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ABSTRACT

In the field of social science, leadership has been a well-researched topic in
organizational· research. There have been several theoretical and empirical studies on
the

definition~and

characteristics of leadership as well as on leadership effec.tiveness.

Despite the numerous studies, it has been difficult for researchers to arrive at a wellaccepted definition of leadership and leadership effectiveness and the overall results
appear insufficient and inconsistent when tested under different situations.

Small and medium enterprises are essential for economic driven growth of the
nation, thus, leadership effectiveness in SMEs is an important issue to investigate.
This study was conducted in Thailand because Thailand has the highest number of
established business owner-managers and statistically ranges high on early stages of
entrepreneurial activity (TEA).

Thus far, there has not been an integrative model of leadership effectiveness to
investigate the development of the leadership phenomenon, especially in small and
medium enterprises (SMEs) in the Thai context. Hence, this study investigates the
differences between leadership styles as influenced by the Big-Five personality traits,
emotional intelligence, adversity quotient, et:iics and leadership effectiveness in
SME's in Thailand. Multi-Group comparisons were made to examine the moderating
role among leadership style, age and gender.

Four hundred and twenty-six subordinates participated in this study.
results showed that leaders who used

di.~ferent

The

leadership styles (coercive,

authoritative, affiliative, democratic, pacesetting and coaching) had different degrees
of emotional intelligence, personality traits, adversity quotient, ethical leadership and
leadership effectiveness.

Path analysis findings showed that emotional intelligence,

adversity and ethics had positive and statistically significant relationships with
leadership

effectiveness.

Transformational

leaders

(Affiliative,

Democratic,

Pacesetting and Coaching styles) showed positive and statistically significant
differences with adversity, ethics and leadership effectiveness. It appears that male

leaders' adversity quotient and ethics were higher than those of women. Younger
leaders' showed positive and statistically significant differences with adversity and
leadership effectiveness than older leaders.

The findings in this study provide guidelines for practitioners to adjust their
leadership style in accordance with their characteristics and behavior in order to
-

generate superior productivity, maximize performance outcomes as well as gain a
positive attitude from their subordinates in SMEs in Thailand.
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CHAPTER I
BACKGROUND TO THE STUDY

1.1 Introduction

Leadership has been a central concept in organization theory for many years,
especially in defining the characteristics of leadership; determining leadership effectiveness
from traits, behavior, and style in various situations in both the internal and external
environments, and also in terms of the effects on the growth and success of an organization.
Leadership is a complex and important issue in organizational and psychological research
(Van Seters & Field, 1993; Hogan, Curphy & Hogan, 1994). Leadership characteristics and
behavior have been defined in various ways, but the key question is "what makes a leader
effective? Leadership effectiveness criteria have long been a matter of discussion in order to
determine the appropriate characteristics or styles of leadership behavior to maximize
performance outcomes because leadership effectiveness is crucial for the performance and
growth of an organization (Hogan, Curphy & Hogan, 1994). Earlier theories of leadership
were proposed using one-dimensional aspects.

The theory of leadership began with the

'Great Man' theory by Thomas Carlyle in the eighteenth century; traits were addressed by
Stogdill (1948). Leadership behavior has been examined in a wide variety of research at Ohio
State University and University of Michigan between 1940 and 1960 based on the two major
dimensions of structure and consideration and contingency theory by Fielder (1967). This
was followed by situation theory (Hersey & Blanchard 1969); leaders and followers theory
and transformation and transactional leadership theory (Bum, 1978; Bass, 1985; Goleman,
1995).

Unfortunately, the theories of leadership are still insufficient to determine what

makes a leader effective in the present time.

Despite many approaches in the leadership field, many scholars are still attempting to
develop theory from different perspectives such as spiritual leadership (Fey, 2003), servant
leadership (Avolio, et al., 2004), and authentic leadership (Avolio & Gamer, 2005). Since
leadership is in an open system and leaders must face various environment uncertainty
problems from both inside and outside the company, focusing on only the style and behavior

of leadership might be inadequate in characterizing leadership in all situations. Environment
uncertainty could affect strategic plarming, decision making and the performance outcome of
the company (Matthews & Scott, 1995). As Fiedler (1981) points out, leadership success is
dependent upon personality and the ability to adapt as well as maintaining situational control
through either task or relationship motivation. Goleman (1995) postulated that an effective
leader should have many styles to match different situations.

However, Hersey and

Blanchard (1996) agued that no style of leadership had proved suitable for all situations and
the leader should choose the style or adjust to match the situation taking into account the
maturity/readiness of the followers they encounter. Thus, the consensus of opinion is that
there is no best style ofleadership, and that leaders.need to adapt and adjust to niatch both the
task and the relationships with followers for leadership effectiveness.

Contemporary leadership theory is extended to the integration stage that has been
drawn from inadequate explanations of the leadership phenomenon in various situations (Van
Seters & Field, 1993).

Van Seters and Field (1993) argued that a new era to explain

leadership effectiveness has begun with different approaches to the employment of variables
and theories simultaneously as an integrative perspective in a rapidly changing and complex
environment. Yulk (1999) pointed out that much research on leadership effectiveness has
measured the behavior of leaders but there is less evidence about integrating factors of
independent situations since different environment-related conditions of uncertainty as well
as entrepreneurial culture influence the style and behavior of leaders.

In the present study, leadership effectiveness is not only determined by task, relations, ]
and changed behaviors, but is also determined by fact~uence style and the behavior
of leaders, which represent independent factors. The Big-Five personality trait is represented
as an independent variable to measure cognitive ability and personality characteristics in

((Eh represents the cognitive skill to assess
personal and social interaction competency~ work place. The adversity quotient (AQ)

various situations.

Emotional intelligence

represents the degree of people's ability to confront adversity and respond to hardship
circumstances. Ethical leadership represents the moral pattern that a leader exhibits to
subordinates in various situations and sets the style and behavior in a normatively appropriate
manner. The factors are based on situational leadership theory to determine styles and
leadership effectiveness as an outcome.

2

- SMEs in the Thai Context

This study aims to examine the perception of subordinates from small and mediumsized enterprises (SMEs) in a Thai context.

Thailand ranks the highest in terms of

established business owner-managers and statistically ranged high on early stages of
entrepreneurial activity (TEA) from global entrepreneurial monitors in 2011 and 2007 (Kelly,
Singer & Herrington, 2011; Virasa & Hunt 2008). The figures are shown in figures 1.1 and
1.2 respectively.

Figure 1.1 Total early stage entrepreneurial activity and owner-manager in established
firms 2011
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The comparative figures reveal that the rate of early stage entrepreneurial activity
(TEA) and the number of established business owner-managers increased more than in other
countries from 14.1 percent in 2005 to 21.3 percent in 2007 and gained 30 percent in 2011.
The total number of registered firms has significantly increased from 424,998 firms in 2002
to approximately 520,937 firms in 2007 (Virasa & Hunt, 2008). Virasa and Hunt (2008)

3

argue that the increasing number of early stage entrepreneurs resulted from political
instability in Thailand and less competitiveness in Thailand's markets. Moreover, the number
of owner-managers in established firms in Thailar,d in 2011 represents the highest level of
early stage entrepreneurship in the world (Kelly, Singer & Herrington (2011).

Figure 1.2 Comparative data for early stage entrepreneurial activity from 2005-2007

!l\i TEA 2005

• TEA 2006

Ml TEA 2007

·-----------------·-----

15·-------------- - - - - - - - - - - - - - - -

---.,,.---.,~,.~-------

Source: Virasa & Hunt (2008), Global entrepreneurship monitor Thailand 2007 executive
report

1.2 Statement of the Problem

The issues of the increasing rate of new entries into the market and political instability
in the past 5 years affect not only the existing small and medium enterprises but also large
enterprises. This excludes the recent flood estimated by Federation of Thai industry to cost
the nation at least 185 billion baht and industry 95 billion baht and opportunity and threats
from the ASEAN Economic Community (AEC). Thailand's industries have suffered from
major threats from both natural and political causes that would cause an opportunity loss,
even though Thailand is a labor- incentive country.

Environmental uncertainty impacts leaders in every firm and requires them to adapt
and change strategies for the survival of the company. Hence, the adaptability of leadership
4

in adversity makes for interesting study in order to find the appropriate style of leadership
and to determine factors influencing leadership effectiveness. Although many approaches
have attempted to rectify situational phenomena, results are found to be inconsistent and
unreliable, leading to controversy in various ways. The lack of an integrative model of
leadership effectiveness reveals a gap to investigate the development of the leadership
phenomenon, especially research in small and medium enterprises (SMEs). The present
study enhances understanding of the comprehensive and theoretical implications of the lack
of situational context for integrative · leadership research, and the utility, values and
managerial implications of effective styles of leadership in crisis phenomenon since most of
the literature on leadership variables lacks the integration of trait, behavior and situation
variables. The present study aims to integrate the concept of situational leadership theory in
a fully-fledged inquiry of leadership effectiveness. Therefore, a multi-variant study based on
situational leadership theory would serve to reconcile the problems of inconsistency and
contradictions resulting from the uni-dimensional foci of previous literature. In response to
the lack of an integrative model of leadership, the major research question of this study is as
follows.

"Do leadership styles differ among SME leaders with different Big-Five personality
traits, emotional intelligence (El), adversity quotient (AQ), and ethical conduct?"

"Do SME leaders who have different leadership styles attain different degrees of
effectiveness?"

1.3 Research Objectives

Van Seters and Field (1993) argue that leadership theory requires an integrative
perspective to explain situational factors in the leadership phenomenon. Moreover, Hogan
Curphy and Hogan (1994) stated that there is a lack of research on leadership effectiveness
regarding the style and behavior of leadership under uncertain environmental situations.
Thus, this research aims to assess leadership style and behavior using multi-measurement
criteria to formulate an integrative framework to determine leadership effectiveness.
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The research objectives are as follows:

1. To identify the perceived leadership styles of leaders in SMEs in Thailand.

2. To investigate an integrated framework of the difference between leadership styles
among leaders of SMEs in Thailand who possess different degrees of emotional
intelligence -(EI), Big-five personality traits, adversity quotient (AQ), ethical conduct,
and leadership effectiveness.

3. To investigate the different styles ofleadership impacting leadership effectiveness.

4. To examine the moderating role ofleadership style, age and gender on the
relationship between determining factors and leadership effectiveness.

5. To examine the difference among leaders in SMEs in Thailand who have different
leadership styles, age and gender regardi!lg the determinant factors of emotional
intelligence (EI), Big-five personality traits, adversity quotient (AQ), ethics, and
leadership effectiveness.

1.4 Research Questions

The consequences of different leadership styles in different situations may help us to
understand why some leaders succeed while other leaders fail. The present research is guided
by the theoretically based concept of situational le:idership theory to formulate the research
questions.

Psychologists mostly measure the attitude of people using two methods:

personality or disposition factors. This study, however, has adopted multiple measurements
to best describe, and more precisely, to assess leadership style and behavior from the
perceptions of subordinates, based on situations beyond the leader's control.
research questions are listed as follows:

1. What are the perceived leadership styles ofleaders in SMEs in Thailand?
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Thus, the

2. Is there a difference between the leadership styles among leaders of SMEs in
Thailand who possess different degrees of emotional intelligence (El), Big-five
personality traits, adversity quotient (AQ), ethics, and leadership effectiveness?

3. Is there a difference between styles of leadership and leadership effectiveness?
-

4. Is there a relationship between the leadership styles and leadership effectiveness
among leaders of SMEs in Thailand?

5. Is there a difference among leaders in SMEs in Thailand who have different
leadership styles, age and gender regarding the determinant factors emotional
intelligence (EI), Big-five personality traits, adversity quotient (AQ), ethics, and
leadership effectiveness?

1.5 Scope of the Research

The present study investigates an integrative framework in order to determine the
differences in leadership style and influences on leadership effectiveness of SMEs in the Thai
context, based on situational leadership theory as a theoretical concept.

The research

framework proposes that variables are separated into three groups: 1) the dependent variable
is leadership effectiveness which includes task performance, affective relations and changes
in the behavior of leadership, 2) leadership ·style

i~;

the category variable and includes style

such as coercive leaders, authoritative leaders, affiliative leaders, democratic leaders, pacesetting leaders and coaching leaders, 3) the independent variables include personality traits,
emotional intelligence (EI), adversity quotient (AQ), ethics, and demographic information,
such as age and gender of leaders.

The large number of small and medium enterprises is a major economic driver in
Thailand (Tambunan, 2008). The target group of the population includes subordinates who
work in small and medium enterprises in Thailand. The main target population in this study
covers all SME segments in Thailand including manufacturers, retailers wholesalers and
services. OECD (2011) reported that in year 2006, the majority of small and medium
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enterprises were based in Bangkok and suburban areas consisting of 788,842 firms or 40.71
percent of all SMEs in Thailand. Hence, the target population is based in Bangkok and
suburban areas, where there is the greatest concentration as illustrated in table 1.1 below:

Table 1.1 Regional Distribution of SMEs, 2006

Number ofSMEs

2006

Percent

Bangkok

692,922

35.8

Central (excluding Bangkok)

95,920

4.9

Central and Bangkok

788,782

40.71

North

329,129

17.0

North-Eastern

620,469

32.0

South

199,394

10.3

Source: OECD (2011)

1.6 Significance of the Study

The present study could not only contribute in an academic sense, but also in terms of
managerial implications. For academic implications, this study can contribute to the study of
the leadership field by employing an integrated framework in contrast to previous research
which has focused on a uni-dimensional model. The multi-measurement instruments of an
integrated model approach could enhance understanding of leadership style and behavior of
leadership under situations beyond the leader's control from the perspective of subordinates.
Moreover, an integrated model may allow for greater accuracy and better understanding of
the differences in leadership effectiveness in terms of style and behavior. The utility of results
in this study could give direction for further study in leadership styles and leadership
effectiveness.

For managerial implications, the results of this study might be valuable and provide
guidance for the selection, recruitment and training for leadership development and
administrative purposes.

The results suggest leaders adopt a broad leadership style and

behavior when faced with environment uncertainty, taking into account the role of emotional
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intelligence, adversity quotient and ethical leadership traits and demographic information.
Leaders could adapt the style to match the task and relations to maximize leadership
effectiveness. Enhanced leadership effectiveness could create a better environment at the
workplace for mutual success including employee satisfaction and the performance and
growth of the organization.

1. 7 Definition of Terms

Adversity quotient is defined as the ability of a person to persevere, control, be
hopeful and perform actions in adverse situations (Crawford & Tee, 2000).

Emotional intelligence (EI) refers to the ability to monitor one's own feelings and
others' feeling, to discriminate among them, and to use this information to guide one's
thinking and action (Salovey & Mayer, 1990).

Employee readiness refers to the extent to which a follower has the ability and
willingness to accomplish a specific task (Hersey & Blanchard, 1988).

Ethics of leadership is defined as the demonstration of normatively appropriate moral
conduct through personal actions and interpersonal relationship, and the promotion of such
conduct to followers through two-way communication, reinforcement, and decision-making
(Brown, Trevino & Harrison, 2005, p. 120).

The term leader refers to a person who exercises influence over other people (AlShammari, 1992).

Leadership is defined as the ability to persuade, motivate and influence subordinates
or groups of people during a particular period of time to achieve common goals, with a
responsibility for the welfare of subordinates. Leadership requires building cohesive and
goal-oriented teams (Hogan, Curphy & Hogan, 1994; Vroom k Jago, 2007).
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Leadership effectiveness is defined as the results of leader performance and the ability
of leaders to influence their subordinates to achieve leader goals such as .profitability, market
share, and team performance (Hogan, Curphy & Hogan, 1994; Ilies, Gerhardt & Le, 2004).

Leadership behavior is the pattern of behaviors of a leader indicating the degree of
authority in decision-making (Tannenbaum & Schmidt, 1973).

Leadership style refers to the persuasive ability of a leader (Shea (1999).

Implicit leadership theory is based on perceivers' shared ideas regarding traits and
behaviors of leader (Eden & Leviatan, 1975).

Relationship-orientation refers to the nature of the relationship between a leader and
subordinates, consisting of the welfare and well-being of subordinates, mutual trust, respect,
listening to opinions, member involvement in decision making and equal treatment (Fiedler,
1981; Hersey & Blanchard, 1996).

Small and medium enterprise (SME) refers to a company or business that is ownermanaged in a personalized way, is independent, and has a small market share (Laird, et al.,
2011).

Situation refers to an event that requires a leader to interact in an organization where
the cause of the situation is beyond the leader's control. Situations shape how leaders behave,
and situations influence the consequences ofleader behavior (Vroom & Jago, 2007).

Situational leadership theory refers to the relationship between leaders and followers
for a particular task subject to the behavior of the leader and the readiness of followers
(Hersey & Blanchard, 1988).

Task behavior refers to the behavior of leaders when interacting with subordinates in
establishing roles and tasks, setting standards, communication, the maintenance of standards
and evaluating performance (Hersey & Blanchard, 1996).
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Transformation leadership refers to

leader~

and followers who raise one another to

higher levels of morality and motivation (Bum, 1978). The leader encourages and supports
the subordinates within the organization to achieve the goals for long term development and
to overcome problems by delegating authority and allowing subordinates to participate in
decision making (Gardner & Stough, 2002; Bass & Avolio, 2007).

Transactional leadership is the type of leadership by which subordinates are
commanded to follow and execute actions in accordance with the leader's requirements.
Subordinates comply and perform in line with the leader's expectation (Gardner & Stough,
2002).

.·

11

CHAPTER II

REVIEW OF RELATED LITERATURE AND STUDIES

In this chapter, first, theories related to leadership effectiveness are presented. Second,
literature related to different leadership styles is

dis1~ussed.

Third, factors related to leadership

styles including: emotional intelligence (appraisal and expression of emotion, regulation of
emotions, and use of emotions in solving problems), the Big Five personality traits (openness
to experience, conscientiousness, extraversion, agreeableness, and neuroticism), adversity
intelligence (control, ownership, reach, and endurance), ethical leadership, and demographics
(age, gender, education background, work experience, type of business and number of
employees) are presented.
2.1 Literature related to Leadership Effectiveness

2.Ll Definition of Leadership Effectiveness
The term 'leadership' had been defined in various ways. Bennis and Nanus (1985)
cited in Oyinlade (2006) stated that leadership concepts have been defined in over 350
different ways since 1955.

Vroom and Jago (2007) stated that one of the problems in

defining leadership is the lack of formal terms and a standardized definition. Despite the
diverse meanings of leadership, in this study, the definition of leadership must be clarified in
order to distinguish between leader, leadership and ieadership effectiveness.

Fiedler (1981) proposed that leaders emerge from elections or unofficial selection
processes. A leader can not only be determined by personality traits or attributes such as
being brighter, taller, more socially adept or talkative, but also a combination of other criteria
such as charisma that can influence and motivate followers without disobedience under the
leader's command. Fiedler (1981) distinguished three major characteristics of leaders which
are 1) "the unshakable faith in their cause, 2) utter confidence in their invincibility and
ultimate success, and 3) the ability to communicate this faith and confidence in simple and
clear language" (p.620).

12

Al-Shammari (1992) defined a leader as a person who exercises influence over other
people. Simonton (1994) cited in House, Javidan, Hanges and Dorfman (2002) defined a
leader as a "group member whose influence on group attitudes, performance, or decision
making greatly exceeds that of the average member of the group" (p. 5).

It can be concluded that a leader is a person who leads followers by either an election
-

or a formal or informal selection process, and possesses personality traits and charisma
characteristics to influence and motivate followers under his/her command.

The definition of leadership is still debated because leadership is based on intuition,
which depends on individual research perspectives (Oyinlade, 2006; House, et al., 2002).
Notwithstanding, Fiedler (1981) defined leadership is the role of a person in a position as
leader who has the knowledge, skills or resources that are required to meet the group needs at
the time. Hogan, Curphy and Hogan (1994) defined that leadership is involved in persuading
subordinates or groups of people over a period of time to achieve common goals with a
responsibility for the welfare of subordinates. Leadership is required to build cohesive and
goal-oriented teams. In the perspective of Ciulla (1995), leadership includes ethical behavior
and competence. Oyinlade, Gellhaus, and Darboe (2003) and Oyinlade (2006) stated that
leadership involves coordination with non-coercive influences over followers or groups in
order to achieve group goals. Vroom and Jago (2007: 18) defined leadership as "the process
of motivating people to work together collaboratively to accomplish great things" that
implies the following:

1. Leadership is a process but is not inherited
2. Motivation is the process of leadership to influence others
3. The terms incentive, intrinsic and extrinsic are not included in the definition.
4. The objective of influence is aiming to achieve a common goal.
Ercetin and Duzer (2008) argued that leadership involves interpersonal interaction to
achieve goals. House et al., (2002: p.5) defined leadership as "the ability of an individual to
influence, motive, and enable other_s to contribute toward the effectiveness and success of
organizations of which they are members". Lord et al., (1986); Judge et al., (2002); Ilies,
Gerhardt, and Le, (2004); Singh (2009), argued that leadership has two major constructs:
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leadership emergence and leadership

effectivenes~.

Leadership emergence was studied to

find the factors that allow an individual who has sufficient qualities of leader to become a
leader or 'leader-like'. Leadership effectiveness has been studied to determine the ability of
leaders to influence followers to achieve the goals (Ilies, Gerhardt, & Le, 2004).

Both

leadership emergence and leadership effectiveness constructs have been examined on
different levels of analysis. Leadership emergencf: focuses on intra-group evaluation while
~

leadership effectiveness is focused on inter-group evaluation.

It can be concluded that a leader is a person who is in a leadership position and

involves communicational abilities, ethical behavior, professional competence, social skills,
and appropriate personality traits. Leadership includes the ability to assist and persuade a
group of people or subordinates through interpersonal interaction to achieve individual goals
and the common goals for success of the organization.

Leadership has been defined in various ways, and thus it is problematic to define
leadership effectiveness as researchers have employed various criteria, which in turn, depend
upon their research perspective and interpretations (Judge et al., 2002; Ciulla, 1995). The
various criteria to define leadership effectiveness include the behavior of a leader, the
different categories of leadership behaviors, and other concepts used in the determination of
leadership behavior in different times, places and circumstances. The definition of leadership
has been a major problem in research on leadership field studies as there has been a lack of
consensus about specific behavior categories to define leadership. Moreover, it has been
difficult to compare results and findings from different behavior categories from previous
researches (Yukl et al., 2002; Gordon & Taber, 2002). However, some authors have defined
leadership effectiveness as follows:

Leadership effectiveness can refer to tJ::.e ability of leaders to influence their
subordinates to achieve the leader's goals (Ilies, Gerhardt & Le, 2004).

House et al. (2002) defined leadership effectiveness as "a function of the interaction
between leader attributes and behaviors and organization contingencies" (p. 5).
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Hogan, Curphy and Hogan (1994) argued that leadership effectiveness is a function of
judgments regarding the results of leader performance such as profitability, market share, and
team performance.

Fielder (1981) pointed out that leadership effectiveness characteristics require greater
intelligence and social competence than that of other members of the group.

McClelland and Burnham (2003) suggested that the leadership effectiveness is not
only based on performance but also relies on the climate that a leader creates in the
workplace and the morality of followers.

George (2000) determined the essential elements of leadership effectiveness as
follows:
1. Development of a collective sense to accomplish goal and objective;
2. The knowledge and recognition of work activities and the behaviors of other;
3. Decentralized empowering for decision making and flexibility for change;
4. The maintenance of a working environment with enthusiasm, challenge, and
excitement, and the creation of trust with subordinates.
5. Building and maintaining the identity in the company
It can be concluded that leadership effectiveness is a function of judgments regarding

the results of leader performance which requires greater intelligence and social competence
to create better climate and morality in the workplace.

2.1.2 Assessment of leadership effectiveness

It is difficult to assess the effectiveness of leadership since the assessment procedure
is vaguely defined and is not standardized, which leads to inconsistent results (Oyinlade,
2006; Rosete & Ciarrochi, 2005). Most of the methods used to assess leadership effectiveness
are derived from ratings by peers, supervisors, anc. subordinates (Hogan, Curphy & Hogan,
1994; Judge et al., 2002).

However, leaders or executives are less likely to receive

performance feedback. Therefore, assessment criteria and procedures are importance tools to
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measure leadership effectiveness. There are many methods to assess leadership effectiveness
from different perspectives as follows:

Leader effectiveness can be assessed through a competence model that is one of the
most widely adopted criteria to assess abilities based on skills and behaviors across situations
(Guion, 1991; Guinn, 1996; Hughes et al., 1999 cited in Oyinlade, 2006). A leader's
-

effectiveness consists of the ability to motivate others, vision, listening to other opinions,
supporting subordinates, effective communication skills, goad interpersonal skills, being able
to solve conflicts and influencing subordinates in appropriate directions (Conger &
Benjamin, 1999 cited in Oyinlade, 2006).

Komor and Nordvik (2004) stated that leadership effectiveness could be measured by
leadership behavior dimensions but this depends upon the characteristics of the context.
Leadership behavior dimensions are task and relations-oriented behavior.

Rosete and Ciarrochi (2005) investigated the case of the Australian Public Service
and used two measurement indicators to assess leadership effectiveness: the performance
management system and 360 degree measures of leadership behaviors in the workplace. This
assessment evaluates leadership performance and achievement in financial terms and also
assesses employee perceptions of leadership behaviors along with financial performance.

Hogan, Curphy and Hogan (1994) concluded that the methods of assessment of
leadership effectiveness can be divided into five categories: 1) actual performance, 2)
subordinate - peer rating, 3) interview, assessment center rating, 4) self-rating and 5) a multirating assessment instrument and psychological tests.

The first measure to evaluate leadership effectiveness is by actual performance, such
as financial performance, and unit or team performance to assess leaders (House et al., 1991;
Hogan, Curphy & Hogan, 1994).

The second measure to evaluate leadership effectiveness is by subordinates and peer
rating because subordinates are in the best position to evaluate leadership effectiveness since
they can observe or perceive certain behaviors of leaders more precisely than other
measurement criteria. Moreover, subordinates' rating indicates other aspects such as

16

competence and integrity or trustworthiness rather than actual performance assessment
(Hogan, Curphy & Hogan, 1994; Judge et al., 2002; Culp and Smith, 2005).

The third measure to evaluate leadership effectiveness is by outsider interviews,
simulations and an assessment center. Moreover, an assessment center can provide greater
information about a leader's ability such as general mental ability, written and
-

communication skills, creativity, flexibility and organizing and planning and consequently is
more comprehensive than other techniques of assessment (Hogan, Curphy & Hogan, 1994).

The fourth measure used to evaluate leadership effectiveness is by the self-rating of
leadership.

Self-rating provides less information about leadership effectiveness (Hogan,

Curphy & Hogan, 1994).

The fifth measure to evaluate leadership effectiveness is by a multi-rater assessment
instrument and a psychological test. This multi-rater assessment can provide a different point
of view of leadership inabilities such as untrustworthiness, over control, exploitation,
unwillingness and decision-making at the managerial level (Hogan, Curphy & Hogan, 1994).

Yukl et al., (2002) stated that the selection of a proper method to assess leadership
effectiveness is based on objective ratee values. The authors; based on their meta-analysis,
distinguish measurement taxonomy of leadership behavior in order to divide leadership
effectiveness into three aspects, 1) task behaviors, 2) relations behaviors, and 3) change
behaviors.

Task behaviors comprise short-term planning (e.g. writing plans, preparing

written budgets, developing written schedules), clarifying responsibilities (e.g. setting
specific task objectives, and facilitating evaluation of performance) and monitoring
operations and performance objectives (e.g. progress of work, performance of subordinates,
and the quality of products and services). Relation behaviors are comprised of support (e.g.
consideration, acceptance, concern for others' feelings), development (e.g. helping others to
learn and perform tasks better, teaching how to solve problems), recognition (e.g. giving
praise and appreciation when others contribute to the company's achievement), and
consultation and empowerment (e.g. given autonomy for decision making to subordinates).
Change behaviors include external monitoring (e.g. monitor the external environment and
identifying threats and opportunities), envisioning change, encouraging innovative thinking,
and taking personal risks to implement change.
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However, Chen and Silverthorne (2005) stated that measunng leadership
effectiveness is best when the style of leadership matches the readiness, ability and
willingness of subordinates. Leadership effectiveness can be enhanced subject to degree of
employee's readiness and willingness to accomplish tasks (Chen & Silverthorne, 2005). As
Fielder ( 1981) claimed, the effectiveness of a leader is a function of two factors: the leader
being task-motivated or relationship-motivated.

In this study, the researcher aimed to investigate both leadership emergence and
leadership effectiveness by focusing on leadership traits and emotional intelligence criteria as
a leadership emergence construct, which helped to define leadership styles and which lead to
the measurement of leadership effectiveness.

Leadership emergence is the first step to

evaluate the leadership process, and only then can a leader who performs effectively be
assessed. To assess leadership effectiveness, the method of measurement is an important
criterion to designing and defining a specific way to measure leadership performance. To
analyze the criteria of leadership effectiveness, the researcher adopted the concept of Yukl et.
al., (2002) to assess leadership effectiveness in task performance, affective relations, and
change behaviors. Yukl et al., (2002) provided a perspective on the different angles of a
leader's interaction in internal and external contexts.

Furthermore, the measurement of

leadership effectiveness can provide an individual level perception of the performance of
tasks, employee satisfaction and how a leader identifies the threats and opportunities
contributing to the organization's successes.

Based upon both traits and behavior paradigms of leadership emergence and
leadership effectiveness, there are related theories of leadership that have emerged regarding
the concept of leadership effectiveness based on various perspectives as follows.

2.2 The Development of Leadership Theories
The development of leadership theories began several decades earlier. The main
theories of leadership from western researchers have purposed four major groups: traits
theory, behavioral theory, contingency theory and leaders and followers theories. The details
of each theory are elaborated below.
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2.2.1 Theories of leadership
I~

the field of leadership theory, many researchers have proposed "schools of

thought" including the Great Man theory, Trait theory, Behavioral theory, Situation or
Contingency theory, and Transformation/Transacticmal leadership theory. The antecedence
of leadership theory started in the late 18th century and early 19th century.

The early

leadership theories tended to focus more on the characteristics and behaviors of individual
perspectives in successful leaderships, and from the late 19th century until the present, the
theories of leadership have focused more on the perspectives of leaders and followers and the
different situations and environmental contexts whieh influence leadership.

2.2.1.1 Great Man Theory and Trait Theory

The early theory of leadership was based on the "Great Man Theory" developed by
Thomas Carlyle in the 18th century.

Carlyle's argued that leaders were born and were

designated to lead. Carlyle suggested that the history of the world derived from the vision
and intelligence of great men in shaping the world while they lived (Vroom & Jago, 2007).
The Great Man Theory referred only to the characteristics of great or successful male leaders
who were considered as heroic. The heroic conception of leadership by Carlyle was the
major theory that led to the Trait theory ofleadership (Vroom & Jago, 2007).

Traits theory states that a leader is born with leadership characteristics which are not
made or self-developed. Trait theory dominated leadership theory for over a century. Two
major studies, addressed the traits approach identifying leadership traits and rotation studies
(Kenny & Zaccaro, 1983). In middle of the 19th century, psychologists tested the general trait
concept of leadership using aptitude and ability tests and found that there were not only
personal traits but also situations which were involved in the analysis of leadership (Stogdill,
1948, cited in Vroom & Jago, 2007). Researchers begun to explore other variables, rather

than just independent personality traits. Stogdill (1974) identified six attribute factors:
capacity, achievement, responsibility, participation, status, and situations. The author also
identified the list of leadership traits as shown in table 2.1:
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Table 2.1 Leadership Traits and Skills Variables

Traits
•

Adaptable to situations

•

Alert to social environment

•

Ambitious and achievement-orientation

•

Assertive

•

Cooperative

•

Decisive

•

Dependable

•

Dominant

•

Energetic

•

Persistent

•

Self-Confident

•

Tolerant of stress

•

Willing to assume responsibilities

Source: Stogdill (1974)

However, trait theory was viewed negatively by Mann (1959) and Stogdill (1948)
who reported that there are no traits that consistently distinguished leaders from non-leaders
when testing in different situations. The consequence of the findings of Mann (1959) and
Stogdill (1948) had an impact on many researchers in that there are no traits or few traits that
are consistent when comparing personality traits mid leadership effectiveness (Lord et al.,
1986). Lord et al., (1986) however, challenged the over-generalized view that there are no
consistent traits to differentiate between leaders and non-leaders with a meta-analysis to
determine the relationship between personality traits and leadership emergence. The authors
made three criticisms; first, that both previous revi-::ws were based on non-formal leadership
samples and gathered data on leadership emergence and perception of leadership but not
leadership effectiveness. Second, the intelligence variable showed a strongly significant
relationship with leadership emergence and personality based on Stogdill (1948) and Mann's
(1959) results. Third, the results of Mann (1959) provided less evidence to support his
argument such as the unit analysis for validity and generalizability when compared with the

20

meta-analysis of Lord et al., (1986). Their argument was based on a meta-analysis with
greater estimates of population parameters (True r) than the median r correlation in the study
of Mann (1959) as shown in Table 2.2. The results from Lord et al., (1986) indicated that in
terms of personality and leadership perceptions, intelligence, masculinity-femininity and
dominance all showed significant associations with leadership perceptions (Lord et al., 1986).

. .· ~)

Table 2.2 shows the results of the validity of six personality traits compared with the median
.:

\

res~ts of Mann (l 9S9) and meta-analysis results by Lord et al., (1986) .
,

.

Table 2.2 Results of the Validity Generalization Analysis for Each of the Six Personality
Traits
Traits
I

1\1

A

D

E

c

1553

29 3

1039

420

1034

125

Number of results

13

4

9

4

10

2

Observed variance

.019

.030

.01 4

.045

.032

.003

Predicted variance

.018

.020

.009

.009

.009

.017

Residual variance

.001

.009

.005

.035

.023

-.014

Percentage of explain variance

94.33

69.33

69.50

20.81

27.60

100.0

Meanr

.3 81

.241

.145

.10

. IO I

.157

Truer

.5 18

.338

.21 0

.168

.145

.223

Median r (Reported by Mann (1959)

.25

.15*

.15

.20

.15

.15*

Measure
N

Note: I= intelligence; M =Masculinity-femininity; A =Adjustment; D = Dominance; E
Extroversion-introversion; C = Conservatism.

* Median

=

not reported, but Mann (I 959, p.

266) states that most medians were close to .15.

Source: Lord, Vader, & Alliger (1986)

The table showed that results by Lord et al., (1986) reported higher median r values
compared to Mann (1959). Leadership perception is derived from a perceiver's perspective
when assessing leadership qualities. The social-cognitive perspective is the key concept to
identify and understand leaders by perception (Lord et al., 1986). The results implied that
there is a significant relationship between personality traits and leadership perceptions which
support the assessment of personality traits to predict behaviors from social-cognitive
perspective in different situations. In this light, Mann's (1959) conclusion that no consistent
traits exist may be an overgeneralization and may be misleading.
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Based on the social-

cognitive perspective, some traits are crucial to the assessment of leadership effectiveness
based on common attributes identified as leadership prototypes from subordinates' rating
(Lord et al., 1986). Many recent studies have shown that the individual perspectives on
personality traits, demographics, skills and ability have significantly contributed to the
understanding of leadership effectiveness (Derue, et al., 2011). Thus, the personality traits
approach is still an important component in studies of leadership performance when based on
social-cognitive assessment. However, inconsistent results on leadership characteristics in
trait theory when testing across groups in different situations lead to the behavioral theory.

2.2.1.2 The Behavioral Theory

In the 1940s and 1960s, research on leadership was conducted mostly in Ohio State
University and the University of Michigan. At a time when leadership traits were not
dominant features, both schools mainly focused on the behavior and consequences of
leadership in situations or contexts that affect a leader (Vroom & Jago, 2007). Moreover,
both schools studied different angles to measure leadership effectiveness in terms of behavior
and the interaction of leaders with followers to achieve goals (Ciulla, 1995). The Ohio
school of thought studied two clusters: tasks or structuring, and people orientation or
consideration (Fiedler, 1981 ). Tasks or structuring referred to the behavior of leaders when
interacting with subordinates

in establishing

roles

and tasks,

setting

standards,

communicating, maintaining standards and evaluating performance (Hersey & Blanchard,
1996). The people oriented or consideration refers to the relationship between a leader and
subordinates which comprises welfare and the well-being of subordinates, mutual trust,
respect, listening to opinions, member involvement in decision making, and equal treatment
(Fiedler, 1981; Hersey & Blanchard, 1996). Tasks and people orientation can be found in
theories such as managerial grid and path goal theory (Blake & Mouton, 1964).

The

Michigan school of thought studied the characteristics of effective leadership and identified
three characteristics of leadership behavior: task-oriented behavior, relationship-oriented
behavior and participative leadership.

The main concept of behavioral theories was that

leadership can be learned and is not inherent. Moreover, both schools of thought contributed
to create patterns of leadership style involving task-oriented and relationship-oriented
features, depending on the situational context (Ciulla, 1995).

For example, Lewin's

leadership style included autocratic, democratic and laissez-faire styles (Lewin, 1939), theory
X manager (autocratic style) and theory Y manager (participative style) (McGregor, 1960),
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and the managerial grid or leadership grid (country club, impoverished, team leader and
produce or perish style (Blake & Mouton, 1964). However, Behavioral theory omitted
situational factors that lead to inconsistent results when tested under different situations.

2.2.1.3 Contingency Theory and Situational Theory
-

Situational leadership theory and the contingency theory of Fiedler (1981) are similar
concepts to leadership effectiveness in that they use situational control to respond, to
determine behavior and to select an appropriate

~tyle

of leadership (Goodson, McGee, &

Cashman, 1989). However, Fiedler's contingency model emphasized the importance of a
leader's personality to motivate followers in both task and relationship and to control
situations by leaders by employing power and control to influence the performance outcome
(Fielder, 1981 ).

Nevertheless, situational leadership theory emphasized the degree of

relationship between the task and relationship

beh<~vior

of leaders and the different levels of

readiness and the maturity of followers (Hersey & Blanchard, 1988). The contingency model
of Fiedler postulated that in a leader-oriented control situation, leadership style is adjusted to
match the followers whereas the situational leadership theory of Hersey and Blanchard
employed the maturity level of followers to adjust leadership style, which is 'followeroriented'. The situational leadership theory attempts to predict leadership effectiveness based
on the maturity level of employees.

