership positions as men because of some subtle 

obstacles. Among them, the gender stereotype is the one 

that put women at a disadvantage in the job market or 

promotion opportunities, thus undermining their 

ambitions (Liu 2013). That is, leadership roles that are 

highly male-dominated or culturally masculine in demand 

pose particular challenges for women because they are 

incompatible with expectations of women (Cheung & 

Halpern 2010; Eagly 2007). Although biased attitudes do 

not necessarily lead to discriminatory behavior they may 

hinder women's access to leadership positions and 

generate discriminatory evaluations when they hold such 

positions (Eagly 2007). Likewise, Denise (2020)’ s 

research supports the view that gender stereotype is one 

of the mechanisms that explain people's different 

evaluations of male and female leaders. 

Rhee and Sigler (2015)’s research shows that gender 

is a powerful influencing factor when it comes to 

perceptions of leadership, effectiveness and preference. 

Because of the inherent expectations of women's gender 

roles, female leaders are expected to be communal (i.e., 

kindness, concern, warmth, tenderness, etc.), and for the 

inherent expectations of most leadership roles, they are 

also expected to be agentic (i.e., confident, 

aggressiveness, self-oriented, etc.) (Eagly 2007; Wang & 

Shirmohammadi 2016). The communal leadership style 

actually adopted by many female leaders emphasizes 

democratic relationships, participatory decision-making, 

delegation and team skills (Eagly & Johnson 1990). Liu 

(2013) proposes that compared with the aggressive style, 

personal heroism, short-term benefits and quick decision-

making of male executives, Chinese female executives 

are better at taking a defensive position, building a strong 

team, taking a long-term view and thinking as a whole. In 

addition, Kolpakov and Boyer (2021) conclude that 

women pay more attention to understanding the unique 

characteristics of the people they work with, such as the 

emotional state or cultural background of others. Men 

also focus on general aspects of relationship leadership 

but pay more attention to social skills and overall 

relationships. 

The attribute characteristics of female leadership  

In the research on female leaders based on the 

perspective of gender roles, researchers are changing 

their focus from two traits (femininity and masculinity) to 

three or four traits. That is, femininity, masculinity, 

androgyny (both femininity and masculinity are high) and 

undifferentiated (both femininity and masculinity are 

low) (Bem 1974; Cann & Siegfried 1990; Moss & Kent 

1996; Yan et al. 2018). Kolpakov and Boyer (2021)’ s 

research shows that both male and female executives 

adopt many leadership styles that are usually associated 

with the concept of "masculine" leadership, women who 

show masculine personality traits are more competitive 

than feminine personality traits (Drydakis et al. 2018). 
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Moreover, Kirsch (2018)’s study of senior executives 

shows that female executives have less in common with 

other non-executive women, but are more similar to men, 

mainly because they are more consistent with their 

masculine leadership style. Although the organization 

claims to be gender-neutral, expectations of leaders 

reflect a masculine style, which is typically characterized 

by result orientation, belligerence, strength and toughness 

(Ellemers et al. 2012). Mumford et al. (2007) point out 

that most of the skills required by lower-level leadership 

roles are "cognitive" skills such as effective 

communication, active learning and critical thinking. 

Recent research shows that gender-neutral people are 

more consistent with lower-level leadership positions, 

while masculine and feminine leaders may not have a 

gender advantage (Paustian-Underdahl et al. 2014). 

However, the expectation of masculine applies to senior 

management positions, where masculine norms dominate 

the structure of the workplace (Ellemers et al. 2012). 

Eagly and Karau (2002) also argue that masculinity is 

more suitable for higher status and senior leadership 

positions, because masculine and agentic are expected 

behaviors in high positions, so the role incongruity of 

women in these positions has been increased. 

Furthermore, there is a need for more relational and 

transformative leadership behaviors in middle-level 

leadership positions, such as promoting cooperation and 

motivating and developing subordinates. Here, women 

are considered to be more suitable for this behavior than 

men, that is, women may be seen as more effective than 

men in middle management (Eagly & Karau 2002). In 

addition, female senior and middle leaders received more 

positive reviews than male senior and middle leaders, 

because senior women were considered to face higher 

standards than their male counterparts or lower-level 

female leaders (Kolpakov & Boyer 2021; Paustian-

Underdahl et al. 2014; Rosette & Tost 2010). 

