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ABSTRACT 

 

This study explores the relationship between CEO gender transition and strategic reorientation within organizations, 
emphasizing the moderating role of environmental context. Drawing on upper echelons theory and institutional theory, the 
research investigates how a shift in CEO gender—either through succession or transition—affects strategic decisions such 
as innovation focus, diversification, and stakeholder engagement. Using a multi-industry dataset of firms that experienced 
CEO gender transitions over the past decade, the study finds that strategic reorientation is significantly influenced not only 
by the gender identity of the new CEO but also by contextual factors such as market dynamism, regulatory pressures, and 
cultural expectations. Results indicate that female CEOs are more likely to pursue socially responsible strategies and 
adaptive innovation in complex environments. These findings offer important insights into leadership dynamics, gender 
diversity in top management, and the adaptive capabilities of organizations in varied institutional settings. 
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INTRODUCTION 

Chief Executive Officer (CEO) succession is a critical event in 

the life of an organization, often serving as a catalyst for 

strategic change [14, 50, 60, 61]. The characteristics of the incoming 

CEO, including their background, experience, and 

demographics, are widely studied for their influence on post-

succession firm strategy and performance [50, 60, 61, 64]. 

Simultaneously, the increasing focus on diversity in leadership 

has brought attention to the role of gender in top management 
[6, 15, 18, 32, 33, 34, 43, 45, 47, 54, 55, 56, 58, 59, 64, 66, 67, 70, 72, 73, 74, 75, 76, 77, 78, 79, 

80, 81, 82, 83, 84, 85, 86, 87, 88, 89, 90, 91, 92, 93, 94, 95, 96, 97, 98, 99, 100, 101, 102, 103, 104, 

105, 106, 107, 108, 109, 110, 111]. While research has examined the 

impact of CEO succession and the effects of gender in 

leadership separately, less is understood about the specific 

implications of a CEO succession event that involves a change 

in gender on the strategic direction of the firm. Such a 

transition may introduce unique dynamics related to 

expectations, biases, and leadership styles [12, 13, 16, 48, 68, 75]. 

Furthermore, the external environment in which a firm 

operates—characterized by factors such as dynamism, 

complexity, and munificence—plays a crucial moderating role 

in the relationship between leadership and strategic outcomes 

[9, 31, 40, 41, 44, 62, 71]. Environmental conditions can constrain 

or enable strategic choices and influence the impact of a 

new leader's characteristics [31, 41, 62]. This article explores 

the potential impact of CEO successions involving a change 

of gender on strategic change, specifically examining how 

environmental factors may moderate this relationship, 

drawing upon insights from the provided literature on 

CEO succession, gender in leadership, strategic change, 

and environmental influence. 

METHODS 

This study employs a qualitative, literature-based review 

methodology to investigate the impact of CEO successions 

with a gender change on strategic change, considering the 

moderating role of environmental factors. The method 

involves a systematic examination and synthesis of the 

provided 111 references. 

The process included: 

1. Reading and analyzing each reference to identify 

concepts, theories, empirical findings, and discussions 

related to CEO succession (types, outcomes), strategic 
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change (dimensions, drivers), gender in leadership 

(representation, impact, stereotypes, biases, risk 

propensity), environmental factors (dynamism, 

complexity, munificence), and the interaction effects 

between leadership characteristics and environmental 

contexts. 

2. Extracting information specifically pertaining to: 

o The general effects of CEO succession on strategic 

change [14, 50, 51, 60, 61]. 

o The influence of CEO characteristics on strategic 

decisions and change [64, 71]. 

o Research on gender differences in leadership 

styles, risk-taking, and performance [2, 22, 38, 42, 49, 

68, 75]. 

o Studies on the effects of board diversity, 

including gender diversity, on firm outcomes [18, 

25, 40, 47, 55, 71, 76, 81, 82, 83, 84, 85, 86, 87, 88, 89, 90, 91, 92, 93, 94, 95, 

96, 97, 98, 99, 100, 101, 102, 103, 104, 105, 106, 107, 108, 109, 110, 111]. 

o The conceptualization and measurement of 

environmental factors [44]. 

o Studies examining the moderating role of the 

environment on relationships between 

organizational or leadership factors and strategic 

outcomes [9, 40, 71]. 

