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Abstract

The purpose of this study was to investigate gender differences in schools leadership
effectiveness in Government Primary Schools of Southern Zone of Tigray Regionul State. A
descriptive research design was used (o achieve the purpose of the study. The research sample
was composed of 48 principals and 255 teachers in primary schools of southern zone of Tigray
Regional state. These samples were drowning from the total population using simple random
sampling, Proportional and disproportional sampling technique. The data gathering tools for
this research were standardize questionnaire. Both the principals and teachers completed the
self-rating and rater form of the Multifactor Leadership Questionnaire (MLQ-3.X) respeciively:
The response rate for this study was 100% for both the principals and the teachers. Dala
collected using these instrumenis were analyzed using descriptive statistics and [-lesl. Besides,
correlation analysis was used for the quantitative data while thematic analysis was used to
analyze the qualitative data. Finally, the study revealed that there was no statistically significant
correlation between gender differences in school leadership effectiveness. In addition. the
finding further unveiled that both men and women principals more likely (o praciice
transformational leadership on their school leadership effectiveness. Therefore, bused on the
Jindings, it was concluded that there was no difference in transformational leadership between
male and female leaders who were at the same level of the position regardless of being self rated
or observer rated. Therefore, concerned bodies and stakeholders should be empowered to plan
,design and provide leadership trainings that enhance transformational leadership regularly in
order to achieve the desired goals of 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, limitations 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. I'nen 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 or sc.ouis 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 o 1icasure
effectiveness and the extent to which these criteria are dependent on the objectives and
values of the person making the evaluation.

Leadership seems to be consistently associated with the so-called masculine atuributes
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 « study 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 to tis. inruger
(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 leadership of
schools or education. Singleton (1993) also underlines that effective management

requires a balance of feminine and masculine skills. Moreover, Gray (1993) identifies a

(O]



feminine nurturing paradigm and a masculine defensive/aggressive paradigm (o 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,
(1993) in their studies state that both masculine and feminine stereotype ¢ «litics are

important in leadership.

The perception of different community groups toward women’s leadership efl:ctiveness
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 locted atina
positive manner in leadership positions. For example. Eagly, Makkhijani. and Klonsky
(1992) found that female leaders were evaluated slightly more negatively than male
leaders. In addition, the research findings of Russell, et al. (1988) proved that . viien 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 which w oiici 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 being much

more caring, consultative, collaborative, collegial and communicative than men in similar

(O8]



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

of Tigray 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

4



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. In 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 and 22

female principals in 176 primary schools.

This study tries to explore the reason why women principals are few in the Southern
Zone of Tigray Regional State. It also assesses the perception of the members of the
school communities and local administration towards women leadership and 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 Government 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?



Fig.1 Conceptual framework of Gender and Leadership Effectiveness

Gender Difference I , —
(Male vs. Female) B> | Lcadership Effectivencss
Independent Variable l e
Dependent Variable
Determinants of thes | —

Relatinnchin

Transformation Leadership

Transactional Leadership

Laissez-Faire Leadership

1.3. Objectives of the Study

1.3.1 General objective

The main objective of this study is to investigate the gender difference in school
leadership effectiveness of government primary schools of Southern Zone Tigray

Regional State.

1.3.2 Specific Objective

This study is intended to achieve the following specific objectives:
1. To assess gender difference in school leadership effectiveness of guvernment
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

effectiveness.

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 exami..zd in 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 tlic siudy.

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 scctu.s wo.

The findings from the study may also add some theoretical backgrounds to the existing
ones on gender differences and leadership effectiveness in school leaders. ihus, this
study would contribute to increase the frontiers of knowledge by providing additional

insights to the existing ones.



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 (o only 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 iw this 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 effectiveness.

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 (Avoilo, 2004)



Effective Leader: is someone who motivates a person or a group to accomplish more

than they would have otherwise accomplished without the leaders involvemient.

Leadership: 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 report 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.



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 discussion 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 ”
(Tannenbaum, 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.301). 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 between the
10



leaders and followers, the motives of influence whether it is for the bencfits 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 positive i 1. gative
outcomes of the influence to the group and organization (Yukl, 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) taled 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 delined .bjcctives
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™ nceds 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 deiinition of

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

11



work enthusiastically towards achieving objectives (Key and Case, 1990). Thus,
Organization performance depends on a large extent, to how resources are allocating 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 part 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 class 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

1)



proposed. most of the leaders 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' (Yukl, 2010).

Trait Theories

Similar in some ways to "Great Man" theories, trait theories assume that people inherit
certain qualities and traits that make them better suited for leadership. Trait theories often
identify particular personality or behavioural characteristics shared by leaders. If
particular traits are key features of leadership, then how do we explain people 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.

13



The meaning of this theory is that the same leadership attributes are appliculle 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. 1uuke 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; thev 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 alono 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 this theory was built. Apart from the
leadership theories and styles, which were proposed earlier, the basic leadershin ideas

remained the same.

Behavioural theories of leadership are based upon the belief that great leaders are 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.

14



Contingency Theories

Contingency theories of leadership focus on particular variables related 10 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, qualiues 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 theorics 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 that there
are different styles of leadership, which changes the situation. There are three basic
things in a situational leadership; the foremost thing is that the relationship between the
followers and the leader must be healthy. The followers must like the leader o0l Support
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 tasl niust be
specified in details, as this will 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 position of the leader.