- Contingency Theory

Perrow (1970) cited in Vroom and Jago (2007) stated that the effectiveness of
organizational leadership depended upon structural features not the traits or characteristics of
a leader. Stogdill (1948; 1974) attempted to detennine the relationships between leadership
traits, such as intelligence, initiation and persistence, and self-confidence and found some
evidence to support the idea that a leader has inherited or acquired traits but that each trait
was dependent on situational factors (Fiedler, 1981; Hies, Gerhardt, & Le, 2004). Vroom and
Jago (2007) pointed out that situational variables were the major influence for organizational
effectiveness and are consequences of leadership behavior. This contingency or situation
theory emphasized other conditions influencing and shaping leadership behavior. Several
researchers examined and expanded the contingency theory, such as Fiedler's contingency
theory (1981 ), Path goal theory (House, 1971 ), Situation theory and life cycle theory (Hersey
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and Blanchard, 1969), Multiple linkage (Yuk.I, 1989), and Normative theory (Vroom &
Jetton, 1973).

As shown in figure 2.1, the contingency model of leadership effectiveness indicates
the degree of performance and the degree of situational control that a leader has by
employing either task motivation or relationship motivation.

The major goal of task

-

motivation is task accomplishment but relationship motivation can enhance interpersonal
relations. The degree of situational control affects the task and relationship motivation in
terms of leadership effectiveness.

The contingency model yields the best results for

leadership effectiveness with high or low situational control for task motivation and moderate
situational control of relationship motivation (Fiedler, 1981 ).

Fiedler' s model studied

leadership effectiveness with eight different situational types and three dichotomous
variables: leader-member relations, follower-task structure and leader-position power and
found that a relationship-motivated leader was more effective than a task-motivated leader
(Vroom & Jago, 2007).

Figure 2.1 Contingency Model of a leader's motivational structure, measured by the
Least Preferred Co-worker (LPC) scale, and situational control
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- Situation Leadership Theory

Hersey and Blanchard (1969) developed a situational leadership theory based on the
curvilinear relationship between a appropriate number of tasks, the relationship with
subordinates and the maturity or readiness level of subordinates in order to establish a pattern
by which a leadership style can be selected to enhance leadership effectiveness.

The

-

curvilinear relationship between the maturity level of employees and an effective leadership
sty le is also called the life-cycle theory.

Situational leadership theory has combined leadership behavior in terms of task and
relationship and the degree of follower readiness in given situations. The combination of the
readiness level of followers and the behavioral style of leadership represents the pattern of
leadership style that matches particular situations and the level of maturity of subordinates.

Vroom and Jago (2007) separated the role of situations into three categories:
organizational effectiveness, situations shaping how leaders behave, and situations
influencing the consequences of leadership behavior.

1) Organizational effectiveness is based on external situations that are beyond the
leader's control.

External forces inflaencing the

organi~tional

effectiveness

include new legislation, new technology, and economic status (currency
fluctuation, inflation, interest rate).

However, the results of organizational

effectiveness could also reflect leadership effectiveness.
2) Vroom and Jago (2007) stated that individual differences derived from traits and
situations influence individuals to behave differently.

Thus, situation-specific

traits could contribute to support the different behavior of leaders in particular
contexts. In contrast, previous studies focused on the general traits concept.
3) 'Situations influencing the consequences of leadership behavior' is based on
normative theory which states that the

~tyle

of leadership should fit the demands

of each situation. However, a single style of leadership might not fit every
situation.

This normative model aimed to elaborate the interaction between

leadership style, situation, and the results of leadership effectiveness. Leadership
style selection can assess the fit between a specific situation and a specific style.
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2.2.1.4 Leaders and Followers Theory

The leader and follower concept was first proposed by Bass (1985) and extended by
Bass, Avolio and Goodherim (1987). Bass (1985) divided the concept of leadership into two
distinct types: transformational and transactional leadership. Much later, researchers adapted
and extended the typology of the leadership conceptual model of Bass (1985). For example,
-

Yukl (1987) examined the concept of leadership by including the abilities to organize, solve
problems, clarify roles and objectives, inform, monitor, recognize, reward, plan, motivate and
inspire, network, consult, delegate, support, develop and mentor and manage conflict and
build teams. Quinn (1988) explicated the notion of a 'leader's framework' as consolidation
orientation, output maximization, change orientation and human resource development
orientation with six behaviors in each quadrant. Pearce et al. , (2003) extended the model of
leadership type into directive leadership, transactional leadership, transformation leadership
and empowering leadership. The leaders and follo 1 vers field studies have evolved into many
perspectives because there are theoretical and methodological challenges regarding the
validity of prevailing theories (Klenke, 2007). Figure 2.3 shows these extended theories of
leadership.

Table 2.3 Extensions of Leadership Theories

Leadership Theories

Authors

Authentic Leadership

Avolio, Gardner, Walumba,
Luthans and May (2004); Gardner and
Avolio (2005)
Fry (2003)
Kark, Shamir and Chen (2003);
Klenke (2003)
Pearce and Conger (2003)
Osborn, Hunt and Jauch (2002)
Knowles (2001, 2002); Marrion and UhlBien (2001); Regine and Lewin (2000)
Choi and Mai-Dalton (1999)
· Lipman-Blumen (1996)
Block (1993)
Bass (1985)
Greenleaf ( 1977)

Spiritual Leadership
Paradoxical Leadership
Share Leadership
Contextual Leadership
Complex Leadership
Self-sacrificial Leadership
Connective Leadership
Stewardship
Transformation & Transactional leadership
Servant Leadership
Source: Klenke, (2007)
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Although many approaches to leadership have been proposed from the divergent
perspectives of scholars, the questions of theoretical construct and measurement, reliability
and validity still exist (Klenke, 2007). Although the mostly cited and dominant paradigm for
the leadership concept is the transformational and transactional leadership model of Bass
(1985), authentic leadership has received more attention lately (Jensen & Lutans, 2006;
Klenke, 2007; Walumbwa, Avilio, Gardner, Wemsing, & Peterson, 2008; Jone & Crompton,
2009).

2.2.2 Transactional Leadership

2.2.2.1 Definition and Concept of Transactional Leadership

A transactional leader is the type of leader who commands subordinates to follow and
execute instructions in accordance with the leader's needs. Subordinates comply and perform
in accordance with the leader's expectations (Gardner & Stough, 2002). Transactional
leadership is based on an effort-reward relationship and uses rewards to motivate
subordinates and achieve maximal performance output (Pearce et al., 2003). The behavior of
transactional leadership is derived from expectancy theory (valence, instrumentality and
expectancy), exchange/equity theory and reinforcement theory (Pearce et al., 2003). Barling
et al., (2000) cited in Gardner and Stough (2002) suggested that transactional leadership type
is either management by exception active or management by exception passive, and is not
related to emotional intelligence. Such leadership has little empathy and regards it
unnecessary to understand others' emotions. Transactional leaders place less emphasis on
development but focus more on achieving requirements (Bass & Avolio, 2007).

Also,

transaction leaders use command and control approaches to generate superior performance
from the followers (Xirasagar, 2008).

2.2.2.2 Transactional Leadership Types

Transactional leadership is divided into thre.:! types: contingent rewards, managementby-exception-active and management-by-exception· passive.
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The difference between a transformational leader and transactional leader is that a
transformational leader motivates followers to perform the tasks in exchange for rewards, but
a transformation leader encourages followers in terms of self-development and growth
(Weinberger, 2009). Research data have confirmed that transformational leadership is a
more effective type of leadership than transactional leadership and laissez-faire leadership
(Bass & Avolio, 2007). Transformational leadership is associated with lower turnover rate,
-

more research productivity, more commitment, more employee satisfaction and improved
organizational performance outcomes (Bass & Avolio, 2007).

2.2.3 Transformational Leadership

2.2.3.1 Definition and Concept of Transformational Leadership

The initial concept of transformation leadership can be traced back to Bum (1978)
who defined the transformation leadership as where "leaders and followers raise one another
to higher levels of morality and motivation" (Bum, 1978 cited in Weinberger, 2009).
Transformation leadership can be defined as leadership which encourages and supports the
subordinates for long term development to achieve goals and give more authorized power
than dependence (Gardner & Stough, 2002; Bass & Avolio, 2007).

Transformational

leadership encourages followers in terms of self-development and growth with confidence as
a part of the mutual development of employees and the organization (Bass & Avolio, 2007).
Transformational leadership seeks to inspire followers to perform with superior effort and
motivates them by rewards or self-interest in return (Weinberger, 2009). The transformation
leadership process is more collegial than hierarchical and inspires followers to satisfy their
own needs for self-actualization rather with a command and control approach (Xirasagar,
2008). Polychroniou (2009) argued that a true transformation leader would act and behave
differently than a traditional or formal organizational leader and will influence employees to
work hard. However, the key components of transformation leadership are cognitive, social,
and emotional intelligence. The behavior of transformation leadership is derived from the
sociology of charisma and charismatic leadership theory (Pearce et al., 2003). Research has
demonstrated that transformation leadership characteristics are highly correlated with
employee satisfaction, commitment, successful performance and emotional intelligence
(Morehouse, 2007; Weinberger, 2009). Much empirical research on transformational
leadership has also found that charisma, individualized consideration, and intellectual
28

stimulation as behaviors of transformation leadership are strongly correlated with leadership
effectiveness (Weinberger, 2009). Thus, many authors have indicated that transformation
leadership behaviors are beneficial because:

1) The transformation concept represents the type of leader who can understand and
manage emotions from self and others which encourages respect and trust from
-

subordinates.
2) Understanding emotion is the key to assessing subordinate's emotion and allows for a
precise response that leads to the transformation concept (Gardner & Stough, 2002).

2.2.3.2 Components of Transformation let\dership

Transformation leadership is comprised of four basic components (the four 'Is':
idealized influence or charisma, intellectual stimulation, individualized consideration, and
inspirational motivation (Bass & Avolio, 2007).

Idealized Influence

A leader who possesses idealized influence gains the respect, trust and confidence of
followers, which can engender more effort to fulfill requirements and achieve objectives with
optimal development and performance.

Some researchers define idealized influence as

charisma (Schepers et al., 2005; Dubinsky et al., 19')5).

Individualized Consideration

Followers' performance may be enhanced when a leader pays attention to needs and
individual capabilities.

This individual consideration of a leader encourages self-

development and responsibility in followers, which may improve performance outcomes.
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Intellectual stimulation
A leader who encourages followers to share opinions and ideas in order to solve
problems and create innovative perspectives gains more intellectual perspectives and
strategies from followers with direct experience in solving problems.

Inspirational motivation
Leader can motivate followers with his/her visions for the potential growth of the
company. Leaders motivate followers' interests and reward followers in return. Followers can
experience improved morale and greater enthusiasm when they feel part of a firm's success
and share common goals and objectives.
As stated above, leadership theory has purposed different perspectives at different
periods of time but there still exists no consensus on which theory is better and there are
insufficient grounds to answer why some leaders

ar~

more effective than others. The existing

theories of leadership have focused on different perspectives as shown in table 2.4.

Table 2.4 Main Emphasis and Weaknesses of Leadership Theories

Theory

Emphasis

Trait Theory

Focused

on

Weaknesses

traits

and Inconsistent

characteristics (Physical,

results

when

testing traits under various

Personal, Skills and Abilities, situations
Social factors)
Behavior Theory

Focused

on

behavior

and Omission

of

situational

consequences of leadership m factors
situations that affect the leader.
Contingency

and Both focused on situations to Depends upon capabilities of

Situation Theory

determine the behavior and each
style ofleadership

Leaders

and Focused

Followers Theory

on

leader

to

evaluate

situation to select "best style"

employees

to Depends upon capabilities of

growth or exchange of reward

each leader to inspire and
motivate employees

Source: Developed for this study.
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2.2.4 Styles of Leadership

Bandura ( 1986) cited in Shea ( 1999) pointed out that the behavior of humans can be
explained by a reciprocal system of causal interaction from personal characteristics,
environmental factors and cognitive self-regulation with other people. Also, Bandura (1986)
argued that the self-regulation of leaders or managers involves different behaviors to
-

persuade followers to accomplish tasks. Thus, the difference of behavior in terms of the
persuasive ability of leader is referred to as leadership style.

The concept of leadership is still debated in various perspectives since different
approaches have led to different classifications of leadership style such as transformational
and transactional leadership (Bass & Avolio, 1985); Yukl (1987); six leadership styles
(Goleman, 2000). Hence, styles of leadership are derived from different conceptualization
and operationalization of researcher perspective (Giritli & Oraz, 2004).

The concept of

leadership style is based on the characteristics of task-relationship behavior between leaders
and followers (Chong & Wolf, 2009). The perspective of the social science concept of group
dynamics focused on members of the group rather than focusing only on a leader who raises
employee involvement and participation in the selection of a style of leadership
(Tannenbaum & Schmidt, 1973). Although there are various approaches to classify style of
leadership, such as authorization in decision-making (Likert, 1967; Tannenbaum & Schmidt,
1973), leader and follower orientation, transformation and transactional leadership (Bass &
Avolio, 1985), situational leadership (Hersey & Blanchard, 1996; McClelland & Hay group)
and power to drive motivation (McClelland and Burnham, 2003), in general, leadership can
be divided into two distinguishable concepts: an employee-centered type and a task-centered
type. The employee-centered type refers to democratic or participative types of leadership
style, while the task-centered type refers to autocratic or authoritarian types of leadership
style (Giritli & Oraz, 2004). The styles ofleadership are described as follows.

2.2.4.1 Likert's Leadership Styles

The pattern of leadership described by Likert (1967) cited in Giritli and Oraz (2002)
identified four leadership styles based on the concept of decision-making and employee
involvement in decision-making. The four leadership styles are exploitative-authoritative,
benevolent-authoritative, consultative and participative.

31

The exploitative-authoritative style refers to a leader who has low concern about
people and threatens employees to accomplish tasks, is less flexible, and employs downward
communication, and where all decisions are made by the leader.

The benevolent-authoritative style refers to a leader who has concern about people by
using rewards for good performance who listens to employees but is less concerned about
employee perceptions, and where all decisions are made by the leader.

The consultative style refers to a leader who has concern about employees' ideas but
where the decisions are still made by the leader.

The participative style refers to a leader who has concern about employees and
involves others in decision-making.

Likert (1967) and Tannenbaum and Schmidt (1973) viewed the pattern of leadership
behavior from the degree of authority in decision-making. For example, when leaders make
decision without meeting subordinates, it is referred as authoritarian behavior leadership but
if leaders hold a meeting and allow subordinates' involvement and participation, it is referred
to as democratic behavior leadership as illustrated in figure 2.2.

Figure 2.2 Continuum of leadership behavior
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Use of authority by
the manager
Area of freedom
for subordinates

Manager
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decision and
announces It

Manager
"sells"
decision

Manager
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questions

Manager
presents
tentative
decision
subject to
change

Manager
present
problem. gtt
suggestions .
makes
decision

Source: Tannenbaum and Schmidt (1973)
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Manager
defines
limits, asks
group to
make
decision

Manager
permits
subordinates
to function
within limits
defined by
superior

2.2.4.2 Hersey and Blanchard's Leadership Style

Hersey and Blanchard (1988) suggested that a leader should adjust their style to
match the task, the relationship and the level of follower readiness. Hersey and Blanchard
(1988) proposed four styles of leadership. The four styles include delegating style,
participating style, selling style and telling style and are incorporated with follower maturity
-

as shown in figure 2.3.

-Delegating style is the style by which a leader allows followers to take responsibility
for decisions making in tasks. A delegating style could be adopted when there is low task
behavior and low relationship behavior.

-Participating style is the style by which a leader allows follows to share ideas and
participate in decision-making. A participating styli: could be adopted when there is low task
behavior and high relationship behavior.

-Selling style is the style by which a leader explains decisions, clarifies directions, and
persuades follower to perform tasks. A selling style could be adopted when there is high task
behavior and high relationship behavior.

-Telling Style is the style by which a leader gives directions and guides by giving
instructions to followers to perform tasks. A telling style could be adopted when there is high
task behavior and low relationship behavior.
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Figure 2.3 Situation Leadership Model
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Hersey and Blanchard (I 988) identified four stages of subordinate maturity labeled
RI, R2, R3, and R4 to correspond with the four styles of leadership: SI = telling, S2 =
selling, S3 = participating and S4 = delegating.

The procedure to determine an appropriate

style is firstly to explore the ability of followers or the group to influence; second, to evaluate
the ability and readiness level of followers; and third, to select an appropriate leadership style
(Hersey & Blanchard 1988). In order to maximize leadership effectiveness, the leader should
assess the level of follower maturity to match the style as shown below:

(1) If a follower has a low readiness level (Rl), then a telling style should be
selected, S 1 (high task/low relation),
(2) If a follower has a moderately low readiness level (R2), then a selling style should
be selected, S2 (high task/high relation),
(3) If a follower has a moderately high readiness level (R3), then a participating style
should be selected, S3 (low task/high relation),
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(4) If a follower has a high readiness level (R4), then a delegating style should be
selected, S4 (low task/low relation) (Hersey and Blanchard, 1988).

However, Fernandez and Vecchio ( 1997) pointed out that a style of low task and low
relation is the best style of leadership to increase the level of maturity of followers.

2.2.4.3 McClelland and Hay/McBer's Leadership Style

In this study, the researcher has adopted the leadership style from David McClelland
and Hay/McBer's leadership style typology. The six leadership styles of McClelland are
based on transactional and transformational leadi!rship concepts. There are six styles of
leadership that Hay/McBer's consulting firm found when studying effective leadership in
various situations and working environments worldwide (Goleman, 2000). The six styles of
leadership are coercive leaders, authoritative leaders, affiliative leaders, democratic leaders,
pacesetting leaders and coaching leaders. The coercive style and the authoritative style fall
under the transactional leadership style; and the &ffiliative style, the democratic style, the
pacesetting style, and coaching style fall under the transformational leadership style (Giritli &
Oraz, 2004).

These six styles stem from different aspects of emotional intelligence but

directly impact on the working environment or climate in a company (Goleman, 2000;
Montgomery, 2006).

Coercive Leadership Style

The coercive style is the style by which leaders demand subordinates to comply
exactly with what the leader commands or "Do what I tell you". The characteristics of a
coercive style are that it is less flexible; involves less motivation; is less development of the
initiative of employees, is less accountable about performance and creates negative attitudes.
However, this style works best for short periods of time in crises situations, and with problem
employees and inexperienced junior personnel.

This coercive style can motivate

subordinates by employing strict discipline (Giritli & Oraz, 2004). Thus, a coercive style is
less effective in some working environments (Goleman, 2000).
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Authoritative Leadership Style

The authoritative style is the style by which a leader shares a vision to drive employee
enthusiasm to achieve company goals and success as a "come with me" approach. The
characteristics of an authoritative style of leader include allowing more flexibility, initiating
thinking, creativity, and innovation to employees to achieve goals by their own means. This
-

authoritative style is good in most business situations and best if a business is adrift but not
quite as effective as a team, in terms of experience and expertise, as the leader. The
authoritative style can motivate subordinates by gi\:ing a clear vision and letting subordinates
be creative (Giritli & Oraz, 2004). Thus, an authoritative style is effective in most working
environments (Goleman, 2000; Giritli & Oraz, 2004).

Affiliative Leadership Style

This affiliative style is the style by which a leader has more concern about people as it
is a "people come first" approach.

The characteristics of an affiliative style of leadership

include caring for employees and having concern for employee values in order to create
harmony in the work place as opposed to focusing on tasks and goals. This affiliative style of
leadership creates flexibility, trust, innovation, morale, communication, and belonging for
subordinates. The degree of success of the affiliative style is dependent on the level of
relationship with subordinates (Giritli & Oraz, 2004). An affiliative style can work best when
healing relationship in groups or teams and motivating people in pressure situations. Indeed,
an affiliative style works best together with an authoritative style since an affiliative style
alone might cause poor performance whereas an aethoritative style would steer subordinates
with a vision and navigate an appropriate direction to accomplish goals. Thus, an affiliative
style engenders a positive working environment (Goleman, 2000).

Democratic Leadership Style

Democratic style is the style whereby a leader allows employees opportunities to
discuss and participate in crucial situations, to express ideas and opinions and to find a
consensus for decision-making as a "what do you think" concept. The characteristics of a
democratic style of leadership includes collaboration, team based participation and
communication with employees. The democratic style creates trust, commitment, respect and
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build flexibility and responsibility in the workplace. A democratic style can work best when
the situation requires direction and a leader is unsure about the future direction. However, a
democratic style can be a useless concept since the participants have less competence or few
useful opinions to share, and/or where subordinates require direction from the leader (Giritli
& Oraz, 2004). Also, this style requires meetings that consume time and sessions to reach a

consensual agreement but might escalate other conflicts or issues in endless meetings. Thus, a
-

democratic style may have positive effects in some working environments or situations
(Goleman, 2000).

Pacesetting Leadership Style

Pacesetting style is the style by which a leader sets standards and performance at high
levels and exemplifies himself /herself to be emulated with the concept "do as I do now".
The characteristics of democratic style of leader include initiative, illustration, expectation,
and conscientiousness to finish tasks on time or schedule.

Since the expectations of a

pacesetting style are so high, it may lead to a lack of trust for subordinates and less concern
about interpersonal relation (Giritli & Oraz, 2004). On the other hand, subordinates might be
overwhelmed by the lack of clear direction that leads to a reduction in morale, flexibility,
responsibility and initiative. A pacesetting style can work best with employees who have
high competence, self-motivation with require less direction or guidance. Thus, a pacesetting
style may have negative effects in some working environments (Goleman, 2000).

Coaching Leadership Style

The coaching style is the style by which a leader helps employees to learn and
improve for long-term personal career development. Indeed, leaders recognize the potential
of employees in terms of strengths and weaknesses, and possess a willingness to contribute
time and budget to their personal success in order to encourage the company's success. The
characteristics of a coaching style of leadership include self-awareness, gut feelings and
experience to determine the employees' competence.

This democratic style generates

commitment, inspiration, challenge, positivity and performance.

The coaching style can

work in various business circumstances but might be less effective when employees do not
participate or fail to improve or change themselves (Giritli & Oraz, 2004). The coaching
style is perceived to be positive and creates a flexib!e working environment (Goleman, 2000).
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Table 2.5 The Correlation between Leadership styles and Climates

Pacesetting

Coaching

.28

-.07

.17

.16

.23

.04

.08

.38

.31

.22

-.27

.39

-.18

.54

.48

.42

-.29

.43

Clarity

-.11

.44

.37

.35

-.28

.38

Commitment

-.13

.35

.34

.26

-.20

.27

Overall

-.26

.54

.46

.43

-.25

.42

Climate/St) le

Coercive

Authoritative

Affiliative Democratic

Flexibility

-.28

.32

.27

Responsibility

-.37

.21

Standards

.02

Rewards

impact on
climate

Source: Goleman (2004)

The correlation between leadership styles and climate is shown in Table 2.5, and
indicates that an authoritative style has the highest positive effect (.54) on the climate. The
affiliative style (.46), democratic style (.43) and coaching styles (.42) also have positive
effects on the climate. Goleman (2000) argued that there is no single appropriate style of
leadership but that leaders should select a style subject to situations or circumstances. Giritli
and Oraz (2004) stated that there is no evidence to confirm that a specific leadership style is
effective for leaders in all situations. Thus, the leader should select many styles to match
with different situations.

Another factor identified by McClelland and Burnham (2003) is that leadership style
derives from the motivation of the leader. Motivation occurs when there is a perceived need
to achieve particular results. Thus leadership styles can be distinguished by the degrees by
which leaders influence followers. The motivation of leaders is separated into three groups:
1) an institutional manager refers to a leader who has high power motivation with low
affiliation motivation and high inhibition; 2) an affiliative manager refers to a leader who has
higher affiliation than need for power but has high inhibition; 3) a personal-power manager
refers to a leader who has higher need for power than for affiliation but has low inhibition.
McClelland and Burnham (2003) suggested that the institutional management style was the
most effective style in terms of the degree of sense of responsibility, organizational goals,
and a greater focus on team spirit.
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Nevertheless, many scholars continue to study the leadership concept with other
approaches to define the integration and effectiveness of leadership. As we can see from the
previously mentioned theories, definitions and styles of leadership vary with each scholar's
perspective. The leadership concept had been studied from the trait approach through to the
behaviors approach and later in situational contexts in order to define the patterns or
characteristics of effective leadership. However, most accept that there cannot be a consensus
and no empirical studies support a normative or best leadership style (Hersey & Blanchard,
1996).

Since leadership is important to the organization for planning, directing, and

controlling to achieve the goal of the company, traits, behaviors and situations reveal the
actual status quo of leadership in a company 2nd makes it possible to predict future
performance. It is therefore essential to find the most effective and appropriate styles of
leadership to match the situations or different climates in difference circumstances since the
existing theories are inadequate to cope with all situations. Thus, an appropriate style of
leadership also requires other human skills and characteristics since the environment climate
changes rapidly.

Based on the social

cognitiv·~

perspective, the factors of emotional

intelligence, adversity quotient, ethics of leadership and the Big-Five personality traits could
be used to explain the behavior or style of leadership in the current study. The details of each
factor are described in the next section.

2.3 Emotional Intelligence

The concept of emotional intelligence (EI) has contributed to the understanding of the
effects of emotion on organizational behavior in the workplace. Other aspects of emotional
organization include mood theory, emotional labor, and affective event theory (Ashkanasy,
Hartel, & Daus, 2002). Whilst the topic of mood theory, emotional labor, affective event
theory and emotional intelligence share important aspects in organizational behavior and the
concept of emotional intelligence has caught the attention of many researchers and empirical
enquiries since 1990, the definitions, validity and reliability are still controversial at the
present time. Earlier research on emotional intelligence investigated the aspects of individual
ability, such as social intelligence (Thorndike, 1920 cited in Petrides, 2010), interpersonal
and intrapersonal relationships, multiple intelligences (Gamer, 1983), and ability-based
testing, which attempted to measure emotional intelligence (Salovey & Mayer, 1997). Later,
the concept of emotional intelligence concentrated more on multiple capabilities, social
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interaction at the work place and performance such as personal and social competence
(Goleman, 1995; 1998), non-cognitive capabilities (Bar-On, 1997) and competencies
(Boyatzis, 2009).

2.3.1 Definition of Emotional Intelligence

The concept of emotional intelligence has contributed to many fields of study and has
been defined in various ways, indicating different attributes in different fields both within and
beyond the field of psychology (Jamali & Abu-Zaki, 2006). There is still no definition which
is accepted by all as its meaning depends on each author' s perspective.

Thorndike (1920) cited in Petrides, (2010: p. 136) defined social intelligence as "the
ability to understand men and women, boys and girls, to act wisely in human relations"
(Petrides, 2010).
Salovey and Mayer (1990: 189) defined emotional intelligence as "the ability to
monitor one's own feelings and others' feelings, to discriminate among them, and to use this
information to guide one' s thinking and action"

However, later, Mayer and Salovey ( 1997, p.l 0) provided a more detailed definition
of emotional intelligence as having four concepts: "the ability to perceive accurately,
appraise, and express emotion; the ability to access and/or generate feelings when they
facilitate thought; the ability to understand emotion and emotional knowledge; and the ability
to regulate emotions to promote emotional and intellectual growth" (Rozell, et al. , 2001; Patt
& Howe, 2003; Livingstone & Day, 2005).

The original framework of Salovey and Mayer

( 1990) consisted of four levels:

1) Perception - the ability to interpret emotion from faces, pictures, voices, and the
ability to be aware of emotions from oneself (Salovey & Grewal, 2005).
2) Appraisal - the ability to control emotions in various cognitive situations as to reach a .
desired outcome, such as using a sad mood could bring care and attention to detail
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while a happy mood could generate innovation and creative thinking (Salovey &
Grewal, 2005).
3) Integration of emotions - the ability to understand emotion to distinguish the level or
degree of emotions and consequence of expressing emotions such as anger and grief
or expressing happiness with tears (Salovey & Grewal, 2005).
~

4) Using emotions and managing emotions - the ability to manage one's own and
others' emotions to control or navigate others to encourage appropriate behavior
(Salovey & Grewal, 2005).

The model of Salovey and Mayer (1990) aimed to demonstrate the interaction
between emotions of oneself and that of others which are individually different in social
situations (Feyerherm & Rice, 2002; Svyantek & Rahim, 2002; Fowlie & Wood, 2009).
Salovey and Mayer indicated that emotional intelligence is a type of intelligence which is
independent of personal traits (Livingstone & Day, 2005). This type of intelligence means
the ability of each individual to distinguish his or her own emotion and others and to respond
appropriately.

In other words, Salovey and Mayer (l 990)'s perspective pointed to the

differences in individual ability to manage priorities, show discretion, and interpret emotion
in different social situations.

Goleman (1995), the popular author of emotional intelligence, provided another angle
of his definition of emotional intelligence in his book "Emotional Intelligence: Why it can
matter more than IQ", and identified the characteristics of emotional intelligence as "abilities
such as being able to motivate oneself and persist in the face of frustrations; to control
impulse and delay gratification; to regulate one's moods and keep distress from swamping
the ability to think; to empathize and to hope" (Gc1leman, 1995 cited in Feyerherm & Rice,
2002: p. 344) which was adapted from Gardner (1983) and Salovey and Mayer (1990)'s
concept by extending the competencies of individuals in their working life by including
personal traits, trust, optimism and altruism (Feyerherm & Rice, 2002, Fatt & Howe, 2003;
Rozell et al., 2001, Langley, 2000). The two factors of Goleman' s model, personal and social
competence (table 2.6), are divided into four 1:ompetencies in Goleman's concept of
emotional intelligence:
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1) Self-awareness - the ability to understand feelings and self assessment

2) Self-regulation - the ability to manage internal state, impulses and resources

3) Social awareness (empathy) - the ability to interpret people and groups

4) Social skills (relationship management). - the ability to induce desirable
responses in others.
Table. 2.6 Goleman's Concept of Emotional Intelligence
Personal Competency
Recognition

Regulation

Social Competency

Self-awareness
Emotional Self-awareness
Accurate self-assessment
Self-confidence
Self-management
Emotional Self-control
Trustworthiness
Conscientiousness
Adaptability
Achievement drive
Initiative

Social awareness
Empathy
Service orientation
Organizational awareness
_RelationshiQ management
Developing others
Influence
Communication
Conflict management
Visionary leadership
Catalyzing change
Building bonds
"feamwork and collaboration

Source: (Goleman, 2001)

Moreover, Goleman (1998:82) extended his definition of emotional intelligence as
"the capacity for understanding our own feelings and those of others, for motivating others
and ourselves whilst using leadership, empathy and integrity" (Goleman, 1998 cited in
Fowlie & Wood, 2009). The definition of Goleman (1998) refers to the facets of emotional
intelligence that enable us to learn, develop and adapt. Moreover, Goleman (1998) was
critical of the organizational context by arguing that emotional intelligence can differentiate
between star performers and average ones more thun cognitive abilities (Svyantek & Rahim,
2002). Goleman (1995) elaborates that expertise (skill) and cognitive intelligence (IQ) are
basic requirements for all applicants for job entry at all levels, but emotional intelligence is
essential for workplace achievement.
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Bar-On ( 1997) also provided a definition of emotional intelligence. He defined
emotional intelligence as "an array of non-cognitive capabilities, competencies, and skills
that influence one's ability to succeed in coping with environmental demand and pressure"
(p. 14). Bar-On pointed out that environmental demands exert pressure on people and depend
on people's ability to cope and understand their own and others' emotions under stress. BarOn (1997) categorized five dimensions of non-cognitive capabilities for success in life
(Livingstone & Day, 2005);

1) Intrapersonal functioning (the ability to understand pertaining to the emotions of
the inner self, feelings and ideas or self-awareness and self-expression)
2) Interpersonal skill (the ability to understand others' emotions, feelings or social
awareness and interpersonal relationships)
3) Adaptability (the ability to be flexible, and to change in new situations)
4) Stress management (the ability to manage and cope with stress and control
emotion)
5) General mood (the ability to manage em0tion and express positive emotions)
Boyatzis (2009) viewed emotional intelligence in terms of competencies. Boyatzis
(2009:750) defined a competency as "a capability or ability". His theoretical groundwork of
competencies was based on "intent" with different kinds of behavioral approaches for
different situations or circumstances. The author argued that "behaviors are alternate
manifestations of the intent, as appropriate in various situations of times". Boyatzis (2009)
implied that intent means to understand a person in the same way as emotional selfawareness as a part of the emotional intelligence concept. This is similar to Goleman's
concept which explains that an individual has automatic emotional responses from a part of
the brain that stimulates social cues in different situations or events (Goleman, 1995).
Boyatzis (2009) elaborated the work of Goleman ( 1995) from star and average performance
by distinguishing three clusters of competencies: 1) expertise and experience, 2) knowledge,
and 3) an assortment of basic cognitive competencies (memory and deductive reasoning).
However, Boyatzis (2009) described the concept of competencies as requiring three other
aspects to achieve maximum performance in the workplace:
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1) Job demands- task, function and roles to be performed
2) Individual- values, vision, knowledge, life and career stage, interest and style
3) Organizational environment- culture and climate, system and structure and core
competence
Boyatzis (2009) described his perspective of competencies as "a behavioral approach
to emotional, social and cognitive intelligence" as detailed below:

1) Cognitive competencies- system thinking and pattern recognition
2) Emotional intelligence competencies- self-awareness and self-management
competencies such as emotional self-awi'l.feness and emotional self-control
3) Social intelligence competencies- social-awareness and relationship management
competencies such as empathy and teamwork (Boyatzis, 2009: 754).
Zampetakis et al., (2008) argued that the definition of emotional intelligence is still
debated at a theoretical level (emotion nature, inter-personal and intra-personal) and at an
operational level (ability and trait emotional intelligence).

Whilst Salovey and Mayer (1990) and Goleman (1995) supported the idea that
emotions can affect thinking, they stated that the ability of individuals to control emotions
can vary, depending on how an individual controls his/her behavior and actions. Salovey and
Mayer ( 1990) elaborated how the emotional intelligence of an individual can distinguish the
abilities of each person to assess by perception, and control, understand and manage
emotions. However, Goleman (1995) and Bar-On concurred on the definition by including
personal traits, trust, optimism and altruism to define emotional intelligence more accurately
than the ability-based definition of Mayer and Salovey (Livingstone & Day, 2005; Feyerherm
& Rice, 2002; Fatt & Howe, 2003; Rozell et a:L, 2001; Langley, 2000).

Nevertheless,

Salovey and Mayer (1990), Goleman (1995), and Bar-On (1997) described similar notions
that emotional intelligence could be used to assess people's ability, to identify and understand
one's own and others' emotions for better decision making, and to regulate emotions to
maximize employee or individual performance and skills by managing emotion and
predicting the success of people both in terms of wcrk and life outcomes.
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The concept of emotional intelligence can be viewed from different angles and by
using different terminology and can lead to different constructs of measurement methods.
The earlier perspectives focused on the individual level and lead to Salovey's model, while
other perspectives aimed at the social and organizational levels and lead to Goleman's model
(Dulewicz & Higgs, 2000). The model of emotional intelligence (EI) can be divided into
three groups: emotional trait intelligence, the ability model and the mixed model (Feyerherm
& Rice, 2002; MacCann et al. 2003; Livingstone & Day, 2005, Zeidner, Matthews, &

Roberts, 2009). However, the ability model and the mixed model have been most widely
cited whilst both schools of thought have a similar objective to measure competency or
performance and personality.

2.3.2 The Importance of Emotional Intelligence

In the past decade, the concept of intelligence quotient (IQ) has become a major factor
influencing people's success. Individual differences represent a profile of intelligences for
various tasks in different situations and spheres (Ward, 2004). However Sternberg (1985)
cited in Polychroniou (2009) argued that there are other concepts of intelligence called
"social intelligence" or "street smarts" by which a person may have low academic
intelligence but is successful in life.

Sternberg (1985) cited in Polychroniou (2009) and Ward (2004), suggested that the
concept of intelligence quotient (IQ) measurement is insufficient in explaining how
successful people are in organizational contexts and life outcomes.

The emotional

intelligence concept has received increasing attention in various disciplines such as
psychology, management and social science. Ane,::dotal evidence of emotional intelligence
can be traced back to Thorndike (1920) who studied non-cognitive aspects which he called
"social intelligences" to explain his conceptualization of the ability to manage and understand
people from emotions and act wisely in social relations (Dulewicz & Higgs, 2000; Petrides,
Frederickson, & Furnham 2004, Livingstone & Day, 2005). Later, Gardner (1983) a Harvard
psychologist, proposed his famed model of multiple intelligences in the concept of
interpersonal and intrapersonal individual behaviors to understand one's own and others'
emotions. Gardner (1983) proposed multiple intelligences of seven distinct types that include
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linguistic, logical, musical, kinaesthetic, visual/spatial, interpersonal and intrapersonal
(Langley, 2000).
Table 2.7 Multiple Intelligences
Types
Linguistic
(Word Smart)

-

Logical/Mathematical
(Reason Smart)
Visual/Spatial
(Picture Smart)
Musical
(Music Smart)
Bodily /Kinaesthetic
(Body Smart)
Interpersonal
(People Smart)
Intra personal
(Self Smart)
Source: Gardner ( 1983)

Descriptions
The sort of intelligence refers to the ability to learn new
languages, use and understand language and express ideas
in written or spoken modes.
Reasoning in logic anc thinking conceptually such as
mathematics together with understanding concepts and
being able to deal with more detail.
Ability to imagine such as using visualization, drawing, ·
jigsaw puzzles, daydreaming and organizational modeling.
The ability to manipulate rhythm and sound with
sensiti vity. This ability is useful in music, or speaking in
rhythm.
The ability to use whole or part of the body to perform and
by using body language to communicate.
The ability to understand people in interactions with others.
The capability to be sensitive to others, such as empathy.
The ability to know self-interest, goals. This is an inner
feeling such as intuition which drives motivation.

