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Abstract 

The purpose oj Ihis sludy was 10 investigate gender d(fferences in schools leadership 

effecliveness in Government PrimCl/y Schools oj SoU/hern Zone oj Tigray Regional Stale . .4 
descriptive research design vvas used to achieve the purpose oj the study. The research sample 

was composed oj 48 principals and 255 teachers in primCllY schools oj southern zone oj Tigray 

Regional state. These samples were drowning from the total population using simple random 

sampling, Proportional and disproportional sampling technique. The data gathering tools Jar 
this research were standardize questionnaire. Both Ihe principals and leachers comple/ed the 
se(f-rating and rater Jorm oj the Multi/actor Leadership Queslionnaire (/v/U)-5.Y; respectively. 

The response rate Jar this study was 100% Jar both the principals and the teachers. DulCl 

collected using these instrumen/s vvere analyzed using descriptive statistics and I-test. Besides, 

correlation analysis was used Jar the quantitative dala while thematic analysis was used to 

analyze the qualitative data. Finally. Ihe study revealed thai Ihere was no statistically sign(ficanl 

correlation be/ween gender differences in school leadership effectiveness. In addilion. the 

finding further unveiled Ihal bOlh men and women principals more likely to practice 

transformational leadership on their school leadership e.ffectiveness. Therefore. h((sed on the 

findings, it was concluded that there was no difference in transformal ional leadership between 

male andfemale leaders who were at the same level oj the position regardless oj being self rated 

or observer rated. ThereJore, concerned bodies and stakeholders should be empowered to plan 

,design and provide leadership trainings that enhance transJormational leadership regularly in 

order to achieve the desired goals oj school effectiveness. 
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CHAPTER ONE 

INTRODUCTION 

This chapter includes background to the study, statement of the problem, 

objectives of the study, significance of the study, limitaLLns and 

delimitation/scope of the study, theoretical framework, operational definition 

of key terms, and organization of the study. 

1.1. Background of the Study 

The issue of gender and leadership effectiveness has been a focus of research for more 

than two decades in history. Studies conducted prior to 1990 found out that there were no 

significant gender differences in the adoption of particular leadership styles. Tl1en after, 

significant gender differences began to emerge in the literature (Alimo-Metacalfe, 

1995;Sparrow & Rigg, 1993; Rosener, 1990). 

In recent years, there has been extensive interest in the study of gender and leadership 

effectiveness. In a meta-analytic review of 171 studies on gender differences in 

leadership style, Eagly & Johnson (1990) for instance, found that women tend to adopt a 

more democratic or participative style and men tend to adopt a more autocratic or 

directive leadership style. This study further disclosed that women tended to be more 

concerned with both the maintenance of interpersonal relationships and task 

accomplishment than men. Similarly, Eagly, et al (1995) reviewed more than eighty-six 

different studies of gender and leadership effectiveness and pointed out that men were 

more effective in roles that were defined as masculine; and women were found to be 

more effective in roles that were defined as primarily less masculine. 



The identification of appropriate criteria for effective leadership in educational 

management IS also another area of debate and consideration among educational 

researchers. Research on the characteristics of effective education 0 :' ::, , : .u\! b has 

consistently addressed the importance of the quality of leadership. Contemporary 

leadership theories have been clearly identified as key characteristics of most successful 

schools (Beare et.al, 1993). 

While the literature clearly acknowledges the importance of leadership on educational 

effectiveness, there are fewer consensuses on the attributes of a successful educational 

leader. One of the reasons, according to Yuki (1989), was the criteria used 'v 111..:asure 

effectiveness and the extent to which these criteria are dependent on the objecti ves and 

values of the person making the evaluation. 

Leadership seems to be consistently associated with the so-called masculin" umibutes 

and behaviours such as competitiveness, power and aggressiveness. For instance, Shake 

Shaft (1989) argues in one of her studies that management studies in education have been 

"gender blind", dismissing claims of a comprehensive field of study as merely .l :;lLldy of 

male educational leadership. 

One important question to be investigated here mainly refers to that do we really need to 

consider leadership in terms of gender specific differences. In response 10 ll.i ". i"ruger 

(1996) study reports that the gender variable has significant effects on leadership 

performance. As to Coleman (1994) argument, there is a need to ensure that the changing 

demographics of schools and society are appropriately reflected in the leauership of 

schools or education. Singleton (1993) also underlines that effective management 

requires a balance of feminine and masculine skills. Moreover, Gray (1993) identifies a 
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feminine nurturing paradigm and a masculine defensive/aggressive paradigm tr, describe 

different styles. but adds that neither is mutually exclusive and leaders may possess 

characteristics from either paradigm irrespective of their gender. Similarly, Beare, et.al , 

(J 993) in their stud ies state that both mascul i ne and fem inine stereoty;)c li '. ~'. ! : l :;S are 

important in leadership. 

The perception of different community groups toward women's leadership em'c li \'eness 

in school is also another issue that must be investigated while examining gender and 

leadership effectiveness in school leadership. A lot of research has been done to explore 

the premise that there are stereotypes that negatively affect women as being IOll:·c,1 ~lt in a 

positive manner in leadership positi ons. For example, Eagly, Makkhijani. and Kl onsky 

(1992) found that femal e leaders were evaluated slightly more negati vely than male 

leaders. In addition, the research findings of Russell , et a!. (1988) proved thal .!vl l,en do 

not fit well with perceivers' images of effective leaders; they may be passed over for 

promotion and development opportunities in favour of men, who are more often 

associated with leadership. Education is one of the few professions in whi ch \\ J. 11";11 have 

better representation in the Ethiopian Civil Services. Yet, although there is no recent 

survey of women educational managers at national level , there are few women 

educational managers at different levels in the educational leader. 

In general , the issue of men and women have different styles and approaches to 

management and leadership is well documented. Women are identified as b..; ing much 

more caring, consultative, collaborative, collegial and communicative than men in similar 
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positions of authority. Women 's leadership style is seen as transforming and empowering 

as opposed to merely exercising power. Men are also shown to be more competitive than 

women. Kruger (1996) noted that men compete more often than women in their 

endeavours to solve conflicts, whereas women more often use adaptation and also try to 

avoid conflict more often. 

In general, the purpose of this study was to examine whether gender differences has an 

impact on leadership effectiveness in primary schools in the Southern Zone Government 

ofTigray Regional State. 

1.2. Statement of the Problem 

In Ethiopia, for the last thirteen years, education has gone through changes mainly in 

educational management. The current development gave more attention towards larger 

decentralization. All citizens, teachers, parents , and the community expect to participate 

in decision-making process on education related matters . The researcher noted that 

gender and educational leadership in Ethiopia is not well studied. The participation of 

women in managing education institutions is immaterial due to marginalization and 

unwillingness of the women to take responsibilities (Abebayehu, 1996). 

However, the Ethiopian Government has formulated a number of gender equity policies 

and initiatives, providing females an equal chance to assume leadership roles in all 

sectors including education. Although the normative framework acknowledges equal 

access to education and protection against discrimination; and having adequate training 

with comparable experience, still the number of women engaging in managerial activities 
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at all levels is too minimal. The reason why the number of women is low despite having 

comparable education, training and experience needs to be examined. [n addition, it is 

imperative to investigate whether gender difference has an impact on leadership 

effectiveness or not. Moreover, the perception of various groups including the women 

principal themselves towards women leadership and effectiveness in schools were be 

investigated. 

In Southern Zone of Tigray Regional State, where this study is going to be conducted, 

there are one female principal and three vice principals in 16 secondary schools ~md 22 

female principals in 176 primary schools. 

This study tries to explore the reason why women principals are few in th~ Southern 

Zone of Tigray Regional State. It also assesses the perception of the members of the 

school communities and local administration towards women leadership ane! their 

effectiveness. Hence, this study tried to answers to the following basic questions: 

1. Is there any significant difference between men and women in their leadership 

effectiveness, in the Govenmlent Primary School of the Southern Zone Tigray 

Regional State? 

2. What is the perception of teachers on women's school leadership effectiveness in 

the Government Primary School of the Southern Zone Tigray Regional State? 

3. What is the perception of female school leaders towards their own school 

leadership effectiveness in the government primary schools of Southern Zone 

Tigray Regional State? 

5 



Fig.1 COllceplualjramework Of Gender and Leadership Effectiveness 

Gender Difference 

�I-::=:-=-::-----:::---::----~I --~----·- ------.. ---:::1 ::;;:--~-----,/-~p-- I Leadmh; p : ffe ,,; veness 

Determinants of 

Transformation Leadership 

Transactional Leadership 

Laissez-Faire Leadership 

1.3. Objectives of the Study 

1.3.1 General objective 

Dependent Variable 

The main objective of this study is to investigate the gender difference in school 

leadership effectiveness of govenunent primary schools of Southern Zone Tigray 

Regional State. 

1.3.2 Specific Objective 

This study is intended to achieve the following specific objectives: 

I. To assess gender difference in school leadership effectiveness of gvvt:rl1l11ent 

primary schools of southern zone of Tigray Regional State. 
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2. To find out the perception of principals, teachers and subordinates toward 

female's leadership effectiveness in government primary schools of Southern 

Zone Tigray Regional State. 

3. To assess the perception of females leaders toward their own school leadership 

effecti veness. 

1.4. Significances of the Study 

As far as the knowledge of the researcher, this study is the first of its kind in Southern 

Zone of Tigray Regional state. Thus, the gender differences that were eX~ll11; .. .;d ;n this 

study could suggest potential development opportunities for both individuals and 

educational organizations. Both men and women school leaders may benefit from 

additional training in different areas based on the results to be achieved from til": study. 

The identification of different barriers to women's leadership position will help the 

Southern Zone Educational Officer to look for alternative methods that would help to 

bring women in to leadership positions, not only in education but in other :;~ctv . .; tv0 . 

The findings from the study may also add some theoretical backgrounds to the existing 

ones on gender differences and leadership effectiveness in school lead~rs. i'l!u:;, this 

study would contribute to increase the frontiers of knowledge by providing additional 

insights to the existing ones. 
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1.5. Delimitation/Scope of the Study 

In southern Zone of Tigray Regional State, there are 176 government primary schools. 

However, duo to time and other resource limitations this study was delimited lO vnly 8 

rural and urban government primary schools. On the other hand, the study concentrated 

only on the gender difference in school leadership effectiveness of government primary 

schools of Southern Zone of Tigray Regional State. Thus, issues considered il. Lhi::. study 

encompass major barriers to women school leadership position, perception of women 

leader ' s toward their own leadership effectiveness, perception of teachers. Woreda heads 

and supervisors toward gender difference in school leadership effectivene::, ,, . 

1.6 Limitation of the Study 

This study was subjected to the following limitations. The study found no evidence of 

research findings on gender differences in government primary schools in Ethiopia in 

general and specifically at Southern Zone of Tigray Regional State. Therefore, this may 

hamper the researcher to compare the findings with other research findings in the area 

and to suggest weather there was an improvement or not. 

1.7 Definition of Terms 

Gender: is the socially given attributes, roles, activities, and responsibilities connected to 

being a male or a female in a given society (A voilo, 2004) 
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Effective Leader: is someol1e who motivates a person or a group to accomplish more 

than they would have otherwise accomplished without the leaders involve,l.cl1L 

Leaders/lip: transforming followers, creating visions of the goals that may be attained, 

and articulating for the followers, the ways to attain those goals (Bass, 1985). 

Leaders: principal and vice principal according to the researcher. 

1.80rganization of the Report 

The research rep0l1 of this study was organized into five major chapters. The first chapter 

deals with the introductory section of the study while the second deals with the review of 

the related literature. Chapter three discusses the design, methodology, and chapter four 

deals with the data analysis and research interpretation. The final chapter focuses on 

summary of major findings, conclusions and recommendations of the study. 
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CHAPTER TWO 

REVIEW OF RELATED LITERATURE 

This chapter is devoted to related and theoretical concepts and empirical evidence of 

frame works that are pertinent to the topic of the study. In the discllssion Concept of 

leadership, Definition of effective leadership, Determinants' of effective leadership, 

Theories of leadership, Gender and leadership, Barriers to Women's participation in 

leadership, Gender and leadership effectiveness. 

2.1. The Concept of Leadership 

The studies of leadership started since the past century and it had been defined 

differently by many historians and philosophers. For instance, it had been defined as 

"Interpersonal influence, exercised in situations and directed, through the 

Communication process, toward the attainment of a specified goal or goals " 

(Talll1enbaum, Weschler & Massarik, 1961 , p.24).However, in the social literature, 

Leadership is defined "as the attribute of a position, as the characteristics of a person, 

and as a category of behaviour" (Katz & Kahn, 1966,p.30 1). Regardless of the different 

light of perception of historians and philosophers in leadership. it encompasses the 

essence of influencing followers moving toward a common vision by initiating a change 

(Katz & Kahn, 1966; Draft, 2005). 

Even though, the process of influencing is the essence in leadership. Some differences 

could be addressed for instance in the ways of who exercise the influence hetween the 
10 



leaders and followers, the motives of influence whether it is for the k nd its of 

an organization as a whole or merely the personal advantage of an individual, whether the 

influence is exerted through emotional inspiration where followers have to sacrifice 

to a certain extent towards the achievement and what would be the posi ti \'e ,, !' n,.gative 

outcomes of the intluence to the group and organization (YukI , 2006). Therefore, in 

general we can conclude that the nature of leadership involves leaders, followers , 

influence, change and common vision. 

According to Hemphill (1949), leadership is initiation of a new structure or procedure 

for accomplishing the organizations' goals and objectives. Halpin (1956) .:IJkJ that 

successful leader contributes to group objectives and to group relationships. He described 

leadership behaviour into two dimensions of initiating structure and consideration. Davis 

(1998) said that leadership is the ability to persuade others to seek defi !leJ .,0.j -.:c ti ves 

enthusiastically; the human factor binds a group together and motivates it towards its 

goals. 

McGregor (1978) defined it as leaders including followers to act for certain goals that 

represent the values and motives, the wants and needs, the aspirations and expectations of 

both leaders and followers. Leadership is, thus, inseparable from the followers' lle-.:ds and 

goals as leadership occurs in a group. According to Hesey and Blanchard (1988) 

leadership is a process of influencing the activities of an individual with in groups in its 

effort towards goal achievement in a given situation. A more recent dd:llilion of 

leadership is as follows: leadership is the process of influencing and suppoliing others to 
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work enthusiastically towards achieving objectives (Key and Case, 1990). Thus, 

Organization performance depends on a large extent, to how resources are all llcati ng and 

management ' s ability to adapt to changing conditions. In successful organizations people 

are managed wisely and resources are used efficiently and effectively (Gomez-Mejia 

2005). 

2.2. Theories of Leadership 

Interest in leadership increased during the early pati of the twentieth century. Early 

leadership theories focused on what qualities distinguished leaders from followers , while 

subsequent theories looked at other variables such as situational factors and skill levels. 

While many different leadership theories have emerged, most can be classify as one of 

eight major types : 

"Great Man" Theories 

Great Man theories assume that the capacity for leadership is inherent - that great leaders 

are born not made. These theories often portray great leaders as heroic, mythic and 

destined to rise to leadership when needed. The term "Great Man" was used because, at 

the time, leadership was thought of primarily as a male quality, especially in terms of 

military leadership. This theory was developed from an early research, which included 

the study of great leaders. The early leaders came from the privileged dass and held 

hereditary titles . Very few people from the lower class had the opportunity to take a lead. 

The Great Man theory was based on the idea that whenever there is a need of leadership, 

a Great Man would arise and solve the problems. When the Great Man theory was 
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proposed, most of the lenders were males and therefore, the gender issues were not 

negotiable. Even the researchers were male, which was the reason for the name of the 

theory being 'Great Man Theory' (YukI, 2010). 

Trait Theories 

Similar in some ways to "Great Man" theories, trait theories assume that peorle inherit 

certain qualities and traits that make them better suited for leadership. Trait theories otten 

identify particular personality or behavioural characteristics shared by leaders. If 

particular traits are key features of leadership, then how do we explain ]1eoplE' who 

possess those qualities but are not leaders? This question is one of the difficulties in using 

trait theories to explain leadership. 

When this theory was produced, it was based on the study of the characteristics of 

successful leaders. The researchers also assumed that if people found these leadership 

traits, they would also become leaders. While researching, certain traits and 

characteristics were listed . John Gardner (1999), researched many leaders of North 

America and listed the attributes and characteristics of leaders. These traits are as 

follows: Intelligence and judgments based on actions ,Physical stamina and a vital 

driving force , Task competency ,Better understanding of the followers and their demands 

,Readiness to accept responsibilities ,Ability to deal with people ,Capability to motivate 

people, Trustworthiness ,Conclusiveness and Flexibility. 

These are some of the few qualities and attributes of leadership. When this theory was 

researched earlier, researchers believed that a leader has all the listed traits in him/her. 
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The meaning of this theory is that the same leadership attributes are ~lP l-- I :..:~ Lie for 

leadership on a battlefield and the leadership in a school. However, if a person has some 

of these traits and not all, then it is not possible for him to be a leader! Apart from this 

question , there was again the problem of gender in a leadership. Even if yo,. Il.ai<.e an 

exhaustive list of leadership traits, these attributes are define taking into consideration a 

male leader. 

