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Abstract: The resilience of family businesses in Africa during crises is often attributed to their ability to 

blend tradition with innovation, leveraging the strengths of their leadership to navigate uncertainty. Within 

this context, female leaders are emerging as pivotal figures, bringing distinctive emotional intelligence and 

innovative crisis-management approaches to crisis management. This study examines the extent to which 

female leadership, through proactive emotional management, fosters innovation and effective crisis 

resolution in African family businesses. Drawing insights from 33 semi-structured interviews with female 

leaders, family business members, and crisis management experts, the research highlights how emotional 

regulation, empathy, and collaborative decision-making contribute to addressing crises while ensuring 

organizational sustainability. The findings reveal that female leaders harness their socioemotional strengths 

to build trust, inspire teams, and innovate under pressure, creating pathways for resilience and long-term 

success. By exploring these dynamics, the study provides theoretical and practical contributions to 

understanding the role of gendered leadership in shaping the future of family businesses in Africa. 

Keywords: Female Leadership, Family Businesses, Crisis Management, Emotional Intelligence, 

Organizational Sustainability, African Business, Gendered Leadership, Resilience Strategies 

1. Introduction

Deeply ingrained in cultural traditions and intergenerational ties, family companies constitute a 

major part of the economic fabric in Africa. Often marked by their agility and resilience, these 

businesses help to negotiate the complexity of local and worldwide markets. But the frequency 

and intensity of crises—financial, social, or environmental—raise unprecedented difficulties for 

their survival and expansion. In these periods of heightened uncertainty, family company 

leadership becomes a determining element in their course. Often underrepresented in 

conventional corporate systems, female executives are becoming transformative agents using their 

special emotional and relational strengths to properly negotiate crises (Cesaroni et al., 2018). 

Within family enterprises, especially in the context of crises, leadership goes beyond the strategic 

to include relational and emotional aspects. Family businesses—where personal and professional 

life entwine—have emotional complexity that calls for a different kind of management (Lybaert 

& Umans, 2024). Often shining in this field, female leaders use emotional intelligence to resolve 

disputes, promote unity, and inspire creativity. Nevertheless, despite their increasing impact, little 

is known about the function of female leadership in African family companies, especially with 

regard to crisis management (Calabrò et al., 2024). 

The natural difficulties of emergencies, which call for quick decision-making, flexibility, 

and creative ideas, highlight this even more (Agnihotri, 2021). Often based on hierarchical and 

procedural approaches, traditional crisis management models may not be able to reflect the 

relational and emotional dynamics of family enterprises. This disparity offers a chance to 

investigate how proactive emotional management of female leaders helps to produce more 

successful crisis reactions (Cesaroni et al., 2018). Through tackling this problem, the study seeks 

to highlight the special capabilities of female leadership in promoting sustainability and resilience 

in family companies. Practical applications as well as scholarly research depend on an awareness 

of the interactions among female leadership, emotional intelligence, and creativity in crisis 

management (Calabrò et al., 2024). Across Africa, family enterprises are a major engine of 

economic growth; their capacity to negotiate crises has broad effects on employment, community 

stability, and intergenerational wealth. Emphasizing the achievements of female executives can 
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give family businesses, legislators, and advisers trying to improve organizational resilience 

practical insights. 

Three-fold goals define this study. First, it looks at how female executives in family 

companies use emotional intelligence to properly handle crises. Second, it seeks to find how much 

these emotional control techniques inspire creativity, helping companies to grow and adapt. At 

last, the study aims to evaluate for African family enterprises the wider effects of female 

leadership on organizational sustainability and resilience. These goals are based on the 

understanding that different points of view on gender leadership can provide fresh solutions for 

difficult problems (Cicellin et al., 2015). Given the growing awareness of the value of gender 

diversity in leadership, this study is relevant and important. Particularly helpful during 

emergencies, female leaders bring different methods to communication, teamwork, and problem-

solving. By concentrating on the African setting, the research also aims to add to the increasing 

conversation on how family business dynamics are shaped by socioemotional wealth and culture. 

Furthermore, the results emphasize the relational and emotional aspects that are sometimes 

disregarded in conventional models, therefore challenging accepted ideas of leadership. Based on 

33 semi-structured interviews with female leaders, family business stakeholders, and crisis 

management professionals in various African environments, the qualitative approach was used in 

this study. This method lets one investigate the personal experiences and techniques used by 

female leaders in crisis. By guaranteeing that the results of the thematic content analysis of 

interview data are based on the reality of participants, it guarantees rich insights on the interaction 

among gender, emotions, and creativity. 

The paper is set out as follows. The study is positioned in the body of current research by 

the literature evaluation, which also emphasizes knowledge gaps on emotional intelligence in 

family companies and female leadership. Emphasizing the rigor and depth of the data collection 

procedure, the part on the methodologies describes the qualitative approach and sampling criteria. 

Organized on themes derived from the interviews, such as emotional management, creativity, and 

crisis response, the results part offers the main conclusions. These results are synthesized in the 

debate together with the body of current research, providing theoretical and pragmatic 

consequences for family enterprises. At last, the conclusion emphasizes the need of the study for 

academics as well as practitioners by summarizing the contributions, constraints, and future 

directions of research. Through an analysis of the function of female leadership in crisis 

management, this paper advances the knowledge of how gendered viewpoints might improve 

organizational resilience and creativity. It questions conventional wisdom in leadership and 

promotes a more inclusive approach that honors women's particular efforts in overcoming 

difficult obstacles. By means of this investigation, the study seeks to present a complex picture of 

the changing dynamics of family companies in Africa, therefore delivering academically strong 

and practically applicable insights. 

2. Literature Review 

2.1. Emotional intelligence has grown to be a pillar of good leadership in settings marked 

by complexity and relational dynamics, including family enterprises 

Family enterprises, unlike conventional corporate environments, function at the junction of 

personal and professional ties where emotions often shape decisions. High emotional intelligence 

leaders are more suited to negotiate these dynamics by balancing relational management, self-

awareness, and empathy to promote resilience and cohesiveness. The particular pressures of 

family enterprises make emotional intelligence not only a useful tool but also a necessary ability 

for effective leadership. One of the main ways emotional intelligence shows itself in family 

business leadership is in conflict resolution (Lybaert & Umans, 2024). Often the mixing of family 

and work responsibilities results in interpersonal conflicts, which calls for leaders to act as 

middlemen. A frequent topic in the literature emphasizes how leaders with high  emotional 
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intelligence handle problems creatively, turning possible causes of division into chances for 

communication and teamwork. This capacity to mediate successfully improves general 

organizational stability as well as relationships inside the company (Cesaroni et al., 2018). 

A fundamental facet of emotional intelligence, self-awareness is especially important in 

family enterprises. Self-aware leaders are sensitive to their own emotional triggers and prejudices, 

which helps them to respond deliberately instead of reactively (Singh et al., 2023). Managing the 

sometimes elevated emotional climate of family businesses depends on this ability. Self-aware 

leaders are more suited to keep objectivity and build confidence among family members and staff 

members (Lybaert & Umans, 2024). Another fundamental emotional intelligence component, 

empathy, is quite important in promoting trust and teamwork. Empathetic leaders create closer 

ties in family enterprises, where relationships are fundamental by appreciating the points of view 

of others. During crises, specifically, empathy is extremely important since it enables leaders to 

negotiate organizational issues while attending to the emotional needs of their workers. This 

relationship sensitivity improves morale and motivates group problem-solving as well (Lybaert & 

Umans, 2024). 

Studies also highlight how important emotional intelligence is for family companies 

making decisions (Lybaert & Umans, 2024). High-emotional-intelligence leaders are better able 

to combine emotional factors with logical analysis, therefore producing more inclusive and 

balanced judgments. In family companies, where decisions may have personal as well as 

professional ramifications, this strategy is especially helpful. Emotionally intelligence equipped 

leaders make sure that their decisions complement family values and organizational goals by 

considering the emotional background (Singh et al., 2023). It greatly improves a basic leadership 

ability: communication. In family enterprises, good communication calls for an awareness of the 

emotional undercurrents that shape message reception rather than only clarity and accuracy. High 

emotional intelligence leaders are adept at customizing their messages to appeal to various 

stakeholders, therefore guaranteeing alignment and reducing misinterpretation. Especially crucial 

in times of crisis or upheaval is this capacity for effective communication (Cesaroni et al., 2018). 

