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Abstract
This conceptual paper integrates social entrepreneurship concepts, identifies gaps, and proposes a model. The literature suggests women social 
entrepreneurs embody interplay collaborative and authentic leadership attributes focusing on unravelling the intricate dynamics between authentic 
and collaborative leadership, emphasizing the pivotal role of self-awareness, and highlighting potential enriched practices combining both styles. 
Central research questions revolve around what motivates women social entrepreneurs and the leadership styles they exhibit. The proposed 
concept model is a guiding framework for comprehending the intricate dynamics of leadership attributes in women social entrepreneurs and their 
impact on organizational productivity implicating the initiation of an empirical study.
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Introduction

In a complex global work environment, socially responsible businesses 
and social enterprises can drive change and spearhead initiatives that aim 
to achieve a positive societal impact and are economically sustainable [1]. 
This movement by social entrepreneurs is opening a space on the edge of 
opportunity, where social entrepreneurs combine commerce and social issues 
by improving people's lives. Furthermore, research and practical experience 
have found that some concepts of social entrepreneurs are more aligned with 
men. In contrast, in practice, women start as entrepreneurs with social benefits 
in mind [2]. Founded on this aim, this literature review explores female social 
entrepreneurs, a population with limited research compared to the broader 
category of social entrepreneurship [2]. Based on this premise, this literature 
review explores how women social entrepreneurs run enterprises and the 
leadership styles they exhibit. Subsequently, the literature has uncovered 
numerous definitions of women and leadership in general, and we have 
uncovered the need for more research on women who lead social enterprises. 
This literature review seeks to synthesize and build an understanding of 
women's leadership styles in social enterprises. 

Several motivations prompted this review. Firstly, the literature needs 
to be more comprehensive on the state of collaborative leadership and its 
connection to women social entrepreneurs. Secondly, there needs to be more 
empirical literature exploring the leadership styles of women who lead social 
enterprises. Lastly, to gain a deeper understanding of the role of collaborative 
and authentic leadership in women social entrepreneurs. Based on these 
motivations, this study's theoretical and practical approach addresses a gap 
in the literature regarding women who lead social enterprises. The goal is to 
contribute to the body of knowledge in this area and foster the growth and 

success of women social entrepreneurs while considering the potential impact 
of cultural diversity. In response to these motivations and gaps, an empirical 
study is being developed to inform the understanding of the lived experiences 
of women social entrepreneurs and their leadership styles. The outcomes have 
the potential to unveil effective strategies that can facilitate the growth and 
development of other women social entrepreneurs.

Furthermore, the research is proposed to shed light on the contributions 
and challenges related to the sustainability of women's social entrepreneurial 
initiatives. Moreover, the empirical study will offer insights into the relationship 
between authentic and collaborative leadership styles among women social 
entrepreneurs, potentially contributing to more productive organizations. This 
research has two significant implications: firstly, it justifies pursuing a practice-
based research study, and secondly, a global research project allows for 
cross-country comparisons of women social entrepreneurs. It is essential to 
acknowledge limitations, which include the limited literature on women social 
entrepreneurs and the potential impact of cultural variations on collaborative 
leadership.

Literature Review 

The four pillars framing this literature review include women social 
entrepreneurs, social enterprises, collaborative leadership and authentic 
leadership. The following sections provide an overview of social 
entrepreneurship, proposed concepts, and definitions. Gaps and rationales are 
also identified, and the review results in a proposed concept model. 

Entrepreneurship

The literature on social entrepreneurship and social enterprises is 
generally categorized as a subset of entrepreneurship. The review begins 
with an understanding of entrepreneurship and then narrows on social 
entrepreneurship. Early scholarly work defined an entrepreneur in the context 
of their role in business markets, primarily motivated by the pursuit of profit and 
the willingness to take calculated risks, a concept originating from Cantillon R [3]. 
Boyettn expanded on Cantillon R [3] view by characterizing an entrepreneur as 
an "individual owner of a private firm anticipating direct entrepreneurial profits 
from their labor". Economic independence, self-employment, and a strong 
desire for achievement were critical drivers for small business entrepreneurs 
like Light I [4] and Nadkarni S [5]. Scholars also emphasized that entrepreneurs 
are willing to take risks while organizing and managing a business Light I [4] 
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and Avolio BJ, et al. [6]. Successful entrepreneurs were seen as individuals 
who harnessed resources and intellect to create financially viable ventures that 
benefit themselves and society [7]. Moreover, Kumar found that entrepreneurs 
were seen as incorporating their values and leadership styles to ensure their 
enterprises' success and longevity.

