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The aim of this study was to examine the relationship between self- efficacy and leadership
styles, career levels, individual consideration (development opportunities) and psychological
empowerment at work, on the potential to help elevate woman into leadership. A quantitative,
survey design was used, 100 participants took part in this study of which 38 were male and
62 females. The variables of sex, age, career level, self-efficacy at work, psychological
empowerment at work & leadership styles were examined, using a quantitative survey design.
Results found aweak significant positive relationship between self-efficacy and career levels,
Psychological Empowerment significantly predicted self-efficacy, Transformational
Leadership was a significant predictor of self-efficacy and Individual Consideration was a
significant predictor of self-efficacy. No significant relationship was found between age, sex

and career levels.

1.Introduction

1.1. Why Woman in Leadership?

We are currently living in times of uncertainty. There is fear in the UK, that Brexit
could lead to economic decline and cuts in funding may result in lower importance being
placed on gender diversity (Fagan & Rubery, 2018). The Irish government published a report
outlining the potential negative effects of Brexit on the Irish economy, (Ireland & The
Impacts, 2018) which include, a decline in revenues from trade and a reduction in GDP.
Research has found that as an economy declines, so does the importance which is placed on
gender diversity (Eastin & Prakash, 2013). A PWC US directors survey, found support for
gender diversity to be fading and currently at 38% down from 46% in 2018 (PWC’S 2019
Annual Corporate, 2019). Less than 7% of Fortune 500 companies globally are run by
woman (Zillman, 2019) and only 29% are at senior management positions globally (Woman

in business, 2019).

Recent research, which examined findings from 91 countries, over various industries
and sectors, found organisations to be more profitable when they had more woman in c-suite
positions (Noland, Moran, & Kotschwar, 2016). A study by Noland, Moran & Kotschwar,

found that the largest organisational gains of elevating woman into leadership, come from



the development of a pipeline of female managers and the promotion of female board
members. The emphasis should be on developing a pipeline as opposed to promoting females
ad hoc (Noland et al, 2016). The positive relationship between organisational profitability
and female leadership, could be reflective of an inclusive culture, or that there is better
diversity of skill, when there is gender balanced leadership, which ultimately leads to a

competitive advantage. (Noland et al, 2016).

Many organisations are moving to team - based models, where collaboration and
strong communication is key (McDowell, Miller, Agarwal, Okamoto & Page, 2016). In the
list of the top companies in which to work, many defining core values of these organisations,
(Brooks, 2018) are often associated with more feminine qualities, such as collaboration and
interpersonal qualities (Chin, 2011). It is these core values, which have helped to retain and
attract top talent (The Role of Workplace, 2019). Attracting and retaining top talent, will be

vital in today’s competitive jobs market, for the overall success of any organisation.

1.2. An Inclusive Culture & Guidelines

By definition, culture is a set of “ norms, values, beliefs and expectations” which
operate within a particular environment (Pless & Maak, 2004). Inclusion within an
organisation is “a set of policies, procedures, programs, set of norms” where everyone
has an equal access to resources and an equal opportunity to use their skills and talents to
fully contribute to an organisation and reach their full potential (Mazur, 2014). An
inclusive culture increases organisational commitment (Ashikali & Groeneveld, 2015),
creates a more stable social system, Louis (1980), (Panda & Gupta, 2001) and can
influence preferential behaviours, (Smircich, 2017; Panda & Gupta, 2001), where

everyone is recognised and valued. In addition, it has been found, that if there were a



more inclusive workforce, this would substantially enhance the global economy (The

power of parity, 2015).

The majority of countries in the developed world have aging populations and it will
be more important than ever to encourage more female participation in the workforce. In
Ireland, each public sector office and each private sector organisation have their own
policies on diversity and inclusion. The department of justice National strategy for
woman and girls, 2017 — 2020, stated that they are committed to advancing woman in
leadership in many areas including, state, corporate, civil service and community level
(The National Strategy, 2017). The national strategy states that the public sector is
committed to supporting woman during and after maternity leave, flexible working,
opportunities for mentoring and career development, raising awareness of gender equality
and unconscious bias (The National Strategy, 2017). Family friendly policies have been
found to help and encourage woman who have children to return to work or stay in the
workforce with the opportunities to develop their careers (Family policies & diversity,
2014). The success of diversity and inclusion within organisations, will be dependent on

the policy which each organisation implements.

1.3. Barriers to woman in leadership
- 1.3.1 Unconscious Bias, recruitment & selection
Diversity of employees within organisations brings about diverse teams. Research
has found that diverse teams make better decisions 87% more of the time then individuals
do on their own (Larson, 2017). Without diverse teams, the ideas of female leaders are
less likely to be listened to, this includes diversity of age. In Ireland in 2018, 49% of

complaints relating to equality were age related (O’Flynn & Compton, 2019). The



working population in Ireland is getting older, with almost 20% of the workforce in 2018

over 55 years of age. (Working at age 55, 2019).

Diverse organisations have been found to be able to cope with change 1.8 more times
than organisations who are not diverse, in addition, diverse organisations are 1.7 times more
likely to be innovative (Talent Matters, 2017). Diverse organisations are 3.8 times more
likely to have the ability to performance coach and 3.6 times better able deal with personnel
performance problems. In addition, 2.9 times more likely to have the ability to build a talent
pipeline (Talent Matters, 2017). Diverse and inclusive organisations and teams have been

found to be more competitive and profitable (Noland et al, 2016).

Unconscious bias can stand in the way of diversity within organisations. Unconscious
bias is “Attitudes or stereotypes that affect our understanding, actions and decisions in an
unconscious manner” (Understanding implicit bias, 2015). Unconscious bias can unfairly
affect candidate selection, pay, development opportunities, promotional opportunities and
performance evaluations (Ashcraft, Mclain & Eger, 2016). Decisions may be made that
unintentionally favour certain groups (Understanding implicit bias, 2015). One of the
explanations given for unconscious bias, is that high level thinking takes up energy and it
may be easier for people to take shortcuts and make decisions quickly (Evans 2003; Staats,
2016). This can make the difference in who gets hired and promoted. Unconscious bias

training can mitigate for unconscious bias (Strategies to address, 2013).