The model of Gardner (l 983) ' s multiple intelligences has contributed to many
research studies to perceive the different points of view of intelligence typologies and
emotional capacities (Fatt & Howe, 2003). Salovey and Mayer (1997) successfully measured
emotional intelligence on a scale under a similar theoretical concept to the intelligence
quotient and concluded that intelligence and emotional intelligence did not use the same side
of the brain (Langley, 2000; Fowlie & Wood, 2009). Salovey and Mayer (1997) first
developed an ability-based test of emotional intelligence but the findings presented that
emotional intelligence influences success· in life outcomes, such as satisfying personal
relationship and accomplishments at work (Sabvey & Grewal, 2005). The empirical
evidence of Goleman (1995) showed that the intelligence quotient (IQ) can determine the
success of only 20 percent of people but emotional competencies could account for the
success of almost 70 percent (Dulewicz & Higgs, 2000, and Fatt & Howe, 2003). Moreover,
empirical results have shown that the intelligence quotient (IQ) can predict job performance
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in only 10 to 30 percent and when emotional abilities are assessed in the measurement, it
might increase the prediction for job performance by up to 30 percent (MacCann, et al.,
2003).

Many scholars agree that only cognitive aspects are inadequate in explaining the
intelligence of an individual whereas emotional intelligence is more significant (Gardner and
-

Hatch, 1989, Salovey & Mayer, 1990, Goleman, 1996, Steiner, 1997, Fatt & Howe, 2003).
Since the concept of only IQ has proved to explain only 1/3 people's success in life and the
workplace, many researchers have focused more attention on the factor of emotional
competence to predict people's performance in the workplace and their life outcomes
(MacCann et al., 2003; Goleman, 1995). However, the formula to explain the success of
people in life and the workplace should include both the intelligence quotient and emotional
intelligence (Dulewicz & Higgs, 2003).

The new area of exploration of emotional

intelligence has brought the attention of not only researchers and practitioners but also
management in attempting to understand how to improve the efficiency and performance of
organizations by developing staff as a mutual achievement benefit. This is because emotional
intelligence can assess the behavior of people, the management style, and skills and
capabilities, which are important criteria for organizational development such as selection,
recruitment, promotion, evaluation and training for the success of an organization to gain a
advantage over competitors (Langley, 2000).

Figure 2.4 Time Frame of Emotional Intelligence Development
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2.2.3 Conceptualizations of Emotional Intelligence Theory

Emotional intelligence theory is based on how people understand, manage and
respond in their behavior to others (Fowlie & Wood, 2009; Jamali, Sidani, & Abu-Zaki,
2008). In order to understand and manage, sociai interaction is an essential factor of the
emotional intelligence of an individual to understand social rules and to interpret and respond
-

to emotional displays with others. In other words, emotional intelligence is self-awareness
(Prati et. al., 2003). However, the construct of emotional intelligence such as definition,
measurement and validity are still controversial amongst many researchers (Nafukho, 2009).

Various perspectives of emotional intelligence have been discussed by many scholars
and practitioners, such as Gardner (l 983)'s concept of intelligence emerged from cognitive
ability from different strengths of individuals' ability to learn and understand things in
different ways. Jamali, Sidani, and Abu-Zaki (2008) argued that emotional intelligence is the
convergence of cognition and emotion that influence people life success.

Salovey and

Grewal (2005) pointed out that emotional intelligence is individual differences in abilities
related to emotions. However, Salovey et al., (2004) explained that emotional intelligence
can be divided into two folds: emotional and intelligence.

The first fold has described

emotional as "an organized response system that coordinates experiences of moods and
feelings, such as happiness, anger, sadness and surprise" and the second fold described
intelligence as "a primary emphasis on abstract reasoning and may secondarily refer to
adaptation" (Salovey et al. , 2004: p. 232 cited in Fowlie & Wood, 2009: p. 562). The
emotional intelligent concept of Mayer and Salovey (1997) is different from others by
distinguishing traits, social desirability and cognitive intelligence (Groves, McEnrue, & Shen,
2006).

Since emotional expression is important for relationships with others, emotional

intelligence has gained more attention in the assessment and prediction of people's
performance and efficacy, as degrees of competence in social interactions. However,
Goleman (1995) not only emphasized inter-personal assessment but also attempted to find a
way to maximize performance with emotional competencies in the workplace. Goleman
(1995) was the first to fill the gap by integrating emotional intelligence and personality traits
in his model and assessment in the workplace, refer;ing to the regulation of emotions for both
self and others. However, the definition of emotional intelligence has different perspectives
depending on the conceptualization and measurement criteria of the researchers such as
abilities (Mayer & Salovey, 1990; Mayer & Salovey, 1997), empathy and aptitude (Goleman,
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1995) and unity (Zeidner & Matthews, 2001 ). However, Bar-On (2000) cited in Gardner and
Stough (2002) suggested that emotional intelligence can be learned and developed through
life experience, training and development programs.

There are three distinguishable types of emotional intelligence. The first type is based
on a traits-ability model and measured by rating the emotional intelligence of individuals
-

when performing tasks. The second type is based on an ability model but measured by self
and peer ratings of emotional intelligence. The third type is a mixed model of emotional
intelligence and is measured by self and peer ratings (Kerr, Garvin, Heaton, & Boyle, 2006).
The details of the measurement of emotional intelligence are presented in the next section.

2.3.4 Measurement of Emotional Intelligence

Many researchers are still developing measures of emotional intelligence such as
Cooper and Sawaf(l 997), Mayer-Salovey-Caruso (1999), Goleman (1998), Bar-On (1997b,
2000), Schutte et. al. (1998), Dulewicz and Higgs (1999), but all of the measurements suffer
from low reliability because self assessment might provide incorrect information
(Polychroniou, 2009). The paper and pencil method of assessment has less validity and
reliability to measure ability and personal tests because self and peer assessment is largely
subjective, and other internal political factors within the organization may compromise
objectivity.

2.3.4.1 Trait-Ability Model

The definition of Petrides, Frederickson, and Fumham (2004: p. 278) defined trait
emotional intelligence as "a constellation of behavioral dispositions and self-perceptions
concerning one's ability to recognize process, and utilize emotion-laden information". Trait
EI or emotional self-efficacy was combined and interrelated with personality and social
intelligence in several dispositions such as empathy, impulsivity and assertiveness.

The

measurement of trait emotional intelligence can be measured with self-reporting
questionnaires assessment such as EQ-i (Bar-On, 1997) or SSEIT (Shutte et al., 1998)
(Petrides, Frederickson, & Furnham, 2004).
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2.3.4.2 Ability Model

The ability-based model aims to measure the relationship of emotional and other
forms of intelligence. The ability model comprises the interaction of emotions and cognitive
aptitudes using emotion to synthesize thinking and by letting thinking regulate emotions
(Graham, 2009).

The original model of the ability model of emotional intelligence was
~

derived from Mayer and Solovey (1990). This ability model is in four levels: perception,
appraisal, integrating emotions, and using and managing emotions (Livingstone & Day,
2005). The measurement of ability model refers to the MSCEIT (Mayer-Salovey-Caruso
Emotional Intelligence Test) developed by Mayer-Salovey-Caruso (1999) and the latest
version is MESCEIT v 2.0 (Mayer & Solovey, 2002). MEIS (Multi-factor Emotional
intelligence Scale) is an older version of a measurt::ment scale with a questionnaire designed
to measure ability (Caruso, Mayer, & Solovey, 2002).

The Mayer-Salovey-Caruso

Emotional Intelligence Test (MSCEIT) is a test that measures emotional intelligence abilities
through a series of tasks with individuals solving problems. The test consists of 141 items in
eight subsets for four branches: emotional intelligence, perception, appraisal, integration of
emotions, and using and managing emotions.

The eight subsets include face, picture,

sensation, facilitation, changes, blends, emotional management, and emotional relationships
(Skaar, 2007).

Based on Mayer-Salovey-Caruso Emotional Intelligence concept, other

researchers have redefined the conceptual and measurement scale of ability model such as the
Schutte Self-Report Emotional Intelligence Scale (SSREI) by Schutte et al., (1998) and
Swinburn University's Emotional Intelligence Test (SUEIT) by Palmer, Wall and Stough,
(2001).

However, the SSREI has provided solid evidence for the utility of emotional

intelligence to determine effective leadership and the ability to manage emotions for both
oneself and others (Palmer, Wall and Stough, 2001).

2.3.4.3 Mixed Model

The mixed model includes ability or competencies combined with personal traits and
non-cognitive factors in the test measurement (Graham, 2009). There are a few measurement
tests from various scholars, such as ECI (Golema1, 1998), EQi (Bar-On, 1997b, 2000) and
EQI (Dulewicz & Higgs, 2000).

so

Goleman (1998) initially developed a model comprising competencies and skills in
five elements: self-awareness, self-regulation, self-motivation, empathy and interpersonal and
social skills, 25 competencies with 12 clusters were adapted from Hay-McBer's
competencies framework. Later, many researchers redefined the conceptual and component
measurements of Goleman (1995) such as Rahim ·.::t al., (2002, 2006), Dulewicz and Higgs
(2000), Bar-On (2000), Boyatzis (2000). The main model and tests of emotional intelligence
are shown in table 2.8.

Table 2.8 Classification of the Main Models and Tests of Emotional Intelligence

Authors

Measurement Methods

Mayer et al., (1999)

Test of Emotional Intelligence
MEIS (Multi-factor Emotional

Ability Model

intelligence Scale)
Mayer et. al , (2002)

Ability Model through a series

MSCEIT

(Mayer-Salovey-

of tasks by individual to solve

Caruso Emotional

problems, 8 subset factors

Test)

Intelligence

Ability, 3 factors
Schutte et. al. ( 1998)
Palmer

and

Abil ity, 5 factors

SUEI

(Schutte

Self-Report

Emotional Intelligence Scale)

Stough,

SUEIT

(2001)

(Swinburn

Un iversity

Emotional Intelligence Test)
Goleman (1998)

Mixed Model

ECI (Emotional Competencies
Inventory)

Bar-On (l 997b, 2000)

Dulewicz

and

Higgs,

Mixed (Model (emotional and

EQ-i

(Emotional

social competencies

Inventory)

Mixed Model, 7 factors

EQI

(Emotional

Quotient

Intelligence

Questionnaire)

(2003)

Source: Developed for this study

2.3.5 Previous studies on leadership and emotional intelligence

Sternberg (2005) stated that leadership combines both skills and attitudes. Skills are
competencies and expertise but attitudes are expertise on how to think and judge in
leadership functions (Sternberg, 2005).

Tannenbaum et al. , (1961) cited in Birasnav,

51

'l'H.t: ASSUMPTION UNIVERSITY LIBRAR)

Rangnekar and Dalpati (2011: p. l 08) described leadership as "interpersonal influence,
exercised in a situation, and directed, through the communication process, toward the
attainment of a specified goal or goals". Thus, effectiveness means the accomplishment of
goals and the performance of the organization subject to the behavior and characteristics a
leader possesses and the efficacy of his/her actions (Birasnav, Rangnekar, & Dalpati, 2011).
Since the success or failure of an organization depends upon how leaders can adapt and
change when faced with internal and external challenges in dynamic environments, the
factors which underpin effective leadership are crucial to many researchers. Research on the
leadership concept has moved from personality or traits to include behavioral, contextual and
environmental features, and more recently to transactional and transformational models of
leadership in order to determine the factors or methods to that define effective leadership
(Dulewicz & Higgs, 2003). The characteristics of leadership include capabilities such as
personal efficacy, emotional control, conflict management, use of emotions through symbolic
management techniques, authority, and the features of transformational leadership in order to
encourage followers to achieve growth with enhanced commitment and satisfaction while
being employed in a company (Hoffman and Frost, 2006, Prati et al., 2003). Within the
concept of leadership, feelings and moods are essential factors which can help to determine
whether leadership in an organization is effective because feelings and moods can influence
judgments, cognitive processes and the decision ma!<.ing of a leader and can lead to success or
failure (George, 2000).

However, emotions seem to disappear quicker than moods, but

emotions can be expressed under various situations. Thus, mood and emotional capabilities
can contribute to effective leadership, especially interpersonal relationships with subordinates
in social interactions. Moreover, Marcketti and Kozar (2007) found that leaders should
acquire five elements: inclusiveness, empowermr.nt, purposefulness, ethics, and processorientation to benefit companies and improve employee retention.

Leaders should acquire emotional intelligence skills and capabilities in order to direct,
control and influence subordinates to achieve company goals and objectives. Leadership is
the center of the interaction process with

subordin~tes

to communicate, direct and control in

pursuit of the company's performance outcome (Graham, 2000) and seems to involve
elements of emotional intelligence in many ways. Goleman, Boyatzis, and McKee (2002)
cited in Prati et al., (2003) stated that emotional intelligence is one of the important aspects of
leadership effectiveness because leaders have to interact directly with subordinates to achieve
goals and objectives, so an effective leader should possess socially effective skills to
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persuade subordinates to perform to achieve the best results for the firm as illustrated in
figure 2.5. Morehouse (2006) also confirmed that

l~adership

does not only directly affect the

workplace climate and culture, but also influences the emotional intelligence of employees.
Thus, emotional intelligence is a crucial element of leadership effectiveness in today's
rapidly changing organizations and environments

Figure 2.5 Model of Emotional Intelligence of Leadership and Performance

Emotional
Intelligence
Ability of
Leadership

Leadership
Characteristics
and Behavior
Personal Efficacy
Personality
Emotional Control
Conflict
Management
Use of emotional
through symbolic
management
techniques
Authority

Company/team
Performance

Source: Adapted from Prati et al. , (2003)

George (2000) synthesized the leadership effectiveness elements by employing the
emotional intelligence concept ofYukl (1998), Locke (1991) and Conger and Kaungo (1998)
who argued that:

1) Emotional intelligence enhances the vision of leadership in the way of optimistic
thinking, engendering positive moods that would create flexibility and creativity which
influence subordinates, to understand and support the goals and objectives of the company,

2) Leaders should be aware of the

weakne~;ses

or problems both within and outside

the company and be enthusiastic to solve the problems, so a leader with high emotional
intelligence would regulate and manage emotions to encourage and appreciate subordinates'
contribution,

3) Leaders should generate and maintain enthusiasm, confidence, optimism and cope
with stress, so a leader with high emotional intelligence would be better in interpersonal
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relationships, which contribute to creating confidence and trust between subordinates and
leaders,

4) Leaders with high emotional intelligence can manage their emotions and this
facilitates flexibility in decision making under different circumstances,
-

5) Emotional intelligence allows a leader to understand and apply the company's
beliefs, norms, and values to adapt and adjust to fit with subordinates' feelings and maintain a
meaningful collective identity of the company's culture.

George (2000) cited in Gardner and Stough (2002) argued that leaders who possess
high EI would foresee how to develop an organization and predict or assess the emotions of
subordinates and enhance their capability to achieve the goals and objectives of the
organization. For example, a leader should be self-aware to understand and control emotion,
to show empathy to subordinates when needed to enhance employee commitment; to regulate
and understand subordinates' emotions for decision-making and encourage and motivate
subordinates to achieve goals and objectives. The empirical study of Fowlie and Wood
(2009) found that good leadership has highly developed relationship management capacities
with their subordinates by face-to-face communication and social awareness competence.
Thus, leadership effectiveness would facilitate the improvement and development of
individuals, processes and organization level perfoi'mance as a whole (Nafukho, 2009). This
important aspect of EI is not only essential for leadership effectiveness in the present, but is
also important for individuals who may become future leaders (Dulewicz & Higgs, 2003).
Goleman, Boyatzis, and McKee (2002) cited in Prati et al., (2003) stated that leaders gain
benefits from possessing emotional intelligence in two areas. The first benefit is that leaders
motivate subordinates to work together as a team r.nd achieve team goals. Second, a leader
can influence and transform team members to increase team effectiveness and performance,
trust, enthusiasm and vision.

The quantity of research on emotional intelligence and

leadership has continually increased, such as Bennis (2001); Prati, et al. (2003), Dulewicz
and Higgs (2003); EI across career - Morehouse (2007), and EI, leadership and team
performance - Jamali, Sidani, and Abu-Zaki (2008). This evidence makes a significant
contribution with the idea that emotional intelligence is a crucial factor in effective
leadership. In essence, leadership is not an intrinsic trait and is it not linear, but it can be
developed and learned which is required for adaptive change, and thus for effectiveness
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(Goleman, 1995; Marcketti & Kozar, 2007). The possession of emotional intelligence by
leaders increases the chances of leadership effectiveness.

2.3.5.1 Factors influencing leadership related to emotional intelligence

-Environment change and emotional intelligence

Goleman (1995) stated that emotional intelligence plays an essential role for leaders
and followers in facing dynamic changes in environmental demands and pressures because
leaders with non-cognitive skills, abilities and competencies help to maintain competitiveness
in the market. A favorable climate is essential for employees to achieve optimal job
performance in any task and a leader who can successfully assign tasks and motivate
subordinates can contribute to their success in assignments (Polychroniou, 2009).

-Performance and emotional intelligence

Many studies on emotional intelligence have shown that EI is correlated with
performance or successful organizational outcomes (Goleman, 1995). The relationship of
emotional intelligence and performance might have some flaws in terms of team performance
since the empirical evidence from Feyerherm and Rice (2002) found that a team with high
emotional intelligence does not necessarily contribute to high team performance. However,
meta-analysis results from Van Rooy and Viswesvanran (2003); Watkin (2000); Bar-On and
Parker (2000); Goleman (1998b ): Bennis (2001 ); and Jamali, Sidani and Abu-Zaki (2008)
found that emotional intelligence is an important factor to determine job performance and
leadership effectiveness.

-Age, gender and emotional intelligence

Many empirical results found that the level of emotional intelligence tends to be
higher for older people than younger people (Bar-On, 2000; Click, 2002; Jamali, Sidani, &
Abu-Zaki, 2008).

However, Cakan and Altun (2005) found that emotional intelligence has

no relationship with age.
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Mandell and Pherwani (2003) found a significant difference between emotional
intelligence and gender (p < .05) for male and female managers. Moreover, Bar-On (1997b)
and Jamali, Sidani and Abu-Zaki (2008) found males had higher emotional intelligence
scores in regulation and managing emotion while females had higher emotional intelligence
scores in self-awareness, empathy and social skills. However, Goleman (l 998b) found no
relationship between emotional intelligence and gender. Table 2.9 shows previous studies on
emotional intelligence-and performance, age, and gender.

Table 2.9 Empirical Results from Previous Literature on Emotional Intelligence
- Performance
Authors
Van Rooy and Viswesvanran (2003)

Watkin (2000)
Bar-On and Parker (2000)
Goleman ( 1998b)

Bennis (2001)
Jamali, Sidani and Abu-Zaki (2008)
Koman and Wolff (2008)

Findings
EI is suggested as a valuable predictor for
job performance (Correlation between EI
and job performance ( o= .23)
EI is the most important factor for
superior performance at all levels
EI competencies are essential factors for
effective performance
Ability in 67% of emotional
competencies accounts for effective
performance
EI accounts for 85-90% of successful
leadership
EI is crucial for effective management
and leadership
EI is significantly related to the group
norms of a team and leads to improved
team performance

-Age
Cakan and Altun (2005)
Bar-On (2000)
Click (2002)
Jamali, Sidani and Abu-Zaki (2008)

No significant relationship between age and
EI
Older colleagues had more EI than younger
colleagues with more experience
EI level was higher in older students at East
Tennessee State University
EI score tends to be higher in senior levels

56

-Gender

Mandell and Pherwani (2003)

Goleman ( l 998b)
Bar-On ( l 997b)

-

Jamali, Sidani and Abu-Zaki (2008)

Brackett, Mayer and Warnner (2004)

Found significant relationship between EI
and leadership. EI for female managers is
higher on average than EI for male
managers
No significantly different EI scores for
males and females
Males have more EI in regulations and
managing emotion, while females have
higher EI in terms of self-awareness and
empathy
Males have higher EI scores on selfregulation and self-motivation, while
females have higher EI score on selfawareness, empathy and social skills.
Males with low EI are more likely to
indulge in recreational, drug use and
alcohol and are also more unsatisfied with
relationships with friends.

Source: Developed for this study

However, leadership in different career arenas and in organization with different
scales or sizes has not been inadequately explored in research and also, after reviewing the
empirical results about emotional intelligence with various aspects of performance, age, and
gender, the results show that emotional intelligence is significantly correlated with
performance, but when tested with age and gender yielded inconsistent outcomes.

The

possible reason of inconsistency might derive from different personality traits or the
situations of respondents.

However, Stoltz (1997) argued that emotional intelligence is

insufficient to define the effectiveness of a leader because leaders must confront various
situations and is accountable for success outcomes. The adversity quotient,. which could be
used to enhance the effectiveness of leadership, is discussed in the next section.
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2.4 Adversity Quotient (AQ)

The leader is the person who inevitably experiences internal and external problems in
operations in the organization. A leader has the responsibility to solve problems and is
accountable for actions and consequences. However, solving problems in various types of
hardship circumstances may require different leadership qualities. Most existing research on
adversity has addressed issues in education (Crawford & Tee, 2000; Yodsakun & Kuha,
2008; Ferrer, 2009; Pangma, 2009) but business issues have still not received much attention.

2.4.1 Definition of Adversity Quotient

The adversity quotient can be defined as "accountability and how to take ownership
for a situation" (Stoltz, 1997). Pangma et al., (200Q) defined adversity quotient as how well
people depend on the ability to confront adversity and solve problems. Crawford and Tee
(2000) stated that the adversity quotient is the ability of a person to persevere, control, be

hopeful and perform actions in adverse situations.

It can be concluded that adversity intelligence or the adversity quotient is taken to

mean the ascent through all obstacles and situations that an individual encounters and
responds to in order to solve problems and achieve success by perseverance in work and in
life.

2.4.2 Conceptualization of Adversity Quotient Theory

Most researchers refer to the adversity quotient (AQ) that was developed by Stoltz,
( 1997) although the adversity quotient was developed by Albert Ellis ( 1962) based on a

rational emotive model of behavior (Crawford and Tee, 2000). The theory construct of
adversity quotient (AQ) was derived from three psychology concepts: cognitive psychology,
psychoneuroimmunology, and neurophysiology (Stoltz, 1997). Cognitive psychology refers
to

subconscious

patterns

relating

to

how

people

respond

to

adversity.

Psychoneuroimmunology refers to an individual's brain response habit to adversity.
Neurophysiology refers to the link between the mental and physical health of an individual in
response to adversity (Stoltz, 1997).

Thus, the concept of adversity quotient (AQ) is a

measurement tool to determine how people

resp~md
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to situations or events, in hardship

circumstances (Hie, 2009). Adversity quotient can measure and determine people's success
in work and life in three forms as shown below:

1) A new conceptual framework for understanding and enhancing all aspects of
success, for example, the ability to assess how people endure hardship and the
ability to cope with it and defeat it.

2) The measurement of how people respond to adversity, for example, the ability to
assess and forecast which people will en::ounter adversity.

3) A scientifically-grounded set of tools for improving how people respond to
adversity, for example, the ability to assess and forecast which people will
overcome adversity and which will fail.

2.4.3 Typology of people

Stoltz (1997)'s employs mountain climbing as a metaphor for success in life and
distinguishes people into three typologies as climbers, campers and quitters.

The climber is the type of person who seeks lifelong ascent, is energetic, resilient,
persistent and self-motivated. This climber is the best leader who wishes to continually
ascend and never quits.

The camper is the type of person who acliieves some success but reaches a career
ceiling and stops. The camper strives until reaching a secure area. A camper is costly to a
company since their previous performance meets expectations but there is a lack of ambition
for growth and further success.

The quitter is the a type of person who has minimal ambition, makes little effort, quits
challenges, stays away, avoids risk and diversity, and misses career opportunities.

This

quitter is dead weight in a company and the company might terminate his/her employment
(Stoltz, 1997).
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2.4.4 Adversity and Leadership Effectiveness

Stoltz (1997) argued that in an organization, the adversity quotient measures, predicts
and enhances the effectiveness and success of teams, relationships, families, organizations,
communities, cultures, and societies. Since the business nowadays is a very competitive
environment that is stressful not only for leaders but also employees, the adversity quotient
could be an indicato-r to improve performance outcomes for the business and organization
when coping with adversity (Crawford & Tee, 2000). For example, a high adversity quotient
indicates better performance, creativity, productivity, persistence, resilience, and helps leader
make changes in an organization more than a low adversity quotient. In order to determine
leadership effectiveness, adversity intelligence can fill the gap between intelligence and
emotional intelligence since IQ and emotional intelligence give inconsistent results to explain
a leader's success and may explain why some leaders still quit or fall short at different levels
of adversity (Stoltz, 1997). Stoltz (1997) stated that three levels of adversity that everyone
encounters in real life situations are societal, in the workplace and on an individual level as
shown in figure 2.6.

Figure 2.6 Three Levels of Adversity

Workplace
Individual

Source: Stoltz, 1997

However, individuals can change and improve their adversity quotient score. Stoltz
(1997) proposed four dimensions of adversity quotient measurement: control, origin and
ownership, reach and endurance represented by the acronym "CORE" as shown below:
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Control (C) is the degree of perceived control in adverse situations. This control
dimension indicates thoughts and actions. A high score on control would determine the
person has more control in life and perseveres with difficult events and is considered as a
climber whereas a lower scorer in control would be considered as a camper or a quitter type.

Origin and Ownership (02) are personal accountability and responsibility of adversity
regardless of the cause, but origin and ownership are distinct terms. Origin is associated with
blame while ownership is accountability and responsibility for the problem and outcome. A
person with high origin tends to properly place responsibility, while a person with low origin
tends to blame himself or herself. In addition, a high score on ownership tends to indicate
responsibility for the problem and outcome whereas a low score for ownership tends to
indicate that a leader disowns the problem and denies responsibility, regardless of the cause.
Reach (R) is the degree of diversity extending into other areas of life. A high score for
reach would indicate that a person has the ability to contain a problem. However, a low score
for reach would have a negative effect on a career and performance at work, and indicate
pessimism and poor relationships with others.

Endurance (E) is the duration of effort in adversity. It is a perception of adversity
during time. A high score for endurance would indicate that a person perceives that the
adversity is temporary and expects a high chance of success, whereas a low score for
endurance indicates a person perceives the adversity as more likely to be permanent and
unable to be solved.

Markman and Baron (2003) suggested that the adversity quotient relies on an
explanation of style and resilience to determine the success and failure of an entrepreneur. As
higher adversity quotient score for an entrepreneur indicates a higher chance of success than
a lower score and indicates the ability to contain and cope with adversity. Thus, a leader
should use the adversity quotient to evaluate personal effectiveness and performance in order
to persevere and remain successful.

The research of Sharksnas (2002) cited in Ferrer (2009) studied the relationship
between resilience and job satisfaction in mental health care workers. Sharksnas (2002)
adopted an adversity quotient (AQ) to assess the resilience of 94 workers and showed that the
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correlation between tenure, job descriptive index and scale of adversity quotient, control,
ownership, reach and endurance had significantly positive correlations.

Ferrer (2009) studied the relationships of pe(sonal characteristics, leadership style and
job satisfaction to the adversity quotient for heads in academic colleges and universities in
the Philippines.

It was found that academic heads possessed mid-range CORE (control,

ownership, reach and endurance).

A significant relationship was found between the

leadership style and the control dimension of the adversity quotient for academic heads in the
Philippines.

A participative leadership style was found to combine with other styles in

different situations (Ferrer, 2009).

Yodsakun and Kuha (2008) examined the relationships between adversity quotient,
emotional quotient and moral quotient in high school students in Thailand and found that the
adversity quotient, emotional quotient, and moral quotient were positively correlated and
were a significant prediction for academic achievement at high school level in Thailand.

After reviewing adversity intelligence, ethics of leadership will be discussed in the
next section since even leaders with high emotional intelligence and high adversity
intelligence might not be strong in business ethics, such as in cases related to financial
irregularities witnessed in WorldCom and Tyco International.

2.5 Ethics of Leadership

Ethical scandals involving business leaders was a major driving force for the
discussion about how leaders ought to behave and a leader's ethical conduct. Ciulla (1995)
argued that good leader requires strong ethical competences. Interest in the topic of ethics has
been growing in the leadership field since the middle of the 19th century (e.g. Mautz &
Sharaf, 1961; Barnard, 1963; Cullen et al., 1989). Many ethics-related topics extend to areas
of leadership such as ethical behavior (Premeaux & Mondy, 1993 ), transformational and .
authentic leadership (Bass & Steidlmeier, 1999), leadership style (Aronson, 2001 ), social
learning (Brown, Trevino and Harrison, 2005), cross-culture (Resick et al., 2006), trust and
commitment (Ponnu, 2009), and job characteristics (Piccolo et al., 2010).

62

In the early stages of research into ethics for leadership there was a focus on the
concept of morality but a lack of emphasis on leader responsibility (Resick, et al., 2006).
Ciulla (1995) argued that ethical leaders employ a multidisciplinary approach involving
ethical behavior and the leadership concept to dimensions of morality. However, Bass and
Steidlmeier (1999) inspired the concept of the ethics of leadership by proposing a concept of
morality and ethics through the characteristics and styles of authentic and transformational
leadership. Brown, Trevino and Harrison (2005) extended this study in social learning theory
and defined and constructed a measurement scale, the Ethical Leadership Scale (ELS), to
establish the validity of ethical leadership. Kalshoven, Hartog and Hoogh (2011) attempted
to develop a scale to measure ethical leadership with a multi-dimensional ethical leadership at
work tool (EL W).

2.5.1 Definition of Ethics of Leadership

Ethics of leadership can be defined as "the demonstration of normatively appropriate
moral conduct through personal actions and interpersonal relationship, and the promotion of
such conduct to followers through two-way communication, reinforcement, and decisionmaking" (Brown, Trevino & Harrison, 2005, p.120).

Ponnu (2009) defined ethical leadership as a leader who is considered as legitimate
and credible as a role model for subordinates, and employs normatively appropriate
management

techniques

with

honesty,

fairness,

and

trust

through

interpersonal

communication; sets standard roles and regulations, and has responsibility for the ethical
consequence in decision-making in the social environment. Moreover, it is not only important
for an ethical leader to be perceived as people-oriented but is also ethical in actions. Ciulla
(2005) defined ethical leadership as the style of a leader to manage others in a proper way
with dignity.

It can be concluded that the definition of ethics of leadership should include

normative appropriate behavior, responsibility and decision-making from leader and follower
interaction through interpersonal communication which depends upon follower's perceptions
of leadership behavior as being conducted in a proper way. The dignity of leaders would also
create legitimacy, trust, and an ethical climate/culture not only as a role model in the
company but also in society.
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2.5.2 Conceptualization of Ethical Leadenhip Theory

Fritzsche and Becker (1984) examined the link between management behavior theory
and ethical philosophy through the lenses of the theory of morality, utilitarian theory, ethical
theory and the theory of justice to identify five ethical dilemmas: coercion, control, conflict
of interest, physical environment and personal in•egrity. This study was the first to link
management behavfor and ethical philosophy (Premeaux & Mondy, 1993). Later, ethical
philosophy was expanded into the leadership field. The major theory of ethical leadership
can be found in two theories: deontological and teleological theory. Deontological theory is
the theory of moral obligation. Deontological can be defined by the characteristics of
behavior rather than the level of doing good things for others. Teleological theory measures
outcomes and consequences of actions from a moral perspective (Ponnu, 2009).

Virtue ethics and utilitarianism are used as components of ethical leadership (Resick
et al., 2006). A virtue ethic is the intrinsic characteristic of a person to act and behave in a
virtuous way and the virtue ethic is characterizP-d as integrity in the ethical leadership
dimension. This virtue ethic is similar to deontological ethical theory. Utilitarianism is
related to teleological ethical theory. Utilitarianism means the evaluation of an action in
terms of being good for the largest number of people, or where the good is greater than any
negative impacts.

Another theory on ethics of leadership can be found in the work of Simola, Barling
and Turner (2010) which focused on the perception of subordinates to distinguish leadership
style from the moral orientation of the ethics of justice and the ethics of care. They found
that ethics of justice were significantly positively related to transactional leadership, while the
ethics of care were positively related to transformation leadership from the perception of
subordinates.

2.5.3 Ethics of Leadership Behavior and Styles of Leadership

Much research on ethics of leadership behavior has been linked to authentic,
transformational and transactional styles of leadership (Bass & Steidlmeier, 1999; Aronson,
2001; Simo la, Barling, & Turner, 2010). Schminke et al., (2002) stated that the behavior of a
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leader has the most influence on the ethical behavior of the followers than other influences
such as peers or oneself. Moreover, the ethical behavior of a leader directly affects the
success of a company (Premeaux, 1993).

Brown and Trevino (2006); Ponnu (2009); and Piccolo et al., (2010) argued that
ethical leadership behavior relates to the selection of the style of leadership. Kalshoven et al.,
(2011) argued that behaviors of different leaders interpret morality, beliefs and judgment
differently, so ethics of leadership behavior can be viewed from three perspectives: social
learning, social exchange, and social power. Brown, Trevino and Harrison (2005) focused on
the social learning perspective and elaborated that followers learn and replicate behavior by
observing leaders and will behave in a similar way to their leader.

Mayer et al., (2008)

investigated social exchange and proposed that followers tend to imitate the ethics that
leaders exhibit when they perceive fair treatment from their leader. Resick et al., (2006)
posited that social power and the actions of leaders can determine the ethics in conununity,
motivation and encouragement of subordinates. Kalshoven et al., (2011) argued that social
learning and social exchange approaches

encourag~

the individual to respond to the ethical

behavior of a leader. The reactions of subordinates could create an organizational climate
with collective notions of social ethics from ethical leadership behavior based on situational
ethics (Mitton, 1971 ). Mitton (1971) pointed out that situational ethics is a moral pattern
where a leader has the ability to confront and understand the situation and can then set a style
and behavior to the leader's advantage. The leade:: also sets his/her behavior in response to
social pressure. Social pressure is derived from the interactions and power structures that
exist between superiors, peers, and subordinates (Mitton, 1971 ). Thus, the leadership sty le
depends upon the ethical relativism that influences the behavior and style of leadership.

Moreover, ethics of leadership behavior is essential in an organization and requires a
leader to demonstrate morality to followers in order to yield successful outcomes for the
company. Appropriate normative conduct that results from the ethical behavior of a leader
based on situational contexts and idealized influence, such as fairness, honesty, and
trustworthiness, relates to the criteria of leadership effectiveness (Brown & Trevino, 2005;
Resick et al., 2006) as illustrated in figure 2. 7.
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Figure 2. 7 Proposition for Ethical Leadership

Ethical
Leadership

Outcomes
- Leadership effectiveness
- Extra effort
- Willingness to report
problems
- Follower Satisfaction,
Motivation and Commitment

Idealized
Influence

Source: Adapted from Brown &Trevino (2005)

Aronson (2001) pointed out that leadership style depends on the degree of a leader's
moral development since the level of individual altruism that can distinguish the style of
leader as deontological is closely related to transformation leadership whereas a teleological
style is closely related to a transactional leadership style. Aronson (2001) argued that styles
of leadership with higher moral development include transformational (deontological,
autocratic transformational, socialized charismatic), directive (ethical egoism, benevolent
autocratic-task, consultative), non-directive (participative, consensus), high transactional
(utilitarian, contingent reward, MBE-active), and low transactional (MBE-passive) styles.
On the other hand, the styles of leadership with lower moral development include artificial
transformational (pseudo-transformational, personalized charisma), directive (autocraticdespotic, egotistical), non-directive (laissez-faire), high transactional (contingent reward),
and low transactional (laissez-faire) styles. Moreover, Turner et al., (2002) cited in Simola,
Barling and Turner found that leaders who exhibited the lowest levels of moral reasoning
tend to display fewer transformation leadership behaviors, whereas no differences were found
in moral reasoning in transactional leadership behavior.
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2.5.4 Measurement of ethics of leadership

There are two types of measurement for ethical leadership: uni-dimensional (Ethical
Leadership Scale, ELS) and multi-dimension (Ethical Leadership at Work, EL W).

Uni-

dimensional measurement, developed by Brown, Trevino and Harrison (2005), measured
ethical leadership behavior in acting fairly and honestly, allowing followers' opinions, and by
rewarding ethical conduct on a single scale. The multi-dimensional approach, developed by
Kalshoven, Hartog and Hoogh (2011 ), measured ethical leadership behavior in terms of
fairness, role clarification, ethical guidance, people orientation, power sharing, integrity and
concern for sustainability.

Ponnu and Tennakoon (2009) studied ethical leadership and employee outcomes from
employee attitudinal factors in cases in Malaysia.

The data were collected from 172

intermediate managers and it was found that ethical leadership behavior had a positive impact
on employee outcomes in terms of employee commitment and employee trust in leaders.

Minet, Yaman and Denizci (2009) studied the ethical decision-making of 33
hospitality managers in Australia and found younger managers were more likely to adopt
Machiavellian/bureaucratic leadership styles than older mangers. Thus, ethical decisionmaking in service industries uses a rules based ethics approach.

In the present study, the ethical leadership scale (ELS) from Brown, Trevino and
Harrison (2005) has been adopted to measure the attitude of employees toward the ·ethical
level of leaders. The ethical leadership scale (EI. . S) is ten scale item with two loading
components that measures the ethical conduct of leaders from the perspective of followers.

2.6 Big Five Personality Traits
2.6.1 The Emergence of the 'Big Five' model of personality traits

A taxonomy of personality emerged after McDougall (1932) cited in Barrick and
Mount (1991, p.2) wrote, "personality may be broadly analyzed into five distinguishable but
separate factors, namely intellect, character, temperament, disposition, and temper ... ". Other
researchers have since attempted to extend this analysis, such as Cattel (1943, 1946, 1947,
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1948), Fiske (1949), Tupes and Christal (1961), and Norman (1963). For example, Lord,
Vader, and Alliger (1986) defined the taxonomy of personality traits as a function of six
variables:

intelligence,

masculinity-femininity, . adjustment,

dominance,

extroversion-

introversion, and conservatism. Hough (1992) divided his taxonomy of personality traits into
nine variables: affiliation, potency, achievement, dependability, adjustment, agreeableness,
intelligence, rugged individualism, and locus of control. Hough (1992) stated that the five
~

factors of personality were insufficient to predict job performance and other life criteria.