Emotional intelligence plays a part in personal connections for external stakeholders as 

well. Family business leaders interact with suppliers, consumers, and community members 

impacted by the relational culture of the company (Hollander & Bukowitz, 1990). High emotional 

intelligence leaders show sincerity, build trust, and tactfully handle issues to create good outside 

relationships. Maintaining the family company's durability and image depends on these outside 

ties. Within crisis management, emotional intelligence becomes even more important (Cesaroni et 

al., 2018). Crises intensify emotional demands inside companies, hence leaders must show calm, 

understanding, and decisiveness. High emotional intelligence leaders are better able to control 

their own stress and offer emotional support to others, therefore establishing a calming effect 

amid trying circumstances. This ability for emotional control not only lessens the effects of crises 

but also creates the foundation for rehabilitation and development (Cesaroni et al., 2018). 

Studies on family enterprises also underline how important emotional intelligence is for 

promoting creativity (Singh et al., 2023). High emotional intelligence leaders foster 

psychologically safe settings in which family members and staff members feel appreciated and 

free to offer suggestions. This inclusive culture promotes creativity and teamwork, therefore 

fostering innovation even in difficult conditions (D’Allura & Bannò, 2021; Bannò & D’Allura, 

2021; Hernández-Lara & Gonzales-Bustos, 2020). Family company executives build their 

businesses for long-term success by using emotional intelligence to foster an inventive attitude. 

Family companies' intergenerational character offers special chances for emotional intelligence as 

well as problems. Leaders have to negotiate the different priorities, attitudes, and communication 

styles of several generations by striking reverence for tradition against openness to change. High 

emotional intelligence helps leaders to heal generational gaps, hence promoting mutual 

understanding and teamwork. This capacity to match several points of view is very helpful during 

changes such diversification initiatives or succession planning (Baltazar et al., 2023). 
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Another vital area of research is the link between emotional intelligence and resilience. 

Strong emotional control is a common trait of resilient leaders, which helps them to keep 

optimism and concentration in the face of challenges (Singh et al., 2023). Emotional intelligence 

provides a foundation for developing and maintaining resilience in family enterprises, where 

crises could compromise organizational stability and personal ties. Resilient leaders inspire 

among their teams confidence and tenacity. High emotional intelligence family company 

executives also shine in building inclusive governance systems. These leaders improve decision-

making procedures and help to reduce conflicts by encouraging honest communication and 

appreciating many points of view. Inclusive governance enhances internal cohesiveness as well as 

helps the adaptability and creativity required to negotiate challenging settings. The relationship 

dynamics of family businesses fit this kind of governance (Lybaert & Umans, 2024). Although 

emotional intelligence is clearly important for family company leadership, its development is 

sometimes undervalued. Studies show that focused training and practice help leaders develop 

their emotional abilities over time. Programs emphasizing self-awareness, empathy, and relational 

skills can provide family business executives with useful tools to increase their emotional 

intelligence. The cultural setting also influences how family companies apply emotional 

intelligence. In African family businesses, where relational networks and communal values are 

fundamental, emotional intelligence fits quite nicely with leadership styles. Leaders who live 

according to cultural standards of empathy, respect, and teamwork use these traits to grow their 

companies. Understanding the cultural aspects of emotional intelligence helps one to better 

customize leadership development programs for particular geographical settings. Ultimately, 

emotional intelligence is a vital ability for family company leaders since it helps them to negotiate 

the emotional demands of their companies and the relationship complexity (Singh et al., 2023). 

Emotional intelligence helps leaders to handle crises, settle problems, and create strong businesses 

by encouraging trust, improving communication, and motivating innovation. The success of 

family businesses will always depend on emotional intelligence since it provides a basis for both 

stability and expansion as they keep adjusting to changing surroundings (Cesaroni et al., 2018). 

2.2. Female leadership in family enterprises has grown to be a topic of pragmatic relevance 

in relation to crisis management 

Women leaders emphasize relational dynamics, sensitivity, and flexibility, thereby bringing 

unique strategies for managing crises. These traits are particularly important in family businesses, 

where the junction of personal and professional relationships presents a unique opportunity for 

creativity and leadership as well as problems. A major component of female leadership in crises is 

its emphasis on relational management (Calabrò et al., 2024). Women leaders are skilled at 

building trust and teamwork, which are vital for negotiating the higher tensions crises sometimes 

bring (Danes & Olson, 2003). By aligning stakeholders around common objectives, this relational 

focus helps to improve organizational cohesiveness and lower internal strife. Maintaining stability 

in family companies depends much on this capacity for mediation and uniting. 

Another quality of female leadership that defines it, especially in crisis management, is 

emotional intelligence. Women leaders are quite good at identifying and handling the emotional 

aspects of crises, giving their staff comfort and encouragement while they make wise judgments. 

This harmony of emotional and cognitive participation has a stabilizing impact that guarantees 

teams' continued concentration and motivates resilience. Particularly helpful in encouraging 

creativity amid crises is the participative character of female leadership. Women leaders foster an 

environment where innovation can flourish by supporting honest communication and appreciating 

many points of view (Bannò & D’Allura, 2021). This participatory approach guarantees that 

solutions are thorough and informed, therefore addressing long-term strategic needs as well as 

current problems. Often, depending on group decision-making, family firms gain much from this 

leadership approach. Another quality of female leadership—especially in dynamic and erratic 

crisis situations—is adaptability. Often more adaptable in their methods, women leaders change 
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their plans when fresh data surfaces. Since it enables companies to react properly to fast-changing 

conditions, this openness to pivot and experiment is strongly related to creativity. This flexibility 

is absolutely essential in family firms to match corporate practices to changing consumer 

expectations and market conditions (Campopiano et al., 2017). Moreover, connected to a 

proactive attitude to risk management is female leadership. This translates into the capacity to 

foresee difficulties, evaluate risks holistically, and apply plans that reduce possible effects in 

emergencies. Women leaders often have a balanced view, evaluating long-term viability against 

transient needs. In family companies, where the continuity and legacy preservation often affect 

decision-making, this strategic foresight is very helpful. Under female leadership, crisis 

management sometimes stresses involvement of stakeholders. Women executives often use a 

stakeholder-oriented approach, weighing in their decision-making process the needs and 

expectations of employees, consumers, and community members (Agnihotri, 2021). This 

viewpoint improves not only organizational reputation but also relationship networks, which are 

essential for resilience and recovery in family businesses. A capacity to link operational goals 

with human-centric viewpoints drives innovation under female leadership most of the time 

(Bannò & D’Allura, 2021). Women leaders ensure that ideas are both useful and significant by 

giving solutions that fit company values and cultural standards top priority. This alignment helps 

family businesses to build buy-in from stakeholders, therefore improving the chances of effective 

implementation and long-term impact (D’Allura & Bannò, 2021). 

The capacity of female leadership in crisis management to promote intergenerational 

cooperation adds still another level of relevance. Often helping to bridge generational gaps and 

promote communication between older family members and younger ones are women leaders 

(Barrett & Moores, 2010). In family firms, where generational conflicts can impede crisis 

responses, this mediation function is absolutely vital. Using the strengths of many generations, 

female leaders make sure that their policies are creative and honorable of the family legacy. Many 

times, female leaders in crises center sustainability as a basic concern. Women leaders are more 

likely to give initiatives that strike a mix between social, environmental, and financial factors top 

priority, therefore guaranteeing that organizational reactions support long-term resilience (Barrett 

& Moores, 2010). Emphasizing the need of generating value for the next generations, this 

sustainability-oriented approach fits the intergenerational character of family businesses. 