Subsequently, Moriano JA, et al. [8] described entrepreneurship as a 
process extending beyond the startup phase, incorporating pre-launch, launch 
and post-launch phases. This perspective is significant as it aligns with an 
individual's deliberations before embarking on entrepreneurship, as Bird B 
[9] emphasized. Consequently, comprehending entrepreneurial intention is 
essential to understanding the entrepreneurial process.

Social entrepreneurship 

Early renderings of social entrepreneurship theorized by authour 
conceptualized the notion of social and corporate social responsibility based 
on Dees JG [10] research on non-profits. More recently, research on social 
entrepreneurship has surged Humbert AL [11], Saebi T, et al. [2] and generally 
addresses the social and environmental issues that seek to have a positive 
impact on society elevating individuals from uncertainty [12]. Consequently, 
research on social entrepreneurship has roots in three different streams, 
including non-profit organizations searching for alternative funding strategies, 
commercial businesses that integrate socially responsible practices and for-
profit organizations seeking to alleviate social problems and catalyse social 
transformation [13]. The inexplicit nature of social entrepreneurship makes 
it difficult to delineate between charity and philanthropy [14], sustainability 
and corporate social responsibility [15], social innovation, and commercial 
entrepreneurship [16]. Despite the blurred nature of social entrepreneurship, 
researchers have noted that it is inherently a multi-level phenomenon [2]. As 
previously mentioned, the historical understanding of social entrepreneurship 
evolved from various disciplines, including economics, management, 
sociology and entrepreneurship. However, current research has examined 
the contributions from business strategy, public sector management, 
political science and education [17]. Subsequently, the various disciplines 
from which social entrepreneurship has evolved have led to a focus on how 
context can shape and be shaped by the enactment of the process of social 
entrepreneurship [18]. According to De Bruin A [18], the context of social 
entrepreneurship is a by-product of how context and enactment intersect. 
While the research calls for a universal definition of social entrepreneurship, 
there has yet to be an accepted singular definition.

Along with the surge in research, several challenges have been identified 
in the social entrepreneurship literature. Firstly, the historical nature of 
social entrepreneurship has evolved from several disciplines, including 
economics, management, sociology, and entrepreneurship. Given the roots 
of these various disciplines, there needs to be more clarity about how social 
entrepreneurship has been defined and viewed from an idealist and pragmatic 
stance [11]. Secondly, social entrepreneurship is multidimensional and 
includes individual, organizational, and institutional levels [2]. Most research 
focuses on the personal level, attempting to identify social entrepreneurs' 
traits, characteristics and intentions [2]. Lastly, focusing only on the individual 
level has the potential to misrepresent how social entrepreneurs exist within 
a community of practitioners and institutions jointly addressing social issues 
while helping to shape and drive change.

Defining social entrepreneurship 

Social entrepreneurship differs from traditional/commercial 
entrepreneurship due to its primary mission of creating social value vs. 
private economic gains [19]. In addition, given the depth and breadth of the 
field, it is essential to clarify the phenomenon this research is concerned 
about. For example, social entrepreneurship generally refers to a process or 
behavior; however, a social entrepreneur is the initiative's founder, and social 
enterprise refers to the tangible outcomes of the business [13]. According to 
social enterprise and social entrepreneurship offer a different perspective to 
the classic notion of enterprise and entrepreneurship; social entrepreneurs 
focus on the motivation to perform financially and socially. While the social 
enterprise is based on mission, goal, resources, and governance, the social 

entrepreneur, in some cases, can be related to the entrepreneurial team 
and deeply embedded in the social and institutional context [2]. Ultimately, 
the objective of social entrepreneurship in this research is the business 
approach that focuses on social value creation [2]. The lack of homogeneity 
and consistency of a definition and the phenomenon being studied highlight 
the complexity and difficulty in generalizing and defining the differences 
between social entrepreneurship and social outreach [17]. Despite the lack of 
an agreed-upon definition, there is a common theme across the research on 
the characteristics of activities (innovative vs. traditional), the outcome (social 
and economic value) and the process [17].

