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ABSTRACT

GENDER DIFFERENCES IN TRANSFORMATIONAL LEADERSHIP (TL): A
COMPARISON OF LIBERIAN MALE AND FEMALE LEADERSHIP STYLES

FROM 1986 THROUGH 2006
ANTHONY ANSUMANA KANNEH
December l'1,2008

_X_

Thesis

Leadership Application Proj ect

Non- thesis (ML 597) Project

The goal of this study was to investigate the leadership styles of Liberian male
and female leaders by examining five hypotheses, as measured by the Muttifactor

Leadership Questionnaire (MLQ: Form 5X; Bass & Avolio, 1999) administered to 119
leaders and 360 raters. The samples investigated were selected from Liberian male and

female leaders in the State of Minnesota and the Republic of Liberia. Few of the

transformational leadership dimensions as measured by MLQ were found to be positively
and significantly correlated \rrith leadership behavior of both genders of Liberians.

Overall, the results revealed no significant differences between the genders, in terms of
transformational leadership qualities. All of the transformational leadership dimensions
and outcome variables were used to predict the leadership styles and behaviors of both

genders. Concluding, the researcher argues that Liberian male and female leaders need to
develop their leadership characteristics so as to provide good govemance and to make
them better and even more effective transformational leaders.
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CHAPTER ONE: INTRODUCTION

Introduction
Because of significant changes that have occurred over the last decade in Liberia
and the world at large, there has been substantial focus placed on the importance

of

understanding differences in male and female Liberian leadership behavior. Some
essential occurrences which have brought focus to these worldwide changes include: (1)
increasing diversity of the labor force; (2) ushift in scope of the work environment from

local to international markets; (3) increasing numbers of mergers and acquisitions among
corporations from different countries; (4) emergence of high technology and

telecommunication systems facilitating international communication; (5) organizational
restructuring across national boundaries; (6) an increasing numher of females entering the

work force worldwide (Erez 1993), and (7) a protracted period of civil war in Liberia due
to lack of good governance and failed leadership.
Unfortunately, the impact of these occurrences seemed to have had devastating
effect on the psychological behaviors of Liherian male and female individuals both at
home and worldwide. Based on these facts, the decision to investigate Liberian male and
female leaders becomes even more pivotal as Liberians migrate abroad. By investigating
both genders of Liberians' leadership behavior, the researcher would be contributing to
the leadership literature as well as providing empirical data to show the leadership styles
and behavior of Liberians when compared with transformational leadership dimensions.
Carless ( 1998) has argued that as women are appointed to serve in permanent

leadership roles, male and female leadership differences seem essential for research

study. Luthar (1996) notes that to fully understand the leadership styles of both male and
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female leaders, it is imperative to initiate programs in organizations that discourage
stereotypes and other degrading perceptions about how either gender perform as leaders.

He notes that as organizations rcahze the many attributes and potential of both genders
and what they bring as leaders to organizational development, only then would both

genders' leadership potential and capabilities become valuable. And, only then would
mainstream organizations equally compensate both genders for their leadership

contributions. In addition, he lamented that as women leaders take their rightful places
leaders

as

within arganrzations, their leadership capabilities, competence and interpersonal

skills will be valuable as strategies, and other tactical imperatives are developed for
organizational advancement.

Arguably,any organization is at its strongest when it leverages its people to their
fullest potential; that's why nurturing female talent is so important. Organization leaders
need to ask themselves

if they

are really doing all they

cal to achieve excellence from

their diversity. In the same light, it is imperative that organizational leaders create
avenues where all of their employees can believe there are no limitations to achieving

their full potential irrespective of gender, ethnicity, or sexual orientation. On the other
hand, by challenging traditional assumptions and going beyond the status quo,

organizations can increase competitive advantage, achieve higher levels of creativity and

innovation, and sustain effective talent. As such, it would be equally necessary to
cultivate an entire corporate culture surrounding gender issues in the workplace to feature
a

flexible working environment, increased focus on feedback and align business

strategies with employees' personal values and goals. Such can be conducted in a work

environment in which both genders can share experiences and practice skitls either

Augsburg Coilege Library
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through group or individual mentoring, coaching or networking, which are all vital to
leveraging gender diversity. As organizations deconstruct the old thinking by

acknowledging that both male and female leaders are equally competent to serve in
leadership positions, appointments to leadership positions in organizations can transcend
the gender debate. Notably, such actions would yield substantial benefits for
organizations and create profound equality in the workplace, which helps to transform the

outlook of organizations as a whole.

Full acceptance of female leaders in the workplace as compared to relying solely
on male leaders would promote equality and shatter the many roadblocks, which seemed

to have consistently prohibited females' leadership advancement, thereby suppressing
their leadership contributions as effective organizational leaders. Daewood (1996) notes
that another potential issue faced by organizations as they go through transformation can
be viewed in the context of team-based and assessment of top-level leaders and all

members in the organization. Based on Daewood's (1996) thinking, one can conclude
that there has to be objectivity in selecting organizational leaders. Such ohjectivity has to
be based upon basic tenets that determine leadership suitability within organizations

irrespective of gender. In essence, it has to be one that assesses and values leadership
competence, integrity and commitment to organizational management. In this light, the
leadership selection processes will be accepted and crafted more appropriately, and

will

be based on competence of appointees, such as intellectualism, effectiveness,

interpersonal skills, dedication and commitment, all of which advance organizational
goals and objectives.
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On the other hand, since many leadership studies have occurred within settings of
Western industrialized cultures, which in most cases are characterized as idealizing

individualism, follower duty, and rational thoughts over emotions (House & Aditya,
1997), they are often viewed as inconclusive to the overall leadership (gender) debate,

especially as leadership styles that portray female leaders as less effective decisionmakers than their male counterparts are considered. Dismally, most of such research
seemed to value male leadership styles, and subsequently, stereotype female leadership

styles as "less than" (Luthar, 1996). Regrettably, explanations given for these research
results do not address some of the main issues that face organizations today, such as how
leaders are selected for leadership positions

in organizations, which in many

instances

tends not to judge an individual's competence but rather an individual's gender.

Powell (1988) on cross-cultural gender in organizational leadership also
underscored this debate about women's and men's roles inorganizations, mainly the

involvement of female leaders in the decision-making processes in organizational
development and their lack of prominent roles as leaders. Dorfman and Howell (1997)
equalIy argued in their cross-cultural gender studies that most organizational studies to
date have focused more on characteristics that occur within the individual (e.g., attitudes,

cognitions) than on those that occur between individuals (e.g., the influence of culture or
societal roles on social behavior, etc.

This study will accomplish four main objectives. First, aspects of Liberian male
and female leadership styles that are expected to influence leadership behavior

will

be

explored by examining Liberian male and female leadership styles in the United States
and in Liberia. Second, differences in leadership styles and behaviors of Liberian male

l3
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be investigated by

collecting research data and statisticatly analyzing questionnaire responses. Third, the
role and influence of income and length of stay abroad by Liberian male and female
leaders

will

be examined. And fourth, differences between Liberian male and female

leadership styles in comparison with transformational leadership dimensions will be
examined.
The research will assess the actual leadership styles as practiced by Liberian male
and female leaders. The multifactor leadership questionnaire

(MLQ) (Avolio, et a1.,

lgg|; Bass, 1985b), an instrument developed by Bass and Avolio, will

be used.

Demographic questionnaires designed by the researcher will be used to gather additional

information to allow for the research comparisons. Results of other studies in the
leadership literature on transformational leadership practices and its implementation will
be reported. Hence, suggestions

for future research using Liberian samples will be

discussed.

Brief Historical Background of Liberia
The Republic of Liberia is a tiny country on the West Coast of the African

Continent. It gained its independence on July 26'n, 1847 and today remains one of the
poorest countries in Africa. According to an independent publication commissioned by
the United Nation Development Programme (LINDP), entitl ed Human Development

Report (200q noted that a major reason many nations in the world have remained poor is
because

it lacks major developments in all areas: social, economic,

and

political. The

report noted further that "the mark of all civilizations is the respect they accord to human

t4
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Yet throughout history these ideals have been violated. The

report stressed "that human rights and human development share a common vision and a
common purpose to secure the freedom, well-being and dignity of all people everywhere"

(p. 1). Undoubtedly, what Liberia needs today to gain real political, social and economic
independence is "transformational and determined leadership," individuals

willing and

committed to working for social, economic, and political progress for the development of

Liberia. The researcher suggests that such

a reform package is only possible

with twenty

first century leaders trained in the fold of Western democratic principles, who are
courageous and capable of bringing the kind of transformation that Liberia requires to

move the country to a better and brighter future.

Liberia today appears to be increasingly searching for real answers to difficult
problems to facilitate the change process. The changes currently required are apparent in
the fields of economics and social policies, Hence, the hopes of the Liberian people lie in
the hands of visionary Liberian leaders if transformation is to take hold. This includes
electing men and women of integrity, of good character, who are courageous to

implement sound fiscal policies and solid economic institutions building to alleviate the
many problems of the suffering masses. Appendix 10 provides relevant facts on Liberia,

including statistics on its geography, people, government, and economy.

l5
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CHAPTER TWO: REVIEW OF THE LITERATURE

Leadership and vision

While there are many definitions of leadership, the defining characteristic of
leadership framing this study was described by Bryman ( 1986) as "a social influence
process in which a person steers members of a group towards a goal"

(p 2). This

definition described leadership as a social interaction in which one person (the leader)
influences the activities of other people (the followers) within a given frame

of

circumstances (the organizational environment) toward achieving a shared goal called

vision. In essence, an organization without
Vision is often seen

as the nucleus

a clear vision or strategy is doomed to failure.

of leadership, and since leadership is about steering

people to achieve a common goal and importantly about forming a collaborative
atmosphere where understanding can exist between followers and the organization to
achieve its intended objectives, one can argue that to be a successful and effective leader,

the leader has to project a vision which takes into consideration the desires of followers
and the environment in which the vision is to be imptemented.

Likert (1961) argued that the leader's attributes determine hislher ability to make
effective decisions, which is strategically intertwined with the vision put forth for the
organization. By this, the leaders tend to be recognized as individuals who manage the
leadership task appropriately, encourage collaborative working relationships and exhibit

good listening ability. More importantly, they are individuals who only reach decisions

in the organization after listening and obtaining sufficient evidence to support the
decision-making process. Hoy and Miskel (1982) stated that the effectiveness of a leader
is the leader's ability to show acumen and handle challenges, and importantly, to

16
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effectively communicate within the organization. Lewin, Lippitt and White (1939), after
studying three different styles of leadership ranging from autocratic to democratic to
determine leadership effectiveness concluded that leadership effectiveness depends on

how effectively an organization performed its tasks. They also suggested that morality
and productivity are two essential elements that affect leadership effectiveness and that

morality is practiced best under democratic leadership, whereas productivity is practiced
greatest under autocratic leadership.

Conclusions reached by other practitioners concerning managing organizations in

turbulent times provide evidence to a common and popular therne that the direction an
organization follows, especially regarding policies and procedures implementation,
determine what style of leadership is practiced in the organization. Burns ( 1978) notes
that the vision articulated by the leaders has to correspond to where the leaders decide on

taking the organization, for if the vision does not correspond, it is definitely in danger of

failing to be accomplished, Bennis (1990) stressed that a leader's vision is the goal that
drives an organization; sometimes reaching this goal is only achievable through strategic

planning and crafting a proper course to reach a desirable future. Furthermore, he noted
that leaders are people who think long-term and who articulate visions that consider the
future success of an organization, and that visionary leaders provide the ingredients that
propel the organization to greatness, which also empowers followers to play their roles in

driving the organization to a more rewarding destination. Based on sufficient evidential
and empirical facts in the leadership literature, effective leadership is often associated

with visionary individuals: those that can be identified as long-term planners/dreamers of
the organization, or an individual that propels followers through their inspirational and/or

17
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motivational skills to challenge them to give their best to achieve greatness for the
organization.

ln Leadership Is an Art, De Pree (1989) argued that the leader's primary duty is to
know the current position of the organization and to decide where he wants to take the

organization. Bennis (1990) noted that the leader is that person who listens to all points
of view and only reaches conclusions after considering various individuals' points of

view.

Manasse (1986), on the other hand, defined vision as "the force which molds

meaning for the people of an organization" (p.

150) However, he noted that there were

four types of visions, namely: a] organizational, b] future, c] personal, and, d] strategic.
Organization vision he described as a statement which reflects the organization's basic
philosophy and core values. Questions asked about creating the organization's core
values and philosophy are: 1] How do organizations make decisions? 2) Who participates
in the decision making process? 3] What are the ethical standards of the organization? 4]
What are the essential things that the organizations do?
The answers to these questions often provide sufficient evidence about the

mission and goal of an organization as it conducts business in the marketplace. These
questions can also address matters relevant to organizations' internal as well as external
factors as strategies are developed and implemented. Future vision is described as a
preferred future, a desirable state, an ideal state. It is an expression of optimism for the

organization. Hence, it is equally a general statement encompassing the direction an
organization would want to take and the calculated end results of where the organization
is to head in the long-run. Personal vision is described as "aspirations of the leadership

l8
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that glued the organization together, which also act as part of the strategy that links the
organization with its followers to succeed and to become competitive" (p.151).

Strategic vision is about "connecting the reality of the present (organizational
vision) to the possibilities of the future (future vision) in a unique way (personal vision)
that is appropriate for the organization, its followers, and its leadership" (p.151). The
description of strategic vision alerts us that the vision of leadership can then be described
as the

driving force behind the success and/or failure of the organization, one that can be

considered as the engine that propels the organization to profitability or an engine that
keeps the organization from reaching its potential. In essence, the vision provided by

organizational leadership can spread like a wildfire when it is properly communicated or
can become obsolete when improperly executed. Considering that vision is pivotal to an

organization's success or failure, it is prudent to.suggest that today's leaders'
responsibilities are to inspire followers to meet projections and to abide by ethical
standards that govern how the organization conducts its business so as to make

it a more

viable entity.
Manasse argued that while there is no compelling and actual definition

of

strategic vision, there are some related visionary terminologies and descriptions that

fit

the term. He noted that implied strategies described vision that includes everyone in the

organization who believes in the ability of the leadership to provide a brighter future for
the organization, especially those who are

willing to sacrifice to make the vision

a reality.

Murphy (1988) noted that leadership studies have sometimes discovered identifiable gaps
that exist between the policy development process and the policy implementation
process, which often shifts the vision, thereby delaying the implementation of what the

19
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leaders hoped to achieve. As such, he argued for a need to craft and develop a shared

vision because shared vision creates a commonality of interests that enables people to see
meaning and coherence in the diverse activities of their typical workday-

Murphy (198S) further noted that the inability of organrzational leadership and
members to work towards solving the critical problems that confront the organization
often tends to hinder implementation of the vision process;

"it is rare to see a clearly

defined vision [promoted] and articulated by the leaders and promptly [executed within
the organization] without followers' involvement" (p.655). Westley and Mintzbetg

(lgB9) for their part, suggested that "whether the vision is collaboratively crafted or
developed or only initiated by the leader and agreed to by the followers, it becomes the
common purpose that encourages success and/or derailment of the organization, because

vision comes alive only when it is shared" (pp. 17-25)As important as it is to know the meaning of vision, it is equally important to
know what vision is not. Fullan (1992) warns against visions that blind and argues that
there is a tendency "for over attachment [of the vision] to particular philosophies or

innovations" (p.

l9). Nanus (1992) inferred

that vision is not a prophecY, d mission, or a

constraint on actions, but is meant to assist leaders in maintaining a clearer image and
setting a future path that the organization can follow. Furthermore, he notes that the

"right vision" is comprised of five charasteristics that bring success, namely: I ] attracts
commitment and energizes people 2] creates meaning in workers' lives 3] establishes a
standard of excellence 4] bridges the present to the future, and; 5] transcends the status

quo. He also mentioned that all leaders have to recognize that every facet within an
organization is an integral part within the organization; and that having complete

20

Gender

Differences 2l

understanding of this notion enhanses the organization's mission, thereby valuing its
human potential. Thus, effectiveness, dedication and commitment practiced by the
organrzation's members must be fully appreciated so as to see smooth implementation

of

the vision.

In summary, the visionary leaders have to be good with actions as well as with
words to make the vision a reality. The visionary leader must ascertain that all members

in the organization are familiar with the vision and are equally motivated to contribute to
the principles of the vision for the common good of the organization. The visionary
leaders have to commit themselves foremost to the values and philosophy of the

organization, as well as to embody a sense of personal integrity that radiates enoffnous
energy, vitality and will in the process. The visionary leaders have to believe in the

feasibility of the vision and to think big, as well as think anew. Thus, the visionary
leaders cannot only be reactive, but resolutely proactive as

well. This means having a

sense of legacy and destiny and at all times, keeping that sense in

view. The visionary

leaders have to have the ability to tailor the vision to meet the desired goals and

aspirations of the organization. In totality, the visionary leaders have to maintain
perspective and have to be relentlessly alert and very clear in articulating the vision,
embodying the goals of the organization, and being alert to followers' needs as it
conducts its business. And as it effectively respond to a rapidty changing market
conditions in today's global society.

21
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Valuing Human Resources

In today's competitive business world, the challenge for organizations is dealing

with imperatives and knowing how to strategically develop

a common

vision that inspires

and values the human capital within the work environment, one that aligns strategies with
the organization's internal and external environment to reach its mission. Among the

many goals and objectives of organizational development is to promote and reward an

individual's competence by valuing their contributions to the success of the organization.
Thus, the vision essentially describes a compelling future that inspires commitment. In

crafting and formulating the vision, the leaders have to learn to surround themselves with
lots of people who believe in two things: them and their idea. Effective leaders must
have a good number of people who are coffrmitted, who believe in what they are doing
and want to be part of what they (leaders) decide to

do. They also must have a few

people who are loyal and personally devoted to them, as well as believe in their abilities

to make their dreams and plans to come true, regardless of the effort to make it happen.
Effective leaders have to learn how to compensate the organization's members for their
knowledge, skills, and contributions so as to encourage, appreciate, and empower diverse
ideas and to build a spirit of sustainable partnership for the common good.

Creating a workplace where every individual can have equal opportunity and a
sense of partnership would produce the

following: a] helps attract and keep good

employees b] maximizes productivity c] decreases morale problems and absenteeism d]
enhances the reputation of the organizations, and, e] improves decision making by taking

into consideration more viewpoints and choices. Another particular thing to recognize
about shared vision is maintaining a more collaborative work environment in which the

11
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human spirit of workers is uplifted and in which individuals are acknowledged for their

commitment, dedication and contributions. Such atmosphere has to welcome openness

of ideas in a non-hostile work environment. Essentially, all of these are crucial if the
organization is to experience increase in productivity, as well as to become competitive in
the marketplace. Overall, followers' psychological mentality, fearlessness to tackle the

more complex and crucial issues and job perforrnance and functions, as well as problem-

solving abilities and judging appropriately are all essential factors to consider by leaders
in organizational management (Hersey & Blanchard, 1982).
Hoy and Miskel (1982) agreed with other practitioners that fundamental aspects

l]

of all leadership behavior have to equally reflect two essential factors in organizations:

consideration of individuals, and 2] initiating structure in organizations. They noted that

implementing these characteristics would motivate individuals to become productive and

will help them to perform more efficiently in the organization. In
also tend to create longer employment periods

within

essence, these factors

organizations, thereby increasing

the number of mature and experienced employees in the organization. At such, the
mature and experienced followers tend to be crucial to the function of the organization
because of their technical skills, tacit knowledge, and their abilities in dealing with

challenging and more complex issues. Seemingly, organizations must often consider
institutional changes to retain the talents, energies, and knowledge of mature workers.
The mature and experienced individuals in organizations have to be kept

committed and engaged, as well as have the necessary developmental training to perform

optimally. They must be given more opportunities to mirror organizational problems
from their own perspectives and experiences. By placing mature followers in charge of
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some of these organrzational issues, long-term commitments and effective solutions to

short-term pitfalls become inevitable in contrast to providing similar responsibilities to

their inexperienced followers. Organizations that understand the needs of valued mature
and experienced followers tend to be more successful in adopting new practices to retain
such talents, thereby maximizing the organizational outputs. Joiner's (1987) discussion

of leaders' mentality and new thinking of how an organization's vision is to be practiced
include the "skill to access the reality of the present and determine the gaps that exist" (p.
3-4).

Essentially, leaders are known to be individuals that provide the vision of the
organization. And this is done through strategic formulation and implementation of
effective decision-making that provides the organization with a competitive edge among
its many competitors. By this thinking, the fundamental shift in today's organization is
learning how to move away from the status quo to a more open and diverse workforce,
one that encourages inclusiveness and

creativity. A diverse workplace tends to benefits

all individuals because people are the happiest and most productive when they can be
themselves. It is also wise to add that in a workplace where diversity is valued, the

following occurs: a] people tend to feel valued as individuals and do not feel stereotyped
of a group b] people are openly encouraged to discuss issues and resolve conflicts c]
employees acquire new skills through coaching and education, and d] employees' needs
and input are valued in developing

job structures, work processes, conditions, and

benefits.

In essence, all organizations today have to know that this paradigm shift is to
begin from the grassroots level in the organization to realize successful results. Such
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thinking has to actually be done from

a broader perspective, one

that includes full

participation of all parties to meet the daily demands and future challenges that confront
the organization. In summary, organizational leaders have to understand the uniqueness

of their mature, as well as their immature followers for the contributions that they bring
to the table, realizing that their real value comes from experience, dedication and
commitment, which takes many forms. In the end, employers benefit because now
they've built a collective body of knowledge that blends old mistakes and successes with
fresh ideas to streamline practices, thereby producing more effective results,

C ontras
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ith Management

In understanding the definition of leadership, it is only natural to look at the
relationship between leadership and management. The word management suggests
words like efficiency, planning, paperwork, procedure, regulatiofls, control, and

consistency. Leadership is often more associated with words like risk taking, dynamic,
creativity, change, and vision. Some describe leadership as a value-choosing, and thus a
value-laden, activity, whereas management is not. Zaleznik (1977) goes so far as to say
that these differences reflect fundamentally different personality types, ffid that leaders
and managers are basically different kinds of individuals. Thus, he stresses that some

people are managers by nature while other people are leaders by nature. He added fuither
that this distinction is not intended to be interpreted as degrading one of the two or to
suggest that one is better than the other, only that they are different. The fundamental

differences he implored, in fact, can be quite useful, since organizations typically need
both functions to perform successfully in the marketplace.
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The distinguishing features of leadership and management underscore a middleof-the-road view that leadership and management are closely related to each other but

with distinguishable functions. Both are vital to organizational success and complement
each other. Zalezntk (1977) further added that the differences between managers and
leaders often portrayed leaders as proactive and forward thinkers who simply work with
others to develop alternatives and to align the vision to include everyone serving the

organization, a vision that builds formidable images of the organization to generate
substantial future dividends, challenges people to outdo themselves, and clearly sets
organizational direction and purposes to reach its mission and goals.
Bennis and Nanus (1985), on the other hand, interviewed 60 successful CEOs and
30 outstanding public sector leaders and discovered a clear contrast between management
and leadership. The leaders interviewed were people who created new policies, ideas,
and procedures within the organization. They reported that:

There is a profound difference between management and leadership, and both are

important. "To manage" [means] "to bring about, to accomplish, [and] to have
charge of or responsibility to conduet." "Leading" [is] "influencing, guiding in

direction, course, action, opinion." The distinction is crucial. "Managers are
people who do things right and leaders are people who do the right things (p.21).
They noted in their summary that management is driven by efficiency, a focus on
mastering routine activities, whereas leadership is motivated by effectiveness. The

individuals who took part in their study had the full support of management and were
leaders classified as individuals able to empowered employees to think outside the
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organtzational culture, which made their participation essential thereby basically

"changing the basic metabolism of their organizations" (p.23).
Although some of the functions performed by leaders and managers may be
unique, there is a definite area of overlap between them. Leaders are inspirational figures
and managers can be seen as individuals with formal authority who are more focused and

committed to solving immediate short-term problems. Leaders, on the other hand, go
beyond what is impossible, whether leading their life or leading their workplace or
leading their organizations. It is essential for leaders to realize how imperative it is to go
the extra mile to accomplish goals, because without such commitment to go the extra

mile to obtain results, leaders could be managing their organizations without a clear focus
and in lieu of a clear vision as well, which in a sense would be detrimental to the future

of

the organization. Effective leaders have to be good managers themselves, or have to be
supported by effective managers.