Studies also emphasize that female leaders help create psychologically safe surroundings 

during crises (Calabrò et al., 2024). A key enabler of creativity, psychological safety lets team 

members share ideas and take risks without thinking about negative outcomes. Through their 

relational and sympathetic leadership approaches, women leaders help teams to experiment and 

innovate under pressure, so promoting this atmosphere. The cultural setting of family companies 

emphasizes even more the influence of female leadership (Calabrò et al., 2024). Women 

executives are especially positioned to negotiate crises in many African countries because 

corporate activities depend on communal values and relational networks. Their capacity to 

combine strategic foresight with cultural sensitivity helps them to create crisis responses 

appealing to internal as well as outside stakeholders. 

Female leadership also offers a fresh viewpoint on family company governance systems. 

Effective crisis management depends on more inclusive and transparent governance processes, 

which women leaders sometimes push for. Through including a wider spectrum of views in 

decision-making, these leaders improve the caliber of strategic reactions and foster confidence 

among stakeholders. Resilience under female leadership is much influenced by the way 

socioemotional wealth aligns with corporate objectives (El Hayek, 2022). Many times more 

sensitive to the relational and emotional aspects of crises, women leaders might include these 

factors into their plans (Cesaroni et al., 2018). This all-encompassing strategy not only solves 

current problems but also enhances the relational basis of family companies therefore 

guaranteeing their long-term viability. Under female leadership, the focus on empathy and 

teamwork also permeates outside interactions like alliances and collaborations. Women leaders 
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are more likely to ask outside help and use relational networks to improve organizational 

resources during crises. This openness to cooperation helps family firms to be more flexible and 

resilient, therefore guaranteeing their emergence from crises (Barrett & Moores, 2009). Finally, in 

the framework of family companies especially, female leadership in crisis management presents 

special advantages. Women leaders solve the complexity of crises by means of their relational, 

sympathetic, and creative strategies, therefore promoting resilience and long-term sustainability. 

This different leadership approach not only improves organizational reactions to crises but also 

helps to promote a better knowledge of the transforming power of gender diversity in leadership 

(Calabrò et al., 2024). 

2.3. Organizational sustainability and gender leadership in family firms 

The capacity of the leadership to align with long-term goals with the relational and cultural 

dynamics inherent in family businesses determines organizational sustainability in these 

companies most of the time. Particularly, the growing role of women in decision-making, 

gendered leadership presents a viewpoint stressing inclusivity, emotional intelligence, and 

strategic foresight (Singh et al., 2023). For family companies, where maintaining operations 

throughout generations is a fundamental goal, these traits are especially important. The interaction 

of gendered leadership with sustainability emphasizes how different leadership approaches may 

handle the particular difficulties experienced by family businesses (Lybaert & Umans, 2024). 

Family companies differ in their emphasis on longevity; generally, maintaining a legacy comes 

first over optimizing short-term results. By using methods of decision-making that include 

operational and relational factors, gendered leadership enhances this emphasis. Particularly, 

women executives are known for their ability to strike a balance between social and 

environmental needs with financial objectives, therefore guaranteeing complete solutions that 

appeal to family and corporate values (Chadwick & Dawson, 2018). This alignment improves the 

resilience of family companies, therefore helping them to stay relevant in changing environments. 

The change of governance methods inside family companies is one of the transforming 

effects of gendered leadership (Cicellin et al., 2015). Historically, these businesses have depended 

on hierarchical and informal systems that could lack openness and inclusiveness. Women in 

leadership positions have sometimes been followed by a change toward more coordinated and 

regimented governance (Glass & Cook, 2018). Long-term sustainability depends critically on 

better communication, fair decision-making, and improved conflict resolution—all of which this 

evolution helps to enable. Another important area improved by gendered leadership is the 

relational capital of family enterprises. Usually, women executives are quite good at developing 

relationships both inside and outside the company, building strong networks that support 

corporate resilience. In family companies, where loyalty and trust are fundamental, these 

relational abilities support ties to staff, clients, and partners. This relational emphasis not only 

improves operational stability but also offers a competitive edge in sectors where relationships 

rule (Cicellin et al., 2015). 

Sustainability now incorporates corporate social responsibility (CSR), and female 

leadership sometimes gives this subject special focus. Often leading CSR projects, women leaders 

support environmentally friendly practices that complement corporate goals and help society. In 

family businesses, this dedication to social responsibility directly relates to the legacy and 

stewardship ideals (Tran & Nguyen, 2022). Family companies build their reputation and 

guarantee long-term social relevance by including CSR into their strategies. Family companies 

always struggle to strike a mix between innovation and legacy (D’Allura & Bannò, 2021); 

gendered leadership offers a structure for this balance. Women executives stress adaptive tactics 

that respect the historical and cultural elements of the company while looking for fresh chances 

for expansion. This twin emphasis guarantees that the company stays fixed in its character and 

develops to satisfy current needs. Maintaining sustainability in demanding and evolving 

marketplaces depends on such agility. 
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Another essential contribution of gendered leadership to sustainability in family companies 

is its capacity to close generational gaps. Often successful mediators, women leaders help to 

promote communication and cooperation between generations, older and younger. During 

transitions like succession planning (Baltazar et al., 2023), where different values and priorities 

might cause conflict, this function is especially crucial. Gendered leadership guarantees continuity 

and helps the company to be long-term viable by encouraging alignment across generations. A 

strategic goal, environmental sustainability is becoming more and more important, and in family 

enterprises, feminine leadership often drives these initiatives. Women leaders are more likely to 

support environmentally friendly policies, including sustainable supply chains and resource 

economy that has less of an influence on the surroundings. These projects improve the operational 

resilience and brand of family companies in addition to helping more general environmental 

objectives. Such congruence with worldwide sustainability trends helps these businesses to be 

progressive and ethical. Another important element in sustainability is the all-encompassing 

strategy for risk control connected with gendered leadership. Many times, women leaders see risk 

holistically—that is, with regard for relational, social, environmental, and financial aspects as well 

(Chadwick & Dawson, 2018). This viewpoint helps family firms to more precisely recognize and 

reduce hazards, therefore guaranteeing resilience in uncertain environments. Family companies 

are more ready for uncertainty and challenges by including many factors of risk into their plans 

(Campopiano et al., 2017).  

The viability of family enterprises depends much on partnerships and alliances, and women 

executives are rather good in building these outside contacts. Their cooperative approach creates 

mutually advantageous alliances that improve market access, knowledge base, and resource 

availability. In family companies, where the dependence on outside networks might vary, the 

capacity to create and preserve solid alliances enhances the flexibility and expansion possibilities 

of the company. A crucial turning point in the viability of family businesses is succession 

planning; gendered leadership gives this process a relational and developmental focus (Xian et al., 

2021). Often giving mentoring and the growth of future leaders a priority, women executives help 

to make sure the company is ready for generational changes. This focus on capacity development 

helps the company to be continuous throughout generations and lowers the risks connected with 

changes of leadership (Lybaert & Umans, 2024). One unique quality of gendered leadership, 

especially in varied environments like family companies, is cultural sensitivity. Women leaders 

who show a better awareness of cultural subtleties can help to match corporate operations with 

local beliefs and standards (Barrett & Moores, 2010). This alignment strengthens social capital 

and increases the relevance and acceptance of family companies in their local areas, therefore 

supporting their sustainability. Another area where gendered leadership greatly enhances family 

business sustainability is innovation (D’Allura & Bannò, 2021). Women executives typically 

design settings that inspire innovation and experimentation, therefore promoting an always 

improving culture (Bannò & D’Allura, 2021). This emphasis on innovation guarantees family 

companies' competitiveness and ability to adjust to evolving consumer needs (Bannò & D’Allura, 

2021). Women leaders foster resilience as well as progress by combining creativity with their 

relationship and cultural skills. Increasingly, organizational sustainability is seen to depend 

critically on employee engagement and well-being. Often giving their colleagues' emotional and 

psychological needs top priority, women leaders build inclusive and supportive environments 

(Cesaroni et al., 2018). This emphasis on well-being improves staff loyalty and output, therefore 

guaranteeing that family businesses keep the talent required to maintain operations and expansion 

over the long run. Finally, gendered leadership brings family enterprises a revolutionary 

perspective on sustainability. Women leaders handle the complexity of maintaining operations 

over generations by stressing relational dynamics, long-term thinking, and inclusiveness (Barrett 

& Moores, 2009). Their capacity to strike a mix between innovation and legacy, promote 

teamwork, and inspire social and environmental responsibility sets family businesses for long-
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term success (Bannò & D’Allura, 2021). As these businesses negotiate changing obstacles, the 

durability and relevance of gendered leadership will always be key (D’Allura & Bannò, 2021). 

