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Abstract: Several studies have shown that women in top positions tend to hinder and mistreat other
women; this phenomenon is known in the literature under the term “Queen bee syndrome”. The
aim of this study is to investigate whether Queen bee syndrome is also present within the Italian
Sports Federations. To this end, an online questionnaire was administered to Italian female coaches
(n = 516). From the statistical analyses, it emerged that coaches in the 40–49 age group attribute to
themselves more masculine than feminine adjectives (Bem Sex-Role Inventory, BSRI), and also score
higher on the gender stereotype scales, the Attitudes Towards Women Scale (d = −0.1189, p < 0.05)
and the Macho Scale, compared to trainers in the 18–29 age group (d = −0.1681, p < 0.05). Moreover,
a positive correlation emerges between the scores obtained on the Attitudes Towards Women Scale
and Macho Scale (r = 0.600, p <0.01) and between organizational support and affective attachment to
the organization (r = 0.529, p <0.01). Overall, all the results seem to show the presence of the Queen
bee syndrome within the Italian Sports Federations. In the future, it will be interesting to evaluate
additional variables involved in this phenomenon.
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1. Introduction

Several studies have shown that women who achieve leadership roles in male-dominated
environments are more likely to endorse gender stereotypes. That is, they tend to hinder
rather than support the growth of their female subordinates and possess negative attitudes
toward them [1,2]. The term “Queen bee syndrome”, originally invented by Travis [3],
was used to describe the phenomenon according to which senior women are keen on
supporting the structural hierarchy that allowed them to achieve success [3,4]. The Queen
bee phenomenon has been described in response to a threat to social identity, meaning
the development of the personality of human beings through the groups to which they
belong [5].

In a corporate culture marked by centuries of male predominance, women’s eman-
cipation does not easily fit in. From the very beginning, the working sphere has been a
matter reserved solely for men; in fact, one of the criteria on which the differences between
the genders are based, and which bind the values of male and female roles, is precisely the
division of work and tasks [6].

According to the social theory of gender roles, within society, people are assigned roles
with a different status depending on their gender. In this hierarchical structure, men are
assigned roles with a higher status. This difference influences the stereotypes determined
for men and women, as well as the behaviors and expectations of both genders. Change in
gender differences will occur when male and female roles enforce equitable sharing in the
division of labor and tasks [7–9].
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Although an increase in the presence of women in public working environments
has been observed in recent years, the same trend has not been observed in management
positions. Companies in which women occupy the highest positions are rare: boards of
directors with a female majority, or those consisting of women only, represent a small
minority in the realm of corporations operating in Italy [10]. A possible explanation for
why women find it difficult to attain positions of power may be found in the correlation
between power and authority and masculinity, which makes it difficult for women to
identify their female gender with a more male “power” identity [11]. As behaviors in the
working environments tend to be masculine, women have to negotiate masculine norms
that often exclude them, so they end up hiding their femininity in order to live up to the
masculine ideal; this is how women begin to lose themselves [12]. In order to adhere to the
norms of organizational culture, women begin to act like men, denying their own gender
and consequently all those peculiarities that make them different.

People who fit the prototype are more likely to be accepted, included and advanced into
leadership positions, which further reinforces the one-size-fits-all standard of success [12].

The leadership role is characterized by a predominance of the agency component
over the communality component, i.e., it is defined by task performance rather than the
relational component, and is stereotyped as masculine [13]. The characteristics that are
required of an excellent manager are strong self-esteem, task orientation, and commitment
to objectives; all dimensions belonging to the agency component.

On the contrary, women are associated with characteristics such as emotional warmth,
empathy, care, kindness and understanding, and thus the stereotype assumes that they give
priority to others and have an orientation towards relational components [13]. This division
of skills has an impact on judgments when one gender tests itself in terms of abilities defined
as typical for the other: it has been measured that those men who demonstrate communal
traits are evaluated much more positively than women who demonstrate agency-driven
attitudes, the former being considered more “complete” and the latter being negatively
considered “masculine”, and therefore out of role [13,14].

