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QUEEN BEE SYNDROME IN ACADEMIA: A CROSS-SECTIONAL ANALYSIS OF
WOMEN ACADEMIC NURSES' PERCEPTIONS AND INFLUENTIAL FACTORS
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ABSTRACT

Queen Bee Syndrome and its influencing factors among Turkish women academic nurses were
examined in a cross-sectional study with 305 participants. Data were collected using an introductory
identification form and the Queen Bee Syndrome Scale. The mean score on the scale was 2.97+0.68,
with significant differences based on age, university type, residence area, academic title and experience,
managerial experience, future institutional preferences, willingness to switch universities, perception of
working with male managers, support from women managers, institutional support for women
managers, and personal experiences of Queen Bee Syndrome. Factors like ease of working with male
managers, institutional support for women employees to become managers, and a desire to support
women employees accounted for 40.9% of the variability in Queen Bee Syndrome. This study highlights
the significant perception of Queen Bee Syndrome among Turkish women academic nurses, influenced

by personal, professional, and institutional factors.
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1. INTRODUCTION

The role of women in the workplace is paramount, yet they frequently face significant hurdles,
particularly in career advancement (Abalkhail, 2020: 380). A notable challenge in this context is the
Queen Bee Syndrome (QBS), a distinctive attitude women managers display towards their female
subordinates in organizational settings (Taparia & Lenka, 2022: 383; O’Neil, Brooks & Hopkins, 2018:
330). Initially characterized by Staines et al. (1973) as a "reluctant attitude of women managers to

promote another woman™ (Webber & Giuffre, 2019: 3), QBS has evolved into a metaphor for
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accomplished women in management positions who are perceived as self-centered, insensitive, and

power-driven, often obstructing the career growth of their counterparts (Zhao & Foo, 2016: 1).

This phenomenon is predominantly observed in male-dominated societies and organizations,
where successful independent women may adopt masculine management styles influenced by
organizational culture and structure to advance their careers (Aksu & Sahin, 2022: 2; Derks, Van Laar
& Ellemers, 2016: 457). In such environments, women leaders often perceive their junior female
colleagues as competitors, fostering a climate of competition, mistreatment, and negative experiences
reflective of their career paths (Aksu & Sahin, 2022: 6-7).

In this study, we delve into the subdimensions of QBS - Support, Structure, and Sufficiency - to
understand its multifaceted nature. The Support subdimension assesses the extent to which women
employees feel backed by female managers, underscoring issues like competition, power struggles, and
rivalry, mirroring the reluctance to promote other women. The Structure subdimension examines
perceptions around women managers, including attitudes towards their personality and management
style, reflecting the metaphorical connotations of QBS as women in leadership roles navigate male-
dominated environments. The Sufficiency subdimension evaluates perceived competency, addressing
concerns about the authority and experience of women managers, which are central to their ability to
support or hinder the advancement of their subordinates (Celen & Tuna, 2021: 2139; Poyraz, 2022:9).

These dimensions provide a comprehensive framework to understand the intricacies of QBS in
professional settings, where it not only serves as a barrier to career progression for women (Karabal &
Caki, 2021: 49; O’Neil et al., 2018:330) but also complicates long-term professional trajectories and
organizational dynamics. QBS can influence managerial decisions, create conflicts, and erode
commitment to professional growth (Abalkhail, 2020: 393; Bloom, 2019; Faniko et al., 2021: 393-394),
making it essential to explore the working relationships among women from this unique perspective
(O’Neil et al., 2018: 328).

