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Grounded in the theoretical frameworks of the minority stress model and
the model of positive identity in sexual minority people, the current research
contributes to fill a gap in the previous literature, investigating the relationships
among leadership self-effectiveness, internalized sexual stigma, positive identity,
and adherence to traditional masculinity of gay, lesbian, and bisexual (LGB)
individuals. Through a correlational study (N = 449), we collected data from 229
gay/bisexual men (51%) and 220 lesbian/bisexual women (49%). We hypothesized
that lower internalized sexual stigma, higher LGB positive identity, and higher
adherence to traditional masculinity were associated to higher self-perceived
effectiveness. The interactive relationships among the variables, including
participants’ gender, were investigated from an exploratory perspective. The
hypotheses were tested through two moderated regression models and the results
confirmed that participants with lower internalized sexual stigma and higher LGB
positive identity were more likely to perceive themselves as potential effective
leaders. Also, the results showed a significant interaction between participants’
gender and traditional masculinity score suggesting that high adherence to
traditional masculinity was a significant predictor of self-perceived effectiveness
only for gay/bisexual men, but not for lesbian/bisexual women. This research
contributes to provide both confirmation and novel insights into the key role
of relevant factors impacting on LGB people's leadership self-effectiveness,
which might contribute to preserve the gay glass ceiling effect. The presence
of antidiscrimination policies in organizations not only might reduce reports of
discrimination but also enhance LGB employees’ positive sense of self, which is a
critical aspect to emerge as a leader.

leadership, gay, lesbian and bisexual people, internalized sexual stigma, positive identity,
traditional masculinity and femininity
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Introduction

Despite numerous institutional interventions that aim to
prevent sexual orientation and gender identity stigmatization and
discrimination recently, it is a well-known fact that LGBTQ+
employees still encounter an unequal workplace experience in
practice (Mara et al., 2021; Ozbilgin et al., 2022). One of the leading
discriminations LGBTQ+ employees face in practice is the “gay
glass ceiling effect” in which they report better managerial authority
and supervisory skills, but they are not able to attain top managerial
positions and even get paid less when compared to heterosexual
individuals. Even though LGBTQ+ individuals are more likely
to have a longer formal education, they tend to only reach low
payment managerial positions because of discrimination, not rather
than their different skills or characteristics (Aksoy et al.,, 2019).
Eventually, many LGBTQ+ individuals might feel discouraged
when they comprehend emerging as a leader is a challenging
process requiring too much effort compared to their heterosexual
counterparts (Salvati et al., 2021a).

Understanding the consequences of sexual stigma in the
workplace is noteworthy since sexual minority individuals are
targeted to be marginalized and discriminated against. Sexual
stigma pertains to the negative societal considerations against non-
heterosexual behaviors, identities, relationships, or communities
(Herek and McLemore, 2013). Collectively, society holds a shared
knowledge that all kinds of non-heterosexual behaviors and
attractions are not tenable and subject to stigmatization and
discrimination. On the other hand, heterosexism is a structural
phenomenon in which either every individual is assumed as
heterosexual or any recognition of non-heterosexuality is assumed
abnormal and justifiable for discriminatory treatment and hostility
(Herek et al, 2015). Moreover, sexual stigma might manifest
itself as an internalized sexual stigma. Internalized sexual stigma
refers to the individual’s personal acceptance of sexual stigma
constituted by society regardless of gender identity and sexual
orientation (Herek and McLemore, 2013; Herek et al., 2015).
While heterosexual individual’s internalized sexual stigma shows
up as negative attitudes toward LGBTQ+ individuals (Herek et al.,
2015), LGBTQ+ individual’s internalized sexual stigma might be
both internal and external (Herek et al., 2015; Sommantico et al.,
2018). In other words, LGBTQ+ individuals with high levels of
internalized sexual stigma might have negative attitudes not only
toward their own gender identity and sexual orientation but also
toward other LGBTQ+ individuals.

In organizations where heterosexism is dominant, LGBTQ+
employees perceive career-related barriers based on their gender
identity and sexual orientation (Schmidt et al., 2012; Allan et al,,
2015). Sexual stigma might have negative impacts on LGBTQ+
employees’ career advancement (Fassinger et al, 2010). The
scholars also emphasize that LGBTQ+ employees are concerned
that their effectiveness and success will be seen as inadequate when
they become leaders. Hence, it might be understandable that the
more LGBTQ+ employees internalize sexual stigma against gender
identity and sexual orientation, the lower self-efficacy they may
have. Furthermore, several authors argued that gay and lesbian
employees who have disclosed their sexual orientation might
be prevented in their career path compared to their LGBTQ+
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counterparts who did not (Buser et al., 2015; Dilmaghani, 2018).
In their study, Salvati et al. (2021a,b) found similar results that gay
employees with higher internalized sexual stigma are less likely to
apply for a leadership position because of their sexual orientation.
Hence, it has been hypothesized that there is a significant and
negative association between internalized sexual stigma and self-
perceived effectiveness as a potential leader.

While some LGBTQ+ individuals internalize sexual stigma
based on gender identity and sexual orientation, some LGBTQ+
individuals tend to embrace their gender identity and sexual
orientation. Minority stress theory conceptualized by Meyer (2003)
states that LGBTQ+ individuals with their stigmatized social
identities might experience additional stressors based on their
gender identity or sexual orientation in addition to job-related
stress in heterosexist environments. This internalization process
of stigma is a proximal stressor in which LGBTQ+ individuals
might have internalized sexual stigma, expect or fear rejection,
and try to hide their gender identity and sexual orientation
(Meyer, 2003). Similarly, internalized sexual stigma might not
only lead to concealment at work but also provoke personal
distress (Velez et al., 2013). Hence, having a positive identity might
be a protective factor against discrimination and stigmatization
for sexual minorities living in heteronormative contexts (Riggle
and Rostosky, 2011). Positive LGBTQ+ identity refers to having
positive feelings and thoughts while defining yourself as an
LGBTQ+ -identified person (Rostosky et al., 2018). Scholars
emphasize that having a positive LGBTQ+ identity is not simply
equivalent to not having internalized sexual stigma, but a positive
LGBTQ+ identity is more of a multi-dimensional process rather
than a spectrum (Mohr and Kendra, 2011; Petrocchi et al,
2020). Several studies considered these dimensions that LGBTQ+
individuals hold positive perceptions about the aspects of LGBTQ+
identity including commitment to social justice, sense of belonging
to a community, authenticity, self-awareness, and satisfaction in
romantic relationships (Rostosky et al., 2010; Riggle et al., 2014;
Sung et al., 2015). Having a positive LGBTQ+ identity has been
found to be associated with individuals’ psychological well-being
(Riggle and Rostosky, 2011; Baiocco et al., 2018). In their study,
Petrocchi et al. (2020) investigated the effect of having a positive
LGBTQ+ identity on the well-being of Italian lesbian women, gay
men, and bisexual people. The scholars found out that lesbian
and gay participants hold higher levels of self-positive identity
perception compared to bisexual people. Moreover, they stated that
self-awareness, community, authenticity, and intimacy which are
the dimensions of positive LGBTQ+ identity have a significant
and positive contribution to the well-being of individuals. Previous
research showed that a positive LGBTQ+ identity may act as a
strength and resource to overcome the sexual stigma constituted by
society and promote resilience for sexual minority groups within
different contexts (Vaughan and Rodriguez, 2014). Therefore, we
can hypothesize that employees who develop a positive LGB
identity would see themselves as more effective in leadership
positions, compared to employees with a negative LGB identity.