Women are forced to adapt to the masculine culture that pervades the organization
in order to reach senior positions, but when they adopt behaviors and attitudes typically
reserved for men, they are perceived as deviating from the role they have been given by
society: there seems to be no escape. Research on the backlash effect [15] has found that
women who are successful in tasks traditionally perceived as masculine are classified as
disliked by both men and women themselves. This backlash occurs because successful
women violate descriptive and prescriptive gender norms and are assumed to lack feminine
traits, such as warmth [15,16]. Indeed, the “price of adherence” [17] for women in traditional
executive culture is the silence required for compliance with masculine norms and criteria.
What becomes clear is that women’s presence in a man’s world is conditioned by their
willingness to modify their behavior to become more like men, or be perceived as more
masculine than men [18].

The Queen bee phenomenon is the result of social circumstances related to the threat
to social identity that women face in companies that discriminate against them: the tension
between women’s personal ambitions and the gender stereotypes expressed around them
creates a threat to their social identity [19]. Acting like a Queen bee is, for these women, a
way of pursuing their ambitions in sexist organizational cultures.

Women working in corporations where the cultural structure depicts them as less fit to
reach professional success compared to men, thus degrading their gender, experience this as
a threat to their social identity [20]. In order to reduce this uncomfortable situation, women
may start to behave in a way that leads to an improvement of the whole gender status;
“collective mobility”, for instance, refers to women fighting negative gender stereotypes in
order to improve their situation in the working environment or their personal achievements,
and “individual mobility” is the behavior of a woman supporting the difference between
them and other women in order to enhance their career growth. Moreover, it has been
shown that women more keen on identifying themselves with their gender tend to be more
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loyal to the group, and work towards a better reputation for the collective when this is
threatened; on the other hand, people that do not identify themselves with their gender tend
to move away from the group and work towards the improvement of their own, individual,
situation [21,22]. The Queen bee syndrome is thus the result of some social circumstances
mainly caused by the threatening of women’s social identity by the corporations that
discriminate against them [4]. The tension between women’s own ambitions and the
gender stereotypes developed around them endangers their social identity, in particular
in people for whom the gender identity is not relevant for the realization of themselves
in that specific context [19]. To behave as a Queen bee is, for those women, one of the
possible ways to pursue their goals and ambitions in the sexist hierarchical cultures and
environments [2].

In Ely’s ethnography [23] on women lawyers, it has been shown that, comparing
women working in companies with a higher percentage of female partners with others
working in companies with a lower one, those latter show more competitive relationships
between women who, in turn, show a lower probability of perceiving their female partner
as supportive. This happens as women have increasing difficulty in finding a woman
mentor or a female example to get inspiration from, as the higher the hierarchy gets, the
less women we find [3].

Gender-oriented behaviors hold for sports groups as well for companies. The history
of sport has always been dominated by men, who still participate in a higher percentage
of sport events compared to women [24]. Men’s sport leagues and events have always
attracted more social and economic interest compared to women [25]. According to Mur-
phy [26], the structure of sport itself encourages an intrinsic mechanism of the society,
through its images, ideologies, and structures, which legitimates the differences between
sexes, thus reinforcing social stratification based on gender. Whether or not competition
is still a duty for young male adults, until the end of the Second World War, physical
education and the practice of sport were considered enemies of female standards [27].

Many aspects of sporting activity are often reinterpreted in terms of gender differ-
ences [28]. By comparing the available data on men and women coaching in sport, trends
can be found whereby women represent a minority of coaches employed in elite sport, and
the higher the level of performance, the lower the percentage of female trainers [29,30].
It has been demonstrated that there are many reasons for the lack of female coaches in
elite sport. First, in many sports, few women have the necessary licenses to coach elite
athletes or teams, and moreover, women aiming to work as high-level trainers face similar
problems to women aspiring for leadership positions, e.g., recruitment, stereotyping of
their ability, and gender discrimination of tasks [31–33]. Finally, it must also be considered
that many training courses required to become a coach are almost exclusively managed
by men. Empirical evidence suggests that female coaches are often athletes who have
experience at high levels of national and international competition, and they have played
in sports more traditionally considered male (i.e., wrestling, baseball) [33]. This aspect
allows women to feel more credible and respected, especially when coaching male athletes.
Women who coach male athletes may be viewed as less socially acceptable coaches, and
often their abilities may be underestimated by athletes and their parents [34].