2. LITERATURE REVIEW

While recent years have witnessed an increasing number of studies across various fields
addressing this emerging concern (Allen & Flood, 2018; Celen & Tuna, 2021; Karabal & Caki, 2021;
Kobal, 2021), research in the realm of nursing, a predominantly women profession, remains scarce
(Poyraz, 2022; Sengiil et al., 2019). These studies have unveiled defining characteristics of nurse
managers exhibiting QBS tendencies (Grmek, 2020; Sengiil et al., 2019), along with certain behaviors
mimicked by student nurses, which contribute to competition, conflicts, and a hindrance in their
professional development within the institution (Dermaku & Balliu, 2021; Grmek, 2020). Moreover,

QBS can potentially drive women to relinquish their positions and exit their professional pursuits.
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In the academic sphere, QBS has also garnered attention within higher education institutions
(Reynolds, 2022). Amidst heightened career competition in academic domains, studies have been
conducted on academic nurses across diverse disciplines (Allen & Flood, 2018; Faniko et al., 2021;
Tekyazman, 2019). Even in this realm, women academics perceive each other as competitors, refraining
from celebrating success or sharing ideas (Allen & Flood, 2018: 12-22). However, no study thus far has
delved into QBS among academic nurses, comprising managers and employees. Filling this gap, this
study aims to unveil women academic nurses' perceptions of QBS and the influential factors. The study's
outcomes contribute by shedding light on the prevailing scenario, offering valuable data for educational
institution leaders seeking potential resolutions and serving as a foundation for future research

endeavors.

3. METHODOLOGY
3.1. Aims and design

The primary objective of this study, designed as a cross-sectional study, was to identify the
perceptions of Queen Bee Syndrome (QBS) among women academic nurses and the factors that
influence these perceptions. The research was guided by the following questions: (1) To what extent do
women academic nurses perceive QBS? (2) What factors affect the perceptions of QBS among women

academic nurses?"

3.2. Sampling Methods

The study population consisted of academic nurses working in Turkish universities that provide
undergraduate nursing education (n=2,514). According to the power analysis conducted using the A-
priori Sample Size Calculator for Multiple Regression (Soper, 2021), with an anticipated effect size of
0.15, a desired statistical power level of 0.95 a probability level of 0.05, and several
predictors/independent variables of 19, the targeted sample size was determined to be 218 academic
nurses. To account for a potential 10% data loss, our study aimed to reach a minimum sample size of
239 participants. The inclusion criteria for the study were as follows: (1) being a women academic nurse
working in one of the institutions providing undergraduate nursing education in Turkey, (2) having a
women supervisor, and (3) volunteering to participate in the study. Male and women academic nurses
with male supervisors were excluded from the study sample as they did not meet the sampling criteria
(n=28). The final analysis was conducted using the responses of 305 academic nurses selected through

simple random sampling and met the inclusion criteria.
3.3. Measures

The Introductory Identification Form includes 19 questions about the participant’s personal and

professional characteristics (such as age, marital status, education level, type of university employed at,
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etc.) as well as their perceptions of women managers and employees (easy manager to work with, desire

to support women employees, etc.).

Queen Bee Syndrome Scale (QBSS), developed by Celen and Tuna (2021), assesses perceptions
of QBS among women employees working under women managers. The scale is composed of three
subdimensions: Support (SUS with nine items), Structure (STS with eight items), and Sufficiency (SFS
with ten items), totaling 27 items scored on a five-point Likert scale (5=Strongly agree, 1=Strongly
disagree). Items 1, 4, 5, 8, 10, 15, and 17 are reverse-scored. The scale is evaluated based on mean
scores, with higher scores indicating a more vital perception of QBS in the corresponding subdimension.
Celen and Tuna (2021) reported a Cronbach’s alpha coefficient of 0.94 for the scale, which was found
to be 0.90 in the current study.

3.4. Data Collection

Data for the study were collected online in survey form between April and June 2022. The link
to the online survey was sent to the institutional email addresses of the academic nurses, along with
information about the research and an invitation to participate. The first page of the questionnaire
presented a consent form to the participants. Only those who agreed to participate could proceed to the

subsequent questions. A reminder email was sent to the academic nurses one month later.
3.5. Data Analysis

The data were analyzed using SPSS (25.0) statistical software. The Kolmogorov-Smirnov test
and skewness and kurtosis coefficients were used to test for normality in the data distribution. To analyze
the data, Cronbach’s alpha coefficient, descriptive statistics (percentage, frequency, mean, standard
deviation), independent samples t-test, and ANOVA were used for group comparisons, with the Tukey
test used for post hoc analyses. The results were interpreted at a 95% confidence interval and a
significance level of p<0.05. Cohen’s f was used to interpret the effect size for ANOVA test results, and
Cohen’s d values were used for t-tests. Effect size values for Cohen’s f were 0.10 (small), 0.25
(medium), and 0.40 (large), while Cohen’s d values were 0.20 (small), 0.50 (medium), and 0.80 (large),
respectively (Huberty et al., 2019).