Social role theory developed by Eagly (1987) not only claims
that gender stereotypes form a standard prototype for descriptive
roles of men and women but also constitute normative roles that
how men and women should behave in certain situations (Coffman,
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2014). Hence, men and women might tend to act according to their
socially assigned gender roles. The dominant stereotypical view
in society is that men are described with masculine and agentic
traits such as being competitive and dominant, whereas women
are considered to hold more feminine and communal traits such
as being warm, compassionate, empathic, and socially oriented
(Salvati et al., 2019; Rosca et al., 2020; Kosakowska-Berezecka
et al.,, 2022). According to the role congruity model (Eagly and
Karau, 2002), there should be a match between the way how
an individual is seen and the traits and behaviors a successful
leader should have. Based on social role theory, stereotypes related
to women’s roles are considered less consistent with leadership
positions (Eagly and Wood, 2012). Therefore, women leaders are
evaluated as less effective than male leaders (Heilman et al., 2004).
Gender stereotypes related to heterosexist ideology also stand upon
LGBTQ+ individuals to conform to assigned gender roles. Thus,
LGBTQ+ employees may try to cope with the stigmatization and
discrimination by trying to fit the social norms and they put much
effort to close the gap between how they act and how they are
expected to act (Ozbilgin et al., 2022). Previous research found
that lesbian women perceived themselves as more masculine than
bisexual and straight women (Kachel et al., 2016). In addition to
this, straight men also perceived themselves as more masculine
than gay men, and most gay men participants perceived themselves
as more masculine than feminine (Kachel et al., 2016). Moreover,
perceiving oneself to have masculine traits and agentic behaviors
are thought to be antecedents of being an effective LGBTQ+
leader (Koenig et al., 2011; De Cristofaro et al., 2020; Salvati
et al.,, 2021a; Shamloo et al., 2022). On the other hand, Fasoli and
Hegarty (2020) focused on the impact of sexual orientation vocal
cues on heterosexual peoples’ evaluations of leadership suitability
and employability, founding that lesbian-sounding women were
evaluated as less suitable than heterosexual-sounding women,
and that the attributions of stereotypical masculinity to lesbian-
sounding women were shown to be irrelevant to discrimination.
Also, the study by Wang et al. (2022) showed that same-sex leaders
with other marginalized identities (i.e., being women) do not suffer
a double stigma penalization. Based on social role theory and the
role congruity model, we might infer that LGBTQ+ individuals
with masculine self-perception are more likely to see themselves
as potential effective leaders (Salvati et al., 2021a; Shamloo et al.,
2022), even though other studies showed inconsistent results for
lesbian women (Fasoli and Hegarty, 2020; Wang et al., 2022).

The current study and hypotheses

The current study focuses on exploring the leadership self-
effectiveness of gay, lesbian, and bisexual (LGB) individuals
in a sample which mainly consist of individuals who are
from U.S. and UK. In Western societies, such as the U.S.
and UK, discrimination against sexual minority employees is
punished by laws (Mize, 2016; Office for National Statistics,
2017; ILGA Europe, 2022). Nevertheless, several disparities still
exist both in US. and UK, like the one that gay men earn
less that heterosexual men in the same job position, while
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lesbian women do not show the same pattern (Aksoy et al,
2019).

In-depth, we investigated the direct and interactive associations
of internalized sexual stigma, LGB positive identity, traditional
masculinity-femininity, and participants’ gender with leadership
self-effectiveness. Although the current literature includes studies
on how LGBTQ+- individuals’ leadership effectiveness is perceived
by heterosexual people (Morton, 2017; Clarke and Arnold, 2018;
Wang et al., 2022), there are not many studies on how LGBTQ+
individuals evaluate their effectiveness (but see Salvati et al., 2021a).
Furthermore, the current literature focuses on how gay male
employees are perceived for leadership positions; (Morton, 2017;
Clarke and Arnold, 2018; De Cristofaro et al., 2020; Pellegrini
et al,, 2020; Salvati et al, 2021a), whereas studies considering
lesbian women and bisexual individuals are more scarce (Fasoli
and Hegarty, 2020; Shamloo et al, 2022; Wang et al., 2022).
Therefore, the current study aims at filling the gap by putting
emphasis on perceived self-effectiveness and including gay, lesbian,
and bisexual participants.

Based on social role theory (Eagly, 1987) and the role congruity
model (Eagly and Karau, 2002; Heilman et al., 2004), we expected
that high levels of internalized sexual stigma would be associated
with low levels of perceived self-effectiveness as a potential leader
(Hypothesis 1), whereas having a high positive LGB identity
would be associated with high perceived self-effectiveness as a
potential leader (Hypothesis 2). Also, we expected that high
adherence to traditional masculinity would be associated with high
perceived self-effectiveness as a potential leader (Hypothesis 3).
Considering the scarcity of literature on the topic, the interactive
relationships between the variables are investigated from an
exploratory perspective, as well as the interactive relationships with
the participants’ gender.

Methods

Power and sample size

Although our main hypotheses were not focused on interactive
effects, we decided to determine the sample size based on a
moderated regression research design. This would ensure us to
obtain an adequate statistical power for also exploring the presence
of potential interactive effects. Thus, we ran an a-priori analysis
for a linear multiple regression model (F-test family) by setting
a small f2 of 0.02, a conventional power of 0.80 and an error
probability of 0.05. Given the lack of previous literature on the
interested interactive associations, we opted for low expected effect
size (Cohen, 1988) in our sample size estimation (Perugini et al.,
2018). With one tested coefficient (i.e., the interaction) on a total of
three (i.e., two main effects and interaction), the analysis revealed
a minimum sample size of 391 participants. The analysis has been
performed with G*power.

Participants and procedure

Participants were recruited online during the month
of February 2021 through Prolific, a software that allows

frontiersin.org


https://doi.org/10.3389/fsoc.2023.1108085
https://www.frontiersin.org/journals/sociology
https://www.frontiersin.org

Salvati et al.

TABLE 1 LGB sample’s descriptives (N = 449).

Variable N %
Gender

Male 229 51%
Female 220 49%

Sexual orientation

Bisexual 10 2.2%

Predominantly homosexual 36 8.0%

Exclusively homosexual 403 89.8%
Nationality

U.s. 151 33.6%
UK. 282 62.8%
Other 16 3.6%

Educational level

Primary school diploma 1 0.2%
Middle school diploma 5 1.1%
High school diploma 140 31.2%
Bachelor’s degree 212 47.2%
Master’s degree 73 16.3%
PhD or higher specialization 18 4.0%
Ethnicity

Asian 24 5.3%
Black 16 3.6%
Latino 13 2.9%
White/caucasian 381 84.9%
Other 14 3.1%

you to recruit and pay research participants by selecting
The (a) be a
native speaker of English; (b) be at least 18 years old; (c)

inclusion criteria. inclusion criteria were:
have a cisgender gender identity; d) have a homosexual
Based on the
criteria, 449 participants (229 gay/bisexual men, 51.0%; 220
lesbian/bisexual women, 49.0%) (Mage= 34.27; SDpge = 12.48)
completed the online questionnaire (See Table 1 for more

or bisexual sexual orientation. inclusion

detailed demographics).