Besides the role of coaching, it should be noted that women also retain secondary
roles in sports institutions: they are often under-represented in management administrative
roles, and the top management of the International and National Olympic Committees,
as well as the International Sports Federations, are still predominantly male [35]. At an
international level, in 1995, the International Olympic Committee (IOC) created the Women
in Sport Commission, which aimed to promote the inclusion of women in sport and physical
activity. The Olympic Agenda 2020, the strategic roadmap for the Olympic Movement, also
reaffirms a commitment to gender balance in sport [36]. Although progress in women’s
participation in sport, and particularly in elite sport, is undeniable, women’s representation
in the governance of sports still lags behind. The Women and Sport conference in Sydney in
2010 showed that progress towards having more women in key sport leadership positions
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has remained stagnant. To address this stagnation, the Sydney Scoreboard, a global index
tracking women’s representation in sport governance and management, was created [36].
Although the number of women on sports governing bodies has visibly increased, it has
done so at a slower pace than the number of elite female athletes, and the change remains
small [36].

In the Italian sports system, female athletes represent 28.2%, female club managers
15.4%, female coaches below 20%, female federal managers 12.4%, and women judges and
referees 18.2%. These percentages that are still too low to consider that gender equality has
already been achieved in sport [37].

Considering the similarities between the organizational environments of business
and sport, discussed above, in the following study we decided to investigate whether
the phenomenon of the Queen bee also occurs within Italian Sports Federations. In the
literature, there are no studies that have investigated the phenomenon of the Queen bee
in the domain of the Sport Federation. To this end, we examine whether women coaches
in Sports Federations: 1. perceive themselves in a masculine way; 2. identify with typical
male stereotypes, and 3. tend to judge their female colleagues, as well as collaborating less
effectively with them.

2. Materials and Methods
2.1. Participants

Eight-hundred and thirty-one Italian female coaches took part in this study. Of this
sample, 315 participants were removed because they did not complete the questionnaire.
Thus, the final sample consisted of 516 Italian female coaches (age group from 18–29 to
over 50) who completed the questionnaire by answering all questions (62% of completed
questionnaires). The questionnaire, which was carefully designed, was sent to all federal
sport institution members of the Italian National Olympic Committee (CONI), which then
forwarded it to their female coaches for online fulfillment. Participation in the study was
voluntary and anonymous. The data collection phase spanned from May 2020 to July 2020,
during the first phase of the pandemic related to COVID-19.

2.2. Instruments

A questionnaire was used for online data collection, consisting of two parts.
In the first part, each Italian female coach was asked to answer some specific questions

about the federations they belonged to (for example, “If Sports Federations had a gender,
do you think yours would be male or female?”, “Do you think that within the Sports
Federation you belong to, there are people who suffer from gender discrimination (i.e.,
determined by belonging to the female gender)?”, “Do you think that your success as a
coach is due to effort and hard work or to skills and capabilities?”).

Because the phenomenon of the Queen bee syndrome has never been studied within
Sports Federations, the second part of the questionnaire used scales that have been used to
investigate this phenomenon in other work settings (i.e., University faculty [4]) or other
aspects of gender stereotypes [38,39]. In this section of the questionnaire, the female Italian
coaches responded to a series of items grouped into 6 measurement scales. The scales used
in the study were:

- Gender Identification at Work. This scale is used to measure the degree of gender
identification (high or low) at work. Examples of items in this measure are, “At work,
being a woman is important to me”, and “At work, I feel part of the women’s group”
(7-point Likert scale from 1 (completely disagree) to 7 (completely agree)) [38];

