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Abstract This systematic literature review aimed to analyse the studies on
organisational communication, especially female leadership. The data collection was
conducted on Google Scholar, Researchgate, and other reputable journals using the
following keywords: “female leadership in organisational communication,” “women,
leadership and organisation,” and “organisation, leadership and gender.” From these
searches, fifty articles were investigated for the role of female leadership in
organisational communication perspective. The result indicates that women can carry
out their role as leaders in line with the organisational transformations. As leaders,
women must be able to become the main communicator in the organisation. The
results also reveal that from the perspective of organisational communication, many
female leaders use democratic leadership styles. In terms of Role Theory, we found
that female leaders can carry out their roles well, thus positively impacting the
organisation.

Keywords: systematic literature review; female Ileadership; organisational
communication

INTRODUCTION

Communication is a crucial aspect of human life, especially in an
organisation (Ramadanty & Martinus, 2016; Sadia, Salleh, Kadir, &
Sanif, 2016). Organisational communication is creating and exchanging
messages in a network of interdependent relationships to cope with an
uncertain or changing environment (Muhammad, 2014). Furthermore,
the success of an organisation depends on the communication process
between individuals where communication will produce influences to
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support the performance of employees (Duan, Li, Xu, & Wu, 2017; Hao
& Yazdanifard, 2015).

A leader has an important role in the advancement of the
organisation. Leaders hold power to make decisions, make basic plans
and determine organisational goals (Hao & Yazdanifard, 2015; Solomon
& Steyn, 2017; Tourish, 2014). Leadership is also defined as the art of
motivating and influencing a group of people to achieve common goals
(Wukir, 2013). To achieve the organisational goals, a leader must
engage its organisational members (Solomon & Steyn, 2017; Chen and
Hou, 2016) and manage their good relationships (Lee and Kim, 2020).
In achieving organisational goals, a leader must play the role of
leadership and communication effectively and adequately so that the
leader is expected to be able to mobilise employees through a focused
approach and coaching according to the desires and abilities of
employees. In addition, a leader must be able to conduct a positive
organisational communication environment that can boost employees’
morale in individual or collaborative working settings (Brown, 2020; Lee
& Chon, 2020; Tourish, 2014; Hao & Yazdanifard, 2015).

Even though we have entered the modern era, male dominance in
organisational leadership is still prominent (Aydin, 2015; Carnes et al.,
2015). Indeed, many still relate leadership abilities with the inherent
biological as an individual based on gender differences. Because of that,
gender inequality often arises and places women in unfavourable
conditions (Gedro, Allain, De-Souza, Dodson, & Mawn, 2020; Placea &
Vardeman-Winter, 2017; Lensufiie, 2010). This is because women as
leaders tend to be oriented towards rational relationships to maximise
the organisation's human resources (Clohisy, Yaszemski, & Lipman,
2017; Lensufiie, 2010).

Regarding gender differentiation, Judith Butler proposed that
gender is performative; thus, gender identity is unstable. This notion
constructs that gender identity cannot exist prior to gendered acts
because both exist at the same time. The existing gender concept in
society is socially constructed. Therefore, it is commonly accepted. As
gender is performative, there is no stable gender identity (Ton, 2018;
Butler, 1988). Similarly, gender-based concepts on leadership are
socially constructed (Carnes et al., 2015; Handriana, 2011; Hwang,
2014; Romadona & Setiawan, 2020) and determine the society’s view
on female leadership, in which today the discrimination has faded
(Clohisy, Yaszemski, & Lipman, 2017; Guillet, Pavesi, Hsu, & Weber,
2019; Handriana, 2011; Tourish, 2014).

Concerning issues of gender and leadership, some researchers
suggest two conclusions. First, ignoring the differences between men
and women tends to equate between the two (Rincén, Gonzalez, &
Barrero, 2017; Voicila, Ghinea, & Filculescu, 2018). Second, the
difference between women and men is that women have a more
democratic leadership style, while men are more towards a directive
leadership style (Gedro, Allain, De-Souza, Dodson, & Mawn, 2020;

454



Jurnal Studi Komunikasi, 5(2), 2021
ISSN: 2549-7294 (Print), 2549-7626 (Online)

Rincon, Gonzalez, & Barrero, 2017; Vinnicombe, Burke, Blake-Beard, &
Moore, 2013; Robbins, 1998).