A germane example is the inspirational entrepreneur

who is so preoccupied with motivating employees and captivating customers that internal
administration is neglected. As a result, costs skyrocket beyond income, and matters
such as funding employee pension plan and paying bills and taxes on time are

overlooked. The question then is: how can one determine the criteria that differentiate
the functions of leadership from that of management? To answer this question, one

will

have to evaluate what happens when you have one functioning without the other, or when

both function together.
Teamtechnolog,,, a publisher of quality online articles and resources located in

United Kingdom, described various scenarios that contrast the differences between
leadership and management. Under scenario one, which they describe d as Leadership

27

Gender

Differences

28

without management, vision is maintained in the organization without considering how
strategy plays into the implementation process. Under this scenario, employees put in
extra hours of hard work, gathering essential information to achieve expected results for
the organization. Under scenario two, describe d as Management without leadershlp, it is
noted

that there is a tendency for leaders not to address the tough issues that confront the

organization, while at the same time discouraging creativity within an atmosphere of less
empowerment of employees. Under this scenario, the status quo is preferred over the
change process.

This scenario further described managers as being contented with the available
resources of the organization. Under their tenure as managers, they exhibit less effort to
suggest new policies and/or procedures and prefer functioning under the old

policies/procedures established in the past by the organization, which in most instances
derailed the production capacity and effectiveness of the organization. Under scenario
three, which is described as leadership combinedwith managemenl,the organization's
hierarchy is absolutely contented because of the roles played by both practitioners in
execution of their respective duties. This scenario aligns leadership and management to

function side-by-side as functions are distinguished. Secondly, managers and leaders
tend to performed in an atmosphere of mutual understanding as results are achieved.

Thirdly, this scenario fundamentally addresses real and complex issues faced by
organizations, such as issues that deal with organization's structure, culture, process and
behavior, and how strategies are implemented.
Because every organization today required competent and dedicated individuals,

they need both capable managers and effective leadership to succeed in the marketplace.
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An often overlooked premise is that both managers and leaders operate distinctly and on
different levels. However, one without the other is definitely a disaster for the

organization. In essence, leadership provides the vision that steers the organization to
greater heights. In the process, the new vision projects a new sense of direction, drive
and energy, as the old thinking is eliminated within the organization. In essence, the new

vision has to be collaborative so as to generate partnerships to get better results. The role

of an ideal vision in all organizations is to foster fundamental guidelines to follow and to

instill a sense of pride and encouragement that enhances members' performance beyond
expectations. As leadership encourages individual development and stresses ethical
responsibility, productivity will increase to an optimal level. Overall, the well executed
vision always energtzes followers, inspires enthusiasm, commitment and belief in the
organization.

Kotter (1990, p. 103) described "management in terms of coping with complex
issues" (p.103). Other social scientists described management as teams of individuals in
organizations whose main focus is on achieving short-term goals and objective, planning
short-term projects instead of setting forward-looking strategies and forming partnership

with employees to perform daily tasks as directed with optimum usage of available
limited resources. Management in essence appreciates the status quo and maintains

a

limited available resource to complete duties. Appreciation of the status quo without
empowerment of employees does little to encourage diverse ideas and does little to

motivate individuals as they become voiceless, less creative, less enthusiastic, and less
energetic, which in reality suppresses individuals' creativity to reach self-actualization.
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As one considers the difference between leadership and management and realizes
that while these terms are not mutually exclusive, it is accurate to suggest that both terms
refer to an individual's distinctive style and approach to leadership. However, as
leadership and management are compared, the gray area between them is often unseen,
because both practitioners tend to advocate change and both are seemingly given equal

responsibilities to manage available resources, and both are inherently obligated to
formulate strategies to achieve organizational goals and objectives. In a real sense, the
actual difference between leadership and management is often one of emphasis because

effective leaders also manage, and effective managers also have to lead.
Figure

I shows

the differences between leadership and management. The

differences noted (see Figure 1) tend to be exaggerated, as they represent extremes along
a continuum.
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CONTRASTING MANAGERS AND LEADERS

1

Manaqers

Leaders

Focus on goals that arise from necessity

Adopt personal attitude toward goals

Are reactive, focus on solving problems

Are proactive, shape ideas

Ensure day-to-day business is carried out
Seek order and control

Look for potential future opportunities
Tolerate chaos and lack of structure

Regulate existing order of affairs

Seek opportunities to bring about change

Are able to tolerate mundane, practical
work

Inspire subordinates and fire up the
creative process with their own energy

Act to limit choices and coordinate
opposing views in order to get solutions

Avoid premature closure, open issues to
new options, and develop fresh approaches
to longstanding problems

accepted

Believe

Source :

"If it ain't

Zaleznik (l

97

7

broke, don't fix

it"

Believe "When it ain't broke may be the
only time you can fix it"

)
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Definition and History of Transformational Leadership

Transformational leadership gained prominence after James Macgregor Burns's
(1978) book was published. In it, Burns attempted to link followers' motivation

(following Maslow's hierarchy) from low levels of need to higher levels of moral values,
need and commitment to obtain organization's goals. House (1976), building upon

Weber's earlier writings on charisma (1974), described qualities found in the
transformational leadership model by putting forth five key characteristics found in
transformational/charismatic leaders. He noted that a] they serve as strong role models;

b] they appear competent to their followers; cl they set ideological goals; dl they
cofirmunicate high expectations for followers; and e] they arouse motives of power, selfesteem and affiliation to the tasks. In any organization, determination of transformational

leadership style is often assessed by valuing how well the leaders exhibit collaboration
empowered and inspired followers to improve productivity. Carless (1990) associated
the leader's mindset as one that systematically focused on long-term planning, follower

improvement, empowerment, delegation, and encouraging communication of ideas,
which she notes are the driving forces behind successful organizational development
today.

Avolio (1999) and Bass (1990) provided a more extended and refined version of
transformational leadership, which they indicated can be viewed as a continuum of
leadership approaches that starts from the non-effective laissez-faire approach, and then
rnoves to the more active transactional approach, and finally to the transformational

approach. The basic distinctions described by Avolio (1999) and Bass (1990) between
these kinds of leadership are noted as

follows: The /aissez-faire leader makes "little

attempt to help followers satisfu their needs, but rather takes a 'hand

off approach"

(p.

J/-
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244). The transactional leader "rewards efforts through contingencies or provides
intervention 'by exception' when something goes wrong" (p.2a5). And lastly, the
transformational leader articulates an ability to foresee the future and encourages
individuals to think individually as well as collectively, which promotes individual
development as issues are addressed regularly through communication, and uses
inclusiveness to promote cooperation for the greater and common good as compared to

promoting a culture of self-interests.
Bass (1990) also noted that "transformational leaders motivate followers by

raising an awareness of the importance and value of the organization's mission and goals,
getting followers to transcend their own self-interests, and shifting followers from lower
levels of needs to higher levels of need" (p. 121). Shamir, House, and Arthur, (1993)
claimed that "the heightened levels of motivation among followers and the increased

level of performance [seen in the organization tends to be] a result of the approach of the
transformational leaders to followers' concems, which basically increases their
motivation to perform beyond expectations as they accept and internaltze a fdesire
through thel vision articulated by their leaders" (p. 185). Avolio (1999) and Bass (1990)
stated that transformational leaders are individuals who through their enorrnous energy
and optimism challenge members of an organization to reach desire goals in common

ways that transcends self interests to accomplish achievable results. Other practitioners
have noted that leaders with transformational qualities encourage followers by inspiring

them through their inspirational and motivational qualities to commit to the vision of the
organization.
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Gardner and Avolio (1998) and Shamir et al (1993) equally agreed that a major
characteristic that differentiates transformational leadership from other leadership styles
is active engagement of followers' self concepts, including self-esteem, self-efficacy, and

self-confidence, Kouzes and Posner (1987) argued that the leaders' special qualities and
level of excitement normally seen among followers in organizations increase production.
Shamir et al ( 1993) also argued that followers' confidence level increased in groupsettings because of the group members' interaction with one another. Such is predicated
on the fact that members built trust and loyalty with one another while conducting daily
tasks and accomplishing daily goals. In essence, the transformational leaders inspire and

energize the group members to view organizational tasks as essential and encourage them
to believe that they have equal shares in the organization. The conclusions reached by
Shamir et al (1993) after studying group interactions is that transformational leaders have

equally strong, if not stronger, effects on followers? behaviors that range from group
satisfaction, to group effectiveness, to objective interpretation of the group's overall
performance.

C har ac ter is t ic s

of

Tr ansfor mat
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Figure 2 shows characteristics of transformational leadership. Collectively, these
attributes suggest human beings are adaptable and have the desire to follow leaders who
advocate the change process.

Griffin (1981) stated that the transformational leaders

are

individuals who create alliances between people and the organization, and are excellent at
advocating meaningful strategies that includes intangibles such as vision, shared values
and ideas. Stone, Russell and Patterson, (2003) noted that the transformational leader
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"acts confidently and optimistically; expresses confidence in followers; emphasizes
values with symbolic actiorrs; leads by example; and empowers followers to achieve the

vision" (p 4).
Other practitioners have also emphasized that good business strategy requires
staying in touch with reality by paying meticulous attention to practical details and the
precise, immediate needs of customers. Therefore, transformational leaders have to be

judgmental and precise in making decisions, especially when it comes to strategy,
because overemphasizing strategy (vision) can be disastrous as decisions are made in

organizations. Such can also be at the expense of realism (reality), which often results in
compromising ethical standards in the process. What does reality mean in this sense? It
means being connected with your internal and external realities, such as the economy in

which business is conducted, the laws that govern businesses, its surrounding culture,
competitions, ideals, values, feelings and altitudes ffid, above all,,other people. Reality
also means that you understand, accept, and are able to cope with the realities of your

specific business, professional, or goverrrment organization. Realism means that you
know yow customers and your suppliers, as well as your stockholders.
The transformational leaders must likewise be thoroughly familiar with the larger
social culture within which he/she resides or where business is conducted. Realistically,
he/she has to be in touch with market condition. The transformational leader's mind has

to be transfixed at abstract reasoning and analysis. What does this mean? It means

exhibiting intelligence and being skilled in making logical decisions,

as

well as breaking

problems into subsets so that they can be addressed one at a time. Hence, characteristics

of transformational leadership (see Figure 2) are described accordingly.
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CHARACTERISTICS OF'TRAhISFORMATIONAI- LEADERSHIP

clear sense of purpose, expressed

emotionally mature

simply (e.g. metaphors, anecdotes)

courageous

value driven (e.g. have core values

risk-taking

and congruent behavior)

risk-sharing

strong role model

visionary

high expectations

unwilling to believe in failure

persistent

sense of public need.

self-knowing

considerate of the personal needs

perpetual desire for learning
love work

life-long learners

employees
listens to all viewpoints to develop

spirit of cooperation

identifu themselves as change agents

mentoring

enthusiastic

able to deal with complexity,

able to attract and inspire others

of

uncertainty and ambiguity

strategic

effective communicator

Sources; Bass (1990a); Cox (2001); Epitropaki (undated); Hall, Johnson, Wysocki & Kepner (2002);
Lussier & Achua (200a); Stone, Russell & Patterson (2003); and Tichy & Devanna (1986).
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Explaining Transformational Leadership Behavior
Since its creation by Burns (1978) and Bass (1985), transformational leadership

theory has evolved to describe four dimensions of leadership behavior. Idealized
influence describes the degree to which leaders behave in charismatic ways that cause

followers to identify with them. Inspirational motivatiori describes the degree to which
leaders articulate visions that are appealing to followers. Intellectual stimulation
describes the degree to which leaders challenge assumptions, take risks, and solicit

followers' ideas. Individualized consideration describes the degree to which leaders
attend to followers' needs, act as mentors or coaches, and listen to followers' concerns.

Interestingly, of all the effects of transformational leadership, perhaps the most often
studied are their associations with beneficial job characteristics. Transformational
leaders have the ability to raise followers'

job performance while encouraging

orgarizatronal citizenship behavior (OCB). OCB is described as those extra behaviors
performed by followers that are discretionary and not directly recognized by the

organization's formal rewarding system to improve organization and its functions (Smith,
Organ & Near, 1983).
Three separate meta-analyic reviews concluded that the dimensions

of

transformational leadership showed significant correlations with task performance and
OCB across organizations (Fuller et al., 1996; Judge & Piccolo,2004; Lowe et al., 1996).
Bass (1985) argued that transformational leaders provide constructive feedback to their

followers and convince them by ways of motivation and inspiration to exhibit extra
efforts in their tasks and to think creatively about how to solve complex problems.
Followers tend to be more productive in performing tasks as they apply creativity and
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feel self empowerment. Podsakoff et al ( 1990) noted that transformational leaders make
organizations' missions salient by persuading followers to forgo personal interests for the
sake of the

collective. They stated that by equating followers' personal success with that

of the organization's values and goals, followers would be willing to cooperate with
management. In the process, the level of acceptance and cooperation of followers will
accelerate performance beyond expectations, thereby

fully contributing to the viability of

the organization.

The Additive Effect of Transformational Leadership.

The additive effect of transformational leadership describes the four dimensions

of transformational leadership in practical terms: it is suggested thal idealized infiuence

(II) is about accepting and identifying with the leader
as a role model to imitate (Bono

as follov/ers and imaging the leader

& Judge,2004; Simic, 1998; Stone, Russell &

Patterson,

2003). Bass, Avolio, Jung and Berson, (2003) argued that such leaders are guaranteed
respect and trust from followers, thereby giving followers reasons to also have

confidence in their leader's ability as they quickly aligned themselves with the kind

of

(radical) change the leaders projected to transform the organization. This also means that
as followers

find trust and confidence in the ability of the leadership and the change

process that the leadership advocates, especially experiencing that the process is not a

tainted and importantly cleared of unselfishness and self aggrandizement of the
leadership, they (followers) automatically would show commitment and more
cooperation and at the same time would be less likely to resist the proposal of the change
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process advocated by the leadership. Gellis (2001) concurred with Bass,

Avolio, Jung,

and Berson and noted that "idealized influence is linked to charisma" (p.

l8).

39

Kelly (2003) stated that the difference between charismatic and transformational
leadership is vivid during periods of uncertainty and low organizational performance and
turnovers, such as Lee Iacocca's no-nonsense management style and advent decision-

making ability that helped to transform the Chrysler Corporation in the 1970s and 1980s
from a low performance company to a high performance company. He further noted that
while charismatic leaders motivate individuals, the inspirational motivation dimension is
not only about motivating followers but about motivating the entire organization to

follow new ideas and directions. Stone, Russell and Patterson (2003) noted that, by ways
of execution, inspirational motivalioru (IM) is notably related to idealized influence
because it affords the leader opportunity to clearly express an appealing view of the

future, thereby offering followers an opportunity to see meaning in their work"and

practicing high ethical standards in their respective duties. They further noted "that [the]
transformational leader empowers followers by persuading them to accept change

without fear of punishment or ridicule" (p. 3). Simic (2003, p. 52) noted that some of
qualities of the leader are "achieved through motivational speeches and conversations and
other public displays that generates optimism and enthusiasm highlights positive
outcomes and stimulates teamwork."

Yukl (1989, p.221) agreed that Dr. Martin Luther King's Jr. "I Have a Dream"
speech and President John Fitzgerald Kennedy's vision to have an American land on the

moon by 1970 can be seen as exceptional examples of the inspirational-motivational

dimension. For their part, Bass, Avolio, Jung and Berson, (1993, p. 208) stressed that the
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transformational leader uses "inspirational motivation to encourage 'followers' to
imagine and to contribute to the development of an attractive, alternative future." In this
sarne

light, using intellectual stimulation (IS) skills, the transformational leaders arouse

followers' awareness of problems and alert them to have capacity and ability to solve
those problems creatively (Bono

& Judge,2004; Kelly, 2003). Barbuto (2005) noted that

the transformational leaders often solicit diverse ideas from followers in transforming the

ideal organization. He further added that this style of leadership instills confidence and

loyalty in the ability of the leadership, thereby generating trust in the overall management
style of the organization. In an organization that practices a transformational leadership
style, leaders often provide followers with more incentives, as well as encourage

creativity and new approaches to solving old or pending prohlems in practically new and
creative ways.
On,the question of individualized consideration (lC), Simic (2003, p. 52) noted
that

"it involves responding to specific, uniqi.re

needs

of followers that ensures

[inclusiveness] in the transformational process of the organization." Shin and Zhou
(2003. p. 70a) noted that transformational leaders practicing IC skills treat "people

individually and differently on the basis of theirtalents and knowledge." Chekwa (2001)
and Stone, Russell and Patterson (2003) noted that transformational leaders are about
developing individuals to reach their full capacity or self-actualization, which is an idea
not often exhibited by other styles of leadership. These practitioners indicated that an
example of this is when the leaders show appreciation by giving credit to employees for
their job performance, taking on more responsibilities as leaders, equally distributing job
duties with followers, ensuring that career counseling and mentoring of employees are
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not only a matter of discussion, but actually accessible and affordable, and creating a
more diverse and professional work environment through appropriate encouragement to
increase followers' potential. Simic (2003) noted that the transformational leaders must
be cognizant of those things that inspire followers to increase productivity.
Based on these findings,

it can be argued that the four dimensions of

transformational leadership are interdependent on each other and that they must co-exist
and must be practiced by any leadership to be considered as effective transformational

leaders. Realistically, these four dimensions can also be viewed as having an additive
effect that yields performilnce beyond expectations (Gellis, 2001 ; Hall, Johnson, Wysocki

& Kepner,2002; Kelly, 2003). The below formula

describes the interactions of the four

transformational leadership dimensions, which is known as the additive effects and the
various stages leaders have to go through to become effective transformational leaders.

Idealized influence-attributed (IIA)
and

Idealized influence-behaviors (IIB)
+
Individualized consideration (IC)
+
Inspirational motivation (IM)
+
Intellectual stimulation (lS)
Performance Beyond Expectations

(P

BE)

Source'. Hall, Johnson, Wysocki and Kepner (2002, p.2).
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s of Or ganization C hange

Researchers (Carlson

& Perrewe, 1995; ERIC

1992, Lussier

& Achua}A}4, Yukl

l9S9) essentially described four stages that fit organizational change under an ideal
transformational leadership. First, leaders with transformational characteristics promote
change by explaining the benefits of change to followers and then contrasting the process

with what was previously practiced in the organization. In doing so, followers'
discomfort level eases as they become energized and challenged to become even more
dedicated and committed to the organization and the change. The contrasting view

of

such transformation often tend to sideline the status quo as those who initiate the process

attempt to show reasons why the status quo could not succeed in carrying out the mission

of the organization. It is believed that those who make the case for failure of the old
process diminish the roles of the status {luo, as followers find reasons to accept the
change, thereby easily finding agreement with the new procebs.

A vivid example can

realistically be viewed within educational settings where government spokespeople are
invited to present overviews of policies or procedures, or to address pertinent issues
central to survival and execution of established plans, or essentially to evaluate different
levels of functions discovered in an educational system that appear to create overlaps in

performing daily jobs functions.
Second,

it is noted that effective transformational leaders have the ability to

inspire a shared vision, By doing this, followers become encouraged and motivated to

fully contribute to the welfare of the organization and to

see themselves as

integral parts

in the long-term planning process of the organization. Thus, such thinking implicitly
creates consensus and collaboration among followers, thereby increasing levels

of
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satisfaction to perform job functions ably and competently. Such thinking equally
provides members with a sense of dedication and commitment to the organization.

Realistically, all of these actions have to be cast in more philosophical terms by the
leadership, rather than just economic terms, and it also has to be acceptable to every
member, especially during strategic decision-making period so as to allow shaping or
reshaping of organization's goals and objectives. Thus, these actions create remedies for

followers' concerns and ld*rurr"* what is meaningful and rewarding to them,

as

recognition is shown to them for meeting the goals and objectives of the organization.
Thus, implementation of a shared vision can be accomplished by promoting two

important elements:

l] educating the workforce,

and,2] involving followers in the affairs

of the organization. By having a desire and willingness as followers to enhance the
objectives of the organization and to be recognized as partners, they essentially promote
:understanding and create consensus building within the organization,

Third, change is all about leading, which essentially means that the
transformational leader must inspire the entire organization to work towards urgency

of

the change process. And such a process has to be conducted in an atmosphere of mutual
cooperation and understanding under the guidance of effective leadership willing to

confront the issues faced by the organization, thereby building followers' confidence
levels in the organization. Bryant (2003) argued that in essence, "change [has to take
place in an] environment conducive for creation and knowledge-based sharing" (p. 37).
He noted that public recognition of an individual's performance and achievements in the
organization will successfully encourage individuals to take full responsibility and to
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work more efficiently and effectively. As a result, followers will definitely support, serve
and

follow the ideas of the leadership.
As stated in ERIC {1992), giving out enthusiastic notes of congratulation to

followers increases productivity and boosts performance, as well as promotes self-esteem
and confidence in the organization. By this thanking process, followers may be
encouraged and dedicated to

follow the lead, thereby improving the overall production

capacity of the whole organization. On the other hand, easing followers' skepticism

during a period of change is a full responsibility of the leadership, since generally people
tend to feel uneasy about change, and in most cases feel scared and intimidated as the
change process is implemented. Finally, changes have to be monitored to determine

progress; this includes capturing those things that are detrimental to the process and

immediately eliminating them, as well as ensuring that knowledgeable followers of the
organizations are strategicatly placed so as to educate the less knowledgeable individuals

in their respective job functions. Such an action does not only deter opposition to the
change process but equally encourages members to exhibit commitment and dedication
as the process is

pursued. Overall, monitoring change absolutely produces concrete

results and creates effectiveness, in which one can build collaboration and understanding

within the entire organization, as followers perform their daily tasks more effectively.
Together these processes empower followers to help achieve the optimum level of the

organization's goals and objectives.
We are reminded in ERIC

( 1 992)

that discussions about school improvements and

instructional materials within educational settings often find consensus among teachers

as

collaboration is reached to address the issues. Overall, teachers in such an environment
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tend to be very sensitive to the well-being of their students' affairs, which in essence
tends to be characteristic of transformational leadership. Carlson and Perrewe (1995, p.

834) argued that "the things that leaders should pay attention to, such as how functions
and perfornance are measured and the controlling factors involved, are critical in

transforming an organization's culture." They also note that "major changes in an
arganization's mission, strategies, and level of follower commitment are likely to emerge
as a result of transformational leadership" (p.

834). Bryant (2003, p. 36) states that

"under conditions of crisis or uncertainty, transformational leadership has been
demonstrated to exhibit a sense of direction, which results in high levels of followers'

motivation and commitment and [dedication] well-above-average performance in

organization." Odom and Green (2003) studied several legal cases and produced full
analyses of their research. They noted that leaders who practiced transformational

behaviors and promote ethical standards in their organizations are often faced:with less

litigation because of their leadership approaches to decision-making and ethical
standards.