- Bem Sex-Role Inventory. The BSRI measures masculinity and femininity by assessing
how people psychologically identify themselves with gender roles. The test consists
of a list of 60 adjectives (20 masculine, 20 feminine and 20 gender-neutral), but in this
research only masculine and feminine adjectives were selected, so 40 adjectives were
presented. Examples of adjectives are “Autonomous”, “Athletic” (more masculine)
and “Surrending”, “Compassionate” (more feminine). Due to the lack of gender-
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neutrality in Italian grammar, it was decided to include all adjectives in both forms
(genders) to prevent that adjective in the masculine form from being perceived by
women as reserved for men (7-point Likert scale from 1 (never or almost never true)
to 7 (always or almost always true)) [40];

- Attitudes Towards Women Scale (Short version). This is a tool consisting of 25 statements
that investigate the attitudes people have towards women’s roles in society. A high
score indicates that the person answering shows conservative thinking, while a low
score indicates a pro-women attitude. Examples of items include “Women should
worry less about their rights and more about becoming good wives and mothers”, and
“Women should take their legitimate place in business and all professions alongside
men (reverse item).” (4-point Likert scale: 1 (not at all agree) to 4 (strongly agree)) [41];

- Macho Scale. This is a self-report instrument that measures adherence to sexist attitudes.
Specifically, through 28 items it assesses individual differences in sex role stereotypes
and sex discrimination. High scores reflect more traditional and gender-stereotyped
attitudes, and low scores reflect more gender-neutral and feminist attitudes (e.g.,
equality between men and women). It has been found that high scores on this scale
are associated with less pro-women attitudes. Examples of items include “Most of
the time it is better to be a man than a woman”, “The love of competing and winning
is fundamentally a male attitude, although some women have it too” and “A wife
who sacrifices her family for her career is no more to blame than a husband who does
the same thing (reverse item).” (5-point Likert scale: 0 (strongly agree) to 4 (not at all
agree)) [42];

- Survey of Perceived Organizational Support. This scale captures the Perceived Orga-
nizational Support (POS), which is a general belief about the degree to which the
organization values employee contributions and cares about employee well-being [43]
(Italian adaption [12]). The construct concerns the degree to which the organization
rewards, empowers, and supports the employee. In this research, by “organization”
we mean the institution that plans, promotes, and coordinates the practice of sports
in Italy, i.e., all the Sports Federations recognized by the Italian National Olympic
Committee (CONI). Examples of items here are “This organization definitely considers
my goals and values” and “This organization would forgive a mistake made in good
faith on my part.” (7-point Likert scale: 1 (not at all) to 7 (very much agree)) [43];

- Organizational Commitment Questionnaire (Affective Component). This scale consists
of 25 items that converge into three independent factors corresponding to the three
components of the organizational commitment construct—affective commitment,
continuance commitment and normative commitment. In this research, only the
10 items concerning the affective component were considered. Allen and Mayer [44]
define affective commitment as an emotional attachment to the organization, and
when this prevails, employees stay in the organization because they want to. Examples
of these items are “Of the different job alternatives available this organization is one of
the best to work for” and “I am willing to put in more effort than is normally expected
to contribute to the success of my organization.” (5-point Likert scale: 1 (not at all
agree) to 5 (very much agree)) [44].

As this is meant to be explorative research, we chose to investigate how the Queen bee
phenomenon occurs within the sporting environment.