The dependent variable of the research was the women academic nurses’ perception of QBS. In
contrast, the independent variables comprised their personal and professional characteristics and

thoughts on women managers and employees.
3.6. Ethical consideration

Ethical approval was obtained from a public university's Non-Invasive Research Ethics
Committee for Health Sciences (Date:11.03.2022; No: 2022-20). Permission to use the QBS used in the

research was obtained from its developer via email. Also, academic nurses were provided with an
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informed consent form and explanations about the research, providing their voluntary participation in

the study.
4. RESULTS
4.1. Characteristics of the participants

The majority of the women academic nurses participating in the study were aged 35-45 years
(46.6%), married (67.9%), had a Ph.D. degree (63.9%), and worked in state universities (83.6%) within
health sciences faculties (65.6%). Most held the title of assistant professor (30.5%) and were in the
department of nursing management (14.8%). Most had less than seven years of institutional experience
(54.4%) and less than 15 years of academic experience (68.9%). Before becoming academics, most had
experience in nursing (92.5%) but no experience in management (56.4%). The majority resided in the
Black Sea Region (16.1%) or Aegean Region (15.4%). More than half wished to continue working at
their current institution (53.4%), but nearly half considered moving to a different university (46.2%).

Most women academic nurses found it easier to work with male managers (63.3%) in their
institutions. However, they still reported experiencing the QBS (71.5%). Nonetheless, they supported
women employees (92.1%) and believed that their institutions' managers encouraged women to take on
managerial roles (73.1%).

4.2. QBSS score and subscores

The participants’ lowest mean score on the QBSS subdimensions was in the sufficiency
subdimension (M=2.80+0.55), while their highest score was in the structure subdimension

(M=3.28+1.01), with a total mean score of M=2.97+0.68.

The participants scored the lowest mean in the sufficiency subdimension (SFS) of the QBSS
(M=2.80+0.55). Their highest mean score was in the structure subdimension (STS) (M=3.28+1.01), with
a total mean score of M=2.97+0.68.
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Table 1. Differences in QBSS mean scores according to women academic nurses’ personal and professional characteristics (n=305)

Personal and Professional Characteristics QBSS subdimension

QBSS Total

n % SUS STS SFS
M:SD M=SD M=SD M=+SD

Age 24-341 92  30.2 3.06+0.71 3.01+0.79 3.45+0.99 2.79+0.58
35-452 142  46.6 2.99+0.69 2.89+0.78 3.28+1.03 2.86+0.54
46 or above3 71 233 2.80+0.62 2.67+0.70 3.044+0.95 2.73+0.49
F.p 2.900, 0.05* 3.857, 0.02* 3.300, 0.03* 1.049, 0.35
Tukey 1>3 1>3 1>3
Cohen’s f 0.13 0.15 0.14

Marital status Married 207 679 2.954+0.65 2.84+0.75 3.27+0.96 2.80+0.52
Unmaried 98 32.1 2.99+0.75 2.9540.81 3.29+1.10 2.80+0.59
tp -0.486, 0.62 -1.169, 0.24 -0.147, 0.88 0.072,0.94

Education level Master degree 20 6.6 2.87+0.60 2.87+0.55 3.03£0.95 2.744+0.49
Pursuing a master degree 10 3.3 2.85+0.73 2.9540.78 3.1+1.18 2.524+0.45
Doctoral degree 195 63.9 2.9540.70 2.8340.82 3.26+1.30 2.80+0.55
Pursuing a doctoral degree 80 26.2 3.05+0.67 2.97+0.71 3.39+1.01 2.84+0.56
F.p 0.621, 0.60 0.632, 0.59 0.793,0.49 1.092, 0.35