Therefore, a theoretical perspective is needed to discuss the role
of female leadership. One of the well-known leadership theories is Role
Theory, a derivative of the Leadership Behavior Theory. This theory does
not focus on the leader but on what the leader can do. People considered
defining roles for themselves and others based on learning outcomes
and reading their social environment. In building relations, people will
form expectations about what role they and others will play in carrying
out activities in their social environment and subtly encourage others to
act according to expectations. Finally, people will act in the roles they
successfully adapt from the environment where they live (Haryono,
2015).

Previous literature has finally begun to develop the defining
concept of leadership (Clohisy, Yaszemski, & Lipman, 2017; Hao &
Yazdanifard, 2015; Al Khajeh, 2018; Kim & Sung, 2016; Lee & Chon,
2020; Lee and Kim, 2020; Tourish, 2014). In addition, other existing
literature reviewed in this research have finally started to investigate
female leadership through various disciplines (Aydin, 2015; Baxter,
2012; Cohen, 2019; Gedro, Allain, De-Souza, Dodson, & Mawn, 2020;
Guillet, Pavesi, Hsu, & Weber, 2019; Vinnicombe, Burke, Blake-Beard,
& Moore, 2013; Voicila, Ghinea, & Filculescu, 2018). Finally, most of the
studies were case studies (Baxter, 2012; Brown; 2020; Carnes et al.,
2015; Gedro, Allain, De-Souza, Dodson, & Mawn, 2020; Guillet, Dolly &
Nonyelum, 2018; Kim & Rhee; 2011; Pavesi, Hsu, & Weber, 2019;
Voicila, Ghinea, & Filculescu, 2018) and quantitative study (Algren &
Eichhorn, 2007; Carnes et al., 2015; Guillet, Pavesi, Hsu, & Weber,
2019; Al Khajeh, 2018; Lee & Chon, 2020; Rincén, Gonzalez, & Barrero,
2017; Solomon & Steyn, 2017; Voicila, Ghinea, & Filculescu, 2018).

This phenomenon triggers the author’s interest to examine dan
investigate the role of female leadership in organisational
communication. This study has a significant meaning considering
organisational communication is a discipline that can involve various
disciplines. However, no research discusses female leadership in
organisational communication perspective using a systematic literature
review. Lastly, this study conducted a systematic literature review to
address the literature gap and increase the theoretical study on the role
of female leadership in the perspective of organisational communication

METHODOLOGY

This literature review analysis aimed to enhance the knowledge
and understanding of female leadership's role from organisational
communication perspectives. Snyder (2019) mentioned some
approaches in the literature review methodology commonly used to
study social sciences, such as systematic literature review, semi-
systematic literature review, and integrative literature review.
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This study applied the systematic literature review (SLR), a term used
to refer to a particular research or research methodology and
development to collect and evaluate research related to certain research
guestions, topics, or phenomena of concern. The method is also used to
identify and interpret all relevant research results. SLR is very useful for
synthesising various relevant research results, so the facts presented to
policymakers are more comprehensive and balanced (Kitchenham,
2004; Lusiana & Suryani, 2014).

To solve the research problem, the researcher conducted a
literature review using the procedure suggested by Cooper (1988) for
literature synthesis. This systematic procedure helps to (a) formulate
problems, (b) collect data, (c) inclusion and exclusion criteria, (d)
analyse and interpret relevant data, and (e) organise and present the
results. Then the results are compared with current issues in large
higher education institutions.

SLR research is carried out for various purposes, including
identifying, studying, evaluating, and interpreting all available research
with topic areas of interesting phenomena, with specific relevant
research questions. Besides, SLR is often needed to determine a
research agenda as part of a dissertation or thesis and a complementary
part of submitting a research grant. In principle, a systematic literature
review is a research method that summarises the results of primary
research to present a more comprehensive and balanced fact (Hariyati,
2010; Lusiana & Suryani, 2014).

Based on the phenomenon described regarding the role of female
leadership in the perspective of organisational communication, this
systematic literature review used three questions as guidance. First, the
author intended to clarify the role of the leader in the organisation.
Secondly, the author attempted to investigate the relationship between
gender and leadership in organisational communication. Last, the author
tried to understand the role of female leadership in the perspective of
organisational communication. The next step of this systematic
literature review is to identify and explain all the questions above to then
conduct an SLR study based on the literature that has been collected.