3. Methodology 

Based on the conviction that thorough investigation and contextual analysis best help one to grasp 

the complexity of human behavior and organizational procedures, this study uses an 

interpretivistparadigm. The study uses a qualitative methodology to look at how female 

leadership, emotional intelligence, and creativity in crisis management interact inside family 

companies all throughout Africa. This approach helps participants to have a full awareness of 

their own experiences and viewpoints, something that quantitative methods might ignore. 

This study's qualitative character fits its interpretivist basis, which gives context and depth 

first priority over generalization. The main method of data collection was semi-structured 

interviews, which let one be consistent in important thematic areas and have flexibility to 

investigate new ideas throughout interactions. A framework emphasizing feminine leadership, 

emotional intelligence, creativity, and organizational resilience drove the interviews. By means of 

thematic content analysis, the data analysis helped to identify and interpret recurrent themes and 

patterns over the interviews. This method guaranteed that the results stayed based on the stories of 

the participants and allowed a methodical and thorough analysis of the data. For this study, 33 

people total—female executives, family members engaged in corporate operations, and crisis 

management consultants among other things. Participants were chosen to represent variation in 

terms of sector, company size, generational stage, and geographic location inside Africa. 

Depending on participant choice and accessibility, each interview lasted anywhere from sixty to 

ninety minutes and was either in person or virtual. Every participant received a code to maintain 

anonymity. 

Table 1. Sample of  33 Interviews 

Code Person 

Interviewed 

Justification Sector Size of 

Company 

Generation Duration Location 

FL01 CEO Key decision-maker in 

leadership and innovation 

Agriculture Medium 2nd 90 minutes Remote, 

Nairobi, Kenya 

FL02 COO Oversees operational 

responses during crises 

Manufacturing Large 3rd 75 minutes Remote, Lagos, 

Nigeria 

FL03 Family 

Council 

Chairperson 

Mediates intergenerational 

decision-making 

Real Estate Small 2nd 80 minutes Remote, Accra, 

Ghana 

FL04 Successor Provides insights into 

generational dynamics 

Hospitality Medium 3rd 70 minutes Marrakech, 

Morocco 

FL05 Founder Shares experiences of 

managing past crises 

Textiles Large 1st 90 minutes Remote, Cairo, 

Egypt 

FL06 HR Manager Focuses on employee 

engagement and well-being 

Healthcare Medium 2nd 65 minutes Remote, Cape 

Town, South 

Africa 

FL07 CFO Leads financial strategies 

during crises 

Retail Small 2nd 80 minutes Remote, Dakar, 

Senegal 

FL08 Marketing 

Director 

Guides crisis 

communication and 

branding efforts 

Tourism Medium 3rd 75 minutes Remote, 

Zanzibar, 

Tanzania 

FL09 External 

Advisor 

Provides external 

perspective on leadership 

Technology Medium 2nd 85 minutes Remote, Kigali, 

Rwanda 

FL10 COO Oversees operational 

adjustments during crises 

Energy Large 1st 90 minutes Remote, Addis 

Ababa, Ethiopia 

FL11 Successor Focuses on modernizing 

business practices 

Agriculture Small 2nd 75 minutes Remote, Harare, 

Zimbabwe 
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FL12 Founder Discusses the role of legacy 

in crisis responses 

Construction Medium 1st 90 minutes Remote, Tunis, 

Tunisia 

FL13 Family 

Governance 

Expert 

Advises on conflict 

resolution during crises 

Manufacturing Large 2nd 80 minutes Remote, 

Kampala, 

Uganda 

FL14 Marketing 

Manager 

Oversees innovation in 

service delivery 

Real Estate Small 3rd 70 minutes Remote, Kigali, 

Rwanda 

FL15 Head of 

Operations 

Implements resilience 

strategies during crises 

Healthcare Medium 2nd 85 minutes Remote, Lagos, 

Nigeria 

FL16 Founder Shares strategies for 

sustaining family cohesion 

Retail Medium 1st 90 minutes Casablanca, 

Morocco 

FL17 Successor Provides insights on 

generational succession 

Tourism Medium 3rd 75 minutes Remote, 

Nairobi, Kenya 

FL18 External 

Consultant 

Guides governance reforms 

for crisis resilience 

Textiles Large 2nd 90 minutes Remote, Cairo, 

Egypt 

FL19 COO Oversees day-to-day 

operations during crises 

Energy Small 1st 85 minutes Remote, Cape 

Town, South 

Africa 

FL20 CFO Leads crisis budgeting and 

financial risk management 

Construction Medium 3rd 80 minutes Remote, Tunis, 

Tunisia 

FL21 HR 

Consultant 

Focuses on crisis-related 

employee well-being 

Manufacturing Large 2nd 70 minutes Remote, Accra, 

Ghana 

FL22 Family 

Council 

Chairperson 

Coordinates generational 

leadership strategies 

Real Estate Medium 3rd 75 minutes Remote, Dakar, 

Senegal 

FL23 Successor Shares insights into 

modernizing legacy 

practices 

Agriculture Medium 2nd 80 minutes Remote, Harare, 

Zimbabwe 

FL24 External 

Advisor 

Guides digital 

transformation during 

crises 

Technology Large 2nd 90 minutes Remote, Addis 

Ababa, Ethiopia 

FL25 CEO Leads strategic innovation 

in times of crisis 

Healthcare Medium 1st 85 minutes Remote, 

Nairobi, Kenya 

FL26 Successor Addresses intergenerational 

tensions 

Construction Large 3rd 75 minutes Remote, Tunis, 

Tunisia 

FL27 Marketing 

Director 

Focuses on rebranding 

efforts during crises 

Real Estate Small 2nd 80 minutes Remote, Kigali, 

Rwanda 

FL28 Family 

Governance 

Expert 

Advises on managing 

succession planning crises 

Agriculture Medium 2nd 90 minutes Marrakech, 

Morocco 

FL29 COO Implements risk mitigation 

strategies 

Hospitality Medium 3rd 85 minutes Remote, 

Zanzibar, 

Tanzania 

FL30 External 

Consultant 

Offers insights into global 

crisis management 

Energy Large 2nd 90 minutes Remote, Lagos, 

Nigeria 

FL31 CEO Discusses navigating 

financial crises 

Retail Small 2nd 80 minutes Remote, Cape 

Town, South 

Africa 

FL32 HR Manager Focuses on 

intergenerational employee 

relations 

Textiles Medium 2nd 75 minutes Remote, Cairo, 

Egypt 

FL33 Successor Shares strategies for 

aligning family values 

Tourism Medium 3rd 85 minutes Remote, 

Nairobi, Kenya 
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4. Results and Discussion 

4.1. Emotional intelligence as a catalyst for crisis resilience in family enterprises 

Emotional intelligence is fundamental in the crisis management techniques of female executives 

in family enterprises. Effective emotional understanding, control, and response give these leaders 

a special advantage in negotiating the difficult crises (Cesaroni et al., 2018). Participants 

underlined during interviews that emotional intelligence helped executives to stabilize their 

companies by building trust, reducing conflict, and supporting group resilience. This ability to 

control emotions under duress is fundamental to the durability of family businesses. As FL04, 

Successor, said, "During our toughest moments, her calm presence and understanding of our 

fears made us feel secure and focused." 