-
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Transformational and Transactional Leadership

Researchers in the beginning of the 1970s emphasized transactional leadership (Levine.
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 et 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 parallel to Burns’s (1978) distinction of
transformational leadership from transactional leadership (Bass and Avolio, 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 er 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
16



revolves around an exchange relationship, in which subordinates’ obedience is exchange
with likely compensation (Nguni er al.. 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 inspircs suhor 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 subordinates,
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 et 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), which has 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 build upon 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 leadrshi i) les™ in
which a leader utilizes these two kinds of leadership in combination to be successful
(Bass and Avolio, 2004; Grosso, 2008). Moreover, Burns (1978) argues that
transformation is always for good; whereas, Bass contends that it could be a good us 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 .0l cnough
requirements for transformational leadership (Yammarino, 1993). 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 iv: thie good

of the group or institution (Kuhnert, 1994).

Furthermore, transformational leadership enhances transactional leadership .o 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 perceived efficiency of the leader (Bass au. ~volio,
1990). Whereas, the transactional leader alone sustains the status quo (Bass. 1985: Hater
and Bass, 1988). In transformational leadership, the leader engages with followers to
develop them into leaders, and this process might be bottom-up (where floliowers
influence their leader), between two followers, or top-down (Bass and Avolio, 2004).

On the basis of a number of research articles (Avolio ef al., 1999; Bass and Avolio, 1990;
Hater and Bass, 1988) and books by Bass (1985 and 1998), Bass and Avolio (i>9+), Bass
and Riggio (2006) and Gill (2006) on transformational leadership, the following four

dimensions of transformational leadership have been identified.

Charismatic 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 willpower, 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 their benefit
(Bass and Avolio, 1994). Moreover. these leaders are believed 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 ! »idors 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 facets vhich 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 gou!. (Levine,

2000).

Inspirational Motivation: This is considered an aspect of charismatic leaders!.ip (Nguni
et al., 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 spirit ol the 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 responsive v arising
issues, with no demand of trusting compliance from subordinates, and makes

subordinates more commanding by supporting them to meet the agreed goals (Levine,
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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, 2010).

Individualized Consideration: 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 es 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 authors/researchers 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 ef 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 (2010), 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.

Contingent 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, 2010). The transactional leader decidec a contract
with 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 ef al., 2006). Contingent reward has 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 2spects for
achieving subordinates” satisfaction, excellent performance and growth (Bass and Avolio.

1994).

[n 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 efforts/time invested to the institution because these countries 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

(8]
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families and institutions (House e/ al.. 2004). Performance orientation refers to the degree
to which a society has a culture of compensation for team members for defining and
accomplishing challenging targets; whereas, in-group collectivism is concerned about the
extent to which individuals are attached, devoted and loyal to their organizations and

families and can make sacrifices for them (House et al., 2004).

In some other countries, for example Iran, Philippines, Malaysia, Indonesia, Thailand 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 collectis i which
means that, the people of these countries have strong bonds, loyalty and concern for their
families, institution and community (House et a/., 2004). Humane orientation refers to the
degree to which a society or culture encourages the individuals to be fair selfless,

generous, helpful, considerate and sensitive to others (House et al., 2004).

‘Management-by-exception’ entails constructive criticism, unconstructive .oiiments
and reinforcement, and is discussed in two different forms ‘active and passive’
(Northouse, 2010; Bass and Avolio, 2004). It is less productive compared to the previous
leadership dimensions but is needed in particular circumstances (Bass, 1999; Buss and

Avolio, 1994).

Management-by-Exception (active): A leader using this form of leadcrshiy behavior

keenly observes subordinates’ performance, maintains records of mistakes and deviations
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from criteria, and takes measures to correct these as required (Bass and Steidlmeier,

1999: Northouse, 2010).

Management-by-Exception (passive): A leader, who adopts this form of management-
by-exception remains inactive until inaccuracies and deviations from benchmarks 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-faire leader 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 interested in
supporting subordinates to fulfill their needs (Bass and Avolio, 1989 and 1994). With this
sort of behavior, the leader does not facilitate subordinates to develop and there is no
transaction between 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. In 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 ef 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 and 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 targets (Bass
and Avolio, 2004). Bass and Avolio (2004) further state that transactional leaders in their
corrective role concentrate upon 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 and 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 transformational and
transactional leadership approach. However, it has an appeal because of its concemn for
change for people and its visionary aspect (Northouse, 2010). In 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

26



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. this sort of
leadership includes moral and ethical aspects to leadership. which makes it distinctive
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 ef al., 1993).