Gender and Leadership Style Framing the Study

In recent years many social scientists, management consultants, and other writers
have addressed the topic of gender and leadership style. For example, Loden (1985)

maintained that there is a sense in today's organizations that defined male leadership as

authoritative, controlling, and exhibiting power. He noted that behavior such as "I am the
boss" attitude often lacks emotional skills in confronting and dealing with issues, thereby
deemphasizes analytical solutions to solving concerns. On the other hand, he maintained
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that female leaders tend to behave in terms of an alternative feminine leadership model
characterized, by forming partnerships and building understanding between managers and

subordinates. He added that female leaders are seen as impartial and tend not to fight for
power in organizations as they find solutions to problems. All of which he noted,
encouraged followers as they feel a sense of inspiration, equality, and motivation in the

organization. The sense is that males and females may have similar leadership styles,
but approached leadership quite differently.
Loden's writing echoes the androgynous manager theme developed earlier by
Sargent (1981), who accepted the ideathat women and men, including those who are
managers in organizations, behave stereotypically to sorne extent. Sargent stated that
managers of each gender adopt "the best" of the other gender's qualities to become more

effective, androgynous managers. In a somewhat different rendition of this genderdifference theme, Hennig and Jardin (1977) acknowledged.gender-differentiated
managerial behavior, which they ascribed to personality traits acquired in early childhood

socialization, particularly through differing male and female resolutions of the Oedipus

complex. In contrast to these generalizations about gender-stereotypic leadership styles
promulgated in books written primarily for practicing managers and the general public,
social scientists have contended that as a matter of fact, there were no actual differences

in the ways that both women and men lead organizations. Although a few social
scientists have acknowledged that there is some evidence for gender differences in
leadership style among research participants who have not been selected for occupancy

of

leadership roles in natural settings (e.g., Brown, 1919; Hollander, 1992), most have
agreed that women and men who occupy leadership roles in organizations do not differ.
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Illustrating this consensus among social scientists are the following representative
statements summarizing research comparing the styles of female and male leaders. Bass,

(1981, p. 499) argued that the " the preponderance of available evidence is that no
consistently clear pattern of differences can be discerned in the supervisory style
female as compared to male leaders," Nieva and Gutek (1981, p.

of

9l) inferred that

"contrary to perceptions about gender differences in leadership styles, women leaders
appeared to perform similarly to their male colleagues." Kanter (1977a,p, 199) argued

that as yet, "there is no empirical evidence for sex differences in female and male and
leadership aptitude or style." Bartol and Martin (1986, p.275) noted that comparative
research tends to generally indicates "that there are few differences in the leadership

approach of female and male designated leaders." Underlying this divergence in the

opinions voiced in popular and social scientific writings is the fact that authors in these
two camps have based their conclusions on quite different kinds of data. Loden (1985)
based her conclusions primarily on her own experiences in organizations as well as on the

impressions she gleaned from interviews with practicing managers. Other practitioners
based their conclusions on more formal studies

of managerial behavior in which data

were gathered via questionnaires or behavioral observations and then analyzed

quantitatively.
In view of these contrasting methods, it is tempting for social scientists to dismiss
the generalizations that are based on personal experiences and interviews, and to accept
as

valid only those conclusions that stem from more formal empirical research on

leadership. None of the existing reviews was based on more than a small proportion of
the available studies. For example, both Bartol and Martin (1986) and Dobbins and Platz
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(1986) based their generalizations on eight studies that compared the leadership behavior

of women and men; they concluded that there were no leadership differences between the
genders.

Eagly and Johnson (1990) for their meta-analysis analyzed 162 published and
unpublished studies on leadership styles of male and female leaders. Their meta-analysis
shows little differences between the genders in how they manage. However, it gives
women a small edge. The study found women to be slightly more likely than men to
have a transformational leadership style, which organizational researchers discovered to
be especially essential in today's work environment. The study concluded that women

manifest one very positive aspect of transactional leadership quality, i.€., rewarding good

performance. Research has shown both a transformational and a rewarding style enhance
leaders' effectiveness. On the other hand, men were slightly more likely than women to
manifest a negative side of transactional leadership, which points out subordinates'

failings. Men were also more likely to be laissez-faire leaders, which are generally

'

considered to be ineffective.
One reason the study suggested women might manifest both a transformational
and a rewarding leadership style could pertain to gender

roles. Since women

are

probably more caring and nurturing in their relationship, such as with children, this might
lead them to favor the more communal aspects of transformational leadership. Another

more unfortunate reason the research concluded might simply have to do with prejudice.

In addition, women might also be contending with a glass-ceiling effect which means that
they might have to be better leaders than their male counterparts, even to be considered
candidates for especially powerful leadership roles. However,

it is important to note that
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within each gender group, leadership style can vary considerably, which means that one
can find both great and not so great male and female leaders in any organization. Some

women could exhibit more masculine leadership styles, just as some men could exhibit
more feminine leadership styles. Thus, given the evidence that Eagly et al. study
uncovered, the rise of female leaders in organizations is justified as both genders are
considered for leadership positions.
Thus, because transformational leadership characteristics seem to be the hallmark

of more effective leaders in today's fast-changing environments, one could think that
organizations would prize those characteristics by placing more women at the top

of

organizations, since they lead their male counterparts on the transformational leadership

scale. The fact that women university and college presidents more than doubled from
1986 to 2001, rising from 10 to 21 percent, is a clear indication that organizations are

taking the findings of leadership research seriously. .On the other hand, the findings by
Eagly et al" suggest that organizations select individuals for leadership roles based on
leadership qualities, competence, and effectiveness instead of gender.

As an African student seeking to understand African male and female leadership
styles, I decided that it was essential to investigate Liberian male and female leadership

styles. I equally decided that such investigation would provide me an opportunity to
determine the leadership styles and behavior of Liberian leaders. The data for this
research were collected under acceptable data guidelines and procedures in Africa and in
the United States. Statistical analyses were performed to provide evidence about the

leadership styles of Liberian male and female leaders.
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Theoretical Rationale for Explaining Gender Dffirences
Leaving aside the claims of both the social scientists and the management expefts
who have written about gender and leadership style, this topic is complexity and can be
analyze from several perspectives. One perspective takes into account existing

knowledge about gender differences in social behaviors such as aggression, helping, and

conformity as well as numerous nonverbal and communicative behaviors. Large
numbers of laboratory and field studies have been performed on such behaviors,

primarily by social psychologists, and in many of these studies female and male behavior
has been compared. Quantitative reviews of other research studies have established the
presence rather than the absence of overall gender differences (Eagly,1987;

Hall, 1984).

These differences, although typically not large, tend to be comparable in other findings

reported in social psychological research. On the average, the issue of gender leadership
appears to be a debatable topic with special impact on organizations, which seems to be

in line with findings consistent with laypeople's ideas about how the genders differ
(Eagly, 1987).
Reasons to expect the absence of gender

dffirences in leadership style: Despite

classification of male and female categorized in research findings generally propagated in
studies of social conduct, similar results are often not obtained for leaders and managers

in leadership research because of important differences between leadership research and
typical research in social psychology. In particular, the majority of leadership studies
have been performed in organizations. In contrast, most social psychological research
has been carried out in experimental laboratories and to a lesser extent

in held settings

not embedded within organizations (e.g., on street corners). In such environments,

50

Gender

subjects interact with strangers on a short-term basis, and the constraints

Differences

51

of

organizational and familiar roles are generally minimal or absent. Consequently, there is
often considerable ambiguity about how one should behave,, and people may react in
terms of quite global and readily observable attributes of themselves and others (e.g.,
gender, age, race, and general physical appearance). In situations of this type, gender

roles, which are rules about how one should behave as a male or female, may provide
more guidance than they otherwise would and thus produce gender-stereotypic conduct.
The conduct of the gender may be less stereotypical when women and men who
occupy relatively the same leadership position are compared because these organizational
leadership roles, which typically are paid jobs, usually provide fairly clear guidelines
about the conduct of behavior. It is noted that managers become socialized into their
roles in the early stages of their experience in an organization (Feldman , 197 6; Graen,
1976;

Terborg,l977;Wanous,1977). Male and female managers who presumably were

selected by their organizations to serve in leadership roles tend to abide by the same sets

of selection criteria, which decrease any likelihood that the roles they occupied play

a

role in their style. Thus, reasonable assumptions about socialization in leadership roles
and the selection processes suggest that male and female leaders who occupy the same

organizational roles tend to differ very

little. Other practitioners have equally argued that

both male and female leaders are often preoccupied with leading their organizations more

efficiently and effectively than about representing their gender roles.
The argument that organizational roles tend to override gender roles is consistent

with Kanter's (1977a) structural interpretation of organizational behavior. Kanter notes
that apparent gender differences in the behaviors of organizational leaders are in fact a
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product of the differing structural positions of the genders within organizations. Due to
previous belief that women were more often in positions of little power with less

opportunity for advancement, they were considered to behave in ways that reflected their
lack of power. Today, such beliefs no longer exist in managerial and organizational
settings as females now hold permanent leadership positions in organizations as
compared to their male counterparts. Considering this shift in today's organizations, one

would agree with Kanter's reasoning that women and men who have equal status and
power in organizations behave similarly, even though gender differences may still be
apparent in their organizations.
Reasons to expect the presence of gender

dffirences in leadership style: Despite

how male and female are generally classified in social psychology studies, similar
findings are generally not obtained when investigating leaders and managers because of
essential differences between leadership research and social psychology. Thus, majority

of leadership studies have been performed in organizations, whereas most social
psychological research are carried out in experimental laboratories and to a lesser extent

in field seffings not embedded within organizations (e.g., on street corners). In such
environments, subjects interact with strangers on a short-term basis, and the constraints

of

organizational and familiar roles are generally minimal or absent due to the ambiguity
about how one should behave. Eagly et al. (1990) noted in their study that two major
types of studies did not examine organizational leaders-namely, laboratory experiments,

usually conducted with college students, and assessment studies, defined as research
assessing the styles of people not selected

for occupancy of leadership positions. Since

the social structural rationale for the absence of differences between women and men is
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not relevant to leadership studies, gender-differentiated leadership styles are likely to be
prevalent in such research, just as gender-stereotypic behavior is likely found in social

psychological research more generally.
There are, in addition, several reasons to suggest that both male and female

organizational leaders, even individuals occupying the same positions with equal
responsibilities, may differ to some extent in their leadership style despite the structural
forces for minimizing differences that have already been noted. One such reason
acknowledges the possibility of inborn gender differences in characteristics and

behavioral inclinations, differences that are not nullified by organizational selection or

socialization. For example, some psychologists have maintained that gender differences
in individuals' social behavior are essentially in part

a product

of biological influences,

such as the greater prenatal androgynization of males (e.g., Money

& Ehrhardt,

1972).

Other psychologists have emphasized the importance of childhood events that are

different for the genders, such as experiences that occur in gendeFsegrefated play groups
in which girls and boys play in different styles and use different methods of influencing
one another (Maccoby, 1988). Thus,

it is possible that biological gender differences

and

gender-differentiated prior experiences cause men and women to be somewhat different

kinds of people, even if they do occupy the same managerial role. It may not be possible
to find men and women who are so nearly equivalent that trait-level differences disappear
entirely, even though gender differences in the behavior of organizational leaders may be
smaller than those in the general population.

In particular, males and females may come to leadership positions with different
characteristics and sets of skills. Especially relevant is the evidence meta-analyses have
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provided for women's social skills: females as a group, when contrasted with males as a
group, overall can be classified as friendly, good natured, interested in people with
common association, full of meaning, and socially sensitive (Eagly, 1987; Hall, 1984).

To the extent that such findings reflect inborn gender differences that are not leveled by
organizational selection or socialization, male and female managers may behave

differently, despite structural forces toward sameness. Another perspective suggests that
"leader behavior may be somewhat sex differentiated in organizations postulates gender-

role spillover, which is essentially "a carryover into the workplace of gender-based
expectations for behavior" (Gutek

& Morasch,

1982, p. 58)

The spillover concept suggests that gender roles may contaminate organizational
roles to some extent and cause people to have different expectations for female and male
managers. In support of this idea, Russell, Rush, and Herd (1988) found that university
.women described an effective female (vs. male) leader as exhibiting higher levels of both
the interpersonally-oriented and the task-oriented aspects of leadership. Consistent with
the idea of gender role spillover, several social scientists have claimed that female leaders
and managers experience conJlicting signals between their gender role and their

leadership role (Bass, 1981;Bayes & Newton, 1978; Kruse

& Wintermantel,

1986;

O'Leary 1974). This conflict arises for female leaders because of the perceptions and
stereotypes they face and the normative expectations associated with being a good
manager, which is perceived as including more masculine characteristics than feminine

qualities (Powell, 1988).
The idea that women are supposed to perform equally as men in managerial roles
thus presumes that gender roles are important within organizations. Thus, another
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manifestation of the spillover of gender roles onto organizational roles is that people who

hold positions in organizations tend to have negative attitudes about women occupying
managerial roles. Such perceptions appear unfortunate as one considering the United
States Department

of Labor's (DOL) report. A DOL (2004) report states that 46 percent

of all managers and administrators were women in 2003. Interestingly, the same report
stated that less than 2 percent of Fortune 500 CEOs were women.

Accordingly, this low percentage of women serving in the highest leadership roles

within Fortune 500 organizations is crucial to this debate, considering that women are
reported to have a slight edge in performing effectively as leaders than men.

Unfortunately also, numerous studies have also shown that people are often reluctant to
have a female representation and think that women are somewhat less qualified for

leadership and would have negative effects on morale (O'Leary,1974,, Riger

& Galligan,

1980; Terborg,1977). Because these affitudes and beliefs raise questions about women's
competence, ability to lead, and potential for advancement, female leaders often face a
less supportive environment than their male counterparts. In essence, gender differences

in leadership style might result from this aspect of gender-role spillover and from the
other aspects noted earlier.
Some inborn features that are related to the basic structural interpretation

of

organizational behavior suggest other possible sources of gender differences in the
behavior of organizational leaders. One such consideration was proclaimed by Kanter
{1977b) when she pointed out that women in managerial roles often have the status

of

token because of their rarity in such positions. Accordingly, female managers commonly
are considered as members of a numerically small minority group of leaders, whereas
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their male counterparts are seen as members of a majority group. As Kanter and others
have argued, token status tends to increase one's

visibility (Taylor, Fiske, Etcoff &

Ruderman, 1975) and can have a number of negative implications for how one is
perceived and treated, especially when the token is seen in the image of a female leader

(Crocker & McGraw, 1984; Ott, 1989; Yoder & Sinnett, 1985). In addition, even women
and men leaders who serve in equal capacities in similar organizational roles may differ

systematically in seniority, salary, the availability of mentoring and informal collegial
support, and other characteristics that convey some of the subtleties of organizational

status. Women, especially as relative newcomers in many managerial roles, tend to have
less status in these ways, and this difference may be reflected in their behavior.

In conclusion, inborn gender differences in characteristics and behavioral
conduct, a spillover of gender roles onto organizational roles, and subtle differences in
the structural composition of females and males could cause leadership behavior to be
somewhat gender-differentiated even when occupants of the same organizational role are

compared. Therefore, some evidence of gender differences in leadership style in
organizational studies would not be surprising. Nonetheless, the reasoning that
organizational roles are more important than gender roles led to my thinking that
differences between men and women occupying the same leadership role in organizations

would be smaller than differences between men and women observed in other types of
leadership research.
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Avolio, et al., (1995) and Bass, (1985) argued that studies which practitioners
have conducted using the Multifastor Leadership Questionnaire

(MLQ to explore

gender

similarity in leadership behavior have reported inconsistent results. Thus, Bass, Avolio
and Atwater (1996) investigated gender differences in leadership behaviors using three

samples: sample 1 comprised of 79 female and 150 male upper-level leaders employed
by an American hi-Tec, Fortune 500 firms, Ratings were obtained frorn 877 subordinates
for these leaders. The results showed evidence that female leaders were rated higher on
the entire transformational leader scale in contrast to male leaders. Sample 2 included

first-level supervisors, which 58 were men and 38 were women. Ratings by27l
subordinates showed no gender differences for the subscales of intellectual stimulation

(IS) and inspirational motivation

(IM). However, female leaders

subscales of charisma and individual consideration

(IC). Findings of

agreement with an earlier study conducted by Bass and

Sample 3 involved

13

I male leaders and

1

were higher on the
sample 2 were in

Avolio (1994).

54 female leaders employed by non-

profit organizations (e.g., health care). Ratings by 913 subordinates indicated no
meaningful differences in leadership styles of male and female leaders. In studies which
have reported meaningful differences between male and female leaders, the effect sizes

of such studies have always been very small, Yammarino, Dubinsky, Comer and Jolson,
(1997) attested to the findings of previous studies that due to the effect sizes of the
variables collected for those studies, it was absolutely apparent that there were no

significant differences found between male and female leadership styles.
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Similarly, Komives (1991) concluded that there were no leadership differences
between male and female managers on self-ratings of the transformational leadership
scale, with the exception of intellectual stimulation

(lS). Komives conclusion is evident

in this study as female leaders scored significantly higher than their male counterparts on
the IS dimension (see Table 6). Kouzes and Posner (1993) reported that using self
(manager) and subordinate ratings on the LPI, significant differences were discovered on

two of the five LPI sub-scales. Women managers appeared more likely than men to
exhibit Modeling the Way, which is described as exhibiting compatible connections that
espouse behaviors practiced, and Encouraging the Heart, which is viewed as providing

positive feedbacks to individuals and team members. Kouzes and Posner (1993) found
no meaningful differences between the genders on the subscales of Challenging the
Process, which is basically described as nontraditional or oblique thinking, Inspiring a
Shared Vision, which is described as communicating a compelling long-term,vision, and

Enabling Others to Act, which is described as collaborative decision making.

Cultural Influences and Transformational Leadership Behavior
The first major task of any attempt to study different cultures is to arrive at a more
precise definition of the construct. The definition of culture to be utilized in this study
was described by Kluckholn (1951) as a consensus of anthropological definitions (p. 86).

Kluckholn noted further that culture is basically guided by how individuals think, behave,
reciprocate and communicate, which are done through processes and distinctive

fulfillments of human groups. He inferred that selected principles, values, and beliefs are
all parts of developed culture and primary ingredients of what culture consists of
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a vision, a view of the future that

excites and converts followers irrespective of culture background, the genesis

of

transformational leadership. In essence, transformational leaders inspire followers to go
the extra mile for the cofirmon good of the group or organization.

While accepting the notion that transformational leadership can be practiced
universally, Bass noted that this pivotal style of leadership encourages individuals to
exhibit extra efforts for the betterment and advancement of the organization. In line with
this thinking, he stated that the differences in cultural behavior tended to show how

different individuals behave at various levels of measurement. Cultural similarity
happens because similar concepts may contain "specific thought processes, beliefs,

understanding, implicit or behaviors in one culture and not another" (p. 132).

Triandis (1993) added that an important indicator of culture is the value orientations held
hy individuals within a given society. Rokeach, (1972) noted that to say that an
individual has a value is to suggest "that [such] individuals have an enduring belief that a
specific mode of conduct or end-state of existence is personally and socially [preferable]
to alternative modes of conduct or end states of existence" (pp. 159-60). Dlugos and
Weiermair (1981) inferred that cultural values influence a wide range of people's
behaviors and that when people in a given group have similar value orientation distinct

from the values held by other groups, it is often assumed that such group constitutes a
culture.
These inferences are widely accepted by virtue of the definition of culture values
as described in books and

dictionaries. On the one hand, the particular mechanism by

which alrays of cultural values impart and influence leadership behavior of a given
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individual is a topic of great interest to many scholars. Shweder and LeVine (1984),
Wyer and Srull (1989), and Erez and Earley (1993) suggest that cultural values shape
cognitive schemes or sets of shared meaning among individuals. Erez and Earley (1993)
have recently utilized this notion to develop a model that integrates cultural factors,

managerial and motivational practices and self, in order to explicate employees'
behaviors across cultures. Their model suggests that information concerning leadership
practices is processed by employees in light of cultural values. Haire, Ghiselli, and
Porter (1996), in their classic study, investigated managerial attitudes concerning
leadership behaviors in fourteen countries. They concluded that 28% of their research
results were connected to national groupings. Heller and Wilpert (1981), in their
investigations of managerial decisions, likewise, reported highly significant differences in

participative decision-making styles used by managers in eight different countries.
Hofstede's (1980a) widely cited study also,takes the perspective that countries

with similar value orientations will have'similar leadership styles. For his research, he
analyzed 100,000 survey questionnaires in IBM subsidiaries located in fifty-three

countries. Based on this research, he identified five dimensions of culture as follows: a)
individualism-collectivism, b) power distance, c) uncertainty avoidance, d) masculinity-

femininity and, e) tong-term orientation. He furthered indicated that an individual's
leadership styles will depend, in part, on how he or she scores on these cultural

dimensions. Subsequent research has provided evidence that this may be true [e.g.,
Hofstede (1980a, 1980b); Hofstede

&

Spangenbeerg (1987); Hofstede

& Bond (1998);

Randall (1993)]. To reiterate and synthesize, entire research programs have been built
around uncovering the differences in leadership behavior across countries with different
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cultural values. After conducting a review of the literature, Triandis (1993) concludes
that leadership is somewhat similar across countries, but that there were shifts in
emphasis. He noted that common leadership factors may exist, depending upon the

cultural value orientations of a given country or set of countries. This premise gives
credence to specific profile of leadership that produces the optirnal expected in such

culture. In accordance with such a view, it is expected that emphasis placed on
leadership behaviors and styles will vary across countries that are known to have

different sultural value orientations.
In countries that are thought to have similar cultural value orientations, emphasis
placed on leadership behaviors and styles will be similar. This notion can be summarized
by the proposition that a country

will demonstrate a significant main effect on the degree

of emphasis placed on leadership behavior and styles based on cultural value orientation.
However, most research on gender differences over the years has been conducted in

North America. Unfortunately, those findings have not given any clear indication as to
how transformational leadership styles can be practiced in other cultures. Under this
premise, I, as a researcher, was thus fascinated and energized to investigate the leadership
styles of Liberian men and women. For this investigation, I decided purposely to apply
the theory of transformational leadership and its four applicable dimensions and three

outcome variables.