Meanwhile, compared with comparable women 

without children, women with children were rated as less 

competent and had a lower starting salary. For very 

successful women, they have to face choices, choose their 

children or work (Cheung & Halpern 2010). Dye (2005) 

's report shows that almost half of female executives are 

childless, and almost half of all women earning more than 

$100,000 a year in the United States are childless. 

However, female managers in China do not seem to be 

too troubled by work-family conflicts, as grandparents in 

China are willing to help with housework and child care, 

giving women more time to focus on their work (Liu 

2013). The support of families and partners is considered 

to play an important role in the achievements of these 

women (Kawahara et al. 2008). In addition, for most 

contemporary female leaders, an important way to 

succeed is through education. Women get a higher level 

of education and build their sense of self-efficacy to 

provide upward mobility (Cheung & Halpern 2010). 

The theoretical background of leadership traits 

(behaviours) 

According to the leadership Quarterly, it was not 

until the last decade of the 20th century that people began 

to show a strong interest in leadership trait models (Lowe 

& Gardner 2000). However, the characteristics of 

leadership are difficult to define, and so far there is no 

very clear definition. Here, Digman in 1989 and 

Goldberg in 1990 defined academic research on 

leadership traits as a research behavior classified around 

"big" factors. Leadership traits measure only the most 

prominent aspects of personality. (Ashton et al. 2004; 

Digman 1989; Goldberg 1990). Hereinafter referred to 

the literature of the following two scholars on the traits of 

leadership. 

Maxwell (2007) proposed 21 leadership traits that a 

leader should possess. He believes that leaders who want 

people to follow him should abide by his 21 rules. 

Moreover, he argues that influence is the measure of 

leadership, and trust is the foundation of leaders. Leaders 

should constantly learn and maintain enthusiasm so that 

they can have a keen intuition to set the direction for the 

development of the team. Then, do not easily give up the 

opportunity to work with team members and be fully 

prepared to seize the opportunity. In this process, leaders 

need to maintain the orderly development of the team and 

know how to set an example for team members. Care, 

respect and train team members. The ultimate goal of all 

these actions is to build a legendary team. 

Kouzes and Posner (2017) put forward "The Five 

Practices of Exemplary Leadership" in their book, 

including “Model the Way, Inspire a Shared Vision, 

Challenge the Process, Enable Others to Act and 

Encourage the Heart”. At the same time, they also 

proposed 20 leadership traits in the book, including 

“Honest, Competent, Inspiring, Forwarded-looking, 

Intelligent, Broad-minded, Dependable, Supportive, Fair-

minded, Straightforward, Cooperative, Ambitious, 

Caring, Determined, Courageous, Loyal, Imaginative, 

Mature, Self-Controlled and Independent”. In addition, 

they surveyed the seven most popular leadership traits of 

leaders that people thought they would follow between 

1987 and 2017, during which time 100,000 people 

answered the survey. As a result, there were four traits 

that always got more than 60% of the vote: Honest, 

Competent, Inspiring and Forward-looking. 

Research description and methodology 

Theoretical Framework 

This paper focuses on testing whether the personal 

attributes of female leaders have an impact on the 

performance of leadership traits. The specific attribute 

types and three types of leadership traits are shown in 

Figure 1. 

 
Fig. 1. The Model of Theoretical Framework 
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Meanwhile, combined with the relevant leadership 

trait theories proposed by Maxwell (2007) and Kouzes 

and Posner (2017), 34 representative leadership traits are 

collected from three aspects (work, life and treatment of 

subordinates) in this study, as shown in Table 1. 

Table 1. Specific variables of leadership traits 

Leadership traits 

Working traits Life traits Traits of treating subordinates 

▪Obey social ethics 

▪ Obey the law 

▪Obey regulations 

▪Learn new skills 

▪Have influence on others 

▪Have a strong foresight 

▪Be passionate about working 

▪Treat everything honestly 

▪Believe that women can do the same 

as men 

▪Be good at innovating during the 

work 

▪Have professional knowledge for the 

current leadership positions 

▪Have professional skills for the 

current leadership positions 

▪Be brave                         

▪Be friendly 

▪Be sensitive                      

▪Act decisively/sharp 

▪Have a strong intuition              

▪Good listener 

▪Can control emotions               

▪Can control behaviors 

▪Can bear great pressure              

▪ Career supported by family 

▪Be a democratic leader             

 ▪Be impartial 

▪Prefer to work with a team           

▪Set a good example for the team 

▪Team members trust each other       

▪Delegate authority to subordinates   

▪Be good at seeking out subordinates' 

advantages  

▪Do not take credit for work that was done 

by subordinates                              

▪Be willing to take responsibilities for the 

team    

▪Treat subordinates like family                       

members 

▪Care about teammates' career development       

▪Enjoy sharing successful experiences with 

subordinates                    

Source: Own construction (2021)  based on Maxwell (2007) and Kouzes and Posner (2017) 

Hypothesis  

H1: Age has a significant impact on the performance 

of female leaders’ leadership traits. 