A fundamental component of emotional intelligence, empathy helps female leaders to solve 

issues raised by staff members, family members, and stakeholders, thereby building confidence 

and trust throughout trying circumstances. Empathy guarantees that operational goals take second 

nature in terms of emotional well-being (Cesaroni et al., 2018). As Family Council Chairperson 

FL22 observed, "She never discounted anyone's concern, no matter how minor it sounded. 

Building trust helps empathetic leaders to make us valuable and united. They also help to 

establish an atmosphere fit for cooperation and problem-solving. Another essential component of 

emotional intelligence, self-awareness enables female leaders to keep calm and make wise 

judgments under duress. Self-aware leaders, the participants underlined, could recognize their 

own emotional triggers and prevent allowing anxiety to distort their judgment. "Her ability to step 

back and assess her own feelings before acting taught us all to stay grounded. This regulation of 

emotions not only stabilizes the leader but also sets an example for others in the organization." 

says FL19 (COO). 

One common concept is conflict management, where emotional intelligence shows 

transforming power. Crises can cause conflict inside family enterprises; therefore, female 

executives with emotional intelligence help to mediate conflicts and promote consensus (Singh et 

al., 2023). This competence guarantees that internal conflicts do not impede the organization's 

capacity to react properly to external issues. FL07 (CFO) noted, "She found common ground 

between opposing views, turning what could have been a divisive argument into a shared vision 

for moving forward." Enhanced by emotional intelligence, effective communication turned out to 

be a strength of female leaders under duress. Participants underlined that these leaders were 

outstanding in providing unambiguous, honest, emotionally sensitive statements that uplifted 

groups and gave hope. This capacity to connect emotionally while delivering vital information 

supports alignment inside the company (Cesaroni et al., 2018). As FL14, the marketing manager, 

said, "She made us feel part of the solution, explaining every decision with such clarity that we 

trusted her completely." 

Emotional intelligence's relationship emphasis also includes fostering trust at all family 

business levels (Lybaert & Umans, 2024). Many times, female leaders are perceived as crisis 

anchors of dependability and genuineness. Founder FL16 noted, "She consistently kept her word, 

even in trying circumstances. When all else seemed unclear, that trust kept us together. 

Consistency in conduct builds relationship networks—qualities vital for organizational resilience. 

Emotionally intelligent leaders help to build psychological safety, which enables team members 

to feel safe in raising issues or suggesting ideas free from fear of rejection. As FL08, Marketing 

Director, emphasizes, this safety fosters creativity during crises: "She told us it was alright to fail 

as long as we were trying. That freedom resulted in some of our best ideas. This open culture 

guarantees that family enterprises stay flexible and creative under demand. 

Another important topic was the way emotional intelligence should be included into 

decisions. Female leaders proved a special capacity to strike a balance between emotional factors 

and logical analysis, therefore guaranteeing that decisions were strategic rather than sympathetic. 

As FL33, Successor, clarified, "She could see the human cost of every decision and still make the 
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difficult calls." That balance is what kept us going ahead. This dual attention improves the quality 

and influence of decisions taken amid emergencies. Managing external relationships during a 

crisis also depends much on emotional intelligence (Singh et al., 2023). Using emotional 

intelligence, female executives interact with community members, vendors, and clients to 

preserve loyalty and goodwill. Founder FL12 told us, "She personally contacted our important 

clients, knowing their issues and making sure they stayed with us. It made all the difference. Many 

times, these outside relationships assist adaptation and rehabilitation. 

Resilience was found to depend critically on optimism and hope fostered by emotional 

intelligence. Even in the most difficult situations, female leaders inspire confidence and keep a 

good attitude. "Her belief that we would come through stronger gave us all the strength to keep 

going," said FL25 (CEO), whose emotional resilience permeates the company and promotes 

tenacity and will. A virtue of emotional intelligence, adaptability came up often in the interviews. 

As crises change, female leaders change their emotional approaches to fit the circumstances. 

External consultant FL18 said, "She knew when to be firm and when to be compassionate, shifting 

seamlessly between the two as needed. This flexibility ensures their effectiveness in addressing the 

multifarious challenges of crises." Another important discovery was my capacity to negotiate 

generational relations with emotional intelligence. Female leaders were sometimes praised for 

encouraging cooperation between generations and for helping to heal divisions between younger 

and older people. "She made the older generation feel respected while empowering us younger 

ones to take the lead where we could," said FL21, HR Consultant, "this balance ensures 

cooperation and continuity in decision-making during crises." 

Participants underlined how emotionally sensitive leaders preserve business principles and 

culture through difficult times. Often serving as stewards of the identity of the family firm, female 

CEOs make sure that its values direct reactions to outside demands."She reminded us of what we 

stood for, which gave us a compass to navigate through the storm," said FL10 (COO), stressing 

long-term resilience by aligning with basic values. At last, the interviews underlined the ongoing 

influence of emotional intelligence in female leadership. Those who give emotional intelligence 

first priority leave a legacy that promotes resilience, empathy, and teamwork going beyond the 

current crisis. "Her way of leading has become the way we all lead, even after the crisis," 

concluded FL03, Family Council Chairperson. Her offering to the company is the best one. In 

essence, emotional intelligence drives family businesses run by women to be crisis resilient. By 

means of empathy, self-awareness, good communication, and conflict resolution, female leaders 

build confidence, harmony, and creativity. Their capacity to negotiate emotional complexity 

guarantees not only the existence of their companies but also provides the basis for long-term 

development and transformation (Singh et al., 2023). 

4.2. Creative tactics driven by female leadership in crisis contexts  

Innovation often emerges as a vital road map for negotiating crises, and female executives in 

family firms play a crucial role in driving these tactics (Bannò & D’Allura, 2021). A feature of 

female leadership is the ability to rethink conventional wisdom and react quickly to new 

problems. Using a combination of relational intelligence, risk-taking, and creative problem-

solving, female executives create original ideas that not only handle current crises but also set 

their companies for long-term viability. This kind of thinking helps family businesses to adjust 

and flourish as FL05, Founder, pointed out: "She saw the crisis as an opportunity, not a setback, 

and pushed us to rethink everything from how we work to what we offer." 

Under female leadership, one of the defining qualities of creativity is the capacity to see 

possibilities buried under problems. Often approaching issues from a standpoint that combines 

realism with imagination, female leaders help others to find areas of development others would 

ignore."She turned our declining sales into a chance to launch a new product line that better met 

customer needs," said FL14, the marketing manager. This proactive strategy guarantees family 

companies remain adaptable and competitive. In crisis situations, innovation is mostly driven by 
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cooperation (Bannò & D’Allura, 2021); female leaders are quite good at encouraging team spirit. 

Creating inclusive surroundings helps them to leverage the combined intelligence of their 

workforce to provide fresh ideas and answers."She involved everyone—from senior managers to 

junior staff—in brainstorming sessions," said FL22, the Family Council Chairperson, "and the 

results were extraordinary. This participative leadership style ensures well-rounded and effective 

strategies by using many points of view." 

Another important quality of female leaders in encouraging creativity is adaptability. Crises 

sometimes call for swift pivots, and female leaders are skilled at changing their plans to fit 

changing conditions. As Successor FL17 said, "She didn't hesitate to change our emphasis when 

the first strategy didn't succeed. Her adaptability keeps us ahead of the curve; this will help to 

avoid stagnation and promote ongoing development. Often, the focus of innovation is technology 

adoption, especially in emergencies requiring digital transformation (Bauweraerts et al., 2022). 

Often leading the way in integrating technology to improve customer interaction and simplify 

processes are female leaders. By using digital tools, female executives help family businesses to 

run more efficiently and successfully (Bjuggren et al., 2018). External Advisor FL09 said, "Her 

push to digitize our processes saved us time and money, making us more resilient than ever." 