Notwithstanding, Fiske (1949) and Tupes and Christal (1961) cited in Barrick and
Mount (1991) reanalyzed the correlation of taxonomy of personality differences and found
five factors: surgency, emotional stability, agreeableness, dependability and culture. These
five factors of personality traits are similar to those found by Norman (1963). However, the
widely adopted and commonly used approach in testing personality traits was derived from
Norman (1963). Norman' s concept of personality was found to have higher significance than
others and become known as "Norman's big five" (Barrick & Mount, 1991; McCrae & John,
1992). This big five-factor model is used to predict and describe the variation of regularities
in personality behaviors and reveals why people act differently in similar situations (Cooper,
1998 cited in Llewwllyn & Wilson, 2003). McCrae and Costa (1997) have confirmed that the
five-factor model structure is universal to test personality structure across cultures and
languages. Furthermore, big five-factor models have shown convergent and discriminant
validity across time (McCrae & John, 1992). The five-factor model has been replicated to
measure many theories of human behavior, different situations and also different cultures
(Cheung, 2004; McCrae, 1997; Terracciano et al., 2005; Turner, 2007).

Moreover, most

researchers adopt this five-factor model to measurt: and classify personality attributes (Lord
et al., 1986; Digman, 1990; Barrick & Mount, 1991; McCrae & Costa 1997; Judge et al.,
2002; Llewwllyn & Wilson, 2003; Williamson, Pemberton & Lounsbury, 2007).

This big-five has not only been used in personnel psychology but also adapted to
many purposes in the business administration area such as measuring for selection purposes,
training and development, occupational differences, predictions of job performance, and
performance appraisal (Barrick & Mount, 1991; Behling, 1998). Since the personality traits
dimension or the big five can measure attitudes and is excluded from cognitive ability
measurement, the results can determine the characteristics of personality in various situations
(Behling, 1998).
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2.6.2 Definition of the Big Five Personality Model

The five-factor model of personality traits or simply the "Big Five" refers to
neuroticism, extraversion, openness to experience, agreeableness and conscientiousness. The
five-factor model was constructed to describe

ind~.vidual

behavior and to ider.tify people's

reactions in similar situations. Definitions of the five-factor model or big-five concept and
-

previous research findings are detailed below.

Extraversion or surgency refers to "the characteristics of individuals and includes
activeness, assertiveness, gregariousness, sociability, and talkativeness" (Behling, 1998, p.80;
Barrick & Mount, 1991). Extraversion means to be sociable, energetic or to have a high level
of energy, allows the application of experience to positive effect through dominance and
sociability (Judge et al., 2002).

Emotional stability and neuroticism are antonyms that refer to "the characteristics of
an individual with respect to levels of anger anxiety, depression, emotion, insecurity and
worry" (Behling, 1998 p.80; Barrick & Mount, 1991). Neuroticism indicates less control of
emotions and consequently is not associated with leadership (Judge et al., 2002).

Agreeableness refers to "the characteristics of an individual who is cooperative,
courteous, flexible, forgiving, good natured, soft-hearted, tolerant and trusting (Behling,
1998; Barrick & Mount, 1991). Agreeableness is associated with being trusting, warm,
gentle, and caring (Judge et al., 2002).

Conscientiousness refers to "the characteristics of an individual who is achievementoriented, careful, hard working, organized, good at planning, persevering, responsible, and
thorough" (Behling, 1998 p.81; Barrick & Mount, 1991 ).
combination of achievement and dependability (Judge et al., 2002).
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Conscientiousness is a

Openness to experience refers to the characteristics of an individual who is artistically
sensitive, broad-minded, cultured, curious, and original (Behling, 1998 p.81; Barrick &
Mount, 1991 ). Openness to experience tends to be displayed as imagination, individualistic
and autonomy (Judge et al., 2002).

2.6.3 Previous studies on Personality Traits
Big Five Personality Traits and Job Performance

In studying personality traits in

busine~s

administration areas, many scholars

attempted to study the relationship between personality traits and job performance such as
Nikolaou and Robertson (2001) who found no relationship between the five personality traits
and overall job performance from supervisor ratings. Van der Walt et al., (2002) found
conscientiousness, extraversion, and emotional stability were significant as a predictor of job
performance with the level of education as a control variable. Suliman et al., (2010) found
conscientiousness and extraversion were significant as a predictor for job performance. Other
scholars have found no significant and some significant correlation between personality traits
and job performance. Consequently, meta-analytic review is vital to verify the assessment of
overall personality results to predict job performance.

Barrick and Mount (1991) studied the relationships between the big five personality
dimensions and job performance in meta-analysis. This meta-analysis studied personality
measures for three job performance criteria Gob proficiency, training proficiency and
personal data) and five occupational groups (professionals, police, managers, sales and
skilled/semi-skilled) from 117 previous studies between year 1952 and 1988. The result
showed that conscientiousness and extraversion are significantly correlated with all job
performance criteria (p range from .20 to .23) and for all job occupation groups (p range from
.20 to .23), and extraversion has a positive correlation with manager performance and sales (p

= .18 to .15).

Thus, the characteristics for managers and sales such as sociability,

gregariousness, talkativeness assertiveness and activeness contribute to effective job
performance. Emotional stability, agreeableness and being open to experience are not
significantly related to job performance. As mentioned above, the five-factor model has
yielded meaningful cluster types of personality attributes. Despite the assertion that some
traits might not be significantly correlated with job performance, conscientiousness and
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extraversion are significantly correlated with overall job performance.

Furthermore, the

study of Barrick and Mount, (1991) in a meta-analysis, contributed to our understanding by
further investigating personal psychology in administrative business contexts. Tett et al.,
(1991) found conflicting results on personality and job performance by using meta-analysis
to assess overall validity and the moderating effect and by evaluating the predictability of job
performance. This study included 494 studies and found agreeableness (.326), openness to
~

experience (.272), conscientiousness (.179), extraversion (.155) and negative emotional
stability or neuroticism (-.223) are positively correlated with job performance when using
confirmatory research strategies and produced a corrected mean of the personality scale
validity procedure. The results indicated that the five factors of personality can be more
suitable for personnel selection than the prediction of personality traits of different
individuals with job analyses.

Moreover, the prediction occupations are complex and yield

inconsistent results compared to measure ability.

Judge, Bono, Ilies and Gerhardt (2002) reviewed the traits perspective in leadership
research by using qualitative and quantitative meta-analyses to analyze the strength of
relationships across 73 samples and 222 correlations to estimate the relationship between
personality and leadership. The meta-analysis of Judge, Bono, Ilies and Gerhardt (2002) was
different from Lord et al., (1986) in that it combined both leadership emergence and
leadership effectiveness to analyze criteria by making comparison overall and between each
component. The results of the meta-analysis are shown in table 2.10 below:

Table 2.10 Regression of Leadership on Big Five Traits

Traits
(JIR

Leadership

Leadership

Emergence

Effr..ctiveness

SE

Overall Analysis

t

(JIR

SE

t

(JIR

SE

t

Neuroticism

-.09

.06

-1.67

-.10

.10

-1.04

-.10

.07

-1.54

Extraversion

.30

.05

5.90*

.18

.09

2.00*

.27

.06

4.30*

Openness

.21

.05

4.06*

.19

.09

2.10*

.21

.06

3.25*

Agreeableness

-.14

.05

-2 .66

.10

.10

1.07

-.09

.07

-1.41

Conscientiousness

.36

.05

6.88

.12

.09

1.26

.29

.07

4.48*

Multiple R

.53

.05

10.86*

.39

.09

4.55*

.48

.06

8.03*

Source: Judge, Bono, Ilies and Gerhardt (2002)
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The results of the meta-analysis of Judge, Bono, Hies and Gerhardt (2002) in table
2.10 showed that the multiple correlation (R square) for leadership emergence is .53, for
leadership effectiveness is .39 and overall is .48. These results indicate that the relationship
between overall big five personality traits (neuroticism, extraversions, openness to
experience, agreeableness and conscientiousness) are correlated with both leadership
emergence and leadership effectiveness with greater than 90% confidence and an 80%
-

credibility interval excluding zero. Previous studies on the Big Five personality traits with the
leadership construct and leadership styles are presented below.

- Extraversion

Previous research showed, as in the meta-analysis of Judge et al., (2002), that
extraversion is positively related to leadership emergence and leadership effectiveness
(Gough, 1988; Kirkpatrick & Locke, 1991 ; Hogan et al. 1994; cited in Judge et al., 2002).
Recently, empirical evidence from Hetland et al. , (2011) showed that extraversion has no
significant relationship with transformational, transactional and passive-avoidant leadership
styles.

- Neuroticism or Emotional Stability

Previous research has shown in the

meta-ar~ alysis

of Judge et al., (2002) correlations

between traits, leadership emergence and leadership effectiveness are negatively related with
neuroticism (Lord et al., 1986; Bass, 1990; Hill & Ritchie, 1977; Eysenck, 1990 cited in
Judge et al., 2002). Empirical evidence from Hetland et al., (2011) showed that low
neuroticism is associated with transformational leadership styles, while high levels of
neuroticism are associated with passive-avoidant leadership styles.

- Agreeableness

Previous research in the meta-analysis of Judge et al., (2002) demonstrated that
agreeableness is negatively related to leadership ;md is therefore likely to receive further
study (Piedmont, McCrae & Costa, 1991; Yukl, 1998; Bass, 1990 cited in Judge et al., 2002).
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Empirical evidence from Hetland et al., (2011) showed that high agreeableness was
associated with transformational leadership styles.

- Conscientiousness

Previous research showed as in the meta-analysis of Judge et al., (2002) that
conscientiousness is strongly positively related 7.o leadership emergence and leadership
effectiveness (Bass, 1990; Barrick & Mount, 1991; Locke, 1991; and Goldberg, 1990 cited in
Judge et al., 2002). Empirical evidence from Hetland et al., (2011) showed that
conscientiousness was not associated with transformational, transactional and passiveavoidant leadership styles.

- Openness to experience

Previous research showed, as in the meta-analysis of Judge et al., (2002) that
openness to experience is likely to appear as a positive factor in leadership effectiveness and
leadership emergence (McCrae, 1987; Feist, 1998; and Yukl, 1998 cited in Judge et al.,
2002). Empirical evidence from Hetland et al., (2011) showed that high level of openness to
experience is associated with passive-avoidant leadership styles.
The significant statistics of the meta-analysis proved that the big five personality traits
are appropriate to predict leadership effectiveness. Therefore, traits are important criteria in
the social-cognitive perspective that determines the prototypical features of a leadership
construct (Lord et al., 1986). The social-cognitive perspective fr9m the big five taxonomy
regarding leadership perception is involved in and supported by implicit leadership theory
(ILTs) since the traits ratings came from ratees' perspectives (Eden & Leviatan, 1975). The
implicit leadership theory will be discussed in the next section.

2.7 Implicit Leadership Theory (ILTs)

Implicit leadership theory refers to a person as a ratee who rates other persons on set
of trait scales with degree of acquaintance (Eden & Leviatan, 1975). Schyns (2006) argued
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that the implicit leadership theory is a cognitive structure involving traits and behavior of
individual to describe leaders. Implicit leadership theory is based on perceivers' shared ideas
regarding traits and behaviors of a leader (Eden & Leviatan (1975) cited in Lord et al.,
(1986). Most people perceive a leader in a similar way and preconceive with different images
of leadership characteristics. Those perceivers form their cognitive and categories leadership
prototypes from sharing in-group and within culture. The implicit leadership theory can be
described as effective and ineffective from different perspectives to image traits and behavior
of leadership (Schyns, 2006). Hogan et al., (1994) argued that most people are concerned
with the characteristics of what leadership should be, such as intelligence, honesty, more
understanding, sociability, better verbal skills, honesty determination and expertise in
business more than concern on team task or situation. So, the implicit leadership theory
could control bias by creating objective and subjective assessment criteria from different
angles to determine leadership effectiveness. This implicit leadership theory also diminishes
biased results used to describe a leader (Eden & Leviatan, 1975). Moreover, Chong and Wolf
(2009) confirmed that the tenure and experience of employees influence the perception of
leadership. Moreover, personality traits and leadership perception is significantly associated
with the assessment of an individual in a social-cognitive perspective (Lord et al., 1986).
Figure 2.8 shows the relationship of performance appraisal and implicit theory and
perceptions of leadership.

Figure 2.8 The relationship of performance appraisal and Implicit theory and
perception (based on expectancy violation theory)
Implicit Leadership Theories
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Figure 2.8 implies that appraisal perfonmmce of a leader is dependent upon the
perception from subordinates' ratings by measuring degrees with regard to implicit leadership
theory. For example, when subordinates rate the performance of leaders from his/her
perception and rate it as good performance, that means the leader exceeds expectations.
However, if subordinates in rating the performance of leaders from his/her perception, rate it
as bad performance that means the leader is truly a very bad performer (Schyns, 2006). The
results of subordinate's perception rating could vary based on each perspective of leadership
performance standard. Therefore, the implicit leadership theory can help explain results to
determine leadership traits and behavior within the scope of this study.

Since the standards

of individual perception are different, demographic data are used to classify the differences in
subordinates' perception to determine leadership effectiveness.

2.8 Empirical Studies on Demographic Factors

Demographic factors such as age, gender, education, work experience and tenure, and
type of business influence behaviors and styles ofleadership (Mueller & Plug, 2004; Giritli &
Oraz, 2004; Chong & Wolf, 2009; Suliman et al., 2010).
Since these studies were based on ratees' social-cognitive perspectives by means of a
questionnaire to rate the leadership behavior construct, demographic information was able to
distinguish samples by categories.

-Age

Chong and Wolf (2009) investigated the factors of followers' perceptions about
leaders. The data were collected from 452 management students with ethnic diversity,
including a Thai sample. The results found that leaders tend not to change or adapt their style
unless there is negative organizational performance. Regarding age, it can be implied that
older people tend to be more tolerant and less comfortable with changes in leadership than
younger people (Chong & Wolf, 2009). Vecchio and Boatwright (2002) found that maturity
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or age could predict the perception of leadership style as the greater the age, the greater the
possibility of a more directive leadership style. Empirical results from Barbuto et al., (2007)
demonstrated that the age of leaders significantly impacted the style of leadership.

For

example, a leader aged 46+ rated higher in transformational leadership from followers'
ratings.

- Gender

Suliman et al., (2010) examined the effect of personality traits to predict job
performance in a western context and found that gender mediated between personality traits
and performance, especially in sales performance. Mueller and Plug (2004) argued that
gender has moderating factors between personality traits and work-related earnings since
personal earnings are related to individual performance and productivity.

The empirical

results of Mueller and Plug (2004) showed that men showed statistically significant scores in
terms of antagonism, emotional stability and openness to experience to gain advantages while
women were statistically significant in terms of conscientiousness and openness to
expenence.

Thus, the results showed that openness to experience is a vital factor in

personality traits to explain the differences in gender of male and females' income and
performance (Mueller & Plug, 2004). However, some empirical evidence has shown that
there was no significant difference between genders and leadership styles for cultures with
high power distance and high uncertainty avoidance- (Vilkinask, Shen, & Cartan, 2009; Giritli
& Oraz, 2004).

Barbuto et al., (2007) found that gender has no significant effects on

leadership style.

- Education

Van der Walt et al., (2002) cited in Suliman et al., (2010) studied the impact of the big
five personality traits on job performance by using the level of education as a moderating
variable and found that conscientiousness, extraversion, and emotional stability were
significant predictors for job performance.

The level of education (above 12 grades)

provided better predictive accuracy for the big five personality traits. Empirical results from
Barbuto et al., (2007) found that the education of leaders was a major influence on the style
of leadership from subordinates' perceptions: the higher the education (bachelor's or
postgraduate degree), the higher the leaders' transformational behavior.
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- Work Experience and Tenure

Miller et al., (2004) studied the relationships between subordinates' performance in
situations with work experience and the relationship with leaders and found that work
experience has a higher correlation with performance but a lower relationship with
leadership. However, in terms of the task performance, less experienced subordinates also
showed a low correlation on performance but there was also a high correlation with the
relationship with the leader. The result of Miller et al., (2004) was similar to that of Chong
and Wolf (2009) who confirmed that the longer subordinates work, the less the leader tended
to suffer from diminished influence and a poorer relationship with the employees. The metaanalysis ofTett et al., (1991) found that tenure has moderate validity as a predictor of job
performance as the longer an employee worked in a company, the more opportunities there
were to observe leadership behavior. Moreover, tenure also has implications on the validity
of judgments and the reliability of the person who is rating in a performance appraisal.

- Type of business

Giritli and Oraz (2004) found that an authoritative leadership style is adopted widely
by both males and females in construction businesses in Turkey despite, the fact that females
generally tend to adopt a more democratic style of leadership. The empirical results of
Suliman et al., (2010) implied that sales occupation could predict sales performance with
regard to levels of conscientiousness with gender as a moderator.

Moreover, Tett et al.,

(1991) conducted a meta-analysis and found that neuroticism and job performance have
negative relationships across occupations. As for type of business, these studies focused on
small and medium enterprises (SMEs), where most of the SMEs were family-owned and
operated by one or more members of a family and most adopted a transactional style of
leadership (Thassanabanjong, Miller & Marchant, 2009; As-Sadeq & Khoury, 2005;
O'Regan & Ghobadian, 2004).
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2.9 Small and Medium Sized Enterprises (SMEs)

2.9.1 Definition of Small and Medium Size Enterprises

There is no single definition of an SME. The definition of SME is based on various
criteria and standards in different organizations and government agencies, such as in the
-

European Commission, the UK, the British Bankers Association and the USA. However,
definitions of an SME often include common features such as the number of employees,
annual sales or balance sheet and asset values.

Laird, et al., (2011) adapted the definition from the Report of the Committee of
Inquiry on Small Firms by employing three categories: a company or business ownedmanaged in a personalized way, a small indeper•dent company or business, and a small
company or business with a small market share. A small business is typically controlled by
the owner and decision making tends to be autocratic and less formal. In addition, there is
often a specialized management structure and a small market share.

However, Massey (2005) cited in Laird et

~.l.,

(2011) pointed out that small business

can be appropriately defined by the number of staff employees in the firm.

Moreover, once

the number of employees in the firm reaches 20 people, the operation of the firm begins to
exhibit a more formalized management structure (Laird et al., 2011 ).

In Thailand, the

Ministry of Industry has divided SMEs into four business sectors that focuses on the number
of employees and fixed assets as shown in table 2.1 l:
Table 2.11 Defining SMEs in Thailand

Type
Manufacturing
Services
Wholesaling
Retailing

Employment
(Employees)
Small
Not over 50
Not over 50
Not over 25
Not over 15

Employment
(Employees)
Medium
>50-200
>50-200
>25-50
>15-30

Source: www.sme.go.th
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Fixed Assets
(Million Baht)
Small
Not over 50
Not over 50
Not over 50
Not over 30

Fixed Assets
(Million Baht)
Medium
>50-200
>50-200
>50-100
>30-60

In Thailand, SMEs are widely recognized as a major driver of the economy and
growth of the nation. The total number of established SMEs in Thailand in 2002 was 817 ,691
firms which includes 288,870 firms in the retail trade, 118,800 manufacturing firms, 116,800
firms in hotels and restaurants, 83,400 firms in recreation and other services, 67,050 firms in
sales, maintenance and repair firms, 35,100 firms in real estate, 33,500 firms in wholesale
traders, 31,000 firms renting machinery and equipment, 9,800 construction firms and 4,100
firms in computers and related activities (National Statistics Office Thailand, 2007). In the
year 2008, Thailand had a total of approximately 2,800,000 or 99.7 percent of all enterprises
were SMEs (OECD, 2011).

2.9.2 Characteristics of Small and Medium Size Enterprises

Laird et al., (2011) argued that the strength of employee relationships in SMEs has a
major effect on the growth of the firm. A higher level of employment relations would be an
advantage for small firms because there are lower levels of conflict, less cooperative
involvement, less bureaucracy, more flexibility in the work environment and more effective
communication (more oral than written), a flatter hierarchy of management and simpler
organizational structure.

Also, a lower level of employment relations would be

disadvantageous because of a lack of union support, poorer working conditions, less
formality in providing training, less division of labor and recruitment. This lower level of
employee relations in SMEs is more likely to create a higher turnover rate and more
absenteeism. Notwithstanding, the relationship in small business experiences more dissent
than a medium or large enterprise (Laird et al., 2011). Table 2.12 elaborates on the
differences between SMEs and large enterprises in terms of ownership, business culture,
organizational and capital structure, employees' knowledge, values, skills, experience, role of
external personal relationships, social capital and business networks.
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Table 2.12: Characteristics of SMEs and Large Enterprises
SMEs

Internal/External

Large Enterprise

Characteristics
Owner-family-operated

More shareholders and

and fewer shareholders

public shareholders

Business Culture

Informal

Formal

Organizational and capital

Flat or simple structure,

Hierarchical structures,

structure

less cooperative

more cooperative

involvement

involvement

Employees' knowledge,

More influence of

Less influence of

values, skills and experience

individuals or key

individuals or key

personal

personal

Role of external personal

High on external

Low on external personal

relationships and social

personal relationships

relationships and social

capital

and social capital

capital

Business networks

Highly important

Highly important but

Ownership

lesser than SMEs

Source: Loucks, Martens and Cho (2010)

Moreover, in small firm there tends to be lower education attainment of ownermanagers as individuals (Laird, et al. , 2011) and support from family members
(Thassanabanjong, Miller, & Marchat, 2011). Moores and Barrett (2002) cited in
Thassanabanjong Miller, and Marchat, (2011) argued that family run business structures in
SMEs were informal and characteristics were emotional based such as loyalty, care and
nurturing of members. Hence, the traits or e:notional intelligence characteristics of
entrepreneurs/managers in SMEs is investigated in this study.

2.9.3 Leadership style in Small and Medium Size Enterprises

O'Regan and Ghobadian (2004) studied the- managerial and organizational processes
of small and medium enterprises in 1,000 firms in the UK and found that the characteristics
and styles of leadership varied depending upon the number of employees. The characteristics
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and style of leadership had more direct control, less formality, more personal relationships,
and proactive approaches. Thus, the leadership style in small and medium enterprises in UK
is considered to be the transactional leadership style.

The empirical results of Yu and Miller (2005) demonstrated that the preferred
leadership styles of the X generation and the Y generation were different in 148
manufacturing SMEs in Taiwan. The X generation results showed that they prefer teamwork
and direction from leadership and preferred a task-oriented leadership style. However, the Y
generation results showed a preference to participate in decision-making and have greater job
autonomy which is considered a relationship-oriented leadership style.

As-Sadeq and Khoury (2005) studied leadership style in the Palestinian industrial
sector in 55 companies with 180 respondents and found that most of the leaders in Palestine
have low education, less experience and that 97 percent of the industrial enterprises are
family-owned businesses.

The most adopted leadership style was found to be the

transactional style while transformation and laissez-faire styles were found less in Palestinian
small and medium enterprises. Moreover, a transactional leadership style was not popular
from the employees' perspective and impacted on the overall performance of the Palestinian
industrial sector.

Petzall and Teo (1993) studied the relationship between demographic factors and
leadership style in small enterprises in Singapore and found that directive and task-oriented
were the most preferred leadership style regardless of demographic factors of age, gender,
race and education level.

Thassanabanjong, Miller and Marchant (2009) argued that small and medium
enterprises in Thailand are often family owned and operated by one or more members of a
family and the family system of management is more emotional, with most decisions made
by owner-managers. Thus, the leadership style is more likely to be a transactional leadership
style.

Wang and Poutziouris (2010) studied leadership styles from owner-managers in the
UK with 5710 respondents and found that the participative style was the most preferred at 46
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percent followed by supportive (27%), directive (21 %) and achievement-oriented styles
(4.5%).

2.10 Summary

Since environment uncertainty impacts leaders in every firm and requires them to
adapt and change strategies for the sake of the company, it leads to the question "what style
influences and determines leadership effectiveness?" Leadership effectiveness is a complex
subject and many researchers have incessantly developed theories and assessment methods to
define effective styles of leadership in different situations. However, results in previous
research are inconsistent and unreliable in determining an appropriate style and the factors
that influence leadership effectiveness in different situations. Hersey and Blanchard (1996)
argued that no style of leadership has proved to suit all situations and the leader should
choose the style or adjust it to match the situation. Based on contingency theory, effective
leadership style depends upon the ability of each leader to evaluate the situation and respond
with appropriate behaviors (Goodson, McGee & Cashman (1989). Moreover, Goleman
(1995) postulated that an effective leader should have many styles to match different
situations. Van Seters and Field (1993) argued that leadership theory required an integrative
perspective to explain situational factors in the leadership phenomenon.

Based on the

literature review, factors of emotional intelligence, adversity quotient, ethical leadership and
the Big-Five personality traits are critical in determining leadership effectiveness. The next
chapter will present the research framework and hypotheses of this study.
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CHAPTER III

RESEARCH FRAMEWORK AND HYPOTHESIS DEVELOPMENT

In this chapter, a research framework is proposed iGsections to establish the
basis upon which a-conceptual framework of leadership effectiveness can be constructed.
Section@comprises the

t~ork.

The

~

section includes the

conceptual framework along with an explanation of the variables that have been adopted in

8

~------~

this study.

The

section explains the hypotheses development process and the

operationalization of the variables.

-

@heoretical Frameworks

This study discusses theories based on the literature from the previous chapter as a
foundation to support the relationship between the indep(drident variables (i.e. emotional
intelligence, the adversity quotient, ethics of leader and the Big-Five personality traits), the
lMllJ

ediat g variables (i.e. the six leadershi

styles: coercive, authoritative, affiliative,

democratic, pacesetting, and coaching) an leader

hi}~ftectiveness (i.e. task performance,

affective relations and change behaviors). The results of the differences and relationships
between each leadership style and determinant factors and leadership effectiveness are the
main objectives investigated in this study.

This studG to

e~~dership effectiveness and leadership stvle.s in small to

_______________

medium-sized enterprises in Thailand.

An integrative model based on ...
social
·----cognitive
.. · --·
perspective of traits, emotional intelligence,
adversity gu<?tient, an.d. ethks of leac,iern_hip are
.... ,...,. ......
~

___

-

__

.,.

,~~--'··- ·--·· ·-·-··-· · ·•-'·' · ···· · · · ·

adopted to provide a better insight into leadership effectiveness. The theoretical background
,,,......
..._,._.,.
..,...._..,... _,.._ . ___, _
__ ........... ..-.. ......
. ,,..--.·--··-·-·,··-· ·· ·..
in this study is based on implicit leadership and sitm.tional theory as presented in table 3 .1.
,

.._,

-.--·····

,,.·.·- , ,
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Table 3.1 Theoretical Frameworks

I

l

Theories I
Conce11t

Independent
Variable

Emotional
Intelligence
Theory

Emotional Intelligence
-Appraisal and
(!Xpression of emotion
-Regulation of emotion
-Utilization of emotion

Traits Theory

Big-Five
Personality Trait
-Extraversion
-Agreeableness
-Conscientiousness
-Neuroticism
-Openness to experience

Implicit
Leadership
Theory

Situational
Leadership
Theory

-

Mediator
Variable

Leadership Styles
- Coercive
- Authoritative
- Affiliative
- Democratic
- Pacesetting
Coaching

Dependent
Variable

Leadership
Effectiveness
-Tasks
-Affective
Relations
- Change
Behaviors

Adversity Quotient
Ethics

Source: Developed for this study
&"'"

Leadershi

'"'

effectiveness has been defined in various taxonomies (George, 2000;

Yukl, 2002), d!verse

perspec~ives (Fiedler, 1981; Judge ;

Gerhardt, & Le, 2004) and many assessment

m~thods

al. , 2002;

H~e et al., 2002; Hies,

(Hogan, Curphy, & Hogan, 1994;

Yukl, 2002; Rosete & Ciarrochi, 2005; Oyinlade, 2006). Nevertheless, in order to

E.9

~ership effective~ss, the variables should be defined more precisely. This study draws

concepts from the relationships among leadership variables by Yuk.I (2006) and Derue et al.,
.

--~~~~~~~--~~~~ -

(2011). Yukl (2006) concluded that leadership variables are derived from leadership traits
and skills which lead to behavior under the influence of situational factors, lead to
performance outcomes for the leader and also lead to attitudes and behaviors of followers.
Therefore, situational factors are important not only to determine the style of leadership and
the performance of leader, but also to influence follower attitudes and behaviors. Thus, this
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study is based on situational theory. Figure 3.1 below illustrates the leadership variables by
Yukl (2006).

Figure 3.1 Relationships among Leadership Variables

Source: Yukl (2006)

Nevertheless, it is rare for researchers to integrate a framework for personality traits
(Big-Five personality traits) and the behavior (emotional intelligence, adversity quotient and
ethics) model into one study. Most researchers have focused on a single trait or behavioral
perspective (as one-dimensional framework), so the results have not been conclusive and
have lead to inconsistent results and controversy. However, a recent conceptual paper by
Derue et al., (2011) employed an integrated trait-behavioral model of leadership across four
types of leadership effectiveness criteria (individual leader effectiveness, group performance,
follower satisfaction with the leader and follower job satisfaction) in a meta-analysis as
shown in Figure 3.2.
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Figure. 3.2 An Integrated Model of Leadership 1 'raits, Behavior and Effectiveness
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Source: Derue, Nahrgang, Wellman, & Humphrey (2011)

The meta-analysis by Derue et al., (2011) found that the integrated trait-behavioral
model of leadership effectiveness supported the idea that leadership traits explain leadership
effectiveness: conscientiousness is positively related to task performance and extraversion;
agreeableness is positively related to effectiveness and relations and conscientiousness and
extraversion are positively related to overall leadership effectiveness.

As for leadership

behavior, task and change-oriented behaviors supported leadership behavior to explain
leadership effectiveness (initiating structure, contingency reward and MBE-activity to overall
leadership effectiveness). Moreover, the results showed that with a fully integrated model, a
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laissez-faire approach has a mediating relationship between leadership traits and leadership
effectiveness. The summary of the results of the trait-behavioral model provided evidence
that leadership traits associated with task competency and task orientation help to explain
leadership effectiveness.

Also, leadership behavior is more likely to predict leadership

effectiveness criteria than leadership traits (Derue, et al., 2011). Moreover, Derue, et al.,
(2011) pointed out that trait or behavioral criteria are important factors to determine
leadership effectiveness.

Since, individual traits and interpersonal attributes have contributed toward the
explanation of leadership effectiveness, hence, emotional intelligence theory, traits theory,
and contingency or situational theory are integrated in this study as theoretical concepts to
assess leadership effectiveness.

§Emotional Intelligence Theory (

t- \).

ctn
Emotional intelligence theory can be used to

@'th~spects of individu~ ability

in different social situations since an individual has automatic emotional responses from the

------------

--··-· · .-·--·-·--·-------------.:.----

part of the brain which acts as a stimulus for social cues in different situations or times.
Dulewicz and Higgs (2000) postulated that

~otional

intelligence was important for

individual success in organizational settings and was also important for individuals to rise to
~adership

positions. The leader's ability to control the emotional climate can influence

"

performance outcomes (Kerr et al., 2006).

Moreover, Rosete and Carrochi (2005)

demonstrated in empirical results that higher emotional intelligence was associated with
higher leadership effectiveness. The behavioral theory from the Ohio and Michigan schools
viewed the behavior of leaders differently, but both schools have a consensus on focusing on

---

people/relationships and task orientation. For task orientation, we can measure leadership
effectiveness from the performance of leadership in terms of financial performance such as
profitability, market share and team performance, but for the relationships between leaders
and subordinates, we can identify aspects of emotional intelligence to measure the ability of
leaders. Kerr et al., (2006) posited that the leader's ability to control the emotional climate
can influence performance outcomes.

Likewise, Rosete and Carrochi (2005) showed in

empirical results that higher emotional intelligence was associated with higher leadership
effectiveness and emotional intelligence can influence leadership styles.
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Sunindijo,

Hadikusumo and Ogunlana (2007) found that emotions affect leadership behavior and styles
from the empirical evidence gathered from respondents (project leaders) in Thailand. They
found that leaders who possess higher emotional intelligence tended to use open
communication and proactive leadership styles.

Thus, the degree of emotional intelligence of a leader is related to the social
effectiveness skills of leaders when confronted by a rapidly changing environment. In this
study, SMEs is the context, and by nature, leaders in SMEs work closely with subordinates.
Thassanabanjong, Miller and Marchant (2009) argued that SMEs are family owned and
operated by one or more members of a family, and family system management is more
emotional with owner-manager decision making. Laird et al., (2011) posited that decision
making for small enterprises is more likely to be autocratic decision-making, and is less
formal. Therefore, emotional intelligence is influential in the relationships between leaders
and subordinates in SMEs more than in larger enterprises because they are based on
individual or family-member management.

Emotional intelligence can influence achievement and a variety of aspects of life such
as relationships (Goleman, 1995). However, with the mixed model of Goleman, there may
be a higher correlation with personality traits if measured as independent variables (Digman,
1990; Ackerman and Heggestad, 1997 cited in Schutte et al., 1998). Hence, in this study,
Schutte, et al.' s model is adopted as the theoretical framework to assess emotional
intelligence along with the personality traits dimension.

Trait theory is widely used to predict personnel psychological behavior and the
administration of many business purposes and includes academic achievement, divorce,
spirituality, and psychological health for personnel, job satisfaction, and recruitment,
performance appraisal, job performance, team performance and occupational choice for
work-relate outcomes. The trait theory concept has been dominant in studies of leadership
since the early concept by Thomas Carlyle in the eighteenth century.

From a social-

cognitive perspective, some traits are crucial in the assessment of leadership effectiveness
based on common attributes from the subordinates' ratings of leadership prototypes (Lord et
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al., 1986). Traits affect the behavior of leaders and appear to be related to leadership
effectiveness (Judge, et al. 2002). Moreover, many studies have showed that individual
perspectives on personality traits, demographics, skills and ability significantly contribute to
predictions of leadership effectiveness (Derue et al., 2011). Thus, traits are important criteria
from a social-cognitive perspective and determine the characteristics of a prototypical
leadership construct. The results from the meta-analysis by Judge, Bono, Ilies and Gerhardt
(2002) proved that the relationship between overall personality traits (Neuroticism,
Extraversions, Openness to experience, Agreeableness and Conscientiousness) are correlated
with leadership emergence and leadership effectiveness. Thus, significant meta-analysis
statistics helped to establish that the big five personality traits are appropriate indicators of
leadership criteria. Anderson (2006) agued that only traits of the leader were inadequate to
explain leadership effectiveness but when combined with leadership behavior influence
organizational effectiveness. Figure 3.3 below shows the relationship between the attributes
of leadership, personality and effectiveness by Anderson (2006).

Figure. 3.3 Personality Related to Leadership Emergence, Leadership Perception,
Behavior and Effectiveness

Leadership emergence
&

Leadership perception
Personality

.

a
Effectiveness

Leadership behavior

Source: Andersen (2006)

Contemporary trait theorists normally em_:Jloy a five-factor model to describe an
individual's behavior and to identify people's reactions in similar situations. The Big-Five
personality traits is the adopted taxonomy to assess differences in personality in this study
since personality trait dimensions which can measure attitudes are excluded from cognitive
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ability measurement (Behling, 1998). The perception of subordinates can be used to assess
the potential of leadership traits from the cognitive perspective. Therefore, the results from
adopting the Big-Five personality traits can determine the characteristics of SME leaders in
Thailand. Laird et al., (2011) pointed out that leaclers in SMEs employ a parental style with
subordinates, so testing the Big-Five personality traits with different leadership styles would
assist in a clearer understanding of the behavior or style of leaders.

3.1.3 Contingency Theory and Situation leadership Theory

Vroom and Jago (2007) stated that contingency or situation theory identifies the type
or characteristics of persons and behaviors that are effective in various situations.

The

situational leadership theory and contingency theory of Fiedler (1981) are similar concepts to
leadership effectiveness by emphasizing the use of situations to determine the behavior and
style of leaders (Goodson, McGee & Cashman, 1989). However, differences between
contingency theory and situational leadership theory were also found as contingency theory
focuses on leader-oriented issues by using situation control to select an appropriate style to
match the situations but situational leadership theory focuses on employee-oriented issues by
using the level of follower maturity to select an appropriate style to match situations.
Referring to Fiedler ( 1981 ), the contingency model yields the best results for leadership
effectiveness with low and high situation control for task motivation and moderate situation
control for relationship motivation (Fiedler, 1981 ). Hersey and Blanchard (1988) argued that
leaders should adjust their style to match the task, relationship and level of follower
readiness.

Yukl et al. (2002) stated that when leaders face adverse situations, they can

respond differently with/without normative moral conduct. Moreover, Goleman (2000) and
Giritli and Oraz (2004) stated that no single appropriate style match with different situations.
Thus, leaders in SMEs in Thailand might display different styles to match different situations.

3.1.4 Implicit Leadership Theory

Implicit leadership theory was adopted by using demographic data such as age,
gender, education, tenure and experience as control variable criteria and measures differences
in criteria not only in objective performance but also in subjective performance using
different scale measurements such as emotional intelligence, personality traits, adversity
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quotient, ethics and leadership effectiveness (task, affective relation and change behaviors) in
order to prevent cognitive bias from participants. Implicit leadership theory is important to
ensure a meaningful direction for subordinates when assessing their leaders. This is because
implicit leadership theory can be described as effective or ineffective depending on
individual perspectives of the cognitive image of leader characteristics in traits and behavior
(Schyns, 2006). Observation from a social-cognitive perspective is the key concept to
identify and understand other people or leaders (Lord et al., 1986).

Moreover, personality

traits and leadership perception is significantly associated with the assessment of individual
differences in social-cognitive perspective (Lord et al., 1986).

Therefore, emotional intelligence theory, traits theory, implicit leadership theory, and
situational leadership theory are integrated into a conceptual framework in the next section.

3.2 Conceptual Framework and Hypotheses Development

------------·'
@Conceptual Framework
The above section discussed the theoretical frameworks that were employed to

develop the conceptual framework for this study. The conceptual framework of this study is
shown in figure 3.4.
The conceptual framework comprises four independent variables including emotional
intelligence, personality traits, adversity quotient and ethics. The subscales of emotional
intelligence variables include appraisal and the expression, regulation and utilization of
emotion.