3. Results
3.1. Descriptive Analysis

The first part of the questionnaire asked the Italian female coaches to answer some
demographic questions. The data we collected are as follows: 41.1% of the women taking
part in the survey belong to the age group 18–29, while only 7.8% are over 50 years old.
Women in the age groups 30–39 and 40–49 constituted 28.1% and 23.1%, respectively. Most
of the women stated that they were single (48.1%) or married/living with their partner
(47.9%), while only 3.5% of the participants were separated/divorced. Concerning the
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number of children, 66.5% of the women reported they had no children, while 15.7% and
15.5% stated one child and two children, respectively. Only 1.9% said they had three or more
children. Regarding the Sport Federations they belong to, the coaches who answered the
questionnaire belonged to 11 different federations: Italian Cycling Federation (FCI), Italian
Gymnastics Federation (FGdI), Italian Baseball Softball Federation (FIBS), Italian Hockey
and Skating Federation (FIHP), Italian Swimming Federation (FIN), Italian Volleyball
Federation (FIPAV), Italian Rugby Federation (FIR), Italian Equestrian Sports Federation
(FISE), Italian Winter Sports Federation (FISI), Italian Tennis Federation (FIT) and Italian
Sailing Federation (FIV). Just over half of the respondents belong to FIHP (54.8%), followed
by 17.4% to FISI, 13% to FIBS and 11.8% to FIR. From the Equestrian Sport, Tennis and
Sailing Federations, only one coach per federation fully answered the questionnaire.

The last two questions were about how many years they have been coaching, and if
this profession was the only job they had or if there were others. The range of answers
ranges from a minimum of 1 year to a maximum of 50 years, and the average falls around
11 years (M = 10.91), but the data are very broadly distributed, as the standard deviation is
9.71. The median falls around 7/8 years. Furthermore, 70.3% of the people attending the
survey answered that they have an additional profession in parallel to coaching.

3.2. Data Analysis

For data analysis, the SPSS software was used. Cronbach’s alpha indicated good
homogeneity of scales. Gender Identification at Work: Cronbach’s alpha α = 0.75. Bem
Sex-Role Inventory, feminine adjectives: Cronbach’s alpha α = 0.78; masculine adjectives:
Cronbach’s alpha α = 0.83. Attitudes Towards Women Scale: Cronbach’s alpha α = 0.77.
Macho Scale: Cronbach’s alpha α = 0.76. Survey of Perceived Organizational Support,
Italian adaption: Cronbach’s alpha α = 0.86. Organizational Commitment Questionnaire
(Affective Component): Cronbach’s alpha α = 0.85.

Chi-square tests were performed in the case of nominal variables, while the other data
were obtained through the calculation of correlations.

In each age group, male attributions are greater than female attributions, and the
effect of age groups is significant for both the ATWS scale (p < 0.05) and the Macho Scale
(p < 0.05). Specifically, participants belonging to the 40–49 age group obtained higher scores
on the ATWS scale than female coaches in the 18–29 range, with a significant difference
(d = −0.1189, p < 0.05). The pattern is the same for the other scale: the significant gap is
between the 18–29 and 40–49 ranges (d = −0.1681, p < 0.05); those who belong to the higher
range show higher scores on the Macho Scale.

A positive correlation has been found between the years of work and the masculine
adjectives of the BSRI, which suggests that more years of experience are associated with a
greater attribution of masculine traits (r = 0.171, p < 0.01).

The table below (Table 1) shows the percentages of female members in the Sports
Federations considered in the study. Almost all the data were found on the web pages of
the federations, while those missing were requested by contacting the federations directly
by e-mail.

When the percentages exceed the threshold of 50%, the Sports Federations are consid-
ered “female-dominated federations”. Thus, the “female-dominated federations” are the
Italian Gymnastics Federation (FGdI), the Italian Volleyball Federation (FIPAV), the Italian
Equestrian Sports Federation (FISE) and the Italian Hockey and Skating Federation (FIHP).

A correlation has been found between the actual number of women members in Sports
Federations and the responses of the coaches—those who belong to female federations
marked 83% as “female”, while those who belong to male-dominated federations marked
73.1% as ‘male’.
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Table 1. Percentage of female members in the corresponding Sports Federations.