The Interaction of Gender and Culture

In the context of other research on gender differences, it can be argued that most
studies on gender differences in leadership behaviors have either been conducted in the
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West and/or in the far Eastern Asian countries. As recently as 2007, the United States
Department of Labor (DOL) reported unequal income distribution for males and females

in the United States labor force. They reported that women who were full-time wage and
salary workers had median weekly earnings of $6t+ or about 80 percent of the $766
median for their male counterparts. This ratio has grown since 1979 (the first year for

which comparable earnings data were available), when women earned about 62 percent
as much as

men. The report presents earnings data from the Current Population Survey

(CpS), a national monthly survey of approximately 60,000 households conducted by the
U.S. Census Bureau for the U.S. Bureau of Labor Statistics.
Furthermore, the report notes that weekly earnings were higher for women aged
35 to

64. Among women in this broad age range, there was relatively little difference in

the earnings of 55-to 64-year-olds ($679), 45-to 54 year-olds ($677), and 35-to 45-olds
($Oe

41. Among men, median weekly earnings were higher for those aged 55 to 64

($9i3), followed closely by 45-to-year-olds ($909). Young women and men aged l6 to
24hadthe lowest earnings. The difference between women's and men's earnings was
largest among those aged 55 to 64, with women earning about 73 percent as much as men

in this age group. By comparison, women earned 87 percent as much as men among
workers ZS to 34 years old, and g2percent as much among 16- to 24- years-olds. It is

worth noting that information on earnings herein is collected from one-fourth of the CPS
sample each month and that readers should note that the comparisons of earnings do not

control for many factors that can be significant in explaining earnings differences. The
concluding view in this regard is that in the United States, as well as in other Western
countries males still dominate with respect to earnings.
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Notably, as we discuss the interaction of gender and culture, it is imperative to
address the role of transformational leadership and its application of addressing equality
and self-empowerment of individuals in organizations. Importantly, since 1992

it has

been discovered that transformational leadership was much rnore universal and could be

displayed by middle managers, arrny noncommissioned officers and lieutenants, first-

level supervisors, as well as team leaders with no formal ranks in their organizations. As
early as 1994, it became empirically clear that transformational leadership could be

exhibited by housewives who were active in community advocacy (Avolio & Bass,
1994), to students (Avolio, Waidman,

& Einstein, 1988), to Japanese CEOs (Bass &

Yokochi , 1991), to leaders of world-class movements and organizations, and even to
presidents of the United States (Bass, Avolio,

& Goodheim,

1987).

Williams and Best (1982) noted that the unequal distribution of female leaders in
the labor force gives males leaders the upper hand in decision-making and characte rized
them by agentic qualities more so than their female counterparts. They stated that in the
workplace, American male and female ernployees emphasize different leadership styles,
but that circumstances surrounding such change are often not realistic in countries with

different characteristics, cultural values, and practices. For example, the Swedish Unit

for Equal Opportunity Statistics (1991) reported that in Sweden,g0o/o of men and 85% of
women were in the labor force. Because the percentage of men and women who worked
outside the home in Sweden was so high, both genders seemed to be characterized by
agentic and communal qualities, thereby supporting a common thinking that males and
females may tend to emphasize similar leadership behaviors and styles. If this is correct,

it can be argued that the interaction of, country and the genders in those countries that are
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given leadership responsibilities demonstrate a significant effect on leadership behaviors
and styles.

Williams et al. (1999) also noted that the perception of men as breadwinners was
widespread in 30 countries that were investigated (Williams, Satterwhite, & Best, 1999).
These practitioners argued that aside from universal belief, which normally promotes

traditional gender roles, there is equally a global thinking about male leadership
dominance when it comes to leadership styles, irrespective of leadership roles. They
argued that generally the norm is that expected leaders are individuals who possess

certain leadership qualities, including certain perceived leadership attributes such as
being energetic, progressive, compelling, integrity and having a more meaningful
relationship with followers. After conducting their research with samples obtained from
62 countries, Den Hartog, House, Hanges, Ruiz-Quintanilla, and Dorfman, (1999)
reached a similar conclusion that men are perceived globally as breadwinners and are

more efficient and qualified than their female counterparts. Dismally, such beliefs and
perceptions often tend to prejudge female leadership styles and leadership roles.
Eagly and Karat (2002) emphasized that the role congruity theory tends to be

mostly about changes in descriptive contents of gender and occupational roles. They
noted that "attitudes did tend to change in the predicted direction and that precise
amounts of attitude change were often incorrect" (p. 590). This thinking tends to address
the influence of cultural background as males and females take on leadership roles in
society, as well as how both genders view themselves as they occupy leadership positions
because women and men in different cultures practice different leadership styles and

behaviors. From the thinking of Eagly and Karau(2002), one can infer that it opens the
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door for further debate on cultural influence and its role when it comes to a general
discussion on male and female leadership roles in society. If this becomes the central

point of discussion, the questions then will be: what are the criteria to seek if one is
interested in answering questions about leadership traits of males and females who are

equally qualify and are employed within the same organization, but serve at different
organizational levels with different authority when it comes to leadership positions.
Secondly, do leadership characteristics identify the ability of a leader when it
comes to leadership behavior, style and effectiveness? With some of these unanswered

questions about both genders and how they behave, it can be deduced that the answers to
some of these questions may depend on the premise as to how each of the genders behave
as they serve

in leadership roles in a particular country. For practicality and point of

view, the general assumption is that this view seems to apply in countries where females'
participation in leadership roles exceeds their male counterparts, where their leadership
role is higher than in countries in which female participation is viewed as very low.

Research Study and Hypotheses

This study investigates the leadership styles of Liberian male and female leaders
to inquire if there are differences in leadership behaviors of both genders in the context of
transformational leadership qualities as they migrate abroad, The study objectives were
accomplished by obtaining data from a broad sector of the Liberian community in

Minnesota, USA and the Republic of Liberia. The data were then empirically analyzed to
answer the research questions related to the transformational leadership dimensions. The

instrument used in the study was the multifactor leadership questionnaire (MLQ), an
instrument developed by Bass, (1985b) and Avolio, et al., (1995) to measure the
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leadership styles of the respondents. The MLQ contains questionnaires that measure

transformational, transactional, and laissez-faire leadership styles. Dependent variables
in the study include all the dimensions and outcome variables of the transformational
leadership scale described by the

MLQ. The independent variables include gender,

income, and number of years in the United States.
For purposes of this research, the data outputs focus only on the dimensions

of

transformational leadership described in the MLQ, i.e., idealized influence-attributed

(IIA), idealized influence-behaviors (IIB), individualized consideration (IC) inspirational
motivation (IM) intellectual stimulation (IS) and three outcome variables, i.e., satisfaction
(SAT), extra efforts (EE) and effectiveness (EFF). The selection of Liberian male and
female leaders for this study was based on personal interest and the lack of scholarly

information to show leadership styles of Liberian male and female leaders related to
transformational leadership dimensions. Below are the research hypotheses that are
being investigated.

l] Liberians immigrants/leaders

who transition from their sending country (i.e.,

Liberia) to their receiving country (i.e., United States) develop a higher transformational
leadership style than Liberians who do not migrate.

2] Length of stay in the United States by Liberian male and female
immigrants/leaders is positively related to transformational leadership dimensions"

3] There are significant leadership differences between Liberian male and female
leaders in the United States and in Liberia.

4] Income positions of Liberian male and female leaders are positively related to
transformational leadership.
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5] The dimensions of transformational leadership are positively related to one
another, including the outcome measures.

Advantages af Using the Multifactor Leadership Questionnaire (MLQ)

Interestingly, at the ineffective end of the range of the MLQ scale, the MLQ
assesses perceptions

of leadership behaviors that represent avoidance of responsibility

and action described as laissez

faire leadership. At

the most effective end of the range,

the MLQ assesses perceptions of leadership behaviors that generate the higher order
developed and performance effects called transformational leadership. The range

of

ineffective and effective leadership behaviors in the MLQ is typically much broader than
other leadership instruments commonly in use. Therefore, it is argued by many who have

utilized the MLQ instrument in previous research that it is more suitable for conducting
research for government/administrations, and at all levels of organizations and.across

different types of production, service, and military organizations (see Bass, 1998).
The use of the MLQ has many other advantages. One of the principal advantages
is its 360 capabilities, which can be used to assess perceptions of leadership effectiveness

of team leaders, supervisors, managers, and executives from many different levels of an
organization. For example, the leadership behaviors of a non-supervisory project leader
can be observed by his or her co-workers, or the leadership behaviors of a CEO can be
observed by his or her senior vice presidents and board members. The

MLQ can also be

used for ratings of leaders from peers or direct reports in any organization or industry. In

addition, considerable evidence has been accumulated indicating that the MLQ factors
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can be universally applied across cultures. Due to its perimeter, even clients or customers
can serve as sources of

MLQ ratings.

Another principal advantage of the MLQ over other leadership instruments is its
emphasis on development. The survey includes items that measure a leader's effect on

both the personal and intellectual development of self and others. Leaders must develop
themselves in order to effectively develop others. And finally, the MLQ is based on a
model that is easy to understand. The model points to a leader's perforrnance on a wide
range of leadership styles and behavior and to some degree; the directions the leader/s

may pursue to become a more effective leader. Perhaps most important, the full range

model links each leadership style to the expected performance outcome, which has been
shown through literally hundreds of prior studies to support this connection (Dum dum,
Sivasubramaniam & Avolio, 2002).

Rating Source
When examining male and female differences in leadership behavior, it is crucial

to understand that there is no empirical evidence to suggest that the rating sources play an
essential role in the process. Eagly and Johnson (1990) inferred that self-ratings

somehow appeared less significant in the research process than subordinate rating. This
is based on a general belief that the leader often times

will

be biased in providing

accurate reporting of self on the various measuring sub-scales that deal with leadership

attributes, such as communicating ideas, thoughts and feelings to coworkers, as well as
performance and effectiveness rather than on how the evaluation process is done by
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coworkers. Eagly and Johnson (1990) concluded that the differences in the findings with
the MLQ can possibly be expressed by rating source/s used in the research process.
Hence,

Avolio and Bass (1994) in their research decided to use subordinate

ratings, whereas Komives (1991) in his research decided on sampling using managers'

self-ratings. Thus, in this study, data were collected from both Liberian male and female
leaders classified as Ieader

"self'and from their

subordinates who assessed their

leadership styles classified as "rater/evaluators." Findings of the research were analyzed
to provide validity and reliability of the research instrument and to provide empirical
results for the research hypotheses under investigation.
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CHAPTER THREE: ME,THOD

This chapter describes the research methodology of the study. Specifically, it
covers the samples, measurement, data collection procedures, and data analysis
procedures.
Sample

A purposeful criterion-based sampling strategy was used to select the sample. In
order to achieve comparability in terms of organizational level, the sample was restricted

to Liberian leaders with direct responsibility to affect change within the organization and

community. Additionally, an attempt was made to obtain an equal number of leaders in
the United States and in Liberia, and an equal number of male and female leaders. Senior

staff members were selected as evaluators on the assumption that they worked most
closely with the leader. It was reasoned that raters/evaluators who worked most closely

with their leader would have the greatest opportunities to observe their performance and
would be more acquainted with their leadership behavior. Due to the method of data
collection, some employees who participated in the study were both leaders and
evaluators but were instructed to only answer the MLQ based on their specific role for
the survey.
Respondents in the USA included Liberian church leaders, community and

organizational leaders, small business owners (SBO), Minnesota state government
employees, Minnesota local and county govemment employees, not-for profit
organization employees, professors, and teachers. Respondents in Liberia included
government officials, small business owners (SBO), members of the clergy, community
and organizational leaders, goveffIment employees, university professors, principals, vice

principals, ex-Liberian cabinet members, retail stores managers and employees,

70

Gender

Differences

71

employees of not-for profit organizations, employees of nongovernmental organization
CNGO), and other prominent Liberian citizens. Leaders were identified as those

individuals with supervisory responsibilities within an organization who had direct
organizational accountability and responsibility. A quantity of 60 MLQ questionnaires
was provided to Liberian male and female leaders in the State of Minnesota: 59 leaders'

"self'questionnaires were returned (males:30, females

:29).

The same quantity was

provided to Liberian male and female leaders in Liberia: 60 were returned (males
females

:

:

30,

30). Hence, the data for one USA female leader was somehow lost in the

initial data input. Overall, response rates were I 19 leaders out of 120 leader participants
(99%). There were 360 raters/evaluators who participated in the survey (three
raters/evaluators assessing every one leader). Of the raters/evaluators, 200 {56%) were
males and 160 (44%) were females.

Table

I

summarizes demographic characteristics of the Liberian male and female

leaders who took part in the research

project. Data are summarizedseparately for those

in the United States and those in Liberia. In the United States, the percentage of male
leaders

(n: 30) who participated in the study was 50.4Yo and the percentage

leaders

(n:30)

participants

of female

was 49.6%. In Liberia, there was an equal number of male and female

(n:30

or 50%). The mean ages of the leaders who participated in the study

in the United States were 46.6 years (SD

:

females. In Liberia it was 47.5 years (SD

:

5.6) for males and 42.3 years (SD

:

5.7) for males and 43.3 years (SD

7.6) for

:

6.2) for

females. Mean annual income for male participants in the United States was $46,200 and

for females was $38,200. In Liberia, mean annual income was $12,500 for males and
$7,700 for females. Mean years for males and females in current positions in the United
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States was 5.0 for males and 5.7 for females. In Liberia, the mean years for rnales and

females in current positions were 5.4 and 4.6 respectively. Numbers of years

of

residency in the United States by both male and female leaders were broken into three

categories: 0 to 5 years: Male leaders were 6 years and female leaders were 5 years; 6
years

to l0 years: Male leaders were

ll

years and female leaders were 13 years; 11 to 20

years: male leaders were 12 years and female leaders were

l1

years.

In the United States, male Liberians with college education (PhDs, MA, BA, and

AA) who participated in the study were 85%. Female Liberians in the United States with
college education (PhDs, MA, BA, and AA) who participated in the study was 81o4. In

Liberia, male college educated (PhDs, MA, BA, and AA) who participated in the study
were 83%. Female Liberians with college education who participated in the study were

8l%. Male Liberians residing in the United

States with high school education who took

,part in the study were l4Yo female Liberians residing in the United'States with high
school education who took part in the study were 19yo, while male Liberians with high
school education residing in Liberia who took part in the study were lTYo; female

Liberians with high school education residing in Liberia who took part in the study were
l9Yo.
The male-leaders (l-tSA) positions comprised the following categories: 37%
Professional, TYoTechnical, 20% Clergy, 20% Retail, l0% Clerical and6.7Yo Small
Business Owners (SBO). The breakdown for female-leaders (USA) comprised the

fotlowing categories: 33% Professional, 13% Technic al,

7Yo

Clergy,

17oh

Retail, 20%

Clerical andTo/o Small Business Owners (SBO). The male-leaders' (Liberia) positions
consisted of the following: 53% Professional, 10% Technical, l0% Clergy, 3olo Retail,

'11
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Clerical and 17% Small Business Owners (SBO). The breakdown for female-leaders

(Liberia) comprised the following: 43o/o Professional, l TToTechnical, 13% Clergy, 13%

Retail,0% Clerical and 13% Small Business Owners (SBO). Public sector Liberian male
employees who took part in the study in the United States were 37oh and private sector
was 630/o. Public sector Liberian female employees who took part in the study in the

United States were

42o/o and

private sector were 58%. Public sector Liberian male

employees who took part in the study in Liberia were 80% and private sector who took
part was 20%. Public sector Liberian female employees who took part in the study in the

United States were 73% and private sectors who took part were27o/o. The numbers of
people overseen by male leaders in the U.S. were 15 and by female leaders were 14. The
numbers of people overseen by male leaders in Liberia were average at25 persons and by
female leaders were average at20 persons respectively.
Table 2 provides a summary of demographic characteristics of rateis/evaluators

who took part in the research and who evaluated the leadership styles of Liberian leaders
in the United States as well as in the Republic of Liberia. Three raters/evaluators
consented to assess the leadership style of each male and female leader in Liberia and in

the United States (360 raters comprised of 200 males and 160 fernales). The percentage

of male raters (USA) who participated was 60% and female raters (USA) was 4004, the
percentage of male raters (Liberia) who participated was 65yo and female raters (Liberia)

was 3570. The mean age of male raters (USA) was 38"0 (SD
female raters (USA) was 38.3 (SD

:9,4).

- 7.6). The mean age of

The mean age of male raters (Liberia) was

36.7 (SD:7.8). The mean age of male raters (Liberia) was 35.6

(SD:7.8).

The sample

was 100% Liberian male and female leaders who took part in the study in the United
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States. The percentage of Liberian raters who assessed the leadership styles of male
leaders in Liberia was Tgyo, and others (raters) who participated in the study in Liberia

were 1l%. Others were considered raters of other nationalities who worked under direct
supervision of the leaders. The percentage of Liberian females (raters) in Liberia was
ggo/o, and others

(raters-individuals) of other nationalities under direct supervision of

female leaders in Liberia was I o/o. The mean years the male raters (USA) knew the
leader were 3.9; mean years the female raters (USA) knew the leader were 3.8; mean
years male raters (Liberia) knew the leader were 5.0, and mean years female raters

(Liberia) knew the leader were 3.3. The mean years the male-rater (USA) served the
leader were 3.9 years; the mean years the female-rater (USA) served the leader were 3.8
years; the mean years the male-rater (Liberia) served this leader were 3.8 years; and the

mean years the female-rater (Liberia) served the leader were 5.0 years.
The raters' positions comprised the following breakdown. Male raters (USA)
were categorized as 43% Professionals, 24% Technical,l3o/o Clergy, 5.4% Retail, 304

Clerical andgYo Small Business Owners (SBO). Female raters (USA) were 16%
Professional, 2l% Technical, l3o/o Clergy, t4% Retail, 20% Clerical and l6% Small
Business Owners (SBO). Male raters (Liberia) were 39% Professional, lToh Technical,

ll% Clergy, lz%Retail, l0% Clerical and l6%

Small Business Owners (SBO). Female

raters (Liberia) were 35% Professional, 18% Technical, l1Yo Clergy,

lL% Retail, 7%

Clerical and 13% Small Business Owners (SBO). 63% were male raters (USA)
employed in the private sector, and37o/o were in the public sector. 58% female raters

(USA) were employed in the private sector and 42Vo were employed in the public sector.
20% were male raters in Liberia employed in the private sector and 80% were employed

74
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in the public sector. 73% were female raters in Liberia employed in the private sector
and 27Vo were employed in the

public sector.
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Measurement

To ensure a comprehensive representation of transformational leadership
behaviors, the Multifactor Leadership Questionnaire

(MLQ Form 5X (Bass & Avolio,

1999) was used to obtain self- and other-ratings of the leadership styles of Liberian male
and female leaders. The

MLQ is a 45-item instrument that measures transformational

leadership attributes and is considered the most up-to-date instrument today used to
measure transformational leadership characteristics. In conjunction, three demographic

questionnaires were designed by the researcher to obtain additional data for the research
(see Appendices C, D, and I).

The MLQ assesses five dimensions of transformational leadership attributes; it
also measures three dimensions of transactional leadership and laissez-faire leadership

attributes. The transformational leadership dimensions measured in this study are the

following: a) idealized influence-attributed (4 items), b) idealized influence-behavior (4
.

items), c) inspirational motivational (4 items), d) intellectual stimulation (4 items), and;
e) individual consideration (4 items). In addition, three outcome dimensions were also

investigated to discover correlations with transformational leadership skills, namely:
effectiveness (4 items), extra effort (3 items), and satisfaction (2 items). High scores on
the transformational leadership dimensions indicate that the target leader practiced these

skills often. A five point scale for rating the frequency of observed leader behaviors was
used. The anchors used to complete the MLQ are presented below:
0

: Not at all

1

:

Once in a while

2

:

Sometimes

79
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:

Fairly often

4

:

Frequently, if not alwaYs
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Using both self and other ratings allows for some validation of the findings- If self and
other ratings produce the same results, we can be more confident in their accuracy. For
the self rating scale, all leaders were asked to provide an accurate assessment/perception

of their own leadership styles. Raters/evaluators were also asked to provide an accurate
assessrnent/perception of their leader's performance by answering the 45-item

questionnaire using the same MLQ criteria.

Data Collection Procedures
prior to implementing the research, approval of the project was obtained from the
Institutional Review Board (IRB/2

007

-22-1) at Augsburg College in the form of a

research proposal. Participating leaders were requested to provide information about

their leadership competencies by completing the MLQ (Bass, 1995), following
instructions distributed to them in an informational package that also contained a few
demographics questions. Participants were requested to complete and returned a consent

form to me before participating in the research (Appendix B). The demographic
questionnaire asked for information such as gender, age, income, nationality, length

of

United States residence, level of education, current and previous leadership positions,
number of employees under supervision, etcetera. All participating raters/evaluators
were requested to complete the MLQ-5 X Rater Short Form (Avolio et al-, 1999) and to
return the forms to the researcher or his research assistants (RA)-
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leaders and evaluators were informed of the purpose of the study

at organizational meetings, church gatherings, not-for profit and profit organizations in

the State of Minnesota, USA; and Monrovia, the capital city of the Republic of Liberia,
and small Liberian businesses (SBO) in Minnesota. Each individual leader (male or

female) was also given a packet containing the below listed research materials: Cover
letter describing the purpose of the research and instructions for completing the survey

(Appendix A) Letter of Consent (Appendix B); Leader Demographics Questionnaire for
use in USA (Appendix C); or Leader Demographics Questionnaire for use in Liberia

(Appendix D); the Multifactor Leadership Questionnaire

-

Leader Self Short Form 5X

(MLQ; Bass, 1995).
)

Evaluators-raters were given a package containing the following research
materials: Cover Letter requesting evaluator's participation in research (Appendix A);

Evaluator's Consent Form for use in Liberia and USA (Appendix E); Evaluator
Demographics Questionnaire for use in Liberia and USA (Appendix I); and the

Multifactor Leardership Questionnaire

- Rater Short Form 5X (MLQ; Bass, 1995). The

following research materials were also provided to other individuals who participated in
the research: the Research Assistant (RA) received a Confidentiality Form/Letter

(Appendix F); Participating Organizations received a letter requesting permission to
conduct research (Appendix G); and the RA received a letter of appointment (Appendix
H).
Coded procedures were used to protect the confidentiality and identity

of

participants. All participants were given an opportunity to decline participation at any
time during the data collection. Completed survey materials were collected by me in the

8l
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United States and in Liberia, or by my research assistant (RA) in Liberia. Follow-up
phone calls and email were used in the United States, as well as phone calls in Liberia, to
encourage respondents prompt participation. Walk-ins were used in Liberia to encourage

prompt response from respondents.

Data Analysis
The data from the completed forms for the leaders and raters/evaluators were
analyzed using the Statistical Package for the Social Sciences (SPSS). Overall, there

were 119 leaders (male and female) and 360 evaluators/raters who completed the survey
materials" The leaders' and raters' measurement analysis began by parceling the 45 items
into the 20 subscales of the transformational leadership dimensions, along with
demographics questions designed by the researcher. (See Appendix 3 and 4)

Alpha coefficients were used to determine the internal reliability of the MLQ
dimensions. The alpha coefficients of the leader "self' ratings (UsA-Liberia) are as

follows, with the rater/evaluator coefficients (UsA-Liheria) included in parentheses: .57
(.64) for Idealized Influence - Attributed, .51 (.62) for Idealized Influence - Behavior, .66
(.52) for Inspirational Motivational, .59 (.71) for Intellectual Stimulation and; .20 (.73)

for Individual Consideration. The alpha coefficients for the outcome measures are as
follows: .41 (.54) for Effectiveness, .19 (58) for Extra Effort and .39 (.45) for
Satisfaction. Coefficients of .60 and higher represent a moderately high level of internal
consistency. In other words, the items used to form the dimension are used relatively
consistently by raters.
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Pearson correlation coefficients were used to determine the strength of the

relationships among the demographic and leadership variables. One-way analyses

of

variance (ANOVA) and t-tests were conducted to determine the leadership differences
between Liberian male and female leaders. The analysis of variance (ANOVA) was used

to compare the means of the two groups in the study. The mean scores show the direction
of the leadership differences between Liberian male and female leaders. All statistical
tests used p<.05 as the criterion for determining the significance of the relationship or

difference.

o.l
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Gender
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CHAPTER 4: RESULTS
This chapter provides analytical results and analyses from findings of the research
hypotheses. The findings herein provide statistical facts about Liberian male and female
leaders and their use of transformational leadership dimensions. As follows are results

of

the analyses.