The definition developed for this research is that social entrepreneurship 
could be founded either on the entrepreneurial team or social and institutional 
contexts or could also be a combination of both, created to profitably add 
social value to a particular community or group of stakeholders exhibiting 
characteristics, attributes, behaviors, and traits of authentic and collaborative 
leadership styles. As a result of the growing interest in social entrepreneurship, 
there is a consensus that the sectors, boundaries and lack of a concise 
definition have led to misconceptions within empirical studies.

Women entrepreneurs 

A common trend in the literature involved comparing men and women 
in varying industrial and occupational domains [20,21]. This practice of 
juxtaposing genders in distinct work settings has contributed to the realization 
that conventional leadership theories, generally based on the male experience, 
may only partially apply to women entrepreneurs [22]. This revelation carries 
profound implications given the incongruence between existing models rooted 
in masculine traits, sometimes called the white male hero [23] and the unique 
qualities of female entrepreneurs, who often wear multiple roles, including 
family and domestic responsibilities.

In recent years, according to Sappleton N [24], a growing body of research 
has observed a trend in women venturing into non-traditional sectors such as 
manufacturing, construction, and finance. Despite this emerging shift, studies 
also found that most women business owners generally work in personal 
services and women's roles within the home [25-27]. Notably, these studies 
propose that women entrepreneurs gravitate towards traditional areas and 
may be influenced by factors such as heightened risks [28] and the amplified 
need for capital and technical expertise Tang J [29] associated with venturing 
into non-traditional entrepreneurial domains.

Characteristics of social entrepreneurs 

The research suggests that social entrepreneurs are found in all walks of 
life and societal sectors [12]. While research within social entrepreneurship has 
centered on human resource categories, including traits, gender, human capital, 
motivation, training and teaching [18], this mainstream focus can be viewed as 
gendered and lead to a lack of understanding of the identity construction of 
women social entrepreneurs [11]. Consequently, findings from five European 
countries indicated that male and female social entrepreneurs share similar 
demographic characteristics, including education, age, ethnicity and religion 
[2]. Similarly, the scholarly literature on social entrepreneurs has identified 
characteristics of prosocial personality [2], high tolerance for ambiguity and risk 
[10], the ability to exhibit higher levels of self-efficacy and ambition [30] as well 
as sharing similar social positions [2]. While individuals who envision improving 
society may come from different backgrounds and training, they may have 
different worldviews and use diverse methods to accomplish their objectives 
[12]. That aside, the common goal that stems from these characteristics is 
the importance of being change agents [17] and creating value [10]. More 
importantly, social entrepreneurs are transformational forces [31], relentless 
individuals with a vision, stamina, and persistence to achieve their goals and 
share their ideas to support social value [12].

Leadership

Evidence shows that organizational leadership is critical in creating and 
sustaining a healthy workplace [32]. Furthermore, a leader’s position has 
been found to influence employees and subordinates in various ways [33]. 
Given that effective leadership styles have been found to relate positively to 
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workplace well-being [34], leaders at all levels generally have the opportunity to 
build and sustain a positive culture with strong values for learning, innovation, 
experimentation, flexibility, and continuous improvement [35]. A combination of 
all these skills and traits determines the behaviours of leaders [35-38].

Positive leadership

Positive leadership is an umbrella term within positive psychology 
encompassing various leadership styles, including servant, responsible, 
authentic and collaborative [39]. Within these leadership styles, positive 
leadership attributes and behaviors have been found to facilitate employee 
well-being [40]. Furthermore, confidence, hope, optimism, and resilience 
are four positive psychological capacities supported by research that impact 
work performance, including higher productivity, enhanced customer service, 
and increased employee retention [41]. Positive leadership attributes have 
also been found to relate to resilience, flourishing, satisfaction with life, and 
happiness, thereby creating organizational positivity [42-44]. Moreover, leaders 
learn to adopt a myriad of positive characteristics and traits that generally fall 
into three characteristics: 

(1) facilitation of extraordinarily positive performance (above-average 
performance), 

(2) focus on individual strengths and abilities 

(3) facilitation of the best of the human condition, thereby fostering 
virtuousness [39,45]. 