H2: Psychological gender (very masculine, a bit 

masculine, neutral, a bit feminine and very feminine) has 

a significant impact on the performance of female 

leaders’ leadership traits. 

H3: Marital status has a significant impact on the 

performance of female leaders’ leadership traits. 

H4: Working years has a significant impact on the 

performance of female leaders’ leadership traits. 

H5: Education background has a significant impact on 

the performance of female leaders’ leadership traits. 

H6: Position level has a significant impact on the 

performance of female leaders’ leadership traits. 

H7: Whether need to take care of the child has a 

significant impact on the performance of female leaders’ 

leadership traits. 

H8: Whether need to take care of the elderly has a 

significant impact on the performance of female leaders’ 

leadership traits. 

Data Collection and analytical method 

The data of this study were collected in the form of 

electronic questionnaires from employees of first-tier, 

second-and third-tier agents of Internet advertising 

services in Guangdong Province, China. From September 

2020 to December 2020, a total of 121 valid responses of 

female leader from about 20 companies were collected. 

Of these, almost 40% of the responses came from first-

tier mainstream media agents, while the remaining 60% 

came from second-and third-tier mainstream media 

agents. 

This study was designed based on the leadership trait 

theory put forward by previous scholars, combined with 

the purpose and hypothesis. The questionnaire used in 

this study consists of two parts. The first part is the 

demographic information of female leaders, including 

age, psychological gender, marital status, educational 

background and so on. The second part examines the 

performance of 34 representative leadership traits listed 

in Table 1 from three aspects: work, life and treatment of 

subordinates. Here, all 34 leadership traits were asked 

and designed into 5 points Lickert Scale: 5- totally agree, 

to 1- totally disagree.  

In this study, SPSS (version 26.0 IBM Corp., 

Armonk, NY, USA, 2019) software was used to analyze 

the data and the process of data analysis was divided into 

two sections. The first section is to describe the 

demographic information of female leaders and use 

Descriptive Statistics tool to describe the personal 

attributes of female leaders. Then, the second section is to 

check whether the personal attributes of female leaders 

have a significant impact on the performance of 

leadership traits. Here, Independent-Samples T-Test and 

One-Way ANOVA tools were implemented to analyze 

the data. Independent-Samples T-Test analysis is used to 

compare two different groups of participants, while One-

Way ANOVA is used to analyze participants in more 

than two groups (Pallant 2011). 

Results of Research 

Reliability of the data 

Here, Cronbach's alpha test was used to test the 

reliability of the scale. If the Cronbach alpha coefficient 

of the scale is greater than 0.7, it is considered acceptable 

(Devellis 2016). As shown in Table 2, the Cronbach's 

alpha reliability coefficient of the whole structure is 

0.911, which shows that the data is highly reliable and 

suitable for further analysis. 
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Table 2. Cronbach's Alpha of Reliability 

Reliability Statistics 

Cronbach's Alpha 
Cronbach's Alpha Based on 

Standardized Items 
N of Items 

0.911 0.924 34 

Differences in leadership traits of female leaders 

with different attributes 

The personal attributes of female leaders, such as age, 

psychological gender, marital status, educational 

background, working years and position level, are divided 

into more than two groups, so One-Way ANOVA is used 

to compare them. Here, whether to take care of the child 

and the elderly, these two attributes are divided into two 

groups, thus Independent-Samples T-Test is applied.  

Personal attributes that have a significant impact 

on the performance of leadership traits 

 
Tables 3, 5, 7 and 9 show that the psychological 

gender, marital status, working years and whether to take 

care of the elderly of female leaders have an impact on 

the performance of at least four leadership traits, so we 

judge that these personal attributes have an impact on the 

performance of female leaders' leadership traits. 

Specifically, Table 3 shows that the psychological 

gender of female leaders has an impact on five leadership 

traits (p < 0.05), namely, having influence on others, 

treating everything honestly, having professional skills 

for the current leadership positions, being willing to take 

team responsibility and enjoy sharing successful 

experiences with subordinates. 