Behavioural Theories 

After the trait theory , the researchers started exploring the behaviour of the leaders and 

made assumptions that the traits and the leadership qualities are not inherited ; they can be 

learned and mastered by any person. Thus, this theory meant that leaders are not born, 

leaders can be made and so it became a famous management leadership theory and 

practice. In the behaviour theory, you need to assess a successful leader aloll Q with the 

actions of that particular leader. As a successful leader is assessed, a leader with failure is 

also assessed ; therefore , a second aspect of thi s theory was built. Apart from the 

leadership theories and styles, which were proposed earlier, the basic kad t'rQ hif' ideas 

remained the same. 

Behavioural theories of leadership are based upon the belief that great leaden; :1ft' made, 

not born . Rooted in behaviourism, this leadership theory focuses on the actions of leaders 

not on mental qualities or internal states. According to this theory, people can learn to 

become leaders through teaching and observation. 
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Contingency Theories 

Contingency theories of leadership focus on particular variables rdakJ [0 the 

environment that might determine which particular style of leadership is best suited for 

the situation. According to this theory, no leadership style is best in all situations. Success 

depends upon a number of variables, including the leadership style, qualill~s of the 

followers and aspects of the situation. 

Situational Theories 

Situational theories propose that leaders choose the best course of action based upon 

situational variables. Different styles of leadership may be more appropriate for certain 

types of decision-making. One of the relatively lesser-known leadership thenries is the 

situational leadership theory. The researchers found that leaders emerged because of 

different situations. Therefore, the researchers assumed that leadership qualities were 

developed depending on the situation. However, there are people who believe !h:!! there 

are different styles of leadership, which changes the situation. There are three basic 

things in a situat ional leadership ; the foremost thing is that the relationship between the 

followers and the leader must be healthy. The followers must like the leack:r ~ : :.1 ..>" pport 

him/her in his goals. The second thing is that the task, which is to be accomplished, must 

be known, and the leader should set the goals as per the task to be done. Along with the 

tasks to be accomplishes, the methods and standards to accomplish the ta s l~ must be 

specified in details, as this wi ll make an impact on the followers . The third thing that is 

important is that the organization must confer the responsibilities of the task upon the 

leader, as this will strengthen the posi lion of the leader. 
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Transformational and Transactional Leadership 

Researchers in the beginning of the 1970s emphasized transactional leadership (Levi ne. 

2000), extending the theoretical development to include transformational leadership in 

the 1980s (House et al., 1988). Downton (1973) first differentiated transactional and 

transformational leadership (Bass and Avolio, 1990; Leithwood et al., 1996; Nguni el al., 

2006; Silins, 1994). Burns (1978), building upon House's charismatic leadership theory 

(1976) and Downton's work (1973), characterizes two leadership types that are 

transactional and transformational in his research on political leadership. Zaleznik's 

(1977) work on managers has been consider as a paJ'allel to Burns 's (1978) distinction of 

transformational leadership from transactional leadership (Bass and Avo lio . 2004). Burns 

(1978) broadened the research in order to understand leadership with the notions of 

collective and interconnected values, moralities and ethics. A main characteristic of 

Burns ' theoretical framework (Nguni et al., 2006) is that differentiation between 

transformational and transactional leaders is dependent primarily upon the procedure/s 

through which leaders inspire subordinates or the method/s leaders use to appeal to 

subordinates ' ethical values and feelings, which makes it very relevant for investigating 

the educational context of this study . 

Transactional leadership refers to a number of leadership frameworks, which concentrate 

upon the exchange that takes place between the leader and subordinates and which brings 

a shared advantage to them (Northouse, 2010) . This theory is, based upon the path-goal 

theoretical framework of incentive for required acts (Grosso, 2008). The transactional 

leader inspires subordinates by identifying and satisfying their motives and needs, and it 
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revolves around an exchange relationship, in which subordinates ' obedience is eXe'hange 

with likely compensation (Nguni el a/.. 2006). This kind of leadership involves the 

exchange value of things, and is only effective in certain situations and cultural contexts. 

In contrast, according to Burns (1978), the transformational leader inspire's s llho l",linates 

further than just exchanging values, and consequently, subordinates' self-actualization as 

well as excellent results might be achieved. It is perceived as a process that transforms 

followers , increases the moral and inspiration level among the leader and subordi nates, 

and involves feelings, principles, moralities, norms and greater purposes (Northouse, 

2010). Burns believes that transformational and transactional are at different ends of the 

same leadership continuum (Nguni el al. , 2006). 

Some researchers argue that it requires more than just a transactional activity to enhance 

followers ' satisfaction within their jobs (House, 1971; Burns, 1978), whic!l bs led 

towards advancement in this theoretical framework. Bass (1985) contradicts Burns' 

(1978) idea that both forms of leadership, transformational and transactional. are 

mutually exclusive. Instead, Bass asserts that the two forms of leadership hllil c1 IIp OIl each 

other (Bass and Avolio , 1993; Waldman et al., 1990). Bass sees transformational and 

transactional leadership as consisting of two theoretically separate but interconnected 

leadership aspects , and he theorizes a continuum of the ' full range of lead C" 'sl :.' .~ ::, 'cs' in 

which a leader utilizes these two kinds of leadership in combination to be successful 

(Bass and Avolio, 2604; Grosso, 2008). Moreover, Burns (1978) argues that 

transformation is always for good; whereas, Bass contends that it could be a gu .lCl as well 

as a destructive transformation (Grosso, 2008). Bass expands House's conceptualization 
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through focusing on emotional aspects and the basis of charisma. He further asserts that 

for transformational leadership, charisma is an essential aspect; however, it is l! tl [ I.!Jlough 

requirements for transformational leadership (Yammarino, 1993). The transformational 

leader encourages subordinates to perform better in comparison to their ex pectations or 

what they even, thought possible, and inspires them to sacrifice their bene fi LS L lie: good 

of the group or institution (Kuhnert, 1994). 

Furthermore, transformational leadership enhances transactional leadership _d ckvelop 

subordinates for the intention of change, improved performance, and to attend to the aims 

of the leader, team and its members, and the institution, in addition to improving 

satisfaction with and the perceived efficiency of the leader (Bas:> all,: nvolio. 

1990). Whereas, the transactional leader alone sustains the status quo (Bass. 1985: Hater 

and Bass, 1988). In transformational leadership, the leader engages with follo'wers to 

develop them into leaders, and this process might be bottom-up (where lui owers 

influence their leader), between two followers, or top-down (Bass and Avolio, 2004). 

On the basis of a number of research articles (Avolio el al., 1999; Bass ancl Avolio, 1990; 

Hater and Bass, 1988) and books by Bass (1985 and 1998), Bass and A voliu (1 ::: 9-+), Bass 

and Riggio (2006) and Gill (2006) on transformational leadership, the following four 

dimensions of transformational leadership have been identified. 

Clwrismatic Leadership or Idealized Influence: Transformational leaders display such 

behavior which makes them role models for their subordinates (Nguni et al., 2006). 

These leaders, due to their exceptional competence, persistence and willplJwer, were 
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appreciated, recognized and believed to be trustworthy (Avolio et al., 1995). They give 

importance to subordinates' needs rather than their own, develop and practice higher 

ethical and moral principles, are risk-takers and do not use authority for tl l'o' ir benefit 

(Bass and Avolio , 1994). Moreover, these leaders are bel ieved to be correct decision­

takers, and those who communicate the vision and mission properly (Northouse. 2010). 

Owing to these leadership behavioral characteristics, subordinates copy such : : ',,\- :s and 

want to be identified with them. This dimension has two conceptually distinct aspects: 

first ' idealized influence behavior' - linked with the behavioral characteristics of the 

leader, and second ' idealized influence attributed' - associated to the foceL ' 1'11; .;h are 

attributed to the leader by their subordinates (Bass and Riggio , 2006). Charismatic 

leaders have confidence in their subordinates to achieve the communicated goals, which 

increases the possibility of subordinates internalizing and realizing these go" I (Levine, 

2000). 

Inspirational Motivation: This is considered an aspect of charismatic leaders!.!p l:-Jguni 

et aI" ~ 2006) in which leaders inspire the subordinates by means of emotional appeals and 

charming visions of upcoming circumstances, raising subordinates aims. and showing 

passion and hopefulness (Northouse, 2010). These leaders evoke the spiri l or II..: group, 

communicate clear expectations which subordinates are ready to fulfill and exhibit 

dedication to aims and collective vision (Bass and Riggio, 2006). The leader who is 

inspirational is perceive as being well informed, enlightened and respo ll ,,;ih. ,v .. ri sing 

issues, with no demand of trusting compliance from subordinates, and makes 

subordinates more commanding by suppOliing them to meet the agreed goals (Levine, 

19 



2000). Bass (1990) maintains that a charismatic leader is likely to be very much 

inspirational, but an inspirational leader might not always be charismatic; however, both 

these types of leaders give required importance to the personal development of followers, 

which classifies them as transformational leaders (Levine, 2000). 

Intellectual Stimulation: A transformational leader stimulates their subordinates' 

endeavor in order to enhance innovation and creativity in them through encouraging 

questioning and critical reflection (Bass and Avolio, 1994). This sort of leadership also 

encourages subordinates to challenge their own viewpoint and morals along with the 

leader's and the organization's philosophy (Northouse, 2010). Moreover, a participative 

approach to finding the solution is adoptee. Creative ideas from the followers are 

welcome, even if these ideas oppose the leader' s views (Bass and Avolio, 1994). It is 

appreciated' if subordinates adopt different approaches and resolve problems in their own 

way (Northouse, 20 10). 

Individualized Consideratioll : A transformational leader focuses upon subordinates ' 

success and development to their highest level by means of performing the role of a 

mentor (Avolio, 1999). Bass and Avolio (2004) argue that if the leader wants to success, 

develop their followers, the leader must develop him/her as well. Here the leader 

acknowledges the personal differences of followers in terms of requirements and 

aspirations through demonstrating different types of behavior for different people (Bass 

and Avolio, 1994). The leader creates an encouraging environment for learning and the 

growth of followers through maintaining two-way communication, tailoring their contact 
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with subordinates, listening to them carefully, and delegating tasks with continuous 

evaluation and support if needed (Bass and Avolio, 1994). Consideration behavior is 

regarded as a significant element of transformational leadership (Bass, 1985), as well as 

transactional leadership (Seltzer and Bass, 1987). 

Research also debates the three dimensions of transactional leadership and laissez-faire 

behavior of the leader (non-leadership behavior) (Avolio el al. , 1999; Bass. 1985 and 

1998; Bass and Avolio, 1990; Bass and Avolio, 1994; Gill, 2006; Hater and Bass. 1988). 

These four dimensions are inclined, with different levels, towards an exchange 

relationship between the leader and the followers (Bass, 1985). Here, unlike the 

transformational leader, the focus is upon neither individual subordinates' needs nor 

growth. However, transactional leadership, like transformational leadership, has an 

ethical aspect. Bass and Steidlmeier (1999: 185) argue, "The moral legitimacy of 

transactional leadership is demanding in many ways. It depends on granting the same 

liberty and opportunity to others that one claims for oneself, on telling the truth , keeping 

promises, distributing to each what is due, and employing valid incentives or sanctions". 

Some authorslresearchers classify three transactional leadership dimensions and one 

laissez-faire aspect of leadership differently, while others consider that all four of these 

leadership facets underlie transactional leadership (Nguni et al., 2006) . 

Some researchers prefer to place contingent reward and management-by-exception 

(active) under transactional leadership, and label management-by-exception (passive) and 

laissez-faire as 'passive/avoidant leadership' (Bass and Avolio, 2004); whereas. others. 
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such as Northouse (20 10), label contingent reward , management-by-exception (active) 

and management-by-exception (passive) as transactional leadership aspects, and discuss 

laissez-faire separately as a non-leadership behavior. The present study follows 

Northouse's (2010) classification, which is more widely used, as it aligns better with the 

focus and conceptual framework of the study. 

Contillgellt Reward: In this model , there is an exchange relationship between the leader 

and their subordinates where particular compensation is provide to the subordinates for 

their obedience and labor (Northouse, 20 I 0). The transactional leader decide ~ :l ('(l ntract 

"vith their subordinates in which he/she specifies the targets to be achieve and the 

incentives for these targets, and then the leader gives agreed incentives on the 

achievement of the decided objectives (Nguni el al. , 2006). Contingent reward h n~ been 

perceive as useful in offering reinforcement and satisfaction to subordinates (Klimoski 

and Hayes, 1980; Peters and Waterman, 1982); however, many studies highlight that 

contingent reward is not as useful as different transformational leadership 'lo:; pr cts for 

achieving subordinates ' satisfaction, excellent performance and growth (Bass and A vol io. 

1994). 

In some countries such as, England, Ireland, Australia, New Zealand, Canada, South 

Africa (white sample) and United States employees would prefer to receive agreed 

rewards for their all effOlts/time invested to the institution because these cou ntr ies are 

high in 'performance orientation' and low in 'in-group collectivism' , which means these 

societies are more competitive. result oriented, and have less cohesiveness in their 
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families and institutions (House ef 01 .. 2004). Performance orientation refers t(' 1.1](' Jegree 

to which a society has a culture of compensation for team members for detining and 

accomplishing challenging targets; whereas, in-group collectivism is concerned about the 

extent to which individuals are attached, devoted and loyal to their organi 7 ~ ! lio l\ s and 

families and can make sacrifices for them (House ef 01. , 2004). 

In some other countries, for example Iran, Philippines, Malaysia, Indonesi a, Th'.! ii:1nd and 

India, people would prefer appreciation and obligation from their leader and colleagues 

rather than compensation for the extra help/time they have given to the institution 

because these countries are high in humane orientation and in-group col lccti, : ,: 11 vVhich 

means that, the people of these countries have strong bonds, loyalty and concern for their 

families, institution and community (House ef 01., 2004). Humane orientation refers to the 

degree to which a society or culture encourages the individuals to be fa:!' .;c: lfless, 

generous, helpful , considerate and sensitive to others (House ef 01., 2004), 

'Management-by-exception' entails constructive criticism, unconstrLlc( i V\: .'01111l1ents 

and reinforcement, and is discussed in two di ffe rent forms 'ac ti ve and passive' 

(NorthoLlse, 20 I 0; Bass and Avolio, 2004), It is less productive compared to the previoLis 

leadership dimensions but is needed in particular circumstances (Bass, 1999; [h,:;s and 

Avolio, 1994). 

Management-by-Exceptiol1 (active): A leader using this form of leadcl'shi1J b..:havior 

keenly observes subordinates ' performance, maintains records of mistakes and deviations 
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from criteria, and takes measl\I'es to correct these as required (Bass and Steidl meier, 

1999; Northouse, 20 I 0). 

Mallagell1ellt-by-Exceptioll (passive): A leader, who adopts this form of management­

by-exception remains inactive until inaccuracies and deviations from benclu11<:trks occur, 

might not know about issues before being notified about them by their followers, and 

usually remains unsuccessful in taking corrective measures until issues deteriorate (Bass, 

1999; Bass and Avolio, 1994; Bass and Steidlmeier, 1999). 

Laissez-Faire Leadership: This is characterized as non-leadership or absence of 

leadership, " as the French phrase [laissez-faire] implies, the laissez-fain: leal](;r takes a 

'hands-off, let-things-ride ' approach" (Northouse, 2010: 182). The leader with laissez­

faire behavior refrains from their duty, is reluctant to take decisions, is not present when 

his/her help is required , is unable to follow up when requested and is less intt:!rested in 

supporting subordinates to fulfill their needs (Bass and Avolio, 1989 and 1994). With this 

sort of behavior, the leacler does not facilitate subordinates to develop and there is no 

transaction bet'vveen the leader and subordinates. Bass (1985) argues that laissez-laire is 

not the opposite of management-by-exception (active) or transformational leadership. but 

rather that it shows a negative relationship with the dimensions of transformational 

leadership. 

In conclusion, transformational leadership emerges as more than just an exchange of 

followers' effort with reward and counteractive orientation, which is the case in 
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transactional leadership. [n the case of transformational leadership, leaders have much 

influence upon their followers because they inspire the followers intellectually, provide 

vision, develop the followers personally and professionally, and challenge and motivate 

them to increase their performance. There is substantial evidence from a variety of 

organizations and cultures that because of these characteristics transformational leaders 

are consider more effective compared to transactional leaders (Antonakis e/ al .. 2003; 

Avolio and Yammarino, 2002; Bass and Avolio, 2000 and 2004; Bass et al., 2003; 

Catanyag, 1995; Molero and Morales, 1994). 

Debates about the leadership styles of women and men gained momentum in the 1990s 

because of new research attempting to identify the styles that are especially attain to 

contemporary conditions. The new emphasis was on leadership that is transformational in 

the sense that it is future oriented rather than present oriented ancl that strengthens 

organizations by inspiring followers' commitment and creativity. As initially describe, by 

Burns (1978) and Bass (1985), transformational leadership entails establishing oneself as 

a role model by gaining followers' trust and confidence. Transformational leader 's state 

future goals develop plans to achieve those goals, and innovate, even when their 

organization is generally successful. By mentoring and empowering followers. such 

leaders help followers to develop their potential and thus to contribute more effectively to 

their organization. 