This literature review and future empirical research will look at positive 
leaders through the lens of collaborative and authentic leadership, including 
limitations and similarities [46].

Collaborative leadership

A collaboration leadership style "is a purposeful relationship in which all 
parties strategically choose to cooperate" to accomplish a shared outcome 
[47]. Subsequently, collaborative leadership engages collective intelligence 
to deliver results across organizational boundaries when ordinary control 
mechanisms are absent [48]. A collaborative leader has accepted responsibility 
for building or helping to ensure the success of a heterogeneous team to 
accomplish a shared purpose. The strategies a collaborative leader can use 
include a purposeful exercise of behavior, communication, organizational 
resources, and the ability to structure a climate that supports connection [47].

Dimensions: Osula B and Ng ECW [49] propose that collaborative 
leadership encompasses five dimensions: governance, administration, 
autonomy, mutuality, trust and reciprocity. These dimensions collectively 
suggest that collaborative leadership is not merely an individual attribute but 
a dynamic process capable of enhancing an individual's leadership qualities 
and overall organizational effectiveness. Beyond Osula B and Ng ECW [49] 
framework, additional dimensions of collaborative leadership have been 
recognized in the literature. These encompass a high level of self-awareness, 
leading from the inside out, authentic interactions marked by openness 
and engagement, a commitment to the holistic perspective that mitigates 
hierarchical shortcomings, and the establishment of conditions fostering a 
shared purpose that inspires others [48].

Moreover, empirical research by Hsieh JY and Liou KT [50] has expanded 
on the dimensions of collaborative leadership. This research identifies critical 
aspects such as activating resource assistance, framing the work environment 
and synthesizing a collaborative process that directly influences organizational 
performance. Collaborative leadership is a multifaceted approach extending 
beyond theoretical dimensions, incorporating practical elements crucial for 
organizational success.

Characteristics: Collaborative leadership is nurtured by bridging 
connections between internal and external stakeholders, blending diverse 
talents, exemplifying collaborative behavior and skillfully steering teams 
away from prolonged debates [51]. This approach is generally characterized 
by shared vision and values, interdependence, shared responsibility, mutual 
respect, empathy, vulnerability, ambiguity tolerance, and communication 
through dialogue and synergy. The cornerstone of effective collaborative 

leadership is a healthy interpersonal relationship, as Osula B and Ng ECW [49] 
emphasized, underlining the pivotal role of healthy leadership in preventing 
collaborative efforts from derailing [51].

Zooming in on individual leaders, the literature highlights competencies 
such as self-leadership, relational intelligence, team orchestration, and 
networking as integral components of collaborative leadership [52]. In essence, 
collaborative leadership encompasses organizational dynamics, individual 
skills and qualities that collectively drive successful collaboration within and 
beyond organizational boundaries.

Authentic leadership

This study focuses on authentic leadership as the second leadership style 
under examination. According to Luthans F, et al. [41], authentic leadership is 
"a process that draws from both positive psychological capacities and a highly 
developed organizational context, which results in both greater self-awareness 
and self-regulated positive behaviors on the part of leaders and associates, 
fostering positive self-development". This process leads to enhanced self-
awareness and self-regulated behaviours among leaders and associates, 
fostering positive self-development. Avolio BJ, et al. [53] further define 
authentic leaders as individuals deeply aware of their thoughts and behaviors, 
operating with an understanding of their context and possessing qualities of 
confidence, hopefulness, optimism, resilience and high moral character. 

Authentic leadership theory posits that leaders and their followers share 
congruent values and purpose, with authenticity transmitted from the leader 
to the follower [15]. The construct of authentic leadership is multidimensional 
and multi-level involving the development of authentic relationships between 
leaders and followers [54]. This development is facilitated through ongoing 
processes of self-awareness, self-regulation, and the establishment of open, 
transparent, trusting and genuine relationships. 