The subscales of Big-Five personality trait variables comprise extraversion,

conscientiousness, openness to experience, neuroticism, and agreeableness. The moderating
variable is adopted to categorize the six styles of leadership which are coercive, authoritative,
affiliative, democratic, pacesetting, and coaching s1yles. Finally, the subscales of leadership
effectiveness, the dependent variable, comprise tasks, affective relations and change
behavior.
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Figure 3.4 Conceptual Framework

Independent Variables

Mediator Variable

I

Dependent Variable

Emotional
Intelligence
-Appraisal and
expression of emotion
-Regulation of emotion
- Utilization of emotion

Leadership Styles

Adversity Quotient
(AQ)

Big-Five
Personality
Traits

-

-Openness to
experience
-Conscientiousness
-Extraversion

Ethics
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Coercive
Authoritative
Afjiliative
Democratic
Pacesetting
Coaching

Leadership
Effectiveness
-Tasks
-Affective Relation
-Change Behavior

3.2.2 Hypotheses Development

The conceptual framework in Figure 3.5 shows the relationships between emotional
intelligence, personality traits, adversity quotient and ethics as independent variables and
leadership effectiveness as the dependent variable and also leadership styles as a moderating
variable.

The hypothesis posited for each variable will be discussed in the following

sections.

3.2.2.1 Emotional intelligence

Emotional intelligence is one of the key factors that influences individual work
performance and successful life outcomes (MacCann et al, 2003; Goleman, 1995).
Goleman's study found that in almost 70 percent of cases, emotional competencies is a
determinant of people's success (Goleman, 1995) and up to 30 percent of cases can predict
job performance (MacCann et al., 2003).

Most research on emotional intelligence and

leadership style focus on task oriented and people oriented styles and transformation,
transactional and laissez-faire leadership styles but rarely distinguishes specific styles of
leadership such as coercive, authoritative, affiliative, democratic, pacesetting, and coaching
styles.

Many studies have confirmed that effective leadership rests on transformational

leadership. For example, Palmer et al., (2001) four.cl a higher correlation between emotional
intelligence and transformational leadership than with transactional leadership. Sunindijo, et.
al., (2007) conducted research to investigate the relationship between leadership style and
emotional intelligence in construction project management in Thailand and found that project
managers and engineers who gained high scores for emotional intelligence were more likely
to use open communication and a proactive leadership style. Goleman (2000) conducted
tests of emotional intelligence and leadership style (MSQ) in different climates and found
positive correlations with authoritative, affiliative and coaching styles, and negative
correlations with coercive and .pacesetting styles. Thus, it is reasonable to hypothesize that
emotional intelligence associated with leadership styles influence leadership effectiveness.
Therefore, these lead to the following hypothesis:
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Hypothesis 1: There is a significant difference in emotional intelligence (appraisal
and expression of emotion, regulation of emotion and utilization of emotion) among leaders
who adopted the six leadership styles in SMEs in Thailand.

3.2.2.2 Big-Five Personality traits

Most leadership researchers have attempted to investigate how the behavior of a
leader affects performance outcomes, so personality trait is the one of the factors that
explains the relationship between personality and behavior. Many researchers have used
personality trait to measure performance and establish a taxonomy of personal attributes that
can be extended to measure various areas of administration. Most researchers agree to adopt
this five-factor model to measure and establish a taxonomy of personality attributes (Lord et
al., 1986; Digman, 1990; Barrick and Mount, 1991; McCrae and Costa 1997; Judge, et al.,
2002; Llewwllyn and Wilson, 2003; Williamson, . Pemberton and Lounsbury, 2007). Since
personality traits can be distinguished from cognitive ability measurement, the results
determine the characteristics of personality in various situations with various behaviors and
styles of leadership. Moreover, the personality of individuals differ and are changeable over
time (Alkahtani et al., 2011). The meta-analysis of Derue et al., (2011) indicated that the
traits of leaders are associated with task competence and interpersonal attributes.

Task

competence refers to individual performance in tasks; interpersonal attributes refer to
individuals

interacting

with

society.

The

trait

characteristics

of

intelligence,

conscientiousness, openness to experience, and emotional stability were found to be
associated with task competence while the trait characteristics of extraversion and
agreeableness were found to be associated with interpersonal attributes. Vroom and Jago
(2007) adopted personality traits as dispositional variables in specific situations across
contexts to determine leadership effectiveness.

To develop the prediction criteria of

personality traits and to determine the behavior or style of leaders, the present study adopted
a five-factor model which includes extraversion, neuroticism, openness to experience,
conscientiousness, and agreeableness. In the present study, the researcher attempted to
explore how the five-factor model influences the choice of behavior or the style of leaders.
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3.2.2.2.1 Extraversion

Extraversion or surgency refers to the characteristics of an individual and includes
active, assertive, gregarious, sociable, and talkative characteristics (Behling, 1998; Barrick &
Mount, 1991 ).

An extravert tends to be self-confident, influential and employs an

authoritative style.

Komor and Nordvik's (2004) empirical study of subordinates rating

leaders found that extraversion was found to have a significant positive relationship with
leadership style, which tended to include more task-oriented behavior. However, recent
empirical evidence from Hetland, et al., (2011) showed that extraversion had no significant
relationship with transformational, transactional and passive-avoidant leadership styles.
Thus, in terms of extraversion talkative, active and sociable people are more likely to
influence raters when measuring styles ofleadership.

3.2.2.2.2 N euroticism

Neuroticism or emotional instability refers to the characteristics of an individual who
is angry, anxious, depressed, emotional, insecure and worried (Behling, 1998; Barrick &
Mount, 1991 ).

Emotional instability or neuroticism means less control of emotional

adjustment. The empirical study of Komor and Nordvik (2004) found that neuroticism has a
significant negative relationship with leadership style, which tended to be more task oriented.
Hetland, et al., (2011) showed that low neuroticism was associated with transformational
leadership styles, but high neuroticism was associated with passive-avoidant leadership
styles. Thus, neuroticism, including that anxiety, embarrassment, and emotional behavior is
likely to influence raters when measuring styles of leadership.

3.2.2.2.3 Openness to experience

Openness to experience refers to the characteristics of individuals who are artistically
sensitive, broad-minded, cultured, curious, and original (Behling, 1998; Barrick & Mount,
1991). The empirical study of Komor and Nordvik (2004) found that openness to experience
has a significant negative relationship with leadership style, which tends to be more taskoriented. Hetland, et al., (2011) showed that high openness to experience was associated with
passive-avoidant leadership styles. Thus, openness to experience which includes imagination,
artistry, and originality is likely to influence raters when measuring styles ofleadership.
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3.2.2.2.4 Conscientiousness

Conscientiousness refers to the characteris1ics of an individual that is achievementoriented, careful, hardworking, well-organized, forward thinking, persevering, responsible,
and thorough (Behling, 1998; Barrick & Mount, 1991). The empirical study of Komor and
Nordvik (2004) in which subordinates rated leaders found that conscientiousness was found
-

to have significant positive relationship with leadership style which tended to include more
task-oriented behavior.

Hetland, et al., (2011) showed that conscientiousness was not

particularly associated with transformational, transactional or passive-avoidant leadership
styles. Thus, conscientiousness includes being task-focused, ambitious and careful and is
more likely to influence raters when measuring styles of leadership.

3.2.2.2.5 Agreeableness

Agreeableness refers to the characteristic of an individual who is cooperative,
courteous, flexible, forgiving, good natured, soft-hearted, tolerant and trusting (Behling,
1998; Barrick & Mount, 1991). The empirical study of Komor and Nordvik (2004) in which
subordinates rated leaders found that agreeableness was found to have a significant positive
relationship with leadership style which tended to be relation-oriented. Hetland et al., (2011)
showed that high levels of agreeableness were associated with transformational leadership
styles. Thus, agreeableness, which includes altruism, cooperation, and trust, is likely to
influence raters when predicting styles of leadership. This leads to the following hypothesis:

Hypothesis 2: There is a significant difference in Big-Five personality traits
(extraversion, neurotic ism, openness to experience, conscientiousness and agreeableness)
among leaders who adopted the six leadership style:> in SMEs in Thailand.

3.2.2.3 Adversity Quotient

The concept of adversity quotient (AQ) i.> a measurement tool to determine how
people respond to situations and events in hardship circumstances (Hie, 2009). Stoltz (1997)
argued that the adversity quotient can measure, predict and enhance leader effectiveness by
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indicating areas to improve performance outcome. The adversity quotient (AQ) concept is
derived

from

three

scientific

fields:

cognitive

psychology

(subconscious),

psychoneuroimmunology (mental and physical health), and neurophysiology (habit) and
enables the measurement of how people respond to adversity. Adversity intelligence can fill
the gap between intelligence and emotional intellir;ence since IQ and emotional intelligence
cannot explain one's success or explain why some leaders fall short in different levels of
adversity events (Stoltz, 1997). In the present study, the researcher explored the adversity
quotient (AQ) that influenced the behavior or style of leaders as measured by follower
ratings. This leads to the following hypothesis:

Hypothesis 3: There is a significant difference in adversity quotient among leaders
who adopted the six leadership styles in SMEs in Thailand.

3.2.2.4 Ethics of Leadership

Ethical scandals involving business leaders are a major impetus for the discussion of
how leaders ought to behave and how leaders demonstrate ethical conduct, especially in
hardship situations.

Ethics of leadership behavior is essential for an organization and

requires leaders to demonstrate ethical behavior tu followers in order to create successful
outcomes for the company.

Ethics of leadership can fill the gap between emotional

intelligence and adversity intelligence since a leader who has high emotional intelligence and
high adversity intelligence might not be considered as being strong in business ethics and
morality. Schminke et al., (2002) stated that the ethical behavior of a leader has a significant
influence on the ethical behavior of the followerr; which is greater than other influences.
Moreover, Brown and Trevino (2006); Ponnu, (2009); Piccolo, et al., (2010) argued that
ethical behavior of leadership is related to the selection of the style of leadership. Behaviors
of different leaders are characterized by different notions of morality, beliefs and judgments
(Kalshoven, et al., 2011).

Ponnu and Tennakoon (2009) found that ethical leadership

behavior has a positive impact on employee outcomes in terms of employee commitment and
employee trust in leader. Hence, the present study adopted the ethical leadership scale (ELS)
from Brown, Trevino and Harrison (2005) to measure how ethics of leadership influences the
choice of behavior or style by leaders. This leads to the following hypothesis:
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Hypothesis 4: There is a significant difference in ethics among leaders who adopted
the six leadership styles of SMEs in Thailand.

3.2.2.5 Leadership Style

Since the traits, emotional intelligence, ethics and adversity quotient of leader
influence the style of leaders, an assessment of leaders can reveal leadership effectiveness.
Chen and Silverthorne (2004) argued that the relationship between leadership style and
subordinate job satisfaction are correlated. For example, when leaders display a higher level
of consideration and supportive behavior, the employees tend to have high level of job
satisfaction. In this study, the criteria of leadership effectiveness, adapted from Yukl (2002)
to assess leadership effectiveness are task performance, affective relations, and change
behaviors. Yukl (2002) provided a different perspective on leaders' interaction in internal
and external contexts. Also, the measurement of leadership effectiveness can provide an
individual level of perception for performance on tasks, employee satisfaction and how a
leader identifies threats and also the opportunities which might contribute to organizational
s~ccess.

Since the six styles of leadership (coercive, authoritative, affiliative, democratic,

pacesetting and coaching leaders) of McClelland and Hay/McBer were based on transactional
and transformational leadership concepts, leadership effectiveness could be influenced by the
leaders' traits, emotional intelligence, ethics and adversity. As for the type of business, this
study focused on small and medium enterprises (SMEs). Most SMEs are family-owned and
operated by one or more member of a family and most leaders adopt a transactional
leadership style (Thassanabanjong, Miller and Marr,hant, 2009; As-Sadeq and Khoury, 2005;
O'Regan and Ghobadian (2004). This leads to the following hypothesis:

Hypothesis 5: There is a significant difference among leaders who adopted the six
leadership styles and leadership effectiveness in SMEs in Thailand.

Hypothesis 6: There is a significant relationship between leaders who have emotional
intelligence, Big-Five personality traits, ethics,
effectiveness in SMEs in Thailand.
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Hypothesis 7: Leaders who have different leadership styles have different emotional
intelligence, Big-Five personality traits, adversity quotient, and ethics in terms of leadership
effectiveness in SMEs in Thailand.

3.2.2.6 Demographics (Age and Gender of Leaders)

In this study, demographic data were used to explore views about leaders from the
perspective of employees. The questions included the age and gender of leaders. These
demographic data were applied as control variables to measure different group analysis.
Chong and Wolf (2009) stated that the older the leader, the greater the tendency to be more
tolerant of and less comfortable with changes in leadership. Barbuto, et al., (2007) found that
the age of leaders makes a significant difference in the style of leadership, for example, a
leader aged 46+ rates higher on transformation leadership in followers' ratings.

As for gender, Vilkinas, Shen and Cartan (2009) found that that there was no
significant difference between gender and leadership styles in cultures with high power
distance and high uncertainty avoidance. Barbuto, et al., (2007) also found that gender had
no significant effects on leadership style. The authors found that the education of leaders had
a major effect on the style of leaders from followers' perceptions; the higher the level of
education (bachelor's or graduate degree), the greater the likelihood of transformational
leadership behavior. Hence, demographics such as gender and age of leader is likely to
influence the choice of behavior or style of leaders. This leads to the following hypothesis:

Hypothesis 8: Leaders who have different gender have different emotional
intelligence, Big-Five personality traits, adversity, and ethics in terms of leadership
effectiveness in SMEs in Thailand.

Hypothesis 9: Leaders who have different age have different emotional intelligence,
Big-Five personality traits, adversity, and ethics in terms of leadership effectiveness in SMEs
in Thailand.
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3.3 Operationalization of the Independent and Dependent Variables

The operationalization of each variable, the conceptual and operational definitions
and the level of measurement are presented in table 3 .2.

Table 3.2 Constructs and Definitions Used in this Research

Constructs

Conceptual

and Variable

Definition

Operational Definition

Measurement/

Name
Emotional
Intelligence

Level of

Adopted from
Appraisal and
expression of
emotion:

Appraisal of:

Shutte

1. The degree of leaders'
expre~;sions

The ability to control
emotions in various
cogniti ve situations as a
desired outcome

of emotion

with subordinates

et

(1998) SSEIT
Interval
Item # 1-11

2. Perception of
subordinates on leaders'
expression of emotion
3. Awareness of situations
4. The external
environment
Regulation of
emotions

To regulate:

Interval

1. The degree of regulation

The
ability
to
understand emotion to
distinguish the level or
degree of emotions and
the consequences of
expressing emotions

of a leader's emotions
with subordinates in
terms ·of sadness,
happiness and sorrow
2

Perception of
subordinates of leaders
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Item #12-20

al.,

who regulate emotions
3

Reaction of leaders

4

Forecasting
consequences

Utilization of emotion

Utilization of:
Interval
1 The degree of leadership

The ability to manage

utilizing emotion to

emotions for one's own

control subordinates to

and others to control or

achieve the goals and

navigate others m an

objectives of the

appropriate manner

Item #21-29

company
2

Perception of
subordinates about the
leader's ability to
manage emotion in an
appropriate way.

3

How leaders use
emotion with
subordinates

Big-Five
Personality

Big

The characteristics of
individuals in terms
of:

Inventory (BFI)

Trait
1. Extraversion
(activeness,
assertiveness,
sociability, and
talkativeness)

Measurement of
1. Leaders' traits
2. Perception of

2. Agreeableness
(cooperative,
courteous, flexible,
forgiving, good
natured, soft-hearted,
tolerant and trusting)

Five

subordinates about the
traits of leaders

Interval
Extraversion
Item# 1, 11, 16,
21,26,31,36
Agreeableness
Item# 2, 7, 12, 17,
22,27,32,37,42
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3. Conscientiousness
(achievementoriented, careful, hard
working, organized,
good at planning,
persevering,
responsible, and
thorough)

Conscientiousness
Item# 3, 8, 13, 18,
23,28,33,38,43

-

4. Neuroticism
(anger anxiety,
depression, emotion,
insecurity and worry)

Neuroticism
Item # 4, 9, 14,

5. Openness to
experience (artistically
sensitive, broadminded, cultured,
curious, and original)

Openness to
expenence
Item # 5, 10, 15,

19,24,29,34,39

20, 25, 30, 35, 40,
41, 44

Adversity
Intelligence

Adversity quotient
(AQ)

Measurement of:

Stoltz (1997)
ARP

A measurement tool to
determine how people
respond to situations

1. Perceived events

Interval

1. Control (C)

2. Cause of events

Item# 1-12

2. Ownership (0)

3. Perception of events

3. Reach (R)
4. Endurance (E)

4. Response to events
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Demonstration

Ethics

of

1. Leader

behavior Brown

et

patterns exhibited in (2005) ELS

normatively
appropriate

conduct

te1ms of morality in

through

personal

the workplace

actions

and

Interval
2. Leader's

interpersonal

decision

mqking

-

Item# 1-10

relationships, and the
promotion

of

such

conduct to followers
through

two-way

communication,
reinforcement,

and

decision-making
Demographic
Profile

of

Subordinates

Characteristics

Leadership
Style

3. Education
4. Work experience and
Tenure

Nominal
Ordinal
Ordinal
Ordinal

5. Type of business

Nominal

6 Number of employees

Ordinal

Personal Data

of
Characteristics

leaders

of 2.Age

raters who rate leaders

Demographic
Profile

1. Gender

Personal Data

of 1. Gender

leaders

2.Age

Conceptual styles of
leadership

Assessment of

Nominal
Ordinal

McClelland
(1988) MSQ

1. Style of leader
1. Coercive
(do what I tell you)
2. Authoritative

2. Behavior
3. Perception

(come with me)

103

Nominal
Item# 1-6

al.

3. Affiliative
(people come first)

4. Democratic

4. Relationship
5. Role and regulation
6. Punishing and reward

(what do you think)

7. Conflict
5. Pacesetting
-

(do as I do now)

6. Coaching

8. Responsibility
9.Decision making

(try this)
Leadership
Effectiveness

1. Tasks

Measure of:

Yukl (2002)

Behavior of leaders in
initiating structure,
clarifying tasks and
performance.

1. Clarifying

Interval

2. Developing

Item# 1

3. Short· term planning
2. Affective Relations
Behavior of leaders with
relationship to
subordinates

4. Monitoring

Interval

1. Recognizing

Item# 2

2. Consulting
3. Empowering
4. Supporting
3. Change Behavior
Behavior of leaders in
implementing change in
organizations in
different situations and
ability to cope with
change from internal
and external contexts

1. External monitoring

Interval

2. Envisioning change

Item# 3

3. Innovative thinking
4. Personal risk taking
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CHAPTER IV
RESEARCH METHODOLOGY

In this chapter, the research methodology is proposed in five sections to elaborate the
procedures, the research methods used, the respondents and the sampling procedures, the
research instrument/questionnaire, data collection, and the statistical treatment of data.

(3Method of Research Used

The present study was a associational research that investigated the relationship!
between leadership style and leadership effectiveness in the Thai SME context. Descriptive
statistical analysis was used to describe population
and
The

provide~ummaries

char~teristics from~ observation

of quantitative statistics to describe phenomena

1

statistical terms.

~-~f descriptiv~-~~-~i:rch were defined in ~~~~_::~ describe the facts and

characteristics of an area of interest within a given population and to provide systematic and
accurate

reports~

provide a precise description of the characteristics of a particular

subject of interest, such as an individual, a situation or a group to determine the frequency of
occurrence or to categorize information, and to explore a new meaning or confirm what

exists(J\~to describe the frequency of phenomena affecting persons, situations or groups~
to ex¥re the relationship between or among selected variable& explain and answer
questions about the situation or event occurrence (Dulock, 1993). phe present study was
conducted using a survey method with various measurement scales. The research survey
.adopted a questionnaire to assess leadership style. The purpose of this study was to
investigate the leadership styles of leaders in Thailand's SMEs from the perception of
subordinates. An integrative multi-source instrument including Big-Five personality traits,
emotional intelligence (EI), adversity quotient (AQ), and ethics were adopted to determine
the leadership style and behavior in terms o leadership effectiveness in small and medium
enterprises in Thailand.
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-