Laissez-faire leadership style

This leadership style exerts little or no influence on the group. In essence. these groups
are a collection of equals. 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
etal (2009) there are various ways to measure the effect of leaders on subordinates and
organizations. Although, the behaviour and personality traits were probably play a 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 ¢ Daniel
Goleman identified effective leadership at his article in Harvard Business Review (2001)
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 matter 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 th. it..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 must «ilso 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 beti - s.tisfied
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 approacli™ different
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 esscntia! that 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 are tlic 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 o! fuictions
that principals are expects to perform daily and often simultaneously. The maintenance of
quality and standards in education depend largely on the extent to which they effectively
carry out their leadership responsibilities. Itsueli (1995) opined that the schod! leader 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 0 p.ocure and

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

programs.
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Recently. the phenomenon of leadership has been the subject of considerable attention
and extensive study by theorists and researchers in a number of disciplines. ITumphreys,
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 appe:r c[Tective
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. Efficiency is ~o:-erned

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

Effective leadership in this regard will very much depend on the principal’s l'novledge,
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 connection have 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 effective.
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 'he vision,
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dedication, and integrity, is creative and open towards new approaches and towards

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

will take responsibility for failures. Effective leadership is at the core of every successful

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 desirable future.
Chanle (1991) describes vision as being “the fore of the dream towards which effective
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 future 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 change as an opportunity for growth rather than obsiacles.

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 nced 1o achieve
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 achievement data a: ! 11, -asure
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 enlivenment.
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 systern and they
ensure that and groups are engaged in a common goal and moving in the same direction.
Effective school leaders create partnerships with different organizations to enhance the
learning and preparation of teachers and school leaders. They recognize that leadership
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 continuous growth and development of individual who acknowledge and share

responsibilities for high academic achievement of all students.

Demonstrating Ethical and Moral Leadership

Effective school leaders are moderns of ethical and moral leadership. They project
integrity by promoting and supporting on environment where students and scaool 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 relationship buiid on trust
improves the quality of life for all individuals. Leaders with integrity are focused and
purposeful, and are always attentive to being consistent with what they pay and what they

do (http://www.highered.gov/ocue/school leadership.htm).
Involving others

Effective leadership has been note as ensuring that others are relate in the process or a
participative 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. Ruttier et al
(1979) noted the importance of ensuring that all teachers feel represented ai.. it their
views had been taken in to account. Of particular importance is likely to be the
principal’s motivation and use of a senior management team, and work with department
heeds whose role as middle managers is of crucial importance in deteriiniag schools

outcomes (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 (Wajeman, 1996; Vilkinas, 2000). In
sum to this, “Effective leadership is not the exclusive domain of either gender and
both can learn from other.” (Appelbaum, Audet & 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 article 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

transformational leadership than male managers. Meaning to say that, women tend to
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ractice ; i Spab: e : :
pra 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 who
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 participative leadership
more than men (cited by Yukl, 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 (2001) carried out a study in a department slore to

examine whether gender-typing of organization context will influence the leadership



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.5). 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 poorly.
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, managerial skills and they were more consensus-oriented. However, let us
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 differe i 3 . , _ a
el ifferently in the eyes of superiors and subordinates (Tannenbaum,

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

high in 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 Yukl. 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 effective 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 supervised a
higher proportion of male subordinates or when a greater proportion of male ratters

assessed the leadership performance.

In same empirical research supports small differences in leadership style and
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 in 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 leader 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 selfless whereas
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 conducte ! by Eagly
and Johnson (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 females. Therefore,
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 /aissez-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 atti’butes 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 and 12! 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 oriented " cliviour,
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 wouiicn lcaders

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

rge in resear o Tmat : Mogn
emerg 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, 2001) 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 but 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) Eagly et al.’s

(2003). Men were also higher on lassie faire leadership (exhibiting widespread absence
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nd lack of inv S 3 ;
dHCHeS olvement). These sex differences were small, but prevailed in 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 MLAQ, 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: Ragins, 1991), the sex effects did not
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 but 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 al., 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 by means of

42



e spill over internalizati
the sp r and internalization of gender-specific norms, which could facilitate

women’s focus on t S D y ]
he 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 implications 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, 1996).The norming study
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 transactional leadership, and (b) laissez-faire leadership.

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) aftest to women'’s abilities. Thus, research on transformational,
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transactional, and laissez-faire leadership styles does suggest female advantage, albeit a

small advantage.

Different studies have been done to explore the 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 higher in consideration
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

44



n leadership factors that _ :
0 P lactors that have been shown to predict individual. group. and

organizational performance(Bass & Avolio,1995). Hence, this study would look into these

issues and ftry to e . : .
y Xplore 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 deumuon 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 1o 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 clfec. 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 direct wiatch their

leadership styles to that developmental level.

While many different leadership theories have emerged, most can classiliea as ITaits,
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 school readership
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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. Research Design

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

school leadership effectiveness in Government primary schools Southern Zone of Tigray
Regional State. A descriptive survey method was employed. As Best and Khan (1999),
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 (conditions.
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
teaching in 176 Government Primary schools, both male and lemate school

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

schools.
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Thus, the total number of teachers working in those schools were 2446 (out of which

male 1399. and females 1047) and the (otal number of leaders 166 (principal and vice

principals) were the target population of (he study:.

3.2.1 Sources of Data

Both primary and secondary sources of data were employved 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 principals

3.2.2 Sampling Techniques

This study was designed to examine gender differences in leadership effectiveness 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 carried 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 rupg] schools were the sample schools, On top of this, the

wing sam : BS Wit :
following sample procedures were employed in the selection of individual respondent for

the study.

w : : i
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).0ut 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 principals were
selected using simple random sample techniques in order to give equal and independent

chances to the participants under study (Best and Khan, 1993:1 13).