Type of university State University 255 836 3.00+0.68 2.92+0.77 3.31+0.99 2.84+0.54
Private Foundation Univesity 50 16.4 2.77+0.70 2.66+0.78 3.12+1.11 2.60+0.51
t,p 2.157, 0.03* 2.112,0.03* 1.204, 0.22 2.834, 0.00*
Cohen’s d 0.33 0.33 0.45

Avrea of residence The Mediterranean R. 37 12.1 3.03+0.78 2.90+0.81 3.37+1.11 2.86+0.67
The Eastern Anatolia R.? 12 3.9 3.07+0.47 2.9840.60 3.48+0.78 2.81£0.30
The Aegean R.2 47 154 2.95+0.72 2.89+0.89 3.26+1.01 2.74+0.49
The Southeastern AnatoliaR.* 18 5.9 3.03+0.74 2.984+0.94 3.16+1.05 2.974+0.49
The Central Anatolia R.> 45 14.8 3.21+0.55 3.11+£0.69 3.66+0.67 2.934+0.54
The Black Sea R.6 49 16.1 2.76+0.57 2.66+0.57 2.95+0.94 2.70+£0.52
The Marmara Rn’ 97 31.8 2.9240.72 2.8240.77 3.22.11 2.76+0.55
F.p 1.860, 0.08 1.456, 0.145 2.200, 0.04* 1.240, 2.28
Tukey 5>6
Cohen’s f 0.20

Type of institution Health Sciences Faculty? 200 65.6 2.944+0.69 3.21+1.04 2.84+0.77 2.80+0.52
Nursing Faculty? 81 26.6 2.94+0.66 3.28+0.89 2.84+0.75 2.75+0.57
Health/ Nursing College® 24 7.9 3.29+0.69 3.77£1.01 3.24+0.76 2.95+0.62
F.p 2.900, 0.05 3.214,0.04 2.908, 0.05 1.194, 0.37
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Tukey

Cohen’s f

Surgical Diseases N.
Child Health and Disease N.
Women’s Health and Diseases
N.

Public Health N.
Fundamentals of N.
Nursing Management
Internal Medicine N.
Mental Health and Psychiatric
N.

Nursing Department

F.p

Professor®

Associate professor?
Assistant professor®

PhD. Lecturer*

Lecturer®

PhD. Research Assistant®
Research Assistant’

F.p

Tukey

Cohen’s f

7 years or less!
8-15years 2

16-23 years®

24 years or more*

F.p

Tukey

Cohen’s f

7 yearsor less

8-15 years

16-23 years

24 years or move

F.p

Yes
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36
38
36
29
41
45
33
31
16

28
39
93
19
53
13
60

108
102
55
40

166
82
40
17

282

11.8
12.5
11.8
9.5

13.4
14.8
10.8
10.2
5.3

9.2
12.8
30.5

6.2
17.4

4.3
19.7

355
334
18
13.1

54.4

26.9

13.1
5.6

925

3>1

0.13
2.89+0.70
2.92+0.98
3.08+0.66
2.72+0.58
3.06+0.76
2.994+0.60
3.17+0.74
2.85+0.66
2.92+0.78

1.261, 0.264

2.57+0.53
2.8540.69
2.9840.66
3.130.76
2.9440.68
3.35+0.84
3.09+0.66
3.114, 0.00*
6>1,7>1
0.24
2.930.73
3.09+0.65
3.0320.66
2.6620.57
4.229, 0.00*
2>4,3>4
0.20
2.94+0.70
3.010.65
3.1040.68
2.64+0.65
1.951, 0.121
2.9620.69