Leadership researchers (Avolio, 1999) contrasted transformational leaders to transactional 

leaders, who appeal to subordinates' self-interest by establishing exchange relationships 
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with them . Transactional leadership involves managing in the conventional sense of 

clarifying subordinates' responsibilities, rewarding them for meeting objectives, and 

correcting them for failing to meet objectives. In addition, researchers distinguished a 

laissez-faire style that is marked by an overall failure to take responsibility for managing 

these distinctions between aspects of leadership style are commonly assess by the 

Multifactor Leadership Questionnaires. 

In contrast, transactional leaders use constructive role work with teams and individual , 

followers , discover their potential, negotiate agreements to achieve institutional goals and 

compensate followers with agreed incentives in return for achieving defined tar~ets (Bass 

and Avolio, 2004). Bass and Avolio (2004) further state that transactional leaders in their 

corrective role concentrate lIpon defining standards, in their active role keep a strict check 

upon the occurrence of errors, and in their passive role wait for faults to happen ane! then 

take action. However, in both their active and passive roles these leaders concentrate 

upon the identification of followers' errors. Nevertheless, following these leadership 

styles or certain dimensions of these leadership styles would again be dependent on 

societal values, culture and patterns of behavior 

Many researchers criticize and point out several issues with the transfonmltional and 

transactional leadership approach. However, it has an appeal because of its concern for 

change for people and its visionary aspect (Northouse, 2010). I n this approach, leadership 

is taken as a process between the leader and their followers, which addresses the needs of 

both of them. Moreover, this approach offers a broader picture of leadership, which 
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augments the former approaches to leadership. A number of previous leadership 

approaches emphasize the exchange process between the leader and the followers. which 

is characterized as a process of transaction, but this approach, along with the exchange 

process, also focuses on the concentration of the leader towards the needs and 

development of subordinates (Avolio, 1999; Bass, 1985). In addition. thi" sort of 

leadership includes moral and ethical aspects to leadership. which makes it di stinctive 

amongst the various models of leadership. In this approach, the leader focuses on 

subordinates' values and raises their morality, which involves inspiring them to go 

beyond their personal benefit for the interest of the group, institution or society (Avolio, 

1999; Burns, 1978 ; Howell and Avolio, 1993 ; Shamir el al., \993). 

Laissez-faire leadet"ship style 

This leadership style exerts little or no influence on the group. In essence , these groups 

are a collection of equa ls. Depending on the definition of leader, some would argue that 

these groups do not have leaders . As mentioned earlier, perhaps laissez-faire leadership 

would better be defined as a function of group process rather than as an activity one 

person performs. Since no one dominates the group, the members rely on each other for 

direction. This can work if the individuals are capable and driven; however, it can fail if 

the group is unmotivated or immature in the task (House, 1971). 

2.3. Leadership Effectiveness 

It is generally, agreed that a leader needs to have certain special traits in order to lead 

effectively. Measuring the effectiveness of a leader is not a simple process. Even though 

Adair (1983) suggested that the trait approach had been rejected ay academics. some 
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researchers concede that leaders do possess the qualities expected or required in their 

working groups. Hughes et.al (2009) agree with this ideas either, According to Hughes 

et.al (2009) there are various ways to measure the effect of leaders on Sllhorcli n ~ ! c s and 

organizations. Although, the behaviour and personality traits were probably playa key 

role in this indices. When making judgments about the relative success of leader we are 

examining the consequences of these behaviour and not the behaviour per : ~ !Janiel 

Goleman identified effective leadership at his article in Harvard Business Review (200 I) 

as "effective leaders are alike in one crucial way: they all have a high degree of emotional 

intelligences". It is not that IQ and technical skills are irrelevant. They do ma tt er but 

mainly as "thresholds capacities" that is they are the entry-level requirements for 

executive positions. 

As indicated by Hughes et.al (2009) , too frequently , we just look at the leader' s 

behaviour and conclude that he/she is a good/bad leader apart from the context. However, 

the study of leadership must also include two other areas: the followers and llL . il L. ., lions. 

Adair (2005) quoted Thibaut ' s view on these interactions, as "an understanding of 

leadership must rest on a more basic understanding of the structure and function of the 

groups" . In order to get the best results from the followers the leaders lllU ~1 ~lbv have 

regard for the need to encourage high morale, a spirit of involvement and cooperation and 

a willingness to work (Mullins, 1999). Stogdill (1994) pointed out the importance of 

leaders and followers interactions by indicating the followers tend to feel bet .' · ~" l isfied 

under a leader skilled in human relation than under one skilled in technical aspects of the 

task; however, satisfaction tend to vary not only with type of leadership, but with size and 
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structure of the group. As pointed out at "Situational leadership approach" d; fferent 

situation demand different kind of leadership and from this perspectives, according to 

Northhouse (2010) to be an effective leader required that a person adapt his/her style to 

the demands of different situations. For leaders to be effective, it is essl'l1ti,,~ [kl[ they 

determine where subordinates are on developmental continuum and adapt their leadership 

styles so they direct match their leadership styles to that developmental level. 

2.3.1. Determinants of Effective Leadership 

As the major agents in the promotion of school effectiveness, principals arc tl.·.; pillars of 

the educational system especially at the second tier of educational pyramid. Today, the 

position of the principal is far more sophisticated and the job is far more complex than in 

previous decades. This complexity can be seeing in the incredible number u l ' fL I.dions 

that principals are expects to perform dail y and often simultaneously . The maintenance of 

quality and standards in education depend largely on the extent to which they effecti vely 

carry out their leadership responsibilities. ltsueli (1995) opined that the jehu, ~ k"Lier is 

required to perform three vital functions: namely, to discern and influence the 

development of goals and policies; to establish and coordinate educational organizations 

concerned with planning and implementing appropriate programs; and to 1,10 v -':LIl'e and 

manage the resources necessary to support the educational system and its planned 

programs. 
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Recently, the phenomenon or leadership has been the subject of considerable attention 

and extensive study by theorists and researchers in a number of disciplin e'> . 1 I l:mphreys, 

Jiao and Sadler (2008) noted that there has been substantial interest in the influence of 

personality within the leadership dyad and numerous outcomes associated with leaders 

(Bono & Judge 2004). Some leadership emergence or behaviours that nppc :" · d T-:ctive 

within one situational context may be seeing as ineffective in another (Avery, 2004). 

Drucker (1973) noted that effectiveness is the foundation of success; efficiency is a 

minimum condition for survival after success has been achieve. Efficienc: i, ' ·~): . : (!rned 

with doing things right, while effectiveness is doing the right thing. 

Effective leadership in this regard will very much depend on the principal's hlO wledge, 

creating a vision, developing followers , implementing the vision, expertise, ability to 

improvise solutions to problems, team playing, achieving result,. Humphreys, Jiao and 

Sadler (2008) noted that those fascinated by the leader-follower connectioll 1m..; long 

explored the various factors that influence such a multifaceted relationship. Leaders and 

followers are part of a single interconnected system. 

2.3.2. Characteristics of Effective School Leadership 

Effective leadership is sometimes difficult to define since it is built upon many variables 

and characteristics influencing the way it is measured in order to be considered e ffective. 

Leadership implies values, creativity, intellectual drive and knowledge, self-confidence, 

ethics, courage, charisma, etc. Basically, a good leader has to have a purpose and a 

balanced personality and skills to put that purpose into action. The leader has oi l(' \ is ion, 
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dedication, and integrity, is creative and open towards new approaches and towards 

people, ensures that credit far success is given to all employees and at the same time he 

will take responsibility for failures. Effective leadership is at the core of e"ery <; lI C"c cssful 

organization (Eagly and Johnson, 1990). It is relatively recognized by the following 

characteristics: 

Creating a Vision for Success 

A vision refers to a shared values and aspiration agreed by the members of an 

organization, which guides the present action and decision to create cl esirAhle fllture. 

Chanle (1991) describes vision as being " the fore of the dream towards which effecti ve 

administrators strive in the development shaping of their schools" . Conley, Dunlop and 

Goldman (1992) explained vision by suing the metaphor of an internal compAss that 

assists an organization in understanding now its action relates to its organization goals. A 

vision has been described as a statement which " captures an ideal state of affairs" (Smith 

and stop 1995 p.4) and more recently as a " realistic, credible attractive futme for the 

organization that is so compelling that people would be motivated to work to -words the 

better future" (DuFour 2000). 

Effective leaders collaboratively create a vision and establish a climate for people to 

reach their highest level of achievement. They communicate the vision and direct all 

actions towards achieving the vision. They mobilize resources and promote collaborative 

activities among partners to achieve the organizations goals . Effective leaders recognize 

their own strengths and attract competent people to enhance the organizational 

capabilities. They cultivate and focus the strengths to colleagues to achieve the shared 
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vision. They welcome Ch,'lllge as all . C' I h I I . I opportul1I ty Lor growt 1 rat er 1 lall ju~LaC es. 

Effective leaders seek counselling and advice to learn from the knowledge and 

experiences of others while them freely after their expertise to those who seek it. 

Setting High Expectations for Students Achievement 

Effective school leaders set high standards and strengthen instructional programs to help 

leaner gain the intellectual and personal knowledge and skills they neee! !o ~ l :;hieve 

success in today's society. Use analysis of best practice in education, society and the 

country in order to be responsive and practice in changing schools to prepare children for 

the future in which they will live. They focus on student's achievemente! :l la , 1: .1 11. ;asllre 

success in terms of positive students out comes. They provide the motivation and 

encouragement that lead to success and they manage effectively in a changing 

educational enlivelU11ent. 

Building the Capacity of followers 

Effective school leaders develop the skill and talents of those around them . They are 

capable of leading change and helping others through the change process. They 

encourage shared decision making with the school community including staff students 

and parents. They are both the guardian and reformer of the educational systC' ·'1 :-Ind they 

ensure that and groups are engaged in a common goal and moving in the same direction. 

Effective school leaders create palinerships with different organizations to enhance the 

learning and preparation of teachers and school leaders. They recognize that lC' nc1crship 

skills can be learned and they have an obligation to establish and nurture strategic 

acclivities to make certain that other individuals in the institution develop as leaders. 
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Effective school leaders share leadership responsibilities throughout all levels of the 

educational organization. They nature and support a learning community that promotes 

the continLious growth and development of individual who acknowlecige and share 

responsibilities for high academic achievement of all stucients. 

Demonstrating Ethical and Moral Leadership 

Effective school leaders are moderns of ethical and moral leadership. They project 

integrity by promoting and suppoliing on environment where students alld :'-.;,1001 staff 

always try to do "what's right". They demonstrate courage in difficult situations and 

provide a model of moral leadership for others to emulate. They seek to make difference 

in the lives of students, and impart a philosophy that positive rel ationship bUild 011 trust 

improves the quality of life for all individuals. Leaders with integrity are focLlsed and 

purposeful, and are always attentive to being consistent with what they pay and what they 

do (http://wvvw.highered.gov/ocue/schoolleadership.htm). 

Involving others 

Effective leadership has been note as ensuring that others are relate in the: p, ,,c.; .>s or a 

patiicipative approach. Mortmore et al (1988) noted the importance of involving the 

deputy principals in the life of the school and in the taking of decisions. Rutti er et al 

(1979) noted the importance of ensuring that all teachers feel represente,1 al,, : lliLI their 

views had been taken in to account. Of particular importance is likely to be the 

principal's motivation and Llse of a senior management team, and work with department 

heeds whose role as middle managers is of crucial importance in deterilliniil.:!, ;,-:hools 

oLltcomes (Sammons et al 1977). 
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2.4. Gender and Leadership 

For the past two decades there have been large numbers of women entering into the 

corporate world of business holding the management positions as well as striving 

towards key leadership positions. The focal point of most of the studies seems to 

focus on gender differences in leadership behaviour. Does gender of a leader really 

matter? Why are there so many debates about the differences in terms of the 

leadership style and who will be more effective, the male or the female leader? It does 

not matter as the most essential facet in a leadership is the qualities associated with 

effective management and not gender related (Wajcman, 1996; Vilkinas, 2000). In 

sum to this, "Effective leadership is not the exclusive domain of either gender and 

both can learn fr0111 other." (Appelbaum, Auelet & Miller, 2003 , p.43). Not that we do not 

want to believe that gender is not a matter, but in reality this is the scenario that gender 

cause the difference in leadership. This in fact has become an interesting and debatable 

topic in research. 

In the aIiicle of Rosener (1990), it was pointed out that men are more likely to 

practice transactional leadership which acknowledge the subordinates by rewarding 

them for their job performance whereas women are more likely to practice 

transformational leadership which is more charismatic and emphasizing on the human 

relation skills. A study by Burke and Collins (2001) which used Multi-Factor 

Leadership Questionnaires (MLQ) as leadership assessment model supported this notion 

as their findings also showed that female managers were more likely to practice 

transfomlational leadership than male managers. Meaning to say that, women tend to 
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practice transformational leadership and use their interpersonal skills to influence 

subordinates, providing encouragement in problem solving, giving support and 

coaching so that they could assist their subordinates in moving towards the common 

goals. 

On the contrary, the study of Manning (2002) had shown that there was actually no 

difference in transformational leadership between male and female managers \vho 

were at the same level of the position regardless of being self-rated or observer rated. 

Hence, it revealed that transformational leadership is androgynous. In the use of task 

oriented behaviour or supportive behaviour, Eagle and Johnson (1990) revealed in 

their meta-analysis of gender studies that there was no gender difference in these two 

behaviour but managed to identify that women tend to practice paliicipative leadership 

more than men (cited by Yuki , 2006, p.429). Oshagbemi and Gill (2003) have carried 

out a research in examining the gender differences and similarities in the leadership 

styles and behaviour of UK managers by using self-rated method. The research studied 

directive, consultative, participative and delegate leadership styles. The findings indicated 

that there was no difference in the overall leadership styles of male and female managers. 

However, Oshagbemi and Gill (2003) stated that the failure to focus on one industry to 

determine the gender ratio could have caused the results to be biased. 

To further support the notion of no gender difference in leadership styles, Van Engen, 

Leeden and Willemsen (200 I) carried out a study in a department store to 

examine whether gender-typing of organization context will influence the leadership 
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behaviour of male and female managers. As a result, it showed that gender of the 

manager and the gender-typing of the department were not the moderator of the 

differences in leadership behaviour. With respect to the rating issue on the validity and 

the bias as mentioned by many researchers, Kabacoff (1998) had carried out an extensive 

research study by using the 360 degree feedback rating which not only involve managers 

themselves , but superiors. peers and subordinates also participated in the evaluation. The 

aims of the study were to examine gender differences in leadership behaviour 

and effectiveness. The study concluded that women were more result oriented. With 

respect to this result, Peter (1998) pointed out a possible reason was that female 

managers feel more defenceless in their positions and consequently focus on 

achieving results to prove their capability (cited by Kabacoff, 1998, p.S). On the 

other hand, men were more vision and planning oriented in setting organizational 

vision and direction by planning it strategically. Among the different types of leadership 

styles, which is more effective? In the study of Jago and Vroom (1982) , people perceived 

that women leaders who used autocratic style were not favoured and evaluated poorl y. 

However, good ratings were given to the men leaders. Equal assessment was given and 

favoured men and women leaders who tend to be more participative. 

The study of Rutherford (2001) showed that majority of the women (84%) felt that 

women manage differently from men in the ways of women having better human 

relations skills manaaerial skills and they were more consensus-oriented. However, let us , b 

go back to the debate between men and women who are more effective in leadership? 

There is no absolute effective or ineffective leadership as it is perceived or 
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evaluated differently in the eyes of superiors and subordinates (Tannenbaum, 

Weschler & Massarik, 1961 ; Kabacoff, 1998). For instance, women were rated 

high 111 possessing human relations leadership skills while men on business 

oriented leadership skills. Peers and subordinates perceived that women were 

slightly more effective than men as compared to what was perceived by the 

superior that men and women were equally effective (Kabacoff, 1998). In the meta 

analysis study by Eagly and colleagues (1995), there was no difference in leadership 

effectiveness between men and women managers (cited by Yuki , 2006. p.429) . 

Nevertheless, the differences were identified in the managerial role of the different 

positions that the managers were holding, for instance, male managers seemed more 

effective in the positions that required strong task skills and female managers were 

effective in the positions that required strong human relations skills. Therefore, this study 

revealed that the gender of a manager is not a predictor in determining the 

leadership effectiveness. Notwithstanding the differences and debates that have been 

discussed as above. gender is not just an element being used in studying the differences 

in leadership, it is indeed a moderator that researchers used it to determine the 

relationship between individual characteristics and informal leadership (Neubert & 

Taggar, 2004). 
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2.5. Gender and Leadership Effectiveness 

In addition to leadership style, the relative effectiveness of male and female leaders has 

been assesses in a number of studies (Jacobson & Effertz, 1974; Tsui & Gutek, 1984). In 

a meta-analysis comparing the effectiveness of female and male leaders men and women , 

were equally effective leaders, overall, but there were gender differences such that 

women and men were more effective in leadership roles that were congruent with their 

gender (Eagly, Karau, &Makhijani , 1995). Thus, women were less effect ive to the extent 

that the leader role masculinised. For example, women were less effective than men were 

in military positions, but they were somewhat more effective than men were in education, 

government and social service organizations, and substantially more effective than men 

were in middle management position, where communal interpersonal skills are highly 

valued . In addition, women were less effective than men were, when they sll[1ervised a 

higher proportion of male subordinates or when a greater proportion of male ratters 

assessed the leadership performance. 