- 1.3.2 Glass ceiling & sticky floor
The glass ceiling is the inability to break through to the top ranks of the corporate ladder,

which many women struggle to do. Sponsorship is seen as one of the most prominent ways



of shattering the glass ceiling (Ang, 2018; Sandberg, 2015). Sponsors are people who
advocate and open doors. Sheryl -Sandberg, chief operating office, Facebook, was
sponsored by her former economics professor, Larry Summers. Larry helped her in securing
her first senior role at the World Bank, and following this, at the Clinton Administration
(Ang, 2018; Sandberg, 2015). These senior positions gave Sheryl a good standing and
allowed her to quickly elevate through the ranks of Google and Facebook and reach the top
career level. (Ang, 2018; Sandberg, 2015). The sticky floor is a mindset of self- doubt
(Carrillo, Gandelman & Robano, 2014) in other words, woman are holding themselves back,
because of a lack of self-efficacy. We may need to help woman to achieve an identity shift
to enable more woman to view themselves as leaders (Ibarra & Kolb, 2013). Organisations
can do this by changing organisational practice, individual behaviours and organisational
culture to support woman’s development in the workplace and elevate more females into

leadership positions (National Woman’s, 2017), (Ibarra & Kolb, 2013).

1.4. Self- Efficacy

Self-efficacy is the perceived belief in one’s own abilities to accomplish a specific task,
or in other words one’s own belief in their ability to succeed (Bandura, 1982). Yet even with
emphasis being placed in the corporate world, on supporting woman in their careers, in
addition to the positive contribution made by woman to the economy (Noland et al, 2016),
woman tend to have less self-belief, compared to their male counterparts. Woman tend to
demonstrate lower self-efficacy than men (Nissen, & Shemwell, 2016). It has been found
that females rate themselves lower academically than males, even though females have been
found to perform stronger academically. (Matéji & Smith, 2015; Baum, Kurose &
McPherson, 2013). In addition, it has been found that woman and girls often attribute their

success to hard work and effort, whilst men attribute their success to ability (Tirri &



Nokelainen, 2010). Imposter syndrome, where woman undermine themselves, may explain
this (Tiefenthaler, 2018). Clance & Imes (1978) undertook research on high achieving
woman and found that many felt that their success was due to luck as opposed to talent. They
felt as if they were a fraud and would be found out, as if they were imposters (Clance &

Imes, 1978).

Belief in one’s self, begins to form in childhood. Research has found how woman and
girls are socialized, contributes to their tendency to underestimate their own abilities and
downplay their success (DiBenedetto & Bembenutty, 2013). It has been found that the
development of self-efficacy and even career self-efficacy begins to develop in early
childhood. When researchers looked at children, they found gender role stereotypes to
emerge as early as age two and an emergent career identity by 10 or 12 years (Macht Jantzer,
Stalides, & Rottinghaus, 2009). A study of 1200 middle schoolers looked at attitudes towards
work, self-efficacy and career aspirations. Parents were identified as having the most
influence on these variables, next to educators and the media. Socialized gendered roles
influence the educational choices and career ambitions of girls (Shapiro, Grossman, Carter,
Martin, Deyton, & Hammer, 2015). Teachers can disrupt negative influence (Shapiro et al,
2015). In addition, recent research has found that females who go to a single sex secondary
school, do not suffer a dip in confidence, unlike their counterparts who attend a mixed
secondary school. In addition, girls who attend a single sex school, broaden their career
aspirations, with a weakened influence on gendered messages. (Fitzsimmons, Yates &

Callan, 2018).

Past experiences will influence our beliefs and subsequently our actions (Bandura,
1991). Social cognitive theory (SCT) states that learning occurs through an interaction

between an individual, the environment and behaviour. SCT looks at how our career



development can be impacted by self- efficacy, expectations and goals. In addition to how
choices are made in terms of education and careers. (Lent, Brown & Hackett, 1994). Social
cognitive theory suggests how children learn, will influence their development of self-
efficacy and career aspirations. Coaching and mentoring in adulthood, can encourage
behaviours that will align over time with career goals (Lent et al, 1994). Barriers which
limit development, will reduce job opportunities and lead to behaviours which will limit

career advancement (Lent et al, 1994).

Transformational leaders have been found to enhance an employee’s self- belief.
Bandura (2010) found people with a higher level of self-efficacy to have more career options
available to them and were more likely to be successful at work (Bandura, 2010). A study
by Aggarwal & Krishnan, analysed date from 40 females and 72 males, asking questions
related to their supervisors’ transformational style (Loganathan & Krishnan, 2010) in
addition to their own self-efficacy (Jones, 1986). A positive significant relationship was

found between transformational leadership and subordinate self-efficacy.

Social stereotyping can be a barrier to woman’s career development. Male
dominated jobs usually demand higher pay. (Williams, Muller & Kilanski, 2012) A study
by researchers at Cornell University found that the professions and industries in which men
and women work is the biggest cause of the gender pay gap. (Blau & Kahn, 2017). Another
found that as more women enter more male dominated fields, the pay declines for woman
for the very same jobs that more men had been previously doing. (Levanon, England &

Allison, 2009).
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1.5. Mentoring & Sponsorship

But while many organizations have been working hard, enhancing career
opportunities for females, increasing their value within their organisations and attracting and
retaining female talent, somewhere along the way, a shift happens which results in fewer
female leaders. It has been found that recognising gender stereotypes and including factors
to mitigate these in training, can help increase leadership self-efficacy in females (lsaac,
Kaatz, Lee & Carnes, 2012). Companies continue to see their female pipelines leak at mid-
to-senior levels, even after considerable investment in mentors and development programs,
accounting for industry, experience, aspirations and children. Organisations are actively

looking for new ways to retain and attract their female talent pipeline (Carter & Silva, 2010).

A survey of 40 high potential men and woman who were placed on mentoring
programmes was carried out in 2008 and again with the same cohort in 2010 (Ibarra, Carter,
Silva, 2010). Data from both surveys were analysed and compared. They were asked about
the barriers they faced and what kind of support they received to help in their transitions and
what promotions and new job opportunities they were offered (Ibarra, Carter, Silva, 2010).
The main finding was the difference between how men and woman were mentored. Men’s
mentors went further and were more of a sponsor, they went further than providing feedback
and advice and used his or her influence to advocate for their mentee with more senior

leaders.

Unfortunately, without sponsorship, woman are less likely to be appointed to senior
roles and less likely to even go for them. The more senior the mentor, the faster a person’s
career will advance, so this finding has a real disadvantage for woman (lbarra, Carter, Silva,

2010). This survey also found, despite an organisation’s best efforts and intentions, woman
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were 15% less likely to receive a promotion than their male counterparts (Ibarra, Carter,
Silva, 2010). Unfortunately, woman often have to leave their own organisation to advance
their career because they are not offered the opportunities within (Ibarra, Carter & Silva,
2010). At Deutsche Bank, internal research found that the main reason female managing
directors left the organisation was because they had been offered betters jobs externally,

which they had not been considered for internally (Human Resources Report, 2018).