3>1 3>1
0.14 0.13
2.75+0.78 3.21+1.10
2.91+0.78 3.23+0.93
3.06+0.74 3.45+0.94
2.61+0.67 2.85+0.95
2.97+0.85 3.35+1.06
2.84+0.73 3.33+0.92
3.09+0.88 3.57+1.037
2.70+0.68 3.12+0.99
2.87+0.74 3.25+1.23
1.401, 0.19 1.295, 0.24
2.434+0.61 2.68+0.79
2.69+0.75 3.10+1.02
2.83+0.77 3.314+0.99
3.01+£0.92 3.60+1.02
2.93+0.71 3.20+1.04
3.50+0.94 3.82+1.17
3.04+0.71 3.46+0.95
4.170, 0.00* 3.314, 0.00*
6>1,6>2,7>1 4>1,6>1,7>1
0.28 0.25
2.85+0.82 3.244+1.08
2.98+0.76 3.48+0.97
2.94+0.72 3.28+0.95
2.58+0.71 2.85+0.89
2.681, 0.04* 3.919, 0.00*
2>4 2>4
0.16 0.19
2.85+0.79 3.28+.1.04
2.90+0.76 3.33+0.93
3.08+0.74 3.34+1.02
2.57+0.67 2.79+0.96
1.902, 0.12 1.461, 0.225
2.87+0.78 3.27+1.02

3>1

0.08
2.77+0.50
2.69+0.54
2.81+0.56
2.70+0.49
2.90+0.62
2.84+0.48
2.93+0.59
2.76+0.55
2.71+0.62
0.797, 0.60

2.60+0.45
2.794+0.54
2.8440.51
2.87+0.73
2.75+0.53
2.85+0.67
2.84+0.56
0.933, 0.47

2.7540.57
2.88+0.53
2.91%0.56
2.57+0.41

4.305, 0.00*
2>4,3>4

0.20
2.76+0.55
2.8640.52
2.92+0.56
2.58+0.55

2.040, 0.108
2.8040.55
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No 23 7.5 2.98+0.58 2.94+0.62
tp -0.087, 0.93 -0.427, 0.67

Managerial experience Yes 133  43.6 2.8840.65 2.77+0.72
No 172 56.4 3.03£0.70 2.95+0.80
tp -1.922, 0.05* -2.015, 0.04*
Cohen’s d 0.22 0.23

The desire to work in the current Yes! 163 534 2.75+0.64 2.63+0.71

institution in the future No? 71 233 3.33+0.65 3.31+0.74
Neutral® 71 233 3.09+0.65 3.01+0.73
F.p 20.953, 0.00* 23.810, 0.00*
Tukey 2>1,3>1 2>1,2>3,3>1
Cohen’s f 0.37 0.39

The desire to switch to another university  Yes? 141  46.2 3.18+0.67 3.12+0.78
No? 102 334 2.75+0.64 2.63+0.71
Neutral 3 62 20.3 2.83+0.64 2.71£0.70
F.p 13.934, 0.00* 14.891, 0.00*
Tukey 1>2,1>3 1>2,1>3
Cohen’s f 0.30 0.31

R:Region ,N. Nursing,M: Mean, SD:Standart Deviation, F: One Way ANOVA , t: Independent simple t test, *p < 0.05
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3.30+0.91
-0.118, 0.90
3.144+0.98
3.38+1.03
-2.006, 0.04*
0.23
2.994+0.98
3.73+0.91
3.48+0.97
16.988, 0.00*
2>1,3>1
0.33
3.59+0.95
2.934+0.96
3.144+1.02
14.295,0.00*
1>2,1>3
0.30

2.754+0.48
0.423, 0.67
2.76+0.54
2.83+0.55
-0.973, 0.33

2.69+0.50
3.01+0.58
2.84+0.54
9.560, 0.00*
2>1
0.25
2.90+0.58
2.724+0.52
2.70+0.48
4.756, 0.00*
1>2,1>3
0.17
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Concerning the QBSS mean scores with the thoughts of women academic nurses towards
women managers and employees, the mean scores of those who are heads of the department of women
management, who believe that working with male managers is easier, who think that the institution does
not support women employees becoming managers, whom themselves do not support women employees
and express to have experienced the QBS are higher both in all subdimensions and in the full scale.
There are also significant differences between the groups in both subdimensions and the full scale
regarding other factors evaluated besides the women’s management position (p<0.05). Considering the
effect sizes on the QBS perception, these factors have a high level of impact on both all subdimensions
and the full scale (see Table 2).