In same empirical research supports sma ll differences in leadership style ancl 

effectiveness between men and women. Women experience slight effectiveness 

disadvantages in masculine leader role, whereas roles that more feminine offer them 

some advantages. Additionally, women exceed men 111 the use of democratic and 

participatory styles, and they are more likely to use transformational leadership 

behaviours and contingent reward, styles that are associated with contemporary notions 

of effective leadership (Avilo, 2004). 
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2.6 Empirical Framework of the Study on Gender difference on 

Leadership Effectiveness 

There has been a wide range of studies on women and their leadership styles. Feminine 

leadership was seen to exist not only due to the difference in the sex of the lead"r but also 

due to the gender traits . Various researchers have conducted studies on the differences in 

group-processes due to gender. Women are characterized as being relatively submissive 

and passive and they possess "feminine traits," e.g., they are kind and sclfl c.;;s \\'hereas 

men are aggressive and independent (Feather, 1984). Women place less emphasis on 

competitive success and more on doing tasks well and promoting harmonious 

relationships (Betz, O'Connell, & Shephard , 1989). A meta-analysis conc! \1ctc 1 b) Eagly 

and Jolmson (1990) indicated that the task-oriented leadership behaviour by females and 

males varied according to the extent of gender congeniality. Women were more task-

oriented as compared to men in roles that were gender congenial for fem [l les Th'_T"fore, 

where leadership is defining in feminine terms, women are more likely to adopt a task-

oriented leadership style as compared to men. 

Women are very similar to men in their leadership styles, but are often higher in the 

supporting role (Gregory, 1990). Eagly and Karau (1991) claimed that in small groups, 

men focused somewhat more than women did on the strictly task-oriented aspects of 

group process, and women focused somewhat more than men on the interpersonally 

oriented aspects did. Eagly and Johnson (1990) analysed 162 studies and showed that 

when formal leadership positions were not being held, women used a more participative 
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and inclusive style of leadership and men were more likely to use a directive, controlled 

style of leadership. Studies conducted by Lord , De Vader, and Alliger (1999) have 

suggested that masculinity-femininity is an important personality trait in forming 

leadership perceptions. Bass and Avolio (1994) used the Multifactor Leadership 

Questionnaire (MLQ) to show that women managers have more idealized influence, are 

more inspirational and individually considerate than men. Men are higher in 

management-by-exception and laissez-faire leadership, both being less proactive styles 

and linked to less effective outcomes. 

Rosener (1990) showed that women described themselves in ways that characterize 

transformational leadership . Ross and Offermann (1997) found that transformational 

leadership relates positively to pragmatism, nurturance, and feminine at l1: I ' Ll t..: s and 

negatively to criticalness and aggression. Eagly and Johannesen-Schmidt (2001) meta­

analysed 47 studies and showed that women exceeded men significantly on 

individualized consideration. Carless (1998) examined 120 women :1 nc! 1 S! men 

employed as bank managers and found that female managers were more transformational 

than male manager were when, they rated themselves and when their superiors rated 

them. Self-ratings showed significant differences in interpersonally ori en ted' ":",, viOLlr. 

As women show more supportive behaviour as compared to men (Gregory. 1990: Eagly 

& Karau, 1991), they would be more identified with and trusted than men 

transformational leaders. In addition, Bass and Avolio (1994) showed that WO l1l-::n leaders 

rate higher on transformational behaviours than men leaders. 
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Although Vecchio (2002) discounted the possibility that noteworthy gender effects might 

emerge in research on transformational and transactional leadership, researchers in this 

area have reasoned that transformational leadership might be particularly advantageous to 

women because of its androgynous qualities (Yoder, 200 I) and, indeed. the substantial 

research literature comparing women and men on these styles has yielded interesting 

outcomes. Pursuing these ideas, Eagly, Johannesen-Schmidt, and van Engen (2003) 

carried out a Meta -analysis of 45 studies that compared male and female managers on 

measures of transformational, transactional , and laissez-faire leadership styles. This meta­

analysis encompassed a large study conducted to provide norms and psychometric 

standards for the MLQ (Centre for Leadership Studies, 2000) as well as many studies 

conducted within specific organizations or groups of organizations. the majority of which 

were in business or educational domains. The measures of leadership style were 

completed by leaders ' subordinates, peers, or superiors or by the leaders themselves. 

In general, Eagly et al.'s (2003) meta-analysis revealed that, compared with male leaders , 

female leaders were (a) more transformational (significant in general and on all hut one 

subscale) and (b) engaged in more of the contingent reward behaviours (i.e., exchanging 

rewards for followers ' satisfactory performance) that are one component of transactional 

leadership. In addition, male leaders were more likely than female leaders to manifest 

two other aspects of transactional leadership: active management by exception (attending 

to followers' mistakes and failures to meet standards) and passive management by 

exception (waiting for problems to become severe before intervening) Eag: ly et al. ' s 

(2003). Men were also higher on lassie faire leadership (exhibiting widespread absence 
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and lack of involvement) Thes ·' l·fl.' . . . e sex C I lerences were small, but prevailed 111 the meta-

analysis as a whole as well as in auxiliary analyses of (a) the MLQ norming study, (b) the 

other studies that used the MLQ, and (c) the studies that used other measures of these 

styles. These provocative findings are unlikely to be an artefact of publication bias. given 

that the majority of the included studies were unpublished and that the authors of the 

published studies had often not included sex comparisons (but were willing to provide 

these data when asked for them). 

In addition ,contrary to the view Vecchio (2002) stated that, sex differences in style are 

an artifact of the placement of women and men in different leadership roles, which often 

cede men more power than women (Kanter 1977' Raoins 1991) the sex effects did not , 'b) , 

differ between (a) studies assessing leaders who had the same specific role description ( 

college hall directors) and (b) studies assessing leaders in a broad category within which 

men and women were likely concentrated in different roles (managers of various 

organizations). In addition, these findings are unlikely to be a product of the application 

of different standards in judging men and women (Biernat & Kobrynowicz, 1999) 

because the rating scales used in this research are not adjective rating scales hut are 

behaviourally anchored scales assessing the frequency with which a leader engages in 

each of the relevant behaviours. Interpretation of these findings included several 

possibilities (Eagly et ai. , 2003): (a) the transformational repertoire (and contingent 

reward behaviours) may resolve some of the typical incongruity that exists between 

leadership roles and the female gender role because these styles are not distinctively 

masculine (Eagly & Karau, 2002), (b) gender roles may influence leadership hv means of 
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the spillover and internalizatio f d' · c '1' . , n 0 gen er-specrfic norms, which couidlaci Itate 

women's focus on the more feminine aspects of transformational leadership 

(individualized consideration), and (c) the glass ceiling and the associated double 

standard for the selection and promotion of managers may produce more highly skilled 

female than male leaders. 

Sex differences in transformational and transactional leadership do have implicat ions for 

female advantage arguments because researchers defined these styles in an effort to 

identify effective leadership. Substantiating these claims, a meta-analysis of 39 studies 

showed positive correlations between effectiveness and all components of 

transformational leadership as well as the contingent reward component of transactional 

leadership, the one aspect of transactional leadership on which women exceeded men 

(Lowe, Kroeck, & Sivasubrama- A.H. Eagly, L.L. Carliniam , I 996).The norming stud y 

of the MLQ measure produced similar effectiveness findings (Centre for Leadership 

Studies, 2000), and in addition, showed negative relations between leaders ' effectiveness 

and two of the remaining measures: (a) passive management by exception, which is one 

of the components of transactionalleadershi p, and (b) laissez-faire leadershi p. 

In view of these findings , the tendency of women to exceed men on the components of 

leadership style that relate positively to effectiveness (i.e ., transformational leadership 

and the contingent reward aspect of transactional leadership) and the tendency of men to 

exceed women on the ineffective styles (i .e .. passive management by exception and 

laissez faire leadership) attest to women 's abilities. Thus, research on transformational , 
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transactional, and laissez-fain.: lead . I . I . . eelS lip styes does suggest female advantage, albeit a 

small advantage. 

Different studies have been do t I 'h . ne 0 exp ore t e premise that there are stereotypes that 

negatively affect women as being looked at in a positive manner in leadership positions. 

Eagly, Makkihijani, and Klonsky (1992) for instance found out that female leaders were 

evaluated slightly more negatively than male leaders. The research results of Russel. 

Rush and Herd (1988), also indicated that female leaders are rated hioher in consideration 
t:> 

and initiating structure than male leaders. Russell, et.al (1988) further underlines that 

stereotypes often function to the detriment of women, because women do not fit well 

with perceivers' images of effective leaders, they may be passed over for promotion and 

developmental opportunities in favours of men, who are more often associated with 

leadership. 

Different research studies have been conduct to compare the perception of different 

groups toward leadership effectiveness and behaviour in organizations. According. to the 

results of some of these studies, women rate themselves as lower than others ' rate them 

(Wohlers & London, 1999; Edwards, 1997; Itwin, 1997), and lower than their boss rated 

them (Wohlers & London, 1999). Studies have also found that there is higher agreement 

between women managers' self-ratings and subordinates' ratings of them than was the 

case for male managers (Wohlers & London, 1999, 1991). Women leaders were, rated by 

both their female and male direct reports as displaying certain aspects of transformational 

leadership more frequently than men display. Women were also rated higher by followers 
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on leadership ractors that have be'" 11 I t I' " s 10wn 0 pree lct individual. group. and 

organizational performance(Bass & Avolio 1995) LI I . I III k' h , .~ ence, t liS stue y wou ( 00 mto t ese 

issues and try to explore how women's educational leadership effectiveness and 

behaviour would be evaluated or seen by different groups. 

Summary 

Leadership is a process of influencing the activities of an individual with in-group in its 

effort towards goal achievement in a given situation. A more recent d", ,'dilli on of 

leadership is as follows : leadership is the process of influencing and supporting others to 

work enthusiastically towards achieving objectives. Thus, Organization performance 

depends largely, to how resources were allocated and leader' s ability to adapt lv changing 

conditions. It is generally agree that, a leader needs to have certain special traits in order 

to lead effectively. As pointed out at "Situational leadership approach" different situation 

demand different kind of leadership and from this perspectives, to be an d'fel, : Ve leader 

required that a person adapt his/her style to the demands of different situations. For 

leaders to be effective, it is essential that they determine where subordinates are on 

developmental continuum and adapt their leadership styles so they dire~t llldlcil their 

leadership styles to that developmental level. 

While many different leadership theories have emerged, most can classilieu as J'raits , 

Behavioural, Transactional, and Transformational and Laissez-faire leadership theories. 

Each theory described leadership effectiveness on gender differences on the views of 

their proponents. The focus of this study was, on gender differences in slhoOI I.::aut.::rship 
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effectiveness in government primary schools of southern zone Tigray Regional State. 

Thus. does gender of a leader really matter? Why are there so many debates about 

the differences in terms of the leadership style and who will be more effective, the 

male or the female leader? Findings of different studies revealed that women are 

exceeding men and effective in some leadership styles. In the contrary men are effective 

and exceed women in a certain leadership styles. 
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CHAPTER THREE 

RESEARCH DESIGN AND METHODOLOGY 

3.1. Reseal'eh Design 

As mentioned earlier, this study was aimed at investigating the gender differences in 

school leadership effectiveness in GovenU11ent primary schools Southern Zone of Tigray 

Regional State. A descriptive survey method was employed. As Best and Khan (J 999), 

mentioned Descriptive survey approach of correlation research design that was aimed at 

determining the nature, degree and direction of relationships between variables of gender 

and leadership effectiveness or using these relationships to make predictions. Correlation 

research uses with the assumption that it describes what exists at the moment (condition s. 

practices. processes, etc.) of the gender difference in leadership effectiveness. Further, 

correlation research comprises of collecting data to determine whether, and to what 

extent, a relationship exists between two or more quantifiable variables (Gay, 2009). 

Thus, it is appropriate to determine the gender difference in leadership effectiveness. The 

researcher also used more of quantitative data collection and analysis method. 

3.2. Target Population and Sample Size 

The target population of this study consists of both male and female teachers who were 

teachina in 176 Government Primary schools, both male and femi:(l~ school 
b 

leaders/principal and vice principals/ who were leading 176 Government Primary 

schools. 
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Thus, the total number of teache' 'I . . . 
( IS WOI <mg 111 those schools were 2446 (out of whIch 

male 1399. and females 1047) and tile (·otal b f I d . I d . , nUI11 er 0 ea ers 166 (pri nCI pfl an vIce 

principals) were the target population of the study. 

3.2.1 Sources of Data 

Both primary and secondary sources of data were emplo~'erl to fully 

answer the research questions. The primary sources of data were 

primary school principals and teachers. The secondary sources of data 

were documents such as profile lists of both teachers and princi l -:'1.1 s. 

3.2.2 Sampling Techniques 

This study was designed to examine gender differences in leadership effec ti veness in 

government primary schools of southern Zone of Tigray Regional State. Thus, a sample 

of male and female school principals and teachers in government primary schools would 

be included to obtain manageable sample size. 

There were about 176 Government primary schools in Southern Zone and Five Woredas. 

Using simple random sampling technique, two Woreda around 40% were included in the 

study. 

The selection of sample schools from the sample Woredas were caITied out using 

proportional stratified sampling technique on the bases of urban and rural characteristics. 

Hence, the researcher preferred this technique to give equal chance for the sample 

schools. Thus, from each Woredas 2 urban and 2 rural schools were selected for the study 
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and a total of 4 urban and 4 rural I I . 
, SC 100 S were the sample schools. On top of t1115, the 

following sample procedures were I d . . . . . 
emp oye 111 the selectIOn of Il1dlvldual respondent for 

the study. 

In the two sample Woredas there were 50 school leaders were found . From these school 

leaders 48 were select for this study as suggested by Cohen, (2000).Out of 50 school 

leaders the numbers of female school leaders were 19.Hence, to ensure equal female 

leader's participation in the study disproportional stratified sampling was employed. With 

regarding to male leaders from the total of 30, a sample of 29 male prinC'ip(ll s were 

selected using simple random sample techniques in order to give equal and independent 

chances to the participants under study (Best and Khan, 1993 : 113). 

In the two sample Woredas, there were 589 male and 511 female a total of 1100 teachers. 

Thus, a sample of 255(23%) both male and female teachers were included using simple 

random sampling technique. This sample size was taken as suggested bv Cohen, 

(2000:94) as an appropriate sample sizes for simple random sampling technique .From 

the total sample teachers, using proportional stratified sampling technique on the bases of 

sex, then subjects were selected from each sex groupe female 125 and m(lle 110) Thus, 

to maintain fair representation of male and female respondent from the population, 

teachers were selected using simple random sampl ing procedure from a list of population. 
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3.3 Instruments of Data Collections 

The data gathering tools DOl' tll 'ls'e . I " I . 
I seaI c 1 was questIonnaIre and document ana YSls. 

Questionnaires were presented t0255 both female and male teachers and 48 both female 

and male school principals. In addition to this, documents that tell about the exat:t number 

both the respondents examined from the document checklists. Regarding questionnaires, 

the researcher used standardized instruments for ratings the leadership effectiveness. The 

nature of the instrument was presented under. 

For Leadership Effectiveness 

This study utili zed the Multifactor Leadership Questionnaire MLQ-5X (sllort 10rm) .The 

MLQ -5X was well-established instrument rising to the key measure of Transformational 

Leadership and other types as well as being extensively researched and validated. 

Reliability scores for the MLQ subscales ranged from moderate to good (Sass and 

Avolio, 1993 , 1994). 

The classic form of the MLQ includes self and rater form .The self-form, measures self-

perception of leadership styles. The rater form is used to measure the leadership style as 

perceived by superiors, peers and subordinates. Therefore with certain modification 

instructions were given this questionnaire to rate their respective heads about their 

leadership effectiveness. Thus, Respondents were asked to respond to 45 questiOimaire 
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items on as-point Liker scale TI . 
. ley wei e asked to rate how frequently each statements fit 

the behaviour (style) of the leade ' tl . d " " 
I ley ate escnb1l1g. The scale ranges from 0 , frequent. 

Not at all , to 4 frequently if not always R I' b'I ' .. I . e Ja 1 Ity lOr t le total items and for each 

leadership factors scale ranged from 74 to 94 (8 d A I' 7004) A I h I I . . ass an va 10, _ . ' nap a eve 

0.05 was used as the level of siglll'ficallce cOl' tl ' t d TI . . I . . fi f I 
' 11 liS S U y. le statlstlca slgnllcLlilce 0 t le 

correlation coefficient can be found and should be 0.05 or higher if reliability is to be 

guaranteed (Cohen, 2005). The validity of the MLQ is consistent with MLQ-5X (rater 

version survey). 

In general , the scores for each factors were averaged . The average scores for each factor 

was an indicator of the characteristic of the leadership effectiveness. 

3.4 Data Collection Pl'ocedul'es 

The questionnaires were prepared In the medium of English language, then after 

translated to Tigrigna language to mll11111lZe the barrier of understanding from the 

respondents. In addition to this, the questionnaires were adopted to the context of our 

country, particularly in the context of southern zone Tigray Regional State. Moreover, 

prior to the administration the questionnaires, to gain full cooperation that was very 

essential to obtain meaningful data, the researcher made contact with the W EO neads and 

supervisors. Then the researcher gave them the letter written by the department of 

Educational Planning and Management to facilitate some pre-conditions for the effective 

utilization of time and other resources. 
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Then, the final questionnaires we' d' . 
Ie Issemll1ated for the selected subjects and interview 

was made with the interviewee At I I . . 
. ast, t le dlstnbuted questionnaires were collected for 

further analysis . 