Table 3. One-way ANOVA of leadership traits between psychological gender of female leaders 

ANOVA 

Leadership traits Grouping Sum of Squares df Mean Square F Sig. 

 Have influence on 

others 

Between Groups 7.058 4 1.765 3.212 0.015 

Within Groups 64.286 117 0.549   

Total 71.344 121    

Treat everything 

honestly 

Between Groups 5.158 4 1.289 2.819 0.028 

Within Groups 53.506 117 0.457   

Total 58.664 121    

Have professional 

skills for the current 

leadership positions 

Between Groups 6.823 4 1.706 2.501 0.046 

Within Groups 79.808 117 0.682   

Total 86.631 121    

Be willing to take 

responsibilities for the 

team 

Between Groups 6.226 4 1.557 3.549 0.009 

Within Groups 51.315 117 0.439   

Total 57.541 121    

Enjoy sharing 

successful experiences 

with subordinates 

Between Groups 79.711 4 19.928 9.783 0.000 

Within Groups 238.321 117 2.037   

Total 318.033 121    

 
In addition, Table 4 shows the mean value of the 

psychological gender of female leaders on these five 

leadership traits. All female leaders have a strong sense 

of agreement with the two traits of treating everything 

honestly and willingness to take responsibility for the 

team, that is, the average of all psychological genders is 

above 4. Moreover, female leaders with very masculine 

psychological gender strongly agree that they have 

influence on others, treat others honestly, have the 

professional skills of the current leadership position, and 

are willing to be responsible to the team, with all 

averages greater 4.5. However, neutral and very feminine 

female leaders are relatively weak in these traits. On the 

contrary, very feminine and neutral female leaders are 

more willing to share successful experiences with 

subordinates, but very masculine female leaders are not 

willing to do that with the lowest average, 1.09. 
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Table 4. Mean value of leadership traits between psychological gender of female leaders 

Mean Leadership traits 

Very   >          A bit  >        A bit   >     Very  >    Neutral  

masculine     masculine   feminine     feminine         

Have influence on others 

4.45 4.11 3.82 3.73 3.63 

Very   >        A bit   >        Very  >      A bit   >   Neutral  

masculine   masculine   feminine      feminine           

Treat everything honestly 

4.82 4.22 4.15 4.11 4.04 

Very   >         A bit  >       A bit   >      Neutral  >  Very  

masculine    feminine     masculine                     feminine     

Have professional skill for the current 

leadership positions 

4.55 3.93 3.87 3.71 3.71 

Very   >        Neutral  >     A bit   >    A bit  >       Very 

masculine                        feminine   masculine     feminine 

Be willing to take responsibilities for the team 

4.91 4.54 4.29 4.28 4.15 

Very   >        Neutral  >     A bit   >    A bit  >        Very 

feminine                           feminine   masculine    masculine   

Enjoy sharing successful experiences with 

subordinates 

3.95 3.29 3.18 2.56 1.09 

 
Regarding marital status, it has the greatest impact on 

the performance of female leaders' leadership traits 

among all the attributes. That is, the p-value of seven 

leadership traits is less than 0.05. These traits are having 

a strong foresight, being able to control their emotions 

and behaviors, being a democratic leader and delegate 

authority to subordinates, being good at discovering the 

strengths of subordinates and being willing to share 

successful experiences with subordinates.  

Table 5. One-way ANOVA of leadership traits between marital status of female leaders 

ANOVA 

Leadership traits Grouping Sum of Squares df Mean Square F Sig. 

Have a strong 

foresight 

Between Groups 4.629 2 2.314 3.935 0.022 

Within Groups 70.002 119 0.588   

Total 74.631 121    

 Can control emotions 

Between Groups 9.308 2 4.654 5.730 0.004 

Within Groups 96.659 119 0.812   

Total 105.967 121    

Can control behaviors 

Between Groups 5.126 2 2.563 3.645 0.029 

Within Groups 83.670 119 0.703   

Total 88.795 121    

Be a democratic leader 

Between Groups 3.886 2 1.943 4.151 0.018 

Within Groups 55.688 119 0.468   

Total 59.574 121    

Delegate authority to 

subordinates 

Between Groups 6.667 2 3.334 3.943 0.022 

Within Groups 100.612 119 0.845   

Total 107.279 121    

Be good at seeking out 

subordinates’ 