Still another quality of female leadership is customer-centric innovation (Bannò & 

D’Allura, 2021). Women leaders significantly value knowing and meeting consumer 

requirements, which becomes quite important during crises."She persisted on listening to our 

customers' worries, which led to the design of solutions adapted to their needs," said FL08, the 

marketing director. This customer-first approach develops loyalty and guarantees the relevancy of 

the business's offers." Aware of the requirement of juggling short-term needs with long-term 

objectives, female executives often include sustainability into their creative plans. Giving eco-

friendly methods or social responsibility a priority helps to provide value outside of only financial 

performance (Bjuggren et al., 2018). FL18, External Consultant, noted, "She saw sustainability 

not as a cost but as an investment in our future. This dual focus guarantees that innovations help 

to ensure organizational and societal resilience." Under female leadership, emotional intelligence 

too is quite important for fostering innovation (Bannò & D’Allura, 2021). Female leaders promote 

psychological safety so that staff members feel free to express ideas and take calculated risks."Her 

encouragement made us confident to suggest bold ideas without fear of failure," FL07 (CFO) 

said. "This culture of openness and experimentation is essential for generating breakthrough 

solutions during crises." Moreover, female leaders are adept at using networks and alliances to 

inspire innovation (Bauweraerts et al., 2022). These outside partnerships give access to resources, 

knowledge, and markets normally out of reach in times of crisis. FL19 (COO) underlined, "She 

forged a partnership with a local supplier, which gave us the materials we needed to launch a 

new product quickly. These alliances improve the capacity of family businesses to adapt and 

develop." Another important feature of innovation motivated by female leaders is their capacity to 

match it with the organizational culture and values (Bauweraerts et al., 2022; Hollander & 

Bukowitz, 1990). This alignment guarantees that ideas are not only useful but also fit the 

character of the family company."She reminded us that every change we make should reflect who 

we are as a family and a business," FL10 (COO) said. This cultural consistency creates internal 

and external trust, therefore enhancing the impact of creative ideas. 

Many times, female leaders view innovation as an ongoing process instead of a one-time fix 

(Zybura et al., 2021). Their emphasis on long-term planning guarantees that the crisis-generated 

solutions set the stage for future expansion."She didn't just solve today's problems; she set us up 

for success tomorrow," said FL16, the founder. This forward-looking view turns crises into 

chances for ongoing development. Another area in which women leaders shine in encouraging 

creativity is risk management (Barrett & Moores, 2009). They guarantee that new projects are 

both audacious and based on pragmatic practicality by deftly balancing risk and opportunity."She 

knew which risks were worth taking and which ones weren't," Founder FL12 said, "and her 
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judgment was always spot on. This calculated approach enables family businesses to innovate 

confidently, even in uncertain environments." 

In family firms, generational cooperation is typically a key component of innovation; 

female CEOs are skilled in closing generational divides (Campopiano et al., 2017). Combining 

the expertise of older generations with the fresh viewpoints of younger family members produces 

a dynamic that stimulates innovation (D’Allura and Bannò, 2021)."She encouraged the younger 

generation to lead our digital transformation while ensuring the older generation felt included," 

said FL25, CEO. This synergy increases the depth and quality of new ideas. Female leaders are 

also quite good at narrative-based inspiration and alignment of their teams around creative ideas. 

This ability becomes especially important in crises, when clarity and drive are absolutely critical. 

By emotionally and intellectually connecting with their teams (Cesaroni et al., 2018), female 

leaders guarantee buy-in for new projects. FL33 (Successor) said, "She painted a picture of what 

success could look like, and it made us all want to work harder to get there." 

Finally, by combining emotional intelligence, flexibility, and a cooperative approach, 

female leadership stimulates invention in crisis settings (Chen et al., 2018). By means of 

sustainable practices, technological integration, and customer-centric solutions, women leaders 

convert obstacles into chances for development. Their capacity to match innovation with long-

term objectives and organizational values guarantees that family companies come out of crisis 

more robust and stronger (Bannò & D’Allura, 2021). These leaders highlight the transforming 

power of women’s leadership in determining the course of family businesses as they keep 

redefining what is feasible. 

4.3. Managing crisis dynamics across generations 

Especially during crises, family firms sometimes have particular difficulties negotiating 

intergenerational tensions (Danes and Olson, 2003). Either resilience or conflict can arise from the 

junction of generational viewpoints, values, and leadership styles (Campopiano et al., 2017). With 

their focus on empathy, teamwork, and adaptability, female leaders help to close generational 

gaps and align different points of view thereby promoting good crisis management. "She made 

sure everyone, young and old, felt heard and valued," Founder FL16 said, "which kept us united 

even during the toughest events." Usually, the generational difference shows in different 

approaches to innovation and risk (Bauweraerts et al., 2022). While younger members generally 

support audacious, transforming ideas, older generations may give caution and legacy 

preservation top priority. Female leaders are quite good at bridging these divisions and striking a 

compromise between honoring legacy and welcoming change."She helped us see the strengths in 

both perspectives," said FL25 (CEO), "encouraging the older generation's prudence while 

empowering us younger ones to experiment." This ability to bridge generational approaches 

guarantees that decisions are both innovative and grounded. 

Managing intergenerational relations becomes mostly difficult when one addresses the 

emotional and relational complexity resulting from crises. Using their emotional intelligence, 

female leaders foster understanding and respect among one another. With a focus on relationship 

harmony, FL07 (CFO) said, "Her patience and ability to empathize with each generation's 

concerns brought us closer instead of driving us apart." This helps the company to remain 

cohesive under trying circumstances. 

Navigating generational divides depends on effective communication, and female leaders 

are frequently skilled in encouraging honest conversation. Through open communication, they 

make sure that every voice is heard, so lowering misconceptions and fostering agreement. As 

Successor FL33 observed, "She didn't hesitate to have tough talks. Rather, she made sure 

everyone felt free to express their opinions. This inclusiveness builds harmony between 

generations. Often a divisive topic in family companies, succession planning becomes much more 

difficult amid crisis (Baltazar et al., 2023). Sensibly managing this process, female leaders 

guarantee that changes are fair and seamless. Observed FL18, "She worked tirelessly to prepare 
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the younger generation while respecting the contributions of the elders. This balanced approach 

minimizes conflict and ensures continuity in leadership and vision." 

Usually, generational differences also reflect different objectives and ideals. While younger 

members give innovation and progress top priority (Bannò & D’Allura, 2021), older generations 

could concentrate on maintaining the family legacy. Female executives negotiate these conflicts 

by matching their priorities with long-term objectives of the company. FL12, the founder, noted, 

"She reminded us that legacy and progress are not mutually exclusive, and her vision united us 

around a shared purpose. This ability to mix different priorities fosters organizational resilience." 

Another area in which female leaders shine in handling generational relations is conflict 

resolution. Crises often intensify already existing conflicts; female leaders use their relational 

talents to help resolve conflicts and promote agreement."She had a way of defusing conflicts that 

made everyone feel respected, which kept us focused on solving the bigger problems," said Family 

Council Chairperson FL03, ensuring that internal dynamics do not impede the organization's 

crisis response. 

Fostering intergenerational cooperation depends mostly on mentoring, so female leaders 

sometimes give top priority to preparing the future generation of leaders. Sharing knowledge and 

offering direction helps them to make sure younger family members are ready to participate 

actively."Her mentoring gave me the confidence to step up during the crisis, knowing she trusted 

my decisions," said Marketing Director FL08, therefore strengthening the leadership pipeline of 

the company. Female leaders also provide chances for intergenerational learning, therefore 

motivating younger and older family members to contribute knowledge and expertise. This kind 

of interaction improves the agility of the company as well as promotes mutual respect.Family 

Council Chairperson FL22 noted, "She paired the older generation's experience with our tech-

savvy ideas, creating solutions none of us could have developed alone. This synergy uses the 

strengths of all generations." 