3.5 Data Analysis 

Depending on the nature of the basic questions and data collected , different statistical 

techniques were employed . Analysis were undertaken using Computer program SPSS 

version 20. 

Since the study is aimed to investigate relationship of gender difference in leadership 

effectiveness a SCores for a number of variable are correlated with some particular 

variable ( correlation rang from -1.00to+ 1.00) Person's Product-moment correlation 

coefficient(r) was employed, because it is the most common measure of relationship of 

variable scaled on an interva l level or ratio scale. It tests whether there is a liner 

correlation between the variable and if so whether the correlation is ether positive, 

negative , strong, or weak. Further, as the study tries to see the relationship among the 

three variables, mUltiple correlation or regression were used which allow us to specify 

relationships when more than two variables are involved. Multiple correlation measures 

indicate the degree of association between tlu-ee or more variables simultaneously. (Cohn, 

2000:215) 

The standard for statistical significances is (a=0.05) that a correlation of (his <; in' for the 

population would occur by chance. Thus, 95% confidence on the results the correlation 
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coefficient of variables of this stud ' .0 
y Ie ect a true statistical relation, not by chance. 

Moreover, the t-test for independent samples used to determine whether at selected 

probability level , a significant diED . . 
elence eXists between the means of two independent 

samples. 

A one-way Analysis of Var'lal1ces (f\NOVA) , ( ( was employed when there was two tactors 

acting as independent and dependent variables. Hence, for this studv (! l:' l1cli:-r was 

independent variable and effectiveness was an dependent variable. Therefore, lIsing 

ANOV A was a suitable technique for this study. Finally, depending on the result of the 

analysis, interpretation and necessary discussion were be made to clarify the i~ <; l1 es . 

3.6Ethical Consideration 

For the purpose of this study, ethical considerations are seen from the researcher side. 

First, the researcher was considering the relevance and usefulness 01 the: research 

undertaking and able to convince others. Second, seek informed consent o f the 

participants voluntarily and without any kind of pressure. Informed consent implies that 

the participants are made adequately aware of the researcher identity; type of intonnation 

the researcher want to collect from them, why the information is being sought, what 

purpose it will have (Kumar, 1999: 192).The third ethical issue concerns about seeking 

sensitive information that invade privacy. The researcher believes as long as the 

information consent is granted any request to confidential information can ' t be labelled 

unethical, despite the obligation of the researcher to maintain confidentiality about the 

respondents information .Finally, the researcher were also refrain from activities that 
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cause harms to the participants that might involve things such as discomfort. anxiety. 

invasion of privacy or demeaning or dehumanizing (Kumar, 1999: 193) 

Hence, research bias, provision or deprivation of a treatment, using inappropriate 

research methodology, correct repol1ing divergent from the response of the rarticipants 

using information in such a way that affect the respondents negatively, directly or 

indirectly are considered as unethical. Thus, the researcher will refrain from involving in 

such unethical action. 
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CHAPTER FOUR 

PRESENTATION, ANALYSIS AND INTERPRETATION OF THE DATA 

This chapter contains the presentation, analysis and interpretation of clata. The points 

dealt with in the chapter were the general characteristics of the sample population, the 

descriptive statics of the analysis in gender differences in school leadership effectiveness, 

ANOV A test of female and male principals and female and male teachers in school 

leadership effectiveness. In addition, it also included a t-test of one sample test among the 

participants of the study on gender differences in school leadership effectiveness. 

4.1 Analysis of the Characteristics of Respondents 

A total of 303 sample respondents (29 male and 19 female principals, 125 male and 130 

female teachers) were drawn from the total of 3,618 population of princip:lIs :i!ld k :lchers 

in Southern Zone TigrayRegional State. Consequently 303 MLQ-5X IRater and Self 

Rater Iquestionnaires were distributed for sample principals and teachers. At the end or 

the day, all the questionnaires distributed for principals and teachers Wl' ! : r: : '~l! :11 and 

returned . 

Figur2: Chat'acteristics of Respondents in Relation to Sex 
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Figure 2 deals with sex distribution of respondents . Accordingly, out of the 303 sample 

respondents, 154(50.8%) male and 149(4.2%) female respondents were invo lved during 

the study. The data shows that fema le and male participants in the study were same what 

balanced and encouraging. 
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Figure3: Chanlcteristics of Rcspondcnts by Acre 
• b 

D o lip to 2~' 
CJ30to 39 
0 40to 49 
D SOto 58 

Figure 3 indicates that the age categories of respondents. Accordingly, Ollt of the 10lal 

303 respondents the majority 151(49.8%) of them were found between the age range of 0 

to 29 (32.7%) of the respondent were found between the age categories of 30 to 39.49 

(16.2%) of them were found between 40 to 49 and 4(1.3) of the rest respondents were 

found between the age category of the 50 to 59 . This shows that, most of the respondents 

were above 30 years and they have quite enough experience to provide the required 

information for the study . 

Figure 4: Characteristics of Respondent by Position 
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Figure 4 depicts the characteristics of the respondents by pos it ion . Accordi ngly. as 

indicated in the figure, the majority 130(42.9%) of the respondents were fe male teachers, 

125(4 1.3%) of the respondents were male teachers, 29(9.6%) were male principals and 

the rest 19(6.3%) of the respondent were female principles. This shows that, the 

participants of fe male teachers in teaching were very high in the southern zone of T igray 

regional state. 
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Figure 5: Number of Respondent b S . . 
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Service YeOlrs of the Respondents in the school 

Figure 5 depicts characteristic of respondent by service year. As it was, indicated in the 

chart, majority 125 (41.3%) of the respondent were between 5 to 10 years ' service, 59 

(19.5%) of them were served in teaching less than 5 years, 50 (16.5%) of the respondents 

were between 11-15 years, 40(13.2%) of the respondent were between 16-20 and the rest 

29(9 .6) of them were above 20 year of experiences. This shows that, data for this study 

was collected from least experienced to more experienced respondents. 
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4.2 Analysis and Interpretation of Results 

In this section of data analysis, Avolio and Bass (1995) Multi-Faclor Leadership 

Questionnaire (MLQ-5X) was used 1'1· d· .. . 
. . 11S stan ardlzed questionnaire has 45 Likert scale 

type questions ranging frol11 0 , not at all to 4 fil.eqllently, . . . . 
It not always.45 descriptive 

questions clustered in to 12 leadership characteristics. There are IdeaLLeu in! luence 

(Attributed) total 4, Idealized Influence (Behaviour) total 4 , Inspirational Motivation 

total 4, Intellectual Stimulation total 4,Individualized Consideration total 4 ,Contingent 

Reward total 4 , Management- by-Exception ( Active )total 4 , I"vltlnagl-ment-by-

Exception(Passive) total 4 ,Laissez-faire leadership total 4 , Extra Effort total 3, 

Effectiveness total 4 and Satisfaction total 2 descriptive questions. In this full range of 

leadership continuum, Transformational Leadership has 5. Transactional LeHl'l-rsl1ip has 

3 and the last laissez-faire Leadership has 1 components. 

Finally, to determine the magnitude of opinion differences between responrlents, the 

following Cohen (1988) classifications of effect size (d) were used .Thus, they do not 

have absolute meaning; large, medium and small are only relative to typical findings in 

these areas. For that reason, scholars suggest using "larger than typical" instead of large, 

"typical" instead of medium and "smaller than typical" instead of small. The guidelines 

will not apply to all subfields in the behavioural sciences. and they definitely \-vill not 

apply to fields , designs, or contexts where the usually expected effects are ei p"t I1 rger or 

smaller (Moregan et ai, 2004) 
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The result was interpreted using the mean and standard deviation of leadership 

effectiveness and the percei ved leadership styles by principals and teachers . The result of 

Pearson product, correlation moment, ANOV A, t-test and Post-hoc test (multiple 

comparisons) analysis is between the genders differences in school leadership 

effectiveness were also discussed in this sect ion of the study . 

Figure 6: Effect size Determinations for t-test Results 

Effect size Magnitude 

d= 0 I.ooe Much large than typical 

d= .8 , Large or larger than typical, 

d= .50, Medium or typical and 

d= .20 Small or smaller than typical 

Source: Cohen, (2004) 

4.2.1 Analysis of Desuiptive Statistics of leader'ship effectiveness 

Tablel.Descriptive Analysis of Leadership Effectiveness self-Rated hy Male 

Principals 

N Min. Max. Mean Std. 

Deviation 

Transformational Leadership 29 3.00 3.85 3.3897 .19520 

Transactional Leadership 29 2.33 3.75 2.9540 i .29512 
I I 

------1--- - i 
1.5172 

, 
1. (" : 0, ~ 29 .00 3.75 I Laissez-faire Leadershi p 

Effectiveness 29 1.50 4.00 
_-+-____ .J 

3./414 .51963 

Valid N (list wise) 29 
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Table I indicates that the mean and t d ·d d . .. .. 
s an aJ eVIatlOn of the leadership effectIveness and 

the perceived leadership style of I .. 
ma e pnnclpals . Accordingly, the mean score of the 

leadership effectiveness was rated b I .. . 
y ma e pnnclpal was 3.24 and the more perceived 

leadership style was transformational leadership style ( ~ 39·) I · I I ! I I· I t mean=.J. w llC 1 lac 11e 11g les 

mean score. This implies that most f tl I .. 
, 0 le ma e pnnclpals perceive themselves as 

transformational leaders. 

According to the data in table 1, the next perceived leadership style by male principals 

was transactional leadership styles, which Scores mean of 2.95. The laisser-faire 

leadership style was least perceived leadership style by male principals with mean scores 

of 1.52. However, the standard deviation 1.02 of laisser-faire leadership st;.'ie was the 

highest score from the others styles of leadership. This also indicated thaI there are some 

male principals, which perceived very positively this leadership style. 

According to Bass and Avolio (2004), transformational and transactional leadership as 

consisting of two theoretically separate but interconnected leadership aspects, and he 

theorizes a continuum of the 'full range of leadership styles' in which a leader utilizes 

these two kinds of leadership in combination to be successful. 

FUl1hermore, transformational leadership enhances transactional leadership 10 develop 

subordinates for the intention of change, improved performance, and to attend to the aims 
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of the leader, team and its memb . 
els, and the institution, in addition to improving 

satisfaction with and the perceived effi . 
IClency of the leader (Bass and Avolio , 1990). 

Table2. Descriptive AnalYSis of L d 
ea ership Effectiveness self-Ratting by Females 

Principals 

N Min. 
.--~----- - --- --1 

Max Mean I Std. 

Deviation 

Transformational Leadership 19 2.00 4.00 3.4684 .42727 

Transactional Leadership 19 2.42 3.83 3.0746 .33089 

1 . 618~8731 Laissez-faire Leadership 19 .00 3.00 

Effectiveness 19 2.25 4.25 3.2237 .57672 

Valid N (list wise) 19 

L-__ _ _ 1 -- j 

The table 2 shows the mean scores and standard deviation of the leadership effecti veness 

and the perceived leadership style of female principals rated by them. Accordin r,rly, the 

female principals expressed about themselves by scoring the mean value of 3.22 for 

leadership effectiveness and the highest mean score 3.4 7for transformational leadership. 

This revealed that they perceived their leadership style as transformational leadership 

and they consider that they were exercising it effectively. 

Transformational leadership style was also the other leadership style. ,..Ili(,h was 

perceived positively by female principals next to transformational leadership style with 

mean score of 3.08.Laisser-faire leadership style was the least perceived leadership by 
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female principals with mean Score of 1,62. This implies that most of the female principals 

did not found exercising laisser- faire leadership style. 

A study by Burke and Collins (200 I) which used Multi-Factor Leadership 

Questionnaires (MLQ) as leadership assessment model showed that femak managers 

were more likely to practice transformational leadersh ip than male managers. Meaning 

to say that, women tend to practice transformational leadership and lise their 

interpersonal skills to influence subordinates, providing encouragement in problem 

solving, giving support and coaching so that they could assist their suborclll1ates in 

moving towards the common goals. 

Table3. Descriptive Analysis of Leadership Effectiveness of Male Principals Rated 

by Male Teachers 

N Min. Max. Mean Std. 

Deviation 

Transformational Leadership 75 .30 3.90 2.8253 I .77050 

r-··- - ~ Transactional Leadershi p 75 .83 3.83 2.6730 
I 

.65662 

Effecti veness 75 .25 4.00 ?8933 .86424 

Laissez-fa ire Leadership 75 .00 5.00 2.0667 1.07044 

I .. I h·ch were rated by male teachers. Table 3 indicates the rating scores of 111a e pnnClpa s, w 1 

tl1e 111ale teachers considered that their male principals leadership Accordingly, 

effectiveness was fair (mean-2.89) and they perceived that their principals were 

~ . I leadership (mean =2 .83). exercising more translonnatlOna 
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Next to transformational leadersl . I 
lip stye transactio I I d I' . na ea ers IIp style of l11alt: lJ1'illclpals 

was also perceived positi vely by I 
ma e teachers TI I · ' . . le east perceived leadership style of 

male princi pals by their male t · I 
' eac leI'S was laisser-fa ire leadership (mean=2.07). 

However, the standard deviation of I . I'. • 

aISSer-laIre leadership style was the liighe':' l sUlndard 

deviation from the other leadership styles' 
111 table 3(SD=1. 14).This implies that there 

were same male teachers who perceived I ' . " 
t leu male prll1clpals leadership as laisser-faire 

leadership style. 

Table4. Descriptive Analysis of Leadership Eff t' f F .. ec Iveness 0 'emale prmclpals Rated 

by Male Teachel"S 

N Min. Max Mean Std. 

Deviation 

Transformational Leadership -- -
50 1.25 3.90 2.9030 I .65430 

I 
I 

Transactional Leadershi p 50 1.00 3.83 
.. ", . ... 

2.736 \ I .59429 I 
I 
I 

Laissez-faire Leadership 50 .00 5.00 1.84001 1.13812 

- .-
Effecti veness 50 .25 4.00 2.9300 .86608 

Valid N (list wise) 50 

Table 4 indicates that the mean value of leadership effectiveness and perceived leadership 

of female principals rated by male teachers. Accordingly, the data in the table four 

depicts that transformational leadership had the highest mean score (mean=2 .90) from 

the rest leadership style (transactional and lassie-faire) and the mean score or the 
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I adership effectiveness was 293 This' I' I . . . d 
e, ' . Imp les tmt the female pnnclpals were perceive 

more of transformational and they were exercising it in a fairly effective way. 

According to the result, transactional leadership style was also the next leadership style of 

the female principals used by the male teachers (mean =2.74), laisser-faire leadership 

was the leas t perceived leadership style male teachers of fema le principals with mean 

score 1.84.This implies that most of male teachers did not perceived their fe males 

principal s leadership as laisser-faire leadership style. 

TableS. Descriptive Analysis of Leadership Effectiveness of male principals Rated 

by Female Teachers 

N Min. Max. Mean Std. 

I Deviation 

. ---
Transformational Leadership 68 .75 3.90 2.8537 ! .69348 i 

, 
I - _. - - " 

Transactional Leadership 68 1.25 3.83 2.7471 I .63639 , , , 

Laissez-faire Leadership 68 .00 3.75 2.1287 I .93391 

Effecti veness 68 .75 4.00 2.9583 .73379 

Valid N (list wise) 68 
..1 

As indicated in table 5, female teachers rated their male principals as they were found 

. . . d . I' t I which was more of transformational leadership style exerclSll1g eJfectlve lea els 11p s y e. 

with a mean score of2.96 and 2.85 respectively. 
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The next leadership style which w . as perceived by £ I · . . ema e teachers of male principal was 

transactional leadership style with mean SCore of 275 L . . . aJssez faire leadership style was 

the least perceived leadership style b D I 
Y ema e teachers of male principals (x=2.13). This 

implies that most of the female teach . . ers wei e not perceived the leadership styles of their 

male teachers as laissez faire leadership styles. 

Table6. Oescdptive Analysis of Leadersh' £1'" . , Ip , lechveness 01 Female principals Rated 

by Female Teachers 

N Min. Max. Mean Std. 

Deviation 

Transformational Leadership 62 .75 4.00 3.1298 .63784 

Transactional Leadership 62 1.25 4.00 2.9583 .52244 

Laissez-faire Leadership 62 .00 4.75 2.1452 1.14121 

Effecti veness 62 .75 4.25 3.1653 .65591 

I 
Valid N (list wi se) 62 

-'1- - - ---1 .. -, 

I _J - - -

Table 6 indicates the mean values and standard deviation of the perceived leadership 

styles and leadership effectiveness of female principals as rated by female teachers. 