Analytical Interpretation of Hypothesis

I (HI)

Hypothesis (H1): Liberians immigrants/leaders who transition from their sending

country (i."., Liberia) to their receiving country (i.e., United States) develop a higher
transformational leadership style than Liberians who do not migrate. This hypothesis
was tested by using a series of t-tests to compare the scores of Liberian male and female

immigrants/leaders to those of Liberians who did not migrate. This was tested with both
the leader and rater data. Table 3 displays comparisons of leaders in the United States
and in Liberia based on the leader's self assessments. The data analysis herein shows that
there were significant differences between leaders in the USA and Liberia.

The means obtained showed significant differences between Liberian leaders in
the United States and those in Liberia on the following

attributed (II-A) (t

- 2.79, p :.006); idealized

.000); inspirational motivation (IM)
6.30, p

:

(r:

5

.99,

TL variables: Idealized influence-

influence-behavior (II-B) (t

p:

:

7

.01,

p --

.000); intellectual stimulation (IS),

.000); and individualized consideration (IC), (t

:

4.64, P

:

(r:

.000). Table 3 also

shows significant differences between Liberian male and female leaders on the outcome

variables and those who do not migrate: Effectiveness (EFF),

effort (EE),

(t:6.36, p:.000);

satisfaction (SAT),

(t:

5.35,

p:

.000), extra

(r: 5.41,p: .000). The results

given in Table 3 confirm H1 that Liberian male and female immigrants/refugees who
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migrate to the United States develop transformational leadership style when they

transition more than those who do not migrate.
Table 4 reports the same comparisons, based on raters' perception of the leaders.
Table 4 also validates

Hl

that there were significant differences among male and female

Liberian leaders in the USA more than in Liberia. In Table 4, the significant differences
reflected among Liberian leaders in the United States and in Liberia are shown by results

of the means obtained on the transformational leadership dimensions as follows:
idealized influence-attributed (II-A) (r

:

21.7

,p

:

.000); idealized influence-behavior (II-

B) (r :22.0,p: .000); inspirational motivation (IM)
stimulation (IS), (t

-

16.2,

p:

(r:

16.3,p: .000); intellectual

.000); and individualized consideration (IC),

(t:26.9,

p:

.000).

The results of the outcome measures are as follows: effectiveness (EFF),

i

14.7

,p

:

:.000).

.000); extra effort (EE), (r = 1 3.7 , p

.000); and satisfaction (SAT), (t

:

11 .4,

p

Table 4 validates the self reporting of the leader results on the transformational

leadership scale as depicted in Table

Hl

:

(r:

3. Thus, this result confirms the initial prediction of

that Liberian rnale and female leaders who migrate to the United States develop

higher transformational leadership characteristics more than Liberians who do not
migrate.
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Analytical interpretation of Hypothesis 2 (H2)
H2: predicted that length of stay by Liberian male and female immigrants/leaders
in the United States is positively related to transformational leadership. This hypothesis
was tested by using a Pearson correlation coefficient.

Table 5 reports the correlations between length of residence for Liberians in the
United States and the transformational leadership dimensions and outcorne variables for
male, female, and all leaders. From the analysis, it was shown that there were no
apparent significant correlations to validate the hypothesis. The results of the analysis

of

the five transformational leadership dimensions and three outcome variables as depicted

in Table 5 showed no apparent correlation between length of stay by Liberian male and
female immigrant/leaders in the United States and the transformational leadership
dimensions and outcome variahles. Overall, hypothesis 2 is not confirmed.
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Analytical Interpretation of Hypothesis 3 (H3)
H3: predicted that there were significant leadership differences between Liberian
male and female leaders in the United States and in Liberia. This hypothesis was tested

by comparing the mean scores of both Liberian male and female leaders in the United
States and in

Liberia. Table 6 reports the results relevant to this hypothesis. Significant

differences were found between the mean scores of males and females on the following

transformational leadership dimensions: idealized influence-attributed (II-A) and
intellectual stimulation (IS). There were no significant differences on the dimensions of
idealized influence-behavior (IIB), inspirational motivation (IM), and individualized
consideration (IC). With respect to the outcome measures, there were significant
differences on extra effort (EE) and satisfaction (SAT) but not on effectiveness (EFF).

Significant differences were found between the mean scores for the dimension of
idealized influence (attributed) for male and female leaders in T.iberia. Males
scored significantly higher than females

(X

:

(X:

13.13)

11.37). There was no significant difference

between United States gender groups on this dimension. Significant differences were
found between the mean scores for the dimension of intellectual stimulation for male and
female leaders in United States. Females
males (X

:

(X:

15.03) scored significantly higher than

14.07). There was no significant difference between the Liberian gender

groups on this dimension. Significant differences were found between the mean scores

for the dimension of extra effort for male and female leaders in the United States. Males

(X:

10.70) scored significantly higher than females

(X:

10.14). Significant differences

were found between the mean scores of extra effort for male and female leaders in

Liberia. Females (X:9.13) scored significantly higherthan males (X:8.10).
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Significant differences were found between the mean scores for the dimension of
satisfaction for male and female leaders in the United States. Males

significantly higherthan females

(X:

(X:

I .37) scored

6.76). However, there was no significant

difference between both Liberian gender groups in Liberia on this outcome measurement.

In summary, the results of the analysis as illustrated in Table 6 provide partial support for

H3. What

does this means?

It means that since leadership differences were discovered

on two of the four transformational leadership dimensions and two of the three outcome
measures in the study, the researcher argued that the results of the analysis provide partial

support of H3 due to the findings obtained from the analysis.
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Analytical Interpretation of Hypothesis 4 (H4)
H4: income positions of Liberian male and female leaders are positively related to
transformational leadership. This hypothesis was tested by using a Pearson correlation

coefficient. Table 7 reports the test results as follows: idealized influence-attributed (II-

A), (r

:

.01,

p : .929),idealized influence-behavior (II-B), (r :.01,p

inspirational motivational (IM),

p:

(r:

-.0

l,p:915),

.768) and; individualized consideration (IC), (r

:

.914),

intellectual stimulation (IS),

:

.040,

p:

(r:

.039,

.764). However, with

respect to the outcome measures: Effectiveness (EEF) and satisfaction (SAT) were

positively correlated to annual income. Table 7 showed positive correlation between
effectiveness and annual income (r

:

.200, p

:

.A32) and Liberian male and female

leaders. Table 7 also showed positive correlation between satisfaction and annual income

(r

:

.372, p

:.004)

and Liberian male and female leaders. Hence, extra effort (EE) was

not correlatedto income. The outcome measures as shown in Table 7 arc as follows:
effectiveness (EFF),
extra effort (EE),

(r: .200,p: .032), satisfaction

(r:

(SAT),

(r:

.372,p:.004)

and

.094, p:.481). Hence, Table 7 revealed no significant corelations

between annual income and male and female Liberian leaders in the United States, with
the exception of two outcome variables, i.e., effectiveness and satisfaction. Therefore,

H4 was not confirmed.
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Analytical Interpretation of Hypothesis 5 (H5)
H5: transformational leadership dimensions are positively related to one another
(idealized influence-attributed and behavior, inspirational motivation, etc- - -) including
the TL outcome measures, i.e., effectiveness, satisfaction, and extra effort.

I

pearson correlation coefficient was used to test this hypothesis. Tables

and 9

report the reliabilities of the instrument used in the research, and the intercorrelations
among the dimensions of transformational leadership and outcome variables for the
leaders and raters. The results showed that the transformational leadership dimensions
share a large amount of explanation of variance, which is due to the relatively diverse

scores obtained for all the transformational leadership dimensions (see Table

8). Thus,

the reliability (alpha) scores for each of the dimensions factor scales ranged from .20 to
.66 for the leaders

'self

sample and .19 to .41 for the outcome variables. The raters'

(alpha) reliabilities scores for each of the dimensions for the leaders ranged from .52 to
.73 and .45 to .58 for the outcome variables. Thus, these results are inconsistent with

earlier

MLe results reported by Bass and Avolio (1990). Estimates of internal

consistency for the leaders' data were below the .60 range, with the exception

of

intellectual stimulation (IS), which was at the .66 range. Thus, the results discussed
herein provide inconsistent reliability of the research instrument used and therefore do
not meet acceptable standards.

An acceptable standard/alpha score for research instrument has to be at the -70 or
ahove range to determine strong

reliability. Unfortunately, the alpha scores for

the

leaders on the transformational leadership dimensions were within the .50 range, as well
as the alpha scores

for the outcome variables, which were below the -50 ranges,
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excluding the leaders score for the inspirational motivation (lM) dimension, which was at
the .66 range. From these results, the researcher concluded that the alpha results of the
leaders' data do not meet acceptable reliability standards and thus shows inconsistent
results of the research instrument used. For clarity, four of the (alpha) reliability scores
obtaine,C for the raters' data were above the .60 range, excluding the inspirational

motivation dimension, which was at the .52 range. The alpha scores for all the outcome
measures were also below the .60 range. Based on these results, the only conclusion the
researcher could put forth is that the raters' (alpha) results did not meet acceptable

reliability standards to validate the research instrument. The next chapter discusses the
research findings in a more detail fashion.
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CHAPTER FIVE: DISCI.JS SION

This study set out to examine gender differences in transformational leadership
and three outcome variables by investigating the leadership style of Liberian male and

female leaders who reside in the State of Minnesota over a period of twenty years and in

Monrovia (capital city of Liberia). This chapter discusses the research hypotheses under
investigation and analyzes the results of the analyses, all of which will be addressed in
relation to the MLQ. The chapter ends with a summary of the five hypotheses studied by
indicating how each of the analyses correlates with Liberian male and female leaders and
the five transformational leadership (TL) dimensions, as well as the three outcome
variables.
Hence, to highlight how importzurt

it is to align transformational leadership style

with cultural integration within Liberia's social, economic and political development
processes, the researcher decided to add another chapter to discuss how transformational

leadership style can be linked with cultural integration in Liberia to profoundly help in
the transformational process of the Liberian society, as the country transitions from lack

of effective leadership to transformational style of leadership. The researcher is hopeful
that through this linkage, Liberia can bridge the social, economic, and political gaps that
have existed in the country over many generations.

Discussion Based on Results of the Analyses

This study asserted a theoretical framework of transformational leadership
attributes and outcome variables among Liberian male and female leaders in the United
States and in Liberia from a level of analysis perspective. The survey data were analyzed
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to determine leadership differences between both gender groups of Liberian leaders in the
United States and in Liberia.

Discussion Based on Results of Hypothesis

I (Hl)

Hypothesis 1 (Hl) predicted that Liberian immigrants/leaders who transition from
their sending country (i.*., Liberia) to their receiving country (i.e., United States)
developed a higher transformational leadership style than Liberians who do not migrate.

This hypothesis was tested by using a series of t-tests to compare the scores of Liberian
immigrants/refugees who do not migrate. This was tested with both the leader and rater

data. The comparisons of leaders in the United States and in Liberia were based on the
leader self-assessments and raters' assessment of the leader. From the analysis, it was

proven that there were significant differences between Liberian male and female leaders

in the USA and in Liberia. This is shown by the mean scores obtained for both genders
of Liberians and atl the transformational leadership dimensions and outcome variables.
The mean scores revealed in Table 3 showed Liberian male and female leaders in
the United States scoring significantly higher than male and female leaders in Liberia.

The results of

Hl

are testament that Liberian male and female leaders who migrate to the

United States developed transformational leadership style more than Liberian male and
female leaders who do not migrate. Tfue results in Table 3 of the analysis, which shows

Liberian male and female leaders in the United States scoring significantly higher on all
the transformational leadership dimensions and outcome variables (i.e., effectiveness,

extra effort, and satisfaction) than Liberian male and female leaders who do not migrate
validate the prediction of H1.
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The differences as observed in the mean scores of both gender groups in the

United States and in Liberia and the various transformational leadership dimensions and
outcome measures provide substantial reasons to argue that Liberian male and female
Ieaders apparently develop transformational leadership style. The question then that
comes to one mind is: Why do Liberians immigrants/refugees who transition to the

United States develop a higher transformational leadership style than Liberians who do
not migrate? The researcher's view is that the answer to this question can be based on
several factors. Significant among the many contributing factors is the role

of

acculturation and education.
Acculturation is defined as the exchange of cultural features that results when
several groups come into continuous firsthand contact; the original cultural patterns

of

either or both groups may be altered, but the groups remain distinct (Kottak 2007).
Education, on the other hand, encompasses teaching and learning specific skitls, and also
something less tangible but more profound: the imparting of knowledge, positive

judgment and well-developed wisdom. Essentially, both of these factors facilitate the
transformational process of Liberian male and female leaders after they migrate abroad-

Now that we have some clue on how Liberian male and female leaders developed and
practiced transformational style of leadership after residing abroad for a considerable

period of time, it is now prudent to discuss the results of Table 3 and its relationship to
Liberian male and female leaders and their transformational process. (See Pages 86 and
87 for

full results of the data).
However, to further understand the essence of the results, it is also reasonable to

know the meaning of each of the transformational leadership dimensions so as to allow
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one to ably decide how the results are connected to the behavior of Liberian male and

female leaders (please see Chapter 2, page 37 for the meaning of each dimension). In
furtherance, Bass (1985) originally noted that the emotional characteristics of leaders are

often used to describe leaders who by the power of their personality have profound and
extraordinary effect on their followers. He indicated that crucial in this effort is the

ability of the leader to appeals to hisftrer followers' intellect by fully addressing
"problems awareness and problems solving [mechanisms], of thought and imagination,
and of beliefs and values" (p.

99). He also stated that effective transformational

leadership concerns itself with "development or mentoring orientation toward followers"
(p- 83).
For discussion purposes, the overall tabulation of the data for

HI portrayed

a

critical trend in the results of the scores. The scores are remarkably diverse (low an#or
high for the two gender groups in the USA and in Liberia) across the board, a diversity
that can be interpreted as behaviors based on national temperament that can be somehow
interpreted as cynical or critical, all of which relates to the diversity of the scores. The
subfactors and outcome variables of the transformational leadership dimensions tend to

underlie the link between the leadership styles of Liberian male and female leaders. Each
of these themes or subfactors mostly addresses actions centered on vision, ideals, and
optimism of the leader. Also, among the various TL dimensions studied in the research,
there were few more relevant in the process than others due to the hierarchical level

of

the leader. What does this mean? It means that a high-level leader, such as a presidential
appointee in Liberia, would not be available to have individualized contact with farremoved followers, such as those at the bottom-end of the organization. This means that
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followers at the bottom-end of the organization are basically unable to directly observe
the behavior of their leaders since they do not have direct contact with their leaders-

What are the significant differences between both genders groups of Liberian
leaders when their comparative scores in the research (Table 3) are compared with one

another? The mean score for idealized influence-attributed (lI-A) for male and female
Liberian leaders in the United States was M (male)

p

:

:

13.46, M (female)

:

12-25

(t:2.79,

.000). Interpretation of the higher score for Liberian male and female leaders in the

United States on the II-A dimension supports Hl that Liberian male and female leaders in
United States strived to positively create value that inspires their followers, which
cements a sense of purpose and confidence within the organization. The higher scores

obtained for Liberian male and female leaders in the United States as compared to the

lower scores for Liberian male and female leaders in Liberia provide credence to Hl that
Liberian male and female leaders acquired, developed and practiced transformational
leadership qualities as they migrated abroad.
The high mean scores obtained for II-A also shows that Liberian male and female
leaders in the United States provide meaning to their followers by making them feel a
sense of partnership and to feel an integral part of the organization, as the organization

becomes better and more competitive in the marketplace. The mean scores obtained for

inspirational motivational (IM) for Liberian male and female leaders in the United States
as compared to male and female Liberian leaders

(female)

in Liberia were M (male) 14.73, M

:12.48 (t:5.99,p:.000) respectively. This means that Liberian male and

female leaders in the United States raise the consciousness of their followers by
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encouraging them to committo the vision and mission of the organization. (See Table 3,
page 86 for results of the data)

The results obtained for the raters equally confirmed the conclusion of H 1 that

Liberian male and female leaders developed and practiced transformational leadership
attributes as they migrate abroad. The raters' results as depicted in Table 4 (page 87)
show that there were significant differences between Liberian male and female leaders in
the USA and in Liberia as

well. The raters' results confirmed that Liberian male and

female leaders in the United States scored significantly higher than their counterparts in

Liberia, thereby providing credence to validate H1. This was also confirmed by results of
the outcome variables, which shows Liberian male and female leaders in the United
States scoring significantly higher on effectiveness, extra effort, and satisfaction than

their male and female counterparts in Liberia" These results essentially expressed that
Liberian male and female leaders abandoned the stereotypical style of [eadership as they
migrate to the United States than those leaders in Liberia, a style associated with

directing, controlling and micromanaging their followers' job functions in the past and
now practicing a more collaborative style of leadership while in the United States.

Discussion Based on Results of Hypothesis 2 (H2)

With regards to H2, it was predicted that length of stay by Liberian male and
female immigrants/leaders in the United States is positively related to transformational

leadership. In order to determine the extent to which length of residency influenced the
transformational process of Liberian male and female leaders, the hypothesis was tested
using a Pearson correlation coefficient. Table 5 reports the results of the correlational
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matrix between length of residence by Liberians who reside in the United States and the
transformational leadership dimensions and outcome variables for male, female, and all
leaders. Interestingly, the results shown in Table 5, which represents Liberian male and
female leadership stytes, produced a markedly different pattern of leadership behaviors

for Liberian male and female leaders in contrast to what had been expected by the
researcher.

The results obtained for H2 do not provide empirical evidence that there were

significant correlations between length of stay by Liberian male and female leaders in the
United States and the transformational leadership dimensions and outcome measures.
Why did female leaders in Liberia scored higher on the outcome measurement, i.e.,
effectiveness than their male counterparts? The answer to this question can be justified in

findings of other research. Loden (1985) noted in her research that: 1] that female
leaders behave collaboratively and tend to nurture,their subordinates to effectively carry

out their job functions when placed in leadership roles more than their male counterparts,

which results in being effective

as a

leader;2] that women's social skills might enable

them to perform managerial roles differently than men; 3] that women tend to uphold
ethical standards and behave morally when placed in leadership positions than men do.
The findings in this study for female leaders in the United States and in Liberia
support other research on leadership that female leaders perform effectively as their male
counterparts when placed in leadership positions. Thus, stereotypical differences such as

influencing strategies in the workplace, getting rapid responses from subordinates in a
collaborative fashion, and training followers to effectively perform their duties are clues
to the leadership differences between the genders. In addition, empirical frndings of
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growing number of management studies conducted in the United States and the world at
large for companies ranging from high-tech to manufacturing to consumer services have
indicated that women leaders when rated by their peers and bosses scored significantly
higher than their male counterparts on a wide variety of measure, from producing high

quality work to goal-setting to mentoring and coaching employees. Based on these
information, the researcher argues that these are presumably among some of the many
reasons why Liberian female leaders seemed to have been rated higher on effectiveness

than their male counterparts.

Also, H2 may not have been confirmed because 37o/o of respondents who
participated in the research listed under "current leadership position as professionals" had
resided in Liberia for a brief period of time and only returned to the United States after
one of the many recent changes of the Liberian government. Since those respondents

may have lived longer in the United States than in Liberia and presumably believe that
after many years of residency in the Uniied States may had changed their leadership
approach to decision-making and acceptance of democratic values, seemingly may have

resulted in them answering the MLQ questionnaire as individuals who already had
Western values, cultural norrns, and ideals. It also appears to the researcher that these
same leaders may have believed that by returning to the United States after only a

brief

stay in Liberia may not have changed their leadership behaviors/styles since their stay in

Liberia were only brief before returning to the United States. If this view is accurate,
then these leaders may have answered the

MLQ

as leaders who

felt that regardless of

their brief stay in Liberia, their leadership approaches were in line with transformational
leadership attributes at the time the research was being administered.
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In summary, the findings of H2 appeared unexpected and quite surprising to the
research er, rea\zing that individuals who migrate to the United States for a protracted

period of time tend to become accustomed to thinking democratic and tend to believe in

upholding ethical standards. However, the only logical conclusion that the researcher
could come to regarding H2 is that further investigation is needed to better understand the

role and effect of length of stay in the transformational process of Liberian male and
female leaders in the United States.

Discussion Based on Results of Hypothesis 3 (H3)

H3: predicted that there were significant leadership differences between Liberian
male and female leaders in the United States and in Liberia, This hypothesis was tested

by comparing the rnean scores of both male and female leaders in the United States and

in Liberia. Significant differences were found between the mean scores for male and
female leaders on idealized influence-attributed (II-A) in Liberia and intellectual

stimulation (IS) in the United States. With respect to the outcome measures, there were
significant differences on extra effort (EE) in Liberia and satisfaction (SAT) in the United
States. These findings are essential for the discussion as male and female (Liberians)
leadership skills are compare on task accomplishment, interpersonal skills and decisionmaking.
Regardless of the results of this study, the idea of comparing the leadership style

of Liberian male and female leaders with the transformational leadership dimensions and
outcome variables generate new way of thinking about Liberian male and female
leadership behavior globally. Such thinking can also be interpreted by others that
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Liberians seem to believe in a change process, at a time in a world when individuals at all
levels of the global are no longer afraid to expressed their desire for democratic change,
as they wish and hope

for democratic institution building that encourages empowerment,

creativity, and motivation. In essence, because the researcher empiricatly established that
Liberian leaders rneet certain characteristics of transformational leadership in his research
give credence to the general perception about Liberians who migrate overseas. The
perception in Liberia is that Liberian male and female leaders who migrate to the United
States behave differently when serving in leadership positions than Liberian leaders who

did not migrate to the United States.
The results of IS for female leaders in the United States , EE, for female leaders in

Liberia and SAT for male leaders in the United States provide support of findings by
other practitioners who have written extensively on male and female leadership styles and

differences. Bass (1981) noted that male and female leaders recruited in organizations,
may not be equivalent in personality and behavioral tendencies, even though they may
satisfu the same selection criteria when they entered organizations but that when given
equal leadership responsibilities do equally performed effectively as leaders. At such,
Gross and Trask (1976) indicated that female leaders'interpersonal behavioral skills,
such as understanding others' feelings, are aligned with a leadership style considered

more democratic and participative. Kushell and Newton (1986) noted that qualities such
as reaching consensus

in a collaborative manner require not only solicitation of ideas

from subordinates, but also help to preserve and build good working relationships with
subordinates, even when evaluating or rejecting their ideas. Bolman and Deat (1991,
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Dgz),Eagly et al. (1995) and Gibson (1995) added that effectiveness, satisfaction, and
extra effort qualities seen in organizations fit transformational leadership characteristics.
These results as noted in Table 6 are testament that female (Liberian) leaders in
the United States encouraged innovation and creativity in their respective organizations.

The IS dimension is very crucial in this debate, recognizing that innovation is not a oneact drama for success, because one innovation led to another, thereby bringing about

continuous improving and upgrading in the organization. The researcher's view is that

exhibiting IS qualities is useful at taking insights gained from learning roles and then
channeling the energy of empowered people to make innovation actually happen. By
female (Liberian) leaders scoring higher than their male counterparts in the United States
on the IS scale cement the researcher's argument that when given equal opportunity, both

male and female leaders can equally perform as effective transformational leaders. On

this same line of thinking, both male and female leaders can encourage creativity and
innovation as transformational leaders, which are elements of effective organizational
leaders.