Self-awareness is fundamental to authentic leadership, requiring 
individuals to be cognizant of their existence and context over time [54,55]. 
Consequently, self-regulation involves self-control by setting internal standards, 
assessing discrepancies, and reconciling differences to achieve authenticity 
in relationships [54,56]. Authentic leaders influence and develop followers 
through positive modeling of self-awareness, self-regulatory processes, and 
a positive moral perspective [54]. As followers internalize values and beliefs, 
their conception of themselves evolves [54]. The sustained performance of 
authentic leadership is associated with financial [57], human [58], social [59] 
and psychological [43] returns. Authentic leadership can incorporate various 
positive forms of leadership, such as transformational, charismatic, servant 
and spiritual leadership.

Leaders characterized by enduring relationships, work hard, and 
purposeful leadership may not necessarily be described as charismatic by 
others, a core component of transformational leadership. Being an authentic 
leader does not equate to being a transformational leader. Instead, authentic 
leaders influence followers through character, leading by example and 
dedication vs. inspirational appeals, dramatic presentations, and other forms 
of impression management [54]. Furthermore, servant leadership includes 
explicitly recognizing the mediating role of follower self-awareness and 
regulation, positive psychological capital, and a positive organizational context, 
which are components of authentic leadership [54]. Areas of overlap between 
authentic and spiritual leadership theories include a focus on integrity, trust, 
courage, hope and perseverance [54].

Relationship between collaborative and authentic lead-
ership

Collaboration is the starting point for authentic leadership, and 
collaborative leadership is emerging as a widely accepted and beneficial 
management practice. While collaborative leadership has been extensively 
studied in a general context [50,60-62] limited specific research focuses on 
women exhibiting collaborative leadership, particularly about responsibility and 
creating a responsible environment [63].

Studies on authentic leadership attributes applied to women leaders 
[64,65] align with collaborative leadership attributes [60]. However, a deeper 
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analysis reveals that collaborative leadership inherently encompasses 
authentic leadership attributes. Despite some overlapping characteristics, 
collaborative leadership, as outlined by Lawrence RL [60], involves shared 
vision and values, interdependence and shared responsibility, mutual respect, 
empathy and vulnerability, ambiguity tolerance and communication through 
dialogue and synergy. On the other hand, authentic leadership, as defined by 
Avolio BJ and Garnder WL [54], involves understanding individual purpose, 
practicing solid values, leading with the heart, establishing relationships, 
and demonstrating self-discipline. While both leadership styles share certain 
traits, only some studies have delved into a comprehensive examination of 
collaborative and authentic styles or conducted direct comparisons between 
the two. In essence, the connection between collaborative and authentic 
leadership highlights the intricate interplay between these approaches, 
showcasing the potential for enriched leadership practices that combine the 
strengths of both styles.

Attributes of collaborative and authentic leadership

The literature highlights key examining the attributes and contexts that 
contribute to defining a woman as an entrepreneur [66-68]. As outlined by 
Belas J and Kljucnikov A [69] and Link AN [70], entrepreneurs embody a 
spectrum of qualities, including creativity, passion, motivation, ability to 
network, self-confidence, vision, risk-taking, decision-making, adaptability 
and fiscal responsibility. Jensen SM and Luthans F [71] have associated the 
psychological capital of entrepreneurs with authentic leadership, a concept 
explored in a further study by Samuel III LR [72], who found no gender difference 
among entrepreneurs. However, a comparison between collaborative and 
authentic leadership styles, as Antoniou AS, et al. [73] suggest, reveals shared 
attributes in women entrepreneurs that align with both styles. This implies a 
potential need to investigate the simultaneous application of other leadership 
styles in women entrepreneurs. Moreover, while collaborative leadership has 
been broadly [50,60,61,74] the specific examination of women embodying 
collaborative leadership is limited, with a focus on responsibilities and creating 
a responsible environment [63].