Data were collected to find empirical studies with a qualitative
approach. The keywords used were “female leadership in organisational
communication”, “women, leadership and organisation”, and
“organisational changes, gender”. Other keywords included
“organisation, leadership and gender” and %“gender biases in an
organisation”.

The databases used for this study were Google Scholar,
Researchgate, and other reputable national and international journals.
The author determined the criteria from the data, whether it is suitable
as a reference for research. The following inclusion criteria were used:
the article published between 2007 and 2020, open access, and based
on empirical evidence and women, leadership, and organisational
communication.
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Fifty articles were found and used as references in this systematic
literature review from the data collection procedure. Of these, 19 articles
focused on issues related to the role of leaders in an organisation, and
12 other articles focused on the study of gender in organisational
communication. The remaining 19 articles discussed female leadership
from an organisational communication perspective.

The method described by Cooper (1988) is appropriate to guide a
systematic review of the literature. Furthermore, the researcher limited
the literature search to the specified keywords and databases. Table 1
provides citations from sources included in the results section.

Table 1. References According to the State of Problem

Focus Sources
The Role of Leader in An Chen and Hou, 2016; Detert & Burris, 2007; Dolly &
Organisation Nonyelum; 2018; Duan, Li, Xu, & Wu, 2017; Hao &

Yazdanifard, 2015; Kang and Sung, 2017; Al Khajeh,
2018; Kilicoglu, 2018; Kim and Rhee, 2011; Kim and
Sung, 2016; Lee & Chon, 2020; Lee and Kim, 2020;
Liu, Zhu, & Yang, 2010; Morrison, 2014; Men, 2014;
Praja, 2012; Solihat, 2015; Solomon & Steyn, 2017;
Yudiaatmaja, 2013

Gender in Organisational Ayman & Korabik, 2010; Handriana, 2011; Choi, Hong,

Communication & Lee, 2017; Hwang, 2014; Clohisy, Yaszemski, &
Lipman, 2017; Cohen, 2019; Perbawaningsih, 2017;
Placea & Vardeman-Winter, 2017; Prasanti & Indriani,
2018; Ramadanty & Martinus, 2016; Romadona &
Setiawan, 2020; Tourish, 2014; Voicild, Ghinea, &
Filculescu, 2018

Female leadership in Algren & Eichhorn, 2007; Brown 2020; Carnes et al.,

Organisational 2015; Fitriani, 2015; Guillet, Pavesi, Hsu, & Weber,
Communication 2019; Hariyono, 2018; Gedro, Allain, De-Souza,
Perspective Dodson, & Mawn, 2020; Kyveloukokkaliari & Nurhaeni,

2017; Meeks & Howe, 2020; Mulyaningsih, 2019;
Nizomi, 2019; Paembonan & Vida, 2019;
Perbawaningsih, 2017; Putra, 2020; Rincon, Gonzalez,
& Barrero, 2017; Sukmayani, 2019; Voicila, Ghinea, &
Filculescu, 2018

Source: Author (2021)

RESULTS AND DISCUSSION

The research collected and used in this systematic literature review
(SLR) was analysed through an interpretive paradigm. All these studies
sought to explain female leadership using empirical studies with a
qualitative approach. In their research, Fitriani (2015), Guillet et al.
(2019), Sukmayani (2019) and Voicila, Ghinea, & Filculescu (2018)
investigated female leadership through direct observation.

Through a well-conducted systematic literature review analysis of 50
relevant pieces of literature, it was found that female leadership in
organisations has been studied in various disciplines, such as
management, psychology, linguistic and communication science. In the
current SLR, the author examines the role of female leadership in the
perspective of organisational communication.
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Beyond the Organisational Communication

The importance of communication in an organisation is absolute and
has become a popular topic in recent years. Communication is an
essential factor in an organisation because the organisation consists of
a group of people who carry out joint activities to achieve common goals
(Hwang, 2014; Ramadanty & Martinus, 2016; Romadona & Setiawan,
2020; Sadia, Salleh, Kadir, & Sanif, 2016; Winbaktianur, 2017).