The result of SAT in the study revealed that followers tend to be satisfied with

their male leaders in the United States more than their female counterparts. Why is this

so? It seems to the researcher that because of enactment of the Civil Rights Act of 1964,
which discourages job discrimination in the United States, in furtherance with creation of
the Equal Employment Opportunity Commission (EEOC), an agency mandated to

enforce compliance with the act's provisions against discrimination in the workplace
against individuals seems to give Liberians serving in organizations a sense of protection
againsr discrimination in the workplace. It also seems that the

Civil Rights Act of 1964
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tends to give Liberians a sense of protection that generates satisfaction as they served in

their respective duties in organizations in the United States in contrast to a lack of
enforceable employment laws in Liberia that protects individuals in the workplace from

discrimination. In summary, the research findings provide partial support of H3 that
there are leadership differences between Liberian male and female leaders in the United
States and in Liberia.

Discussion Based on Results of Hypothesis 4 (H4)

H4 predicted that income positions of Liberian male and female
immigrants/leaders are positively related to transformational leadership dimensions. This
hypothesis was tested by using a Pearson correlation coefficient. The test results are
reported on Page 97 in Table 7, which shows no significant correlations found between
income and the leadership styles of Liberian male and female immigrants/leaders. With
respect to outcome measures, effectiveness and satisfaction were positively correlated to

income, but not extra effort.
The results of H4 do not support the initial proposition of H4. At such other

practitioners such as Bass and Avolio (1990) have noted extensively that characteristic of

TL occurred because of the vision of the leaders and not because of monetary and
economic advantages to the leaders, although they are essential. The researcher view in

this regard is that economic means essentially elevate the leaders in the eyes of followers
as strategies are developed and implemented.

And that although the acquisition of

economic and monetary means can be advantageous to the leader, it is not a replacement

of the vision of the leaders to provide effective leadership; and neither can it be seen as
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an instrument that facilitates the leadership in providing good governance of an

organization. Burn's (1978) noted that the concept of morally elevating enables an
individual to transcend a lower order need for a higher order goal. Adding that
"transformational leaders can redefine aspirations and gratifications to help followers see
their stake in new program-oriented social movements" and "can gratify lower needs so
that higher motivations

will

arise to elevate the conscience of men and women" (p. 4).

The concept of morally elevating as described by Burns (1978) conforms to the
general thinking that transformational leadership involves leaders and followers working

together to reach cofilmon goals, to recognize and achieve higher order needs based on
needs hierarchies postulated by other theorists, and to intend substantive change. Hence,

that transformational leadership is not the purview of a few, select individuals but occurs
at all levels of organizations and in the routine tasks of everyday

life. The premise of

morally elevating in a sense helps to define the qualities that the,leaders bring to
organizations as policies are formulated and implemented to create jobs, income or
housing for a meaningful wellbeing.

To put it more succinctly, having more income as a leader does not foster or aid in

huilding collaboration between the leader and his followers, and it equally does not make
the leader a transformational leader. The researcher argued that income is significant in
disseminating information in this competitive marketplace and that having sufficient
personal income as leaders ensure financial benefits and independence of the leaders as
essential decisions are formulated and implemented in the organization. Thus, income in

the researcher's view provides indispensability of the leader because of the power and

influence that comes with wealth and economic means, and provides substantial leverage
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to quickly disseminate information by the leader, but does not make the leaders
transformational leaders.
Essentially, the results of H4 as related to income are quite interesting when one
consider the role of income and its importance in almost everything that people do in life,
especially in developing countries. Economically, the distribution of income and wealth
is equivalent to the degree and perception of individuals wanting real change, as shown in

capitalistic economies because the distribution of spending power determines production,
who will be paid, and who will use the economy's goods and services. In the final
analysis, income helps to define acceptance or reluctance to accept a process of change.
Hence, without spending power, individuals in a very real sense simply don't

exist and their transformational process becomes unthinkable. By this thinking, the
researcher view is that the results of H4, although disappointing should be importantly

consider for future research about Liberian male and female leaders. On the contrary,
the results of H4 had supported the initial proposition of the research,

if

it would have also

been quite interesting and accommodating, especially to assess its importance and how

it

defines the transformational process of Liberian male and female leaders. In summary,
although income (linear/residual) is essential, the results of H4 did not support the

proposition in the study.

Discussion Based on Results of Hypothesis 5 (H5)

H5 predicted that the dimensions of transformational leadership (i.e., idealized
influence (attributed and behavior), inspirational motivation (IM), intellectual stimulation

(lS), individualized consideration were positively related to one another, including the
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outcome variables, namely, effectiveness (EFF), extra effort (trE), and, satisfaction

(SAT). The researcher examined all the transformational leadership variables by means
'of the pearson correlation to determine the reliability (alpha) of the research instrument
used in the study. The findings obtained revealed low reliabilityialpha scores for the

instrument, thereby indicating that the reliability of the research instrument did not meet
acceptable alpha standard.
On the one hand, the low alpha scores were unexpected, realizing that the TL

instrument used in this research had been the same instrument used by other practitioners
to conduct transformational leadership research. On the other hand, these unexpected
results are not in agreement with results of other research that had used the MLQ
instrument to conducted TL research. Hence, from the results as illustrated in Tables

I

and 9 do not support H5 that there is a positive relationship between the transformational

leadership dimensions and outcome variables. Thus H5 was not confirmed.
Thus, the results obtained for the research confirmed that

Hl

was proven to be

significantly correlated. H3 was proven to be partially and moderately correlated. H2
and H4 were not proven to be correlated and H5 was also not proven to be positively

related to one another. In Chapt er 6,the researcher argues to link the role of cultural

integration and transformational leadership qualities and notes that by linking these two
characteristics would help to accelerate democratic transformation in Liberia and enhance
economic, social, and political development.

114

Gender

Differences

1

15

CHAPTER SIX: LINKING TRANSFORAMTIONAL LEADERSHIP WITH

CULTURAL INTEGRATION IN LIBERIA
This chapter discusses the implementation of a transformational leadership style

in Liberia and argues that aligning cultural integration with this pivotal style of leadership
in Liberla witt enhance social, economic and political development in the country.
Implementation of a Transformational Leadership

[L) Style in Liberia

Why advocate the implementation of a transformational leadership style in

Liberia? The answer to this question requires one to have

a thorough understanding

of

the four types of African leadership described in a 2000 report submitted by the World
Bank, entitled "Can Africa Claim the

2l't Century?" The Report

notes that four types

of

leadership have been observed and appear applicable to the African continent. The four
types described in the Report are as follows:

'

f

f Successful and conservative leaders. The report observed that these leaders are

those who recognize the complexity and mixture of peoples and their cultures, even

if

they are arbitrarily enclosed within colonial boundaries. These leaders tend to introduce
ethnically inclusive policies and informal power-sharing arrangements. Under this type

of leadership are growth-oriented economic policies and increased human resource
investments. The report also notes that this type of leadership brings stability and
achieves high economic growth rates. However,

it brings with it widespread ethnic

inequalities. 2l Radical and ideological leaders: these leaders primarily are motivated by
African (or Marxist) socialism. Under this type of leadership, economic and social
transformation of societies is sought through state intervention with a mass-based one
party state. The Report notes that there is success in molding national consciousness
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under this type of leadership. Socially, policy-implementation is very decisive.

Economically, state intervention tends to yield disappointing results and economic
regression, especially when combined with wars as has been seen in many African
countries that have had wars, including Liberia. 3) Predatory leaders.' leaders who do

not focus on efficient national resource management and growth-enhancing policies and
often treat national and state offices as personal money-making instruments. 4f Tyrants

leaders:Leaders who fundamentally abuse their citizen's human rights, intimidate and
engage in mass

killing of innocent people who question the efficiency and effectiveness

of the leaders. They are leaders who often take offense to inside and outside criticism
and tend to rule with an iron fist.

As the researcher considered these four types of African leadership described in
the Report, it became implicitly clear that three of the four types of leadership described

in the Report had occurred in Liberia. The three types,that had heen practiced in Liberia
over the years are as follows, i.e., Successful and conservotive leaders, Predatory leaders

and Tyrants leaders). From a historical perspective, these three types over the years have
been practiced in Liberia but have not helped to change the democratic system or provide

full participation of the Liberian people" Therefore, the only conclusion reached by the
researcher after analyzing the Report is that there are excellent characteristics connected

with

the successful and conservative leadershrp described in the report, but that those

attributes can also be practiced under an effective transformational Liberian leader. It is
also

fitting to argued that practicing

a

transformational leadership style in Liberia would

not only be economically beneficial and politically rewarding, but would also empower
as

well as inspire and motivate atl Liberians to put passion and energy in everl4hing that
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they'do, as individual's qualities and potential are recognized as contributors to the
systetn. Iu a real sense, the transformational Liberian leader's sole responsibility would
be to identify the requirements for major organizational change in Liberia and involve

every citizen in ensuring that the change process takes place. All citizens should be
encouraged to avail themselves and apply their interpersonal skills to make essential

contributions in the process. Note that since the results of this research empirically
indicate that both Liberian male and female leaders develop transformational leadership
qualities when they migrate to the United States, it can be argued that this dynamic and

innovative style of leadership can also be practiced on a larger scale in Liberia.
The researcher notes that discussing a transformational leadership style that can
be practiced

in Liberia is thus fascinating and stimulating, especially at a time when the

continent is seeking effective leadorship, one that can provide good governance and ably
rnanage the social, economic and political issues of,the Liberian people. The researsher's

point of view is that the four types of African leadership as stated in the Report are not
obsolete and cannot be the only recommended types of leadership styles required for the

African continent, especially when there is

a necessity

for the continent to transform itself

from social, economic and political problems. The researcher believes that to bring
Western style democracy to the people of Liberia and to achieve equality and equal

distribution of the natural resources of the country among all Liberians, it is best to
establish a sense of fairness in the democratic process. Such a process would transcend
the aspiration of any one individual;

it will stimulate and propel people to conduct their

behavior according to higher ethical standards and to do bigger things for themselves and

their country. Notably, by this process the leaders can work towards eradication of
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poverty, building of farm-to-market roads, provide clean drinking water, build better
schools and hospitals, make strategic decisions to have well-trained teachers and doctors
and allow citizens to freely elect their respective representatives without hindrance from

internal and/or external forces. All of these can be agenda issues achievable under
effective transformational leaders.
What is the premise behind advocating for a transformational leadership style in

Liberia? The researcher believes that advocating for the implementation of this style of
leadership in Liberia would support the argument that Liberia as a country is in dire need

of a visionary leader, a leader who can instill pride and dignity in the Liberian political,
economic and social system. This leader

will

have to be an unselfish leader who

will put

country and people first, promote self-reliance in society and encourage Liberians to
change their thinking about those things that have not worked for them in the past, such
as freedom of speech and a free representative government.

Like any organization which

wants a present better than the past and a future better than the present, Liberia has to
consider where it has come from and where it wants to head to when it comes to
leadership, economic transformation, and development. Therefore, the researcher
believes that fully practicing a transformational leadership style in Liberia

will certainly

not only promote economic development, but equally promote Liberia's quest as a
serious contender in the global marketplaceOne benefit of practicing a transformational leadership style in Liberia is to

stimulate all Liberians to become more active and creative in finding solutions to

Liberia's common problems, a benefit that hopefully brings all Liberians to work in unity
so as to meet the economic as

well as social and political needs of every citizen. Evidence
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reported in studies to the United Nations and other international organizations supports
the argument that the Liberian nation is among the poorest nations in the world. The
reason stated for underdevelopment of Liberia in these reports is not lack of natural
resources for sustainable development pufposes. Rather,

it is stated that Liberia often

lacked effective leadership. It is not surprising then to learn in these reports that the

majority of the Liberian people live below the poverty line because of bad economic
policies and failed Liberian leadership (United Nation Report, 2001 S{ 2004). From a
theoretical point of view, it is also argued that nations with weak economies are often
unable to financially invest in their people, and are unable to maintain and upgrade the
necessary elements of their infrastructures, such as roads, electric power, hospitals,

schools, and telecommunications, all of which are lacking today in Liberia.
The question then is, what style of leadership should Liberians advocate to
advance'democracy and to provide economic stability and transformation, and what

would such a style of leadership provide within the parameters of effective leadership,
one conrmitted to political change and economic development?

It

seems that this

two-

part question cannot be accurately answered without understanding and assessing the
theoretical rationale of practicing a real transformational style of leadership in Liberia. It
is crucial to stress that Liberians seem ready for a leadership style that caters to Liberia's

political and economic problems; one that encourages all Liberians to freely participate,
and in which the spirit of a free enterprise system can be

fully recognized, encouraged

and collectively achieved. Importantly, these ideals can only be accomplished with a

century transformational Liberian leader who understands that this is the hallmark

Zl't

of

economic advancement and transformation in Western societies. However, to understand
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the irnportance of providing good governance and leadership in Liberia, one has to study

Liberia's history from a broader perspective how Liberia has been ruled for over

a

century. It is not the researcher intent to discuss practices of past leaders in Liberia.
However, the researcher's intent is to provide evidence from the results of his research
about the pivotal style of leadership and how it can transform Liberia from many years

of

failed leadership to an astute style of leadership, one of which all Liberians can be proud
and empowered to believe in a democratic system. Considering the

TL dimensions, it is

worth noting that the results of the data as shown in Chapter 4 provide evidence that
gender differences exist in the leadership styles of both male and female Liberian leaders.

However, that when given equal leadership responsibilities they do equally perform

effectively as leaders. This means that regardless of gender, Liberia can be effectively
and efficiently governed by either male or female leaders, ones who are

determined to fully practice a transformational style,of leadership.

i

willing and

,'

As discussed in Chapter 2, Burns (1992, p. 20) notes that "transformational
leadership occurs when one or more persons engage with others in such a way that the
leaders and followers raise one another to higher levels of motivation and morality, in

that it raises the level of human conduct and ethical aspiration of both leader and led, and
thus it has a transforming effect on both." Burns (1992, p. aZfi noted that the manner in

which this is done is when individuals "shape, alter, or elevate the values and aspirations
of followers through the vital teaching role." The transformational Liberian leaders must
be able to unearth the needs of those other than themselves, as well as have the ability

of

understanding the nature of the constituents they represent. Also, since it is noted that the

transformational leader helps bring about major, positive change to a group, organization,
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or society, it would be accurate to expect that such style of leadership can be practiced on
a broader scale

to accelerate development in Liberia, realizing that in a transformative

climate, where individuals are not allowed to openly express or voice their concerns, the
democratic process gets derailed. When attitudes change because of the derailment of the
process or as indirect comments diminish the role of the process, it alters the foundational

principles of the process and allows followers to lose trust in the leadership. If this
occurs, people become uncertain and very resentful of the process, To alleviate such
distrust, the transformational leader would have to identify the issues and concerns that
created the distrust and then address the matter delicately to come to resolutions. In the
process of doing this, the leaders would have to assure hislher followers that he/she

will

not allow opposition to the transformational process.

'

In essence, the transformational Liberian leader has to take into consideration the

fact that change hardly occurs if there is lack.of trust'among the,people to believe that the
change process

will produce better results. It is the transformational leader's

responsibility to be steadfast in explaining the reasons for the change to society. By all
accounts, leaders in turbulent times face complex issues and forces that must be carefully
evaluated, balanced, and integrated to develop a successful strategy. In this vein, it is
essential that the transformational Liberian leaders equally understand during the change
process and time that the people demand to have a voice in shaping and guiding Liberia's

agenda. Kanter (1996) suggests that during such an era, leaders need to develop and
articulate their vision for achieving success for the organization. Kouzes and Posner
(1996) suggest that the leader's vision must resonate with the goals and aspirations of the
constituents in which he/she serves so that everyone is guided by a common purpose.
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Pinchot and Handy (1996) note that the leader must serve as "glue" that keeps the
organization strong, so that decisions that are made can be fairly balanced between
evenly competing entities, since all members of the organtzation are united for a common
purpose.

Importantly, the leader has to be able to stress that individuals who understand
what the process produces and who are willing to accept the vision of the process will be
prepared to contribute to, interpret, and support the process. Recognition of these views

would solidify the argument that implementing transformational leadership styles in
Liberia is not to be underestimated. It should also not be undermined by outsiders
because Liberia desperately needs to make headway with steady growth, rising

investment, increasing exports, and growing private activity to transform itself from low-

level economic performance to acceptable performance or from acceptable performance
to high-level performance at all levels. Bandura (1986) notes that a person's self
expectations determine how certain behavior

will

be undertaken. He adds that the extent

of expanded effort inherited by a leader to handle crisis in challenging tirnes determine
his leadership behavior.

Hackell and Betz, (1981) stated that the notion of self-efficacy is often mediated
by a person's beliefs or expectations of their ability to accomplish certain tasks more
effectively or by how certain behaviors are exhibited. Furthermore, they noted that an
important challenge faced by transformational leaders in the initial stage of any change
process is to understand how the process works and to be resilient about achieving

maximum results from the process. Therefore, in line with this thinking, it is worth
noting that Liberia as a nation cannot be excluded when it comes to understanding how

122

Diflerences

Gender

123

transformation takes place because the challenge for any transformational Liberian
leadership, especially in the face of adversity (change), determines the leadership's

resiliency to proceed with the process and to be adamant about not changing course until
succeeding in the task.
The transformational Liberian leaders would accomplish a lot by setting specific
goals in the form of an economic and political agenda that benefits the T,iberia nation and

people, enhance environmental sustainability, and form global partnerships for social,
economic and political development purposes. In addition, the transformational Liberian
leaders

will prioritize relevant

needs, articulate and produce development strategies, and,

most importantly, select financial instruments that are appropriate to funding strategic

programs. Hence, the transformational Liberian leaders will make every effort to provide
the Liberian people with hope and real meaning to life by promoting policies of good
governance, being aware that international aid donated'to Liberia annually ivysuld not be
enough in the absence of fighting rampant comrption, providing effective and efficient
governance, and strengthening the fundamental rule of law.

All of these provide the

citizens reasons for optimism and prosperity.

While the transformational Liberian leaders can spearhead this effort, knowing

fully that poverty reduction initiatives and national development strategies

are essential to

redefining Liberia's commitment to a better quality of life for it citizens, other areas such
as human development and training initiatives can also be included in the initiatives

the agenda. Also, other areas to consider that would all be essential parts

of

of

implementing transformational leadership in Liberia would be implementing a debt relief

initiative (DRI), developing a framework for sustainable development, ensuring human

123

Gender

Differences 124

rights and empowerment of citizens, supporting agriculture initiatives, cooperating with
international organizations to combat disease, developing a robust financial sector, and
searching for new approaches to deal with climate change, as well as strengthening
partnerships with the international community. Notably, all of these are essential

priorities for implementation by future male and/or female transformational Liberian
leaders.

Results expected from transformational Liberian leaders would have to come in
the form of reforms built on democratic values and ideals which have marked some other
parts of Africa since the I 990s in ways that seemed to have brought about transformation
and effective leadership. Also, the transformational Liberian leadership would have to

work very diligently to ease perceptions of individuals' roles, especially women in the
Liberian society, to discuss issues such as land ownership and numbers of hours worked
weekly by women. This is because it is believed that the average Liberian woman's
workday may be 50 percent longer on average than her male counterparts and that their

work is closely integrated with household production (united Nation Report, 2001).
Cross-country studies have also suggested that if Liberian women were to be given equal
access to education and production factors, their economic growth rates could be

substantially higher than where it is today (United Nation Report, 2004). As the

transformational Liberian leaders spearhead policies of good governance and effective
leadership and adopt sound growth oriented policies, Liberia will move forward to
become a rapidly developing nation, one that other nations in the region could emulate.

Dublin (2005) argues that the transformational process takes place in the following ways:
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Raising people's awareness: The transformational Liberian leader would provide

optimism that brings about

se

If awareness to the various cultural groups in Liberia to

promote and facilitate a transformational style of leadership to Liberia. The suggested
style of leadership has to be one that the citizens can identify with and would be willing
to work with to achieve some rewards.
Helping people look beyond self-interest: The transformational Liberian leaders

would inspire the various Liberian ethnic/groups to look to the "big picture" for social,
economic and political change for the advancement of the people and development

of

Liberia. To harness the resources of community and to regain citizen's trust, the
transformational Liberian leaders must understand, and in most cases, change how
decisions are made and how those decisions are implemented from the national level to
the local/tribal community level so as to empower the community's decision making
processes. Local/tribal communities should be viewed as a system operating within the
larger system of community, not as an organization serving a group of private investors.

This approach recognizes the importance of local/tribal community leadership but also
recognizes that local/tribal community is only one of many organizations and elements
that must come together to harness the resources of Liberia. It is important that those in
leadership roles think less about personal returns and more about what the national

govenlment can bring for the well-being of the local/tribal communities.
Helping people searchfor fulfillment: The transformational Liberian leaders

will

help Liberia's citizens go beyond a focus from minor satisfaction to a quest for self-

fulfillrnent in their economic development processes. In achieving rewarding economic
approaches for national development, such leaders have to learn how to strike a balance
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between place-based approach and people-based approach strategies. Place-based
approach in this sense would be about actually creating a geographic base where
constituencies are organized to find solutions to common problems that affect their

wellbeing. On the other hand, people-based strategies

are

job training and job creation

opportunities with a focus on providing individuals in communities with the necessary
resources to obtain the skills and income needed to enlarge choices about where and how

they would like to live. The idea behind both approaches would be to build a stronger

copmunity, one that would have citizens seated at the decision-making table to make
decisions that represent the interest of the community.
Hetping people understand the need
leaders

will

for change: The transformational Liberian

have to help Liberians understand the need for emotional, psychological and

intellectual change because change involves dislocation and discomfort. This process
involves helping the people recognize the emotional conrponent that allows one to resist
change. It will be imperative that the transformational Liberian leaders help the people
understand that change is much like a life transition, that the strategies must be enforced

with specific goals before realization of the change process and this will in turn unhook
citizens from their past thinking and behaviors to elevate the process.
Investing leaders with a sense of urgency: It would be an obligation of the
transformational Liberian leader to assemble well educated and objective men and
women and imbue in them the urgency for change. This assernbly of educated men and
wornen must also share the transformational leader's vision of what is both necessary and
achievable and the need to capitalize on available opportunities and resources to promote

development. Why is this important? Because the spirit and level of enthusiasm found in
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today's Liberia is quite different than yesterday's Liberia, when it was assumed that the
position that an individual occupies in society was determined by his family background,

origin and parental position. In reality, a new pattern of role allocation seems to be
institutionalized in today's Liberian society. Now citizens see opportunities to speak out
openly on matters that they disagree with, irrespective of their background and family
status in society.

It is believed that as Liberians become comfortable in their new found

settings and thinking, the ideal of promoting an actual transformational leadership

will

be

easier to embrace. Hopefully in the process, decision makers or those in leadership roles

will become aware of the kind of competencies required to move the country forward

as

one society.