1.6. Development Opportunities

Development opportunities can help give confidence and elevate more woman into
leadership positions within their own organisations. In the past, people spoke of moving up
a career ladder by taking a set route which was clearly laid out for them by their employer.
Now, there is often no set path and we get to create our own (Ryan, 2016). It has been found
that woman and men have different concepts of success. Researchers have found that woman
are more intrinsically motivated, measuring success on personal achievement, development
and work life balance. Whereas men are more extrinsically motivated, defining success as
high salaries and senior roles (Sturges, 1999). Woman’s and men’s values differ; therefore,
a different training approach may benefit both. Leadership development has been defined
as “expanding the collective capacity of organisational members to engage effectively in
leadership roles and processes” (Day, 2001). For programmes to have the most impact, they

must focus in tandem at an individual level and the organisational level.

The most successful programmes are aligned with the strategic objectives of the
organisation. O’Reilly, Caldwell, Chatman, Lapiz & Self (2010), found an integrated
leadership strategy must be undertaken in order for most impact (O’Reilly et al, 2010). There

must be accountability for leaders at all levels in addition to HR. Kanter 1977 theory of
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tokenism, says that minority groups working at senior levels are more resourceful than their
majority counterparts, they need to overcome unique obstacles in order to be successful
(Kanter, 1977). Individuals must take responsibility for their own development and
organisations should provide opportunities to do so. The most effective developmental
approaches have been found to incorporate assessments, stretch assignments and support

systems (Hopkins, O'Neil, Passarelli, & Bilimoria, 2008; Douglas, 2019).

1.7. Leadership Styles & Psychological Empowerment

Certain types of leadership styles may help support woman better than others. Strong
leadership is critical. Organisations such as General Electric and Chrysler were turned
around from bankruptcy to high profitability, by the strong leadership of Jack Welch and
Lee lacocca (Robbins & Coulter, 2007). Leaders influence groups to achieve goals. Two of
the most widely known leadership theories are Transformational and Transactional
leadership theories (Odumeru & Ogbonna, 2013). Research has found transformational
leadership, to result in higher levels of individual, group, and organizational success. (Bass
& Avolio, 1994, Howell & Avolio, 1993). Transformational leadership creates positive
change in employees, they create a supportive environment where people take care of each

other and act in the interests of the whole group (Kark, & Shamir, 2013).

James Macgregor Burns introduced the idea of transformational leadership, in terms
of political leadership, in 1978 but the term is now widely used in the field of organisational
management. (Jung & Sosik, 2002). A transformational leader inspires (transforms) people
to achieve more than what they would have originally expected to  achieve
(Nanjundeswaraswamy & Swamy, 2014). They are concerned with the developmental needs
of their employees and help them to change their way of thinking in terms of problem

solving. Transformational leadership styles are positively correlated with feelings of

13



psychological empowerment (Ismail, Mohamed, Sulaiman, Mohamad, & Yusuf, 2011)
There are four dimensions of psychological empowerment which are meaning, competence,
self-determination & impact (Spritzer, 1995). Krishnan, 2012, found a strong positive
relationship between empowerment and meaning of life and that transformational leadership
can increase an employee’s feelings of purpose (Krishnan, 2012). Transformational leaders
can help an employee to feel more competent, resulting in an increase in employee’s self-
efficacy and have a (Krishnan, 2012; Pradhan, Panda & Jena, 2017) mediating effect on

employee empowerment (Jha, 2014).

Empowering employees and giving them the freedom to act, is one of the main
strategies to improve performance and organisational survival. (Zeglat, Aljaber, &
Alrawabdeh, 2014). In today’s competitive environment, many organisations will need
transformational change, in order to survive (Transformational change, 2014). We need
transformational leaders to lead change (Transformational change, 2014). Psychological
empowerment is strongly linked with a number of positive individual employee and group
outcomes including job satisfaction, performance, and commitment to an organisation.
(Seibert, Wang, & Courtright, 2011). Transformational leadership has been found to foster
diversity and creativity at work (Ashikali & Groeneveld, 2015). Research has found as a
whole that woman tend to be more transformational leaders than men (Stempel, Rigotti, &
Mohr, 2015). Transactional leadership is a style of leadership, unlike transformational

leadership controls followers using rewards and punishments.

Transactional leaders focus on improving existing products and services rather than
creating new ones. They pay close attention to how people can improve by looking for

weaknesses, rather than focusing on people’s strengths (Odumeru & Ogbonna, 2013). They
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manage each portion of a task separately. This type of leadership is necessary when
something has to be carried out in a specific way or in an emergency. (Odumeru & Ogbonna,
2013). Transactional leadership can be correlated with Maslow’s hierarchy of needs, where
basic needs must be met. Maslow hypothesised that we have psychological, safety, love and
belonging, esteem and self-actualisation needs. The lower order needs of psychological
needs and safety needs can be linked to an organisational culture of transactional leadership.
Social needs would relate to the roles within an organization, the organisational roles are
defined by human resources and there are different roles within each function of the

organisation (Odumeru & Ogbonna, 2013).

Positive interaction between people and a healthy organisational culture, can result
in higher self-esteem and self-actualisation. (Maslow, 1943; Jerome, 2013). Within
transactional leadership, positive outcomes are rewarded, negative outcomes may be
punished until corrective action is taken (Odumeru & Ogbonna, 2013). Transformational
leaders foster diversity which may be more beneficial to woman than transactional leaders,

in helping to elevate woman into more leadership positions.(Ashikali & Groeneveld, 2015).

1.8. Behaviours & beliefs of successful woman

A survey of more than 500 individuals from various countries in Europe, with a cross
section of 20 industries and size ranging from 250 to 10,000 employees found three areas of
focus which can make meaningful change for woman in leadership, which are, individual
behaviours, leadership culture and organisational practices (Elevating Woman, 2018). The
top five behaviours of woman who advance were found to be self- promotion, networking
with significant stakeholders, high self- confidence, influencing upwards and having a clear
career plan (Elevating Woman, 2018). French & Raven, 1959 spoke of social influence and

how someone can bring about a change in the beliefs and attitudes of another “Social power

15



was defined as the potential for such influence, the ability of the agent or power figure to
bring about such change” (Raven, 2008). Successful female leaders have been found to
empower other woman and help bring about positive change for others (Latu, Mast,

Lammers & Bombari, 2013).

The top four aspects of a gender inclusive culture and to bring about change, have been
found to be, an organisations reputation as a good place to work for woman, equal
opportunities for woman (everyone feels it is possible to develop within the organisation),
organisations who recognise female leaders as role models and where leaders are committed
to gender diversity (Elevating Woman, 2018).The practices that help support woman who
advance were found to be, coaching and feedback that builds business knowledge,
supporting flexibility at work, stretch assignments associated with key business objectives,
female exposure to key senior leaders and decision makers and recruitment from a diverse
pool of talent (Elevating Woman, 2018). In the past, helping woman to advance has been
seen as the right thing to do. However, more and more, organisations now realise diversity
of workforce better represents their customer base and local communities. In recent times,
organisations are putting an onus on suppliers and partners to prove they have a diverse
workforce, in order to continue with their business relationship (Elevating Woman, 2018).