Yonetim ve Ekonomi Arastirmalari Dergisi / Journal of Management and Economics Research 123




Table 2. Differences in QBSS mean scores according to women academic nurses' perceptions on women managers and employees (n=305)
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Perceptions on women managers and employees

Position of the women manager
evaluated

Easy manager to work with

Support by the institution’s
managers to women employees to
become managers

The desire to support women
employees

QBS experience

M: Mean, SD:Standart Deviation, F: One Way ANOVA , t: Independent simple t test, *p < 0.05
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Dean/Manager
Department Head
Heads of the Department

F.p
Male manager

Woman manager

Lp
Cohen’s d

Yes, supports

No, does not support

Lp
Cohen’s d

Yes, | support

No, I do not support

tLp
Cohen’s d
Yes
No
tLp
Cohen’s d

n

110
135
60

193
112

223
82

281
24

218
87

%

36.1
44.3
19.7

63.3
36.7

73.1
26.9

921
7.9

71.5
28.5

QBSS Total
M4SD

2.96+0.67
2.91+0.71
2.97+0.68
1.608, 0.20
3.20+0.63
2.56+0.57
8.805, 0.00*
1.06
2.774+0.62
3.49+0.56
-8.979, 0.00*
1.21
2.91+0.66
3.67+0.63
-5.434, 0.00*
1.17
3.12+0.68
2.57+0.51
6.765, 0.00*
0.91

SUS
M=SD
2.86+0.75
2.81+0.80
3.04+0.76
1.879, 0.15
3.12+0.72
2.45+0.67
8.070, 0.00*
0.96
2.68+0.71
3.41+0.70
-7.921,0.00*
1.03
2.81+0.73
3.69+0.78
-5.639,0.00*
1.16
3.04+0.77
2.46+0.62
6.819,0.00*
0.82

QBSS subdimension

STS
M=SD
3.28+0.99
3.20+1.05
3.44+0.93
1.236, 0.29
3.59+0.92
2.73+0.93
7.899, 0.00*
0.92
3.02+0.97
3.97+0.78
-8.732,0.00*
1.07
3.20+0.99
4.11+0.83
-4.318,0.00*
0.99
3.48£1.00
2.76+0.83
6.435,0.00*
0.78

SFS
M=SD
2.78+0.57
2.78+0.54
2.88+0.49
0.894, 0.41
2.96+0.55
2.52+0.41
7.77,0.00*
0.90
2.66+0.49
3.17+0.51
-7.881, 0.00*
1.01
2.76+0.52
3.29+0.64
-4.685,0.00*
0.90
2.91+0.56
2.52+0.41
5.820,0.00*
0.79
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4.4. Factors associated with QBS: Multiple regression analysis

Multiple regression analysis was performed to identify the factors influencing Queen Bee
Syndrome (QBS). All the regression assumptions were met. The results of the regression analysis
revealed that the model was significant (F = 17.18, p < 0.001) and could explain approximately 40.9%
of the variance in QBS (R? = 0.409). In this study, the factors found to significantly influence QBS in
academic nurses included being an easy manager to work with (§ = 0.26, p= 0.00), support by the
institution’s managers for women employees to become managers (p = 0.26, p=0.01), and the desire to
support women employees (B = 0.12, p=0.00). Notably, being an easy manager to work with emerged
as the most significant factor influencing QBS (see Table 3).

Table 3. Factors associated with Queen Bee Syndrome (nh = 305)

Variables® B S.EP B t P VIF
SO ET 7140 411 1737 0.00

Age 134 2.09 0.03 0.64 0.52 1.37
Type of university 37 2.34 0.07 1.59 0.11 .16
Type of institution 4113 327 0.06 125 021 1.20
Area of residence 392 237 007 1.65 0.10 R
Academic title 4.50 428 0.04 1.05 0.29 112
Academic experience 268 1.85 0.06 1.45 0.62 1.14
Managerial experience -0.96 1.95 -0.02 -0.49 0.14 1.40
The desire to work in the current 402 230 0.09 1.74 0.08 1.42
institution in the future