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 group( femalel25 and male 130). Thus,
to maintain fair representation of male and female respondent from the population.

teachers were selected using simple random sampling procedure from a list of population.
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3.3 Instruments of Data Collections

data ing or this r . : : :
The a gathering tools for this research was questionnaire and document analysis.

Questionnaires were presented 10255 both female and male teachers and 48 both female
and male school principals. In addition to this, documents that tell about the exact 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 utilized the Multifactor Leadership Questionnaire MLQ-5X (short torm).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 (Bass 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 questionnaire
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items on a S-point Liker .
i p Liker scale. T hey were asked to rate how frequently each statements fit

the behaviour (Style) of the leader they are describing. The scale ranges from v, frequent.

Mol SRS iedUenl IS notalwey s iR el billyifor e e

leadership factors scale ranged from 74 to .94 (Bass and Avolio, 2004). An alpha level

0.05 was used as the level of significance for this study. The statistical significaiice of the

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 Procedures

The questionnaires were prepared in the medium of English language, then after
translated to Tigrigna language to minimize 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 WEO 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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"hen, the final questi ir S :
Then, questionnaires were disseminated for the selected subjects and interview

made with the intervi s el
Wil the interviewee. At last, the distributed 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 interval 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 three or more variables simultaneously. (Cohn,

2000:215)

The standard for statistical significances is (¢=0.05) that a correlation of this size for the

population would occur by chance. Thus, 95% confidence on the results the correlation
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fficient of vari ]
o ariables of this study reflect a true statistical relation, not by chance.

Moreover, the t-test for independent samples used to determine whether at selected

probability level, a significant difference exists between the means of two independent

samples.

A one-way Analysis of Variances (ANOVA) was employed when there was two factors

acting as independent and dependent variables. Hence, for this study gender was

independent variable and effectiveness was an dependent variable. Therefore, using

ANOVA 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 issues.

3.6 Ethical Consideration

For the purpose of this study, ethical considerations are seen from the researcher side.
First, the researcher was considering the relevance and usefulness ol the research
undertaking and able to convince others. Second, seek informed consent of 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 information
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 acuvitics that



cause harms to the particin: ; .
participants that might involve things such as discomfort. anxiety.

L O O Lo demeaning or dehumanizing (Kumar 1999:193)

ence, research bi ovisi G
i J > bias, provision or deprivation of a treatment, using inappropriate

rescarch. methodology, correct reporting divergent from the response of the participants

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 data. 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,

ANOVA 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 principals w (cachers
in Southern Zone Tigray Regional State. Consequently 303 MLQ-5X /Rater and Self
Rater /questionnaires were distributed for sample principals and teachers. At the end of
the day, all the questionnaires distributed for principals and teachers wer: (1112 tn and

returned.

Figur2: Characteristics 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 involved during

the study. The data shows that female and male participants in the study were same what

balanced and encouraging.
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Figure3: Characteristics of Re

Spondents by Age

Eoupto 29
El30to 39
4010 49
E350te 59

Figure 3 indicates that the age categories of respondents. Accordingly. out of the total
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 position. Accordingly. as

indicated in the figure, the majority 130(42.9%) of the respondents were female teachers,
125(41.3%) 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 female teachers in teaching were very high in the southern zone of Tigray

regional state.
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Figure 5: Number of Respondent by Service Year
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Service Years 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-Factor Leadership

uestionnaire (MLQ- . o :
Q (MLQ-5X) was used. This standardized questionnaire has 45 Likert scale

type questions ranging from o, not at 2| to 4 frequently, if not always.45 descriptive

estions clustered i gL o
qu In to 12 leadelshlp characteristics. There are Idealizeu 1ntiuence

(Attributed) total 4, Idealized Influence (Behaviour) total 4 | [nspirational Motivation

total 4, Intellectual Stimulation total 4,Individualized Consideration total 4 ,Contingent

Reward total 4, Management- by-Exception ( Active Jtotal 4 , Managcment-by-

Exception(Passive) total 4 Laissez-faire leadership total 4 , Extra Effort total 3,
Effectiveness total 4 and Satisfaction tota] 2 descriptive questions. In this full range of

leadership continuum, Transformational Leadership has 5. Transactional Leaucrship has

3 and the last laissez-faire Leadership has 1 components.

Finally, to determine the magnitude of opinion differences between respondents, 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 will not
apply to fields, designs, or contexts where the usually expected effects are eight lnraer or

smaller (Moregan et al, 2004)
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The result was interpreted using the mean and standard deviation of leadership
effectiveness and the percejved leadership styles by principals and teachers. The result of
Pearson product, correlation moment, ANOVA, t-test and Post-hoc tesl (multiple

colpansons)analysis isi between the genders  differences in school leadership

effectiveness were also discussed in this section of the study.