In addition, diversity leads to more innovative thinking (Chamorro-Premuzic, 2017).

1.9. Knowledge Sharing
In order for there to be effective learning and development, there needs to be effective
knowledge management, which incorporates the learning and sharing of best practices
amongst all employees, both male and female (Ghasabeh & Provitera, 2017). Organisational
learning has been described as “dynamic process of strategic renewal occurring across three

levels of the organisation (i.e. individual, group, and organisation)” (Crossan, 1999). in
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addition, “a dynamic process of creation, acquisition and integration of knowledge aimed at
the development of resources and capabilities that contribute to better organisational
performance” (Lopez, Peon, Ordas, 2005). Transformational leaders facilitate the generation
of new knowledge and ideas and challenge followers existing attitudes and values.

(Ghasabeh & Provitera, 2017).

Transformational leaders can use their influence to encourage a knowledge sharing
and learning culture within an organisation. Transformational leadership plays a critical role
in developing a learning climate in organisations by considering each employee’s individual
development needs which empowers them in the pursuit of organisational goals (Avolio,
Waldman, & Yammarino, 1991). Sustainable change is only possible with sustained
learning. Transformational leaders can help elevate woman in leadership by implementing
meaningful change, supporting opportunities for new learning, self-development, changing
attitudes, breaking down stereotypes and biases that may exist which limit woman’s career

opportunities and help create opportunities to elevate woman in leadership.

Much focus on the subject of woman in leadership has focused on the lower numbers
of woman than men in specific industries or professions such as science, technology,
engineering and mathematics (STEM) (Hoyt & Murphy, 2016). Our research will add to
previous research on woman in leadership, our sample is from various industries and
professions, given the low numbers of woman in leadership roles globally, our study will
hone in on self-efficacy and other factors which previous research have found to have an

impact on woman in leadership.

1.10. Hypotheses

Based on findings from the literature review the following hypothesis were examined:
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H1: There will be a significant relationship between sex, age & career level.

H2 There will be a significant positive relationship between career level and self- efficacy
H3 Psychological Empowerment will significantly predict self-efficacy at work.

H4 Transformational leadership will significantly predict self-efficacy at work.

H5 Individual consideration will significantly predict self-efficacy at work.

2. Method

2.1. Participants

All participants from this study were from the general population, employed and over
18 years. 100 people completed this study of which 38 were male and 62 females. This
study excludes vulnerable groups. All participants indicated their age bracket according to
one of the following, 18-25 years, 26 — 35 years, 36-50 years, 50+.years. Participants were
asked to best describe their current career level as individual contributor/non manager,
Manager (non-people), Mid-Level Manager (Manager of people) or Senior Level/C-Suite
Manager (Manager of people), in addition, to the sex of their own direct line manager (see

appendix D).

The participants for this study were recruited using snowball sampling through my
network on LinkedIn & Facebook via survey link (see appendix A). In addition, the
survey was available via the DBS Moodle page. In order to achieve a medium effect size
of .80 as indicated by Cohen’s primer, 64 males and 64 females would be the ideal sample

size (Cohen, 1992). A total number of 100, 38 males and 62 female participants were



recruited for this study. However, the psychometric measures used in this study have been
found to be robust with smaller sample size, GSE, (Fatima, Asghar, Khatoon & Fatima,
2017; Peter, 2014), Psychological empowerment (Chung & Kowalsky 2012; Schermuly,

Schermuly & Meyer, 2011). MLQ, (Xu, Wubbena, & Stewart, 2016).; Popli & Rizvi 2015).

2.2. Design

A quantitative, survey design was used for this study, which enabled assessment of
relationships between the variables of  sex, age, career level, psychological
empowerment, leadership style of direct line manager and development opportunities at
work, in addition to the sex of direct line manager. Participants were given 8 questions
relating to the New General Self- Efficacy scale (Chen, Gully & Eden 2001), 12 questions
measuring the four dimensions of empowerment, meaning, competence or self-efficacy,
self - determination and impact, using the psychological empowerment scale (Spreitzer,
1995) and 21 questions, relating to transformational and transactional leadership styles,
using the MLQ, Multifactor Leadership Questionnaire (Bass & Avolio, 1992) for

measuring participant managers leadership style.

Variables (all within-subjects):
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H1: The dependent variable (DV) was career level, which was characterised by the

independent variables (IV) of sex & age.

H2 The dependent variable (DV) was career level which was characterised by the

independent variable (1V) self-efficacy at work.
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H3 The dependent variable (DV) self-efficacy at work, which was characterised by the
independent variable (IV) psychological empowerment.

H4 The dependent variable (DV) self-efficacy at work, which was characterised by the
independent variable (IV) transformational leadership.

H5 The dependent variable (DV) self-efficacy at work, which was characterised by the

independent variable (IV) individual consideration.

2.3. Materials

The materials used in this study were a self-administered online questionnaire
created in Microsoft forms. The survey contained an information sheet which included
terms of participation, in addition to a debrief sheet. The survey questions included
demographic data (sex & age). Participants were asked to choose which of the following
best describes their current career level, individual contributor/non manager, Manager
(non-people), Mid-Level Manager (Manager of people), Senior Level/C-Suite Manager
(Manager of people) and were also the asked the sex of their direct manager. Participants

were asked to complete three questionnaires which were:

2.3.1 General Self Efficacy-Scale (GSE) 10-item (Schwarzer & Jerusalem, 1995)

The GSE was used to test for perceived self-efficacy at work (see appendix E).
This was a self -administered report, with 10 items. Scores were calculated on a 4-point
likert scale ranging from not true at all to exactly true. Participants were asked questions
such as “I can always manage to solve difficult problems if I try hard enough” and “It is
easy for me to stick to my aims and accomplish my goals”. (GSE). Scores were re coded in
spss for analyses with (1) not true at all to (4) exactly true. Scores were added together to

get the overall score ranging from 10 to 40, with 40 being the highest self- efficacy rating



(see appendix H). Reliability was assessed using Cronbach’s alpha, Cronbach’s alpha was
applied to asses reliability, with a coefficient alpha of .77 for self -efficacy. This is in line
with findings from previous research with Cronbach’s alpha. Cronbach’s alpha in a study
comparing the GSES scores of 25 countries were ranging from .75 < a <.91 (Scholz, Doiia,

Sud, & Schwarzer 2002).