Federations % Female Members

Italian Rugby Federation (FIR) 8.74%
Italian Winter Sports Federation (FISI) 31.94%

Italian Cycling Federation (FCI) 9.76%
Italian Gymnastic Federation (FGdI) 87.81%
Italian Volleyball Federation (FIPAV) 74.32%

Italian Equestrian Sports Federation (FISE) 66.82%
Italian Sailing Federation (FIV) 34.42%

Italian Hockey and Skating Federation (FIHP) 62.35%
Italian Baseball Softball Federation (FIBS) 21.40%

Italian Tennis Federation (FIT) 33.00%

Coaches belonging to female-dominated Sports Federations stated that there are no
forms of gender discrimination (91.4%) in their federation, while 49.6% of those belonging
to male-dominated Sports Federations answered that there is discrimination. This is a high
percentage considering that only 8.6% of female coaches belonging to “female” federations
stated that there is discrimination.

Regarding the scale Gender Identification at Work, the score obtained by the coaches
changes depending on whether they belong to a female- or male-dominated federation
(p < 0.05). A higher mean has been found for those participants belonging to “female”
federations (5.04 vs. 4.74).

The table below (Table 2) shows the correlations between the measurement scales.

Table 2. Correlations among measurement scales: Gender Identification at Work; Bem Sex-
Role Inventory (BSRI male and female components); Attitudes Towards Women Scale (ATWS);
Macho Scale; Survey of Perceived Organizational Support (POS); Organizational Commitment
Questionnaire (OrgCom).

GenderIdent BSRI_M BSRI_F ATWS MachoS POS OrgCom

GenderIdent 1
BSRI_M 0.078 1
BSRI_F 2.223 ** 0.124 ** 1
ATWS −0.002 0.095 * 0.049 1

MachoS −0.025 0.144 ** 0.065 0.600 ** 1
POS 0.264** 0.007 0.167 ** 0.041 0.031 1

OrgCom 0.258 ** 0.175 ** 0.200 ** 0.055 0.044 0.529 ** 1

Note: * p < 0.05; ** p < 0.01.

A significant correlation has been found between female adjectives (BSRI_F) and
Gender Identification at Work (GenderIdent; r = 0.223, p < 0.01), between Macho Scale
scores and male adjectives (MachoS, BSRI_M; r = 0.144, p < 0.01), between Survey of
Perceived Organizational Support scores, Gender Identification at Work (POS; r = 0.264,
p < 0.01) and female adjectives (r = 0.167, p < 0.01), and between scores on the Organizational
Commitment Questionnaire, Gender Identification at Work (OrgCom; r = 0.258, p < 0.01),
male adjectives (r = 0.175, p < 0.01) and female adjectives (r = 0.200, p < 0.01). The strongest
correlations were found between scores on the Macho Scale and the ATWS (r = 0.600,
p < 0.01), and between scores on the Survey of Perceived Organizational Support and the
Organizational Commitment Questionnaire (r = 0.529, p < 0.01).

4. Discussion

Gender-oriented behaviors occur in Sports Federations, as in other environments
and organizations. For this reason, it was decided to investigate how the Queen bee
phenomenon emerges within Sports Federations. A sample of female coaches from the
Italian Sport Federation participated in the study voluntarily and anonymously. An online
questionnaire composed of the socio-demographic questions and scales usually used



Sustainability 2022, 14, 1596 8 of 11

to investigate the Queen bee syndrome and other gender-related aspects (i.e., gender
stereotypes) was used.

The analyses have confirmed that female coaches in the older age groups describe
themselves in a more masculine manner and attain higher scores in the Attitudes Towards
Women Scale and the Macho Scale. This finding is in line with the results of a study by
Ellemers et al. [2] comparing two generations of university professors in Italy. Given
that the women in the older generations had started their academic career at a time in
history when this was exceptional for women, it is likely that they adopted a masculine
self-description and distanced themselves from other women in order to move forward
in their career. The same is true in sport: the older generation of women presented
themselves in a more masculine way compared to the younger generation, reporting
stronger stereotypical perceptions. A possible interpretation of this result could be that the
women of the older generation are women who have made successful careers in sports,
and thus tend to distinguish themselves from their gender group by perceiving themselves
as a non-prototypical woman [2]. As in the Ellemers’ study [2], it is possible that younger
female colleagues describe themselves as less masculine because they have adopted a less
masculine autosterotype.