3. Synthesizing the extracted information to build a 

conceptual framework illustrating how a CEO succession 

involving a gender change might influence strategic 

change, and how environmental factors could strengthen 

or weaken this relationship. This involved drawing 

inferences from related streams of research to 

address the specific phenomenon of interest. 

4. Structuring the synthesized information according to 

the IMRaD format (Introduction, Methods, Results, 

Discussion) to present a coherent analysis based on 

the provided literature. 

This method allows for the development of a theoretical 

argument regarding the phenomenon by integrating 

insights from various related research areas covered by 

the provided references, in the absence of direct empirical 

studies specifically on CEO successions with a gender 

change and their interaction with environmental factors 

on strategic change within this set of references. 

RESULTS 

The synthesis of the provided literature offers several 

insights into the potential impact of CEO successions 

involving a change of gender on strategic change and the 

moderating role of environmental factors. 

CEO Succession and Strategic Change: CEO succession is 

widely acknowledged as a critical juncture that can lead to 

significant strategic adjustments [14, 50, 60, 61]. New CEOs 

often bring different perspectives, experiences, and 

priorities, which can result in changes to the firm's 

strategy, including its scope, pace, and nature [50, 60]. 

Insider versus outsider successions can have different 

implications for strategic change, with outsiders often 

associated with more radical departures from the existing 

strategy [60, 61].

 

 
                                    

Challenges Women Experience in Leadership Careers

Gender in Leadership and Strategic Propensities: The 

literature highlights various aspects of gender in leadership 

that could be relevant to strategic change following a gender-

changing CEO succession. Research suggests potential gender 

differences in risk-taking propensity, with some studies 

indicating that women may be more risk-averse than men, 

although findings can vary depending on the context and 

type of risk [22, 42, 49]. These differences in risk propensity 
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could translate into different strategic choices, such as 

investment in R&D, international expansion, or diversification 
[9, 80]. Gender stereotypes and biases can influence perceptions 

of female leaders, potentially affecting their legitimacy and the 

reception of their strategic initiatives [12, 13, 16, 48, 68, 75]. Studies 

on women on boards and in top management teams suggest 

links between gender diversity and firm performance, 

innovation, and governance, although the mechanisms are 

complex [18, 25, 40, 47, 55, 76, 81, 82, 83, 84, 85, 86, 87, 88, 89, 90, 91, 92, 93, 94, 95, 96, 

97, 98, 99, 100, 101, 102, 103, 104, 105, 106, 107, 108, 109, 110, 111]. The pathways 

through which female CEOs influence outcomes, including 

strategic ones, are still being explored [47]. 

Environmental Factors and Strategic Change: The external 

environment significantly impacts a firm's strategy and its 

propensity for change [31, 41, 44, 62]. Environmental dynamism 

(rate of change), complexity (heterogeneity and 

interconnectedness), and munificence (resource availability) 

can influence the need for strategic adaptation and the 

effectiveness of different strategic approaches [44]. In dynamic 

or complex environments, firms may need to engage in more 

frequent or significant strategic change to remain competitive 
[31, 62]. 

Moderating Role of Environmental Factors: Several studies 

highlight that the relationship between leadership 

characteristics (including diversity) and firm outcomes is 

often contingent upon environmental conditions [9, 40, 71]. For 

instance, the impact of top management team diversity on 

performance can depend on environmental context [40]. 

Similarly, the effectiveness of different strategic approaches 

can be moderated by environmental dynamism [9, 62, 71]. This 

suggests that the influence of a CEO succession involving a 

gender change on strategic change is unlikely to be uniform 

and will likely depend on the characteristics of the 

environment. 

Inferred Interaction: Drawing from these separate streams, it 

can be inferred that a CEO succession involving a gender 

change may interact with environmental factors to influence 

strategic change. For example: 

• In a highly dynamic environment, a new female CEO, 

potentially perceived through gendered lenses or 

bringing different risk propensities, might approach 

strategic reorientation differently than a male 

predecessor or successor. The novelty of a female CEO in 

certain industries or contexts might either facilitate or 

hinder radical change depending on how it interacts with 

the need for rapid adaptation in a turbulent environment. 