Accordingly, the female teachers rated the highest mean value for transformational 

leadership (mean=3.l3) and the mean value (mean=3.17) for leadership effectiveness of 

their female principals. This shows that the female principals were exercising more of 

transformational in fairly effectiveness was as perceived by female teacher". 
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According to the data in table 6 the next . 
, perceived leadership style by female teachers of 

female principals was transactional leade' I . . I . 
IS 11p stye with mean score of 2.96. The laissez 

faire leadership style was the least perceived leadersh'lp 
style by female teachers of 

female princi pals which scored the mean value ·f 2 15 H . . 
( 0 . . owever, the standard deViation 

of laissez faire leadership I 14 was th I' I . . 
. e 11g 1est score from the others styles of leadershIp 

(transformational and transactional) This il1dl'cated tl t tl C' I I . la , 1ere were some lema e teac 1ers 

who perceived the leadership style their female principals as lai ssez faire leadership style . 

Generally, in addition to the findings of this study Kuhnel1 (1994) also found that the 

transformational leader encourages subordinates to perform better in comparison to their 

expectations or what they even thought possible, and inspires them to sacrifice their 

benefits for the good of the group or institution. FUl1hermore, Bass and Avolio (1990) 

pointed out that, transformational leadership enhances transactional leadership to develop 

subordinates for the intention of change, improved performance, and to attend to the aims 

of the leader. team and its members. and the institution. in addition to improving 

satisfaction with and the percei ved efficiency of the leader. 

The study of Manning (2002) had shown that there was actually no difference 111 

transformational leadership between male and female managers who were at the 

same level of the position regardless of being self-rated or observer rated . To further 

support the notion of no gender difference in leadership styles, Van Engen, Leeden and 

Willemsen (2001) carried out a study in a department store to examine whether 

d . f .' text will influence the leadership behavior of male and gen er-typ111g 0 orgaI1lZation con 
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female managers . As a result '1 I 
• I S 10wed that g d . 

. en er of Ihe manager and the gender-

typing of Ihe department wel'e I not t 1e n d 10 erator of the differences in leadership 

style. 

4.2.2 Transformational Leadership Att 'b 
n utes as Perceived by Male and Female 

Teachers Respondents 

Table7. A t-test Result on Transfor . , matlOnal Leadership Components as Perceived 

by Male and Female Teachers on the' . R . " II espechve Pnnclpals 

Item Variable Respondent Mean SD T <If I Sig.!2-
tailed/ 

I Idealized Female 3.19 0.21 58.48 302 .00 
1nfl uence( A ttri bute) 

Male 2.95 0.93 

2 Idealized Female 3.14 0.65 82.00 302 .00 
Influence(Behaviour) 

Male 2.89 0.60 I 
" Inspirational Female j 3.27 0.77 70.57 302 .00 

Motivation 
Male 3.04 0.73 

4 Intellectual Female 3.12 0.74 68 .39 302 .00 
Stimulation 

Male 3.02 0.74 

5 Indi vid ual ized 
- !-._-- - - . 

Female 2.91 0.70 6 1.71 302 .00 

Consideration Male 2.60 0.78 

Tota l Female 3.12 0.63 76.76 302 .00 

Transformational 
Leadership Male 2.90 0.65 

Table7 compares if there was statistically significant difference between menn <;C'nres of 

male teachers ratings and that of female teachers rating of principals to examine the 

perception of the two groups towards their respective principals leadership attribules of 
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transformational leadership. As it can be se ' ' . ' . " 
en flOm the table. transformat,vnal ;.;;"".::rslllp 

has five attributes to be measured namely ', 
idealized influence attributed. idealized 

influence behaviour, inspirational motiv f . 
a lon, ll1tellectual stimulation and individualized 

consideration (A vol ion and Bass, 2002). 

According to the results of item 1 tIlat' . 
IS Idealized influence (attributes), there was 

statistically significant difference in the mean scores of male teachers (mean=2.95, 

SD=O. 93 . and female teachers (mean=3.19, SD= 0.21 ),( t (302)=58.48, sig >0.v5) . Based 

on the means , one can say that female teachers had higher idealized influence attributes 

perception towards their principal ' s leadership than the male teachers perceived to be. 

The idealized attributes score signifies leaders who are able to build trust on their 

followers. They inspire power and pride on their followers, by going beyond their own 

individual interests and focusing on the interests of the group and of its memLlcrs. Thus, 

they become reference models for their followers (Yuki, 2010 and Avolio and Bass, 

2002). 

Concerning idealized influence (behaviour) item 2 of table-. there was statisticall y 

significant difference in the scores of male teachers (mean=2.89, SD=0.60) and female 

teachers (mean=3.14, SD=0.65), t (302) =82.0, sig < 0.05. This results show that the 

idealized behaviour mean score of female teachers was greater than that of the male 

, t' f idealized influence behaviour teachers. This shows female teacher s percep Ion 0 

towards their principals was higher than male teachers. 
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The idealized behaviours Score identi lies lead . ' . . . 
els who act wlthl11 ll1tegrity. High scores for 

this scale are typical for leaders who manif t . ,' . . . 
es POSItIve a hIghly valuated behavIours like 

dominance, consciousness, sel [-control l' 1 . 
, llg 1 moral Judgment, optimism and self-

efficiency. They talk about their most I '111P i t l ' . 
01 an va ues and belIefs; they focus on a 

desirable vision and usually consider the . 1 d . . ' 
mOla an ethIcal consequences of their actIon 

(YukI , 2010, and Avolio and Bass, 2002). 

In item 3 of the same table, a comparison was also made between male and female 

teachers perception towards their respective principals on inspirational motivation, 

Accordingly. there was stati stically significant difference in the mean scores for male 

teachers (mean =3 .04, SD=0.73) and female teachers (mean =3.27, SD= 0.77), t (302) = 

70.57, sig < 0.05 . These results indicated that the mean score of female teachers were 

higher than the man score of male teacher' s inspirational motivation component. 

Inspirational leaders articulate, in simple ways, shared goals and mutual understanding of 

what is right and important. They provide vision of what is possible and how to attain 

them. They enhance meaning and promote positive expectations about what needs to be 

done (Avolion and Bass (2004). 

Items 4 and 5 of the same table show the comparison of mean scores of intellectual 

stimulation and individualized consideration between male teachers and female teachers ' 

ratings of their principals. 
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Accordingly, there was statistically sionifi I'm 
to cant (Ierence between the mean sores of male 

teachers and female teachers' ratings TI' I 
. 11S S 10WS that the mean Scores of female teachers 

(mean=J .12, and 2.91 for intellectual t' I' 
c s Imu atlOn and individualized consideration 

respectively) were higher than the mean . .. 
SCOle of male teachers (mean=3 .02 and 2.60 for 

intellectual stimulation and individualized 'd ' . . 
cons I eratlon respectlvely).tlllS means that 

female teachers perception on intellectual stimulation and individualized consideration 

aspects of their respective principals was higher that male teachers perceived to be. 

Item 6 of table-, compares the overall results of transformational leadership qualify of 

principals. According to the data revealed, there was stati st ically significant difterence in 

the mean scores of male teachers and female teacher's ratings. (mean=2.90 and 3.12 

respectively). This result was higher than the mean score of male teachers. 

Thus, as the total score of transformational leadership behaviour showed, it can be 

conclude that to some extent there were view differences between male and female 

teachers with regard to transformational leadership qualities of their school principals. On 

top of this, the claim of male teachers about the transformational leadership behaviour of 

their respective school principals was lower than that of female teachers (mean=3 .12 and 

2.94 for female and male teachers respectively). 
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4.2.3 Correlation Analysis of Leadcrshi Effc . . . 
P chvcncss with Gender Differences 

The results of the correlation analysis of I d . I . . 
ea els lip effectiveness and the gender 

differences are present below. 

figure7: Correlation Sh'ength Determinaf f C . . 
, IOn or orrelatlOn AnalysIS 

Correlatioll Strength Positive Valiles Negative Values 

Small r=.10 to .29 r=-.10 to -.29 

Medium 

Large r=.50 to 1.0 1=-.50 to -1.0 

Source: Cohen (2004) 

The range of possible correlation coefficient values is from -I to + I . ;\ i' ,".!:son r 

correlation value without a sign indicates that the relationship is positive. whereas. 

negative sign in front of the Pearson correlation coefficient indicates that the relationship 

is negative. A positive relationship means when scores increase (or decrea:::s) il1 one 

variable, they increase (or decrease) in the other variable- thus, scores change in the same 

direction. A negative relationship means the scores change in the opposite direction. 
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Table B.A Correlation Analysis of Lead h' 
< crs Ip Effe f . c Iveness with Gender Differences 

,-Categorie~-------------
Se~ __ I Effect~v_~~ess _ \ 

Sex Pearson Correlation 

Sig. (2-tailed) - 1 I .078 
1------ --- -- - -- -- . - -

. 178 
Sum of Squares and Cross p' d - 10 ucts 75.729 R.8 ~ () 

Covariance 
.251 .029 

N 
303 303 

Effecti veness Pearson Correlation .078 I 

Sig. (2-tailed) r-- --
.178 

Sum of Squares and Cross-products 8.880 173.088 

Covariance .029 .573 

N 303 303 
--- _--.-1 

As indicated in tab le 8 a Pearson product moment correlation was conducted in table to 

evaluate the relationship between genders differences in leadership effectiveness. 

Accordingly, there was a positive very weak correlation between gender differences in 

leadership effectiveness. However, the correlat ion was not statistically significant(r=0.08, 

sig (2 tailed =0. 18).Coefficients of determination = 0.61 %, this indicates that gender 

differences scores explain 0.61 %of the variance in respondent leadership eftectiveness 

scores. 

Similarly, most findings also had mentioned that there is no sex differences in leadership 

effectiveness. For example , Hollander (1992) stated that there is no gender difference in 

leadership effectiveness although," women being with an initial hurdle to attaining 

I 
" 9 ) 1 noted t11at "women and men do not differ in their 

egltlmacy " Powell (1 93 a so 
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effectiveness as leaders, although s ' . 
, Ol11e sItuatIOnal favo 

. ur women and other la vOllr men 
".In a meta-analysIs comparing the ffi " e ectlveness of f 

emale and male leaders ,men and 
women were equall y effective leade' , IS , over all bt l . 

, II t 1ere were gender differences slIch 
that women and men were more effe l' . c IVe III leadership . I I 

10 es t 1at were congrLlent with 

their gender (Eagly,Karaw . and makhijani , 1995). 

4.2.3 Analys is of va riances IANOVA Test! 

Table 9: Ana lys is of var iances IANOVA T t! B G . 
es y ender Differences in Leadership 

Effectiveness 

Sum -
of Df Mean F 

Squares Square 

Leadership Between Groups 4.309 3 1.436 2.545 
f-

Effectiveness Within Groups 168 .779 
.. 

299 .564 

Total - -173 .088 302 I 
--- I 

, 

Transformational Between Groups 11.546 3----1 - - . . i -
3.849 , 

8.996 
I 

Leadership Within Groups 127.926 299 .428 

Total 139.472 302 

Transactional Between Groups 3.922 3 1.307 3.961 

Leadership Withi n Groups 98.669 299 .330 

Total 102.590 302 

Laissez-faire Between Groups 11.880 3 3.900 3.534 

Leadership Within Groups 335.001 299 1.120 
--- .- -

Total 346.881 I 302 
_.0_0. - ! 

.. --- ------- -------

As indicated in table 9 analysis of variances (ANOY A) was conducting to evaluate the 

impact of gender differences in leadership effectiveness. Accordingly, there was no 

statistically significant differences between gender and leadership effectiveness (sig. 
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:=0.06). Eta squared =0.03 this impl· ·' '1 
leS t lat the effect ._ 

. . t d 3°/.' . Size was small and gender dlffelences accoun e /ovallance 111 the Ie d .' . 
a elshlp effectiveness. 

Other researchers agree and argue that mal I ~ 
. . . es ane emales do not differ significantly in the 

ways 111 which they lead (Leland 1991 ' Ea I & J 
' , g Y ohnson, 1990). 

According to the data in table 9, there was a stat' . II '. . 
Istlca y slglllficant dlffer-.;nl; -: .. Gdween 

transformational, transactional and laissez faire I d . I . . 
ea elS lip styles and gender differences 

(Sia , = 0.00, 0.0 I and 0.02 respectivel),) Ho I . 
b • wever, t le magllltude of the differences were 

very small i.e. Eta squared= 0 08 0 04 alld 0 0" C' fi . 
, , • , • • ..> lor trans ormatlOnal, transC\,,,,iulldl and 

laissez faire leadership respectively. This implies that to sonle e t ttl . 
c x en lere was an Impact 

between gender differences and the leadership styles of principals. 

4.2.4 Independent Sample Test (t-Test) 

As indicated in table lOin the next page, an independent sample test was conducting to 

compare the mean scores of leadership effectiveness with gender differences. 

Accordingly, there was not a statistically significant differences between the mean scores 

of the two groups (Male and Female) and the magnitude of the differences W(lS very 

small (eta squared=O.0060). This implies that the perception of the two groups (male and 

females) towards the leadership effectiveness of their leaders was almost similar. 
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T a ble to.An Independent Sample T est (t-T es t) Between Gender Differ e nces in leader ship E ffectiven ess 

r 

Levene's I t-test for Equality of Means 
\ 

T est fOI" I 
Equality 

I 
of I 

Variances I 
F Sig. T df Sig. Mean Std. Error 95% Confidence ! 

(2- Difference Difference lnterval of 
i 

the i 
tailed) Difference , 

I , 
Lower 1 Upper I 

! 

Leadership Equal 2.076 I . J 5 1 I - l. 350 30 1 .178 -. 11 726 I .08688 -.28823 / .05370 : 

Effectivene variances I 
I ; 

I i 
ss assumed I I 

I 

Equal ! 1.353 295.558 .177 -. 11 726 I .08664 .05314 I 
, 

I I 
variances not I 

, 
assumed I 

, 
I I I 

I I I I 
I 

, I 
I j , 
i 

I I 
I , , 

I ! j 
L -- i.. - - - --' 
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4.2.5 post -hoc test (multiple compal"ison) 

fllble1l.Multiple Compal'ison between 
Each Pairs of G roups (principal and 

feachers) 

..- Bonferroni Multiple Compadsons 
~- (I) Position Dependent (J) Position by Mean 

Variable by Gender Gender 
Std. Sig. I 95% Confidence 

Differen Error Interval 
ce (1-J) 

Lower Upper 

Leadership Male Female Principal .01770 
Bound Bound 

Effectivene Principal 
.22 175 1.000 I -.5713 .6067 I 

Male Teacher .34538 .15486 .159 -.0659 .7567 
ss Female Teacher .18433 .15429 1.00f) -.2255 .5941 

Female Male Principal 
Princ i pal 

-.01770 .22175 1.000 I -.6067 .5713 

I I 

Male Teacher .32768 
I 

.18500 I A65 -.1637 .8190 
Female Teacher 

--_.' 
.1 6663 .18453 1.000 

r--
. -.32 35 .6567 

Male Male Principal -.34538 
-1---- ----

.15486 .15 '.1 I -.7567 .0659 
Teacher Female Principal -.32768 .18500 A65 -.8190 .1 637 

Female Teacher -.1 6105 .09412 .529 -AI10 .0889 
Female Male Principal -.18433 .15429 1.000 -.5941 .2255 
Teacher Female Principal -.16663 .18453 1.000 -.6567 .3235 

Male Teacher .16105 .09412 .520 -.0889 AII0 
-- - -' 

*. The mean difference is significant at the 0.05 level. I 

As indicted in the table 11 a post-hoc test were conducted and to determine where the 

differences lie by making comparisons between each pair of groups (M[lle .. ;J r.;;male 

Principal, Male and Female Teachers) .But the differences was not stat istically signil-icant. 

Since sig > 0.05 .This implies that, even if the difference was not statistically significant, 

there was an overall difference in the perception of male teachers towards th" ! '~adcrship 

effectiveness oftheir male and female principals. 
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CHAPTER FIVE 

5. SUMMARY, CONCLUSIONS ANI) I~ECOMMENDATlONS 

5.1. Summary of Major Findings 

This study was aimed at assessment of gender differences in school leadership 

effectiveness of government primary schools of southern ZOl1e T' "R' 1 S Igray egIOna tate. 

Accordingly, the study was conducting to seek answers for the following basic questions, 

I, Is there any significant difference between men and women in their leadership 

effectiveness, in the Government Primary School of the Southem LUlle f'igray 

Regional State? 

2, What is the perception of teachers on women's schoolleaclership effect iveness. in 

the Government Primary School of the Southern Zone Tigray Regional .:>lalt'? 

3, What is the perception of female school leaders towards their own school 

leadership effectiveness in the government primary school of Southern Zone 

Tigray Regional State? 

In order to answer these basic questions, questionnaires interviews and document analysis 

, r., ' 48 MLQ-5Xself rater ane! L:» MLQ-were employed to gather the necessary \11101 mallon, 

" d' ""b t d fo ' principals and teachers respectively, SX Leader raters questIonnaires were Istl I 1I e I 

'1 fill d in and returned , Finally, the study All the questionnaires distributed were propel y 1 e 

came up with the following major findings, 
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1. Characteristics of the Respondents 

out of the 303 sample respondents, 29(9.6%) male principals, 19(6.3%0 female 

Principals, 125(41 , 3%) male teachers and 130(42 
, 9%) female teachers have been 

valuated as respondents during the study MaJ' 01' 1' t f I ~ I 
e . , yo · ) (49.8%) of the study 

'espondents were found between the age ranoe 0 10 29 99(') 70/ ) f' I ' 
I '" , J_ . / 0 0 11e I espondent were 

between 30 to 39, 49 (16.2%) of the respondent were betweel1 40 I 49 I d I 
o ca egory an 11e 

rest 4(1.3%) of the respondents were between the age category of 50to 59.Among the 

total of 303 respondents ,majority 125( 4l.3%) were between 5 to 10 years services, 

59(19.5%) of the respondents have served less than five years, 50(16.5%) Of the 

respondents were between 11 to 15 years' service ,40 (13,2%) were between 16 to 20 

years and the rest 29(9.6%) of the respondents were above 20 years of experiences . 