advantages 

Between Groups 4.435 2 2.218 4.760 0.010 

Within Groups 55.442 119 0.466   

Total 59.877 121    

Enjoy sharing 

successful experiences 

with subordinates 

Between Groups 88.215 2 44.108 22.839 0.000 

Within Groups 229.817 119 1.931   

Total 318.033 121    

 
From Table 6, we can conclude that married female 

leaders are more willing to share successful experiences 

with subordinates, but divorced or widowed female 

leaders show very low agreement with this trait, with a 

mean value of 1.52. However, divorced or widowed 

female leaders seem to identify more with the 

performance of the other six leadership traits and their 

mean value all above 4. Here, single female leaders show 

a moderate sense of identity with all seven traits, with an 

average of between 3 and 4.  
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Table 6. Mean value of leadership traits between marital status of female leaders 

Mean Leadership traits 

Divorced/widowed   >                 Single            >      Married Have a strong foresight 

 
4.24 3.81 3.74 

Divorced/widowed   >               Married           >      Single     Can control emotions 

 4.52 3.89 3.78 

Divorced/widowed   >               Single              >     Married Can control behaviors 

4.32 4.00 3.79 

Divorced/widowed   >              Married           >   Single     Be a democratic leader 

 4.56 4.20 4.06 

Divorced/widowed   >              Married            >     Single  Delegate authority to subordinates 

 4.20 3.80 3.53 

Divorced/widowed   >             Married            >     Single Be good at seeking out subordinates' 

advantages 4.52 4.21 3.97 

Married           >                        Single               > Divorced/widowed   Enjoy sharing successful experiences 

with subordinates 3.70 3.44 1.52 

 

 

In terms of working years, the p-value of having 

influence on others, having a strong foresight, being 

sensitive and being willing to share successful 

experiences with subordinates are all less than 0.05 in 

Table 7. Therefore, the work years of female leaders has 

an impact on the performance of these four leadership 

traits. 

Table 7. One-way ANOVA of leadership traits between working years of female leaders 

ANOVA 

Leadership traits Grouping Sum of Squares df Mean Square F Sig. 

Have influence on others 

Between Groups 7.617 3 2.539 4.701 0.016 

Within Groups 63.727 118 0.540   

Total 71.344 121    

Have a strong foresight 

Between Groups 8.227 3 2.742 4.873 0.012 

Within Groups 66.404 118 0.563   

Total 74.631 121    

Be sensitive 

Between Groups 5.905 3 1.968 3.039 0.017 

Within Groups 76.431 118 0.648   

Total 82.336 121    

Enjoy sharing successful 

experiences with subordinates 

Between Groups 61.988 3 20.663 9.523 0.002 

Within Groups 256.045 118 2.170   

Total 318.033 121    

 
Moreover, as shown in Table 8, female leaders with 

less than five years of work experience think they have 

influence on others, have a strong foresight and be 

sensitive, but those with more than five years of work 

experience do the opposite. In addition, female leaders 

who have worked for more than five years are more 

willing to share their successful experiences with others. 

And with the increase in the number of years of work, the 

greater the willingness to share successful experiences 

with subordinates. This is because the increase in 

working years can increase the accumulation of 

successful experience of female leaders, so that they are 

more qualified and confident to share it with 

subordinates.
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Table 8. Mean value of leadership traits between working years of female leaders 

Mean Leadership traits 

Below 2 years  >      3-5 years  >       Above 10 years  >     5-10 years    Have influence on others 

 4.50 3.89 3.75 3.69 

Below 2 years  >     3-5 years    >      5-10 years   >    Above 10 years   Have a strong foresight 

 4.50 3.95 3.70 3.63 

3-5 years   >         Below 2 years   >   5-10 years  >   Above 10 years  Be sensitive 

 4.32 4.29 3.96 3.69 

Above 10 years  >  5-10 years     >       3-5 years    >    Below 2 years           Enjoy sharing successful experiences 

with subordinates 4.25 3.59 2.61 1.93 

 
The last attribute that has an impact on the 

performance of female leaders' leadership traits is 

whether they need to take care of the elderly. From the 

Independent Sample Test in Table 9, the Sig. (2-tailed) 

value of four leadership traits is less than 0.05, including 

acting decisively, being able to control their emotions and 

behavior, as well as being willing to share their 

successful experiences with subordinates. 