Figure 6: Effect size Determinations for t-test Results

Effect size Magnitude
d= 1 1.00C Much large than typical
d= .8, Large or larger than typical,
d= .50, Medium or typical and

d=.20 Small or smaller than typical

s e

Source: Cohen, (2004)

4.2.1 Analysis of Descriptive Statistics of leadership effectiveness

Tablel.Descriptive Analysis of Leadership Effectiveness self-Rated by Male

Principals
N Min. | Max. | Mean Std.
Deviation
Transformational Leadership 2915300115385 3.3897 | .19520
oy . SR 1 ) gL | g/ | ’) ol 2
Transactional Leadership 29 | DEBINISR S 2.9540 | 2951

|

S

Laissez-faire Leadership

Effectiveness 29 1.50 4.00 3.241¢ 51963

Valid N (list wise) 22
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Table 1 indicates that the mean ang stand

ard deviation of the leadership effectiveness and

the perceived leadership style of male Principals . Accordingly, the mean score of the

ship effecti : g
leadership IVENess was rated by male principal was 3.24 and the more perceived

leadership style was transformationa] leadership style (mean=3.39) which had the highest

n score. This impli =
mea plies that most of the male principals 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 stvle was the

highest score from the others styles of leadership. This also indicated that 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.

Furthermore, transformational leadership enhances transactional leadership to 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 :
members, and the institution, in addition to improving

satisfaction with and the perceived efficiency of the leader (Bass and Avolio 1990).

Table2. Descriptive Analysis of Leadership Effectiveness self-Ratting by Females

Principals

R R IR ‘N[ Min [ Max | Mean | Std.

| Deviation

Transformational Leadership 19 2.00 | 4.00 | 34684 | 42727
Transactional Leadership 19 242 | 3.83 | 3.0746 | 33089
Laissez-faire Leadership 19 |00 | 300 | 168 | 98731
Effectiveness 19 2:25 | 425 ("8i2237 | 57670
Valid N (list wise) 19 i

o =iy [ AN X

The table 2 shows the mean scores and standard deviation of the leadership effectiveness
and the perceived leadership style of female principals rated by them. Accordingly, the
female principals expressed about themselves by scoring the mean value of 3.22 for
leadership effectiveness and the highest mean score 3.47for 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. hich 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 mesz " .
Pl mean score of 1,62. Thig implies that most of the female principals

did not found exercising laisser-fajre leadership style

A study by Burke and Collins

: ‘ (2001)  which used Multi-Factor Leadership
Questionnaires (MLQ) as leaders|

1 :
P assessment model showed that female managers

ere more likely t -acti B e
W Y 10 practice transformational leadership than male managers. Meaning

say that, women t - : .
to say the tend to practice  transformational leadership and use their

interpersonal skills inf e s
nterp to influence subordinates, providing encouragement in problem

ving, givin : :
solving, giving  support and coaching so that they could assist their subordinates 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 LeadeElﬁlﬁiF- 75 | .30 3.000 [ 2.8253 l77050 bt
Transactional I;é‘avcil—e»rél;iryr'w e s 7383 2.6730 65662
Effectiveness 75 - 2500 [ Aa0eR2e 1‘"'.’8"6'454_'_ 7
Laissez-faire Leadership 75 .00 5.00 2.0667 1.07044

Table 3 indicates the rating scores of male principals, which were rated by male teachers.
Accordingly, the male teachers considered that their male principals leadership
effectiveness was fair (mean-2.89) and they perceived that their principals were

exercising more transformational leadership (mean =2.83).
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Next to transformational Ieadership style transactiona] leadership style of malc principals
was also perceived positively by male teachers The least perceived leadership style of
male principals by their male teachers was laisser-faire leadership (mean=2.07).
However, the standard deviation of laisser-faire leadership style was the Lighes: standard

deviation from the other leadership styles in table 3(SD=1.14).This implies that there

e same male teacher cei : s
WERC; hers who perceived their male principals leadership as laisser-faire

leadership style.

Tabled. Descriptive Analysis of Leadership Effectiveness of Female principals Rated

by Male Teachers

N Min. | Max | Mean Std.
Deviation
| Transformational Leadership } 50 [ 1.25 | 3.90 | 2.9030 65430
Transactional Leaaglv'gh_ij? TRE T 50 | 1.00 ‘\,"3,8?—%"2.7361 | 59429
Laissez-faire Leadership i 50 .00 5.00 .*__1.:§46.(.)_,, SR
Effectiveness 50 | 25 [ 400 [ 29300 | .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 of the
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leadership effectiveness w TRra
: P as 2.93.This implies that the female principals were perceived
more of transformational

and t ; ‘cisine it ;
hey were CX€reising it in a fairly effective way.

According to the result, transactiona] leadership style was also the next leadership style of

the female principals used by the male teachers (mean =2.74), laisser-faire leadership

the least perceiv SR ot
s el ed leadership style male teachers of female principals with mean

score 1.84.This implies that most of male teachers did not perceived their females

principals leadership as laisser-faire leadership style.

TableS. Descriptive Analysis of Leadership Effectiveness of male principals Rated

by Female Teachers

N Min. Max. | Mean ’ Std.
| Deviation
Transformational Leadership '-——f——ég | 5 | 3.90 2.8537 | .69348 |
| Transactional Leadership 68?55 383 27471 | 63639
Laissez-faire Leadership 68 .00 3.75 2.1287 T e
Effectiveness 68 75 4.00 2.9583 | .73379
Valid N (list wise) 68