Committing to greatness: Peter Koestenbaum, in his book Leadership: The Inner
Side of Grealness, argues that business can be an opportunity that provides organizational
:greatness. By adopting this greatness attitude, the transformational Liberian leaders can
eruroble human nature and strengthen society. Greatness encompasses striving for
business effectiveness such as profit-generation, practicing impeccable ethical standards,
and providing social, economic, and political development. Emphasis on ethical

leadership instills a desire for service and quality that fosters feelings of proprietorship
and the involvement of everyone. In essence, the greatness of a nation has always

revolved around building a better economic strategy that provides opportunities and
better jobs for citizens, which in turn builds stronger communities. Such a strategy is

often centered on creating harmony and committing loyalty to those who are in charge of
implementing the change process. On the other hand, when people cannot find better
jobs to sustain their families and to meet life necessities, it tends to destroy the human
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spirit and discourages full participation in any process. Equally, this lessens a more
collaborative atmosphere for dialoguing on common issues that divide the people.
Adop[ing a long-range perspective and at the same ttme observing organizational
issues from

leaders

will

broad rather than narrow perspectives." The transformational Liberian
have to encourage various ethnic groups to think long-term, realizing that

unless the people commit themselves to long-term goals through sacrifice and

determination, Liberia

will not be fully transformed. Equally, the leader

has to realize

that although providing good governance is essential, it often has to be balanced with
transparency and institution buitding, strong leadership skills and competence, and a

willingness to do the right things. Thus, the leader would fundamentally have to provide
enforceable strategies that enable such a government to efficiently and effectively deliver
services to the people, recognizing that accountability and transparency are the hallmark

to improving good governance-

Buitding trust: Since actions speak louder than words, the transformational
Liberian leaders will have to implement programs that improve the economic conditions
of the Liberian people. Building trust through good economic decision-making will
authenticate the intentions of the leaders in the eyes of all Liberians. In the process,

will legitimize the leadership, thereby creating collaboration between the leaders

it

and the

citizens, particularly because distrust and suspicion will have been cleared from the air.

In essence, the leaders can rebuitd trust by indicating transparency as a cornerstone for
the conduct of all Liberians, regardless of class, status, and connection in society because

it takes just days to destroy trust, but decades to rebuild

it.

In this wny, everyone knows

what everyone else is doing.
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Dublin (2005) argues that the steps described above are the guidelines that
essentially strengthened implementation of transformational leadership style in any
organrzation, and this would presumably apply to countries such as Liberia. Therefore,
by providing this brief synopsis on how important it is to advance transformational
leadership style in Liberia, the researcher is hopeful that this

will

accelerate Liberia's

overall development. The researcher believes that at this juncture, it is reasonable to
discuss the importance of cultural integration in this debate, since the Liberian nation is

comprised of sixteen tribes with many different ethnic and cultural groups. The next
section discusses cultural integration in Liberia and how it can facilitate the
transformational Liberian leaders' quick development of Liberia socially, economically,
and politically.

Cultural and Transformational Leadership as the Context of Development in Liberia
As an African student, the researcher finds it personally challenging and, perhaps,
a puzzle

to initiate reflection on culture, especially in the context of development in

Liberia when this research was about gender differences in transformational leadership
style of Liberian male and female leaders. But in a sense, as Liberia searches to become
a

player within the world's democratic arena, and as the world's economies become

increasingly integrated into global trading relations, the need to understand cultural
influences on leadership and development has never been greater (House et al., 1999).
Therefore, the decision to provide this synopsis on culture in this research is to
acquaint the reader about the importance of integrating leadership strategies with culture
so as to improve social, economic and political development in

Liberia. Those who have
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visited Africa and have gotten to understand the cultural perimeters and the roles culture
plays in the lives of people know exactly how essential culture is in the continent. Those

who have heartfelt concerns about bringing social, economic and political development to

Africa in general understand what culture means when it comes to advancing economic
and cultural integration in Africa, especially when there seems to be

little attraction to

invest in the continent. Young ambitious people around the world seeking high profile

jobs or financially rewarding careers probably do not attempt to place Africa on top of
their search list due to vivid images of famine, poverty, and wars and because of the
deep-seated belief that corruption and undemocratic rule are rampant all over Africa.

In addition, there is a growing feeling of hopelessness as many Western policy
makers have been defeated in their efforts to change the political and economic landscape

of the continent for the better, leaving wide open the question of how to fix the problems
of Africa. As much as the researcher would like to address only the issues of culture in
Liberia, it seems difficult to separate cultural integration in,decision making in Liberia
from the rest of Africa when one considers the roles of leadership and economic, social
and potitical transformation in

Africa. Conclusions of many

studies indicate that the one

real issue which has potentially destroyed the human capital of the African continent and

prohibited opportunities, sustainable investments and development has been lack of
effective leadership. The continent lacks leadership that understands how essential
cultural integration is in the overall economic strategy for development of the continent.
However, for the purpose of this research, the discussion on culture will be only confined
to Liberia.
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Fundamentally, the issue of cultural integration in the context of development in

Liberia appears to be the most subtle element to grasp, and yet it is very decisive for any
effective policy. Indeed, culture can function both as a "force of inertia," resisting any
change as well as a spring-board that sets in motion with intensity any new beginning.

The appeal generally to culture is a delicate line of argument because it can be used to
assert fundamental differences and can be manipulated to "discriminate" or "ostra cize"

others. Exploring economic development and cultural integration in this document is
purposely intended to be seen as a continuum of opinions of many other Liberians who
are anxious to see an effective transformational leadership style and cultural integration

in Liberia. It is believed that such an idea can be used as a vehicle to change the ways
Liberians think and feel about themselves as Liberians as they head into the future. This

exploration is also intended to encourage full cultural integration by the future leadership

in Liberia so that all [,iberians can be seen as equal partners irrespective of their cultural
origin and background. Such a shift will actually advance development in Liberia.
The researcher believes that conceptualization of future policies in Liberia have to

involve wholesome cultural integration of the population. A note of discontent in the
cultural debate is the often-stated notion and tendency of individual Liberians to think of
another's culture as "other than" or "different from" hisftrer own culture and vice-versa.

However, such a stance over the years only seems to have seriously hindered a true
appreciation of the multi-cultural nature of the Liberian society in which all Liberians

live and shared common values. Such a tendency seems to have prohibited acceleration
of social, economic and political development. Jackson (2004) notes that Africa has long
been seen as multi-cultural and, as such, is typified by hybrid forms of management and
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organization practices today where different cultures seemed to fight co-existence. Such
behavior seems to have defeated the fundamental ideals of multiple dualisms that was
seen on the continent

for generation. Based on this, the researcher is optimistic that

a

transformational Liberian leader can alleviate the alienation and disillusionment that has
existed in the Liberian society and among the various tribes and/or cultural groups in

Liberia for a long time. Unfortunately, such alienation appears to have been due to lack
of effective visionary leadership, one with character and willingness and strength to
promote unity and to find common path for all Liberians.
The next questions then are: can cultural integration and transformational
leadership style work hand in hand in Liberia? And can the position of the depressed
strata in society be improved regardless of cultural origin through meaningful

implementation of economic reform and transformational leadership? Again, the
prevailing answers to both questions are a resounding yes: 'Certainly, cultural integration

of

and economic development are feasible and possibte in Liberia, but the transformation

Liberia can only become a reality with visionary transformational Liberian leaders
because culture brings

with it liabilities

as

well as benefits. The transformational

Liberian leader has to understand cultural variables to become successful in the change
process that brings economic development. It must be understood that culture increases
trade, and,

if conducted in a just and equitable manner, provides more people with access

to commodities and services. However, it can also wipe out livelihoods and leave people
destitute

if effective leadership is lacking

have access to the new marketplace.

and people are unable to freely dialogue and

It is essential to add that expanding communications

among cultures definitely tends to foster greater understanding and less confrontation.
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For these reasons, bridging ideas around culture for sustainable long-term
development strategies in Liberia has to be seen in a much broader context. In this way

effective transformational leaders can appropriate value with the cultural landscape of all
Liberians and thereby facilitate open discussion and advance economic development in
the country. As the idea of effective transformational leadership and respect of one's

cultural values take hold, concepts of cooperation, trust, ethnicity, identity, community,
and kinship

will

also take hold, since these make up the social fabric on which the polity

and economy of any given society are based.

It is mindful to note that a narrow emphasis

placed on conditions in the marketplace, which encourage competition and profits, tends

to generally alter sensitive equilibrium factors and thus exacerbates tensions of
uncertainty among various cultural groups.
Note that unless meaningful cooperation, unity and cultural practices are
considered in Liberia, conflicts rather than peace will continue to intensify in the Liberian

society. Liberians seem to have learned through television and newspapers that all
citizens are entitled to share in the vast natural resources of their homeland. As Liberia's
cultural integration practices appeared to have less meaning, insurmountable barriers
seemed to have been placed among the various cultural groups, thereby continuously

making it difficult if not impossible to promote unity among the people. The pluralistic
idea of a free society can be instituted by leaders seen as transformational in Liberia to
recognize and accept the contribution of every facet within the Liberian society. A
society lacking equal distribution of economic resources often creates inequality and
disparities and results in less development, economic suppression, and less access to good
education and jobs.
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A recerrt report published in 2005 by the World Commission on Culture and
Development (WCCD) addressed the issues of cultural differences in the world and noted
that rethinking development strategies all over the world has to include a wide range

of

new issues about the rights of women and children, especially the recognition of all
peoples and the preservation of the world's cultural heritage. The report mentioned that

development is embedded in culture and that building cultural insights into broader
development strategies

will

speed human advancement and accelerates development in

Africa and the world at large. Second, this could also help in crafting development
strategies for implementation. The question that comes to one's mind after reading such
a report

is: How can recommendations by respected organizations such as WCCD

become a reality in countries such as Liberia where economic liberalization of people at

the lowest end of the economic strata is continuously expressed through old political

ideology? Unfortunately, these ideotogies are often based on authoritarianism and
dictatorship and supported by external forces and almost always result in debts and failed
economic policies, thereby often leading to impossibilities, social uprisings and coup
d'dtats.

As a microcosm, the civil war in Liberia in the 1990s was a clear example of this

complexity. The driving force behind Liberia's civil war in the 1990s was not simply
about the poverty and marginalization that had existed in the country for over one

hundred years. One of the precipitating factors was the widely-held perception that those

in leadership roles were culturally insensitive to tribal and cultural issues. Such belief
was fostered by the so-called independent mass media, and promoted by the national
goverrrment's efforts to only provide opportunities to the connected few who
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unfortunately were members of the then ruling class/tribe in Liberia. The result of this
was a protracted period of civil war that devastated the entire country for years. Thus,
when benefits of economic development were concentrated only in the hands of the state

oligarchy, and when prices of commodities and agricultural products fell to historic lows
in the international market, local farmers (who often happened to be those low in the
economic strata) felt not only marginalized but cheated out of their proclaimed historical
opportunities.

In many

cases:,

the occurrences of economic setbacks provide avenues for the less

fortunate in society to openly challenge their leadership. It is important to note that there
are internal and external prohlems that tend to slow developmental efforts as well, even

with control of cultural matters. However, many internal barriers which stand in the way
of successful national development are related to culture, which has to be addressed
before the realization of a real social, economic,,Bnd political development. These
internal cultural barriers include, but not limited

to: a] work ethic b] patterns of

consumption c] principles and honesty in public service d] civic behavior e] ethnicity

fl

language, and g] religious intolerance. The ability of any leader to understand internal

cultural barriers often creates substantial opportunities and enhances social and cultural
understanding, thereby allowing visibility of the issues as emphasis is placed on trust,
confidence, cooperation and economic development.

A central issue in the study of leadership across different nations has often been
universality versus cultural contingency of leadership. It seems that leadership
practitioners often diverge sharply on this issue, with most assuming absolute positions at
the opposite ends of the debate instead of finding common solutions (Carl

&

Javadan,
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2001; Dorfman & Howell, 1997). A culture-specific perspective reflects the view that
the occurrence and the effectiveness of certain leadership behaviors is likely to be unique

to a given culture. The proponents of culture-universal position, in contrast, argue that
certain leadership constructs are comparable across cultures and that many universal
leadership behaviors do exist. Only recently, following the review by Bass (1990) and
the emergence of the GLOBE project (House, 1998), has the research community on
leadership begun to realize that universal and culture-specific leadership behaviors and
constructs are not mutually exclusive categories, but are coexistent in a single culture at
the same time.
The proponents of a culture-specific perspective often argue that the values,
beliefs, norrns, and ideals that are embedded in a culture affect leadership behavior and
goals, as well as structure, culture, and strategies of organizations. Newman (1996) states
that "national culture is a central organizing principle of ernployees',understanding

of

work, their approach to it, and the way in which they expect to be treated and implies that
one way of action or one set of outcomes is preferable to another" (p.

153). On the other

hand, universalistic perspective thinkers believe that leadership is basically a universal

phenomenon, common to all cultures, which may sometimes vary because of local

cultural idiosyncrasies, but is generally more similar than different across cultures. Based
on his latter view, the researcher argues that Hofstede's (l 991 ) comparative analysis

of

culture can also be applied to economic development strategies and cultural integration in
the Liberian society.

As noted in Appendix 10, Liberia is comprised of sixteen ethnic tribal groups,
including the Americo-Liberian and the Congolese that migrated to Liberia in the 1800s.
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Thus, understanding the background of all Liberians and how interconnected they are

will

enhance the ability of the transformational Liberian leader to transcend all barriers,

thereby putting Liberia on a path to a more capitalist and pluralist society. It would be
paramount and a duty of the transformational Liberian leaders to understand the
differences that exist between the various ethnic and cultural groups in Liberia and to

know how those differences affect strategic and economic decision-making so as to bring
real democratic change to Liberia.

Hofstede's five dimensions of culture (considered in Chapter 2), will have to be
considered by any transformational Liberian leader and their impact on decision-making

in Liberia. These dimensions again are: a] power distance b] individualism cf
masculinily dl uncertainty avoidance, and ef long term orientation regarding time.

Following are descriptions of each of the five cultural dimensions and an analysis of their
impact in the transformational process of Liberia. The dimensions:or€.. as follows.

Power distance (PD): The extent (high or low) to which less powerful members

of institutions and organizations within a country expect and accept that power is
distributed unequally. In the case of Liberia, the fundamental issue will be the ability of
the transformational Liberian leader to deal with issues of inequality, such as wealth,

education, and landownership in the Liberian society. Although the degree of power
distance is more associated with centrahzation, transformational Liberian leaders

will

have to work assiduously to establish decentralization of the Liberian political system.

This fortunately will create a more pluralistic society in which unprofitable corporations
can be privatized with the purpose

ofjob creation

and payment of meaningful wages to

sustain economic development, which seems to have been lacking in Liberia for now.
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Collectivism: Individualism in cultures implies loose ties;

everyone is expected to look after themselves or their immediate families and no one
else. Collectivism implies that people are integrated from birth into strong, cohesive

groups that protect them in exchange for unquestioning loyalty. The issue here for the

transformational Liberian leaders would be to integrate unselfishly an individual's
interests and the interests of society" The transformational leaders should encourage all

Liberians to contribute substantially to Liberia's development, understand that
individualism promotes creativity, investments, equal-distribution, income generation,
production and acceptable pricing of goods and services, all of which are contributing
factors to Liberia's development and its market economy.

Liberia as an individuatist society will promote a large degree of freedom and
liberty for its people, which will also encourage people to pursue personal goals and
ambitions, as well as encouraging creativity. . The,transformational Liberian leaders'
promotion of a collectivistic society has to stress contribution from all Liberians on a
group-basis, as well as an individual-basis, since it is only through these facets that

Liberia would be able to achieve its objectives for sustainable development. The
transformational Liberian leaders have to stress that Liberia's developmental plans have
to fit somewhere along the line of individualist-collectivist continuum, realizing that the
two parts of this dimension are intertwined and have to work together to succeed.
Masculinity versus Femininity: Masculinity pertains to societies in which social
gender roles are clearly distinct (i.e., men are supposed to be assertive, tough and focused

on material success and women are supposed to be more modest, tender and concerned

with the quality of life). Femininity, on the other hand, pertains to societies in which
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social gender roles overlap (i.e", both men and women are supposed to be modest, tender
and concerned with the quality of

life). The issue of roles and divisions between men and

women as leaders in the Liberian society should not be of concern to the transformational

Liberian leaders, since empirical findings have shown that male and female leaders when
given equal duties and responsibilities in organizations are effective as leaders. The issue
to consider from the view point of the researcher has to be from these two essential
premises (i.e., opportunity and choice).

It is noted that in most societies, men and women perform certain roles with men
normally taking more dominant roles, while women are concerned with more caring and
supportive roles. It will be useful to use these types of roles to describe similarities
between the ethnic groups in

Liberia. "Masculine" cultures in the Liberian society value

a high degree of achievement, money, and

work. In contrast, 'lfeminine" cultural

practices in l;iberia value quality of life, relationships, and helping others; The role of the

transformational Liberian leaders would be to promote and empower each Liberian,
create understanding among the people from the community level to the national level;
and stress equal opportunity for

all. From this standpoint, decisions made will not only

affect the haves, but the have-nots as well, and these decisions will allow people to make
choices beneficial to themselves and society.

Uncertainty avoidance

(UA)

this is defined as the extent (high-strong or low-

weak) to which the members of a culture feel threatened by uncertainty or the unknown
since cultures vary in their avoidance of uncertainty, create different rituals and have

different values regarding formality, punctuality, legal-religious-social requirements and
tolerance for ambiguity. In essence, the transformational Liberian leader has to
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implement meaningful strategies that address uncertainty of an unknown future, as well
as stress how to cope

with the future uncertainty. The leaders' ability to stress economic

reform and development, the fundamental rule of law and the free association of
individuals in society will quell some of the uncertainty of an unknown future. Weak
uncertainty avoidance: described those in society who take life as it comes and who are
not willing to work hard for a better living condition, not willing to take risks, but are
very tolerant of almost any behavior and opinions put forward by others. Such an attitude
should be considered unacceptable by the transformational Liberian leaders. On the

contrary, the characteristic of strong uncertainty avoidance should also be considered
because this dirnension speaks about those who experience anxiety, emotional stress and

comrption because of aggressive behavior by some in society that hinders people's ways

of life and taints society . Strong uncertainty avoidance has.to be a priority under a
transformational Liberian leader as attempts'are made to bring out the best in all
Liberians for a more rewarding future.
Long-term orientation (LTO), defined as the degree to which one plans for and
considers the future, will be very strategic for future transformational Liberia leaders.

This dimension is essential as the transformational Liberian leaders address serious
economic problems since advocating change in an environment chronically filled with
false hopes and dreams would be hard to achieve. Good intentioned transformational

Liberian leaders will have to know the importance of considering this dimension in all
strategic planning to ensure that emphasis is placed on short-term goals as well as longterm goals so that the Liberian people can know what to expect of their new leadership

within a given time frame. The implementation of this dimension would be an important
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factor for developing a successful economic package for Liberia. Such a package would
foster greater understanding between the various ethnic groups, which in turn would lead

to a more cooperative relationship to bring development. Essentially, cultural integration
has to be considered

from a sustainable economic standpoint, one that represents

elimination of the disparities that have existed in Liberia among the various ethnic
tribal/groups for over one hundred years. Understanding the role of cultural integration

in Liberia will bring drastic improvement of the human conditions of all Liberians.
The researcher notes that advocating cultural integration in rebuilding Liberia is

morally, economically, and politically right. It also supports the premise that such is also
constitutionally compelling as well. Thus, cultural integration and a transformational
leadership style cannot be separated

if

leaders are serious about actual development in

Liberia. Both elements have to,work hand in hand to bring about real social, economic,
and political change to the Liberian people, realizing that in any society in which the

people feel a minimal necessity to contribute to the decision-making processes, the
process oftentimes fails to provide the necessary results, which in most cases results in

failure of the process. Therefore, integrating Liberians culturally as well as politically in

all decision-making processes will not only accelerate economic transformation but also
encourage broader participation for development. In essence, the transformational

Liberian leaders must be the proclaimer and organizer of an intellectual and moral reform
system. This means leading effectively and creating the terrain for subsequent economic
and political development towards a realization of building a modern Liberian society,
one in which all Liberians can be proud and united culturally, socially, economically and

politically.
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The researcher is hopeful that effective transformational leadership practices in

Liberia would be a "value added incentive" for the economic viability of all Liberians,
one that comes through implementation of policies geared towards improving the social,

economic, cultural and political structures of the country, as well as one that accelerates

development" Implementation of these policies will not only be based on satisfuing the
fundamental economic requirements for a decent standard of living for all Liberians, but

will

be based also on the psychological, philosophical, and social requirements that allow

all Liberians to share and to cooperate for a fulfilling life. Hence, the researcher believes
that the following suggestions are imperative to the future of transformation in Liberia as

meaningful strategies are put together to remedy future social, economic, and political
reform agenda.

.

1

.

' ;

Choose economic theories for development purposes that have been well
tested with realistic and practical value and that enhance social, economic, and

political development. This will encourage Liberians to be constantly
innovative and strive for better living conditions.

2.

Cultivate relationships as a source of information and credibility--defer to
elders (community level) in the decision-making process. Liberians have to
see that decisions

will

be debated from the community-level by tribal

leaders/representatives before it can be forwarded to the national-level
(government), that any decision made at the national-level (government)

without full participation of the people will be detrimental to the process.
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Practice the importance of patience in achieving good results and building
good economic foundations slowly rather than trying to achieve quick
economic results.

Limitations towards Futtlre Research
Although the research results presented in this study provide empirical reasons to
understand the leadership style of both Liberian male and female leaders in relation to

transformational leadership dimensions, and given that limitations are inherent in selfreporting instruments, interpretations of the findings were cautiously made for the

following reasons. First, because participation was based on limited numbers of leaders
and raters/evaluators who completed the

MLQ in Minnesota, USA, and in Liberia, the

research findings cannot be considered as full representations of the larger population
.

of

Liberian male and female leadership styles. Second, to better understand the leadership
styles of both male and female Liberian leaders, there should be fuither research
conducted in all fifty states of the United States and all fifteen counties in Liberia to

provide a result from a larger sampling of Liberians. Third, generalizations made from
results of this study were restricted only to male and female Liberian leaders and their
subordinates who took part in this study and who were employed in relatively similar
organizations and businesses in Minnesota, USA, and in Liberia.
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Recommendations for Future Research
The researcher believes that implementation of his recommendations noted herein

would facilitate other research to conduct studies on male and female Liberians and their
leadership styles and behavior. The recommendations are as follows:
One: It is imperative that leadership training programs begin at the university

level in Liberia for Liberians interested in leadership positions so that they can acquire,
understand and internalize those leadership skills necessary to become effective

transformational leaders.

Two: Since leadership accounts for only a portion of influence on followers'
perceptions of the leader, and because there are other factors which also influence
leaders' levels of effectiveness, commitment to organization and leadership behavior,

future researchers should explore the influence of these other factors that directly affect
the leader's effectiveness, job satisfaction, organizational commitment and behavior,

as,

well as examine the influence of the genders of the raters who participate in the research.
Three: Establish and develop a national ethical standard, based on principles of
human rights and democratic values, committed to fostering respect for cultural and
social diversity necessary for holding together the country's rnulticultural inhabitants.

Four: Strengthen the fundamental rule of law and encourage civic cultures in
which national governance institutions can be rebuilt, based on increased localcommunity participation and gender equality.
Five: Mandate actions to preserve the country's cultural heritage and to manage
rationally the life support systems (economic, social and political) that the people require
surviving and contributing to society.
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Six: Sponsor an independent team of qualified Liberians to produce and publish a
national report on culture, to survey trends that create discontentment, to monitor events
that affect the situation of different cultures nationally (highlighting selected cultural
practices and policies at local and national levels), and to construct and publish

quantitative cultural indicators and data.
Seven: There should be more research conducted in the context of understanding

Liberian's leadership styles to further confirm Bass's (1985) claim of the universality of
transformational leadership across different cultures.