Hopkins MM and O’Neil DA [64] posit that women encounter challenges 
in authentic leadership due to societal norms associated with leadership and 
organizational dynamics. Firstly, women face a dilemma between adhering to 
societal norms associated with leadership and living a personally fulfilling [75]. 
Agentic behaviors, commonly linked with men, may lead to criticism, creating 
a double-masked situation for women [76]. Secondly, the gendered nature of 
organizations poses challenges to gender-neutral authentic leadership [64]. 
Women may question their authenticity when confronted with conflicting values 
and behaviors in male-dominated environments [77]. Thirdly, the continuous 
challenge of authenticity for women in leadership roles creates tension, 
particularly when navigating changing situations and significant life events 
[64]. Lastly, the criticism that authentic leadership overly emphasizes individual 
agency rather than collective needs is pertinent, potentially contributing to a 
less favourable environment for female followers who work in predominantly 
gendered environments [64,78]. The synthesis of these studies underscores 
the complex interplay between attributes, leadership styles, and gender 
dynamics in women entrepreneurs, suggesting the need for further exploration 
and nuanced understanding in this domain.

Authentic self and its relevance to this study

The complexity of the human personality is evident in the coexistence 
of myriad elements such as personality dispositions, emotional tendencies, 
values, attitudes, beliefs, and motives, often contradictory and clash within an 
individual’s psychological framework. 

Self-knowledge becomes paramount in deciphering the authentic self, a 
notion emphasized by Jongman-Sereno KP and Leary MR [79] as individuals 
navigate the intricate tapestry of their psychological makeup. The alignment 
of behaviors with one’s internal psychological characteristics vs. external 
influences varies. Some behaviors emerge as more authentic and self-
congruent than others Jongman-Sereno KP and Leary MR [79]. Acknowledging 
this rationale, the proposed concept model and empirical research assume 
the significance of unravelling the intricate interplay between authentic and 

collaborative leadership, recognizing the imperative role of self-awareness in 
understanding and navigating the dynamics of leadership styles.

Results and Discussion 

Rationales, gaps and assumptions
The literature review underscores a consistent differentiation between 

male and female entrepreneurs and leadership styles. Several studies 
suggest that male entrepreneurs often prioritize tasks and profit, while female 
entrepreneurs focus on people relationships and exhibit transformational 
leadership [26]. The motivations for starting social enterprises also vary 
between genders, with women emphasizing the social aspect and facing 
challenges in climbing the ladder, leading some to opt out and establish 
their businesses [26]. Furthermore, Scott argues that an increasing number 
of women entering social enterprises can be attributed to new opportunities, 
challenges and a desire to overcome barriers in the corporate world. The study 
suggests that men and women may have different entrepreneurial priorities, 
with men emphasizing being their boss and women placing more emphasis 
on personal challenge and satisfaction. Additionally, women entrepreneurs are 
viewed as advantageous in people-oriented businesses due to their perceived 
strengths in human relations [26].

Further research explores the intersection of gender and social 
entrepreneurship, highlighting a scarcity of studies despite claims that social 
enterprises can address gender-related social issues [18,80]. The impact 
of ethnicity on the obstacles faced by women social entrepreneurs is also a 
critical area of inquiry [10]. Moreover, the need for comprehensive studies 
that consider multiple levels of analysis, including individual, organizational, 
and institutional perspectives, is emphasized to avoid misrepresentation and 
provide a nuanced understanding of social entrepreneurship [1]. Additionally, 
contextual factors' importance in social entrepreneurship are stressed, 
including considerations at the enterprise level, external factors, country 
of origin, and industry affiliation. Comparative studies are recommended 
to explore differences in pace, opportunities, and barriers within specific 
industries or countries [18]. Mixed methods are proposed for research in 
social entrepreneurship to enhance study validity, combining qualitative and 
quantitative approaches [18]. 

Despite the growth in social entrepreneurship research, Garcia-Lomas I 
and Gabaldon P [81] argue that there is a need to fully understand the nature 
of women's contributions and impact in the sector. Social sector challenges, 
such as scaling impact, acquiring capital, and enhancing management skills, 
are highlighted [11]. Little is known about potential differences in how women 
run their social ventures, particularly in innovation [1]. Finally, the Internet has 
opened new avenues for entrepreneurs and is recognized as a catalyst for 
potential growth in social collaboration [82]. Future research is encouraged 
to explore how factors such as gender and ethnicity affect the obstacles 
encountered in social entrepreneurship [10].