2.3.2 Psychological Empowerment Instrument 12-item (Spreitzer, 1995)

This four-factor model was used to measure a self-efficacy regarding participants role
at work (see appendix F). The four dimensions were competence, meaning, self-
determination and impact. An example of a competence based question was “l am confident
in my ability to do my job”, meaning based question was, “The work that | do is important
to me, self-determination based question was, “I have significant autonomy in determining
how I do my job” and impact based “My impact in what happens in my department is large”.
This is a self-report questionnaire. Scores were calculated taking the mean of three items
which measure each dimension (see appendix I). Responses were measured on a seven- point
Likert scale, ranging from (A) very strongly disagree to (G) very strongly agree, then

recoded in spss for analysis with (1) very strongly disagree to (7) very strongly agree.

The higher the sore the higher the rating of psychological empowerment. The
psychological empowerment scale has high reliability, Cronbach’s alpha was applied to
asses reliability, with a coefficient alpha of .93 for overall empowerment, this is in line with
previous findings. Previous studies have shown reliability, overall empowerment, 0.90

(Chung & Kowalski, 2012), 0.76 - 0.82 for the four dimensions (Schermuly et al, 2011).

2.3.3.Multifactor Leadership Scale (MLQ) 21-item (Bass & Avolio, 1995)



This seven-factor model related to transformational leadership was used to measure
the leadership style of the participants direct manager at work (see appendix G). This is a
self-report questionnaire. Scores were calculated taking the mean of three items which
measured each dimension (see appendix J). The seven dimensions were idealized influence,
inspirational motivation, intellectual stimulation, individual consideration, contingent
reward, management-by-exception and laissez-faire leadership. Transformational leadership
is aligned with idealized influence, inspiration motivation, intellectual stimulation and

individual consideration.

Participants were asked questions relating to idealized influence such as “Others have
complete faith in them” questions relating to inspirational motivation such as “They express
with a few simple words what we could and should do”, questions relating to intellectual
stimulation such as “They enable others to think about old problems in new ways” and
individual consideration such as “They help others develop themselves.” Responses were
measured on a five- point Likert scale ranging from not at all (0) to frequently, if not always
(4). The scores ranged from 9-10, high, 5-8, moderate and 0-4 low. The MLQ has high
reliability, Cronbach’s alpha was applied to assess reliability, with a coefficient alpha of .94,
this is in line with previous findings of Cronbach’s alpha transformational leadership 0.93
(Popli et al, 2015) .086 overall MLQ (Xu et al, 2016 ), 0.96, transformational leadership

(Aksu, 2016)

2.4. Procedure
This study was electronically posted on LinkedIn and Facebook via survey link in
December 2019 until Jan 2020 (see appendix A). It was electronically posted on the DBM

Moodle website in January 2020 and closed for completion on all platforms at the beginning
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of Feb 2020. The survey included an information sheet (see appendix B) which spoke of the
aim of the research and terms of participation. The information sheet stated that by
submitting the survey, individuals were consenting to taking part. (see appendix B)
Participants were asked the demographic questions of their own age, sex and the sex of their
directly line manager. They were given a list and asked which best described their own
career level. Participants were then also asked to complete questions from the general self-
efficacy (GSE) (Schwarzer et al, 1995) survey, multifactor leadership questionnaire (MLQ)
(Bass et al, 1992) and the psychological empowerment survey (Spreitzer, 1995). A debrief
page appeared on survey submission. (see appendix C). It took approximately five minutes

to complete this survey.

2.5. Ethics

An ethical approval form was submitted as part of the overall research proposal. This
study adhered to the (Code of Professional Ethics, 2019). The category of research for this
proposal was research category A, general population, over 18’s, males and females,
excluding vulnerable groups. All participants were advised on an information sheet (see
appendix B), that by submitting the survey they were consenting to taking part and that there
was no right to withdraw on submission, as no personal contact detail were collected. The
email address of my supervisor together with my own, was included on the information
sheet, should anyone have any questions relating to the study. All surveys were De-
identifyed. The study was not of a sensitive nature and standardised tools were used for data
collection. It was recognised that some questions may cause mild temporary discomfort.
Details of professional bodies such as Aware and the Samaritans were included in the debrief
sheet at the end of the survey (see appendix C). The debrief sheet informed participants of

the nature of the study. The data was collected using Microsoft forms and stored on a
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password protected computer, it will be kept under current data protection guidelines and
deleted after 1 year. | have sole ownership of the data and this will not be distributed to any

third party.

2.6. Hypotheses

Based on findings from the literature review, the following hypothesis were examined:

H1: There will be a significant relationship between sex, age & career levels.

H2 There will be a significant positive relationship between career level and self- efficacy
H3 Psychological Empowerment will significantly predict self-efficacy at work.

H4 Transformational leadership will significantly predict self-efficacy at work.

H5 Individual consideration will significantly predict self-efficacy at work.

3.Results

3.1. Overview of results
The aim of this study was to examine the relationship between self- efficacy and
leadership styles, career levels, individual consideration and psychological empowerment at
work, on the potential to help elevate woman into leadership. All data was entered into SPSS

software for statistical analysis. The following analyse was conducted in SPSS, descriptive



statistics, two way between groups Anova, Pearson Correlation and Simple Linear

Regression.

3.2. Descriptive statistics

In order to describe the key characteristics of the data, a preliminary analysis was run
on the data to achieve measures of central tendencies. Participants consisted of 100 people,
32 (38%) Males and 64 (62%) females, ranging in age from 18 — 50+ years, with breakdown
of age, 18-25 years (6%), 26-35 years (15%), 36-50 years (55%) and 50+ (24%). The main
variables investigated in this study were sex (SD = .49, M =1.62), age (SD =.80, M =2.97),
career levels (SD = 1.20, M = 2.30), general self-efficacy (SD = 3.79, M = 33.16),
psychological empowerment (SD = 11.72, M = 64.98), transformational leadership (SD =
7.42, M =35.16), , Individual Consideration (SD = 2.36, M = 8.10) and sex of manager (SD

=1.38, M = .49).

Table 1: Descriptive Statistics of Psychological Measures
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Variable Mean Standard Deviation
Sex of participant 1.62 49

Age Category 2.97 .80

Career Level 2.28 1.20

GSE Overall 33.16 3.79
Empowerment Overall 64.98 11.72
Transformational Lead. 35.16 7.42

Indiv. Consideration 8.10 2.36

Sex of Manager 1.38 49

3.3. Inferential statistics

3.3.1. Hypothesis 1: There will be a significant relationship between sex, age and
career levels
A two way between groups Anova was used to test for the role of sex and age on career

levels.