Often, the cultural and relational aspects of family enterprises call for executives to 

negotiate strongly rooted traditions. Female leaders respect cultural norms and promote evolution 

to help control this complexity. FL10 (COO) noted, "She honored the traditions that defined us 

while showing us how to adapt them to today's reality. This balance ensures that the organization 

remains rooted in its identity while embracing change." Often requiring quick decisions, crisis 

management can be difficult when generational points of view collide. Female leaders help to 

enable effective and inclusive decision-making processes (Kim & Kim, 2018). Marketing 

Manager FL14 said, "She made sure everyone had a chance to weigh in, but when it was time to 

decide, she acted aggressively. This ability to balance inclusion with urgency guarantees that the 

company remains agile during crises." 

Female leaders are also very important in developing a unified vision that fits all 

generations toward shared objectives. Emphasizing group accomplishment helps them to lessen 

individualistic impulses that can cause disagreement."She kept us focused on what mattered most: 

the survival and growth of the business," said FL09, the external advisor. This shared vision 

unites the family and boosts the crisis reaction of the company. Another area where female 

leaders are very important in closing generational distances is emotional resilience (Cesaroni et 

al., 2018). Their calm and cheerfulness help others in all spheres of the company to get hope. 

Noting "Her calm demeanor reassured us all, regardless of our age or experience," FL04 

(Successor) said, "this emotional stability fosters a culture of trust and determination." 

Generational cooperation also reaches outside into alliances and collaborations. Using their 

relational talents, female leaders make sure generational variations do not prevent outside 

involvement. FL19 (COO) said, "She helped us present a united front to our partners, even if we 

disagreed internally. This cohesion enhances the organization's reputation and strengthens its 

external networks." In essence, female leaders help to negotiate intergenerational interactions 

amid crises in a transforming way. Empathy, good communication, mentoring, and conflict 

resolution help them to align several points of view and promote teamwork. Their capacity to 
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strike a balance between respect for progress and tradition, inclusivity with decisiveness and 

innovation guarantees that family businesses come out of crisis stronger and more cohesive 

(Bauweraerts et al., 2022). As these leaders keep bridging generational gaps, they highlight the 

vital need for relational intelligence for organizational resilience. 

4.4. Sustainability via gendered leadership: juggling development and legacy 

In family businesses, sustainability calls for a careful mix between honoring the past, defining the 

character of the company and welcoming development to guarantee long-term survival. 

Particularly under the direction of female leaders, gendered leadership offers a sophisticated 

method for striking this equilibrium. Women leaders combine the preservation of tradition with 

the quest of invention based on relational dynamics, inclusion, and adaptability (Barrett & 

Moores, 2010). This viewpoint is the pillar of sustainable practices in family businesses as FL16, 

Founder, pointed out: "She reminded us that legacy isn't just about holding on to the past; it's 

about ensuring it evolves to remain relevant." 

Gendered leadership is distinguished by its capacity to include sustainability into main 

business plans. Many times, female executives stress long-term objectives that fit society 

standards and family values."She ensured our growth strategies considered not just profitability 

but also their impact on the community and environment," External Consultant FL18 said, "this 

alignment strengthens the organization's social license to operate, a critical component of 

sustainability in today's markets." Managing legacy and advancement calls for a strong awareness 

of the identity of the family firm, and female CEOs are rather good in maintaining this identity 

while guiding the company toward transformation. Founder FL12 noted, "She knows how to 

maintain our traditions while offering new ways to accomplish things. That equilibrium kept 

everyone in line. This capacity for innovation within the framework of the corporate historical and 

cultural background guarantees buy-in from stakeholders across generations (Bauweraerts et al., 

2022). Furthermore, defining sustainability under gendered leadership is a focus on stakeholder 

interactions. Building and preserving trust with staff, clients, and members of the community is 

the basis for long-term resilience and is hence first priority for female leaders."She ensured that 

every decision considered the well-being of those who depended on us, from our employees to our 

customers," said FL08, the marketing director. This relational approach creates loyalty and 

goodwill, vital for maintaining operations during crises. Another area where female leaders 

advance without sacrificing legacy is environmental sustainability. Women leaders sometimes 

support environmentally friendly policies that fit family values and improve the standing of the 

company. FL10 (COO) said, "Her push for renewable energy sources was not just good for the 

environment; it also reinforced our standing as a responsible business. Such initiatives position 

family businesses as forward-looking while staying true to their values." 

For female leaders, especially in relation to crisis management, economic sustainability is a 

major priority. Emphasizing wise financial management and diversification helps them to shield 

from market volatility (Chadwick and Dawson, 2018). FL07, the CFO, noted, "Her insistence on 

building reserves during good times allowed us to weather the storm when the crisis hit. This 

strategic foresight guarantees that family businesses remain viable even in difficult economic 

environments." By encouraging an innovative culture and learning, female leaders also help to be 

sustainable. They guarantee that the company stays competitive by pushing constant development 

and flexibility."She always pushed us to learn from every challenge and apply those lessons to 

grow stronger," said Family Council Chairperson FL22, whose perspective helps family 

businesses develop without losing sight of their legacy. 

Still another pillar of sustainability under gendered leadership is intergenerational 

cooperation. Female leaders help to heal generational gaps so that the ideals of past generations 

are honored and enable new people to spearhead creativity."She created a space where the older 

generation could guide us, but also where we could challenge traditional ways of thinking," said 

Marketing Manager FL14, so promoting both continuity and growth. Many times, female leaders 
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help to align sustainability with corporate social responsibility (CSR). Women in leadership roles 

include CSR projects into the corporate strategy so that the company helps society (Tran & 

Nguyen, 2022). FL19 (COO) observed, "She made sure our community projects  weren't just add-

ons but integral to how we operated." This strategy strengthens the organization's relevance and 

social impact. Furthermore, adopting a relational approach to succession planning, gendered 

leadership ensures that changes in leadership do not compromise sustainability initiatives 

(Baltazar et al., 2023). Female leaders emphasize guiding and preparing the next generation, 

therefore promoting a smooth change of values and roles (Glass & Cook, 2018). "Her mentoring 

made it clear that sustainability wasn't just her vision; it was ours to carry forward," said FL25, 

the CEO, therefore guaranteeing continuity in leadership and strategic direction. Female leaders 

under crisis stress resilience-building techniques that strike a balance between short-term needs 

and long-term sustainability. They ensure the company comes out stronger by giving future 

preparation top priority alongside rehabilitation. FL04 (Successor) said, "Her focus wasn't just on 

surviving the crisis but on positioning us for what came next. This forward-looking approach 

stresses the part gendered leadership plays in producing sustainable outcomes." 

Another area where female leaders are quite important is cultural sustainability. They 

guarantee that the family company stays both relevant and anchored by keeping its cultural 

identity while adjusting it to modern settings."She made sure that even as we evolved, we never 

lost sight of who we are as a family," FL03, the Family Council Chairperson, said. This alignment 

supports the organization's credibility and authenticity. Often advocating for diversity, female 

leaders make sure that initiatives toward sustainability represent all points of view (Cicellin et al., 

2015). This inclusiveness helps stakeholders to feel shared responsibility and improves decision-

making. Noting, "She made everyone feel like they had a role to play in shaping our future," 

FL33 (Successor) said, "this collective approach strengthens the commitment to sustainability 

across the organization." Another hallmark of gendered leadership is the way sustainability is 

included into governing systems. Transparency, responsibility, and teamwork are top priorities for 

female executives, thus building governance structures that help toward long-term 

objectives.FL09, the external advisor, said, "She restructured our decision-making processes to 

ensure every stakeholder had a voice, so making us more robust." This inclusiveness and 

structure help the company to manage obstacles. 

Ultimately, female leaders in family companies have a transforming power in harmonizing 

legacy with advancement to reach sustainability. By means of relational intelligence, inclusivity, 

and an emphasis on long-term objectives, they inspire projects aiming at preserving the legacy of 

the company and promoting resilience and creativity. Their ability to match modernism with 

tradition guarantees that family companies stay not only viable but also active contributors to their 

sectors and communities. 