There was a compensation of £ 5.00 per hour. The time
to complete the online questionnaire hosted on Qualtrics was
~10 min. Before starting the questionnaire, participants were told
that they were about to participate in research on leadership.
Before taking part in the research, everyone read and signed
informed consent online which adhered to the revised Declaration
of Helsinki (World Medical Association, 2007) and was approved
by the Research Ethics Committee of the Department of Social
and Developmental Psychology (Removed for blind revision).
At the end of the questionnaire, participants were thanked
for their participation and sent back to the Prolific site for
the compensation.
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Measures

Socio-demographics

Participants were asked to indicate their gender (1 = Male;
2 = Female; 3 = Other), age, sexual orientation (1 = Exclusively
heterosexual; 2 = Predominantly heterosexual; 3 = Bisexual;
4 = Predominantly homosexual; 5 = Exclusively homosexual),
nationality, ethnicity, and educational level (1 = Primary school
diploma; 2 = Middle school diploma; 3 = High school diploma;
4 = PhD or
higher specialization).

Bachelor’s degree; 5 = Masters Degree, 6 =

Internalized sexual stigma

ISS was measured by administering the three-item subscale
‘internalized homonegativity’ of the Lesbian, Gay, and Bisexual
Identity Scale (LGBIS, Mohr and Kendra, 2011). Participants
responded on a 6-point Likert scale, ranging from 1 = Strongly
Disagree to 6 = Strongly agree. The three items were: “If it were
possible, I would choose to be straight”, “I wish I were heterosexual”,
“I believe it is unfair that I am attracted to people of the same
sex”. The ISS score was calculated through the average of the three
items, so that higher scores corresponded to higher levels of ISS. In
the current study, Cronbach’s Alpha was 0.89. (Cronbach’s Alpha
ranged between 0.86 and 0.93 in the original validation study by
Mohr and Kendra, 2011).

LGB positive identity

The three-item subscale ‘Identity Affirmation’ of the LGBIS
(Mohr and Kendra, 2011) was provided to measure participants’
positive identity regarding their sexual identity. Participants
responded on a 6-point Likert scale, ranging from 1 = Strongly
Disagree to 6 = Strongly agree. The three items were: “I am glad
to be an LGB person”, “I'm proud to be part of the LGB community”,
“I am proud to be LGB”. The total score was calculated through
the average of the three items, so that higher scores corresponded
to higher levels of LGB positive identity. In the current study,
Cronbach’s Alpha was 0.91 (Cronbach’s Alpha ranged between 0.89
and 0.94 in the original validation study by Mohr and Kendra,
2011).

Traditional masculinity-femininity

Participants were administered the six-item TMF Scale (Kachel
et al., 2016), which required to attribute a score from 1 = Very
Feminine, to 7 = Very Masculine to six incomplete sentences such
as: “I consider myself as...”, “Traditionally, my interests would be
considered as...”, “Traditionally, my attitudes and beliefs would
be considered as...”. The total score was calculated through the
average of the six items, so that high scores corresponded to higher
levels of traditional masculinity, whereas low scores corresponded
to higher levels of traditional femininity. In the current study,
Cronbach’s Alpha was 0.87. (Cronbachs Alpha was 0.94 in the
original validation study by Kachel et al., 2016).
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Leadership self effectiveness

Participants completed the ten-item scale of leadership
effectiveness by Hais et al. (1997), which was readapted and already
used in previous studies on gay (De Cristofaro et al., 2020; Pellegrini
et al., 20205 Salvati et al., 2021a) and lesbian leadership (Shamloo
et al., 2022). Example items were: “I have the qualities for being
a good leader”, “I would be an effective leader”, and ‘I would be
willing to endorse a leader like me”. This tool detects leadership self-
effectiveness, without referring to a specific leadership context. The
total score was calculated through the average of the ten items, so
that higher scores corresponded to higher levels of self-effectiveness
as potential leader. In the current study, Cronbach’s Alpha was 0.96
(Cronbach’s Alpha was 0.88 in the original validation study by Hais
et al., 1997).

Statistical analyses

Before proceeding to test our hypotheses, we conducted
preliminary analyses investigating correlations, kurtosis and
skewness statistics among the measure collected (Table 2). Such
analyses allowed to explore assumptions of normality and
multicollinearity in our data. Subsequently, two moderated
regression models tested our research hypotheses.

Specifically, in the first moderated regression model, ISS was
entered as predictor (X), EFF as dependent variable (Y), and
TMF (M1) and participants’ gender (M2) as moderators (Model
2 by vers. 4.0 of PROCESS of SPSS; Hayes, 2017). In the second
moderated regression model, LGB PI was entered as predictor (X),
EFF as dependent variable (Y), and TMF (M1) and participants’
gender (M2) as moderators (Model 2 by vers. 4.0 of PROCESS
macro of SPSS; Hayes, 2017).

As additional exploratory analysis, in order to explore the
interactive effect between participants’ TMF and gender, we have
run an additional moderated regression model (Model 1 by vers. 4.0
of PROCESS macro of SPSS; Hayes, 2017) where participants’ TMF

TABLE 2 Correlations and descriptives.

10.3389/fs0c.2023.1108085

and gender were the predictor (X) and moderator (M) respectively,
whereas ISS and LGB PI were included as covariates.

Results

Correlation and preliminary analyses

Preliminary analyses showed that all the measures confirm
normality assumptions, indeed all the absolute skewness and
kurtosis values are lower than 3 and 8, respectively (Kline, 2015).
Also, correlation results indicated that multicollinearity was not an
issue, showing that all the correlations are below the threshold of
|0.80| (Field, 2009). Descriptives by gender are shown in Table 3.

The correlation results are in line with our expectations, giving
first support to our hypotheses. Indeed, EFF showed e negative
association with ISS, r = —0.15, p <0.01, with a low effect size
(Cohen, 1988), indicating that LGB participants with high ISS
are less likely to perceive themselves as effective leaders. On the

TABLE 3 Descriptive statistics by gender.

Lesbian/bisexual
women N = 220

Variable Gay/bisexual men

N =229

M M

Age 36.34% 12.96 32.13> 11.60
Education 3.95% 0.06 3.85% 0.06
LGB PI 4.47° 1.30 4.93° 1.25
1SS 1.73* 1.14 1.60° 1.12
TMF 4,58 0.93 3.73> 1.05
EFF 3.56% 1.00 3.44 0.95

Statistical significant gender differences are showed through different letter in superscript to
the mean values.