The desire to switch to another 0.01 191 0.08 1.57 0.11 136
university

Easy manager to work with 10.13 1.85 0.26 5.45 0.00 1.19
Support by the institution’s

managers to women employees to 11.06 2.06 0.26 5.35 0.01 1.25
become managers

The desire to support women 8397 327 0.12 2.56 0.00 1.16
employees

QBS experience -6.75 1.97 -0.16 -3.48 0.001 1.14

R=0.659 R?=0.409 F = 17.18 p=0.000

aDummy variables; "Standard error.
5. DISCUSSION

While recent years have seen an increase in women's roles within the professional sphere, there
remains a discrepancy in their level of participation, especially in senior roles. They encounter various
career challenges, including career barriers erected by their women colleagues. The Queen Bee
Syndrome (QBS) is a significant example of these barriers, impeding the professional advancement of

women, who are already underrepresented, and limiting their access to managerial and decision-making
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roles. As a result, it becomes crucial to investigate inter-women relationships within organizations
predominantly staffed by women, particularly during career progression, to understand better the
implications of QBS (O’Neil et al., 2018: 329-330).

Our study, among the pioneering investigations into QBS within educational institutions for
nursing—organizations with a majority of women employees and high competition—reveals that
women academic nurses' perception of QBS sits slightly above average across both subdimensions and
the total scale. Perception is highest within the structural subdimension and lowest within the sufficiency
subdimension. These findings point to a moderate prevalence of QBS and indicate that women academic
nurses may view their women superiors as lacking in competency, withhold necessary support, and
disapprove of their leadership style and personality. A study conducted in Brazil also found QBS among
women in leadership positions in higher education institutions (Gomes et al., 2022) and among women
academic nurses in sports in higher education institutions (Tekyazman, 2019).

In this investigation, the perceived QBS levels are moderately prevalent, a finding that brings
both relief and concern. It is encouraging that despite a predominantly women environment, which can
often intensify the impacts of QBS, the perceptions of this phenomenon are not excessively high. This
aspect gains particular importance considering the widely accepted view that Queen Bee Syndrome
frequently emerges in settings where women in male-dominated professions might obstruct the growth
and advancement of their female peers (Aksu & Sahin, 2022: 2; Baykal, 2018). However, the fact that
participants still report QBS experiences and find working with male managers easier underscores the
need to address this issue. This study also draws attention to the importance of managerial behavior.
The ease of working with a manager, particularly a male one, significantly influences QBS perception,
implying the potential role of managerial strategies and communication styles in mitigating the

syndrome.

Equally significant are the findings regarding the role of institutional support for women
employees aiming for managerial positions and the common desire among colleagues to support women
employees. The absence of such support was identified as a factor that influences QBS. Thus, fostering
an environment of mutual support and institutional backing for aspiring women managers is vital in
combatting QBS. Even though QBS is not intensely prevalent in the studied setting, solidifying support
systems for women employees cannot be overemphasized. These systems not only help negate the
effects of QBS but also promote a healthier work environment, underlining the need for further research

in this area.

In this study, we identified the influence of various personal and professional characteristics on
Queen Bee Syndrome (QBS) perceptions among women academic nurses. Initially, we found that the

QBS perceptions are higher among younger and less experienced research assistants at the beginning of
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their academic careers and those who have not yet become faculty members. This finding is consistent
with existing literature, where it is often noted that senior women in managerial positions tend to have
more expertise, knowledge, and authority, often taking on the roles of guiding, teaching, mentoring,
leading, and decision-making compared to young academics (Aksu & Sahin, 2022: 6). Furthermore, it
is often stated that younger academics may struggle to meet the expectations of their more experienced
counterparts, thus intensifying their perception of QBS. The moderate level of QBS perception among

the participants in the present study supports this view.

Moreover, we observed that women academics with more institutional experience might have
higher QBS perceptions, possibly due to their familiarity with the institution's leaders or inability to
meet career expectations. We also evaluated QBS perceptions according to academic nurses' thoughts
about women managers and employees. In this regard, it was determined that academic nurses with
department heads find it easier to work with male managers, think that the institution's managers do not
support women in managerial positions, do not support women employees themselves, and experience
QBS have higher QBS perceptions.