2. Descriptive Analysis of Leadership Effectiveness and Perceived Leadership 

Style 

l.As the findings of the study revealed the male and female principals, self-rating scores 

indicated that the most perceived leadership style in their schools were transformational 

leadership styles. In addition, they were found exercising their leadership in an effective 

way, 

. . i h " 10 more of 2.It was also disclosed that teachers perceived their pnnclpa s as a\ II '" 

i I tl ' ,I adership was also fairly good. transformational leadership style anc t 1at 1ell e 

. I' f gender differences in <;chool 3.According the results of the correlatIOn ana YSls 0 

there was a positive and very weak leadership effectiveness the data revealed that, 
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correlation between gender and leadershl'!) 
effectiveness b h 

, ut t e correlation was not 
statistically significant. 

4.According to the finding of the analysis of the 
variances, which was conducted to 

evaluate the impact of gender differences in school 1 d . ' . 
ea elshlp effectIveness. there was no 

spastically significant differences between oende' dl d .' . 
'" I an ea elshlp effectlvenc:ss. 

T-Test (Independent sample test) 

5.As the finding reveals, the independent sample test indicated that there was no a 

statistically significant difference between the mean Score of the I d C' I ! ma e an lema e samp e 

respondents on school leadership effectiveness and the magnitude of the differences was 

very small (eta -squared =0.006) . 

6.Post -hoc test \-vas conducted to determine where the differences lie by making 

comparisons between each pair groups of male principals, female pnncipals. male 

teachers and female teachers. Accordingly, the highest mean differences lie between the 

paired groups of male principals and male teachers, and female principals and male 

teachers. 

5.2. Conclusions 

Based on the m~jor findings of the study the following conclusions were drawn. These 

research findinas disclosed that there was no statistically significant correlation between 
b 

gender differences in school leadership effectiveness. The t-test analysis also revealed 
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I t there were no statistically significant d'ffi ' 
t 1a . I el ences between tl 

1e mean Scores of two 
roups (male and female) on school leadership effi ' 

g , ectIveness, According to the findings 

of the study, the perceptton of teachers towards females' h ' 
sc 001 leadership effectiveness 

d the perception of female principals towards th " 
an ell Own school leadership effectiveness 

were more of transformational. Therefore, based on th ·fi' , 
e mdll1gs of this study one can 

conclude that there was no difference in transfonnatio I I, I ' 
, n eaeels11p between male and 

female leaders who were at the same level of the position reo al'el I , I' b . I . 
be ess 0 ell1g se I-rated or 

observer rated, 

Based on the findings of previous studies which are conducted by differenl scLu:Clr~ (such 

as Manning 2002; Eagle and Jonson 1990; Wajcman 1996 and Vilkinas 2000, etc) and 

the findings of this study, it could be also concluded that, clearly we are in a period of 

transition in regard to our thinking about gender differences in leadership ~ l ) Ie:>, The 

cultural factors supporting differences in leader behavior are in a period of flux, 1t seems 

likely that as more women assume leadership roles and as sex role stereotypes fade away. 

the very notion of gender differences in leadership style will also disappea" \\ e will 

recognize that different leaders have different styles, but ,ve will not automatically 

associate one style with women and another with men, Males and females alike will be 

challenged to develop the type of leadership skills that will be neeekcl Lv kad the 

organizations of tomorrow, 
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5.3 Recommendations 

B
ased on the major findings and the c I' onc USlon of tl· 
'.' 11S study the following 

ecornmendatiOns ale forwarded In order to t· r s I engthen the .. 
.' . . POSItive aspects of primarily 

school prinCipals 111 school leadership effectiveness. 

The results of this study revealed that there . was no spastically significant differences 

between male and female leaders in school lead . I . . elSllp effectiveness and both groups of 

leaders are more likely to practice transforl11atio I I I' . na eacel shlp at gove' l1 l1k ', ' p:imary 

schools of the southern zone of Tigray Reoional St t 'fl . . . . b a e. lei e fOI , 111 order to strengthen 

the positive aspects of both groups of leaders at government primary schools of the 

southern zone Tigray Regional State; 

1. The concerned bodies and stakeholders of southern zone o'f T'· R' I S Igl ay eglona tate 

should be expected to plan, design and provide transformational leadership 

workshops regularly in order to achieve the desired goal s fur 5.::hools 

effectiveness. 

2. It is recommended that continuous feedback on leadership behaviours. 

performance evaluation and rewarded strategies ought to b-: !> l. :Ilgtllened 

transformational leadership behaviours displayed or practiced by both groups of 

leaders (male and female) for further schools leadership effectiveness. 

3. Most of the finding suggested that the perception of female teachers tv .\ al,!':; their 

respective female principals was higher than the male teachers perceived to be. Of 

course, the aim of the study was not to identify why such dimensions occur, but it 

may give some clue for future studies to give attention on such issue!> . · ~ · I k .. c:fore. 

the concerned bodies of the region also expected to make survey study to identi fy 
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WilY such differences OCcur. This may help the reg'ion to k tl f' f' 
now le gaps '01' uture 

improvement in the area to minimize the gap on the perception of the different 

groups. 

Even if, different studies approved that there was no significant differences 4. 

between male and female leaders in leadership effectiveness, different data of 

studies revealed that participation of females in leadership positions were still 

very low. Therefore, concerned bodies should be also expected to strengthened 

females participation on leadership positions by giving due attention starting from 

selecting leaders from a pool of candidates to placement of leaders (It different 

positions of an organization. 
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Appendix-A 

ov"ll1i~: -

;"11 f.~jjC/J'1: ;,.c:-/J ;'fllJ 

'i",e ,(:-/116 )lDc.JF ''/'f/''UC'I: fL''/' 

h?:11. ''/'fI''UC'l' ''/'AfI''') fl"fI"/)"qC'} ''/'fI''UC'l' 

H1 UlJ9"Vt. '} l' 00, 'th GD;" '"1:,1'/ 

1.-11 !rO·t.1 c; ~ hI!. t)1(H' .,.t'j"'~'l: 1I1i1n.?" on9°Ut.1: -

• ',II. m'rk/;:/' ',II. '11 ,/·P,lIoJ(,\· ''''}.It 6'1"'1 fcp',:i/"'ladlt. (1! t,.'/;J·:,· ouc'll.:,· 111(]1. C; J!-

!'UD(}"}'}: : 



111Ft! ,/,1: 

I, '/"IJ( 'l! uoC: If J.;j' 

U. m-A.:P'l! uoC:IfJ.;1' 

uoJIDCdr. ,!'..e 1->\'11 ;hkl; ·1·IICII.c:'9" II t'l (1/. ~'I"{J;F" ,{JIIMI~9"/i','} ,,"CfiCI! m'L-'H\;J' '}9",\IHI 

1·",I'I.(]· l""'P't'lw Af.: :f1t'l1,.rl~ H; f,1AO',. '\f. 1/'0 A 9'/>, rmAO. rm"'/L'I. '{J?"9"b-6 "X" wf, h'} 

'h'IH; hlJ:'I; (l;J. 'O9"6.,,~ f,"MfJ·/'I 

1. P:J' 

t'l . 30 - 39 '}rD {h.C] 

I {JIJ. 50 - 59 '}(m·)·D 

3. 'li9" (VI' :"/'1; _____ _ 

4. tlt'lJP9"/w1 "l"~~-)' _ _ _ _ _ _ _ 

5. >dl-t fl,-)· -)-j-t IIt'l9>9"/oJ'} "IA,?t'l":" ,,(Ill'} ___ _ 

o. cr f,'I: 119"t'l)'.1'1· C/m'9"UC (JIf, 9"/C/ rm9"UC/olllrr/l,/ P :J' ______ _ 



! 

'I'or>-C ODO"'~ >'not·C.l. i1A'l: 00 ,l..,·,). 000"'). :'><r'l (MLQ multifactor leadership 

~estionnaire rater form) 

pre,h nA ". 

A·(J'I: 11t'lMl o'tm~:!'r 1/'ho!.'\/'II~ u~'\;J':" lilt.vl:;J·,N M·r;: CJ J!, >,rmt-C." 11J!,);' II UlJ A 11'1: .,.I'J£]:" 

;.j't(l9" >./'101. 11 1'1/'111. 't (19"10 't 1/0uOI\"9" 'fl':j"FI' >,OlJt-C." "VI'} J!,1Ab M~ 1/'{IA?' .',I'J'f1 

JJ.(J,y.yo lI,}.(l9" II/'Im. 45 ".I'J£]')' CJ J!, ct:" ,1·YOUC'I:tI.yo >,rmt-C.',ICMI rmYOUCI 9"IC rmyoUC 

tO~rCJ J!, 11>.hA 'fl':j·'H· 'fl,VtihA 119" "1A}'f'l >dH: rmAO. UlJrn·,/a. (J'}m~1'r IMm. f.~~;J':" 
WIAP M~ h.'}'flA?J/~ CJ J!, "x" 9"A»:/' 'fl9" 'J.(l J!,"//'IIJ./'I:: uuA(). II J!,&.A 'r?' ?,'t'/'!1j!,'i'9" 

f,'IIIIA?'/~ 1 : 

/ 1 h'l9" 1'{){)(}- Y.t.~:r')' .(}--:;.~,} l'm·nA.?J uo"lftfJ. tp;J (JJ.f, 

I h~ C;.f, uoU?t.IJt uo"lftfJ. 

4 = h·ft, "III, lH'"I'(}C IAlwaysl 

3 = OD.(}tlad:i't· "III, l'1'"I'(JC ISometimesl 

2 = ~/1Y. ~"Y. "III, 1/1'"I(}C ISometimesl 

1 = ~/lft~/lft.1- l/')'"I'(JC IOnce in a awhilel 

o = l..fJ fTll, >l.f,')'"I·()C'} INot at alV 

N'h hJ!,8. b&..')·'} 'fl:P'},Vt ?d:n,:J'ClulJ9"UC OJJ!, 9"IClrm 9U UC />,out-C ,',1 h. ,y.yo f.t.~ :).,} CJ J!, 

>'!lA/Mll 1/"/MII· ·',I'J·fl 9"'r.P9" /M ;)':/' 

oU "III '1./ 

4 3 2 1 0 

1 1'," '}t/flc'/H, 'lot J!:;J/f-: ·(I'UU·(I rmAnn· :/'OlJC;h /J!,rmC;h?'/ 

I 2 >'1f.t'l-I; ,((1'/. lIt-;'d; 'Wr'}'p',' J!,/f-:·H'j·'}fi'j'} J!,"19u "lolJ·'};mn 

3 H,:J'r f1D' '/i"}t-:'. >"fI l(n&..1', f.~~ nl'J'fI l/flbd,· lI:P h.1\·1h.,\ :,·Ch. (JJJ!, J!,Ch. 

4 >"fI "&..m~ i1a,'I';J''''',} 9"'hCt.'1,Vt /f-: 1\. ,r:" nfl'l';J';"'t :"h,~;/' CJ,e 9"'/'(1 

lI'tCJ ,\1>' 1/fll]0l/,r I 

5 OIO't'l: 'J·P..N' >"(1 II,:J'r/JD·I\· tI·.,;),·)· '!lm·I/'fl 'l'h,~;/' IIJ!,9"U'\rn· 
, 

'(l a 16°'l. ~.f:IIJ!,·l: M'9" h.I\"9"IIl'} ~'fl '!I~9"'}I\"9"'}/CJI\"9"'} cp ,:J 6 'flrn·A." ~ 9" 
I 
I "rfI 1/UOI\"9"'}/l\o9"'} ,,"t.;/. 'Vfl.~;'· WI ,(I ';·1 t-

7 ".f:,\J!, (JJJ!,t}'} O)I'J~. ~'fI 1/"''' "II/' CJ J!, IIJ!,9"Ct}'fl h·.,:),,), 
,.. 

l 8 o1mH 1//f-::" d,·tI, >'1CJ ,(I ,,'r<"/JD·II· (j~tI· J!, CJ J!, 9"9"'1/'1'} 'I' 'ti?, I\o /h J!,8, 

19 >"(1 4-0A'I; >''tt.;J''} >,(JJ'};J''l~ IIm·m.;J·"" >,.l7't.'f11"J >1'11 9u 9u &-,),/9u 11t-'f1 
I 

2 



I 

,M1.CIIN''J,C' '}h ,h'lCr), I/f\" P'/'" r;}!., IIU'I)(',). 'J'6/y. 'J/, 'liT' 'co 10 " ' , ' " 01, ,f, IIU (,:,,/(: I 
,/'tIM" 

11 '}II:J'r(III' ',·,I!:lI:J" 1· OJ}!, 'I'} tH·r,: r; j!, (mJ.'JH· >,t..'lOm} ",'1r,:~;,. 'IIOJc'lJ'.' >,'lA 

'f1"/A 'I. r; J!, Y" ' }'/C " "''/',lI'' /h.~ ;J.,-,.; 

12 h ,:1'1' 00. lrr;"lI· 0'/"'1-1, ""}O:t'/ OJJ!, 'll} 1"? ;'·'l >,,(1 "III)". ",(1 h'H"/. Y",,(j.Y" 
I 

tJll6 /1.~J'1'9u (J:" it.A'1 9uO,J?,') fI'I'Y"'I; r, J?, IIJ?,Y"m'I'J,r:'} h.~:J';" 
I 

13 hlj:Ooo·/h
6
INlm· l/"/OAY" 6"'l"'l,1· "r.mAtd·'l l/°J(JC 'rMI '1l1H'm'A)', h. ~:J" 1' 

~cl'J r, J?, Y":" (j.'{J 

14 hlj~Ooo, ,,·n l/"/OAY" CDc'I'"H; 6"'lrI?:" 'Il;, ' t.:,·'} 'Il"/Ab'} r; J!, 9u:"rI?'r " 'hM\" 

/h,~:J"N 

15 ·n"/lI.il· r; J?, M :" .{J~'o,:,. ,,· 'ti;'/"';A'j >"11 Y" 'Il:J'6'} Y"(JA"IT}/' I"lohe'fj 

I 
'1I11"lClh r, J!, Y" r),'I~'} '}'lAA:" r, J?, Y" 61./oCl ' r'} h.~ :F,· 

116 h 6INlm-'} h~b(1l>·'} 11"/OAY" Olc'l '}-/: 0''7'',/,1· /a0J.'.Cl:,·/m,o,l/'} ,r1'l'wo J!, ' } h9" 

11~O(1D· "/Ab~ :" r, J?, 9U~f//(: h·', ;./. :/. 

17 ""fi"'A 'I; 't'/ tJD, 1'1. h l}:"'I"Y" O'}4:<Y>9" '}h'r',' oll. >, OJ '} :J-<e '1I1ni ~ rm .e>, J?, 

Y":"(j.'{J'} '}hncrI,· ,1.':''7 Y"':"'O). lffl~ M . .-A Y"~f/IC'} 

, 18 'I'fl r, J?, OJ'A':j,'t'/ "t."h,f''} 'I':"Y"'} 0l9.'t'/ 'P,'1I1"I, mmOl' r, J?, Y"ClA h.~:F'· 

119 'l'1I 'I'(1D'C 11"''' "t."h,C' 01J?,'1'} "t..v"r:" J.'.<l! c'lCl')' OJ'l),'fj '};h,r:a, m'A'" ()ofl 

1·h·t. ,)· bC'l r,J?, Y"9"t-a, ' } 9"(J(j.a,'} h·~:J-'1· 

1

20 r.mf.Cl'} :,.,(';"? Y"~'1q0Y" "'{J hJ?,·';' h,:I'r(III' l("'hl'l. OJc'I'H: "'l;hll't'/:J' ;,' 

"q;.';'Y"'l r, J!, Y" ,1"}ClJ!, '} Y""lm/1·'} ·n:"l},1· /h·~:J·'-"; 

21 h'oc J.'.4: M')' 'OH1AO:"'} 1/'/'}b'} r.mAhO· r; J?, Y"9u(j.;h'} 1I"(J(j.;h '} 

'0:"'}1·/h·~ ;./.,1-/ 

22 tl '?'r(1D' rI? a,lI 't'/;./. ,). '} :,. t,;./. ;./.,} '} (Jad':J':"'} '!l>,"/ClO' '}h,,(.(1D· (TO''')' 

I I 
(01'.111,,' y:()ll r,J?, Y"Y"(j.r),'} Y"(J(j.a,'} h· ~ ;J"} /·n·po"N 

23 "'0 1/OJI'l'i· O).I'J~ ;.1--1' hul'l·w. l(Ohl'l· r, J!, (1"(j.A '} (J~-9U"}ClC'} 1·:~";.I · :'· 

(ll J?,'l,} I} 6 (J, r, :,. '011 "lCl', &'1'1.""1 r, J?, Y"Y"m·I}'} '0:"0,:,' /'M ;./. :,./ 

24 >t'0 >tnt-C,I, h'l: fl,,1' :,.9"fo/: h~"':J' :" h~mo;. If'''h''' ClJ?,;J':J':" >\:(; ,':. 'I" Y" 

J?, hi\ 1i 1'1. '} J?, ~ :,. j1'. '} 

25 r, J?, 9"')'''JClC '} 1''''1,'} o,cn h9"":"'} >t1'l?'9"/OJ'} 

26 >dl l1-C,P Y"'I'{j (j.)'t.J?, h ' t 1'9"/": "'Ab",1' '}hr~mC '16t J?,l ' flo;·/(j. 
, 

27 tlll 11"':(> aom· t.!l: ",;.I':" '0;.1' £11'1: 1'''''1'/11'1/''/0' m·6it,;./·:'· :'·h·t.,:'· '}hu·fI 

~ 
J?,rmC rI,' '}f,,. '1. 