LGB PI, LGB Positive Identity; ISS, Internalized Sexual Stigma; TME Traditional
Masculinity-Femininity Scale: High scores correspond to high traditional masculinity; EFF,
Leadership Self-Effectiveness.

Gender Age Education LGB PI ISS TMF EFF ‘
Gender 1
Age —0.17** 1
Education —0.06 0.15™ 1
LGB PI 0.18** —0.15** —0.07 1
1SS —0.05 —0.03 0.06 —0.61** 1
TMF —0.40"* 0.30™* 0.05 —0.16"* 0.02 1
EFF —0.06 0.11* 0.09 0.19%* —0.15** 0.15%* 1
M - 34.28 - 4.70 1.67 4.16 3.50
SD - 12.48 - 1.30 1.13 1.08 0.97
Skewness - 1.04 - —0.95 2.01 —0.25 —0.63
Kurtosis - 0.53 - 0.14 3.58 0.24 —0.17

*p < 0.05; **p < 0.01.

Gender: 1, Male (Gay and Bisexual Men); 2, Female (Lesbian and Bisexual Women); LGB PI, LGB Positive Identity; ISS, Internalized Sexual Stigma; TME, Traditional Masculinity-Femininity
Scale: High scores correspond to high traditional masculinity; EFE, Leadership Self-Effectiveness.
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contrary, the results indicated that EFF was positively associated
with LGB Positive Identity, r = 0.19, p < 0.01, with a low-
medium effect size (Cohen, 1988), suggesting that LGB people
with a more positive identity tend to report high levels of EFF.
Also, es expected EFF showed a positive association with TMEF, r =
0.15, p < 0.01 with a low effect size (Cohen, 1988), indicating that
LGB persons’ traditional masculinity is associated to high score of
leadership self-effectiveness.

Moderated regression model with
internalized sexual stigma

Overall, the model explained a significant proportion of
variance, R? = 5.19%, F(5 443) = 4.85, p < 0.001. Specifically,
as expected ISS was negatively associated with EFE, § = —0.15,
se = 0.05, t = —2.88, p = 0.001 with no interaction neither
with TME, f = —0.01, se =005, t = —0.18, p = 0.859,
nor with participants’ gender, § = 0.08, se = 0.05, t = 1.52,
p = 0.129, indicating that high scores in internalized sexual
stigma are associated to low self-perceived leadership effectiveness,
independently by participants’ traditional masculinity and gender,
confirming our hypothesis 1. As expected TMF was positively
associated with EFE, f§ = 0.14, se =0.05, t = 2.88, p =
0.004, showing that higher score in traditional masculinity is
related to higher self-perceived effectiveness, supporting our
hypothesis 3. The direct effect of participants’ gender on
EFF was not significant, = —0.03, se =0.05, t = —0.65,
p =0.517, showing that gay/bisexual men and lesbian/bisexual
women did not report significant statistical differences in
leadership self-effectiveness.

Moderated regression model with LGB
positive identity

Overall, the model explained a significant proportion of
variance, R? = 7.17%, F(s, 143y = 6.84, p < 0.001. Specifically,
as expected LGB PI was positively associated with EFE, f§ =
0.22, se =0.05, t = 4.74, p < 0.001, with no interaction
neither with TME ff = —0.02, se =0.05, t = —0.33, p
=0.743, nor with participants’ gender, § = —0.05, se =0.05,
t = —1.03, p = 0.302, indicating that high scores in LGB
positive identity are associated to high self-perceived effectiveness,
independently by participants’ traditional masculinity and gender,
confirming our hypothesis 2. As in the first model, TMF was
positively associated with EFE, £ =0.17, se =0.05, t = 3.42,
p <0.001, showing that higher score in traditional masculinity
is related to higher self-perceived effectiveness, supporting our
hypothesis 3. The direct effect of participants’ gender on EFF
—0.62, p
=0.537, showing that gay/bisexual men and lesbian/bisexual

was not significant, f§ = —0.03, se =0.05, t =

women did not report significant statistical differences in
leadership self-effectiveness.
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Additional exploratory analysis

On the one hand, such analysis confirmed the results of the
previous main analyses showing that TMF was positively associated
with EFE f§ = 0.19, se =0.05, t = 3.90, p < 0.001, and that the
direct effect of participants’ gender on EFF was not significant, §
= —0.03, se =0.05, t = —0.54, p = 0.592. On the other hand,
such a model allowed us to show that the direct effect of TMF on
EFF was qualified by the interaction with the participants’ gender,
= —0.20, se = 0.05, t = —4.14, p < 0.001. Specifically, simple
slope analyses clarified that high scores in traditional masculinity
are associated to higher self-perceived leadership effectiveness only
in gay/bisexual men, § = 0.39, se = 0.07, t = 5.35, p < 0.001, but
not in lesbian/bisexual women, B = —0.01, se =0.07, t = —0.21,
p =0.830 (Figure 1).

Discussion

The present study aimed to make significant contributions
to the studies on leadership effectiveness by investigating the
self-perceptions of gay, lesbian, and bisexual individuals. For
this purpose, we investigated the impacts of internalized sexual
stigma, LGB positive identity, and adherence to traditional
masculinity on leadership self-effectiveness. Additionally, whether
and how participants’ gender and traditional masculinity affect
the relationship between internalized sexual stigma, LGB positive
identity, and leadership self-effectiveness was examined.

Our first model showed that internalized sexual stigma has
a significant and negative impact on leadership self-effectiveness.
Thus, our first hypothesis indicating that the more individuals
internalize the sexual stigma, the less they perceived themselves as
a potential effective leader was supported. This result is consistent
with the previous studies emphasizing that embracing the sexual
stigma about your sexuality might influence the way how you
perceive yourself as a potential leader (Fassinger et al., 2010;
Salvati et al., 2021a). This might be partially explained by the
fact that LGB people with high internalized sexual stigma tend to
enact heteronormative practices through the adhenre to traditional
masculinity and femininity and through the rejection of behaviors
which are not considered gender role conforming in order to
consider themselves worthy of leadership positions (Eagly, 1987;
Eagly and Karau, 2002; Heilman et al., 2004; Salvati et al., 2018).
By doing this, they can also hinder their career development.

The second hypothesis which defended that LGB positive
identity has a significant and positive contribution to leadership
self-effectiveness was also supported in the second model. Indeed,
our findings revealed that when individuals are glad and proud to
be an LGB person and about their presence in the LGB community,
they are more likely to perceive themselves as potential effective
leaders. Our result is in line with Riggle and Rostosky’s (2011)
assumptions that having a positive LGB identity perception might
help individuals to boost their self-esteem in their working lives
and their motivation to reach higher positions. Moreover, Riggle
and Rostosky (2011) also argue that when LGB individuals achieve
this goal, they might not only become efficient leaders but also
role models for others by showing them the vital importance
of embracing their LGB identity. Our result supports these
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Scale: Higher scores correspond to higher traditional masculinity.

Simple slopes analyses of the interaction TMFxGender on EFF. EFF, Self-perceived leadership effectiveness; TMF, Traditional Masculinity-Femininity

assumptions empirically and extends previous research findings
which were focused on internalized sexual stigma exclusively
(Salvati et al., 2021a).