@Respondents and

~ampiing Procedures

The present population comprised subordinates who work in SMEs in Bangkok,
~~~,

the number of employees in SMEs in Thailand was
··---·--·

-·~·...

.....---.,,_...,

---~----····~---~---

_____ ....
..

_

~

estimated at approximate
The main target of respon en s m this study included the manufacturing, retailing/wholesale
-

and service segments. The population was limited in accordance with the definition of small
and medium enterprises of the Ministry of Industry of Thailand as enterprises with less than
200 employees or less than 200 million baht in assets and mostly operated by owners and

family members.

9sample size of the study
OSEMP (2010), found the largest population of SMEs were based in Bangkok
representing 31.6% of the 10,507,QQ_Q t!mployees

~hroughout

Bangkok and suburban areas.

Thus, the population is 3,320,000 employees and the sample size using the formula by

------···--

Yamane (1967) is shown below:

..

N
I+Ne2

n=--Where:

n = Sample size

N =Number of population
· e =Errors

n

3,320,000
1 + 3,320,000(0.05)

2

399.995 or
~

400 sample size

Therefore, the sample size is estimated to be 400 participants based on a confidence
level of 95%, accepting a 5% margin of error.
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4.2.2 Sample Procedures

Since this study was based on the perceptions of subordinates on leadership styles and
behavior, the participants in this study were subordinates in small and medium enterprises.
The 400 participants in this study include both males and females who were currently
employed in SMEs.

Employees with the position of officer, supervisor or manager

participated in this study to assess their leaders. The lists of SME data were requested from
the Office of Small and Medium Enterprises Promotion (OSMEP). The lists were based on
the Thailand's Standard Industrial Classification, 2009 (TSIC). The total number denoted by
TSIC was · 17 major sections but the researcher selected 4 major sections and specified
companies that are located in Bangkok and suburban areas in Thailand.

Section D

(manufacturing), section G (retail and wholesale), section H (hotel and restaurant) and
section I (transportation and storage) were selected for this survey which comprised
approximately 65,000 firms of SMEs in Bangkok and suburban areas. The 4 major sections
of respondents surveyed in this study represented all segments of small and medium-sized
enterprises including manufacturing, retailing and service enterprises. This study employed
the simple random sampling technique for data collection. Simple random sampling is the
statistical technique whereby each individual of the group has an equal chance of being
selected from the entire population (Kemper, Stringfield, & Teddie, 2003). The participants
were screened by questionnaire to verify the firm's size. The questionnaire explains the
general purpose and objective of this study.

The questionnaire was anonymous and

confidential and the disclosed information was only be used in this study.

4.3 Research Instrument/Questionnaire

This section describes the structure of the instrument/questionnaire used in the study.
In the present study, there were six variables constructed into a measurement questionnaire
that include the variables of leadership effectiveness, leadership styles, emotional
intelligence, personality traits, adversity quotient, ethics, and demographic information. The
details on each variable and a description of the previous validity and reliability assessments
of the variables are presented below.
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4.3~1

Emotional Intelligence Measurement

The present study adopted the self-reported model by Schutte et al., (1998) entitled
Schultte's Self Report Emotional intelligence Test (SSEIT). The reason for selecting a selfreported model of Schutte is because the SSEIT scale found no correlation between
emotional intelligence and the Big Five personality traits (Digman, 1990; Ackerman &
Heggestad, 1997; O'Boyle et al., 2011). Moreover, the scale was available in the public
domain (Kim, Wang, & Ng, 2010). The questionnaire consisted of a 28 items scale with a 4point, Likert scale format with 1 = strongly disagree, 2 = agree, 3 = not agree, 4 = strongly
disagree.

The reliability coefficient of Schutte et al.'s (1998) scale was 0.87 as the scale shows
coherent and internal consistency. Test-retest reliability showed a Cronbach alpha of 0.78.
Rozell, Pettijohn and Parker (2006) adopted the SSEIT scale of Schutte et al. (1998) to
measure emotional intelligence to predict sales performance. The coefficient alpha of the
overall scale was 0.83 and after data reduction by factor analysis, the Cronbach alpha was
0.70. Kim, Wang and Ng (2010) used the SSEIT scale to assess international students in a
U.S. university. The reliability coefficients of all measurements were indicated at 0.88 from
SSREI, the Trait Meta Mood scale and an aptitude test. Austin et al., (2003) studied the
measurement of emotional intelligence and adopted the SSEIT scale and reported 0.84 for
internal reliability (Austin et al., 2003).

4.3.2 Big-Five Personality traits Measurement

In the present study, the personality traits scale adopted the Big Five Inventory (BFI)
by John, Donahue, and Kentle (1991), cited in John and Srivastava (1999). Big-Five
personality traits were adopted as a control variable to distinguish the traits of leaders using
different styles and behaviors. The questionnaire consisted of a 44 item scale and four-point
Likert scale with 1 = strongly disagree, 2 =agree, 3 =not agree, 4 = strongly disagree. The
scale determined the personality characteristics of leaders across five factors: extraversion,
conscientiousness, neuroticism, agreeableness and openness to experience.

The reliability coefficient of the Big Five Inventory (BFI) scale ranged from 0.75 to
0.90 and the test-retest range from 0.75 to 0.90 across US and Canadian samples. John and
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Srivastava (1999) adopted the BFI scale to compare personality and the relative attractiveness
of the total reward component and found reliability coefficients of 0.83 and 0.91, across five
factors. The empirical research of Sy, Trama and O'Hara (2006) adopted the BFI scale to
investigate the relationship of employee and managers' emotional intelligence to job
satisfaction and performance. The Cronbach alpha of BFI scales indicated reliability scores
for each factor: extroversion (.86), agreeableness (.82), conscientiousness (.87), neuroticism
(.85) and openness (.75) (Sy, Trama & O'Hara, 2006).

4.3.3 Adversity Quotient Measurement

In the present study, the adversity response profile (ARP) by Stoltz (1997) was
adopted. The adversity quotient was developed by Albert Ellis (1962) based on the rational
emotive model of behavior. The adversity quotient (AQ) is a measurement tool to determine
how well people can respond to hardship situations. The questionnaire was adapted from his
published book "Adversity Quotient: Turning Obstacles into Opportunities". The adversity
quotient questionnaire consisted of a 12 item scale with a 4-point, Likert scale format with 1

= strongly disagree, 2 = agree, 3 = not agree, 4 = strongly disagree. Each answer represents
four scales of adversity quotient: control, ownership, reach, and endurance

The reliability coefficient of the adversity response profile (ARP) scale was proven to
be reliable and valid by tests conducted with 7,500 respondents around the world (Stoltz,
1997).

Pangma et al., (2009) studied the factors influencing the adversity quotient of

vocational students in Thailand and measured the reliability of the adversity response profile
(ARP) with high school students at 0.94 .

.4.3.4 Ethics Measurement

In the present study, to measure ethics of leadership, the ethical leadership scale
(ELS) was adopted from Brown, Trevino and Harrison (2005) to assess the ethical
component of leadership from the followers' perception. This questionnaire consisted of a
10-item scale and 4-point Likert scale continuum from 1 = strongly disagree, 2 = agree, 3 =
not agree, 4

=

strongly disagree. Brown, Trevino and Harrison (2005) stated that the ethical

leadership scale could significantly predict the effoctiveness of leadership and subordinate
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job satisfaction, extra effort, and willingness to report problems to a leader. The ethical
leadership scale was designed to measure ethics of the upper level management positions
such as supervisor, manager and leader in the organization.

The reliability coefficient of the ethical leadership scale (ELS) demonstrated high
internal consistency over three studies, .92, .91 and .94, respectively for a 10-item scale. The
validity of the ethical leadership scale (ELS) was positively consistent with supervisor
effectiveness (r = .65, p < .001), satisfaction with supervisor (r = .22, p < .01), extra effort (r
=

.21, p < .01), and employee willingness to report problems

(r

=

.17, p < .05) (Brown,

Trevino, & Harrison, 2005). Ponnu and Tennakoon (2009) adopted the ethical leadership
scale (ELS) to investigate ethics of leadership and employee outcomes in Malaysia. The
Cronbach alpha scale of internal consistency for Ponnu & Tennakoon (2009) was .89 based
on 174 samples. Moreover, Piccolo et al., (2010) adopted the ethical leadership scale (ELS)
in order to study the relationship between ethics of leadership and core job characteristics.
The reliability was indicated by a Cronbach alpha of .94.

4.3.5 Leadership Styles Measurement

The leadership styles item scale was adapted from a managerial style questionnaire
(MSQ) by David MaClelland and the Hay group (1988) to assess the leadership behavior and
style from the followers ' perception. The MSQ G_uestionnaire was constructed to measure
climate and organizational performance as attributes of the managerial style of a leader in
work situations (Chusmir, Koberg & Mill, 1989). The responses of participants were
employed to categorize leadership into six styles from various situational settings in the
workplace. The six leadership styles are depicted as coercive, authoritative, affiliative,
democratic, coaching and pacesetting. The questionnaire has been modified from definitions
to describe the characteristics of six leadership styles.

The respondents can respond by

choosing only one number that matches their leader's behaviors and styles. The six
leadership styles had six responses with anchors for each choice representing: 1 = coercive
style, 2 = authoritative style, 3

= affiliative style, 4 = democratic style, 5 =pacesetting style

and 6 = coaching style.
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The original reliability of the managerial style questionnaire MSQ was found to range
from .58 to .82. Chusmir, Koberg and Mill (1989) found an MSQ range of .38 to .82 when
measuring test-retest reliability.

Moreover, Giritli and Oraz (2003) adopted the MSQ to

examine the different styles of leadership in the construction industry in Turkey by
employing paired t-tests.

The results displayed significant differences in participants

selection ofleadership style ranging from 2.496 (p < 0.017) to 5.542 (p < 0.000).

4.3.6 Leadership Effectiveness Measurement

The leadership effectiveness items scale was adapted from Yukl, Gordon and Taber
(2002), who stated that there were three meta-ca:egories of leadership effectiveness: task
behavior, relation behavior and change behavior. These three meta-categories can be used to
describe the behavior and performance of leaders. Yukl, Gordon and Taber (2002) developed
and refined an integrative taxonomy of twelve specific leadership behaviors. The twelve
specific leadership behaviors comprise clarifying roles, monitoring operations, short-term
planning, consulting, supporting, recognizing, developing, empowering, envisioning change,
taking risks for change, encouraging innovative thinking and external monitoring. Yukl,
Gordon and Taber (2002) stated that the twelve specific leadership behaviors could be used
to measure leadership effectiveness in different situations in order to determine the different
behaviors of leadership. However, in this study, the

r~searcher

modified and adapted a 3

item scale to define specific effectiveness of leader from tasks, relations and change
behaviors. The 3 item scale had four possible responses with anchors for each choice: 1 =
strongly disagree, 2 = agree, 3 = not agree, 4 = strongly disagree.

Yukl, Gordon and Taber (2002) measured the internal consistency of leadership
behavior scales and found Cronbach alpha values greater than the acceptance level of 0.7.
The Cronbach alpha value was lowest at 0.77 and highest at 0.80.

4.3. 7 Demographic Variables Measurement

The demographic profile of age, gender, education, work experience and tenure and
type of business are influencing variables on leadership style (Mayer et al., 2002 cited in
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Weinberger, 2009). Most demographic data were checklists to describe the leader's personal
characteristics and information. The demographic profile was designed in accordance with
previous literature. Age was categorized into three age groups: 1 = 29 years old or below, 2

= 30 - 39 years old, 3 = 40 - 49 years old, 4 = 50 - 59 years old and 5 = 60 or above. Gender
was categorized by male or female choice selections.

Work experience and tenure was

categorized into three groups 1 = 1 - 2 years, 2 = 3 - 5 years and 6 years or more. The type
of business was divided into four groups: manufacturing, wholesaling, retailing and services,
to portray SMEs in Thailand (OSEMP, 2004).

Details of the questionnaire can be found in Appendix A.

4.4 Pre-test

The pre-test was performed to examine the reliability coefficient of all scales. The
pre-test was conducted on 40 respondents. Reliability refers to item constructs being free
from error and consistent. Hair et al., (2006:3) defined reliability as "a variable or set of
variables consistent with what it is intended to measure". The measurement of reliability was
assessed through the Statistical Package for Social Sciences (SPSS) software program version
19 for internal consistency. Cronbach' s Alpha coefficient of internal consistency was used to
measure the reliability for each scale (Cronbach, 1970). In social science, the minimum value
of internal consistency is a

=

0.6 (Malhotra, 2007). The pre-test results on the internal

consistency of each scale showed Cronbach Alpha of 0.892 for the leadership effectiveness
scale, 0. 944 for the Schultte Self Report Emotional intelligence Test (SSEIT) scale, 0.865 for
the Big Five Inventory (BFI) scale, 0.951 for the adversity

qu~tient,

and 0.952 for the ethical

leadership scale (ELS). The reliability of variables is presented in Table 4.1 below:

Table 4.1 The Reliability of the Constructs used in the Study

Construct
Leadership
Effectiveness
Emotional
Intelligence

Components

Reliability
Cronbach Alpha

Task
Relations
Change
Appraisal and Express
Emotion

a= 0.892
a= 0.824
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Overall Reliability
Cronbach Alpha

a= 0.892

a= 0.891
a= 0.838

Regulate Emotion
Utilize Emotional
Personality
Traits

Adversity
Quotient

Ethics

a= 0.68
0.894
a= 0.837
u = 0.69
a= 0.72
a= 0.775
a= 0.858
a= 0.872
a= 0.784

Extraversion
Agreeableness
Conscientiousness
Neuroticism
Openness
Control
Ownership
Reach
Endurance

CJ=

a= 0.952

Ethics

a= 0.944

a= 0.865

a= 0.951

a= 0.952

4.4.1 Construct Validity

Construct validity was established by using ~he Statistical Package for Social Sciences
(SPSS) to explore the constructs in the model.

Factor analysis was used to define the

underlying structure and reduce factor into a fow constructs. (Ho, 2006). Confirming the
factor analysis was used to determine whether measure variables fit the construct (Hair, et al.,
2006). Factor analysis process can be performed after the researcher has collected the survey
of 400 samples to verify the properties of the latent constructs in the model. The latent
constructs in this study include personality traits, emotional intelligence (EI), adversity
quotient (AQ), and ethics, in order to investigate leadership style related to leadership
effectiveness in small and medium enterprises in Thailand. The factor analysis and other
methods of construct validity are discussed in Chapter 5.

4.5 Data Collection

The data was collected by using a questionnaire distributed to Thai SME employees
in Bangkok and suburban areas.

The survey employed a random sampling technique

approach by randomly selected participants. The data was collected from each participant
after they had finished filling out the questionnaire or otherwise was collected via e-mail, fax
or was mailed back to the researcher. The data collection period covered 1 to 2 weeks. The
Statistical Package for Social Sciences (SPSS) software program was employed to process
the data for analysis.
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4.6 Statistical Treatment of Data

In this study, Structural Equation Modeling (SEM) was employed to test and estimate
the multiple latent variables with a multiple scales construct. The SEM analysis was
conducted through the SPSS program version 19 to minimize measurement error with
multiple variables from direct and indirect effects simultaneously.

Structural Equation Modeling (SEM) refers "to the structural relationships between
the latent (and other) factors" (Martin, 2011: 236). Hair et al., (2006) also stated that SEM is
a statistical model that examines the relationship among constructs or multiple variables (the
dependent and independent variables). SEM is a multivariate technique that combines factor
analysis and multiple regression (Martin, 2011; Hair, et al., 2006). SEM also provides path
analysis and confirmatory analysis to ensure consistency and to test the relationships between
the concepts and the model. Stephenson, Holbert and Zimmerman (2006:160) stated that
"the advantage of the SEM is the ability to model constructs as latent variables". The SEM
technique

can

yield

advantages

in

four

areas

of analysis

including

validity,

reliability/measurement error, complex models and the confirmatory approach.

- Validity:

SEM can measure several observable variables in the latent variables

simultaneously and provide more valid conclusions.

- Reliability/measurement error: SEM can minimize errors by extracting measurement
errors from the latent variable and by indicating measurement errors in observed variables,
hence, the reliability of the relationship between latent variables is not biased.

- Complex model: SEM can measure several variables from complex models or
hypotheses simultaneously and provide information on maximum likelihood estimation of
model fits.

- Confirmatory approach: SEM can test and estimate complex models or theoretical
relationships with several variables simultaneomly and conduct a confirmatory factor
analysis (CF A) to measure the properties of scales.
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Moreover, SEM can be used to estimate predictors, moderators, covariates, mediators
in multidimensional, and multifactor models for interpretations and draw more meaningful
and valid conclusions on the best-fit of the models (Martin, 2011).

Structural equation modeling (SEM) can be used to examine the moderating effect of
a multi-group by testing a group of categorical variables such as gender (male or female).
The multi-group moderation aims to compare the different effects of the relationships
hypothesized between groups across populations in the model.

Amos version 18 was employed with SEM for a path diagram and to provide a
goodness-of-fit index to evaluate the model.

Discriminant analysis was used to test the hypotheses of group means to determine
the difference between independent variables as metric variables and categorical dependent
variables as nonmetric variables (Hair, 2006). In 1:his study, multiple discriminant analysis
(MDA) was employed because there are more than three dependent variables (six leadership
styles).

Discriminant function analysis is a two step process which entails 1) testing

significance of a. set of discriminant functions and 2) classification. In this study, testing
significance of a set of discriminant function was used to determine the significant
differences between groups. The results of the multivariate F statistic values can determine
significant differences between groups (Hair, 2006).

Analysis of variance (ANOV A) was employed to compare the means between groups
based on demographic data. Hair et al., (2006, p. 384) defined the analysis of variance
(ANOVA) as "the technique to examine whether the sample from two or more groups come
from populations with equal means". Analysis of variance (ANOVA) can be used to test the
group differences and test more than one independent variable. The results of the F statistic
value would determine the rejection or acceptance of a null hypothesis of different means
across groups. Moreover, frequency distribution and percentage were employed and used for
demographic data analysis. The statistical treatment of data is illustrated in table 4.2 below.
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Table 4.2 Statistical Treatment of Data

Statistical
Hypothesis Statement

No.

Hlo:

1

There 1s no

significant differt!nce

Treatment
in emotional

intelligence (appraisal and expression of emotion, regulation of
emotion and utilization of emotion) among leaders who adopted
the six leadership styles in SMEs in Thailand.
H 1a: There is a significant difference in emotional intelligence

MDA

(appraisal and expression of emotion, regulation of emotion and
utilization of emotion) among leaders who adopted the six
leadership styles in SMEs in Thailand.
2

H2o: Hypothesis 2: There is no significant difference in BigFive personality traits ( extraversion, neuroticism, openness to
experience,

conscientiousness

and

agreeableness)

among

leaders who adopted the six leadership styles in SMEs in

MDA

Thailand.
H2a: Hypothesis 2: There is a significant difference in Big-Five
personality traits (extraversion, neurotic ism, openness to
experience,

conscientiousness

and

ag1eeableness)

among

leaders who adopted the six leadership styles in SMEs in
Thailand.

3

H3o: There is no significant difference in adversity quotient
among leaders who adopted the six leadership styles in SMEs

MDA

in Thailand.
H3a: There is a significant difference in adversity quotient
among leaders who adopted the six leadership styles in SMEs
in Thailand.
4

H4o: There is no significant difference in ethics of leadership
among leaders who adopted the six leadership styles in SMEs

MDA

in Thailand.
H4a: There is a significant difference in ethics of leadership
among leaders who adopted the six leadership styles in SMEs
in Thailand.
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5

H5o: There is no significant difference among leaders who
adopted the six leadership styles and leadership effectiveness in
SMEs in Thailand.

ANOVA

H5a: There is a significant difference among leaders who
adopted the six leadership styles and leadership effectiveness in
SMEs in Thailand.
6

H6o: There is no significant relationship between leaders who
have emotional intelligence, Big-Five personality traits, ethics,
adversity and leadership effectiveness in SMEs in Thailand.

SEM

H6a: There is a significant relationship between leaders who
have emotional intelligence, Big-Five personality traits, ethics,
adversity and leadership effectiveness in SMEs in Thailand.
7

H7o: Leaders who have different leadership styles have no
differences m emotional intelligence, Rig-Five personality

Multi-

traits, adversity, and ethics in terms of leadership effectiveness

group

in SMEs in Thailand.

SEM

H7a: Leaders who have different leadership styles have
differences m emotional intelligence, Big-Five personality
traits, adversity, and ethics in terms of leadership effectiveness
in SMEs in Thailand.
8

H8o: Leaders who have different gender have no differences in
emotional intelligence, Big-Five personality traits, adversity,

Multi-

and ethics in terms of leadership effectiveness in SMEs in

group

Thailand.

SEM

H8a: Leaders who have different gender have differences in
emotional intelligence, Big-Five personality traits, adversity,
and ethics in terms of leadership effectiveness in SMEs in
Thailand.
9

H9o: Leaders who have different age have no differences in
emotional intelligence, Big-Five personality traits, adversity,

Multi-

and ethics in terms of leadership effectiveness in SMEs in

group

Thailand.

SEM

H9a: Leaders who have different age have differences in
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emotional intelligence, Big-Five personality traits, adversity,
and ethics in terms of leadership effectiveness in SMEs in
Thailand.
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CHAPTERV
PRESENTATION OF DATA AND
CRITICAL DISCUSSION OF RESULTS
The main theme of this chapter is to present and discuss the results from data
collection. Th€ purpose of this study was to investigate the effectiveness of six
leadership styles within small and medium enterprises (SMEs) in Thailand. This
chapter reports the descriptive statistics, exploratory factor analysis (EF A), multiple
discriminant analysis (MDA), analysis of variance (ANOV A), confirmatory factor
analysis (CF A) of latent constructs, and structural equation modeling (SEM) analysis
from the data survey.

This chapter presents the results of nine hypotheses testing four independent
variables; emotional intelligence, the Big-five personality traits, adversity, ethics of
leadership and the six styles of leadership; coercive, authoritative, affiliative,
democratic, pacesetting, and coaching to define leadership effectiveness in tasks,
relations and changes as dependent variables.

The details of the measurement

procedures are described in this chapter.

5.1

Data Analysis

Data analysis comprised descriptive and inferential statistics.

Descriptive

statistics were used to describe the population of the sample and inferential statistics
were used to predict and analyze the sample from observations in this study.

5.1.1 Descriptive Statistics of the Sample

The descriptive statistics present information about the characteristics of the
respondents and their leaders.

The

sampl~s

were data collected from SME

respondents who work in Bangkok and suburban areas. The descriptive statistics
provide

information

on

the

demographic

profile

such

as

gender,

age

experience/tenure, education, type of business and number of employees. A total of
470 survey responses were collected, however, 44 sets were removed during the data
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screening process, such as where the number of employees was higher than 200
people, and where there was missing data in questionnaires, or outliers.

A total of

426 were usable for analysis. Appendix C (table C.l) provided more details on the
samples' demographic profile. Table 5.1 provides demographic information of the
samples in the study.

Table 5.1 Demographic Information

Variable

Frequency

Demographic Characteristics
Leader Gender
Male
Female
Age

Percent

,-,, -, ..,-,- .. .US ,

, ) ~-- - --

(n = 426)
252
174

59.2%
40.8%

< 20
20-29
30-39
40-49
50-60

1
17
141
200
67

0.2%
4%
33.1%
46.9%
15.7%

Male
Female

169
257

39.7%
60.3%

< 20
20-29
30-39
40-49
50-60

8
217
125
63
13

1.9%
50.9%
29.3%
14.8%
3.1%

159
109
69
45
44

37.3%
25.6%
16.2%
10.6%
10.3%

74
292
60

17.4%
68.5%
14.1%

58

13.6%
26.8%
59.6%

Subordinates' Gender

Age

Tenure and experience
< 2 years
3-4 years
5-7 years
8-10 years
11 or more
Education
<Undergraduate
Undergraduate
Master
Number of employees
1-15 people
16-50 people
51-200 people
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254
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Industry
Manufacture
Wholesale/Retail
Services

112
64
250

26.3%
15.0%
58.2%

Coercive
Authoritative
Affiliate
Democratic
Pacesetting
Coaching

40
97
67
131
36
55

9.4%
22.8%
15.7%
30.8%
8.5%
12.9%

Style of leadership
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In summary, the descriptive statistics showed that the majority of respondents
were females, between 20 and 29 years old, wh:) had worked in the company for 3 to
4 years. The majority held bachelor degrees and were working in services industries
employing between 51 and 200 employees. However, respondents' leaders were
mostly male, aged between 40 and 49 years old with the majority employing a
democratic leadership style from the participants' perception.

5.1.2 Inferential Statistics

Inferential statistics were used to test the hypothesis statements posited in this
study.

Exploratory factor analysis (EF A), confirmatory factor analysis (CF A), chi-

square (X 2 ), multiple discriminant analysis (MDA), analysis of variance (ANOV A),
structural equation modeling (SEM) and multi-group structural equation modeling
testing were performed to analyze hypotheses number 1 to 9.

5.1.2.1 Exploratory Factor Analysis (EF A) and reliability test of
construct

This section aims to reduce, identify and test the consistency of constructs or
factors from the items in the questionnaires. Factor analysis can be used to reduce and
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cluster factors into a few factors which are highly correlated to represent a
theoretically meaningful dimension (Ho, 2006).

The coefficients, KMO and Bartlett's test of sphericity were applied to test the
adequacy of the correlation matrix. The principle component analysis method (PCA)
was applied to extract factors with eigenvalues over 1 and also stipulated the number
~

of extract factors based on theoretical concepts. The rotation method used a varimax
rotation and set the coefficient value greater than 0.4 which exceeds the minimal level
of practical significance of the structure (Hair et al., 2006). The reliability test was
performed for internal consistency after conducting factor analysis. The Cronbach
alpha is an estimation of the average of correl~tion coefficients within the construct
(Ho, 2006).

In social science, an acceptable value of internal consistency from

different perspectives such as Malhotra (2007) is a== 0.6, Nunnally (1978) and Hair et
al., (2006) an accepted level of a== 0.7 and Ho (2006) an accepted level of a= 0.8. In
this study a == 0.6 was used as the minimum acceptance level based on Malhotra
(2007).

- Emotional Intelligence Variables

The factor analysis rotated the three factors and the extraction was based on
theoretical concepts. Cross loading items were deleted to leave a more meaningful set
of factors. The correlation matrix showed that Bartlett's test of sphericity yielded a
value of 1631.05 and an associated level of significance of smaller than 0.001. The
factor analysis output showed a total variance for each factor accounting for appraisal
and expression of emotion (40.17%), regulation of emotion (9.95%) and utilization of
emotion (8.11 %) of total variance at 58.23%. Cronbach Alpha ranged from 0.68 to
0.78.

Table 5.2 shows the factor loading and Cronbach Alpha of emotional

intelligence, which comprises the appraisal and expression of emotion, regulation of
emotion and utilization of emotion.
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Table 5.2 Factor Analysis and Reliability test of Emotional Intelligence
Rotated Component Matrix
Component

Factor
AW3

1
.792

AW2

.730

AW4

.669

AW1

-

2

3

.641

RG17

.752

RG18

.706

RG12

.660

RG13

.577

UT22

727

UT24

.670

UT21

.573

UT27

.569

Cronbach's
Alpha

a= o.77

a= 0.10

a = 0.68

Note: AW = Appraisal and Express of Emotion, RG = Regulation of Emotion, UT =
Utilization of Emotion

- The Big-Five Personality Traits Variables

The Big Five personality traits are the most accepted and commonly used
measure to describe the personality of an individual.

However, factor analysis was

used to assess the validity of measurement instrument based on subordinates'
attributes. First, factor analysis rotated five factors and the extraction was based on
the theoretical concepts of the Big-Five model (extraversion, conscientiousness,
neuroticism, agreeableness and openness to experience factor) but three factors gained
lower alpha (a) in reliability test: neuroticism, a
openness to experience a

= 0.557; extraversion, a = 0.38; and

= 0.42. However, the factor loading was rotated in three

factors and the reliability test passed the acceptance level at 0.70 of Cronbach Alpha.
The researcher decided to cluster three dimensions of leadership trait characteristics:
"dynamic, generous and passive" and cross loading items were deleted to obtain a
more meaningful set of factors. The three dimensions of leadership trait
characteristics can be defined as; generous is the type of leader who is considerate,
kind, helpful, reliable work, trust, flexible, perseveres and efficient in work; dynamic
is the type of leader who has an active imagination, is outgoing, sociable, talkative,
full of energy, assertive, reflect with ideas, curious, and artistic; and passive is the

123

type of leader who is lazy, quarrels with others, cold and aloof, disorganized, rude,
depressed, nervous, tense, less artistic, and prefers routine work. The correlation
matrix showed the Bartlett's test of sphericity yielded a value of 1768.68 and an
associated level of significance of smaller than 0.001. The total variance for each
factor was generosity (40.17%), passive (9.95%) and dynamism (5.15 %) with a total
variance at 39.20%. Cronbach Alpha ranged from 0.778 to 0.903. Table 5.3 shows
the factor loading and Cronbach Alpha of the Big-Five personality traits.

Table 5.3 Factor Analysis and Reliability test of the Big-Five Personality
traits

Rotated Component Matrix
Component
1

2

CON33

.684

AG32

.679

AG7

.676

AG42

.669

CON13

.666

AG22

.661

OP15

.612

CON38

.591

CON3

.586

AG17

.574

CON28

.552

EX16

.537

OP5

.454

3

AG12

.715

CON23

.692

AG27

.651

CON18

.631

AG37

.618

CON43

.599

CON8

.591

OP41

.516

AG2

.510

OP20

.612

EX36

.598

EX1

.597

EX11

.516

OP25

.490

EX26

.429

OP40
EX31
OP25

.425
.412
.412

Cronbach's Alpha

a =0.903

a= 0.869
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a= 0.778

- Adversity Quotient Variables

The adversity quotient questions for this study were derived from the
definition of Stoltz, (1997). There were four dimensions of the adversity quotient in
the original construct which include control, origin and ownership, reach, and
endurance. The principle component analysis (PCA) was loaded to extract the factors
with eigenvalues over 1 with a varimax rotation. The factor analysis presented only
one factor without cross loading items. The researcher decided to cluster a new group
of s as "adversity" based on meaning of factors represented. The correlation matrix
showed the Bartlett's test of sphericity yielded a value of 3201.21 and an associated
level of significance of smaller than 0.001. The factor analysis output showed a total
variance explained of one factor at 58.87% as representing a uni-dimensional variable
and Cronbach Alpha was 0.936. Table 5.4 shows the factor loading and Cronbach
Alpha of the adversity quotient.

Table 5.4 Factor Analysis and Reliability test of Adversity Quotient

Component Matrix
Component
1
EN10

.821

RE9

.807

005

.796

RE7

.792

CT1

.786

EN12

.784

004

.766

006

.755

CT3

.748

EN11

.734

RES

.731

CT2

.677

Cronbach's
Alpha

a= 0.936
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Ethics Variables

The principle component analysis (PCA) was loaded to extract factors with
eigenvalues over 1 with a varimax rotation. The factor analysis presented one factor
without cross loading items. The correlation matrix showed the Bartlett's test of
sphericity yielded a value of 1853. 79 and an associated level of significance of
smaller than 0.001. The factor analysis output showed a total variance explained of
one factor to explain the variance at 54.841 percent and Cronbach Alpha was 0.895
from 9 items. Table 5.5 showed the factor loading and Cronbach Alpha of the ethics
of leadership construct.

Table 5.5 Factor Analysis and Reliability test of Ethics
Component Matrix

Comoonent
1
EL_7

.793

EL_2

.790

EL_3

.786

EL_5

.767

EL_1

.753

EL_6

.745

EL_8

.731

EL_4

.721

EL_9

.549

Cronbach's
Alpha

a= 0.895

Leadership Effectiveness Variables
The principle component analysis (PCA) was loaded to extract factors with
eigenvalues over 1 with a varimax rotation. The factor analysis presented one factor
without cross loading items. The researcher decided to cluster a new group
characteristic as "leadership effectiveness" based on meaning of factors represented.
The correlation matrix showed the Bartlett's test of sphericity yielded a value of
542.62 and an associated level of significance of smaller than 0.001. The factor
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analysis output showed a total variance explained of one factor to explain the variance
at 76.753 percent as representing a unidimensional variable and Cronbach Alpha was
0.847 from 3 items. Table 5.6 shows the factor loading and Cronbach Alpha of the
leadership effectiveness construct.

Table 5.6 Factor Analysis and Reliability test of Leadership Effectiveness

Component Matrix
Comoonent

1
LEC_3

.889

LER_2

.875

LEW_1

.863

Cronbach's

a= 0.847

Alpha

5.1.2.2 Confirmatory Factor Analysis (CF A)

Confirmatory factor analysis (CF A) was performed to measure the goodnessof-fit of the measurement model. The item parcel was performed to minimize items
into three observed items for each unobserved variables (Big-Five personality, ethics
and adversity quotient). The procedure of item parceling was derived from Russell,
Kahn and Altmaier (1998) cited in Ho (2006). The reason to use item parceling in
latent variable analysis is to improve the data and transform it to a simpler
measurement for a better fit of model, but to avoid distorting the original unobserved
variables (Ho, 2006). The procedure of item parcels involved 1) rank order items
based on loading factor and 2) assign items to parcels. For example, nine items on
assessing ethics, assigned items ranked 1, 5, and 9 to parcel 1; items ranked 2, 6, and
8 to parcel 2; and items ranked 3, 4, and 7 to parcel J. Thus, the underlining construct
of ethics reflected an equal degree from average loading of each parcel of items.
Therefore, items created in new groups of unobserved variables such as
MDYNAMICl,
MGENOUROUS2,

MDYNAMIC2,

MDYNAMIC3,

MGENOUROUS3,
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and

MGENOUROUS 1,

MPASSIVEl,

MPASSIVE2,

MP ASSIVE3, for the Big-Five personality traits model, ADVERl, ADVER2,
ADVER3 for the adversity quotient, MEL 1, MEL2, MEL3 for the ethics construct.

Confirmatory factor analysis (CF A) was conducted to verify the 30 observed
variables to reflect the 8 unobserved constructs (AWARENESS, REGULATION
UTILIZATION,

GENEROSITY,

PASSIVITY,

ADVERSITY,

ETHICS,

EFFECTIVENESS) to examine the validation of measurement variables. This
hypothesized model was conducted in AMOS version 18.

The determinant of goodness-of-fit criteria in CFA can use three types of
measurement as absolute fit measures, incremental fit measures and parsimonious fit
measures (Ho, 2006). The absolute fit measures have 3 indicators to determine how
well a proposed model fits such as Chi-squared test, Root Mean Square Error of
Approximation (RMSEA), Goodness-of-Fit Index (GFI). The rule of thumb in
RMSEA ranges from 0.01 to 0.05 indicating an excellent fit of 0.05 to 0.08 indicating
an acceptable fit and 0.08 to 0.1 indicating a poor fit (MacCallum, Browne &
Sugawara, 1996; Ho, 2006; Byrne, 2009). Incremental fit measures are compared
with the proposed model with the assumption that all observed variables are
uncorrelated. The incremental fit indices have 5 indicators such as Tucker-Lewis
Index (TLI), No~ed Fit Index (NFI), Relative Fit Index (RFI), Incremental Fit Index
(IFI), and Comparative Fit Index (CFI). The traditional cutoff model fit is more than
0.90 for increment fit indices (Ho, 2006; Byrne, 2009). However, the fit of the multigroup model can use the Nested Model Comparison and Akaike Information Criterion
(AIC). The Nested Model Comparison is used to compare significant differences by
chi-square different values between the two models for goodness-of-fit. The Akaike
Information Criterion (AIC) is used to select the best fit between two models. The
lower value of AIC indicates the best fit between two models to allow interpretation
(Ho, 2006; Byrne, 2009).

Figure 5.1 shows the measurement model of the

confirmatory factor analysis.

Moreover, after the best fit of the modd was selected for either the invariant
or variant group, the regression weight is now the key to indicate the difference
between the two models by using critical radio (C.R. > +/- 1.96, p. <0.05) to analyze
and report the differences in each model. If the results show no significant difference
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in regression weight, then the same regression weight can be used to analyze the data,
but if the results show a significant difference, then pairwise comparison is employed
to compare the difference before incorporation into the multi-group analysis of the
structural path model.

Figure 5.1 Measurement Model
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There were 30 measurement variables with 39 sample moments. There were
97 parameters to be estimated. The hypothesized model shows the results of the Chisquare test (.t)

=

699.38 (N = 426, df = 368) and CMIN/df = 1.9, p < 0.05. The Chi-

square did not fit well with the observed variance-covariance matrix and significance
was at p value less than 0.05. A lower x2 value represents the likelihood of the fit
between the actual and predicted matrices (Ho, 2006). Joreskog and Sorbom (1993)
argued that a higher x2 might be caused by the sensitivity of a large sample size (>
200 samples) so the Chi-square statistic could use the ratio of x2 with a degree of
freedom as show in the CMIN/df index. A result of lower than 3 indicates a good fit
(Ho, 2006). The baseline comparison fit indices ofNFI, RFI, IFI, TLI, and CFI ranged
from 0.907 to 0.961. The RMSEA value was 0.046. Table 5.7 presents the results of
the hypothesized model.

Table 5.7 Summary of Absolute Fit Indices and Incremental Fit Indices

Measure

Defult

Absolute Fit

Chi-Square/df

1.67*

Indices

(CMIN/df)
RMS EA

0.046*

NFI

0.921 *

Incremental

RFI

0.907*

Fit Indices

IFI

0.961 *

TLI

0.954*

CFI

0.961 *

Note : *Acceptance for above cutoff level

The absolute fit indices and incremental fit indices indicated a good fit and
satisfaction for incorporation into the structural equation modeling (SEM) discussed
in the next section.
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5.1.2.3 Multi-group Confirmatory Factor Analysis (CF A)

Multi-group confirmatory factor analysis (CF A) was conducted to verify the
30 observed variables to reflect the 8 unobserved constructs (AWARENESS,
REGULATE,

UTILIZE,

GENEROUS,

PASSIVE,

ADVERSITY,

ETHIC,

EFFECTIVE) to determine whether factor structure presents significant differences in
leadership styles, age and gender of leaders from the hypothesized measurement
model.

The invariant and variant models were established for leadership styles,

gender and age group of leaders.

Figure 5.2 Measurement Model for Multi-Group
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- Multi-group CFA Analysis for Leadership Styles

The six styles of leadership were divided into 2 groups: transactional
leadership and transformational leadership style to compare the differences between
styles of leadership in multi-group analysis. The coercive style and the authoritative
style fall under the transactional leadership style; and the affiliative style, the
democratic style, the pacesetting style, and the coaching style fall under the
transformational leadership

style.

This classification of transactional

and

transformational groups among six leadership styles is based on David McClelland
and Hay/McBer cited in Goleman (2000) and Giritli & Oraz (2004). Both groups were
transformed and recoded for analysis in the SPSS program.

There are 30 measurement variables from two data sets with 39 sample
moments. The two covariances matrices generated from two data sets, transactional
group and transformational group, contained 930 sample moments. The hypothesized
model of invariant model showed results of the Chi-square test of (x2 ) = 1263.96 (N =
426, df = 757) and CMIN/df = 1.67, p < 0.05 and hypothesized model of variant
model showed results of Chi-square test (x2 ) = 1235.90 (N = 426, df = 736) and
CMIN/df = 1.679, p < 0.05. The Chi-square was not a good fit with the observed
variance-covariance matrix and significance at p value less than 0.05 for both models.
A lower

x2

represent the likelihood of the fit between the actual and predicted

matrices (Ho, 2006). Joreskog and Sorbom (1993) argued that a higher x.2 might be
caused by the sensitivity of a large sample size (> 200 samples) so the Chi-square
statistic could use the ratio of x2 with a degree of freedom as shown in the CMIN/df
index. The results lower than 3 indicates a good fit. The baseline comparison fit
indices of NFI, RFI, IFI, TLI, and CFI ranged from 0.841 to 0.939 (close to or above
0.9) for the invariant model and 0.84 to 0.94 (close to or above 0.9) for the variant
model. The RMSEA values for the invariant and variant groups were 0.04 for both
groups. The nested model comparison showed the chi-square differences for two
models was CMIN

=

28.06 and the degree of freedom was df = 21, so these two

models were not significantly different in terms of goodness of fit.

The results

showed the AIC of the invariant model value at 1609.97 which is lower than the
1623.90 of the variant model. Thus the invariant model was selected as a better fitting
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model than the variant model. Table 5.8 presents the results of the model comparison
between the invariant and variant models.

Table 5.8 Summary of Absolute Fit Indices, Incremental Fit Indices, and Nested
Model Comparisons for Leadership Styles

Measure

Invariant

Variant

Absolute Fit

Chi-Square/df

1.67*

1.679*

Indices

(CMIN/df)
RM SEA

0.04*

0.04*

NFI

0.861

0.865

Incremental

RFI

0.841

0.84

Fit Indices

IFI

0.931*

0.94*

TLI

0.929*

0.928*

CFI

0.939*

0.939*

Nested Model

CMIN/df

Comparisons

AIC

Note :

28.06/21p=0.138
1609.97

1623.90

* Acceptance for the above cutoff level
The regression weight for both the transactional style-invariant and the

transformational-invariant group indicated all statistical significant symbols (***) in
the AMOS results. The results were set to equalize the significance sign which can
not be compared. Next, the pairwise comparison in regression weight was applied to
identify the difference between groups by using critical ratio (C.R. > +/- 1.96, p.
<0.05) to report the differences of each model as in table 5.9.

133

Table 5.9 Critical Radios for Differences Between Parameters of Leadership styles (Invariant Model)

TS3
TS2

TSl
TS6

TS5
TS4

TS9
TSB
TS7

T511
TSlO

T513
T512
TS15
TS14
T517
TS16
T519
TS18

mo
TS21

TS1

TS5

0
2.359
3.881

0
1.921

0

·2.549
-4.025
3.1&9
·2.802
·2.815
·2.916

1559
-4.97
-4.183
-3.917
-3.928
-4.007

·3.39
-3.313

-4.445
-4.326

0
·2.097
-0.88
0.278
0.252
0.026
-0.619
-0.749

-1.694
-2.785
-3.196
-3.444
-3.548
-3.665
-2.703

·2.803
-3.91
-4.289
-4.508
-4.603
-4.698
-3.8

1.282
0.344
-0.221
-0.621
-0.772
-1.005
0.257

3.964
4.944

1.333
-0.691
. 0.572
2.542
2.488
2.004
1.117
0.636

-0.001
-2.082
-0.837
0.374
0.338
0.033

1.552
-0.381
0.831
2.747
2.697
2.244

-0.814
-0.914

1.417
0.915

·2.008
-1.97

3.112
2.738
1.935
1.243
1.014
0568
2.221

1.54
0.472
-0.308
-0.842
-1.044
-1.317
0.33

3.28
2.926
2.191

0.112
-1.119
-1.702
-2.067
-2.216
-2.391
-1.081

0
2.817

1.~48

1.336
0.902
2.443

TS9

TS6

TS2
TS3
0
0
2.422
-0.438 -2.596
2.639 1.257
3.836 2.793
4.836 3.856

·1.081
·2.913
-1.~3

-1.158
-1.179
-1.352

Source: Developed for this study

TS4

TS8

0
1.32
2.75
2.71
2.345

TS7

1.638
1.186

0
1.279
1.247
0.956
0.257
0.004

3.312
2.885
2.272
1.746
1.568
1197
2.525

2.14
1.376
0.762
0.295
0.126
-0.168
1.177

TSll

TSlO

0
-0.071
0
-0.434 -0.386
-1.612 -1.552
-1.452 -1.414
1.53
1.508
0.131 0.183
-1.12 -1.045
-1.815 ·1.74
-2.099 -2.022
-2.284 -2.219
-0.003 0.036

TS13

TS12

TS15

TS14

TS17

TS16

TS19

TS18

mo

T521

'<:!'

M

T""l

0
-1.482
0
-1.069 -0.284

0

2.458
1.824
0.816
0.041
-0.226
-0.628
1.336

3.086
1.574
0.872
0.331
0.138
-0.193
1.308

1.702
0.57
-0.458
-1.124
-1.378
-1.652
0.358

0
-1.476
-2.168
-2.567
-2.737
·2.893
-1.376

0
-1.969
0
-2.102 -0.92
0
-2.405 -1.25 -0.384
0
-2.531 -1.559 -0.74 -0.471
-0.104 0.841 1.431 1.664

0
2.588

0

The critical radio (C.R.) showed the z-values were not significant in all cells
but some pairwise comparisons such as TS3/TS2, TS2/TS1, TS6/TS5, TS4/TS9,
TS15/TS14, TSl 7/TS16, TS21/TS21 were significant at C.R.>+/- 1.96 and p. <0.05.
Therefore, this significant difference in pairwise comparison indicates that there are
differences in the estimated population parameters between leadership styles