Organisational communication is defined as an interaction between
the organisational members within the various levels to achieve the
organisation's goals. Every member of the organisation has a role. To
function in these roles, communication is needed as a medium to achieve
common goals. Communication is also the flow of information between
a person or group (Brown, 2019; Cohen, 2019; Hariyono, 2018; Hwang,
2014; Tourish, 2014).

Furthermore, the importance of communication has been intensified
due to the organisation's complex structure. It is defined as the process
of meeting individual needs. Each member of the organisation performs
different tasks and functions. Thus, communication functions as an
atmosphere for combining organised tasks. (Cohen, 2019; Hariyono,
2018; Hwang, 2014; Meeks & Howe, 2020; Paembonan & Vida, 2019;
Winbaktianur, 2017).

The Role of Leader in an Organisation

Leadership is an integral part of an organisation (Fitriani, 2015; Hao
& Yazdanifard, 2015; Prasanti & Indriani, 2018; Solihat, 2015; Solomon
& Steyn, 2017; Tourish, 2014Yudiaatmaja, 2013). We often hear the
term of leadership even though it cannot be seen physically. Leadership
is usually already integrated within a person (Chen and Hou, 2016;
Morrison, 2014; Prasanti & Indriani, 2018; Solomon & Steyn, 2017;
Tourish, 2014).

Several definitions describe the ‘assumption’ that leadership is the
process of influencing people, both individuals and groups (Lee & Chon,
2020; Fitriani, 2015; Hao & Yazdanifard, 2015; Liu, Zhu, & Yang, 2010).
Leadership concerns a person in influencing the behaviour of others for
a purpose. With power, leaders can influence the behaviour of their
subordinates (Hao & Yazdanifard, 2015; Hariyono, 2018; Praja, 2012;
Tourish, 2014; Yudiaatmaja, 2013). A leader helps organisational
members get positive results and organisational goals (Dolly &
Nonyelum; 2018; Fitriani, 2015; Prasanti & Indriani, 2018; Solihat,
2015; Yudiaatmaja, 2013).

A leader must build good relations with employees (Kim & Sung,
2016; Men, 2014; Solomon & Steyn, 2017) and actively make plans,
coordinate, conduct experiments, and lead work to achieve common
goals (Chen and Hou, 2016; Detert & Burris, 2007; Fitriani, 2015;
Paembonan & Vida, 2019; Praja, 2012). Leaders must also promote
productivity, boost morale, garner enthusiastic responses and quality
work, ensure clear and firm commitment, efficiency in action, has few

458



Jurnal Studi Komunikasi, 5(2), 2021
ISSN: 2549-7294 (Print), 2549-7626 (Online)

weaknesses, and warrant satisfaction, presence, and continuity (Solihat,
2015).

Leaders must increase the organisational member’s participation
(Dolly & Nonyelum; 2018; Men, 2014; Ramadanty & Martinus, 2016).
The positive behaviour in leadership would bring a positive outcome,
which increases job performance (Chen and Hou, 2016; Morrison,
2014). In addition, leaders must be able to manage satisfactory relation
among members and enhance the organisational effectiveness of
communicative action (Kang and Sung, 2017; Kim and Rhee, 2011; Lee
and Kim, 2020).

Good leadership requires competence in communicating with its
members. Communicating is one way for the leadership of an
organisation or institution to achieve its goals. Communicating is related
to how leaders consistently establish relationships with others
(Perbawaningsih, 2017; Paembonan & Vida, 2019; Prasanti & Indriani,
2018; Solihat, 2015). Leadership style of communication is related to
the combination of language and action, which seems to describe a
consistent pattern (Dolly & Nonyelum; 2018; Hao & Yazdanifard, 2015).
A leader’'s communication style can determine the communication
patterns and forms of the organisation because a leader has authority
and power (Duan, Li, Xu, & Wu, 2017; Solihat, 2015; Yudiaatmaja,
2013). This means that the leader can influence the behaviour of the
subordinates through a horizontal relationship (Kim and Sung, 2016;
Men, 2014; Lee & Chon, 2020; Ramadanty & Martinus, 2016).
Yudiaatmaja (2013) mentions that power can be divided into five: expert
power, legitimate power, referent power, reward power, and coercive
power.