Our third hypothesis which predicted that traditional
masculinity would have a significant and positive contribution to
leadership self-effectiveness was also supported. In other words,
the more LGB individuals perceive and describe themselves
as traditionally masculine, the more their self-perception of
becoming effective leaders strengthens. Our finding is in line
with previous countless studies on leadership addressing that
holding masculine traits is a strong antecedent of becoming an
effective leader (Liberman and Golom, 2015; De Cristofaro et al.,
2020; Salvati et al, 2021a). However, our results highlighted
that high traditional masculinity is a significant predictor of
self-perceived effectiveness only for gay/bisexual men, but not for
lesbian/bisexual women. Even though LGB individuals struggle to
fit in with normative expectations at work and in life, gay/bisexual
men who violate traditional gender roles are inclined to face
more stigmatization and prejudices, compared to gay/bisexual
men who conform to traditional gender roles (Steffens et al,
2015; Salvati et al., 2021b). It might be reasonable to underline
that gay/bisexual men are more expected to adhere to traditional
masculine roles to fit in and be accepted by others (Vandello and
Bosson, 2013; Bosson et al., 2021). This might be one reason in
our study why gay/bisexual participants’ belief about holding
more masculine traits led them to evaluate themselves as more
effective potential leaders, compared to lesbian/bisexual women.
On the other hand, another possible explanation might be those
lesbian/bisexual women are expected to have both masculine
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and feminine traits for becoming effective leaders (Niedlich and
Steffens, 2015; Shamloo et al., 2022). By doing this, they would
meet the most dominant criteria of becoming a good leader
which is “having masculine traits” and having feminine traits
would come up as a coping strategy not to break gender roles
(Fassinger et al., 2010; Niedlich and Steffens, 2015). The study by
Kachel et al. (2016) could support this by showing that lesbian and
bisexual women consider themselves less masculine than gay and
bisexual men.

Practice implications

This research contributes to providing both confirmation and
novel insights into the key role of relevant factors impacting on LGB
people’s leadership self-effectiveness such as internalized sexual
stigma, positive LGB identity, and traditional masculinity, which
might contribute to preserving the gay glass ceiling effect. Drawing
on the minority stress theory developed by Meyer (2003), we
might assume that LGBTQ+- individuals are at risk of experiencing
stigmatization, marginalization, and discrimination in heterosexist
institutional settings. They are not only exposed to job-related
stressors but also to minority-specific stressors. On the other
hand, this heterosexist working environment might lead LGBTQ+
individuals to internalize sexual stigma. Thus, it is very crucial
to develop institutional interventions to prevent discrimination,
marginalization, and stigmatization against sexual minorities. The
presence of antidiscrimination policies in organizations not only
reduces reports of discrimination (Barron and Hebl, 2013) but
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also enhances LGBTQ+ employees’ positive sense of self (Riggle
et al., 2010). As we mentioned before, it is very critical having
a positive sense of self for LGBTQ+ employees to emerge as
a leader. Furthermore, organizations should also put forward
inclusivity training and diversity management programs. LGBTQ+
employees are less likely to report interpersonal discrimination
when their organization develops antidiscrimination policies and
diversity training that consider sexual minorities (Button, 2001).
Organizations that give importance to diversity and inclusion
might prevent violence against LGBTQ+ employees by developing
such practical strategies. Moreover, these organizations might even
help to prevent LGBTQ+ individuals from internalizing assigned
gender roles and to develop a positive LGBTQ+ identity. LGBTQ+
employees with low internalized sexual stigma and high positive
identity perception might feel more confident to attain higher
positions. Of course, we do not believe nor that “masculinity”
should be taught to lesbian and bisexual women, nor that gay
and bisexual men should train certain behaviors in line with
traditional masculinity norms. In our opinion, being aware of
these relationships is in itself already an element that contributes
to the awareness and understanding the phenomenon of the gay
ceiling effect. In our opinion, it would be better to intervene on the
reduction of internalized sexual stigma and on promoting a positive
LGB identity. Therefore, organizations might get benefit from these
individuals and not waste these talents.

Limitations and future research
directions

The current study is not without limitations. Firstly, the
correlational nature of our data does not allow us to infer causal-
effect relationships. Future studies might corroborate and extend
our preliminary findings by conducting experimental studies (i.e.,
by manipulating participants’ masculinity and femininity through
a fictitious score on a test; Salvati et al, 2021b). On a related
methodological note, we used self-reports to measure our variables,
whereas future studies might focus on using objective measures
of leadership effectiveness. Moreover, qualitative studies might be
performed to get a deeper understanding of LGBTQ+ individuals’
beliefs and experiences about their leadership experiences and self-
effectiveness perception. Thirdly, we did not focus on a specific job
context, but we asked our LGB participants to evaluate themselves
as a potential effective leader in general. Future studies might
consider specific job contexts which are stereotypically perceived
as more “masculine” or “feminine”. Indeed, based on gender
stereotypes, some occupations could be associated with women
while others with men (Heilman, 1983; Eagly, 1987). Thus, based on
the lack-of-fit-model (Heilman, 1983) and the gender stereotypes
affecting gay and lesbian individuals, heterosexual people and LGB
individuals themselves might perceive a gay man and a lesbian
woman as more suitable for a leadership position in a stereotypical
female-typed or masculine-type occupation, respectively (Clarke
and Arnold, 2018; Pellegrini et al., 2020).

A further limitation might be the choice to use moderated
regression models, rather than path analysis models or multigroup
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analyses, which would allow to analyze all the direct and the
interactive effects jointly, including both internalized sexual stigma
and LGB positive identity as two main predictors simultaneously.
The current hypotheses and sample size did not provide a reason to
formulate models with more interaction terms, but future studies
might deepen the relationships among the variables tested, in order
to enrich the picture. Lastly, although our study extends the results
of previous literature by involving lesbian/bisexual women too,
however, the generalizability of our findings is still limited because
they are not applicable to the whole LGBTQ+ people. Future
studies might include employees with other gender identities and
sexual orientations in order to avoid perpetuating their invisibility
also within the LGBTQ+ community since they are one of the
pioneer subjects of the glass ceiling effect (Salvati and Koc, 2022).

Conclusion

The current research has as an innovative strength the
focus on the positive dimension of LGB identity which can,
unlike internalized sexual stigma, positively impact on leadership
effectiveness of LGB people. Such an aspect is relevant in terms
of application and intervention implications, suggesting to focus
not only on programs aimed at reducing internalized sexual
stigma in LGBTQ+ people but also and above all aimed at
developing a positive LGB identity and feelings of pride. At the
same time, this research supported the previous results showing
that adhering to traditional masculinity is still a key factor for
gay/bisexual men (but not for lesbian/bisexual women) which
affect their self-percevived leadership effectiveness. Future studies
might consider the multidimensional aspects that characterize LGB
positive identity in order to investigate what are the ones mainly
related to the leadership self-effectiveness, and consequently having
a more complete and articulated view of the various relationships.