(Transformational and Transactional leadership) and satisfaction, and these were
incorporated into the multi-group analysis of the structural path model.

- Multi-group Analysis for Gender

There are 30 measurement variables from two data sets with 40 sample
moments. The two covariances matrices generated from two data sets, male group and
female group, contained 930 sample moments. The hypothesized model of invariant
showed the results of Chi-square test as (t)

=

1228.84 (N

=

426, df = 757) and

CMIN/df = 1.623, p < 0.05 and the hypothesized model of variant showed results of
the Chi-square test as (.t)
0.05.

=

1188.87 (N = 426, df= 736) and CMIN/df = 1.615, p <

The Chi-square was not a good fit with the observed variance-covariance

matrix with significance at a p value less than 0.05 for both models. The baseline
comparison fit indices of NFI, RFI, IFI, TLI, and CFI ranged from 0.851 to 0.945
(close to or above 0.9) for the invariant model and 0.852 to 0.948 (close to or above
0.9) for the variant model. The RMSEA values for the invariant and variant groups
were 0.038 for both groups. In the nested model, the comparison showed the chisquare difference values for two models were CMIN = 39.69 and the degree of
freedom df = 21, p value= 0.008, so these two models were significantly different in
terms of goodness of fit. The results also showed the AIC of the invariant model value
at 1574.84 which is lower than the 1576.87 of the variant model. Thus the invariant
model was selected as a better fitting model than the variant model. Table 5.10
presents the results of the model comparison between the invariant and variant
models.

135

Table 5.10 Summary of Absolute Fit Indices, Incremental Fit Indices, and Nested
Model Comparisons for Gender
Measure

Invariant

Variant

Absolute Fit

Chi-Square/df

1.623*

1.615*

Indices

(CMIN/dt)
RMS EA

0.038*

0.038*

NFI

0.871

0.875

Incremental

RFI

0.851

0.852

Fit Indices

IFI

0.946*

0.948*

TLI

0.937*

0.938*

CFI

0.945*

0.948*

Nested Model

CMIN/df

Comparisons

AIC

39.70/21 p= 0.008
1574.84

1638.30

Note: *Acceptance for above cutoff level

The regression weight for male-invariant were significantly different using the
critical ratio (C.R. > +/- 1.96, p. < 0.05) at effectiveness
effectiveness

~

~

adversity, and

ethic. However, the regression weight for female-invariant was not

significantly different from the critical ratio. Therefore, this significant difference in
regression weight indicates that there are differences in the estimated population
parameters between gender (male and female leaders) and satisfaction for
incorporation into the multi-group analysis of the structural path model.

- Multi-group Analysis for Age

Ages of leaders ranged from less than 20 to more than 60 years old. The age of
the leader was classified into two groups for multi-group analysis. The leaders who
were below 40 years old were set as the younger group and leaders who were 40 years
old were set as the older group (based on median value of respondents in descriptive
analysis).

Both groups were transformed and recoded for analysis in the SPSS

program.
There are 30 measurement variables from two data sets with 39 sample
moments. The two covariance matrices generated from two data sets, transactional
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group and transformational group, contain 930 sample moments. The hypothesized
model of invariant shows the results of the Chi-square test as (x2 ) = 1287 .314 (N =
426, df= 757) and CMIN/df = 1.701, p < 0.05 and the hypothesized model of variant
shows the results of the Chi-square test as (x2 ) = 1252.92 (N = 426, df = 736) and
CMIN/df = 1.702, p < 0.05. The chi-square was not a good fit with the observed
variance-covariance matrix and significance at a p value less than 0.05 for both
models. The baseline comparison fit indices of NFI, RFI, IFI, TLI, and CFI ranged
from 0.845 to 0.94 (close to or above 0.9) for the invariant model and 0.845 to 0.941
(close to or above 0. 9) for the variant model. The RMSEA values for the invariant and
variant groups were 0.04 for both groups.

In the nested model, the comparison

showed the chi-square difference values for two models was CMIN = 34.38 and
degree of freedom df = 21, p value= 0.033, so these two models were significantly
different in terms of goodness of fit. The results also showed the AI C of the invariant
model value at 1633 .31 which is lower than the 1640.92 of the variant model. Thus
the invariant model was selected as a better fitting model than the variant model.
Table 5.11 presents the results of the model comparison between the invariant and
variant models.

Table 5.11 Summary of Absolute Fit Indices, Incremental Fit Indices, and Nested
Model Comparisons for Age

Measure

Invariant

Variant

Absolute Fit

Chi-Square/df

1.701 *

1.702*

Indices

(CMIN/df)
RMS EA

0.041 *

0.041 *

NFI

0.865

0.869

Incremental

RFI

0.845

0.845

Fit Indices

IFI

0.94*

0.941 *

TLI

0.93*

0.93*

CFI

0.939*

0.941 *

Nested Model

CMIN/df

Comparisons

AIC

Note:

34.38/21 p= 0.033
1633.314

* Acceptance for above cutoff level.
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1640.93

The regression weight for both younger-invariant and older-invariant group
indicated all statistical significant symbol (**1') in the AMOS results. The results
were set to equalize the significance sign which cannot be compared. Next, the
pairwise comparison in regression weight was applied to identify the difference
between groups by using critical ratio (C.R. > +/- 1.96, p. <0.05) to report the
differences of each model.

The critical radio (C.R.) showed the z-values were not significant in all cells
but some pairwise comparisons such as TS3/TS2, TS2/TS1, TS1/TS6, TS4/TS9,
TS13/TS12, TS15/TS14 were significant at C.R.>+/- 1.96 and p. <0.05 as shown in
Appendix C (table C.4).

Therefore, this significant differences in pairwise

comparison indicates that there are differences in the estimated population parameters
between the age of leaders (younger and older) and satisfaction for incorporation into
the multi-group analysis of the structural path model.

5.1.2.4 Chi-Square Test (X2 )

Since this study used different types of leadership style, before conducting
multiple discriminant analysis (MDA), the differences between the six types of
leadership style required verification. The chi-square test was applied to test whether
there was any significant difference among the adopted styles. The chi-square test
could be used to determine if the number of subordinates for each of the six types of
leadership styles is different from predicted values. Shown below is the formula for
the chi-square test:

X2

=

LC 0-E ) 2
E

The null hypothesis stated that there is no significant difference between observed and
expected frequencies. The results of the chi-square analysis is shown in Table 5.12.

138

Table 5.12 Chi-square test

Style
Observed

Expected

N

N

Test Statistics
Chi-Square
df
Asymp . Sig. ·

Style
94.845
5
.000

40

71.0

Residual
-31.0

Authoritative

97

71.0

26.0

Affiliative

67

71 .0

-4 .0

Democratic

131

71 .0

60.0

Pacesstting

36

71 .0

-35.0

55

71 .0

-16.0

Coercive

Coaching
Total

426

The results show that the value of the chi-square (X 2)

= 94.845

degree of

freedom (df> = 5 and p value = < 0.05, hence, we can reject the null hypothesis.
Therefore, it can be concluded that the proportion of subordinates' perception of six
leadership styles are different.

In the next section, analysis of variance will be

performed to answer the question whether the six leadership styles are different
between subjects which influences the abilities and behavior of leadership in terms of
emotional intelligence, the Big-Five persoaality traits, adversity, ethics and
effectiveness.

5.1.2.5 Multiple Discriminant Analysis (MDA)

A multiple discriminant analysis was conducted to compare differences among
subordinates' perception of the six leadership styles based on leaders' traits,
emotional intelligence, ethics, and adversity quotient by testing the hypothesis
statements number 1, 2, 3 and 4.

The multiple discriminant analysis was applied to

test when the condition of dependent variable is categorical and independent variables
are interval scales by calculating the variate's weight in each independent variable to
compare the differences between group means or centroid scores (Hair, 2006). Table
5.13 shows the data findings and provides details about the multiple discriminant
analysis.
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Table 5.13 Group Descriptive Statistics and Tests of Equality for the Estimation
Sample of the Six-Group Leadership Styles

Dependent Variables Group Mean

Test of Equality of
Group Means

Independent
Coe

Au

Aff

Do

Pae

Coa

Wilks'

F

(n=40)

(n=97)

(n=67)

(n=131 )

(n=36)

(n=SS)

Lamda

Value

MEIAware1

2.81

3.13

3.14

3.30

3.03

3.30

.911

8.19

.000

MEIReaulate2

2.59

2.97

3.06

3.12

2.86

3.13

.897

9.64

.000

ME1Utilize3

2.66

2.96

3.01

3.10

2.81

2.97

.912

8.06

.000

MExtraversion

2.85

2.99

2.94

3.12

2.96

3.02

.948

4.62

.000

MAq reeableness

2.56

2.97

3.10

3.27

2.83

3.16

.822

18.2

.000

MConscientious

2.82

3.05

3.12

3.29

2.94

3.26

.896

9. 75

.000

MNeuroticism

2.51

2.43

2.41

2.33

2.51

2.29

.954

4.05

.001

MOoenness

2.62

2.88

2.88

3.02

2.83

2.92

.889

10.5

.000

MEthics

2.59

3.04

3.17

3.18

2.90

3.22

.828

17.4

.000

MAdversitv

2.72

3.16

3.16

3.33

3.03

3.29

.867

12.8

.000

Variables
~

Sig.

Note: Coe= Coercive, Au= Authoritative, Aff = Affiliative, Do = Democratic, Pea=
Pacesetting, Coa = Coaching.

The results shown in Table 5.13 reveal that the test of equality of group means
was used to examine the groups' differences. The Wilks' Lambda showed all of the
results to be statistically significant with p value = < 0.01 , so we reject the null
hypothesis and accepted Ha, that there are significant differences between emotional
intelligence, Big-five personality traits, adversity, ethics and six leadership styles. In
this study, testing significance of a set of discriminants is performed to determine the
significant differences between groups. · The results of classification of discriminants
between groups are present in appendix C (table C.2). Thus, the results were able to
answer hypotheses number 1 to 4 as detailed below

Emotional intelligence

Hypothesis 1:

There is a significant difference in emotional intelligence

(appraisal and expression of emotion, regulation of emotion and utilization of
emotion) among leaders who adopted the six leadership styles in SMEs in Thailand.
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Hypothesis 1 was supported.

There was a significant difference between

leadership styles, which had different levels of appraisal and expressions of emotion.
The results showed that appraisal and expression of emotion had significance on
leadership styles at the p < .05 level, F(5,420) = 8.193, Wilks' Lambda= .911, p =
.000. The results showed that coaching (M = 3.30, SD= .453) and democratic styles
(M = 3.30, SD = .418) were given significantly higher preference ratings than
affilative (M = 3.14, SD= .505), authoritative (M = 3.13, SD= .433), pacesetting (M
=

3.03, SD= .557) and coercive (M = 2.81, SD= .582), respectively.

There was a significant difference between the styles of leaders who had
different levels of .the regulation of emotion. The results showed that regulation of
emotion was significant on leadership styles at the p < .05 level, F (5,420) = 9.64,
Wilks' Lambda= .897, p = .000. The results showed that coaching style (M = 3.13,
SD= .443) was given a significantly higher preference rating than democratic (M =
3.12, SD = .402), affilative (M = 3.06, SD = .416), authoritative (M = 2.97, SD =
.458), pacesetting (M = 2.86, SD = .625) and coercive (M = 2.59, SD = .595),
respectively.

There was a significant difference between the styles of leaders who had
different levels of utilization of emotion. The result showed that utilization of emotion
had significance on leadership styles at the p < .05 level, F(5,420) = 8.06, Wilks'
Lambda= .912, p = .000. The results showed that democratic style (M = 3.10, SD =
.404) was given a significantly higher preference rating than affilative (M = 3.01, SD
= .409), coaching (M = 2.97, SD = .462), authoritative (M = 2.96, SD = .367),
pacesetting (M = 2.81, SD= .428), and coercive (M = 2.66, SD= .508), respectively.

- Big-Five Personality Traits

Hypothesis 2: There is a significant difference in the Big-Five personality
traits (extraversion, neurotic ism, openness to experience, conscientiousness and
agreeableness) among leaders who adopted the six leadership styles in SMEs in
Thailand.
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Hypothesis 2 was supported. There was a significant difference between the
styles of leaders who had different levels of extraversion. The results showed that
extraversion had significance on leadership styles at the p < .05 level, F(5,420) = 4.62,
Wilks' Lambda= .948, p = .000. The results showed that the democratic style (M =
3.12, SD= .377) was given a significantly higher preference rating than coaching (M
= 3.02, SD= .349), authoritative (M = 2.99, SD= .412), pacesetting (M = 2.96, SD=
.332), affilative (M = 2.94, SD = .359), and coercive (M = 2.85, SD = .378),
respectively.

There was a significant difference between the styles of leaders who had
different levels of neuroticism. The results showed that neuroticism has significance
on leadership styles at the p < .05 level, F (5,420) = 4.05, Wilks' Lambda= .954, p =
.001. The results showed that coercive (M = 2.51, SD= .338), pacesetting style (M::.:
2.51, SD = .290) were given significant higher preference ratings than authoritative
(M = 2.43, SD= .321), affilative (M = 2.41, SD= .347), democratic (M = 2.33, SD=
.341), and coaching (M = 2.29, SD= .308), respectively.

There was a significant difference between the styles of leaders who had
different levels of openness to experience. The results showed that openness to
experience had significance on leadership styles at the p < .05 level, F(5,420) =
10.523, Wilks' Lambda= .828, p = .000. The results showed that democratic style
(M = 3.02, SD= .345) had a significantly higher preference rating than coaching (M =
2.92, SD = .318), affiliative (M = 2.88, SD = .332), authoritative (M = 2.88, SD =
.316), pacesetting (M = 2.83, SD = .254), coercive (M = 2.62, SD = .266),
respectively.

There was a significant difference between the styles of leaders who had
different levels of conscientiousness. The results showed that conscientiousness had
significance on leadership styles at the p < .05 level, F(5,420) = 9.755, Wilks'
Lambda= .828, p = .000. The results showed that democratic style (M = 3.29, SD=
.437) was given a significantly higher preference rating than affiliative (M = 3.12, SD
= .503), authoritative (M = 3.05, SD = .435), pacesetting (M = 2.94, SD = .456),
coaching (M = 2.29, SD= .308), and coercive (M = 2.82, SD= .424), respectively.
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There was a significant difference between the styles of leaders who had
different levels of agreeableness. The results showed that agreeableness had
significance on leadership styles at the p < .05 level, F(5,420) = 18.224, Wilks'
Lambda = .828, p = .000. The results showed that democratic style (M = 3.27, SD =
.401) was given a significantly higher preference rating than coaching (M = 3 .16, SD
= .479), affiliative (M = 3.10, SD = .499), pacesetting (M = 2.83, SD = .446),
-

authoritative (M = 2.97, SD = .449), and coercive (M = 2.56, SD = .558),
respectively.

- Adversity Quotient

Hypothesis 3: There is a significant difference in the adversity quotient among
leaders who adopted the six leadership styles in SMEs in Thailand.

Hypothesis 3 was supported. There was a significant difference between the
styles of leaders who had different levels of adversity. The results showed that
adversity had significance on leadership styles at the p < .05 level, F(5,420) = 12.88,
Wilks' Lambda= .867, p

=

.000. The results showed that democratic style (M = 3.33,

SD = .404) was given a significantly higher preference rating than coaching (M =
3.29, SD= .407), affiliative (M = 3.16, SD= .437), authoritative (M = 3.16, SD=
.420), pacesetting (M = 3.03 , SD = .533), and coercive (M = 2.72, SD = .590),
respectively.

-Ethics

Hypothesis 4: There is a significant difference in ethics of leadership among
leaders who adopted the six leadership styles in SMEs in Thailand.

Hypothesis 4 was supported. There was a significant difference between the
styles of leaders who had different levels of ethics. The results showed that ethics had
significance on leadership styles at the p < .05 level, F(S,420) = 17.48, Wilks'
Lambda= .828, p = .000. The results showed that coaching (M = 3.22, SD= .375)
was given a significantly higher preference rating than democratic (M = 3.18, SD=
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.338), affiliative (M = 3.17, SD = .422), authoritative (M = 3.04, SD = .376),
pacesetting (M = 2.90, SD= .458) and coercive (M = 2.59, SD= .556), respectively.

5.1.2.6 Analysis of Variance (ANOVA)

Analysis of variance (ANOVA) was employed to compare the mean differences
among subordinates' perception of the leadership effectiveness and six leadership
styles for testing the hypothesis statement number 5.

Table 5.14 shows the data

findings and provides details on the analysis of variance.

Table 5.14 AN OVA Results of Leadership Styles and Leadership Effectiveness

Descripti" e
95% Confidence
Interval for Mean

MEffective

Coercive

N
40

Mean
2.5583

Std.
Deviation
.70967

Std.
Error
.11221

Lower
Bound
2.3314

Upper
Bound
2.7853

Min
1.00

Max
4.00

Authoritative

97

3.1203

.48157

.04890

3.0232

3.2173

2.00

4.00

Affiliative

67

3.2139

.51477

.06289

3.0884

3.3395

2.33

4.00

Democratic

131

3.2952

.44844

.03918

3.2177

3.3727

2.00

4.00

Pacesetting

36

3.0278

.54845

.09141

2.8422

3.2133

2.00

4.00

Coaching

55

3.3091

.51262

.06912

3.1705

3.4477

2.33

4.00

426

3.1526

.55158

.02672

3.1001

3.2051

1.00

4.00

Total

ANOVA
MEffective

Between
Groups
Within
Groups
Total

Sum of
Sau ares
19.050

5

Mean
Sauare
3.810

110.255

420

.263

129.304

425

df

144

F
14.514

Sia.

.000

Multiple Comparisons
Scheffe

Dependent
Variable
MEffective

95% Confidence
Interval

Mean
Difference
-0.562

Std. Error
0.096

SiQ.
0.000

Lower
Bound
-0.884

Upper
Bound
-0.240

Affiliative

-0.656

0.102

0.000

-0.998

-0.313

Democratic

-0.737

0.093

0.000

-1.046

-0.427

Pacesetting

-0.469

0.118

0.008

-0.863

-0.076

Coaching

-0.751

0.106

0.000

-1.107

-0.395

(I) Style

(J) Style

Coercive.

Authoritative

-

(1-J)

Leadership Effectiveness

Hypothesis 5: There is a significant difference among leaders who adopted the
six leadership styles and leadership effectiveness in SMEs in Thailand.

In hypothesis number 5, a one-way ANOVA was conducted to compare the
effect of subordinates' perception of six leadership styles on leadership effectiveness.
The results were supported by showing that leadership effectiveness had a
significantly different effect on six leadership styles at the p < .05 level, F(5,420) =
14.51, p = .000. Post hoc comparisons using the Scheffe test indicated the mean
difference (MD) for the six groups (more details are provided in Appendix C (table
C.3). The results showed that all six styles had significant differences. The coaching
style (M = 3.30, SD = .512) gave a significantly higher preference rating than
democratic (M = 3.29, SD= .488), affiliative (M = 3.21, SD= .514), authoritative (M
= 3.12, SD= .481), pacesetting (M = 3.02, SD= .548) and coercive (M = 2.55, SD=
.709) styles, respectively. Whilst there was significant difference only in leadership
styles between leadership effectiveness and coercive style based on the multiple
comparison in Post-hoc analysis.
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5.1.2.7 Structural Equation Modeling (SEM) and Multi-Group Structural
Equation Modeling (SEM)

Structural equation modeling was conducted to test the relationship among
multiple variables of independent variables and dependent variables simultaneously.
This structural equation modeling was conducted to test hypothesis number 6. The
multi-group structural equation model used pairwise comparisons between
independent variables and dependent variables simultaneously. This indicates whether
the hypothesized pattern in the path model is equivalent across different populations
ofleadership styles, and gender and age of leaders in small and medium enterprises in
Thailand. The multi-group pairwise comparison was conducted to test hypotheses 7,
8 and 9 to reveal significant differences between groups.

5.1.2.7.1 Test of Structural Equation Modeling (SEM)

The measurement model was conducted based on the confirmatory factor
analysis. There were 8 exogenous variables that include emotional intelligence
(appraisal and expression of emotion, regulation of emotion and utilization of
emotion), the Big-Five personality trait (dynamic, generous and passive), the
adversity quotient, and ethics. The endogenous variable was leadership effectiveness
(task, relations and change). Figure 5.3 exhibits the path analyses. Also, table 15.5
shows results of path analysis.
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Figure 5.3 Path Analysis
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Figure 5.4 Structural Model with Standardized Path Coefficients

Effective

0.74

Note: CMIN/df = 1.9, GFI
0.96.

=

0.9, NFI, 0.92, RFI, 0.91, IFI

=

0.96, TLI

* p < 0.05, ** p < 0.01, *** p < 0.001,

Table 5.15 Results of Path Analysis (SEM)

Exogenous

Endogenous

p

Estimate

S.E.

C.R.

0.275

0.113

2.437

0.015

0.09

0.177

0.507

0.612

-0.037

0.114

-0.322

0.748

0.145

0.225

0.643

0.52

EFFECTIVE

<---

AWARENESS

EFFECTIVE

<---

REGULATE

EFFECTIVE

<---

UTILIZE

EFFECTIVE

<---

GENEROUS

EFFECTIVE

<---

PASSIVE

-0.009

0.054

-0.174

0.862

EFFECTIVE

<---

DYNAMIC

-0.063

0.134

-0.472

0.637

EFFECTIVE

<---

Adversity

0.399

0.139

2.87

0.004

EFFECTIVE

<---

EHTICS

0.257

0.111

2.326

0.02
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=

0.95, CFI

=

Hypothesis 6: There is a significant relationship between leaders who have
emotional intelligence, Big-Five personality traits, ethics, adversity and leadership
effectiveness in SMEs in Thailand.

Hypothesis 6 was partially supported. The results of the path analysis showed
that 3 paths were significant by critical ratio test (C.R. > +/- 1.96 and p. <0.05). These
three path coefficients were associated with path Awareness 7 Effective (C.R. 2.437,
p < 0.05), Adversity 7 Effective (C.R. 3.538, p < 0.01) and Ethic 7 Leadership
Effective (C.R. 2.114, p < 0.05). Another 5 path coefficients of were not significant
by the critical ratio test. Based on this finding, it can be concluded that emotional
intelligence (awareness), adversity and ethics have relationships with leadership
effectiveness

W= 0.255, ~ = 0.35

and~=

0.214, respectively). The square multiple

correlation showed a 74.2% variance of Effectiveness accounting for a joint influence
of Emotional intelligence (Awareness, Regulate, Utilize), the Big-Five personality
traits (Generous, Passive, Dynamic), Adversity and Ethics. The standardized residual
(1- Square multiple correlation) showed that 25.8% of variance of Effectiveness does

not account for a joint influence of Emotional intelligence (Awareness, Regulation,
Utilization), Big-Five personality traits (Generous, Passive, Dynamic), Adversity and
Ethics. Therefore, hypothesis 6 is partially supported, since emotional intelligence
(awareness), adversity and ethics have relationships with leadership effectiveness.
Details of path analysis is provided in Appendix C (table C.5).

5.1.2.7.2 Test of Multi-group SEM for Leadership Style

The multi-group path analysis was conducted based on a multi-group
confirmatory factor analysis. A separate identical path was established for styles,
gender and age group for the invariant model (same path coefficients) and the variant
model (different path coefficients) for a comparison of model fit. Critical ratio (C.R.)
was employed to test for differences across groups of leadership styles, gender and
age groups in path coefficients.

In the multi-group analysis for leadership styles (transactional and
transformation), there are 30 measurement variables from two data sets with 39
sample moments.
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The structural model of invariant showed the results of the Chi-square test as
(x2 ) = 1263.96 (N = 426, df = 757) and CMIN/df = 1.67, p < 0.05 and the

hypothesized model of variant shows results of Chi-square test as (x2)

=

1235.90 (N =

426, df = 736) and CMIN/df = 1.679, p < 0.05 . The Chi-square is not a good fit with
the observed variance-covariance matrix with significance at a p value which is less
than 0.05 for both models. The baseline comparison fit indices ofNFI, RFI, IFI, TLI,
and CFI range from 0.841to0.939 (close to or above 0.9) for the invariant model and
0.84 to 0.939 (close to or above 0.9) for the variant model. The RMSEA values for
the invariant and variant groups were 0.04 for both groups. Thus, both the invariant
and variant path models indicated excellent fits.

The nested model comparison shows the chi-square difference values for the
two models was CMIN

= 28.06 and the degree of freedom df = 21, p value= 0.138,

so these two models were not significantly different in terms of goodness of fit. The
results show the AIC of the invariant model value at 1609.97 which is lower than the
1623. 90 of the variant model. Thus, the invariant model was selected, as it is a better
fit with the parsimonious model than the variant model.

Table 5.16 presents the

results of multi-group analysis between invariant and variant model.

Table 5.17

shows the regression weights and standardized regression weight for leadership styles
(transactional and transformational leadership style) of the invariant model.

Table 5.16 Summary of Absolute Fit Indices, Incremental Fit Indices, and Nested
Model Comparisons for Leadership Styles (Transactional and Transformation)
of Invariant Model

Measure

Invariant

Variant

Absolute Fit

Chi-Square/df

1.67*

1.679*

Indices

(CMIN/df)
RM SEA

0.04*

0.04*

NFI

0.861

0.865

Incremental

RFI

0.841

0.84

Fit Indices

IFI

0.939*

0.94*
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TLI

0.929*

0.928*

CFI

0.939*

0.939*

Nested Model

CMIN/df

Comparisons

AIC

28.06/21p=0.138
1609.96

1623.90

Note:* Acceptance for above cutoff level

Table 5.17 Multi-group Comparison between Leadership Styles (Transactional
and Transformation) of Invariant Model

Path

Standardized
Regression

Regression Weights

weights

Endo2enous

Exo2enous

Estimate

S.E.

C.R.

p

Estimate

EFFECTIVE

<---

AWARENESS

EFFECTIVE

<---

REGULATE

EFFECTIVE

<---

UTILIZE

0.022
(0.224)
1.023
(0.005)
-0.488
(-0.015)

0.593
(0.133)
1.84
(0.176)
1.053
(0.112)

<---

GENEROUS

EFFECTIVE

<---

PASSIVE

EFFECTIVE

<---

DYNAMIC

EFFECTIVE

<---

Adversity

EFFECTIVE

<---

EH TICS

0.458
(0.05)
-0.026
(-0.024)
-0.163
(-0.004)
0.589
(0.452)
-0.15
(0.284)

0.6B3
(0.256)
0 .133
(0.063)
0.32
(0.166)
0.681
(0.171)
0.6
(0.124)

0.97
(0.97)
0.578
(0.976)
0.643
(0.891)
0.503
(0.847)
0.846
(0.703)
0.61
(0.979)
0.387
(0.008)**
0.802
(0.022)*

0.019
(0.221)
0.591
(0.003)
-0.319
(-0.013)

EFFECTIVE

0.038
(1.676)
0.556
(0.03)
-0.463
(-0.137)
0.67
(0.193)
-0.195
(-0.381)
-0.51
(-0.026)
0.864
(2.638)
-0.25
(2.292)

0.326
(0.043)
-0.022
(-0.028)
-0.09
(-0.003)
0.499
(0.418)
-0.123
(0.242)

Note: Transformation Style in parentheses,* p < 0.05, ** p < 0.01, *** p < 0.001

Hypothesis 7: Leaders who have different leadership styles have different BigFive personality traits, emotional

intelligenc~,

ethics and adversity in terms of

leadership effectiveness in SMEs in Thailand.

Hypothesis 7 was supported. The results of the multi-group analysis
comparison between transactional and transformational leadership styles showed that
2 paths of the transformational group were significant by critical ratio test (C.R. > +/1.96 and

p~

<0.05). There was no significance in the path coefficients of the
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transactional group. These two path coefficient; were associated with path Adversity

-7 Effective (C.R. 2.63, p < 0.01) and Ethic -7 Effective (C.R. 2.29, p < 0.05).
Another 6 path coefficients of transformational group were not significant by the
critical ratio test.

Based on this finding, it can be concluded that the styles of

leadership in the transactional and transformational groups were different. Also it
indicates that the transformational leadership style has a greater impact on leadership
effectiveness than the transactional leadership
greater

adversity

quotient

contributed

transformational leadership style

W=

styl~

to

0.48).

on adversity and ethics. Thus, a

leadership

effectiveness

for

a

Also, greater ethics of leadership

contributed to leadership effectiveness for the transformational leadership style

(~

=

0.25). For the transformational leadership style, the square multiple correlation
showed a 68.6% variance of Effectiveness accounting for a joint influence of ,
Emotional intelligence (Awareness, Regulation, Utilization), the Big-Five personality
traits (Generous, Passive, Dynamic), Adversity and Ethics. The standardized residual
(1- Square multiple correlation) showed that 31.4% of the variance of Effectiveness

did not account for the joint influence of Emotional intelligence (Awareness,
Regulation, Utilization), Big-Five personality traits (Generous, Passive, Dynamic),
Adversity and Ethics.

Therefore, hypothesis 7 is partially supported, smce the

transformational style showed significant differences as compared with the
transactional style.

5.1.2.5.3 Multi-group SEM for Gender (Male and Female Leader)

In this multi-group analysis for gender groups (male and female leaders), there
were 30 measurement variables from two data sets with 40 sample moments.

The structural model of invariant showed results of the Chi-square test as (X2)

= 1228.84 (N = 426, df = 757) and CMIN/df = 1.623, p < 0.05 and the hypothesized
model of variant showed results of the Chi-square test as (X2)
=

=

1188.87 (N

=

426, df

736) and CMIN/df = 1.615, p < 0.05. The Chi-square was not a good fit with the

observed variance-covariance matrix with significance at a p value which is less than
0.05 for both models. The baseline comparison fit indices of NFI, RFI, IFI, TLI, and
CFI rangedfrom 0.851 to 0.946 (close to or above 0.9) for the invariant model and
0.852 to 0.948 (close to or above 0.9) for the variant model. The RMSEA values for
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the invariant and variant groups were 0.038 for both groups. Thus, both the invariant
and variant path models indicated excellent fits.

The nested model comparison

showed the chi-square difference values for the two models to be CMIN

=

39.67 and

the degree of freedom df = 21, p value = 0.008, so these two models were
significantly different in terms of goodness of fit. The results showed the AIC of the
invariant model value at 1574.84 which is lower than the 1576.87 of the variant
model. Thus, the invariant model was selected as a better fit with the parsimonious
model than the variant model. Table 5.18 presents the results of the multi-group
analysis between the invariant and variant models. Table 5 .19 shows the regression
weights, and standardized regression weight for gender groups (male and female
leaders).

Table 5.18 Summary of Absolute Fit Indices, Incremental Fit Indices, and Nested
Model Comparisons for Gender

Measure

Invariant

Variant

Absolute Fit

Chi-Square/df

1.63*

1.62*

Indices

(CMIN/df)
RM SEA

0.038*

0.038*

NFI

0.871

0.875

Incremental

RFI

0.851

0.852

Fit Indices

IFI

0.946*

0.948*

TLI

0.937*

0.938*

CFI

0.945*

0.948*

Nested Model

CMIN/df

Comparisons

AIC

Note:

39.96/21 p= 0.008**
1574.84

* Acceptance for above cutoff level
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1576.87

Table 5.19 Multi-group Comparison between Male and Female leaders of
Invariant Model
Standardized
Regression
weights

Regression Weights

Exo2enous

Estimate

S.E.

C.R.

p

Estimate

EFFECTIVE

<--- -AWARENESS

EFFECTIVE

<---

REGULATE

EFFECTIVE

<---

UTILIZE

EFFECTIVE

<---

GENEROUS

EFFECTIVE

<---

PASSIVE

EFFECTIVE

<---

DYNAMIC

<---

Adversity

0.141
(0.429)
0.345
(0.516}
0.256
(0.217)
0.363
(1.101)
0.067
(0.223)
0.204
(0.321)
0.155
(0.688)
0.125
(0.276)

1.547
(0.428)
0.1
(0.733)
0.134
(-0.566)
0.104
(1.479)
0.116
(-1.407)
-0.343
(-0.852)
3.538
(-0.803)
2.114
(0.615}

0.122
(0.668)
0.921
(0.463)
0.894
(0.571)
0.917
(0.139)
0.907
(0.159)
0.731
(0.394)

EFFECTIVE

0.018
(0.184}
0.034
(0.379)
0.34
(-0.123)
0.038
(1.628)
0.008
(-0.313)
-0.007
(-0.274)
0.549
(-.553)
0.263
(0.17)

0.205
(0.167)
0.022
(0.222)
0.024
(-0.09)
0.029
(1.297)
0.008
(-0.317)
-0.042
(-0.193)
0.478
(-0.484)
0.221
(0.141)

Endo2enous

EFFECTIVE

<---

EHTICS

***
(0.422)
0.035*
(0.539)

Note: Female in parentheses,* p < 0.05, ** p < 0.01, *** p < 0.001

Hypothesis 8: Leaders who have different gender have different Big-Five
personality traits, emotional intelligence, ethicr. ·and adversity in terms of leadership
effectiveness in SMEs in Thailand.

Hypothesis 8 was supported. The results of the multi-group analysis
comparison between male and female leaders showed that 2 paths of male groups
were significant by critical ratio test (C.R. > +/- 1.96 and p. <0.05). There is no
significance in path coefficients of the female group. These two path coefficients were
associated with path Adversity -7 Effective (C.R. 3.538, p < 0.01) and Ethic -7
Effective (C.R. 2.114, p < 0.05). Another 6 path coefficients of the male group were
not significant by the critical ratio test. Based on this finding, it can be concluded that
male and female leaders were different. Also it indicated that male leaders had more
affect on leadership effectiveness than female leaders in terms of adversity and ethics.
Thus, the abilities of male leaders on adversity and ethics contributed more to
leadership effectiveness

(p = 0.48 and p = 0.22, respectively) than female leaders. For
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male leaders, the square multiple correlation showed 77.8% for the variance of
Effectiveness accounted for a joint influence of Emotional intelligence (Awareness,
Regulation, Utilization), the Big-Five personality traits (Generous, Passive,
Dynamic), Adversity and Ethics. The stand<lrdized residual (1- Square multiple
correlation) showed that 23 .2% of the variance of Effectiveness does not account for
the joint influence of Emotional intelligence (Awareness, Regulation, Utilization), the
Big-Five personality traits (Generous, Passive, Dynamic), Adversity and Ethics.
Therefore, hypothesis 8 was supported, since male leaders had greater significance
than female leaders.

5.1.2.5.4 Multi-group Path Analysis for Age (Younger and Older)

In the multi-group analysis for age groups (younger age and older age of
leaders), there were 30 measurement variables from two data sets with 40 sample
moments.
The structural invariant model showed results of the Chi-square test as (X2 )

=

1287.31 (N = 426, df = 757) and CMIN/df = 1.70, p < 0.05 and the hypothesized
model of variant showed results of the Chi-square test as (t) = 1252.92 (N = 426, df
=

736) and CMIN/df = 1.70, p < 0.05. The Chi-square was not a good fit with the

observed variance-covariance matrix with significance at a p value which was less
than 0.05 for both models. The baseline comparison fit indices of NFI, RFI, IFI, TLI,
and CFI ranged from 0.845 to 0.939 (close to or above 0.9) for the invariant model
and

0,8~1

to 0.941 (close to or above 0.9) for the variant model. The RMSEA values

for the invariant and variant groups were 0.041 for both groups. Thus, both the
invariant and variant path models indicated excellent fits.

The nested model

comparison showed the chi-square difference values for the two models to be CMIN
=

34.388 and the degree of freedom df = 21, p value = 0.033, so these two models

were significantly different in terms of goodness of fit. The results showed the AIC of
the invariant model value at 1633.31 which is lower than the 1640.92 of the variant
model. Thus, invariant model was selected as a better fit with the parsimonious
model than the variant model. Table 5.20 presents the results of the multi-group
analysis between the invariant and variant models. Also, Table 5.21 shows the
regression weights, and standardized regression weight for age groups of leaders of
the invariant model.
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Table 5.20 Summary of Absolute Fit Indices, Incremental Fit Indices, and Nested
Model Comparisons of Age
Measure

Invariant

Variant

Absolute Fit

Chi-Square/df

1.701 *

1.702*

Indices

(CMIN/df)
RMS EA

0.041 *

0.041 *

NFI

0.865

0.869

Incremental

RFI

0.845

0.845

Fit Indices

IFI

0.94*

0.941 *

TLI

0.93*

0.93*

CFI

0.939*

0.941 *

Nested Model

CMIN/df

Comparisons

AIC

34.388/21 p= 0.033
1698.52

1633.31

Note : * Acceptance for above cutoff level.

Table 5.21 Multi-group Comparison between Age of Leaders (Younger and
Older) of Invariant Model
Standardized
Regression
weights

Regression Weights

Endogenous

Exogenous

EFFECTIVE

<---

AWARENESS

EFFECTIVE

<---

REGULATE

EFFECTIVE

<---

UTILIZE

EFFECTIVE

<---

GENEROUS

EFFECTIVE

<---

PASSIVE

EFFECTIVE

<---

DYNAMIC

EFFECTIVE

<---

Adversity

EFFECTIVE

<---

EHTICS

Estimate
0.193
(0.225)
0.309
(0.009)
-0.281
(0.117)
-0.067
(0.288)
0.063
(-0.083)
-0.032
(-0.11)
0.542
(0.385)
0.401
(0.182)

S.E.
0.16
(0.177)
0.433
(0.193)
0.221
(0.16)
0.361
(0.323)
0.088
(0.07)
0.232
(0.186)
0.245
(0.185)
0.223
(0.138)

C.R.

p

1.208
(1.273)
0.712
(0.044)
-1.274
(0.729)
-0.185
(0.893)
0.722
(-1.179)
-0.139
(-0.593)
2.211
(2 .079)
1.795
(1.321)

0.227
(0.203)
0.477
(0.965)
0.203
(0.466)
0.853
(0.372)
0.471
(0.238)
0.889
(0.553)
0.027*
(0.038)*
0.073
(0.186)

Note: Older in parentheses, *p < 0.05, **p < 0.01, *** p < 0.001
Source: Author'own
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Estimate
0.0172
(0.213)
0.187
(0.005)
-0.215
(0.086)
-0.05
(0.234)
0.066
(-0.086)
-0.019
(-0.072)
0.442
(0.353)
0.329
(0.152)

Hypothesis 9: Leaders who have different age have different Big-Five
personality traits, emotional intelligence, ethics and adversity in terms of leadership
effectiveness in SMEs in Thailand.

Hypothesis 9 was supported. The results of the multi-group analysis
comparison between younger and older groups of leaders showed that 1 path of the
-

younger group and 1 path of the older group was significant by critical ratio test (C.R.

> +/- 1.96 and p. <0.05). These two paths coefficient were associated with path
Adversity 7 Effective (C.R. 2.211, p < 0.01) for younger group and Adversity 7
Effective (C.R. 2.079, p < 0.05) for older group. However, the magnitude of the path
coefficient for two groups was significantly different. The path coefficient for the
younger subjects (.44) can also be significantly higher from the coefficient of the
older subject (.35). In other words, while the path coefficient between ADVERSITY
and EFFECTIVE is significant for both younger age and older age subjects, the
coefficient is significant stronger for younger subjects than for the older subjects.
Another 7 path coefficients of younger and older groups were not significant by the
critical ratio test. Based on this finding, it can be concluded that younger leaders and
older leader were different. Also it indicated that younger leaders were more affected
by adversity in terms of leadership effectiveness than older leaders. Thus, a greater
adversity quotient contributed to leadership effectiveness for younger and older
leaders

CP

=

0.329). For the younger age group, the square multiple correlation

showed 80.3% variance for Effectiveness accounted for a joint influence of Emotional
intelligence (Awareness,

Regulation,

Utilization),

Big-Five personality traits

(Generous, Passive, Dynamic), Adversity and Ethics. The standardized residual (1Square multiple correlation) showed that 10.7% variance of Effectiveness does not
account for a joint influence of Emotional intelligence (Awareness, Regulation,
Utilization), the Big-Five personality traits (Generous, Passive, Dynamic), Adversity
and Ethics. Therefore, hypothesis 9 was supported, since the younger group has more
significant results than the older group of leaders.
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5.6 Summary

The results have demonstrated the differences of six leadership styles with
regard to emotional intelligence, traits, adversity quotient, ethics and leadership
effectiveness in small and medium enterprises (SEMs) in Thailand. The results have
demonstrated similar results as previous research on path analysis and multi-group
-

comparisons. Table 5.22 provides a summary of hypothesis results number 1 to 9
Chapter VI comprises the discussion, implications, limitations and future research of
this study.

Table 5.22 Summary Results of Hypotheses 1 to 9
F-test

P-Value

Results

-

-

Supported

-Appraisal and expression

8.193

.000***

-Regulation of emotion

9.644

.000***

-Utilization of emotion

8.069

.000***

-

-

-Extraversion

4.620

.000***

-Neuroticism

4.055

.001 ***

-Openness to experience

10.523

.000***

-Conscientiousness

9.755

.000***

-Agreeableness

18.224

.000***

H3

Adversity Quotient-? Styles

12.885

.000***

Supported

H4

Ethics -?Styles

17.483

.000***

Supported

HS

Leadership Styles-? Leadership

14.51

.000***

Supported

P-Value

Results

Subject

Hypothesis

HI

H2

Emotional Intelligence -?Styles

Big-Five Personality Traits-?Styles

Supported

Effective
Hypothesis

H6

H7

c. R.

Subject

Awareness -? Leadership Effective

2.43

0.015*

Partially

Adversity -? Leadership effective

2.87

0.004**

Supported

Ethics

2.36

0.02*

Adversity -? Leadership effective

2.63

0.008**

Ethics

2.29

0.022*

-? Leadership effective

Transformation (Invariant model)

-? Leadership effective

158

Supported

H8

Male (Invariant model)
Adversity 7 Leadership effective

3.53

0.001 ***

7 Leadership effective

2.11

0.035*

2.21

0.02*

Ethics

H9

Supported

Younger (Invariant model)
Adversity 7 Leadership effective

Note: * p < 0.05, ** p < 0.01***p<0.001
Source: Developed for this study
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Supported

CHAPTER VI
SUMMARY FINDINGS, CONCLUSIONS AND RECOMMENDATIONS

The purpose. of this study was to explore empirical evidence on leadership
effectiveness from s11bordinates' perspective. Based on the statistical analysis deliberated in
chapter 5, this chapter provides insights on the findings. It consists of the following sections:
1) summary of the findings, 2) discussion and conclusion, 3) implications, 4) limitations and
5) recommendations.

6.1

Summary of the Findings

Four hundred and twenty-six respondents made up the sample that represented Small
and Medium Enterprises (SMEs) in Bangkok, Thailand.

Descriptive statistics showed that the majority of the respondents were female and
this represented 60.3 percent of the total sample. The descriptive statistics showed that 50.9
percent represented the age group between 20 and 29 years, while 29.3 percent represented
the age group between 30 and 39 years. A total of 37.3 percent of respondents had less than
2 years' experience in the industry, while 35.6 percent had 3 to 4 years' experience. The
descriptive statistics on the respondents' education indicated that 68.5 percent held
undergraduate degrees, while 17.4 percent had less than undergraduate degree qualifications.
The industry-wise descriptive statistics showed that 58.2 percent of respondents were in a
service industry, while 26.3 percent of respondents were in manufacturing industries. With
regard to the number of employees, the descriptive statistics showed that 59.6 percent worked
in an organization that had 51 to 200 employees, while 26.8 percent were in an organization
that had 15 to 50 employees.

The descriptive statistics also showed that 30.8 percent

perceived their leaders to use a democratic leadership style, while 22.8 percent accounted for
leaders who used an authoritative leadership style.

The Multiple Discriminant Analysis and Analysis of Variance findings showed that
leaders who used different leadership styles (coercive, authoritative, affiliative, democratic,
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pacesetting and coaching) had different degrees of emotional intelligence, personality traits,
adversity quotient, ethics of leadership and leadership effectiveness.

Path analysis findings showed that emotional intelligence, adversity and ethics had
positive

and

statistically

significant

relationships

with

leadership

effectiveness.

Transformational leaders (Affiliative, Democratic, Pacesetting and Coaching style) had
positively and statistically significant relationships with adversity, ethics and leadership
effectiveness. Adversity and ethics had positively and statistically significant relationships
with leadership effectiveness among male leaders. Younger leaders showed positively and
statistically significant relationships with adversity and leadership effectiveness than older
age groups.

6.2 Discussion and Conclusions

-Emotional Intelligence

Hypothesis 1: There was a significant difference in the degree of emotional
intelligence (appraisal and expression of emotion, regulation of emotion and utilization of
emotion) among leaders who adopted the six leadership styles in SMEs in Thailand.

The results showed that leaders who had high scores on emotional intelligence on the
dimension of appraisal and expression of emotion, regulation of emotion and utilization of
emotion tended to use coaching, democratic or affiliative leadership styles.

Leaders

possessing high emotional intelligence tended to exhibit superiority in various abilities such
as self-awareness and awareness of others, sympathy, social responsibility, flexibility in
decision making, problem-solving, impulse control, social responsibility, teamwork and
collaboration, which are consistent with coaching, democratic and affiliative leadership styles
involving collaboration, team-based participation, communication, caring and concern to
improve performance and close relationships with subordinates. On the other hand, leaders
who had low scores on emotional intelligence tended to use authoritative, pacesetting and
coercive leadership styles, respectively, because these three styles showed less concern and
less relationship with subordinates. For example, an authoritative style has restrictive control
over subordinates, regulating rules and actions; a pacesetting style is only concerned with
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high standards and high expectations to finish tasks faster and better, and a coercive style
allows less flexibility and less involvement of subordinates in decision-making, thus, leaders
have less interpersonal relationships with subordinates and this leads to lower scores on
emotional intelligence. The finding of this study is consistent with previous research findings
(Goleman, 1995; Giritli & Oraz, 2004) in that emotional intelligence can differentiate
between the styles of leadership. Therefore, the degree of emotional intelligence of a leader
determines the style of leadership.

- Big-Five Personality Traits

Hypothesis 2: There was a significant difference in the degree of the Big-Five
personality traits (extraversion, neuroticism, openness to experience, conscientiousness and
agreeableness) among leaders who adopted different leadership styles in SMEs in Thailand.

Extraversion

The results showed that leaders who have high scores for extraversion tend to use
either democratic or coaching leadership styles. Extraversion is the characteristic of people
who are active, talkative, assertive and sociable, which is consistent with democratic and
coaching styles because democratic leadership allows subordinates to participate and discuss
various situations and for the leader to listen to subordinates' ideas or opinions whilst
decision making. A coaching style involves more concern, care, and working closely with
subordinates for individual development. Thus, democratic and coaching styles could
represent a higher extraversion characteristic than other leadership styles because sociable,
energetic leaders tend to have a positive effect when interacting with subordinates. Therefore,
the higher level of extraversion could facilitate leaders to choose an appropriate style that fit
with situations in which a leader is surrounded by people and subordinates. On the other
hand, leaders who have low scores on extraversion tend to use a coercive style because a
leader with a coercive style prefers to work alone with minimal employee involvement and
tends to be less sociable.
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Agreeableness

The results showed that leaders who have high scores for agreeableness tend to use
democratic, coaching and affiliative styles. Agreeableness is the characteristic of people who
are cooperative, tolerant, humble, flexible, altruistic, forgiving and courteous, which is