Gaps
The literature review delved into the critical intersection of leadership 

and entrepreneurship, focusing on collaborative and authentic leadership 
styles. Three identified gaps underscore the need for more comprehensive 
exploration in the context of women entrepreneurs.

Gap 1: The need for more studies concentrating on women entrepreneurs 
demonstrating both collaborative and authentic leadership attributes poses a 
significant void in understanding the application of these leadership styles to 
women's leadership roles [64]. 

Gap 2: Limited research exists on women entrepreneurs exhibiting 
collaborative and authentic leadership styles despite available studies on 
attributes and contexts defining women as entrepreneurs [66-68]. A comparison 
within this review indicates common attributes, highlighting the necessity to 
investigate both leadership styles concurrently in women entrepreneurs.

Gap 3: While the literature suggests an inherent overlap of authentic and 
collaborative leadership characteristics in women entrepreneurs, a specific 
study providing this observation is absent.
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Assumptions

The central assumption guiding the literature review posits that women 
entrepreneurs embody attributes and behavior associated with both 
collaborative and authentic leadership styles. Collaborative leadership 
attributes, seen as decisive factors [11,83], may provide women entrepreneurs 
with an advantage over their male counterparts, with authentic leadership 
deemed a fundamental requirement for entrepreneurship [64,65]. This 
assumption is the foundational point for framing the research objectives and 
questions.

The primary research questions from this literature review are: What makes 
a women social entrepreneur build a productive organization? Furthermore, 
what leadership styles are demonstrated by female social entrepreneurs? 
These questions aim to explore the interplay between leadership styles and 
the success of women social entrepreneurs. The concept model in Figure 1 
visually represents the relationship between the research questions and the 
identified gaps, offering a comprehensive view derived from the literature 
review constructs. It is a guiding framework for understanding the intricate 
dynamics of leadership attributes in women social entrepreneurs and their 
impact on organizational productivity [84,85] (Figure 1).

Future pathway – Implications and significance

The culmination of this literature review points towards the imperative need 
for an empirical study to elevate the derived concept. The concept derived from 
this review must be assessed through an empirical study. Currently undergoing 
pilot testing, the proposed empirical study aims to assess the reliability and 
adaptability of the concept model. 

Upon completion, the study is anticipated to provide a glimpse into cultural 
variations, contrasting perspectives between first-world and third-world 
countries, and diverse global views on social entrepreneurship. The identified 
gaps and rationales indicate that this study could initiate a series of research 
endeavours focusing on women social entrepreneurs and collaborative 
leadership. The research’s overarching goal is to gain a deeper understanding 
of women social entrepreneurs' lived experiences and leadership practices. 
The outcomes are envisioned to pave the way for global strategies supporting 
the growth and development of women social entrepreneurs. Furthermore, 
the research aims to unravel the contributions and barriers influencing the 
sustainability of women's social entrepreneur initiatives. A key focus lies in 
understanding the relationship between authentic and collaborative leadership 
styles in women social entrepreneurs, potentially leading to the formation of 
productive organizations [86-88].

Conclusion 

Two implications emerged from this literature review. Firstly, a practice-
based approach suggests that the researcher could serve as a valuable 
guide for women social entrepreneurs, aiding and deciphering leadership 
styles conducive to successful social enterprises. Secondly, the global nature 
of the study, involving women social entrepreneurs from around the world, 
promises diverse insights into leadership dynamics. Acknowledging the 
limitation of the scarce literature on women social entrepreneurs, this literature 
review is recognized as a conceptual paper, emphasizing the need for an 
empirical study to confer practical relevance and assess the applicability of 
the conceptual model. The theoretical significance lies in the global scope 

of the study and the exploration of collaborative and authentic leadership 
styles among women social entrepreneurs. The practical application of the 
conceptual model is considered essential for a deeper understanding of 
women social entrepreneurs. 
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