A two-way between-groups ANOVA examined the role of sex and age on career levels
and found no significant interaction effect (F (3, 92) = .468, p = .705). Therefore, the null

hypothesis cannot be rejected.
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Figure 1: Graph displaying age ,sex & career level

3.3.2. Hypothesis 5: There will be a significant positive relationship between career
level and self- efficacy at work.
A Pearson correlation was used to test for a relationship between career levels and

general self-efficacy at work.

A Pearson correlation coefficient found that there was a weak positive significant
relationship between career level (M =2.28 , SD = 1.20) and general self-efficacy at
work (M = 33.16, SD = 3.79) (r (100) = 0.26, p .010). Therefore, the null hypothesis is

rejected. This relationship can account for 7% of variation of scores.

3.3.3. Hypothesis 6: Psychological Empowerment will significantly predict self-efficacy

at work.
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A simple linear regression was used to test for psychological empowerment at work as a

predictor of general self-efficacy.

Using simple regression, it was found that Psychological empowerment significantly
predicted general self-efficacy at work (F (1, 88) = 4.84, p 0.03) Psychological

empowerment, beta = 0.23, p = 0.03, CI (95%) 0.01, 0.14). Therefore, the null hypothesis

is rejected.
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Figure 2: Scatter plot displaying general self-efficacy across psychological

empowerment.

3.3.4. Hypothesis 3: Transformational leadership will significantly predict self-efficacy
at work.
A simple linear regression was used to test for transformational leadership as a predictor

of self-efficacy.



Using simple regression, it was found that transformational leadership significantly
predicted general self-efficacy at work (F(1, 53) = 11.14, p 0.00, R2 = .16)
(transformational leadership, beta = .42, p 0.00, CI (95%) 0.10, 0.35). Therefore, the null

hypothesis is rejected.
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Figure 3: Scatter plot displaying general self-efficacy across transformational

leadership.

3.3.5. Hypothesis 5: Individual consideration will significantly predict self-efficacy at
work.
A simple linear regression was used to test for individual consideration as a predictor of

employee self-efficacy at work.

Using simple linear regression, it was found that individual consideration significantly

predicted general self-efficacy at work (F(1, 65) = 8.25, p 0.01, R2 = 0.10) (individual
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consideration, beta = 0.34, p 0.01, Cl (95%) 0.17, 0.94). Therefore, the null hypothesis is

rejected.
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Figure 4: Scatter plot displaying general self-efficacy across individual consideration

3.4. Additional findings
An additional test, a t test was run for this study, which found men had similar
levels of self-efficacy to woman (SD = 4.07, M = 32.47), (SD = 3.58, M = 33.58). Our
study consisted of 62 females and 38 males, concluding, we would have expected males to
score higher than females on self-efficacy should there have been an equal number of
male/female participants.
Descriptive statistics found the majority of direct line managers were male (SD =

49, M = 1.38), which equates to a valid percentage of 62% male and 38% female.



4.Discussion

4.1. Overview of study aims
The purpose of this study was to examine the relationship between self- efficacy and
leadership styles, career levels, individual consideration / development opportunities and
psychological empowerment at work, on the potential to help elevate woman into leadership.
The study was to build on previous research, which has found there to be more men in
leadership roles than woman, that there is a relationship between self-efficacy,

psychological empowerment, leadership styles, individual consideration and career levels.

4.2. Interpretation of findings

H1: Sex, age & career levels

Results did not find a significant relationship between sex, age and career levels. This is
not in line with previous findings which have found that companies find a drop at mid to
senior level of female managers (Carter & Silva, 2010). However, 21.1% males and 22.6%
females in our study were at senior/level c-suit positions. Observing that 62 females and 38
males who undertook this study, a higher number of males to female ratio at senior level
would have been expected, should there have been an equal number of male/female
participants. In addition, the majority of our participants direct line managers were male
(SD = .49, M = 1.38). This study found no significant relationship between age and career
levels, interestingly, 24% of our respondents who were 50+ were at senior level /c suite
positions as opposed to 55% of the those aged 36 — 50 years. In Ireland, 49% of complaints

were related to age in 2018 (O’Flynn & Compton, 2019).
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H2: Career levels & self-efficacy

Results found a weak positive significant relationship between career levels and self-
efficacy. Bandura (2010) found people with a higher level of self-efficacy to have more
career options available to them and were more likely to be successful at work (Bandura,
2010). Previous research has found that woman tend to demonstrate lower self-efficacy than
men (Nissen et al, 2016) and there are lower numbers of woman at senior career levels than
men, less than 7% of Fortune 500 companies globally are run by woman (Zillman, 2019).

There are 29% of females at senior management level globally (Woman in business, 2019).

An additional test (t test) was run for this study, which found men had similar levels
of self-efficacy to woman (SD = 4.07, M = 32.47), (SD = 3.58, M = 33.58). Our study
consisted of 62 females and 38 males, concluding, we would have expected males to score
higher than females on self-efficacy should there have been an equal number of male/female

participants.

H3: Psychological empowerment & self-efficacy

Results found Psychological empowerment to significantly predict general self-
efficacy at work. This supports previous research, which found a strong positive relationship
between empowerment and meaning of life and that transformational leadership can increase
an employee’s feelings of purpose (Krishnan, 2012). Transformational leaders can help an
employee to feel more competent, resulting in an increase in employee’s self-efficacy

Krishnan, 2012; Pradhan et al, 2017).

32



H4: Transformational Leadership & self-efficacy

Results found transformational leadership to significantly predict employee’s self-
efficacy. This support previous research which has found, transformational leadership styles
to be positively correlated with feelings of psychological empowerment (Ismail et al, 2011).
Psychological empowerment is a mediator for self-efficacy (Krishnan, 2012).
Transformational leaders have been found to foster self-belief in their employees
(Nanjundeswaraswamy et al, 2014). This is also supported by previous findings by
(Aggarwal & Krishnan, 2013), who analysed a sample of 112 people, a similar number of
this study of 100. They found a significant positive relationship between transformational
leadership and self-efficacy. Transformational leaders can help an employee to feel more
competent, resulting in an increase in employee’s self-efficacy (Krishnan, 2012; Pradhan,

Panda & Jena, 2017).

H5: Individual Consideration & self- efficacy

Results found individual consideration to significantly predict self-efficacy at work.
This supports previous findings which found, developing a learning climate in organisations
by considering each employee’s individual development needs will empower them in the
pursuit of organisational goals (Avolio, Waldman, & Yammarino, 1991). The practices that
help support woman who advance were found to be, coaching and feedback that builds
business knowledge, supporting flexibility at work, stretch assignments associated with key
business objectives, female exposure to key senior leaders and decision makers and

recruitment from a diverse pool of talent (Elevating Woman in Leadership, 2019).