Conclusion
The results of this study have hopefully provided a quantitative and qualitative

framework to understand Liberian male and female leaders and their leadership behavior
,and how transformational leadership

skills can influence leadership styles and behaviors

nationally and internationally. The researcher is hopeful that this study will serve as a
starting point to stimulate further research about African leadership styles. Expanding on

this research by future researchers would hopefully serve as a yardstick for practitioners
and students alike who are interested in conducting research on Liberians, as well as on

male and female African leaders and their leadership styles and behavior.
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I

LBTTER DESCRIBING RESEARCH AIYD REQUESTII\G SUBJECT AND
EVALUATOR IN USA AND LIBERIA TO PARTICIPATE
Gender Differences in Transformational Leadership: A Comparison of Liberian Male and
Female Leadership Styles
Master of Arts in Leadership (MAL) Research Project

March 2007

Sir/Madame:
Thank you for agreeing to participate in the research project entitled: "Gender Differences in
Transformational Leadership: A Comparison of Liberian Male and Female Leadership Styles, which is
being conducted by Anthony Ansumana Kanneh, a graduate student at Augsburg College, Minneapolis,
Minnesota, USA as a requirement for completing the Degree of Master of Arts in Leadership (MAL). This
research will compare leadership styles of Liberian males and females residing in Liberia and in the greater
Minneapolis area in the United States. The purpose of the research is to closely examine the following
hypotheses:

l] That Liberian immigrants/refugees develop a higher transformational leadership style when they
transition from their sending country (i.e. Liberia) to their receiving country (i.e. United States) than
Liberians who did not migrate.
2] That the ionger Liberian male and female immigrants/refugees reside in the United States, the higher
their transformational leadership style.
3] That Liberian women immigrants/refugees tend to have higher transformational leadership style than do
their male counterpafts.
4] That income levels of Liberian immigrants/refugees are positively related to transformational leadership.
5] That there is a positive relationship between transformational leadership (ldealized Influence,
Inspirational Motivation) Effectiveness, Satisfaction, and Extra Effort.
Your participation will require approximately 15-20 minutes and will involve completing a Multifactor
Leadership Questionnaire (MLQ) and demographic information regarding your gender, age, nationality,
income, length of residency in the USA, and educational background. Your responses are completely
confidential. Your name will be replaced with an identiffing number and letter when the questionnaires are
tallied. You have the right to refuse to participate and you may withdraw at any time without consequences.
Please complete the attached Subject Consent Form since your written consent is required to
participate. Please complete the demographic questions "in order " to where it is denoted that itisthe "end
of questionnaire." After completing the questionnaire, please hand it to me or to the person administrating
the questionnaire.

Thank you for taking the time to participate in this important research. lf you have any questions about the
study or the questionnaires, you may kindly inform me or my AssistanUs immediately to resolve the issue
before the survey is administer. You may direct further inquiries to my Advisors Dr. Bruce Reichenbach at
(612)330-1094 and Dr. Brad Holt at (612)330-161 I or to me at telephone number (763)a38-1061.
Again, thank you for your help in this endeavor-

Anthony Ansumana Kanneh
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LEADER CONSBI.IT FORM / LETTER FOR USB IN USA AND LIBERIA
Gender Differences in Transformational Leadership: A Comparison of Liberian Male and
Female Leadership Styles from 1986 through 2006

Master of Arts in Leadership (MAL) Research Project

March 2001
Dear Sir / Madame:
Thank you for accepting to participate in the research project entitled: Gender Dffirences in
Transformational Leadership: A Comparison of Liberian Msle and Female Leadership Styles.
This research will compare leadership styles of Liberian males and females residing in Liberia
and in the greater Minneapolis area in the United States. The study is being undertaken by
Anthony Ansumana Kanneh, a graduate student at Augsburg College, Minneapolis, Minnesota,
USA as a requirement to complete the Degree of Master of Arts in Leadership.

A written consent is required for participation in this study. All identifying material will be
destroved at the conclusion of this research project. By attesting your signature below will ensure
that you understand the description of the study and that you willingly consent to p4rticipate in
the study.

SIGNATURE:
Thank you.

Anthony Ansumana Kanneh
Graduate Student

Augsburg College, Minnesota
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LEADER DEMOGRAPHTCS QUESTIONNATRE #1 FOR USE IN USA
Gender Differences in Transformational Leadership: A Comparison of Liherian Male and
Female Leadership Styles from 1986 through 2006
Master of Arts in Leadership (MAL) Research Project

please circle or filI in the appropriate response where indicated. Provide a response for
each and every question.

1.

Gender

Female

Male

2. Age:
Other

Liberian

3. What is your NationalitY?

4. Current (US) Yearly Income:

to

$100,000

$99,000

$50,000

than 52.4,999
to $49,999
-$75,000
(AA, BA, MA, PhD):-lessBl High School
Al College
-$25,000

to $74,999
-over
5. What is your Educational Level?

(Grades 9 through 12),

-=----*Cl

Others:

6. How many years have you resided in the United States?
7. What leadership position(s) have you held in the U.S.?
8.

-

What leadership position are you currently holding in the U.S.?

9. How long have you been in that leadership position?
10. How many people do you

1l

currently oversee in the U.S.?

What leadership positions did you hold in Liheria?

12. How many people did you oversee

in that leadership position in Liheria?

Thank you.

Anthony Ansumana Kanneh
Graduate Student: Augsburg College

End of Questionnaire:
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LEADER DEMOGRAPHICS QUESTIONNAIRE #2 FOR USE

I]\ LIBERIA

Gender Differences in Transformational Leadership: A Comparison of Liberian Male and
Female Leadership Sfyles from 1986 through 2006
Master of Arts in Leadership

Please circle or

every question.

I. Gender:

fill

(MAt)

Research project

in the appropriate response where indicated. Provide a response fbr each and

Male

Female

2. Age
3. What is your Nationalify?

Liberian

Other

4'CurrentYearIyIncome(Liberiansubject)(LiberianCurrency)
5.

What is your Educational Level? Al College (AA, BA, MA,

':

phD):

(Grades 9 thru 12):
6.

what leadership position have you held in Liheria?

7.

what leadership position do you currently hold in Liberia?

8. How long have you been in that leadership position?

Bl High School
Cl Other:

_-

_

9. How many people do you currentry oversee in that position?

Thank you.

Anthony Ansumana Kanneh
Graduate Student: Augsburg College

End of Questionnaire:
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EVALUATOR CONSBNT FORM / LETTER FOR USE II{ USA AND LIBERIA
Gender Differences in Transformational Leadership: A Comparison of Liberian Male and
Female Leadership Styles from 1986 through 2006
Master of Arts in Leadership (MAL) Research Project

March 2007
Dear Sir / Madame:
Thank you for accepting to participate in the research project entitled: Gender Dffirences in
Transformational Leadership: A Comparison of Liberian Male and Female Leadership Styles.
This research will compare leadership styles of Liberian males and females residing in Liberia
and in the greater Minneapolis area in the United States. The study is being undertaken by
Anthony Ansumana Kanneh, a gradtate student at Augsburg College, Minneapolis, Minnesota,
USA as a requirement to complete the Degree of Master of Arts in Leadership.

Your participation in this endeavor is to provide accurate and honest evaluation about the leader
you have been selected to rate. Appendix A, which is attached to the Multifactor Leadership
Questionnaire (MLQ), includes five hypotheses that are being investigated by the researcher. You
may use this Appendix as guidance to complete the survey. Please note that your answers to the
survey questionnaire will be kept strictly confidential. Also, note that the leader you have been
selected to evaluate will neither be allowed to see your completed questionnaire nor any answers
to any of the questions you answered.
Your written consent is required for participation in this study . All identifvins material will be
destroved at the conclusion of this research project. By attesting your signature below will ensure
that you understand the description of the study and that you willingly consent to participate in
the study.

SIGNATURE:
Thank you.

Anthony Ansumana Kanneh
Graduate Student: Augsburg College
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RESEARCH ASSISTANT (RA) CO]\FIDENTIALTTY FORM / LETTBR
Gender Differences in Transformational Leadership: A Comparison of Liberian Male and
Female Leadership Styles from 1986 through 2006
Master of Arts in Leadership (MAL) Research Project

March 2007

I,
tutiuf**t*i

, do solemnly affirm that I will faithfully and
sistant to Anthony Ansumana Kanneh in the

research project entitled: "Gender

Dffirences In Transforntationsl Leadership: A Comparison of
Liberian Male and Female Leadership Styles " and will maintain confidentiality about all
information gathered in which Anthony Ansumana Kanneh is the Principal Investigator (PI). I
also promise that I shall not share the information gathered with anyone except Anthony
Ansumana Kanneh. I promise to the best of my ability that I will abide by the rules and
regulations under which this research project is governed.
Signed:
Research Assistant
.,,i

Re: Gender Differences in Transformational Leadership: A Comparison of Liberian Male and

164

GenderDiffererrces
APPENDIX

165

7

LETTBR TO ORGANIZATION REQUESTING PERMISSTON TO CONDUCT
RESBARCH
Gender Differences in Transformational Leadership: A Comparison of Liberian Male and
Female Leadership Styles from 1986 through 2006

Master of Arts in Leadership (MAL) Research Project
March 2004
Dear Sir / Madame
The bearer, Mr. Anthony Ansumana Kanneh a graduate student at Augsburg College is pleased to request
permission to conduct a research survey entitled: "Gender Dffirences in Transformatianal Leadership: A
Comparison of Liberian Male and Female Leadership Styles" of Liberian Citizens at your Organization.
The research is a requirement to complete the Degree of Master of Arts in Leadership (MAL) from
Augsburg College, Minnesota. The goal of the research is to investigate the leadership styles of Liberian
males and females residing in Liberia and in the greater Minneapolis area in the United States by closely
examining the below five hypotheses:

l] That Liberian immigrants/refugees develop a higher transformational leadership style when they
transition from their sending country (i.e. Liberia) to their receiving country (i.e. United States) than
Liberians who did not migrate.
2] That the longer Liberian male and female immigrants/refugees reside in the United States, the higher
their transformational leadership

style.

j

,

3] That Liberian women immigrants/refugees tend to have higher transformational leadership style than do
their male counterparts.
4] That income level of Liberian immigrants/refugees is positively related to transformational leadership.
5] That there is a positive relationship between transformational leadership (ldealized Influence,
Inspirational Motivation) Effectiveness, Satisfaction, and Extra Effort.
Subject and evaluator participation will require approximately l5-20 minutes and will involve completing
45 Multifactor Leadership Questionnaire (MLQ) and demographic information regarding gender, age,
nationality, income, length of residency in the USA, and educational background. All responses will be
completely confidential. Names will be replaced with numbers and letters when the questionnaires are
tallied. Subject and evaluator have the right to refuse to participate and may withdraw from the research at
any time without consequences. All questions and concerns are to be addressed before subject and
evaluator can participate in this important research project. Note: Subject and Evaluator will be
requested to complete "Subject and Evaluator Consent Form / Letter" since written consent is

required to participate.
Please accept my thanks and appreciate in this endeavor and I look forward to a cordial and long lastrng
working relationship. All Further inquires can be forwarded to my Advisors Dr. Bruce Reichenbach at
(6 l2)330- 1094 and Dr. Brad Holt at (612)330- l6l I or to me at telephone number. (763)438- 106 I
.

Thank you and wish you all God's

Blessings,

Anthony Ansumana Kanneh
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LETTER OF APPON'ITMEI{T TO RESEARCH ASSISTAI{T (RA) IN LIBERIA
Gender Differences in Transformational Leadership: A Comparison of Liberian Male and
Female Leadership Styles from 1986 through 2006

Master of Arts in Leadership (MAL) Research Project
March 2004
Dear Sir / Madame
I am grateful that you have accepted my offer to serve as Research Assistant in my research project
entitled: "Gender Dffirences in Transformational Leadership: A Comparison af Liberian Male and
Femsle Leadership Styles, which is being conducted by me, Anthony Ansumana Kanneh, a graduate
student at Augsburg College, Minneapolis, Minnesota, USA. The research is a requirement to complete the
Degree of Master of Arts in Leadership (MAL) from Augsburg College. The goal of the research is to
investigate the leadership styles of Liberian males and females residing in Liberia and in the greater
Minneapolis area in the United States by closely examining the below five hypotheses:
o

That Liberian immigrants/refugees develop a higher transformational leadership style when they
transition from their sending country (i.e. Liberia) to their receiving country (i.e. United States)
than Liberians who did not migrate.

a

That the longer Liberian male and female immigrants/refugees reside in the United States, the
higher their transformational leadership style.

a

That Liberian women immigrants/refugees tend to have higher transformational leadership sfyle
than do their male

a

counterparts.

l

That income level of Liberian immigrants/refugees is positively related to transformational
leadership.

a

That there is a positive relationship between transformational leadership (ldealized influence,
Inspirational Motivation) Effectiveness, Satisfaction, and Extra Effort.

Your participation as Research Assistants is crucial in this important endeavor and will involve
administering the Multifactor Leadership Questionnaire (MLQ), which comprises of 45 questionnaires and
demographic information regarding participants' gender, flBe, nationality, income, and educational
background. Please note that all responses are to be completely confidential. These rules are to be strictly
followed while conducting the survey: Participants will have the right to refuse to participate and may
withdraw at any time without consequences; All questions and concerns are to be addressed before the
participant can participate in this important research project; No data will be accepted from participants
under the influences of duress or force as part of this research project; Research Assistants are instructed to
not engage in any form of improper conduct, bias, manipulation of participants and the MLQ
questionnaires during the survey. You, as Research Assistants are hereby instructed to adhere to the
guidelines that governed this important research project.
Upon completing the questionnaire, participants will be required to immediately hand completed
questionnaire to you as Research Assistants/Facilitators. Please note that subject and evaluator are to
complete a Subject Consent Form with signature since written consent is required to participate in
the survey.
Again, thank you

Anthony Ansumana Kanneh
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EVALUATOR _ USA / LTBERIA: I}EMOGRAPHICS QUESTIOI{NAIRE
Gender Differences in Transformational Leadership; A Comparison of Liherian Male and
Female Leadership Styles from 1986 through 2006

Master of Arts in Leadership (MAL) Research Project

Please circle or

fill

in the appropriate response where indicated. Provide a response for each and

every question.

l. Gender:

Male

Female

2. Age:
3. What is your Nationality?

Liberian

Other
4. How long have you known the leader you are evaluating?
6. What was your position under the leader you are evaluating?

_

7. How many mpnths or years did you served under his leadership?

Thank you.

Anthony Ansumana Kanneh
Graduate Student: Augsburg College

End of Questionnaire
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Statistical Facts on Liberia's Geography, People, Government, and Economy

1.

Geographical Location of Liberia.' Western Africa, bordering the North Atlantic Ocean,
between Republic of Ivory Coast (Cote d'Ivoire) and the Republic of Sierra Leone.

2.

Area: 43,000 sq. mi. (1 I 1,370 sq km), land: {96,320 sq km), water: (15,050 sq km) with
Border Countries,' Guinea, Cote d'Ivoire, and Sierra Leone.

3.
4.
5.

Natural Resources: iron ore, timber, diamonds, gold, and hydropower.

Population: est. 3,482,211 (July 2005).
Ethnic groups: a] indigenous African tribes 95Yo (includes: Kpelle, Bassa, Gio, Kru,
Grebo, Mano, Krahn, Gola, Gbandi, Loma, Kissi, Vai, Dei, Bella, Mandingo, and
Mende), b] Americo

- Liberians: 2.5% (descendants of immigrants

States who had been slaves and migrated to

from the United

Africa), c] Congo People 2.5%

(descendants

of immigrants from the Caribbean who had been slaves in the United States of America
and the Caribbean).

6.
7.

Languages. English 20% (official), some 20 ethnic group languages, of which a few can

8.

Age structure: 0 - l4 years: 43.6% (male 765,6621female

Religions.' indigenous beliefs

40o/o,

Christian 40yo, Muslim 20%.

l5l,l34), l5 - 64 years:

52.8% (male 896,206 / female 940,985),65 years and over: 3.1Yo (male 64,547 / female
63,671) (2005 est.).

9.

Government type: Republic

10. Independence: July 26, 1841.

I I. Economy G.D.P..'Purchasing Power Parity is $3.5 billion (2002 EST.).

12. G.D.P.per capita: purchasing power parity is $1,100 (2002 EST.).

Note: The sources of materials/information found in Appendix

10 comes from the

Annual World Fact Book published by the Central Intelligence Agency (CIA), in
collaboration with the United Nation (LIN), the (lnited States Census Bureau, and
Ihe United States Department of State.
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Leader Form

My Name.

Date

Organization lD #:

Leader lD #

This questionnaire is to descdbe your leadership style as you perceive it. please answer all items
on
this answer sheet. lf an item is iretevant, or if you are unsure or do not know the answer,
leave
the answer blank
Forty-five qescriptive statements are
_listed on the folloring.pages. Judge how fequenuy each
statement fits you. The word "others' may mean your peers, c'iients, di6a reports, supervisors,
and/or all of these individuals-

Use the following rating scate:

Not at

all

0

l.
2.
'3.
4.
5.
6.
7.
8.
9.

Once in a while

Sometimes

Fairly often

1

2

3

I provide others with assistance in exchange for their efforts

3

4

I re-examine critical assumptions to question whether they are

3

4

I fail to interfere until problems become serious-......

3

4

I focus attention on irregularities, mistakes,

I avoid getting involved when important

0

1

I talk about my

important

0

1

lam

0

1

I seek

0

1

ltalk

0

1

0

1

0

1

10. I instill

ll.

Frequently,
if not always

rd

12. I wait

with me..
is responsible for achieving performance targets

wrong before taking action

0

1

13. I talk enthusiastically about what needs to be accomplished_.

0

1

14. I specify the importance of having a strong sense of purpose......_.....

0

1

15. I spend time teaching and coaching....

0

1

2
2
2
2
2
2
2
2
2
2
2
2

3
3
3
3
3
3
3
3
3
3
3
3

4

4

4
4

4
4
4
4

4
4
4

4

Continued

MLQ Manual, Copyright 1995, 2000,2004 by Bemard Bass and Bruce Avolio. All rights reserved.
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Not at

all

Once in a while

Sometimes

Fairly often

Frequently,
lf not always

1

2

3

4

0

l6- I make
l7-

clear what one can expect to receive when performance goals are achieved -...-..

I show that I am a firm betiever in "lf it arn't broke, don't fix iL"

0

12
12
12
12
12
12

3
3
3
3
3
3

0

1

3

4

3

4

0
0

18. I go beyond self-interest for the good of the group

0

19. I treat others as individuals rather than just as a member of a group

0

20. I demonstrate that problems must become chronic before I take action....
21. I act in ways that build others' respect for me

0

22. I concentrate my full attention on dealing with mistakes, comptaints, and failures
23 . I consider the moral and ethical consequences of decisions .., . -..

2

4

4
4
4
4
4

24. I keep track of all mistakes-.-

0

25. I display a sense of power and confidence

0

3

4

26. I articulate a competling vision of the future.

0

3

4

3

4

27

. I direct

my attention toward failures to meet

2

28. tavoid making decisions
29. I con sider an

30. I get

3l,

0

d5

others.

at

0
0

I help

0

32. I sug

ways of

assignments..--.

33. ldelay

0
0

34- I em

of having a collective sense of mission..........

35, I express

2

when others meet expectations,.,......

36. I express confidence that goals will be achieved
37. I am effective in meeting others' job-related needs.
38. I use methods of leadership that are satisfuing.....-..
39. I get others to do more than they expected to do......
40. ! am effective in representing others to higher authority

0

0
0
0

0
0
0

41. lworkwith otfrers in a satisfactory way....

0

42. I heighten others' desire to surceed ..-.........

0

\J

43- I am effective in meeting organizational requirements-..

0

44. I increase others' willingness to try harder....

0

45. I lead a group that is effective

0

12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12
12

4

34
34
34
34
34
34
34
34
34
34
34
34
34
34
34
34
34
34

copyright o 1995 by Bernard Bass and Bruce Avolio. All rights reserved.
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ltifactor Leaders hip euestion naire
Rater Form

Name of Leader:

Date

Organization lD #:

Leader lD #:

This questionnaire is used to describe the leadership style of the
above.mentioned individual as you
perceive it. Answer a[ items on this ansrer sheet.
it an item is irelevini
unsure or
do not know the answer, teave [tre ansrver bhnk. Please answer
this questionnaire anonymously.

oiiit;;

lmportant (necessary for processing): vt'trich best describes you?
I am at a higher organizational level than the person t am
rating
The person I am rating is at my organizational levet.
- | am at a lower organizational levej
than the person I am rating.
_ Other than the above.

-

Forty-five descriptive statements are listed on the following pages.
Judge how fr:equenly each
statement fits the person you are describing. Use the foltJwinfi
rating slale:

Not at all
0

Once in a
while

Sometimes

Fairly often

1

2

Frequently,
if not always

3

4

The Person I Am Rating. .

.

- Provides me with assistance in exchange for my efforts
2' Re+xamines critical assumptions to question whether they are appropriate
3- Fails to interfere until problems become serious...
4. Focuses attention on irregularities, mistakes, exceptions, and deviations from
5- Avoids getting involved when important issues arise
6. Talks about hi#her most important values and be|iefs............
7. ls absent when needed
8. Seeks differing
when
9. Talks
ut the
l

I0. lnstills pride
I

l.

in

Discusses in

12

0

1

0

1

ng performance targets

s to be accomplished

having a strong sense of purpose.

15. Spends time teaching and coaching

0

0
0

0

0
0

0

4

1

12
12
12
12
12
12
12
12
12

3

4

3

4

3

4

3

4

3

4

3

4

3

4

3
3

4

4

Continued

MLQ Manual, copyright 1995, 2000, 2004by Bemard Bass and Bruce
Avolio. Att rights reserved
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4

0

0

13. Talks enth

3

0

0

terms

12. Waits for things

14. Specifies the

0

*
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Augshurg Uclit+re
Lindeil LitrrarY
MlnrrcaFslis, MN 55454
Not at all
0

I6'

Once in a
while

Sometimes

Fairly often

1

2

Frequently,
if not always

3

4

Makes clearwhat one can expect to receive when performance goals
are achieved.......-..
Shows that he/she is a firm believer in "lf it ain't broke, don't fix it.,
..........

0
0
18. Goes beyond self-interest for the good of the group..
.-............ 0
l9- Treats me as an individual rather than just as a member of a group
........_. 0
20" Demonstrates that problems must becorne chronic before taking
action
...-..... 0
21. Acts in ways that builds my respect
......-. 0
22' Concentrates his/her full attention on dealing with mlstakes, complaints, and
failures .....,.. 0
l7-

23- considers the moral and ethical consequences of decisions
24. Keeps track of all mistakes..

.

2

3

1

2

3

1

2

3

1

2

3

1

2

3

1

2

3

1

2

3

1

2

3

D

4

3

4

2

1

- Directs my attention toward failures to meet standards......-..

1

28. Avoids making decisions

4

29. Considers me as having different needs, a
30. Gets me to look at
from

12
........-0 1 2
0
12

31. Helps me to
32. Suggests new

33. Delays

0

to urgent
sense of mission

.....-..

....-

0

37. ls effective in meeting my job-related needs..
38. Uses methods of leadership that are satisffing .....
39. Gets me to do more than I expected to do...
40- ls effective in representing me to higher authority
42. Heightens my desire to succeed.....-......

43- ls effective in meeting organizational requirements....

44. lncreases my willingness to try harder....
45. Leads a group that is effective
Colrright
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A

4

3

4

3

4

2

3

4

1

2

3

4

1

2

3

4

2

3

4

35. Expresses
goals will be achieved

3

1

.......0

34. Emphasizes

36. Expresses

0

1

2

3

4

0

1

2

3

4

0

1

2

3

4

0

1

2

3

4

0

1

2

3

4

0

1

2

3

4

0

1

2

3

4

0

1

2

3

4

0

1

2

3

4

0

1

2

3

4
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3

1

25- Displays a sense of power and confidence....
26. Articulates a compelling vision of the future...
27

1

ffi;;-
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