Table 9. Independent-Samples T-Test of leadership traits between whether to take care of the elderly for female leaders 

Independent Samples Test 

 Levene’s Test for 

Equality of 

Variances 

t-test for Equality of Means 

Leadership traits Grouping F Sig. t df Sig. (2-tailed) 

Act decisively/sharp Equal variances assumed 2.276 0.134 2.027 120 0.045 

Equal variances not assumed   2.075 98.849 0.041 

Can control emotions Equal variances assumed 0.105 0.747 2.186 120 0.031 

Equal variances not assumed   2.181 91.570 0.032 

Can control behaviors Equal variances assumed 0.420 0.518 2.190 120 0.030 

Equal variances not assumed   2.231 97.543 0.028 

Enjoy sharing 

successful experiences 

with subordinates 

Equal variances assumed 9.848 0.002 -2.249 120 0.026 

Equal variances not assumed   -2.168 82.198 0.033 

 
Table 10 shows that female leaders who need to take 

care of the elderly believe that they act more decisively 

and can control their emotions and behaviors. Because 

caring for the elderly requires sharpness and patience, it 

further exercises their ability to control their emotions 

and behavior. But they are reluctant to share their 

successful experiences with subordinates. 

Table 10. Mean value of leadership traits between whether to take care of the elderly for female leaders 

Mean Leadership traits 

Yes                   >        No   Act decisively/sharp 

 4.13 3.81 

Yes                   >        No Can control emotions 

 4.22 3.84 

Yes                  >        No Can control behaviors 

4.18 3.83 

No                  >        Yes Enjoy sharing successful experiences with subordinates 

3.43 2.76 

 

Personal attributes that have no significant 

impact on the performance of leadership traits 

As can be seen from Table 11, the age of female 

leaders only affects the performance of two leadership 

traits: foresight and willingness to share successful 

experiences with subordinates (p < 0.05), while 

educational background, position level and whether to 

take care of the child have an impact on the performance 

of only one leadership trait (namely, having foresight, 

being willing to share successful experiences with 

subordinates and not taking credit for work that was done 

by subordinates, respectively). Thus, we judge that these 

attributes do not have a significant impact on the 

performance of leadership traits. 
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Table 11. Leadership traits between ages, education background, position levels and whether to take care of the child of 

female leaders 

ANOVA (Age) 

Leadership traits Grouping Sum of Squares df Mean Square F Sig. 

Have a strong foresight 

Between Groups 5.213 3 1.738 2.954 0.0354 

Within Groups 69.418 118 0.588   

Total 74.631 121    

Enjoy sharing successful 

experiences with others 

Between Groups 52.167 3 17.389 7.718 0.0001 

Within Groups 265.866 118 2.253   

Total 318.033 121    

ANOVA (Education background) 
 

Have a strong foresight 
Between Groups 4.235 2 2.117  3.579  0.031  

Within Groups 70.397 119 0.592    
Total 74.631 121    

ANOVA (Position levels) 

Enjoy sharing successful 

experiences with 

subordinates 

Between Groups 25.321 2 12.660 5.147 0.007 

Within Groups 292.712 119 2.460   
Total 318.033 121    

Independent Samples Test (Whether to take care of the child) 
 Levene’s Test 

for Equality 

of Variances 

t-test for Equality of Means 

Leadership traits Grouping F Sig. t df Sig. (2-tailed) 

Do not take credit for work 

that was done by subordinates 

Equal variances assumed 0.71 0.40 -2.01 120.00 0.047 

Equal variances not assumed   -1.99 103.39 0.050 

 
Although these attributes do not have a significant 

impact on most of the leadership traits of female leaders, 

traits with a p-value of less than 0.05 can also have 

reference value. That is, female leaders under the age of 

30 think they are more far-sighted. However, those older 

than 31 are more willing to share successful experiences 

with subordinates. When it comes to educational 

background, female leaders with higher educational 

background are more likely to identify themselves with 

strong foresight. Here, middle managers are more willing 

to share successful experiences with subordinates, while 

senior managers are reluctant to do so. Lastly, female 

leaders who do not need to take care of the child are less 

likely to take the credit of their subordinates. 