Our findings align with previous studies that show that career expectations of women academics
are sometimes underestimated by older women academics (Faniko et al., 2020), as well as other studies
indicating that junior women academics seek more support in their careers and not all women managers
support other women in the workplace (O'Neil et al., 2018: 331-332; Webber & Giuffre, 2019: 4).

However, our overall statistical analyses, considering factors such as age, type of university,
academic title and experience, managerial experience, and desire to move to another university, did not
determine a statistically significant effect on QBS perceptions. This suggests that while multiple factors
may influence QBS perception, each factor may not have a significant impact independently. It suggests
the complexity of QBS as a phenomenon that may involve the interaction of many variables. As a result,
we conclude that a more complex and multidimensional approach is required to understand the factors

influencing QBS perception among women academics.
5.1. Study strengths and limitations

The strength of this study lies in its pioneering investigation into the perceptions of Queen Bee
Syndrome (QBS) among women academic nurses and its influencing factors, providing a unique
perspective on an under-researched area. However, it is also essential to acknowledge its limitations.
The sample is limited to the participants’ responses, which restricts the generalizability of the findings
across other contexts. The online data collection method could have contributed to a decreased response
rate, thus potentially introducing a response bias. Another limitation stems from the dearth of
comparable studies on QBS among nurses, making it challenging to contextualize and discuss our

findings against a broader body of research.

Yonetim ve Ekonomi Arastirmalari Dergisi / Journal of Management and Economics Research 127




Yénetim ve Ekonomi Arastirmalart Dergisi / Journal of Management and Economics Research
Cilt/Volume: 21 ~ Sayi/Issue: 4 Aralik/December 2023  ss. [pp. 102-114
A. Cigek Korkmaz, S. Altuntas http://dx.doi.org/10.11611/yead.1359356

5.2. Study implications and recommendations for further research

This study can guide deans, managers, policymakers, and academic nurses in understanding the
factors influencing Queen Bee Syndrome (QBS) and devising strategies to mitigate it. As nursing
education institutions play a critical role in developing a qualified healthcare workforce for the future,
addressing this issue is amplified by producing high-quality nurses for the healthcare sector and serving
as role models in nursing education. To tackle this phenomenon, nursing academics should foster a
positive and inclusive academic culture that values and respects all colleagues, creating a positive and

equitable working environment.

In this context, providing awareness-raising training to more experienced and senior female
academics could be beneficial. Such training should promote positive behavioral and attitudinal
changes, specifically targeting behaviors and attitudes that contribute to QBS, particularly those related
to the contemplation of leaving the job. Additionally, managerial nursing academics should develop
policies and procedures that promote a positive academic culture, helping to mitigate the adverse effects

of QBS and foster a more supportive and effective academic environment.

Educational institution administrators should exercise caution in appointing female academics
to managerial positions, mainly mindful of not assigning those who may exhibit QBS behaviors.
Supporting younger, less experienced female academics through more empathetic management,

advisory, and mentorship approaches is also recommended.

Furthermore, academic nurses must incorporate topics related to QBS and other negative
workplace behaviors into nursing education and research. Educators, researchers, and policymakers can

enhance awareness of this issue in the nursing community.
6. CONCLUSION

Our study illuminates the complex nature of QBS among women academic nurses,
demonstrating its association with both personal-professional characteristics, as well as their perceptions
of women managers and colleagues. Factors like ease of working with male managers, institutional
support for women employees to become managers, and a desire to support women employees
accounted for 40.9% of the variability in Queen Bee Syndrome. Particularly noteworthy is the finding
that institutional culture, especially perceptions of support for women in managerial roles, significantly
influences QBS perceptions. This underscores the importance of organizational context in understanding

and addressing QBS in academic settings. The findings suggest a need for further exploration into how
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institutional policies and practices can be optimized to foster more supportive and inclusive

environments.
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