L 28 m·l'J~ '}9"'N1 >,J?,f.Af.'}fj"}f 0IJ?,'ll} m·I}" {)ofl "J?,hV}!r,'} 
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"iitloVanJ JlJ~'I!*06 ()"V06"4JUIoIt~" 

I,,/,'I':)'w'if ·/:..f::"""trw '.tJ)LU· riJ·(:·l,(Q·w :/·/06./: ./:1) :Pl U·1)7UII;'l.n Y:!>II'U' 911 I 
%J".·O·/:·(.7U'if Y.V·[(}IH. 'if '/"(. ,}V~ II;''7Vo6 «.!J '74{.UJ 1711 I 

'7/'!oIH'rJ" ;',.(:"<Q.[() 'lvo6n6(j· ./:'7"'. o6·JUQ/L «10 o6·J'<'~11 =1,/o6,/: ,/:1) =1,'{ £11 

'l,f,J"l.·OU·IJ·/'J Y.I)·[(}l.{t « '/'V:"" t '~.n6 'if.!J ;b.(.·W·(J) GlIJ 
11'/"1' :)1)« ·/:·(.1,'4 I,I.VLIJ· 1JcQ\( 'if",n6 ~1I 

1,/·OV.n'if '/:'(:'.'4 ·1:·UQU· 1,<)'7'10\( « cbVQv{. ,j'lI'JV 011 

·1.~rl,·O·I;··(.7UJ \1::Jl)l.{t ·VQv{. «V7UI,,/L U'4 ·1;'UQ.J,· 68, 

lw/'oIJ,/"I,« ·/:·(:v1>1' I/, J'7'w\( 'if.!J ,unit ./:U/"Q 881 

\(/'\<'<'IUJJ '/:'(:',4 '1:,UQU-·/:·(.v:,.,. '/III'II',/:·HL «\1'7V Vn6 L8 \ 

I,/·(J\.:n'if ,/:'.of,'{ I)J~IJ' ['('O~!J/L n6l.! :/././;-1) ,/;.1) :/.'{ ,/:.(.lwvQ 98 

'rJ"VbI'dV'OYJ"'d t+/o6'J-UI"Q o6Q~,/:{, 'l '!oUt,,/L ·1;'UQ./: 'if1J1./ 981 

'7/'!oU·"« '!oIPI;''if r 

,/:7't-l.·/: ·V(llH. V'7{.rw 1.('\<'<' JIJ\I' 'if.!J :,././:1) ·/:lJ :"'l U·I) 7UII;'lw IJ·,< V£.-
{'IJ/t·un'd\( .lJ.vn6 ~·lV'<'./.> ./:.(:.J-II;' ./:b'(J(1{, 8fJ. 

·1,b/{.·O·/:·(.7U,1 {,·m, YJ,HVl.nfH-t «"fIll I , 
{.u('Q~~I.{{. /1,-:)''11) \(/,1;,,( 1/(1,.(, :/. Y. ,~f I" {,u(,,,/,Q ~I)/I. u(,l.! « (wl.! :/.1/: '7V t.ut •. (I},HI. Z8 ' 

'1. ·~rl.·fl".'J·'d 'V v Q ":1.{ {. (/ v IJ/I.IJ. ./:.(: V.. ;b.(: {,In \( 'I:WV" ~8 

t\( /t 'lJ' ·I:·?'d t,f/ t ,I '<''t'i( u(, 'Hl '<' of,l.!{. .1:.(:·7{. \( -J VV'7 ,HI. ,/:1","0 08 

\(/,\~~:).'i 
I 

'I, VII u(,tj {,/UlVQ {,'/:V'll(i'1:V'~f ,IVv·?,.,!. ,/:.(: :~".II;''71) '/:'NI~ U-II 1,'< 6Z 



Appendix-B 

;"fl (!.}.iTc/)·I: ),J:-/) ;,nlJ 

~-,e J:-;)/~ 9"t!.;" ·/-:;t"IJC'i- a,l-

h'j:lt '?-9°ve'i- '1-A9"'} 9":;t"r'"i,,lfC'} ,l-rvc'i­

/,nC/ovf/"Vd-'} UJj~ f/" fJ ·l-.tI r:/mu:rfIIJ? '} 71°o-~J. ovr'"i,'i-,l-/ 

unl,'Ji1i6:-

lj'fi h·fl·t--·} C; ~ },ll. () '} (Fl' ·'-'H· ft>l: 1(tiTfi·r c/~rolr "} !fJ .e 

9lJn·}/.\ C/f.m rm lJt--"}:-

I (J" ,,/ ' , " ') 1' / , ," (11 ' )'(11"(,' " "',1,/"" /, {/Il /,, (,' , /, (//,;,,., ,+ ~\·I ·hl"/.\()' '~tI . (JIJ. '/I' "II , (/l .'", .( :/1. ." " 

'\ ~ I " . ' .' . , 1\ I' ! ' ( ! ( , \, . 



!llj:tl ,1,;: 

" ,I,,{. i,/'I: r,mG I: ;',-J' 

II. oN:\,9''I.' UI>GI:J.,-J' 

unyr'Cd .. ,1,,(:->1"11 :)'ad: " '/ICIl,r:'!I" "t'Im, i'I"II:)':" '/I'IMli,!I"li,'} '/II.:ti'e (/IIt.,'\~,;J' '}!I"~,!I'II 
:'·"lltn· '11,/'.'\1'1(/1 ~d~: :t'lt'l'IlTli '1'1: .1','1 A II '!. ~d~ 'IHIA9'li, "uAt'l, (/11"'11.'1, '11~"~"(,.o "x" OJ.", he} 

; >dJol; h l,:,,: (I:)' '1I~"O"ll,: .1',"/1'1/1./'/ 

1. f':J' 

u, "'(jlJ;J'y, o 
2. lJY:on 

U. 29 <}f/u:"'} :'·;/d:i,.'} D 1'1. 30 - 39 <}ou:,. D II., 40-49 CJ 

fIll. 50 - 59 '}ou:" 0 Il . 60 '}au:,.'} Aot'l)I"} CJ 
\ 3. 'li9" H,:" :"1,,: _ __ 

I 4. ,'1I9)'J"/U)'} "1 1),(,: 'r'/' _ 

5. >dH: {V" :"1": IIt'19'~"loJ'i "IA,')(\":,' I/au'} 
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I '1'00'(; 000"''1. ~,rmt..(;," flA'I: m'() ... ··1· 01>0"''1. :"'I''}. (MLQ multifactor leadership 

. questionnaire rater form) 

UDrCrll, nA 4-

~t'll": 'IIM·II (J·}mt.:rr '//'''':'''111', "'l,,:J.."I' /fl/:'I"/;:)' :I'/ M,l,: ",',1', >,O/'I .. C." 11.1' •• ':' //fmAll'/: ,',l)q:I' 

j 'h~(l9" M\(I),:: flfl//, 'jr'\I"/(J', '1/0lJ(J(\"\I" '1I':;,lF/. >,fmtre; ", "'/.II'} ,1'. 'IAo i.\~ ''''/I f.\ j)' ",1)'11 

'1,(I,f'\I" rt 0, (l9" IIflm, 45 ",')q:/, r; ~ (V/' :/'\I"UC'/;I1-\l" >,OlJtrC.',/C~\(J OlJ')"IJC! \I"/C fm\l"\JC 

h'}~I'r;,e 'II~,hA 'II';;,,}."/· '1I:,·'tihA 11\1" 111AP/'1 >1'11'/: fmA(J, fm(l)"/fl, (J·'II1t.:rr "flm, ~a:':F/' 

j'.1AP M~ 1\:HIA9'/~\ r; ~ "x" \I"An:I' ,(I \I" '/-(I ~"'fI/J'/'I:: fmA(J, II,et,A" '9' ~,'H'll~fj'\I" 
,e l/A A 9'11, : : 

I ,/ ~\ 1 19° 'U{JM1' f.t.P.;J"} .((:;,tH· llm,ntUJJ rmOM? tp;J OJ/!. 

hl} Cj f. unlnJ t.trl: UII"} II 'I. 

4 = h,l'I. "lib 'II:""NIC /Alwaysl 

3 = rm.(jII;ll'I;{" "lib '1I:I''',·nC ISometimes/ 

2 = ,11f. ,11f. "JIb ''':I''''flC ISometimes/ 

1 = ,/11'1,/11'1,1. 'II:I'''NIC IOnce in a awhile/ 

o = 6,'1"'1. /,.e·:I,O}·flC} INot at alV 

I -I'f<!l h,e·'L ot,:/", ,n:/'~:/"} ~\'/:/~,:J'C/rm\l"UC Ul,e \I"IC/fm\l"UC !>,rmt..C,',1 ~, 'Y'\I" ~t.'P,':F/· 

I >,'IA/MII ',,"MM· ,','HI \1"'1' j'\I" Ill,', :). :,. 

rm"'fI'J./ 

II 
I 4 3 2 1 

I 
\1 1 )", 'I 'jl/(lC'tH, 'lot .\': :)(,: '/I"IIU'(J (mAnO' :/'(mC ;h /.I',(Jue; ;h9'1 
II 

- -
2 >, 1 ~fl'l: ',ni'" flt..;,l"i: '(J 'I' " ,~" " ,1',c,>Vr)'." I i)", .1'. '" \I"'" (II"" I"'!', 

- t-- j 3 1/ .:J'I' (10, 'Ii '" t...} >1'11 'Init.i, ~t.:q M'(J '1/(1,),11· rt :/' i,.(I·li,," :/.(: i" 01,1'. ,('.U,. 
-- - ., r I 4 >, ,(I 'II t., fI1 <;, fl ad' :), :" 'j \I"'/lCtr'I:/", r,:(I. ,r:/, hrt'/';J':/", :1'11·1. :/' r;,e \1"'/'11 ~ 

'Inll Itl >, ,wn,"'I ,f' I 

I 5 olr'!'H; '1"'\ .e:/. /,,11 /I :J'I' ( II). fl . h, " :)' :/' '!I(II" I'II :/ '11·(. :/. II ,e \I" \J It (110 

6 '(J OJ' A 'I' ~ 9" '(J "lO",!, >\.(': fI,e'l: ~\ \"9" )'"r.."rlfl·} >1'11 'II >, \1"',(\"?" '} Ir; (\"\I"'} lt> :J 

>1'11 'IIVO r.."\I"'}/r\"\I"'} '11/ .. :/' :,,'ti,t.:" ,e 1'(1 <;'/ tr 

7 >\J~It,e (/I,e'I~ 01 1)'1, >,,(1 'II It 'I "ilL r;,e II,e?"C'HI tl,',;F/' 

8 O'I"'J.'/' ·W"::"fil,fI· >, 'II] ,(I 1/ 'I' 'I' (II), fl· lj~ (I . .e, r;,e \1"\1"'1/11'} 'I' 'tj ~\ (\" Ih ,e ,'t 
I 

I 9 >t'll 'I'OA'/; >,·}&,;F/· >,ul'i;J .le flm·m,:)·+ )',.l',"1. ' (PI >, 'II \1"9" t · ;h/9"1/(,,'1I 
I 
I 

2 

r;~ 

0 



I , 
I 
I 

",/l,C'II"/'I,!' 'H,:"M;:" 1/(\"9'/'1' r,' (', \I"'rIC':''':1,.o.I'' 'J' 'I""" " "" 
' " ""'" ,.. I (Ill ,,l', Y"":"IC 

,/"111,(\" 

I 10 

"-11 'UI:)'rf)u' "''(':1\:)':1' III,!', I,'} M·r;: r,.!', rmF.II:I' ),I..'/()"'/ ",,,r;:~:I' '/1010,(': ),I'A 

,(I"/A'/. Cj J'. II"','}C ""1i1,(\" /II,~:J"N 

r 12 11:)'1'(/1)' "/'Ii~,I\'IJ'/ff'i~: '/~ 'iil'f,-(/ ;:(), 'I'} -'1;"1,:/'" ~'rl~i.i,. >;,(1 tnll, 11"',0.\1" 

;/ 11t)0 1/.')'1'\1" (J:" i,,I.\I, 1I"C;il.!'." (J"'II"'I; r,',!'. I/,!'. \I"(II").\':" 1I,'I:Jo.'/. 

13 I1fj:{}(/u·/h"INI m' '/1"/11 i, II'; -;~ ml (II/ :':-), 0" AI d'l, "I-'J(! C '!'II'(I '(1')1-/' rm A i, !/' H ,:" 

'LC I , r,,e, \1":/' (HI 

14 tlr;:{}(1u. )dl '/I"/fli'll" Ul(!'i'I: o(l7"'/'} '(1:1'£'.:"" -(J"/A(]', Cj.!'- \1,,:/,(1'/'1' "'hi,(\" 

/h,~:J':/'/ 

15 ,(1"111),. r,)'. o(H' '(J:/"F/' 'Vti:H:t.\I) )dl \I"'(I ; )'(J', 1I"(JAflIT,foI"I"hc'lj 

'II'II"llli, r,,e. 1I";',,,r;:', ',!"JAi,:" r,)'. \1""1."11'1", 11"I;F,. 

\ 16 11 61."11m,'} hr;:o(1u,', '1/"/(Ji,II" Ulo'H; (J",/fI,/:" / rm).'.q,-";o"o, 'l/" '(rI;fI"g:, 11\1" 

'Ill/! {} (11). "I A () H· c,'.I'. II" {,: (/ I c: 11-',;) .:,. 

-- -I- I---+---I----j I 

I 

-'---- I-I---I 

\I":"t--/)'} ',hOL", Y:"'/ '!"·''''·m· 'Ini', tJ.l':A !!"r;:"ICj f i 

!--- --- - - +--4 
If 18 1/'11 CjJ'- (I)'A':i,'lj )IO"\J~' 'I':/'II~'~._ (;;'~~ -;>;"'~~~/~_I~~~~I~ _'7,(" ~ '~I~ T~', )::f~= -~ _:_ J - 1- -1--1 

19 !/'II 'I'(1U,C ' 1I11~ )1(.)1/,,(' ()),el,,~ ),0\.1/:)1 F.'/: olH· (JI'U,'lj ',a .. ('::" (f)'A'/' ()'(I r I 

:t-t,.t. :,. 'M:I, Cj J'. \1"\1"&.,.,,', \I"(J( .. :" 'j 1/. " :J-.'/. J __ -' - 4--+---':f---l 

20 o"F.Il;/' :/'.1/:"'1. 'I"(,:']'/"!!" >1'11 11,e.,':. h,:J'I'(1u. ',/'Ii'd,· Ulo'H; '''lall\'lj:)· :/· 

>,:F ,';''I''!, Cj ,e 11":/",11)'.', !!""Iml'~/"} '11:/'0,:/' /h·', ;1';/'/ 

21 

22 
, 
'I 

1/ ;J'r(1D. (IT/;h 1\ ·'1 :)':/", :/'r{,;1' ;)':"', (J :/d' ;.)-,'/. '} ,rp, "II] 11· 'H)" t. (II). (/1).1\.,\ 

(flO,, ' " 'I.'(JI, Cj,P. \1"'1"( .. ;/,', \I"(Jt-:h'} h·',;J·;/' /-O;/"H'/ 

23 
I 
I 
I 

124 
I 

:1 

I 25 

26 
-

27 

,~ 

II 28 
, 

>1'11 'HOlM· (f). ')', :). ,'I' hI! i\ · (I). ',(tit"',· r;.I', '/" o· f.\" (J', -\I''''} II Ci '/·:f 1\;1' :/. 

Ol,el,~ ()O/t"l':/' '0'1/"/11/, 1..1\,'1'" r,',I', !!"!!"(fl")" ,n:"'H' II,.', ;)' :u 

-'c- - -----·-I--- .! - .. - .-----f----l 
>1'11 Mlt-C·ll II'!: 11,.'/' ;/~u /'/; b7,::{'~)-·-,'i·-)i{I:IIlt;. - 'i ·i'li'M'. 11,1'.;)';1"' :" >",:,':.'/"\1" 

,ell"-1iIl·'; ,e,r;::"j')'.', 

3 



I, 29 M'l'll IIA>. :" !'It, ad';;: ;J ::" 'J/'hU\fI \~ .1': fl.,:" ,) "'~\-;:fI. -:;:, :,-;;.}-t1-;-'1;-:fI;;:'/ ::-·} "'!~III:::"-'-:-' fI.:-:,,----,--,---,---.--­

,1/: (::e.:>,./>, 
'-- --,,---
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