Table 12. Mean value of leadership traits between ages of female leaders  

Mean (Age) Leadership traits 

Below 24 years  >  25-30 years  >     Above 36 years  > 31-36 years    Have a strong foresight 

 
4.22 3.90 3.83 3.64 

Above 36 years  > 31-36 years  >     25-30 years  >    Below 24 years         Enjoy sharing successful experiences 

with subordinates 4.33 3.77 3.02 2.09 

Mean (Education background) 

Master or above    >     Bachelor     >        Junior college or below Have a strong foresight 

4.26 3.86 3.71 

Mean (Position levels) 

Middle managers >   Junior managers  >  Senior managers Enjoy sharing successful experiences 

with subordinates 3.61 3.22 2.30 

Mean (Whether to take care of the child) 

No          >        Yes Do not take credit for work that was 

done by subordinates 4.37 4.08 

 

Discussion 

The main purpose of this study is to examine whether 

the personal attributes of female leaders have an impact 

on the performance of leadership traits. Here, the 

personal attributes tested included age, psychological 

gender, marital status, educational background, working 

years, position levels, whether to take care of the child 

and the elderly. And the corresponding assumptions are 

H1 to H8. Through the analysis of SPSS software, the 

psychological gender of female leaders has an impact on 

the performance of five leadership traits. Then, marital 

status has an impact on the performance of seven 

leadership traits. Meanwhile, working years and whether 

to take care of the elderly have an impact on the 

performance of four leadership traits respectively. 

Therefore, we conclude that H2, H3, H4 and H8 are 

supported. In addition, the age of female leaders has an 
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impact on the performance of the two leadership traits. 

Educational background, position level, and whether to 

take care of the child all have an impact on only one 

leadership trait. Then, we consider that these attributes of 

female leaders do not have a significant impact on the 

performance of most leadership traits, so H1, H5, H6 and 

H7 are not supported.  

By summarizing all the leadership traits affected by 

attributes, we find that female leaders’ attributes have the 

greatest impact on the willingness to share successful 

experiences with subordinates, followed by having a 

strong foresight. Here, Liu (2013) also emphasizes that 

Chinese female executives should take a long-term view 

and think as a whole. Moreover, female leaders’ 

attributes have a similar impact on leadership traits that 

have influence on others, could control their own 

emotions and behaviours. Self-control refers to the degree 

of impulse control, the sense of responsibility and the 

ability to adjust external pressure (McKenna et al. 2020). 

Brescoll (2016) points out that compared with men, 

women are less likely to control their emotional exposure, 

so it is difficult for women to control their thoughts and 

behaviours caused by emotions. However, the results of 

this paper show that not all women are difficult to control 

their emotions and behaviours, female leaders with 

specific attributes can do the controlling. Lastly, the 

personal attributes of female leaders also have an impact 

on the following leadership traits, but to a lesser extent: 

treating everything honestly, having professional skills 

for the current position, being willing to take 

responsibility for the team, becoming a democratic 

leader, delegating authority to subordinates, being good at 

discovering subordinates' strengths, being sensitive, 

acting decisively and do not take credit from 

subordinates. These leadership traits are consistent with 

Eagly and Johnson (1990)’s view that the communal 

leadership style actually adopted by many female leaders 

emphasizes democratic relationships, participatory 

decision-making, delegation and team skills. In addition, 

women pay more attention to understanding the unique 

characteristics of the people they work with, such as 

emotional state or cultural background (Kolpakov & 

Boyer 2021), which is more helpful for them to discover 

the strengths of their subordinates. 

From the analysis of specific attributes, the 

psychological gender is feminine or neutral, and married 

female leaders who have worked for more than five years 

and do not need to take care of the elderly are more 

willing to share their successful experiences with 

subordinates. Meanwhile, they are over 30 years old and 

in middle management positions. Chinese female leaders 

who have worked for more than 5 years or over the age of 

30 have accumulated relatively rich successful 

experience, so they have the confidence to share their 

successful experience with their subordinates. But 

divorced or widowed women in China often feel a sense 

of inferiority, because the Chinese stereotype makes 

people think that having a happy marriage can determine 

the woman's success. So even if other attributes are the 

same, women in marriage are more confident to share 

their successful experience. Eagly and Karau (2002) also 

point out that in middle-level leadership positions, there 

is a need for more relational and transformative 

leadership behaviours. Such as, promoting cooperation, 

motivating and developing subordinates, so sharing their 

successful experiences with subordinates can well 

achieve this goal. What's more, female leaders who are 

divorced or widowed under the age of 30 and who have a 

master's degree or above, as well as have less than five 

years of work experience think themselves having a 

strong foresight. Chinese female leaders under the age of 

30 and with less than 5 years of work experience are still 

young and have fresh ideas and passions. They are more 

inclined to plan for the future and be full of expectations. 