Sponsorship has been found to help elevate people into leadership and encourage self-

belief. (lbarra, Carter, Silva, 2010). A sponsor is someone who will not only share
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knowledge, give feedback and advice but also actively advocate for someone. Sheryl -
Sandberg, COO at Facebook, was sponsored by her former economics professor, Larry
Summers. Larry helped her in securing her first senior role at the World Bank, and following
this, at the Clinton Administration. These senior positions gave Sheryl a good standing to be
able to later quickly rise through the ranks of Google and Facebook and reach the top of the
corporate ladder. The sticky floor is a mindset of self- doubt (Ehrlinger & Dunning 2003),
woman may be holding themselves back because of a lack of self-efficacy. We may need to
help woman to achieve an identity shift to enable more woman to view themselves as leaders

(Ibarra & Kolb, 2013).

4.3. Limitations and strengths of study

Much research in the area of woman in leadership has focused on a specific industry or
profession. Feedback from participant’s showed that our sample came from a variety of
industries, professions and career levels (See appendix J) and not just one specific industry or
field. The study has also validated previous similar studies with similar findings in terms of

a relationship between employee self-efficacy and leadership.

The overall limitation of this study was that there was a small sample size and an imbalance
of males/females. This study did not have homogeneity of variance for the two- way Anova
on sex, age and career levels, as such, the cut off point for significance was .01. The small
sample size together with an imbalance of male/female participants, could account for the
non-significant findings in terms of sex, age and career levels. However, considering these
factors, good reliability was found of Cronbach’s alpha 0.77 for General Self Efficacy (GSE)

and high reliability for Psychological empowerment instrument 0.93 and multifactor
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leadership questionnaire, 0.94 (MLQ). This study was a purely quantitative study and did not
allow for additional comments or any explanatory information, which may have given further

insight into findings.

4.4. Applications and implications for future research

Although the findings of this study on self-efficacy, leadership and psychological
empowerment were in line with previous studies. Styles of leadership were developed which
put emphasis on the behaviour and attitudes of a leaders as a predictor of performance and
achievement. Leadership styles (Bass & Avolio 1995,). However, research into leadership
behaviours and influence tactics has found that the success of any leader will also be
dependent on situational factors. (Yukl, 2013). Future research should consider the situations
that leaders face, as people can react differently in different situations. This would help

further in the development of training models, which would consider situational demands.

The world of work is forever changing; therefore, further research has found that
leadership constructs must be considered alongside other factors relating to the
organisational structure, employees and the specific context/situation. (Vroom, 2007; Miner,
2015). Due to the ever-evolving world of work, ways of working, demographic change and
situations which employees and leaders find themselves in, further research could be
undertaken into agile leadership, an extension of the transformational leadership style which
focuses on goals, organisations and culture (Kruse, 2013). Creating change which will allow
organisations to continue to grow, develop and achieve, enabling an organisation and their
employees to adapt to the ever-changing needs of the working environment today. (Kruse,

2013).
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More and more organisations are moving to team - based models where collaboration
and strong communication is key (McDowell et al, 2016). As previously mention, in the
list of the top companies to work, many of their defining core values (Brooks, 2018) are
often associated with more feminine qualities such as collaboration and interpersonal
qualities (Chin, 2011). These core values have helped to attract and retain top talent, which is
vital in today’s competitive jobs market. Having the very best skilled workers and bet fit to

an organisation, will significantly contribute to the overall success of a business.

4.5. Conclusions

The aim of this study was to examine relationships between self-efficacy on leadership
styles, career levels, individual consideration / development opportunities and psychological
empowerment at work. This was in order to expand on previous research which found
transformational leaders to enhance an employee’s self- efficacy (Bandura, 2010) and that
psychological empowerment is interlinked with self-efficacy (Krishnan, 2012). In addition,
to support that individual consideration, opportunities to develop at work, can increase self-
efficacy (Mazur, 2014). In particular to examine data from professionals in various
industries, professions and career levels as opposed to focusing in on one specific industry

or profession (see appendix K).

The key findings of this study support previous findings and found there to be a
positive relationship between career levels and self-efficacy at work and that Psychological
empowerment is a predictor of self -efficacy. In addition, Transformational leadership and
individual empowerment are predictors of self -efficacy. Unlike previous research, we did
not find a relationship between sex age and career levels and we recognise that future

research should include a larger sample size together with a balance of male/female
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participants which would increase the validity of this study. In addition, future research
could drill down into specific industries and professions, to see if there is any asymmetry
between particular industries and professions, taking situation demands to account, which
could help inform and create a tailor made approach to their organisational development

programmes and policies, in helping to create an inclusive culture for all employees.
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6.Appendices

Appendix A: Survey Link

https://forms.office.com/Pages/ResponsePage.aspx?id=6gY KXSBmY0iel Z7LFAIlivDfG
AUeNURpKs7tLz8NCYtVUMOsSSUEVORVZXRFg3MzVUTTJINTjoxNOVZSS4u

Appendix B: Information Sheet / Consent

My name is Sarah Byrne and | am conducting research through the Department of
Psychology at Dublin Business School (DBS), that explores gender diversity in the
workplace.

At this point | have enough women in the study however | do need men to participate.

This research is being conducted as part of my studies and will be submitted for
examination.

You are invited to take part in this study. Participation involves completing the attached
anonymous survey via this link. While some questions may cause minor negative feelings,
all questions used in this survey have been widely used in research. If any of these questions
do raise difficult feelings for you, contact information of support services are included on
the final page.

Please note that by submitting this survey you are consenting to taking part.

Participation is completely voluntary and so you are not obliged to take part. Participation is
anonymous and confidental and therefore cannot be attributed to any one person, for this
reason, it will not be possible to withdraw from participation once the survey has been
collected.

You must over 18 or over to complete this survey.

Should you require any further information about the research, please contact:

Sarah Byrne at || lll@ mydbs.ie or my supervisor

Ronda Barron at |||l @dbs.ie

Thank you taking the time to complete this study.


https://forms.office.com/Pages/ResponsePage.aspx?id=6qYKXSBmY0ieIZ7LFAIivDfGAUeNuRpKs7tLz8nCYtVUM0s3UEVQRVZXRFg3MzVUTTJNTjgxN0VZSS4u
https://forms.office.com/Pages/ResponsePage.aspx?id=6qYKXSBmY0ieIZ7LFAIivDfGAUeNuRpKs7tLz8nCYtVUM0s3UEVQRVZXRFg3MzVUTTJNTjgxN0VZSS4u
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Appendix C: Debrief Sheet

The study is concerned with five overall questions. Are there differences between males and
females, age and self-efficacy. Is there a relationship between males and females and career
levels. Is there a correlation between transformational leadership and psychological
empowerment. Is there a relationship between an organisational culture of development and
employee psychological empowerment on males and females. Is there a relationship between
an organisational culture of development, leadership styles and males and females. The
rationale behind this study is that there are less woman in senior leadership positions than
men, to highlight this and the benefits of supporting woman to develop into leadership
positions at work.