Through these powers, the leader is authorised to control or direct
the organisational members, provide challenges and stimulation, explain
and give instructions, encourage and support the organisational
members, empower the organisational members, and provide rewards
and punishment if needed (Paembonan & Vida, 2019; Praja, 2012;
Ramadanty & Martinus, 2016; Solihat, 2015; Yudiaatmaja, 2013). This
situation, said Paembonan & Vida (2019), must be evaluated at all times
so that the effectiveness of relationships and assignments to
subordinates is maintained.

The organisation, Gender, and Leadership

Leadership is inseparable from individuals who act as leaders
themselves. Many connect the individual’s ability to lead with the
biological aspects inherent in the leader, which is based on the sex
differences between men and women (Algren & Eichhorn, 2007; Gedro,
Allain, De-Souza, Dodson, & Mawn, 2020; Voicila, Ghinea, & Filculescu,
2018). This then resulted in the emergence of the term gender
inequality, which then put women in unfavourable conditions (Aydin,
2015; Choi, Hong, & Lee, 2017; Heilman, 2012; Clohisy, Yaszemski, &
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Lipman, 2017; Fitriani, 2015; Men, 2014; Prasanti & Indriani, 2018;
Rincon, Gonzalez, & Barrero, 2017).

Some research results connect organisational communication and
leadership related to gender. Have all three remained static past and
present? Change is a sure thing to happen in every organisation. The
development of technology and human civilisation has an impact on the
organisation. Before the 20t century, many women were placed in
disadvantaged positions because the patriarchal culture was still strong
in society (Ayman & Korabik, 2010; Carnes et al., 2015; Handriana,
2011; Hwang, 2014; Romadona & Setiawan, 2020). However, cultural
shifts lessen discrimination against women, especially in organisational
leadership (Clohisy, Yaszemski, & Lipman, 2017; Guillet, Pavesi, Hsu, &
Weber, 2019; Handriana, 2011; Tourish, 2014).

Not everyone has good leadership, especially if we differentiate it
from a gender perspective. Both men and women can lead. Gender does
not become a barrier to the leadership in an individual (Choi, Hong, &
Lee, 2017; Fitriani, 2015; Gedro, Allain, De-Souza, Dodson, & Mawn,
2020; Prasanti & Indriani, 2018). Some research findings indicated that
the position of women and men is complementary to each other; no one
is superior. The leadership characteristics of women and men can be
synergised to become a harmonious force for the organisation (Fitriani,
2015; Guillet, Pavesi, Hsu, & Weber, 2019; Placea & Vardeman-Winter,
2017).

Woman as Leader in An Organisation

In the current development, many women have emerged as leaders
in various fields, so that women have additional duties apart from being
housewives and leaders. The awakening of women in the era of
globalisation has brought changes in development. Today, women are
attached to multi-roles. They are no longer fixated on the role of being
a wife or mother alone but have been oriented towards utilising the
quality of their existence as a human (Cohen, 2019; Fitriani 2018;
Guillet, Pavesi, Hsu, & Weber, 2019; Kyveloukokkaliari & Nurhaeni,
2017; Prasanti & Indriani, 2018; Vinnicombe, Burke, Blake-Beard, &
Moore, 2013; Voicila, Ghinea, & Filculescu, 2018).

Unfortunately, the emergence of women as leaders is still
overshadowed by the construction of society regarding the division of
roles between men and women, especially in Indonesia (Mulyaningsih,
2019; Kyveloukokkaliari & Nurhaeni, 2017; Perbawaningsih, 2017;
Voicila, Ghinea, & Filculescu, 2018). Therefore, in carrying out their role
as a leader, women are still influenced by cultural values, whether
consciously or not. These values result from the community where they
come from and where they live (Ayman & Korabik, 2010; Carnes et al.,
2015; Perbawaningsih, 2017).

Perbawaningsih (2017) also stated that education is a strengthening
factor for women to maintain their status and carry out their duties as
leaders of an organisation. If a woman becomes a leader in a different
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environment, she will unconsciously carry the cultural values of her
origin, which implications her communication styles leadership.