Especially for those with master's degree or above, they 

have a broader vision and pay more attention to the long-

term interests of the future rather than short-term 

interests. In terms of their own influence on others, 

female leaders who are psychologically masculine and 

have less than five years of work experience are more 

likely to agree with this view. This is in line with the self-

confident and self-oriented characteristics of masculine 

and young leaders. In addition, female leaders who are 

divorced or widowed and need to take care of the elderly 

are more able to control their emotions and behaviours. 

As we mentioned, caring for the elderly requires patience 

and control of emotions and behaviours. While, divorced 

or widowed female leaders have bad emotional 

experiences, and they also have more life experiences and 

perceptions, thus relatively able to do the controlling. 

Brackett et al. (2011) additionally disclose that effective 

relationship building, engagement, management and 

leadership will be greatly enhanced by respecting and 

managing the emotional experiences of yourself and 

others. 

Likewise, those traits whose personal attributes of 

female leaders have little influence on the performance of 

leadership traits can also be used as a reference. That is, 

female leaders whose psychological gender is masculine 

are more willing to treat everything honestly and feel 

more confident that they have the professional skills 

needed for the current leadership position. And more, 

female leaders who are more willing to take 

responsibility for the team tend to be very masculine and 

neutral. Here, divorced or widowed female leaders are 

more likely to identify themselves as democratic leaders 

and are good at discovering the strengths of their 

subordinates, as well as delegating authority to them. In 

addition, female leaders with less than five years of work 

experience will be more sensitive, and those who need to 

take care of the elderly will act decisively. While those 

who do not need to take care of their children will not 

take the credit from their subordinates. 

Conclusions, Recommendations and Limitations 

Nowadays, as more and more women participate in 

work and hold leadership positions, personal attributes, 

leadership traits and leadership style of female leaders 

gradually attract the attention of the public. This paper 

studies the performance of female leaders with different 

attributes on leadership traits, which is helpful for 

enterprises to better understand them. Then promote more 

critical thinking to treat female leaders, give them the 

opportunity to fully demonstrate their strengths and 

constantly optimize the management structure of 
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organizations. Meanwhile, it will help Chinese women to 

have a deeper understanding of their leadership potential 

and abilities, so as to face the challenges of the workplace 

more calmly and confidently. In addition, the 

development of female leaders requires a collaborative 

effort from multiple stakeholders and will benefit Chinese 

national policy makers, organizational leaders and human 

resources development practitioners. 

In order to maximize the potential of human beings 

and organizations in society, we must guard against 

gender bias and change our perception of women's 

leadership and effectiveness. Therefore, the first task in 

correcting gender-related issues such as inequality and 

discrimination are to raise awareness and appreciation. 

Here, enterprises should strengthen their understanding 

and appreciation of women's unique qualities and 

leadership styles. In addition, the study shows that the 

performance of female leaders' leadership traits varies 

according to their psychological gender, marital status, 

work years and whether to take care of the elderly. This 

additionally reminds organizations not to treat female 

leaders with a single and stereotyped impression, but to 

regard women with different attributes and backgrounds 

with more respect and understanding. What's more, 

gender-balanced policies and practices adopted by 

organizations can play a key role in removing many 

obstacles to the development of women's careers. For 

example, hiring and promoting women based on their 

qualifications and performance, publicly recognizing and 

rewarding the qualities and abilities shown by female 

leaders, paying attention to the personal attributes of 

women, and developing family-friendly policies to help 

female leaders balance the dual roles of family and work. 

This study will further support future research on 

women and leadership, including gender differences, 

diversity of attributes, and social and cultural perceptions 

of woman’s leadership in different countries. The results 

will not only reflect the leadership traits of female leaders 

in the Internet promotion service industry in Guangzhou 

Province, China, but can also be extended to different 

industries in other parts of China or other countries.  

In addition, there is no doubt that this study has 

limitations. The research only surveyed female leaders in 

one industry in Guangdong Province, China, so the 

results can be used as a reference for the region but 

cannot represent the common characteristics of national 

or global female leaders. Therefore, future research can 

extend the research object to different industries in other 

parts of China or other countries. Moreover, the study can 

include customs, social norms and cultural norms of 

different regions and countries to understand female 

leaders from a broad perspective as well. 
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