An interesting aspect that emerges from our study concerns the distribution of the
sample by age group: 41.1% of the women who participated in the survey belong to the
18–29 age group, while only 7.8% are over 50. However, it must be considered that in our
study, women over 50 years old work as female coaches as a second job, and they report
having a family. In contrast, younger women who do not have families are more likely to be
dedicated to their coaching jobs. This finding is in line with the evidence from two studies.
A recent study showing that women executives in sport institutions report multiple factors,
specifically binary workloads, physical fatigue, time-saving, responsibility for children,
etc., as barriers to their careers. In addition, the identity of sports organizations is also
perceived by women as a barrier to their careers [45]. Another study shows that women
coaches tend to be younger, unmarried, less likely to have children, only hold part time
positions, etc. [33].

A correlation was found between the actual number of women members in Sports
Federations and the responses of the coaches, showing that there is consistency between the
real number and the perceived one. This indicates that women within federations recognize
whether a federation is made up of more women or men, and this matters to them.

As expected, female coaches from Sports Federations with more male members re-
ported more gender discrimination than female-dominated federations. In fact, in this
case, women find it easier to find a female role model to follow and are not forced to adopt
stereotypically masculine behavior, which happens in sexist organizational federations.

Coaches belonging to female-dominated Sport Federations attained a higher score in
the Gender Identification at Work scale; this result confirms the hypothesis that coaches
belonging to “female” federations identify themselves more with other women in the
workplace, compared to coaches belonging to male-dominated federations.

Significant correlations were found between female adjectives and Gender Identifica-
tion at Work, between Macho Scale scores and male adjectives, between Survey of Perceived
Organizational Support scores, Gender Identification at Work and female adjectives, and
between Organizational Commitment Questionnaire scores, Gender Identification at Work,
male adjectives and female adjectives. The strongest correlations were found between the
scores obtained on the Macho Scale and the ATWS, and between the scores of the Survey
of Perceived Organizational Support and the Organizational Commitment Questionnaire,
both of which confirm a trend already present in the literature [46–49].

The hypotheses concerning the presence of an association between membership in
a women’s federation and the scales Survey of Perceived Organizational Support and
Organizational Commitment Questionnaire were not confirmed by the analyses. As such,
the score obtained on these two scales does not change depending on the type of federation
to which the coaches belong to (whether “male” or “female” federations).
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We hope that this study will represent the first step towards a deeper understanding
of the Queen bee phenomenon within the sport environment.

5. Conclusions

Despite its limitations, the present study opens up the possibility that the phenomenon
of the Queen bee syndrome is present within the Italian Sports Federations. The data of
our study are related to the Italian socio-cultural context, and so it would be interesting
to expand this research to coaches of different nationalities to see how this phenomenon
can change; for example, by analyzing whether countries where there are more women
at the tops of federations show different impacts on the variables analyzed. Our study is
limited to quantitative data collection, but in order to improve the understanding of the
phenomenon of the Queen bee syndrome within the sporting environment, it would be
advisable to use a multifaceted method, using also qualitative data collection, such as via
interviews [39].

In future research, it would be interesting to evaluate additional variables involved
in the Queen bee phenomenon and to continue to investigate the world of sport, as it is
immersed in an ever-changing culture thanks to the efforts of multiple figures who struggle
to make it as gender-equal as possible. Moreover, it would be interesting to investigate
whether the Queen bee syndrome changes according to the type of sport practiced, be it
individual or team.

From an application point of view, programs could be implemented to raise awareness
among the younger generations through, for example, the testimony of athletes who are
part of the organizational leadership, or who have become coaches, in order to convey the
message that everyone has the same opportunity to go down that road regardless of gender,
and emphasizing the richness that diversity gives us. In this way, through testimonial and
mentoring programs, it would be possible to help boys and girls choose to work within
federations in decision-making positions.
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