As indicated in table 5, female teachers rated their male principals as they were found
exercising effective leadership style. which was more of transformational leadership style

with a mean score of 2.96 and 2.85 respectively.
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The next leadership style whi .
P style which was perceived by female teachers of male principal was

transactional leadership style with mean score of 2.75. Laissez faire leadership style w
ik ' e was

the least perceived leadership style by female teachers of male Einoipals (C=2kl5) MhTs

implies that most of the female teachers were not perceived the leadership styles of their

male teachers as laissez faire leadership styles
Table6. Descriptive Analysis of Leadership Effectiveness of Female principals Rated

by Female Teachers

-

N Min. | Max. | Mean | Std.
Deviation
Transformational Leadership 62 79 4.00 3.1298 63784
| Transactional Leadership 62 | 125 [ 400 | 29583 | 52244 |
[ Laissez-faire Leadership 62 | 00 | 475 | 21452 | 114121
Effectiveness 62" IS T a25 3.1653 | .65591
EadNGistwise) 0 |62 |

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=3.13) 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 teachers
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According to the data in table ¢, the next perceived |
: cived le

adership style by female teachers of
(> & vl 1 i d acti
female principals was transactional leadel'Ship style with mean score of 2.96. The laissez

faire leadership style was the |east berceived leadership style by female teachers of

, rincipal ] ad t
female p pals which scored the mean value of 2.15. However. the standard deviation

ifleseatianielicadership ul4iwasithe highest score from the others styles of leadership

(transformational and transactional). This indicated that, there were some female teachers

who perceived the leadership style their female principals as laissez faire leadership style.
Generally, in addition to the findings of this study Kuhnert (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. Furthermore. 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 perceived efficiency of the leader.

The study of Manning (2002) had shown that there was actually no difference in
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 astudy in a department store to examine whether

gender-typing of organization context will influence the leadership behavior of male and
o
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female managers. As a result, it showe
. 1owed the ’
owed that gender of (he i

ager and the gender-
ing of the departme
typing partment were not the moderator of the differences in leadership

style.

422 Transformational Leadership Attributes as Perceived by Male and Female

Teachers Respondents
Table7. A t-test Result on Transformational Leadership Components as Perceived

by Male and Female Teachers on their Respective Principals

Iteniis ivariable Respondent [ Mean |SD | T df [ Sig/2-
: tailed/
] Idealized Female 3.19 021 (158480 " 30200
Influence(Attribute)
Male 2.95 0.93
2 Idealized Female 3.14 0.65 |82.00 |302 .00
Influence(Behaviour)
Male 2.89 0.60
3 Inspirational Female 837 U7 TI70s5T 302 RGO
Motivation
Male 3.04 0.73
4 Intellectual Female 3.12 0.74 68.39 | 302 .00
Stimulation
Male 3.02 0.74
5 Individualized | Female 2.91 0.70 6171*“-»()200_ o
Consideration Male 2.60 0.78
Total Female 3. 0.63 76.76 | 302 .00
Transformational
Leadership Male 2.90 0.65

Table7 compares if there was statistically significant difference between mean scores 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 attributes of
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transformational leadership. As i can be seen fro; t}
AL ITom the t

able. transformationai icaucrship

five attributes to be meacir
has ¢ measured namely; idealized influence attributed. idealized

influence behaviour, inspirati gl P
influ Spirational motivation, intellectual stimulation and individualized
consideration (Avolion and Bass, 2002).

According to the results of item 1 that is idealized influence (attributes), there was

statistically significant difference in the mean scores of male teachers (mean=2.95,

SDP=0.93. and female teachers (mean=3.19, SD= 0.21),( t (302)=58.48, sig >0.u5). 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 memuocrs. Thus,
they become reference models for their followers (Yukl, 2010 and Avolio and Bass,

2002).

Concerning idealized influence (behaviour) item 2 of table-. there was statistically
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

teachers. This shows female teacher’s perception of idealized influence behaviour

towards their principals was higher than male teachers.
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The idealized behaviours score identifies leaders I
N aders who

act within integrity. High scores for

is scale are typical for leaders e
this sce ypica caders who manifest positive g highly valuated behaviours like

minance, consciousness, self. _ .
do ) S, self-control, high mora] Judgment, optimism and self-

efficiency. They talk about their most important values and beliefs; they focus on a

irable vision and usu i :
desl ally consider the moral and ethijcal consequences of their action

(Yukl, 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 statistically significant difference in the mean scores for male
teachers (mean =3.04, SD=0.73) and female teachers (mean =3.27, SD= 0.77), 1 (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 10 be

done (Avolion and Bass (2004).

Items 4 and 5 of the same table show the comparison of mean scores of intellectual

5 k]
stimulation and individualized consideration between male teachers and female teachers

ratings of their principals.
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Accordingly, there was statistically significant diff
o
St ditlerence between the mean sores of male
teachers and female teachers’

ratings. This
' shows that the mean scores of female teachers

(mean=3.12. and 2.91 for intellecty

al st - S : : :
mulation and individualized consideration

l.espectlvely) were higher than the mean score of male teachers (mean=3.02 and 2.60 for
=0, fd Le;

intellectual stimulation and individualized consideration respectively).this means that

teachers percepti : . %
female p ption on intellectyal stimulation and individualized consideration

aspects of their respective principals was higher that male teachers perceived to be.

[tem 6 of table-, compares the overall results of transformational leadership qualify of

incipals. According ata re . g e~ :
princlipa g to the data revealed, there was statistically 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 Leader

shi : :
Ip Effectiveness with Gender Differences
results of the correlati Alra .
The ation analysis of leadership effectiveness and. the i
(4

differences are present below.