Data availability statement

The raw data supporting the conclusions of this article will be
made available by the authors, without undue reservation.
Ethics statement

The studies involving human participants were reviewed and
approved by Department of Social and Developmental Psychology,

Sapienza University of Rome. The patients/participants provided
their written informed consent to participate in this study.

Author contributions

Conceptualization and methodology: MS, VP, and VD.
Formal analysis: VP. Investigation and supervision and project
administration: MS and VD. Resources and data curation: MS.
Writing—original draft: TS and MS. Writing—review and editing:

frontiersin.org


https://doi.org/10.3389/fsoc.2023.1108085
https://www.frontiersin.org/journals/sociology
https://www.frontiersin.org

Salvati et al.

TS, MS, and VD. All authors have read and agreed to the published
version of the manuscript.

Funding

The research was funded by a Seedcorn Grant of the European
Association of Social Psychology (EASP), won by Marco Salvati on
December 3rd 2020.

Conflict of interest

The authors declare that the research was conducted
in the absence of any commercial or financial relationships

References

Aksoy, C. G., Carpenter, C. S., Frank, J., and Huffman, M. L. (2019). Gay glass
ceilings: Sexual orientation and workplace authority in the UK. J. Econ. Behav. Organ.
159, 167-180. doi: 10.1016/j.jebo.2019.01.013

Allan, B. A, Tebbe, E. A,, Duffy, R. D,, and Autin, K. L. (2015). Living a calling,
life satisfaction, and workplace climate among a lesbian, gay, and bisexual population.
Career Dev. Q. 63, 306-319. doi: 10.1002/cdq.12030

Baiocco, R,, Salvati, M., Carone, N., Ioverno, S., Nappa, M. R., and Pistella, J. (2018).
Identita positiva in persone lesbiche, gay e bisessuali: Un contributo alla validazione
italiana della lesbian, gay, and bisexual positive identity measure (LGB-PIM). Giornale
Italiano di Psicologia 45, 953-978. doi: 10.1037/t74138-000

Barron, L. G., and Hebl, M. (2013). The force of law: The effects of sexual orientation
antidiscrimination legislation on interpersonal discrimination in employment. Psychol.
Public Pol. Law 19, 191-205. doi: 10.1037/a0028350

Bosson, J. K., Jurek, P., Vandello, J. A., Kosakowska-Berezecka, N., Olech, M.,
Besta, T., et al. (2021). Psychometric properties and correlates of precarious manhood
beliefs in 62 nations. J. Cross Cult. Psychol. 52, 231-258. doi: 10.1177/00220221219
97997

Buser, T., Geijtenbeek, L., and Plug, E. (2015). Do Gays Shy Away From Competition?
Do Lesbians Compete too Much? 1ZA Discussion Papers, No. 9382. Bonn: Institute for
the Study of Labor (IZA). doi: 10.2139/ssrn.2672168

Button, S. B. (2001). Organizational efforts to affirm sexual diversity: a
cross-level examination. J. Appl. Psychol. 86, 17-28. doi: 10.1037/0021-9010.
86.1.17

Clarke, H. M., and Arnold, K. A. (2018). The influence of sexual orientation on the
perceived fit of male applicants for both male-and female-typed jobs. Front. Psychol. 9,
656. doi: 10.3389/fpsyg.2018.00656

Coffman, K. B. (2014). Evidence on self-stereotyping and the contribution of ideas.
Q. J. Econ. 129, 1625-1660. doi: 10.1093/qje/qju023

Cohen, J. (1988). Statistical Power Analysis for the Behavioral Sciences. 2nd ed. Hills-
dale, NJ: Erlbaum.

De Cristofaro, V., Pellegrini, V., Giacomantonio, M., and Salvati, M. (2020).
Perceived leadership effectiveness among heterosexual and gay men: do leaders’ sexual
orientation and gender typicality make a difference? Psicologia Sociale. 15, 53-66.
doi: 10.1482/96294

Dilmaghani, M. (2018). Sexual orientation, labour supply and occupational sorting
in Canada. Indus Rel J. 49, 298-318. doi: 10.1111/irj.12223

Eagly, A. H. (1987). Sex Differences in Social Behavior: A Social-Role Interpretation.
London: Psychology Press.

Eagly, A. H., and Wood, W. (2012). Social role theory. Handbook Theor. Soc.
Psychol. 2, 458-476. doi: 10.4135/9781446249222.n49

Eagly, A. H., and Karau, S. J. (2002). Role congruity theory of prejudice toward
female leaders. Psychol. Rev. 109, 573-598. doi: 10.1037/0033-295X.109.3.573

Fasoli, F., and Hegarty, P. (2020). A leader doesn’t sound lesbian!: The
impact of sexual orientation vocal cues on heterosexual persons’ first impression
and hiring decision. Psychol Women Q. 44, 234-255. doi: 10.1177/036168431989
1168

Fassinger, R. E., Shullman, S. L., and Stevenson, M. R. (2010). Toward an affirmative
lesbian, gay, bisexual, and transgender leadership paradigm. Am. Psychol. 65, 201-215.
doi: 10.1037/a0018597

Frontiersin Sociology

10.3389/fs0c.2023.1108085

that could be construed as a conflict

of interest.

potential

Publisher’s note

All claims expressed in this article are solely those
of the authors and do not necessarily represent those of
their those of the publisher,
the editors and the reviewers. Any product that may be

affiliated organizations, or

evaluated in this article, or claim that may be made by
its manufacturer, is not guaranteed or endorsed by the
publisher.

Field, A. (2009). Discovering Statistics Using SPSS. Thousand oaks, CA:
Sage Publications.

Hais, S.C., Hogg, M.A., and Duck, ].M. (1997). Self-categorization and leadership:
effects of group prototypicality and leader stereotypicality. Pers. Soc. Psychol. Bull. 23,
1087-1099. doi: 10.1177/01461672972310009

Hayes, A. F. (2017). Introduction to Mediation, Moderation, and Conditional Process
Analysis: A Regression-Based Approach. New York, NY: Guilford Publications.

Heilman, M. E. (1983). Sex bias in work settings: The lack of fit model. Res. Organ.
Behav. 5, 269-298. Available online at: https://psycnet.apa.org/record/1984-10927-001

Heilman, M. E., Wallen, A. S., Fuchs, D., and Tamkins, M. M. (2004). Penalties for
success: reactions to women who succeed at male gender-typed tasks. J. Appl. Psychol.
89, 416-427. doi: 10.1037/0021-9010.89.3.416

Herek, G. M., Gillis, J. R., and Cogan, J. C. (2015). Internalized stigma among sexual
minority adults: insights from a social psychological perspective. Stig. Health. 1, 18-34.
doi: 10.1037/2376-6972.1.S.18

Herek, G. M., and McLemore, K. A. (2013). Sexual prejudice. Ann. Rev. Psychol. 64,
309-333. doi: 10.1146/annurev-psych-113011-143826

ILGA Europe. (2022). Rainbow Europe Map and Index. Available online at: https://
www.ilga-europe.org/report/rainbow-europe-2022/. (accessed February 13, 2023).