4.5. Results discussion 

Especially in crisis, this study offers a thorough investigation of the transforming power of female 

leadership in family enterprises. The results highlight the need of gendered viewpoints in 

organizational resilience and development since they show the several ways in which women 

leaders may promote innovation (D’Allura & Bannò, 2021), control crises, and guarantee 

sustainability. This conversation emphasizes their theoretical, methodological, and pragmatic 

consequences while setting the results within the body of current work. Female leaders show great 

capacity to use emotional intelligence as a main tool for crisis management (Cesaroni et al., 

2018). Although their focus on empathy, self-awareness, and conflict resolution fits earlier studies 

on relational leadership, it also applies in crisis situations. Emotional intelligence creates an 

environment in which stakeholders feel valued and involved, therefore fostering psychological 

safety, teamwork, and creativity. Important elements in negotiating uncertainty, cohesiveness and 

adaptability are improved by this relational method (Singh et al., 2023). 
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Especially in how women combine creativity and pragmatism to handle crises, innovation 

becomes a distinctive quality of female leadership (Barrett & Moores, 2010). Gendered leadership 

stresses inclusivity and teamwork, therefore promoting a culture of shared ownership and group 

problem-solving, unlike more conventional top-down leadership methods. Female leaders are 

skilled in spotting chances inside difficult situations and developing answers fit for organizational 

standards and stakeholder expectations. This ability for transforming innovation emphasizes the 

special contributions made by female leaders toward organizational resilience (Bannò & 

D’Allura, 2021). The results also highlight the crucial role that intergenerational dynamics play in 

family firms since female CEOs act as successful middlemen between generational points of view 

(Campopiano et al., 2017). Their capacity to close generational gaps guarantees that many points 

of view support strategic decisions and helps to align different generations. Female leaders not 

only solve current issues but also equip the following generation of leaders by giving mentoring 

and information transfer top priority. This intergenerational synergy improves family company 

flexibility and resilience. 

Still another important factor impacted by female leadership is sustainability. Women 

executives balance the preservation of heritage with the quest for advancement by including 

environmental, social, and governance issues into corporate initiatives. Their method of 

sustainability goes beyond compliance to include long-term objectives woven into the corporate 

structure. Female executives help to establish family enterprises as responsible and forward-

looking companies by matching corporate practices with social and environmental concerns, 

therefore strengthening resilience and reputation. Under female leadership, governance policies 

are distinguished by openness, inclusiveness, and teamwork. These methods increase 

responsibility and confidence among all the stakeholders, therefore improving the ability of the 

company to handle emergencies (Calabrò et al., 2024). Female leaders sometimes prioritize 

participative governance systems, including many points of view, thereby promoting a shared 

responsibility culture. This strategy not only helps to reduce internal conflict but also improves 

organizational resilience and quality of decision-making. 

By including ideas of emotional intelligence, creativity, and sustainability into the 

framework of family companies, the results also support theoretical models. This study questions 

conventional leadership paradigms and increases the conversation on gender in organizational 

studies by stressing the part of female leadership (Calabrò et al., 2024). It presents a whole picture 

of how gender affects organizational results by stressing the interaction between relational and 

strategic aspects of leadership. Notwithstanding these achievements, the survey also emphasizes 

major difficulties experienced by female executives in family companies. Many times, ingrained 

gender stereotypes and sociocultural standards create obstacles to leadership, therefore restricting 

the complete manifestation of women's potential (El Hayek, 2022). Dealing with these structural 

problems calls for more study of the cultural and structural elements influencing gender relations 

in family businesses (Cicellin et al., 2015). Future studies should look at ways to remove these 

obstacles so that more inclusive and fair leadership settings might result (Lybaert & Umans, 

2024). 

These results have significant practical ramifications that provide family companies, 

advisers, and legislators with useful information. Including relational and emotional intelligence 

training helps leadership development initiatives catered to the particular requirements of family 

businesses to grow (Singh et al., 2023). Emphasizing intergenerational cooperation and 

mentoring, succession planning programs should guarantee better transitions and more 

organizational resilience (Baltazar et al., 2023). Including sustainability into main business plans 

also helps to improve organizational performance and social influence (Bjuggren et al., 2018). All 

things considered, this research emphasizes how profoundly female leadership transforms 

sustainability, crisis management, and creativity in family companies (Calabrò et al., 2024). 

Female leaders show the vital contribution of gendered viewpoints in organizational performance 

by balancing heritage preservation with progress, therefore promoting resilience and long-term 
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sustainability (Bjuggren et al., 2018). Although the results offer a strong basis for knowledge of 

these processes, future studies should keep investigating the complexity of gendered leadership, 

therefore addressing both its possibilities and its difficulties in different organizational 

environments. 

5. Conclusion 

Investigating the influence of female leadership in family companies all throughout Africa—

especially during crisis—was the main goal of this project. The study specifically aimed to find 

how women leaders use emotional intelligence to control crises and inspire innovation. The study 

also sought to investigate how these abilities help to reconcile the preservation of family legacy 

with organizational sustainability. By tackling these goals, the study offers a thorough knowledge 

of the transforming power of gender leadership in supporting resilience and long-term survival 

inside family businesses. 

From a theoretical standpoint, this research adds to the body of knowledge already in 

publication on family business dynamics, emotional intelligence, and gendered leadership. It 

broadens the conversation on leadership by stressing the special ways in which female leaders 

negotiate crises and promote creativity. Especially in the context of family enterprises, the 

inclusion of emotional intelligence into leadership structures emphasizes the relational and 

strategic aspects that are sometimes disregarded in conventional leadership research. By showing 

how female executives reconcile environmental, social, and governance priorities with the 

demands of company continuity and advancement, the study also enhances the body of 

knowledge on sustainability. Methodologically, the study emphasizes the need of qualitative 

research in catching the complexity of leadership dynamics inside family companies. Semi-

structured interviews let for in-depth investigation of the lived experiences of female leaders, 

thereby offering rich, context-specific insights on their approaches to sustainability, crisis 

management, and creativity. By means of a sophisticated knowledge of the interaction of gender, 

culture, and leadership, the thematic analysis of the data helped to identify recurrent trends and 

themes. This methodical approach helps to explain complicated organizational events by 

supporting the increasing awareness of qualitative techniques as vital instruments. Practically, the 

results of this study provide family companies, consultants, and legislators with useful 

information. The focus on emotional intelligence, inclusive government, and intergenerational 

cooperation offers a structure for creating leadership strategies improving organizational 

resilience. Using these findings, family companies can create leadership development initiatives 

giving relational intelligence and strategic adaptability top priority. The results can be used by 

advisers to direct succession planning activities, therefore guaranteeing better transitions and 

greater generational harmony. These insights also help policymakers to create policies endorsing 

sustainable business practices and gender inclusiveness. 

This study has limitations notwithstanding its contributions. The study concentrated just on 

family companies in Africa, thereby restricting the generalizability of the results to other cultural 

or organizational settings. Furthermore, depending too much on qualitative data could miss more 

general trends or patterns that quantitative techniques could highlight, even if it provides depth 

and richness. The study also mostly looks at the viewpoints of female leaders and their immediate 

stakeholders, therefore allowing space for more investigation of outside elements, such as 

macroeconomic impacts or industry-specific difficulties. These constraints give chances for the 

next studies. Including family companies in different areas would help the research to offer 

comparative analysis of the environmental and cultural elements affecting female leadership 

dynamics. Furthermore, including quantitative techniques would enhance the qualitative results 

and provide a more complete knowledge of how gendered leadership influences organizational 

results. Additional investigation should also look at ways to remove institutional obstacles to 

female leadership in family companies, so tackling issues including gender bias and cultural 

norms that impede inclusiveness.  
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Finally, this research emphasizes the importance of female leadership in handling crises, 

promoting sustainability in family companies, and inspiring innovation. Women leaders reconcile 

the preservation of family legacy with the quest for advancement by using emotional intelligence, 

relational skills, and a forward-thinking attitude. These results highlight the transformative power 

of female leadership, providing insightful theoretical, methodological, and pragmatic 

contributions as well as opening the path for further studies on this important component of 

organizational resilience and success. 
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