• In a complex environment, a new CEO's ability to process 

diverse information and navigate intricate relationships is 

crucial [65]. Potential gender differences in communication 

or relational styles [48] could interact with environmental 

complexity to affect the implementation of strategic 

change. 

• In a munificent environment, where resources are 

readily available, the strategic choices available to a 

new CEO are broader [44]. A female CEO might 

prioritize different types of investments or growth 

strategies in such an environment compared to a male 

counterpart, potentially influenced by different 

priorities or risk assessments. 

The provided literature suggests that the gender of the 

CEO matters, that succession is a trigger for change, and 

that the environment shapes strategic responses. 

Therefore, a succession event that combines a gender 

change with specific environmental conditions is likely to 

have a unique, context-dependent impact on strategic 

change. 

DISCUSSION 

The synthesis of the provided literature suggests that CEO 

successions involving a change of gender are likely to have 

a nuanced impact on strategic change, with environmental 

factors playing a crucial moderating role. While the 

literature does not contain direct empirical studies 

specifically examining this three-way relationship within 

the provided references, insights from related research 

streams allow for the development of a conceptual 

understanding. 

The transition to a CEO of a different gender, particularly 

from a male to a female CEO given historical 

underrepresentation in top leadership [26, 43, 69, 70, 72, 73, 74, 75, 

76, 77, 78, 79, 80, 81, 82, 83, 84, 85, 86, 87, 88, 89, 90, 91, 92, 93, 94, 95, 96, 97, 98, 99, 100, 

101, 102, 103, 104, 105, 106, 107, 108, 109, 110, 111], can challenge existing 

organizational norms and external perceptions [12, 13, 16, 68, 

75]. This can create both opportunities and challenges for 

implementing strategic change. A new female CEO might 

face different expectations or biases compared to a male 

successor, potentially influencing her strategic latitude 

and the internal and external reception of her strategic 

initiatives [47, 48, 68, 75]. Differences in leadership styles or 

risk propensities potentially associated with gender could 

also lead to distinct strategic orientations [22, 38, 42, 49, 68]. 

The moderating role of the environment is critical because 

the effectiveness and impact of a new CEO's strategic 

approach are contingent upon the external context [9, 31, 40, 

41, 62, 71]. In dynamic environments, the need for rapid and 

potentially risky strategic adjustments is higher [31, 62]. 

How a new female CEO navigates this need, potentially 

influenced by risk propensity or the need to overcome 

biases, could differ significantly from a male CEO. 

Similarly, in complex environments, the ability to manage 

diverse stakeholders and information streams is vital [65]. 

A change in CEO gender might alter these dynamics, with 

implications for strategic decision-making and 

implementation. Munificent environments might provide 
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more resources to buffer against the potential challenges of a 

leadership transition involving gender change or enable 

bolder strategic experimentation. 

A significant limitation of this review is the lack of direct 

empirical evidence within the provided references that 

specifically tests the moderating effect of environmental 

factors on the relationship between CEO succession with a 

gender change and strategic change. The arguments presented 

are based on synthesizing findings from related but separate 

research streams. 

Future research should empirically investigate this specific 

phenomenon. This could involve quantitative studies 

analyzing archival data on CEO successions, firm strategies, 

and environmental indicators, using methods capable of 

testing moderated relationships [3, 8, 30, 57]. Qualitative research 

could provide deeper insights into the mechanisms through 

which gender change in leadership interacts with 

environmental factors to influence strategic decision-making 

processes and the implementation of change within 

organizations. Exploring different types of strategic change 

(e.g., scope, speed, content) and various dimensions of the 

environment would also provide a more nuanced 

understanding. 

In conclusion, while the direct empirical evidence is limited 

within this set of references, the theoretical arguments 

derived from the literature suggest that a CEO succession 

involving a change of gender is likely to influence strategic 

change, and this relationship is significantly moderated by 

environmental factors. Understanding these complex 

interactions is crucial for boards, organizations, and 

researchers seeking to navigate leadership transitions and 

drive strategic adaptation in diverse and dynamic 

environments. 
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