Contact details of support services:
Aware 01 661 721

Samaritans Ireland 01 671 0071



Appendix D: Demographic Questions

Appendix E: General Self-Efficacy Scale (GSE)

General Self-Efficacy Scale (GSE)

About: This scale is a self-report measure of self-efficacy.
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ltems: 10

Reliability:

60

Internal reliability for GSE = Cronbach’s alphas between .76 and .90

Validity:

The General Self-Efficacy Scale is correlated to emotion, optimism, work
satisfaction. Negative coefficients were found for depression, stress,
health complaints, burnout, and anxiety.

Scoring:
Not at all Hardly true Moderately | Exactly true
true true
All questions 1 2 3 4

Appendix F: General Self-Efficacy Scoring

The total score is calculated by finding the sum of the all items. For the
GSE, the total score ranges between 10 and 40, with a higher score
indicating more self-efficacy.
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Appendix G: Psychological Empowerment Instrument

Psychological Empowerment Instrument

Listed below are a number of self-orientations that people may have with regard to their
work role. Using the following scale, please indicate the extent to which you agree or
disagree that each one describes your self-orientation.

A. Very Strongly Disagree E. Agree
B. Strongly Disagree D. Neutral F. Strongly Agree
C. Disagree G. Very Strongly Agree

I am confident about my ability to do my job.

The work that | do is important to me.

I have significant autonomy in determining how I do my job.

My impact on what happens in my department is large. impact

My job activities are personally meaningful to me.

I have a great deal of control over what happens in my department. impact
I can decide on my own how to go about doing my own work.

I have considerable opportunity for independence and freedom in how I do my job.
I have mastered the skills necessary for my job.

The work I do is meaningful to me.

I have significant influence over what happens in my department.

I am self-assured about my capabilities to perform my work activities.

Appendix H: Psychological Empowerment Instrument Scoring

The scale is composed of 4 subdimensions: meaning, competence, self-determination, and
impact. You may use the subdimensions individually (taking the mean of the 3 items
measuring one dimension) or take the mean of the 4 subdimension means to create an overall
empowerment score. The validation of the instrument is described in Spreitzer (1995; 1996).
The instrument has been used successfully in more than 50 different studies in contexts
ranging from nurses to low wage service workers to manufacturing workers.

Appendix I: Multifactor Leadership Questionnaire

Multifactor Leadership Questionnaire (MLQ) Form 6S

INSTRUCTIONS: This questionnaire provides a description of your leadership style.
Twenty-one descriptive statements are listed below. Judge how frequently each
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statement fits you. The word others may mean your followers, clients, or group
members.

KEY
0-Notatall 1-Onceinawhile 2=Sometimes 3 =Fairlyoften 4 =Frequently,ifnot
always

. I make others feel good to be around me.......c..cuoeimnsen s 012
4

. [ express with a few simple words what we could and should do.......c..cccccuuuue 012
4

. [ enable others to think about old problems in new ways........cccoommenernsiennenns 012
4

. [ help others develop themselVes.........n e 012
4

. [ tell others what to do if they want to be rewarded for their work. ................ 012
4

. [ am satisfied when others meet agreed-upon standards...........ne: 012
4

.  am content to let others continue working in the same ways always............ 012
4

. Others have complete faith iN Me.....ccnr 012
4

. I provide appealing images about what we can do........ccnereerreeneerreenseeseeeneeseenens 012

WO WO W] WO WUTL WA WWw WN W

10. [ provide others with new ways of looking at puzzling

17. [ get others to rethink ideas that they had never questioned
before......ccoce..... 01234

18. [ give personal attention to others who seem
rejected....ereesseesseennas 01234

19. [ call attention to what others can get for what they
accomplish......ccoonens 01234

20. [ tell others the standards they have to know to carry out their
work............ 01234



21.
essential

[ ask no more of others than what is absolutely
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Appendix J: Multifactor Leadership Questionnaire Scoring

The MLQ-6S measures your leadership on seven factors related to transformational
leadership. Your score for each factor is determined by summing three specified items
on the questionnaire. For example, to determine your score for factor 1, Idealized
influence, sum your responses for items 1, 8, and 15. Complete this procedure for all
seven factors.

Idealized influence (items 1, 8, and 15) Factor 1
Inspirational motivation (items 2, 9, and 16) Factor 2
Intellectual stimulation (items 3, 10, and 17) Factor 3
Individual consideration (items 4, 11, and 18) Factor 4
Contingent reward (items 5, 12, and 19) Factor 5
Management-by-exception (items 6, 13, and 20) Factor 6
Laissez-faire leadership (items 7, 14, and 21) Factor 7

Score range: HIGH = 9-12, MODERATE = 5-8, LOW = 0-4



Appendix K : Industries of some participants

5. What Industry do you work?
100  Responses
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5. What Industry do you work?
100  Responses

15 AMCITTTICUS
¥
16 ATy TTIOUS
7 AMOITTTIOUS
18 AT TTICUS
e AMOMyTTIOUS
20 ANCITTIoUS
21 ANCTTIOUS
22 ANCITTIoUS
23 AMOITYTTIOUS
24 anomnyTNous
25 AMOITTTIOUS
26 MO TTICUS
27 ANCETYTIICOUS
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5. What Industry do you work?

100 Responses

29

[ L L Lo L 5;. L i
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SNCMYTNCUS

SMoMYTNICUE

SANCMyTNICUE

SNy TTIOUS

SMoMyTNICUS

SMCMYTNCUE

SMOMYTTICUS

SMCMYTNCUE

SMOMYTTICUS

SANCMyTNCUE

SMOITYITIOUS

SNCMyTNICUE

SNCMYTNCUS

SMoMYTNICUE

Reguiation

nfcemation tedhnology
Enginesring

Learming & Devslopment
Education

Mot for profit change management
Kitchen design

Club

Enginesring

Transport
Sharsd Services
Public Sector

Leadership corsultancy
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5. What Industry do you work?
100 Responsas

23 ANONYTIoUS Health Care
- ANONYTIOUS Government
23 ANONYTIoUS Corsulting
22 ANONYTIOUS Manufacturing Engineering
27 ANONYTIoUS Higher Education
22 ANONYTIOUS Financial Services
:] ANONYTIoUS Third leved education
50 ArOImyToUS Auigtion
51 ANONYTIoUS Adult education
52 MOITTNoUS Education
53 ANONYTIoUS Cruize industry
4 ANONYTIOUS Financial Services
55 ANONYTIoUS Hospitality

56 ANONYTIOUS Management Consuliancy