The Role of Female leadership

Leadership between men and women is different, and the
comparison is obvious (Fitriani, 2015; Hariyono, 2018; Koenig & Eagly;
2014; Perbawaningsih, 2017; Rincon, Gonzdlez, & Barrero, 2017).
Female leaders tend to be relationship-oriented (Aydin, 2015; Baxter
2012; Brown, 2020; Clohisy, Yaszemski, & Lipman, 2017; Fitriani, 2015;
Putra, 2020; Paembonan & Vida, 2019; Sukmayani, 2019). Several
research results show that female leaders with democratic leadership
styles can influence and motivate members of the organisation and
make others able to contribute to effectiveness in achieving
organisational goals (Hariyono, 2018; Perbawaningsih, 2017; Rincon,
Gonzalez, & Barrero, 2017; Robbins, 1998; Vinnicombe, Burke, Blake-
Beard, & Moore, 2013).

Women democratic leaders have good relationships with all members
and tend to be empathetic in maintaining relationships (Kim & Sung,
2016; Lee & Chon, 2020; Men, 2014; Mulyaningsih, 2019; Putra, 2020;
Solomon & Steyn, 2017; Sukmayani, 2019). However, it takes a leader
who has a level of flexibility in dealing with members to achieve
organisational progress (Dolly & Nonyelum; 2018; Paembonan & Vida,
2019). The advancement of job performance and organisational
competencies towards organisational members can indicate the positive
impact of female leaders’ democratic leadership style in various
organisations (Chen and Hou, 2016; Hariyono, 2018; Lee & Chon, 2020;
Paembonan & Vida, 2019; Perbawaningsih, 2017; Ramadanty &
Martinus, 2016; Tourish, 2014).

Several studies have shown that the leadership role of female leaders
can have a positive impact on the formation of good work performance,
for instance, through leadership support for organisational members
(Fitriani, 2015; Hariyono, 2018; Lee & Chon, 2020; Perbawaningsih,
2017; Ramadanty & Martinus, 2016; Tourish, 2014;). At the same time,
Perbawaningsih (2017) reveals that good work performance is indicated
by the quality of work, quantity of work, reliability, and a positive
attitude of organisational members.

It is further explained that positive communication and work
performance is also manifested in the absence of pressure felt by
employees in carrying out their duties and functions, employees are
always involved in every decision making in organisations related to
work, employees are given complete trust from their superiors in
carrying out their duties and functions. Regarding work, employees
always have easy access to work-related information and openness
between superiors and subordinates, and colleagues (Aydin, 2015;
Baxter 2012; Brown, 2020; Chen and Hou, 2016; Hariyono, 2017).

Instinctively, female leaders tend to listen to members of the
organisation and open participation and communication to take place in
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two directions (Brown, 2020; Clohisy, Yaszemski, & Lipman, 2017;
Fitriani, 2015; Hariyono, 2018; Mulyaningsih, 2019; Nizomi 2019;
Perbawaningsih, 2017; Putra, 2020; Solomon & Steyn, 2017). Female
leaders use a questioning style that tends to be empathetic and
mediates in every conflict to maintain good relationships between
members (Aydin, 2015; Baxter, 2012; Men, 2014; Putra, 2020). This
increases the satisfaction of organisational members (Kang and Sung,
2017; Kim and Rhee, 2011; Lee and Kim, 2020).

Female leaders also use an informative style: direct, confirm,
participate, delegate, remind, and evaluate. This is included in
situational leadership (Baxter 2012; Brown, 2020; Meeks & Howe, 2020;
Prasanti & Indriani, 2018; Sukmayani, 2019). Nizomi (2019) mentions
that situational leadership includes four dimensions: telling, selling,
participating, and delegating.

Female leaders always include the organisational members (Ayman
& Korabik, 2010; Hariyono, 2018; Rincén, Gonzalez, & Barrero, 2017;
Sukmayani, 2019). In addition, Sukmayani (2019) mentioned five
stages in the decision-making, such as communication with the party in
question (concerned), gathering information from the person in charge,
gathering information from various sources, collaborating with the
person in charge, and the last stage is making the decision.

The Role of Female leadership in Organisational Communication
Perspective

Organisational communication is a critical part of the organisation
because it contains the interaction between the organisational members.
Each organisational member has a different role in achieving
organisational goals (Hariyono, 2018; Hwang, 2014; Ramadanty &
Martinus, 2016; Sadia, Salleh, Kadir, & Sanif, 2016; Winbaktianur,
2017). Effective organisational communication is essential to support
the organisation's success, growth, and development (Duan, Li, Xu, &
Wu, 2017; Hao & Yazdanifard, 2015; Hwang, 2014; Winbaktianur,
2017).