Figlll'07: Correlation Strength Determination for Correlation Analysi
; alysis

Correlation Strength | Positive Valyes Negative Values

[ - R
Small r=.10 to .29 r=-.10 to -.29
T =300 .49 r=-30 to- .49
Large r=.50 to 1.0 r=-.50 to -1.0

Source: Cohen (2004)

The range of possible correlation coefficient values is from -1 to +'. A Pourson 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) in 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 8.A Correlation Analysis of Leadership Effectiveness with Gender Differences

T i
a z e ————————ee .
. Fex [ Effectiveness |l
Sex Pearson Correlation T Rl e e
Sip Gl
R e 178
2t e M TR S
Sum of Squares and Cross-products S T5 o0 Eolo o —
Covariance 251 029
Y 303 303
Effectiveness | Pearson Correlation 078 I
Sig. (2-tailed) S e iy
Sum of Squares and Cross-products 8.880 173.088
Covariance .029 573
N 5, 303 303
L ] NSt AR F N EER T e

As indicated in table 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 difterences in
leadership effectiveness. However, the correlation 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

< t differ in their
legitimacy “ Powell (1993) also noted that “women and men do not differ
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fectiveness as leaders, altl M -
effecti » although |some Situationa] favour women and ot}
other lavour men

% reta-analysis compari el
\In @ meta-analy 1paring the elfectiveness of female and male lead |
and male leaders .men and

were equally effecti -
women qually effective leaders » over all Jbut there were gender differences such

men and men were - T I
that wo @ more effective ip leadership roles that were congruent with

their gender (Eagly.Karaw . and makhijani.1995),

4.2.3 Analysis of variances /ANOVA Test/

Table 9: Analysis of variances /JANOVA Test/ By Gender Differences in Leadership

Effectiveness
Sum of | Df eank F Siz
Squares Square
_IEadership ’ BEIWQG_H“GI’OUPS 4.309 3 1.436 J 2.545 056
Effectiveness {”Wifhin Groups *"’]5@77’9“”'_ij)E)’"' T S e
Towl |08 32
Transformational | Between Groups | 11546 | 3 | 3.849 8.996 | .000
Leadership Within Groups 127.926 ST
Total 139.472 302
Transactional Between Groups 3.922 3 1.307 3.961 .009
Leadership Within Groups 98.669 2908 1 280 > i
Total 102.590 302 |
Laissez-faire Between Groups | 11.880 3 3.960 3.534 | .015 '
Leadership Within Groups 335.001 299, | 1.12({ et 0
Rl G e ot

As indicated in table 9 analysis of variances (ANOVA) 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 implies ]
1at the effect sj
Zze was small

and gender
cadership effectiveness,

differences accounted 3%variance ip the |

- researchers agre ar
Other res gree and argue that maeg and females do not differ significantly in the

ways in-which they lead (Leland, 1991; Eagly & Johnson, 1990)

According to the data in table 9, there was 2 Statistically significant differonce. bewween

transformational, transactional and lajsse faire leadership styles and gender differences

io. = 0.00, 0.01 and 0.02 respectivelv) ] - 2
(Sig, e pectively). However, the magnitude of the differences were

very small, i.e., Eta squared= 0.08, 0.04 and 0.03 for transformational, transacional and

laissez faire leadership respectively. This implies that to some extent there was an impact

between gender differences and the leadership styles of principals.

4.2.4 Independent Sample Test (t-Test)

As indicated in table 10 in 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 was very
small (eta squared=0.0060). 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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Table 10.An Independent Sample Test (t-Test) Between Gender Differences in leadership Effectiveness

[ e e

7z

Levene's t-test for Equality of Means \
Test for ‘i
Equality of
Variances |
F Sig. | K df Sig. Mean 7] Std. Error [95% Confidence !
| (2- Difference | Difference |Interval of  the ;!
| tailed) ', Difference |
‘ l Lower ," Upper
Leadership | Equal 2.076 | .151 | -1.350 | 301 178 11726 08688 -.28823 / 05370
Effectivene | variances | f
SS assumed l /
Equal  [1.353  [295.558 |.177 11726 | .08664 / 05324 |
variances not ,! i
assumed ! /



4.2.5 Post —hoc test (multiple comparison)

Tﬂblell.Multiplc Comparison between E

TeacherS)

Bonferroni Multiple Comparisons

ach p

airs of Groups (principal and

* The mean difference is significant at the 0.05 level.

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 (Male ..

Principal, Male and Female Teachers).But the d

Since sig > 0.05.This imp

there was an overall difference in the perception of male teachers tow

. Temale

ifferences was not statistically significant.

effectiveness of their male and female principals.
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lies that, even if the difference was not statistically significant,

ards the lcadership

’D'gﬁeﬁaent (1) Position | (J) Position by | Mean . -
Variable by Gender Gender ¢ II\D/Iiefzt}élre %td Sig. 1 95% Confidence
ce(l J)n E1ro1 Interval
Lower Upper
Leadership | Male Female Principal | 01770 | 22175 | 1000 | Bound 1TEound
Effectivene | Principal Male Teache 22175 1.000 | -.5713 6067
i = r 34538 15486 | .159 -0659 | .7567
. emale 'TeeTcher 18433 15429 | 1.000 " =2955 2941
ing.c Male Principal -01770 | 22175 | 1.000 | -.6067 5713
| Principal ? | [t '
| | | | |
_ Male Teacher | 32768 | .18500 | .465 1637 | .8190
_Female Teacher | .16663 | .18453 | 1.000 | -3235 | .6567 |
Male | Male Principal | -34538 | .15486 | .15%  -7567 | .0659 |
Teacher Female Principal | -32768 | .18500 | 465 | 8190 1637
Female Teacher -.16105 09412 | 529 | -4110 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 | 4110 |