Kachel, S., Steffens, M. C., and Niedlich, C. (2016). Traditional masculinity and
femininity: Validation of a new scale assessing gender roles. Front. Psychol. 7, 956.
doi: 10.3389/fpsyg.2016.00956

Kline, R. B. (2015). Principles and Practice of Structural Equation Modeling. London:
Guilford publications.

Koenig, A. M., Eagly, A. H., Mitchell, A. A., and Ristikari, T. (2011). Are leader
stereotypes masculine? A meta-analysis of three research paradigms. Psychol. Bull. 137,
616-642. doi: 10.1037/a0023557

Kosakowska-Berezecka, N., Bosson, J. K., Jurek, P., Besta, T., Olech, M.,
and Zadkowska, M. (2022). Gendered Self-views across 62 countries: a test
of competing models. Soc. Psychol. Person. Sci. Advance online publication.
doi: 10.1177/19485506221129687

Liberman, B. E., and Golom, F. D. (2015). Think manager, think male?
Heterosexuals’ stereotypes of gay and lesbian managers. Equal. Diver. Inclus. Int. ]. 34,
566-578. doi: 10.1108/EDI-01-2015-0005

Mara, L. C., Ginieis, M., and Brunet-Icart, I. (2021). Strategies for coping with LGBT
discrimination at work: A systematic literature review. Sex. Res. Soc. Pol. 18, 339-354.
doi: 10.1007/513178-020-00462-w

Meyer, I. H. (2003). Prejudice, social stress, and mental health in lesbian, gay,
and bisexual populations: conceptual issues and research evidence. Psychol. Bull. 129,
674-697. doi: 10.1037/0033-2909.129.5.674

Mize, T. D. (2016). Sexual orientation in the labor market. Am. Sociol. Rev. 81,
1132-1160. doi: 10.1177/0003122416674025

Mohr, J. J., and Kendra, M. S. (2011). Revision and extension of a multidimensional
measure of sexual minority identity: the Lesbian, Gay, and Bisexual Identity Scale. J.
Counsel. Psychol. 58, 234-245. doi: 10.1037/20022858

Morton, J. W. (2017). Think leader, think heterosexual male? The perceived
leadership effectiveness of gay male leaders. Can. J. Admin. Sci. 34, 159-169.
doi: 10.1002/cjas.1434

frontiersin.org


https://doi.org/10.3389/fsoc.2023.1108085
https://doi.org/10.1016/j.jebo.2019.01.013
https://doi.org/10.1002/cdq.12030
https://doi.org/10.1037/t74138-000
https://doi.org/10.1037/a0028350
https://doi.org/10.1177/0022022121997997
https://doi.org/10.2139/ssrn.2672168
https://doi.org/10.1037/0021-9010.86.1.17
https://doi.org/10.3389/fpsyg.2018.00656
https://doi.org/10.1093/qje/qju023
https://doi.org/10.1482/96294
https://doi.org/10.1111/irj.12223
https://doi.org/10.4135/9781446249222.n49
https://doi.org/10.1037/0033-295X.109.3.573
https://doi.org/10.1177/0361684319891168
https://doi.org/10.1037/a0018597
https://doi.org/10.1177/01461672972310009
https://psycnet.apa.org/record/1984-10927-001
https://doi.org/10.1037/0021-9010.89.3.416
https://doi.org/10.1037/2376-6972.1.S.18
https://doi.org/10.1146/annurev-psych-113011-143826
https://www.ilga-europe.org/report/rainbow-europe-2022/
https://www.ilga-europe.org/report/rainbow-europe-2022/
https://doi.org/10.3389/fpsyg.2016.00956
https://doi.org/10.1037/a0023557
https://doi.org/10.1177/19485506221129687
https://doi.org/10.1108/EDI-01-2015-0005
https://doi.org/10.1007/s13178-020-00462-w
https://doi.org/10.1037/0033-2909.129.5.674
https://doi.org/10.1177/0003122416674025
https://doi.org/10.1037/a0022858
https://doi.org/10.1002/cjas.1434
https://www.frontiersin.org/journals/sociology
https://www.frontiersin.org

Salvati et al.

Niedlich, C., and Steffens, M. C. (2015). On the interplay of (positive) stereotypes
and prejudice: Impressions of lesbian and gay applicants for leadership positions.
Sensoria J. Mind Brain Cult. 11, 70-80. doi: 10.7790/sa.v11i1.408

Office for National Statistics. (2017). Annual Survey of Hours and Earnings: 2017
Provisional and 2016 Revised Results. Available online at: https://www.ons.gov.uk/
employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/
annualsurveyofhoursandearnings/2017provisionaland2016revisedresults#average-

earnings. (accessed February 13, 2023).

Ozbilgin, M. F., Erbil, C., Baykut, S., and Kamasak, R. (2022). Passing as resistance
through a Goffmanian approach: Normalized, defensive, strategic, and instrumental
passing when LGBTQ+ individuals encounter institutions. Gend. Work Organ.
Advance online publication. doi: 10.1111/gwao.12928

Pellegrini, V., De Cristofaro, V., Giacomantonio, M., and Salvati, M. (2020).
Why are gay leaders perceived as ineffective? The role of the type of organization,
sexual prejudice and gender stereotypes. Person. Individ. Diff. 157, 109817.
doi: 10.1016/j.paid.2020.109817

Perugini, M., Gallucci, M., and Costantini, G. (2018). A practical primer to
power analysis for simple experimental designs. Int. Rev. Soc. Psychol. 31, 1-23.
doi: 10.5334/irsp.181

Petrocchi, N., Pistella, J., Salvati, M., Carone, N., Laghi, F., and Baiocco, R. (2020).
I embrace my LGB identity: self-reassurance, social safeness, and the distinctive
relevance of authenticity to well-being in Italian lesbians, gay men, and bisexual people.
Sex. Res. Soc. Pol. 17, 75-86. doi: 10.1007/s13178-018-0373-6

Riggle, E. D., Mohr, J. J., Rostosky, S. S., Fingerhut, A. W., and Balsam, K. F. (2014).
A multifactor lesbian, gay, and bisexual positive identity measure (LGB-PIM). Psychol.
Sex. Orientat. Gend. Diver. 1, 398. doi: 10.1037/sgd0000057

Riggle, E. D., and Rostosky, S. S. (2011). A positive view of LGBTQ: Embracing
Identity and Cultivating Well-being. Lanham, ML: Rowman and Littlefield Publishers.