On the other hand, leadership is an essential aspect in the
organisation because leaders play a role in influencing the behaviour of
others in the organisation to get the desired results and organisational
goals (Fitriani, 2015; Prasanti & Indriani, 2018; Solihat, 2015; Solomon
& Steyn, 2017; Tourish, 2014; Yudiaatmaja, 2013). A leader must be
active in making plans, coordinating, conducting experiments, and
leading work (Fitriani, 2015; Solomon & Steyn, 2017; Chen and Hou,
2016; Paembonan & Vida, 2019; Praja, 2012) as well as smoothing
productivity, commendable morals, enthusiastic responses, quality
work, clear and firm commitment, efficient in acting, a few weaknesses,
satisfaction, presence, and continuity in the organisation (Lee and Kim,
2020; Solihat, 2015).

From an organisational communication perspective, a leader’s
communication style is needed because it determines the organisation's

462



Jurnal Studi Komunikasi, 5(2), 2021
ISSN: 2549-7294 (Print), 2549-7626 (Online)

patterns and forms (Kang and Sung, 2017; Kim and Rhee, 2011; Lee
and Kim, 2020; Solihat, 2015; Yudiaatmaja, 2013). A leader has the
role of controlling/directing members, providing challenges
(stimulating), explaining and giving instructions, encouraging and
supporting members, empowering members, and giving rewards and
punishments if needed (Lee & Chon, 2020; Paembonan & Vida, 2019;
Solihat, 2015; Solomon & Steyn, 2017; Yudiaatmaja, 2013).

Leadership cannot be separated from the biological aspects of the
individual who acts as a leader. This then resulted in the emergence of
the term gender inequality that then put women in unfavourable
conditions (Aydin, 2015; Choi, Hong, & Lee, 2017; Clohisy, Yaszemski,
& Lipman, 2017; Fitriani, 2015; Heilman, 2012; Prasanti & Indriani,
2018; Rincon, Gonzalez, & Barrero, 2017). Cultural shifts that occur in
the 21st-century impact fading discrimination against women, especially
in terms of leadership (Clohisy, Yaszemski, & Lipman, 2017; Guillet,
Pavesi, Hsu, & Weber, 2019; Handriana, 2011; Tourish, 2014). As of
today, women have emerged as leaders in various fields. At this time,
women are attached to multi-roles, no longer fixated on the role of being
a wife or mother alone, but have been oriented towards utilising the
quality of their existence as a human (Cohen, 2019; Fitriani 2018;
Guillet, Pavesi, Hsu, & Weber, 2019; Prasanti & Indriani, 2018;
Vinnicombe, Burke, Blake-Beard, & Moore, 2013).

Unfortunately, the emergence of women as leaders is still
overshadowed by the construction of society regarding the division of
roles between men and women, especially in Indonesia (Gedro, Allain,
De-Souza, Dodson, & Mawn, 2020; Mulyaningsih, 2019;
Perbawaningsih, 2017; Placea & Vardeman-Winter, 2017). Education is
a strengthening factor for women to maintain their status and carry out
their duties as leaders of an organisation (Perbawaningsih, 2017).
Leaders, including female leaders, considered communicators and the
main communicants in an organisation, have the role of conveying
messages to members of the organisation. Female leaders build two-
way communication and are willing to listen to members of the
organisation (Brown, 2020; Clohisy, Yaszemski, & Lipman, 2017;
Mulyaningsih, 2019; Nizomi, 2019; Perbawaningsih, 2017; Putra, 2020;
Solomon & Steyn, 2017).

In organisational communication, the biological aspects of the leader
are not much differentiated. However, research shows that female
leaders tend to be relationship-oriented (Aydin, 2015; Baxter, 2012;
Brown, 2020; Clohisy, Yaszemski, & Lipman, 2017; Fitriani, 2015; Putra,
2020; Paembonan & Vida, 2019; Sukmayani, 2019). Several research
results indicate that female leaders have democratic leadership styles
(Hariyono, 2018; Perbawaningsih, 2017; Rincén, Gonzalez, & Barrero,
2017; Robbins, 1998; Vinnicombe, Burke, Blake-Beard, & Moore, 2013).
From the perspective of Role Theory, a woman leader has a good
relationship with all members and tends to be empathetic in maintaining
relationships (Brown, 2020; Clohisy, Yaszemski, & Lipman, 2017;
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Fitriani, 2015; Hariyono, 2018; Mulyaningsih, 2019; Nizomi 2019;
Perbawaningsih, 2017; Putra, 2020; Solomon & Steyn, 2017). In
carrying out their roles, female leaders can influence and motivate them
to achieve organisational goals (Aydin, 2015; Baxter, 2012; Brown,
2020; Chen and Hou, 2016; Hariyono, 2017).