CHAPTER FIVE

5, SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
5.1. Summary of Major Findings

- was aime : :
This study d at assessment of gender differences in school leadership

effectiveness of government primary schools of southern zone Tigray Regional State

Accordingly, the study was conducting to seek answers for the following basic questions
1. Is there any significant difference between men and women in their leadership

effectiveness, in the Government Primary School of the Southeri Zone ligray

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?

o

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
were employed to gather the necessary information.48 MLQ-5Xself rater and 25> MLQ-
SX Leader raters questionnaires were distributed for principals and teachers respectively.
All the questionnaires distributed were properly filled in and returned. Finally, the study

came up with the following major findings.
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1. Characteristics of the RGSI)Ondents

oo ot the 303 sample respondents, 29(9 6%) mal inci
: € Pprincipals, 19(6.3%0 female

rincipals, 125(41, 3%) male teachers and 13042, 9
L) 0

p

evaluated as respondents during the study. M

) female teachers have been

ajority of 15] (49.8%) of the study

respondents were found between the age range o 10 29, 99(32 7%) of the respond
> L. C I'C pondent were

between 30 to 39, 49 (16.2%) of the respondent were between 4( to 49 category and tl
dlCEOry d e

rest 4(1.3%) of the respondents were between the age category of 50to 59.Among the

total of 303 respondents ,majority 125(41.3%) were between 5 (o 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

1.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.

DiiRwas also disclosed. that teachers perceived their principals as having more of

transformational leadership style and that their leadership was also fairly good.

3 According the results of the correlation analysis of gender differences in school

leadership effectiveness the data revealed that, there was a positive and very weak
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correlation between gender and |

: the finding of t} i
4. According 10 g 1€ analysis of the variap '
ances, which was conducted t
0

e the impact of gender difference in sc¢
evaluate th nees in school leadership effect:
1p effectiveness, there was no
. there was

ically significant differences be - in eff
spastically SIE tween gender and leadership effectiveness.

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 male and female sample

respondents on school leadership effectiveness and the magnitude of the differences was

very small (eta —squared =0.000).

6.Post —hoc test was conducted to determine where the differences lie by making
comparisons between each pair groups of male principals, female principals, 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.

3.2. Conclusions

Based on the major findings of the study the following conclusions were drawn. [hese

research findings disclosed that there was no statistically significant correlation between

e e ool leadership effectiveness. The t-test analysis also revealed
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pat, there were no statistically significang differences between {}
~CN the mean score
S of two

iale and female) on school leaderch:
groups (m cadership effectivenesg A i
- According to the findin
gs

of the study, the perception of teachers lowards females’ school |
ol le

adership effectiveness

l he C p €ness

were more of transformational. Therefore, b

ased on the findings of this study one can

conclude that there was no difference in tr

ansformation leadership between male and

male leaders who were at the same level of t} ition regardless of bei :
o 1€ position regardless of being self-rated or

observer rated.

Based on the findings of previous studies which are conducted by different sclioars (such
as Manning 2002; Eagle and Jonson 1990; Wajeman 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 si,lcs. The
cultural factors supporting differences in leader behavior are in a period of flux. It 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.. we will
recognize that different leaders have different styles, but we 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 needed w Icud the

organizations of tomorrow.
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5,3 Recom mendations

pased On the major findings and the conclusion of

this study the following

recomrm’/ﬂdfltior1S are forwarded in order to strengthen t}

1€ positive aspects of primarily

school principals in school leadership effectiveness.

The results of this study revealed that there was no spastically significant differences

petween male and female leaders in school leadership effectiveness and both groups of

[eaders aré MmOore likely to practice transformational leadership at governmo it ) imary

schools of the southern zone of Tigray Regional State. There for. in 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 of Tigray Regional State
should be expected to plan, design and provide transformational leadership
workshops regularly in order to achieve the desired goals fur schools
effectiveness.

2 It is recommended that continuous feedback on leadership behaviours,
performance evaluation and rewarded strategies ought to be st onghened
transformational leadership behaviours displayed or practiced by both groups of
leaders (male and female) for further schools leadership effectiveness.

i s toards their
3. Most of the finding suggested that the perception of female teachers to . ards th

' : i e. Of
respective female principals was higher than the male teachers perceived to b

: : i i ur, but it
course, the aim of the study was not to identify why such dimensions 0cc

9 SR el
i i i uch issues. liciefore,
may give some clue for future studies to give attention on s |

. ¢ wvey study to identify
the concerned bodies of the region also expeoted (0 make sUvey e
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lifferences occur. This
why such ¢ + s may help the region ¢ {
0 know the gaps for fut
ure
improvement in the area to minimize the gap on the perception of the different
ifferen
gl'oups.

Even if, different studies approved that there was no significant differences

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 at different

positions of an organization.
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