Riggle, E. D., Rostosky, S. S., and Horne, S. (2010). Does it matter where you live?
Nondiscrimination laws and the experiences of LGB residents. Sex. Res. Soc. Pol. 7,
168-175. doi: 10.1007/s13178-010-0016-z

Rosca, E., Agarwal, N, and Brem, A. (2020). Women entrepreneurs
as agents of change: a comparative analysis of social entrepreneurship
processes in emerging markets. Technol. Forecast. Soc. Change. 157, 120067.
doi: 10.1016/j.techfore.2020.120067

Rostosky, S., Riggle, E. D., Pascale-Hague, D., and McCants, L. E. (2010).
The positive aspects of a bisexual self-identification. Psychol. Sex. 1, 131-144.
doi: 10.1080/19419899.2010.484595

Rostosky, S. S., Cardom, R. D., Hammer, J. H., and Riggle, E. D. (2018). LGB positive
identity and psychological well-being. Psychol. Sex. Orient. Gen. Divers. 5, 482-489.
doi: 10.1037/sgd0000298

Salvati, M., and Koc, Y. (2022). Advancing research into the social psychology of
sexual orientations and gender identities: current research and future directions. Eur.
J. Soc. Psychol. 52, 225-232. doi: 10.1002/ejsp.2875

Salvati, M., Passarelli, M., Chiorri, C., Baiocco, R., and Giacomantonio, M. (2021b).
Masculinity threat and implicit associations with feminine gay men: sexual orientation,

Frontiersin Sociology

10

10.3389/fs0c.2023.1108085

sexual stigma, and traditional masculinity. Psychol. Men Masculin. 22, 649-668.
doi: 10.1037/men0000338

Salvati, M., Pellegrini, V., Giacomantonio, M., and De Cristofaro, V. (2021a).
Embrace the leadership challenge: the role of Gay men’s internalized sexual stigma
on the evaluation of others’ leadership and one’s own. Br. J. Soc. Psychol. 60, 700-719.
doi: 10.1111/bjso.12424

Salvati, M., Pistella, J., and Baiocco, R. (2018). Gender roles and internalized sexual
stigma in gay and lesbian persons: a quadratic relation. Int. J. Sex. Health. 30, 42-48.
doi: 10.1080/19317611.2017.1404542

Salvati, M., Piumatti, G., Giacomantonio, M., and Baiocco, R. (2019). Gender
stereotypes and contact with gay men and lesbians: the mediational role of sexism
and homonegativity. J. Commun. Appl. Soc. Psychol. 29, 461-473. doi: 10.1002/casp.
2412

Schmidt, S. W., Githens, R. P., Rocco, T. S., and Kormanik, M. B. (2012). Lesbians,
gays, bisexuals, and transgendered people and human resource development: An
examination of the literature in adult education and human resource development.
Hum. Res. Dev. Rev. 11, 326-348. doi: 10.1177/1534484312447193

Shamloo, S. E., De Cristofaro, V., Pellegrini, V., and Salvati, M. (2022). Masculinity
and leadership effectiveness (self-) perceptions: the case of lesbian leaders. Int. J.
Environ. Res. Public Health. 19, 1-14. doi: 10.3390/ijerph192417026

Sommantico, M., De Rosa, B.,, and Parrello, S. (2018). Internalized sexual
stigma in Italian lesbians and gay men: the roles of outness, connectedness to the
LGBT community, and relationship satisfaction. J. Sex Marit. Ther. 44, 641-656.
doi: 10.1080/0092623X.2018.1447056

Steffens, M. C., Jonas, K. J., and Denger, L. (2015). Male role endorsement
explains negative attitudes toward lesbians and gay men among students in Mexico
more than in Germany. J. Sex Res. 52, 898-911. doi: 10.1080/00224499.2014.96
6047

Sung, M. R,, Szymanski, D. M., and Henrichs-Beck, C. (2015). Challenges, coping,
and benefits of being an Asian American lesbian or bisexual woman. Psychol. Sex.
Orient. Gen. Divers. 2, 52-64. doi: 10.1037/sgd0000085

Vandello, J. A., and Bosson, J. K. (2013). Hard won and easily lost: A review and
synthesis of theory and research on precarious manhood. Psychol. Men Mascul. 14,
101-113. doi: 10.1037/20029826

Vaughan, M. D., and Rodriguez, E. M. (2014). LGBT strengths: Incorporating
positive psychology into theory, research, training, and practice. Psychol. Sex. Orient.
Gen. Divers. 1, 325-334. doi: 10.1037/sgd0000053

Velez, B. L., Moradi, B.,, and Brewster, M. E. (2013). Testing the tenets of
minority stress theory in workplace contexts. J. Counsel. Psychol. 60, 532-542.
doi: 10.1037/a0033346

Wang, G., Steffensen, D. S., Perrew,é, P. L., Ferris, G. R, and Jordan,
S. L. (2022). Does leader same-sex sexual orientation matter to leadership
effectiveness? A four-study model-testing investigation. J. Bus. Psychol. 37, 557-580.
doi: 10.1007/s10869-021-09759-y

World Medical Association. (2007). Ethics Unit. Declaration of Helsinki. Available
online at: www.wma.net/e/ethicsunit/helsinki.htm. (accessed February 13, 2023).

frontiersin.org


https://doi.org/10.3389/fsoc.2023.1108085
https://doi.org/10.7790/sa.v11i1.408
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/annualsurveyofhoursandearnings/2017provisionaland2016revisedresults#average-earnings
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/annualsurveyofhoursandearnings/2017provisionaland2016revisedresults#average-earnings
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/annualsurveyofhoursandearnings/2017provisionaland2016revisedresults#average-earnings
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/bulletins/annualsurveyofhoursandearnings/2017provisionaland2016revisedresults#average-earnings
https://doi.org/10.1111/gwao.12928
https://doi.org/10.1016/j.paid.2020.109817
https://doi.org/10.5334/irsp.181
https://doi.org/10.1007/s13178-018-0373-6
https://doi.org/10.1037/sgd0000057
https://doi.org/10.1007/s13178-010-0016-z
https://doi.org/10.1016/j.techfore.2020.120067
https://doi.org/10.1080/19419899.2010.484595
https://doi.org/10.1037/sgd0000298
https://doi.org/10.1002/ejsp.2875
https://doi.org/10.1037/men0000338
https://doi.org/10.1111/bjso.12424
https://doi.org/10.1080/19317611.2017.1404542
https://doi.org/10.1002/casp.2412
https://doi.org/10.1177/1534484312447193
https://doi.org/10.3390/ijerph192417026
https://doi.org/10.1080/0092623X.2018.1447056
https://doi.org/10.1080/00224499.2014.966047
https://doi.org/10.1037/sgd0000085
https://doi.org/10.1037/a0029826
https://doi.org/10.1037/sgd0000053
https://doi.org/10.1037/a0033346
https://doi.org/10.1007/s10869-021-09759-y
www.wma.net/e/ethicsunit/helsinki.htm
https://www.frontiersin.org/journals/sociology
https://www.frontiersin.org

	Gay, Lesbian, and Bisexual (LGB) peoples' leadership self-effectiveness: The roles of internalized sexual stigma, LGB positive identity, and traditional masculinity
	Introduction
	The current study and hypotheses

	Methods
	Power and sample size
	Participants and procedure
	Measures
	Socio-demographics
	Internalized sexual stigma 
	LGB positive identity
	Traditional masculinity-femininity
	Leadership self effectiveness

	Statistical analyses

	Results
	Correlation and preliminary analyses
	Moderated regression model with internalized sexual stigma
	Moderated regression model with LGB positive identity
	Additional exploratory analysis

	Discussion
	Practice implications

	Limitations and future research directions
	Conclusion
	Data availability statement
	Ethics statement
	Author contributions
	Funding
	Conflict of interest
	Publisher's note
	References