To achieve goals, a leader must be involved. Female leaders'
encouragement to organisational members is given by directing,
participating, giving delegation, and evaluation (Baxter 2012; Brown,
2020; Meeks & Howe, 2020; Prasanti & Indriani, 2018; Sukmayani,
2019). Following the concept of Role Theory, female leaders who carry
out their roles well can have a positive impact on the formation of a good
work climate (Haryono, 2015; Gedro, Allain, De-Souza, Dodson, &
Mawn, 2020; Meeks & Howe, 2020; Perbawaningsih, 2017; Voicila,
Ghinea, & Filculescu, 2018).

Previous literature is limited by only defining leadership, although
some of the other literatures have analysed female leadership through
various disciplines. However, no research discusses female leadership in
organisational communication perspective using a systematic literature
review. Therefore, the findings of this study have contributed to the
literature gap regarding the role of female leadership in the perspective
of organisational communication. It also has increased the theoretical
study as the findings align with the concept of the Role Theory. To
address the research findings and theoretical implications, a flow chat is
presented in Figure 1.

Organisational communication is integral to an organisation as it
contains the interaction between the organisational members.
Leadership is also crucial in achieving organisational goals. A leader
must able to influence the members and build good relations with them.
Direction, encouragement, and evaluation are needed to increase the
member’s participation. This positive behaviour could lead to an increase
in job performance that affects the success of the organisation.
Biological aspects are inherent to the leader as an individual and often
placed women in discrimination. However, as the 21st century occurs,
the organisation has continually changed due to cultural shifts.

As the organisation has transformed, the gender biases in
leadership have come to a fade. This phenomenon has brought women
into a shift to have important positions. As of today, women are given
the equal opportunity to lead in organisations. Gender and leadership
are two critical aspects of organisational communication. Organisational
communication occurs between a leader and its members. The success
of female leaders in engaging the organisational members and achieving
the goals has proven that gender is no longer a barrier in leadership.
Everyone could become a leader regardless of gender, and no one is
superior. Women and men are complementary to each other in bringing
a harmonious force for the organisation.
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Figure 1 Flowchart of Study Findings and Theoretical Implication
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Women are attached to multi-roles, not only as a wife and mother.
The emergence of women with strategic position has brought positive
changes to an organisation because female leaders often carry out the
cultural values which impacted their communication and leadership
styles. Female leaders often use democratic leadership, which positively

impacts the organisational

work climate because they

influence,

motivate, and encourage the members through good relations. The
relationship-based leadership of female leaders also strengthens the
Role Theory that upholds the importance of communication. The positive
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impact of female leadership indicates that the topic becomes an integral
part of organisational communication.

CONCLUSION

Today the organisation has transformed a lot, and gender is no
longer a problem in leadership. Before the 20% century, women were
often subjected to a disadvantage. The development of human
civilisation has shifted discrimination against women. As a result, there
have been many women who occupy positions as organisational leaders.
Several studies have shown that women can carry out their role as
leaders well. By becoming a leader, a woman must become the primary
communicator in the organisation through two-way communication with
the organisational members to achieve its stated goals.

The results also show that many female leaders use democratic

leadership styles in the perspective of organisational communication.
This leadership style allows female leaders to positively impact the
organisation, such as work productivity and work performance of
organisational members. In the perspective of Role Theory, the study
results show that female leaders have an empathic side to a two-way
relationship, namely by influencing and motivating members. Female
leaders direct, participate, delegate, and evaluate members of the
organisation. It can be concluded that female leaders can carry out their
roles well, thus having a positive impact on the organisation.
All the studies used in this systematic literature review were conducted
through empirical studies with a qualitative approach. An interpretive
paradigm is used because the research aimed to explain the role of
female leadership from an organisational communication perspective.
The research uses humans as research instruments with observation and
interview methods to describe the role of female leadership in
organisational communication.
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