consistent with democratic, coaching or affiliative leadership styles. Democratic, coaching
and affiliative leaders are flexible in decision making, and involve compromise, are conflictaverse, use collaboration and communication with subordinates to select better solutions.
Thus, democratic, coaching and affiliative leaders have more agreeable characteristics
because high scores for agreeableness are associated with consideration,. trustworthiness and
cooperation. Therefore, a higher level of agreeableness could facilitate leaders' success in
cooperative situations to achieve goals and objectives. On the other hand, leaders who have
low scores on agreeableness tend to use a coercive style because a coercive style is autocratic
or dictatorial in decision making situations, persistent, involves less employee involvement
and is self-centered. The low score on agreeableness in leaders tend to make them rely on
self-interest or personal priorities.

Conscientiousness

The results showed that leaders who had high scores for conscientiousness tend to use
democratic, coaching and affiliative styles. Conscientiousness is the characteristic of people
who are achievement-oriented, hard working, careful, thorough, responsible, organized and
systematic, which is consistent with democratic, coaching and affiliative leadership styles.
Democratic, coaching and affiliative leaders encourage others to share ideas, collaborate and
communicate as partners and use information to synthesize the best decision. Thus,
democratic, coaching and affiliative leaders were perceived to be more conscientious because
high scores for the conscientiousness of the leader could represent more self-discipline,
thoroughness, self-organization, responsibility and care in decision making. Therefore, the
higher level of conscientiousness could facilitate leaders to drive company success through
consolidation and direct energies toward goal achievement. On the other hand, leaders who
had low scores for conscientiousness tend to use a coercive and pacesetting style because
coercive and pacesetting leaders allow minimal subordinate involvement in participation and
discussion and rely on their own authority, control and power in decision making. The low
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score of conscientiousness tends toward leader behaviors which are inactive, relaxed and
open-ended to achieving goals.

Neuroticism

The results showed that leaders who had high scores on neuroticism tend to use
coercive and pacesetting leadership styles. Neuroticism is the characteristic of people who
are most likely to experience anxiety, feel insecure, suffer from depression and have a
defensive attitude, which is consistent with coercive and pacesetting styles. Coercive and
pacesetting leadership styles emphasize performance with less emphasis on people who
might cause stress while performing common t::isks. Consequently, neurotic leaders use
power and authority to control and manage their subordinates.

Thus, coercive and

pacesetting styles leaders were perceived to have more neurotic characteristics than any other
leadership styles. On the other hand, leaders who had the lowest scores for neuroticism
tended to use democratic style because leaders who used a democratic style had more social
skills, teamwork collaboration and high interpersonal relationship with subordinates. The
low score on neuroticism could help leaders to better respond to adverse situations with
resilience.

Openness to Experience

The results showed that leaders who had high scores for openness to experience
tended to use a democratic style. Openness to experience is the characteristic of people who
are artistically sensitive, broad-minded, curious and seeking new ideas with an active
imagination, which is consistent with democratic styles. Democratic styles involve absorption
and listening to subordinates' ideas and opinions in decision making. Democratic leaders
prefer challenging work and place a high emphasis on people. Thus, a democratic style has
more openness to experience characteristics because high scores on openness to experience
could present more creativity, innovation and understanding of the emotions of subordinates.
Therefore, the higher level of openness to experience of leaders c'ould create innovation
based on curiosity, seeking new experience, ideas and activities for company success.

On

the other hand, leaders who have the lowest scores on openness to experience tend to use a
coercive style because such a style involves strict discipline, direct control of planning and a
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preference to lead. Leaders with low score on openness to experience tend to be comfortable
with repetitive activities that do not contribute to the growth of the company.

The finding of this study is consistent with previous research (John & Srivastava,
1999; Barrick & Mount 1991; Behling, 1998; Lord et al., 1986; Hetland et al., 2011; Warrick,
1981) which indicated that individual characteristics could differentiate the selection of the
style of leadership and predict job performance. This study showed that high or low degrees
of extraversion, agreeableness, conscientiousness, neuroticism and openness to experience of
a leader determined the style of leadership.

- Adversity Quotient

Hypothesis 3: There was a significant difference in the degree of adversity quotient
among leaders who adopted the six leadership styles in SMEs in Thailand.

The results showed that leaders who have high scores for the adversity quotient tend
to use democratic, coaching, authoritative, affiliative and pacesetting styles of leadership.
Adversity refers to the various types of hardships that leaders encounter on a daily basis.
Hardship requires different leadership skills and qualities to preserve, control, solve and
neutralize problems or situations. Most of the styles of leadership are compatible with high
scores for the adversity quotient except for the coercive style. Since leaders confront difficult
circumstances most of the time, regardless of leadership style, a proper direction or solution
is required from the leader to solve the problem. Different styles of leader might respond
differently to different situations but all solutions aim to solve the problems and move
forward for the company's success. Democratic, coaching, authoritative, affiliative and
pacesetting styles were consistent with high scores of adversity quotient but the highest score
was demonstrated for the democratic style because a democratic style allowed subordinates
to confront, participate in and discuss various situations where leaders exhibited high
resilience and flexible capabilities to solve problems. On the other hand, leaders who have
low scores for the adversity quotient tended to employ a coercive style because a coercive
style is less resilient, less flexible, and there is a lack of interpersonal relationship with
subordinates and management by command. The finding of this study is consistent with the
previous research findings of Stoltz, (1997), Markman and Baron (2003), Ferrer (2009) and
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Warrick (1981) which showed that the adversity quotient can influence the selection of
leadership styles. Therefore, leaders who had high scores for adversity tend to employ
democratic, coaching, authoritative, affiliative and pacesetting styles but those with low
scores employ a coercive leadership style.

- Ethics of Leadership

Hypothesis 4: There was a significant difference in the degree of ethics of leadership
among leaders who adopted the six leadership styles in SMEs in Thailand.

The results showed that leaders who had high scores for ethics tended to use
coaching, democratic and affiliative styles. Ethics of leadership is the appropriate normative
conduct of a leader's actions. The coaching, democratic, and affiliative leadership styles
were accompanied by high scores for ethics because coaching, democratic, and affiliative
styles are people-oriented, with a high emphasis on people and the awareness of any impact
that decisions have on subordinates. On the other hand, leaders who had low scores for ethics
tended to use coercive and pacesetting styles because coercive and pacesetting styles are
based on serving self-interest, lack of interpersonal relationship and less concern for
subordinates. Brown and Trevino (2006) postulated that with lower scores for ethics, it could
not be assumed that a person has no moral principles, but that he/she tends to avoid using
them. The finding of this study is consistent with the previous research findings of Aronson
(2001 ), Turner et al., (2002), Brown, Trevino and Harrison (2005) and Resick, et al., (2006)
who argued that the characteristic of ethics of leadership can influence the selection of
leadership style differently. Ethics of leadership was also dependent on situations and
contexts and that the selection of behaviors and styles of leaders aims to yield a successful
outcome for the company.

- Leadership Effectiveness

Hypothesis 5: There was a significant difference among six leadership styles and
leadership effectiveness in SMEs in Thailand.
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The results showed that leaders who used coaching, democratic or affiliative
leadership styles had higher levels of leadership effectiveness.

An effective leader is

described as one who has superior performance, judgment and problem-solving, intelligence,
social competence, skill in motivating others, vision, morality and the ability to influence
subordinates in proper directions, which is consistent with the coaching, democratic and
affiliative leadership styles because these three styles involve teamwork collaboration,
listening to others' ideas, supporting subordinates for career development, effective
communication skills, good interpersonal skills and a high emphasis on people. On the other
hand, leaders who had low scores for leadership effectiveness tended to employ a coercive
leadership style because this style has low emphasis on people, is less concerned with
subordinates' opinions. Thus, leaders who had less interpersonal relationships and used
power to control, direct and manage subordinates tended to have lower scores for leadership
effectiveness. The finding of this study is consistent with the previous research findings of
Goleman (1995), Giritli and Oraz (2004), Vroom and Jago (2007) and Warrick (1981) who
postulated that behaviors or styles of leadership can influence the degree of leadership
effectiveness differently. From this study, the results showed that a high level of coaching,
democratic and affiliative styles of leadership with behaviors and characteristics such as
collaboration, team-based participation and communication, caring and concern with close
relationships with subordinates can facilitate leadership effectiveness toward organizational
goals effectively in SMEs in Thailand.

In this study, subordinate ratings indicated a

preference for leaders to use coaching, democratic and affiliative styles because the
aforementioned styles could create harmony in the work environment, innovation,
collaboration, teamwork and problem solving by sharing ideas. This, in tum, may be
associated with satisfaction, performance, motivation and commitment to work in the small
and medium-sized organizations.

Hypothesis 6: There was a significant relationship between emotional intelligence
(appraisal and expression of emotion), adversity quotient and ethics of leadership and
leadership effectiveness in SMEs in Thailand.

From this study, it was empirically evident that appraisal and expression
characteristics of emotional intelligence had positive and statistically significant relationships
with leadership effectiveness. The square multiple correlation (SMC) showed that 74.2% of
the variance of leadership effectiveness accounted for the influence of emotional intelligence,
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the Big-Five personality traits, the adversity quotient and ethics of leadership. Subordinates
perceived that leaders who had high emotional intelligence (appraisal and expression of
emotion) demonstrate high leadership effectiveness in their work execution. The empirical
results are consistent with Prati et al., (2003) and Antonkis (2004) who argued that appraisal
abilities were important criteria for leadership effectiveness. The results showed that the
regulation and utilization of emotion were not significantly related to leadership
effectiveness. This might be caused by a lack of emotional control of the leader which creates
distressing emotions, thus the negative effect could be the reason for the difference in
perception of subordinates (Antonkis, 2004). Moreover, Goleman (1998) found that leaders
who lack emotional control tend to lack the regulation and utilization of emotions and this
may lead to the ineffectiveness of the leader in decision-making, planning and directing.

The results showed that the 'Big Five' personality traits were not significantly related
with leadership effectiveness. This result is consistent with Nikolaou and Robertson (2001)
who found no relationship between the five personality traits and overall job performance
based on supervisor ratings. Kenny and Zaccaro (1983) postulated that traits. could determine
leader emergence but might not be able to determine leadership effectiveness. Anderson
(2001) agued that leadership traits are inadequate to explain leadership effectiveness but
leadership traits should combine with leadership behaviors in order to provide a better
understanding of leadership effectiveness. Thus, there was no relationship between
personality traits and leadership effectiveness in SMEs in Thailand.

From this study, it was empirically evident that the adversity characteristic has a
positive and statistically significant relationship with leadership effectiveness. Subordinates
perceived that leaders who had the ability to stabilize difficult circumstances could
demonstrate high leadership effectiveness in their work environment.

This empirical result

is consistent with Stoltz (1997), Crawford and Tee, (2000), Yodsakun and Kuha (2008) and
Johnson (2005) who found a positive relationship between the adversity quotient and
leadership performance. Stoltz (1997) and Johnson (2005) argued that a leader possessing a
high adversity quotient would indicate high control over situations and the ability to
persevere and respond to adverse situations. Thus, a high adversity quotient in a leader
would reinforce subordinates' belief, trust, security and confidence to overcome the problems
and allow subordinates to offer better performance, commitment, creativity and productivity
for the organization.
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From this study, it was empirically evident that the ethics of leadership characteristic
has a positive and statistically significant relationship with leadership effectiveness.
Subordinates perceived that leaders who exhibit high levels of normative ethical conduct can
demonstrate high leadership effectiveness in their work environment. This empirical result is
consistent with previous research by Trevino and Harrison (2005), Resick et al., (2006),
Premeaux (1993) and Ahmad and Seet (2010) who argued that ethics of leadership was an
important criterion for leadership effectiveness.

· - Leadership Style (Transactional and Transformation leadership Style)

Hypothesis 7: Transactional and transformation leadership styles showed significantly
different relationships with emotional intelligence, the Big-Five personality traits, the
adversity quotient and ethics of leadership and leadership effectiveness in SMEs in Thailand.

From this study, it was empirically evident that the transformational leadership styles
(Affiliative, Democratic, Pacesetting and Coachirig styles) had positive and statistically
significant differences with adversity and ethical leadership and leadership effectiveness than
the transactional leadership style (Coercive and Authoritative styles). Thus, subordinates
perceive that transformational leaders who exhibited a high adversity quotient and ethics of
leadership possess greater leadership effectiveness. The square multiple correlation (SMC)
for the transformation leadership style showed 68.6% of variance of leadership effectiveness,
which accounted for the influence of emotional intelligence, the Big-Five personality traits,
the adversity quotient and ethics. However, no significant difference was found for the
transactional leadership style. The finding of this study is consistent with the previous
research findings of Bass and Avolio (2007), Morehouse (2007) and Goleman (1995) who
argued that a transformational leader encourages, i.1fluences and supports followers in terms
of self-development to achieve goals.

Weinberger (2009) revealed that transformational

leadership was strongly correlated with leadership effectiveness. Aronson (2001) postulated
that moral characteristics are highly related to transformation leadership more than a
transactional leadership style. Moreover, Bass and Steidlmeier (1999) confirmed that
transformational leadership was grounded on moral and ethical standards more than
transactional leadership. However, the finding of this study contrasted with previous research
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results by Thassanabanjong, Miller and Marchant (2009) who argued that most leaders in
SMEs in Thailand adopted transactional leadership styles. These leadership style differences
could also imply that transformation leadership style is an important style for company
success in SMEs in Thailand. Thus, transformational leaders who encourage and support
subordinates for long term growth and development would facilitate greater performance and
productivity and contribute to leadership effectiver:ess in SMEs in Thailand. The result also
-

showed that emotional intelligence and the Big Five personality traits were not significantly
related with leadership effectiveness.

- Gender (Male and Female Leaders)

Hypothesis 8: There were significant differences between male and female leaders in
the relationship between emotional intelligence, the Big-Five personality traits, the adversity
quotient and ethics of leadership and leadership effectiveness in SMEs in Thailand.

From this study, it was empirically evident that male leaders had a positive and
statistically significant difference between the characteristics of adversity quotient and ethics
and leadership effectiveness. Subordinates perceived that male leaders had the ability to
control and manage difficult circumstances better than female leaders.

Subordinates

perceived that male leaders exhibited more morn.I conduct than female leaders and this
enhanced leadership effectiveness and created a good working environment within the
company. The square multiple correlation (SMC) for males and female showed that 78.8%
and 74.6% of variance of leadership effectiveness respectively, which accounted for the
influence of emotional intelligence, the Big-Five personality traits, the adversity quotient and
ethics. The findings of this study are consistent with the previous research findings of
Thomas (1984) cited in Brown and Trevino (2006) who found that there was gender
difference in the ethics of leadership. However, the finding of this study refutes previous
research results from Ahmad and Seet (2010) who found that women perceived ethical
conduct more than males among SME entrepreneurs in Malaysia. The finding of this study is
inconsistent with the previous research findings of Lazarro (2004) cited in Phoolka and Kaur
(2012) who found that there was no significant relationship between the adversity quotient
and performance level for different genders from the assessment of middle managers in
different departments in Manila, Philippines. The results show that emotional intelligence and
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the Big-Five personality traits had no significant difference with leadership effectiveness with
regard to gender difference. The comparison of gender differences could also imply that the
adversity quotient and the ethical leadership of males are important criteria for leadership
effectiveness in SMEs in Thailand. The results also showed that emotional intelligence and
the Big Five personality traits had no significant difference with leadership effectiveness.

- Age (Younger and Older Leaders)

Hypothesis 9: There was significant difference in the age of leaders (younger and
older) from the relationship between emotional intelligence, the Big-Five personality traits,
the adversity quotient and ethics and leadership effectiveness in SMEs in Thailand.

From this study, it was empirically evident that there was a positive and statistically
significant difference between the adversity quotient and leadership effectiveness in younger
leaders tha11 older leaders. The square multiple correlation (SMC) showed that 80.3% of
younger leaders and 72.5% of older leaders of the variance of leadership effectiveness
accounted for the influence of emotional intelligence, the Big-Five personality traits, the
adversity quotient and ethics of leadership. Subordinates perceived that younger and older
leaders had similar characteristics to cope with and stabilize any adverse situations and to
demonstrate better leadership effectiveness but younger leaders tended to have more
capability to control adverse situation than older leaders. The findings of this study were not
consistent with the previous research findings of Lazarro (2004) cited in Phoolka and Kaur
(2012) who found that there was no significant relationship between the adversity quotient

and the performance level with regard to the age of the leader. This comparison of the age
differences of leaders could also imply that the adversity quotient is an important criterion for
leadership effectiveness in SMEs in Thailand. The results showed that there was no
difference between leaders' age and emotional iuelligence, the Big-Five personality traits
and ethics with leadership effectiveness.
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6.3 Implications

Academic Contribution

This study explored the emotional intelligence, the Big-Five personality traits, ethics
of leadership, adversity, leadership styles and leadership effectiveness in SMEs in Thailand.
-

Since this study employed the aforementioned variables as multi-measurement instruments in
a integrated model for the first time, the study has an exploratory nature. This study
employed several inferential statistical methods such as chi-square test, multiple discriminant
analysis, analysis of variance, structural equation modeling and multi-group structural
equation modeling to define the differences and relationship with emotional intelligence, BigFive personality traits, adversity quotient, ethics, and leadership effectiveness. The findings
of the integrated model revealed that the degree of emotional intelligence, the adversity
quotient and ethics of leadership had relationships with leadership effectiveness in small and
medium-sized businesses in Thailand. The findings also demonstrated the differences of
styles and behaviors of leadership from the multi-dimensional facets of perceived individual
characteristics. The results add to the growing body of literature on leadership effectiveness
suggesting that emotional intelligence, the adversity quotient and ethics of leadership are
important aspects of leadership effectiveness for different characteristics and styles of
leadership. Emotional intelligence, adversity quotient and ethics are particularly important
criteria for leadership effectiveness in a rapidly changing business environment.

- Managerial Contribution

The results indicated that to be successful, leaders should consider adopting
democratic and coaching leadership styles or a transformational leadership style since these
could facilitate greater leadership effectiveness in small and medium-sized enterprises in
Thailand.

Leaders should not depend only on the external environment to select styles to

match the situations, but should also be aware of internal situations, such as company
resources, organizational culture, skills and capabilities to determine an appropriate style to
match the overall situation in order to enhance productivity and accomplish organizational
goals and objectives.
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Leadership effectiveness is determined by 1) a leader having high emotional
intelligence in order to become a successful administrator in industry, 2) the leader's ability
to handle difficult situations effectively in terms of the adversity quotient, 3) a leader who
possesses ethical standards in his/her career. Therefore, in order to improve and develop,
leaders should equip themselves with high levels of emotional intelligence, adversity quotient
and ethical standards to serve as a role model for subordinates and also to formulate policies
that can facilitate subordinates to develop and drive an organization towards excellence.

This study endeavored to explore effective leadership styles in SMEs in Thailand.
This study revealed that the selection of a leadership style, and particularly a transformation
leadership style, is essential for SMEs to enhance leadership effectiveness for organizational
growth and success. Moreover, the selection of leadership style revealed that a democratic
leadership style is the most effective style in different situations, but a coaching leadership
style also contributed to a high level of leadership effectiveness. It seems to suggest that
there is no single best style of leadership for enhanced leadership effectiveness, but leaders
should consider changing their style to match situations and circumstances. However,
changing the style in different situations may create pitfalls with resistance unless that new
style encourages trust and respect from subordinates. Moreover, the style of leadership can
be adapted to match tasks or people differently, but can also facilitate a change of style with
different people or with the same people in different situations or circumstances facing the
organization.

The findings in this study provide guidelines for practitioners to adjust their
leadership style in accordance with their characteristics and behavior in order to generate
superior productivity, maximize performance outcomes, gain a positive attitude from
subordinates, prepare for uncertainties in the business environment as well as to prepare for
incoming opportunities and threats from the ASEAN Economic Community (AEC). Leaders
who can learn and develop are important for every organization to survive and grow in a
competitive business environment. SMEs represent a significant growth potential for the
country by generating job growth, and reducing economic instability. Leaders should
continue to change in order to confront new challenges. Thus, the findings could be valuable
for administrative purposes such as recruitment, selection and development to improve
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cognitive abilities in emotional intelligence, adversity and ethics not only for leaders, but also
employees.

This study provides important knowledge for SME leaders to apply an appropriate
style and behavior in competitive markets in Thailand. Although many organizations focus
on the financial performance to determine success, another indication of organizational
-

success could derive from subordinates' happiness and satisfaction because subordinates are
an important element driving organizational growth and success. Subordinates' perceptions
and concerns in the form of feedback can be seen as the key to employee satisfaction in the
workplace and also can be used as guidelines for leaders and organizational development.
Thus, leaders should find an appropriate style that matches the situations, conditions,
company resources and they should be equipped with the abilities and characteristics to
sustain success and growth in SMEs in Thailand.

6.4 Recommendations

After a thorough analysis of data, the following recommendations are suggested for
managers/leaders to enhance their ability to be effective leaders in SMEs in Thailand as
follows:

Be democratic.

Effective leaders are required to allow subordinates to

participate in the decision-making process, encourage subordinates to share
ideas and opinions that could lead to ability to solve problems by teamwork and
collaboration. This study found that democratic or transformational leadership
style facilitates leadership effectiveness by increasing the leader's ability to
control

and

persevere

m

adverse

situations.

Thus,

democratic

or

transformational leadership style is a recommended style for leaders/manager to
adopt for increasing productivity, firm performance and success of SMEs in
Thailand.

Emotional intelligence. Emotional intelligence comprises the cognitive abilities
which allow leaders an awareness of self and others' feelings, needs and
concerns. Leadership effectiveness requires emotional competencies such as
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self-awareness, optimism, empathy and social responsibility for effectively
interacting in social settings with subordinates. This study found that emotional
intelligence facilitates leadership effectiveness in SMEs in Thailand. Thus,
leaders are highly recommended to increase their emotional intelligence via
training programs as well as enhance t!1eir self and other awareness.

Adversity. Adversity quotient plays a vital role in the achievement and success
of individuals from resilience and ability to preserve and deal with chaotic
situations. Empirical evidence shows adversity quotient is an essential factor for
leadership effectiveness in SMEs in Thailand. Thus, obtaining a higher adversity
quotient is recommended for leaders in order to enhance adversity awareness
and ability to control and preserve competently in the workplace.

Be ethical.

Ethics of leadership are shown to be an important factor for

leadership effectiveness in SMEs in Thailand. Leaders should be aware of their
values,

morals,

and

use

ethical

decision-making.

Thus,

leaders

are

recommended to behave in accordance with appropriate moral codes such as
respect for others, serving others, showing justice, manifesting honesty to create
citizenship behavior in the workplace for the long term success of SMEs in
Thailand.

6.5 Limitations of the Study

Although this study has realized its aims, there are some limitations.

First, this study was conducted in Bangkok and its suburban areas.

The findings of

this study cannot be generalized to a wider geographical setting.

Second, this study is time bound. This smdy has a cross-sectional constraint and
subordinate's attitude and behavior could change as time changes and situations change. The
results of this study might be inapplicable over a period of time.
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Third, the literature on leadership effectiveness indicated that leadership style
mediates the relationship between emotional intelligence, the Big-Five personality traits,
ethics of leadership, adversity and leadership effectiveness.

Nonetheless, this study did not

tabulate the mediating relationship as advised by theory.

Fourth, the original Big-Five personality traits were not tenable in path analysis since
the exploratory factor analysis (EF A) on Big-Five personality traits was not loaded within the
original five factors. Many researchers found similar problems when conducting an EF A on
the Big-Five personality traits (Borkenau & Ostendorf, 1990; Church & Burke, 1994;
McCrae, Zonderman, Costa, Bond & Paunonen, 1996; Parker, Bagby & Summerfeldt, 1993;
and Marsh et al., 2010). However, this study found a 3-factor construct to determine the traits
of leadership from the perspectives of subordinates when assessing their leaders in SMEs in
Thailand.

Fifth, this study required subordinates to rate their leaders, the results might provide a
limited understanding of leadership effectiveness.

Differing results might be found from

peer rating and also self-rating by leaders in the assessment of leadership effectiveness.

6.6 Future Research

This study identified important determinants based on an integrative model of
leadership effectiveness in SMEs in Thailand, there are some suggestions for further
research.

First, further study should be conducted with large sized organizations or in a wider
geographic area of Thailand or other countries for a greater understanding of leadership
effectiveness in SMEs.

Second, in order to obtain comprehensive results, it is imperative that a longitudinal
be conducted to confirm the validity of the results.
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Third, future research should tabulate the mediating relationship as advised by theory
to provide greater insights into leadership style and leadership effectiveness from determinant
factors of cognitive abilities, skills and characteristics based on subordinates' rating.
Moreover, researchers could integrate other determinants such as intrinsic and extrinsic
motivation factors that could throw light on the ability of leaders to influence subordinates to
achieve the organization goals and objectives.

Finally, future research could apply a 360-degree method to assess leadership. A 360degree method derived from subordinate rating, peer rating and self-rating could provide
deeper insights into the characteristics and behaviors of leaders in small and medium
enterprises in Thailand.
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Assumption University

February 2012

Dear Sir /Madam

I would greatly appreciate if you could answer all questions in the attached
questionnaire. This study is conducted on behave of PhD candidate of
Assumption University's Martin de Tours School of Management and Economics.
The title of this dissertation is "The Determinants of Subordinates' Perceived
Leadership Styles and Effectiveness among Small and Medium Enterprises in
Thailand".
The purpose of this study is to investigate leadership style and leadership
effectiveness among Small and Medium Enterprises in Bangkok and suburban
areas of Thailand. This study is aiming to determine styles and behaviors of
leaders in SMEs in Thailand.
It is important that you answer each question as thoughtfully and
straightforward as possible. Your informat~on from questionnaire will keep it
confidential as anonymous person or name of organization. If you have any
questions regarding this questionnaire, please contact, PhD in Business
Administration Assumption University, telephone number: 02 300-4553-59 for
more information.

Thank you for your valuable time to assist in the research. Your cooperation is
greatly appreciated

Sincerely
Tanawat Teepapal
(Ph. D. Candidate)
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Assumption University

Leadership styles and Leadership effectiveness Questionnaire
This study is conducted as a partial fulfillment of the Doctoral of Business
Administration Degree Program's requirement of Assumption University. The
objective of this study is to investigate leadership style and leadership effectiveness in
Small and Medium Enterprises in Bangkok and suburban areas. Please answer all
questions. It is important that you answer each question as thoughtfully and
straightforward as possible. Results of this questionnaire will be confidential without
reference to specific person or organization.
The questionnaire is composed of 2 sections:
Section 1 Demographic information of respondent
Section 2 Perceptions ofrespondent's rrgarding your direct leaders
Section 1 Demographic information of respondent
Please respond to the question by check ./ in the box o
1. Gender
o Male
o Female
2. Age
o Less than 20 yr o 20 - 29 yr o 30 - 39 yr o 40 - 49 yr o 50 - 60

yr

3. How long have you worked in this company
o Less than 2 yr

o 3- 4 yr

o 5 - 7 yr

o 8 - 10 yr

o More than 10 yr

4. Highest education completed
o High school/Diploma o Undergraduate deg1ee o Master degree o Doctoral degree
5. Type of your business
o Manufacturing

o Retail/Wholesale

o Service

6. Number of employees in your organization

ol-15

016-50

051-200

0201-500 0500-1,000
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Section 2: Information about your perspective of your direct leader
Please answer by check .,Ito each statement in the box D
1. Gender of your leader

o Female

o Male

2. Age of your leader
o Less than 20 yr

o 20 - 29 yr o 30 - 39 yr o 40 - 49 yr

o 50 - 60 yr

Emotional Intelligence
Please answer by check .,Ito each statement in the box D from your perspective to
your direct leader
1 = Strongly Disagree 2 = Disagree

No.

3 = Agree

4 = Strongly Agree

Your Direct Leadership Behaviors

- ....
;..,

IOI) ...
"IOI)

Q"'

... "'

~Q

1.
2.
3.

4.

5.
6.

7.

8.
9.
10.
11.
12.
13.
14.
15.
16.

My leader knows when to discuss his/her personal problems
with others
When he/she is faced with obstac les, he/she would recall the
way he/she dealt with si milar obstacles in the past and
overcome them
My leader expects that he/she wi ll do well on most things
he/she tries
Other people find it easy to confide in my leader
My leader finds it hard to understand the nonverbal messages
of other people
My leader evaluates and reevaluates to investigate what is
important and not important
When my leader can manage his/her mood, he/she sees new
possibilities
My leader is aware of his/her emotions
My leader is optimistic
My leader likes to share his/her emotions with others
When my leader experience a positive emotion, he/she knows
how to manage it
My leader can make people enjoy
My leader seeks out activities that make him/her happy
My leader can communicate with others withc1ut using words
My leader presents himself/herself in a way that makes a
good impression on others
By looking at their facial expressions, my leader recognize
the emotions people are experiencing
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IOI)
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<;.,

<

~

IOI)

~

Q

....

"S.

"...
0

17.
18.
19.
20.
21
22.

23.
24.
25.
26.
27.
28.

My leader know why his/her emotions change
My leader recognizes his/her emotions as he/she experience
them
My leader motivates himself/herself by imagining a good
outcome to tasks he/she takes on
My leader compliment others when they have done
something well
My leader is aware of the non-verbal messages other people
send
When another persons tell stories about an important event in
their life, my leader almost feel as though he/she has
experienced those events himself/herself
When my leader is faced with a challenge, he/she will not
give up because he/she believes he/she will btat it
My leader knows what other people are feelin g just by
looking at them
My leader helps other people feel better when they are down
My leader keeps good mood to help hi mself/herself getting
through obstacles
My leader can tell how people are feeling by listening to the
tone of their voices
It is easy for my leader to understand why pecple feel the
way they do

The Big Five Inventory (BFI)
Please answer by check ./each statement in the box 0 from your perspective to your
direct leader
1 = Strongly Disagree 2 = Disagree
3 = Agree
4 = Strongly Agree

No.

1.
2.

3.
4.

5.
6.
7.
8.
9.
10.
11
12.
13.

My Direct Leader's Characteristics
Is talkative
Tends to find fault of others
Is reliable in his/her job
Is depressed, blue
Is original, comes up with new ideas
Is reserved
Is helpful and unselfish with others
Can be somewhat careless
Is relaxed, handles stress well
Is curious about things
Is full of enern:v
Starts quarrels with others
Is a reliable worker
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14.
15.
16.
17.
18.
19.
20.
21.
22.
23.
24.
25.
26.
27.
28.
29.
30.
31.
32.
33.
34.
35.
36.
37.
38.
39.
40.
41.
42.
43.
44.

Can be tense
Is ingenious, a deep thinker
Generates a lot of enthusiasm
Has a forgiving nature
Tends to be disorganized
Worries a lot
Has an active imagination
Tends to be quiet
Is generally trusting
Tends to be lazv
Is emotionally stable, not easily upset
Is inventive
Has an assertive personality
Can be cold and aloof
Perseveres until the task is finished
Can be moody
Values artistic, aesthetic experiences
Is sometimes shy, inhibited
Is considerate and kind to almost everyot;e
Does things efficiently
Remains calm in tense situations
Prefers work that is routine
Is outgoing, sociable
Is sometimes rude to others
Makes plans and follows through with them
Gets nervous easily
Likes to reflect, play with ideas
Has few artistic interests
Likes to cooperate with others
Is easily distracted
Is sophisticated in art, music, or literature
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Adversity Qm,tient

Please answer by check .Ito each statement in the box O from your perspective to
your direct leader
1 = Strongly Disagree 2 = Disagree

3 = Agree

4 = Strongly Agree

-c

;..,

No.

0

My Direct Leader's Characteristics
1.
2.
3.

4.
5.
6.
7.
8.

9.
10.
11.

12.

....

bl) ...
bl)

My leader try his/her best to solve any problems
My leader has similar thought with the most of
employee.
Mv leader unit is meeting its goals.
My leader has well-responsible to solved the workplace
issues.
My leader always given a good suggestions and
solutions to subordinates
My leader was able to analyze and know how to solve
the problem.
My leader was able to control and limit problems.
My leader is capable to balance personal and work
obligations.
Mv leaders is determined even facing obstacle events
My leader is very patient when job have many
problems.
My leader can solve any work issues in short period of
time
My leader is optimistic to solve the problem that he/she
will overcome it.
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Ethical Leadership

Please answer by check .I to each statement in the box D from your perspective to
your direct leader
1 = Strongly Disagree 2 = Disagree

No.

: = Agree

4 = Strongly Agree

-........ ....
IOll ..
"IOll

.. ..

Your Direct Leader's Behaviors

Q

..

~Q

1.
2.
3.
4.
5.

6.
7.
8.

9.

......

Oil

~

Oil

Q

<

....

..

"6:o ..

"
Q

..

c7l~

Listens to what employees have to say
Has the best interests of employees in mind
Can be trusted
Discusses business ethics or values with employees
Sets an example of how to do things the right way in
terms of ethics
Disciplines employees who violate ethical standards
Conduct his/her personal life in an ethical manner
Define success not just by results but also the way that
they are obtained
When making decisions, my leader asks "what is the
right thing to do?"

Leadership Effectiveness

Please answer by check .Ito each statement in the box D from your perspective to
your direct leader
1 = Strongly Disagree 2

No

= Disagree

3 = Agree

4

= Strongly Agree

Your Direct Leader's Behavior

-.... .... .......
.. .. Q:;
Oil ..
"IOll
Q

..

~Q

I.
2.

3.

In overall, your leader was accomplished in tasks and
performance.
In overall, your leader was accomplished in building a good
relationship with employees.
In overall, your leader was accomplished in identify and
adapts company from changing of external and internal
environment.
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Leadership Style
Please read statement 1 to 6 and select only 1 number in the box that best describe to
your leader style or behavior from your perspective.

-

No
I.

2.

3.

4.

5.

6.

Your Direct Leader's Behaviors
My leader insists employees to execute plans that he/she has
ordered with strictly discipline. My leader makes a decision base
on his/her judgment and characteristic as dicta~or management
style
My leader gave direction, objectives and goals for employees to
execute in any tasks with less flexible in decision making and
judgment.
My leader believes that employees ' rights and feelings will
develop close personal relationships with subordinates in order
to create better workplace environment. My leader is flexible on
decision making and more concern on employees.
My leader allows employees to participate in c'ecision making
and encourages employees to act as advisors to one another
when they need help. My leader is democratic and flexible in
decision making and rely on group consensus rather than direct
supervision or control
My leader is more concerned with getting employees to follow
his/her example than with establishing close personal
relationships. My leader has high standards of perfonnance and
has little sympathy for those whose performan..::e falls short. My
leader believes that employees should be able to overcome
obstacles bv themselves and not be discouraged by setbacks.
My leader focuses on long-term improvement and development
of employees rather than insisting on a given level of
performance. My leader suggests alternative ways of doing
things rather than indicating how he/she would do it. My leaders
are close relationship with employees.
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Select only
1 number
in this box
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Letter to the Office of Small and Medium Enterprises Promotion_
(OSMEP)

206

'

,-

;;;1,Yfl-:l 1 'i.Jrf .:i b'11i 1J1?t 1'VI fi '1
"1ltJ1i;Jflf11-:lbb'1~"1l u1i;ii:le:i1l
®19)

m..1tf:lm1~-r-.J~\Jl

b"1ll1l'11Jl~m n1-:ibV1W"1 @o~oo

'""ti~ f)'jfl~11°11J

CD oUeJ1JG'
l
'IJ

loct<tct

SMEs

11rn..1w.J.:i~e:i~eJ'1-:ifi.:i1JV11ivitn"'EJe1?1'1:1J-bty 1i;icitJ1EJu'U1'11~-U VltJ~tJ1"1 tl'n~n ~1~~~'\J
mqJqJ1be.Jfl ':i~'1tl':i~~1~1 <i".~@-~~lo~ 1~"1JeJfl11lJe.l'1bfl':i1~~offe;~'1

SMEs 1m"1ll1lfl1.:JbVl'W1JVl'l,'Ufl':ibbfl~

m1Jru'1'11'U'Vl:IJ1i;i1vi(\j D (mi~~\11) 'Vl:IJ',W11'Vlaj G (fl1i"1J1CJ~.:J flT~"1l1CJU~fl "1'1"1) vimi;i1m1] H (l'S-:lbb~l.J

bLfl~ill1lmA1':i) bbfl~V11.ni;i1V1(\j I (fl1i"1J'U~-:i '1m'U~bfl'U~'Url1bbfl~fl1J'W1Al.!) ~~e.it11lJTLh~m1umi~viv11

1'LI mid ~1iJn.:i1'U~.:i b'1~1l1?11vin'1"1J'U1~ nm.:i ~b~~"1l'U1 ~~e:iii
~1t.J1'U

lrlo,mo® i1CJfl1i

1vi1iaiwvi o-lolo~~-i;no<:i'.lrl
1Vli'11i o-\!Jl!>lrlm-c:i~ct@

(?1?11 .) "l.le:it11'1.:i-U'eJl.1'1
'IJ

\111ii~.:i~?i-:im~1EJ b~e.J'1~t111 Ul-Uth~lEJ"llU\111:1J111l'1Ui~'1-:iri'bbfl~hb111~·~bn1.J
'

APPENDIXC
TEST RESUTS

208

TABLEC.1
DISCRIPTIVE DOMOGRAPHIC INFORMATION

Table 1 Surveys by Gender

Respondent
Sex

N

Male
Female
Total

169
257

Percent

12ll

39.7%
60.3%
100%

Respondent' s Direct Leader
Sex

N

Male
Female

252
174

Percent
59.2%
40.8%

Total

Figure 1 Distributions by Age
Table 2 Surveys by Tenure and
. . ·········1

I

Tenure and Experience

I

)a\lf

8-10 .

11 or more

.;

~.=:·
·' ;:

5 - 7 JIB...,+-.i

!
i

Duration

I
I Experience I
MTenuce and

I
I
I
I

!

L.

-t--~~~-i-~~~

o

100

__j

N

Percent

-------------------------------------

I

3-4

II less than 2

Respondent

I

I

I

Experience

I
I

I

200

Figure 2 Distributions by AGE
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<2
3-4
5-7
8 - 10
11 +

159
109
69
45
44

37.3%
25.6%
16.2%
10.6%
10.3%

Total

426

100%

T able 3 Surveys by Education level

Education

. Respondent

l

Doctoral

Master

I

undergraduate

I

less than
undergraduate

I
I I .
--·--·-+---·-- -t--------1---l
I

0

I

100

200

i

300

Education

N

Percent

< Undergraduate
Undergraduate
Master
Doctoral
Total

74
292
60

17.4%
68.5%
14.1%
0%
100%

Q
426

400

L
Figure 3 Distributions by Education
Table 4 Surveys by Types of Business

Types of Business

Respondent

300 ·,---···--·-----·----·------·-·--250 +---- -- - - - - - - - 200 +------------ --·--·- 150

Industry

N

Percent

Manufacture
Wholesale/Retail
Services
Total

11 2
64
250
426

26.3%
15.0%
58 .2%
100%

100

so

0

Figure 4 Distributions by Education
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Table 5 Surveys by Number of
Employee

Respondent
SIZE

Percent

---------------------------------------------

51-200

1- 15
16 - 50
51- 200
200 - 500
500 - 1000
Total

16- 50

I

N

1-15 _,___ __,__

!

L__________o _____1oo -----~o~~~--_J

13.6%
26.8%
59.6%
0%
0%
100%

58
114
254
0
0
426

Figure 5 Distributions by Number of Employee

r··v v -,~·-- ~

i

... .. ·--·-···---· --··----------···--------··-·--·---·--··---·--,

Leadership Styles

Table 6 Surveys by Leadership Styles

Respondent

Coaching
Peacesstting
Democratic
Affiliative
Authoritative

I

o

50

100

150

L----------------------------1

SYTLES

N

Percent

Coercive
Authoritative
Affiliate
Democratic
Pacesetting
Coaching
Total

40
97
67
131
36
55
426

9.4%
22.8%
15.7%
30.8%
8.5%
12.9%
100%

Figure 6 Distributions by Leadership Styles
- Gender

The majority of respondents were female (60.3%) more than male (39.7%)
participate in this survey. However, the majority of respondents' leaders were male
(59.2%) more than female (40.8%).
-Age

The respondent's ages ranged from lower than 20 years old to more than 60
years old.

The majority of respondent's ages were between 20 to 29 years old

(50.9%). The second highest number of respondent's ages were between 30 to 39
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years old (29.3%).

However, the majority of respondents' leaders were between 40

to 49 years old (46.9%). The second highest number of respondents' leaders were
between 30 to 39 years old (33.1%).

- Tenure and Experience of Respondents

The respondent's tenure and experience ranged from less than 2 years to 11 +
years.

There were highest number of respondent's tenure and experience with less

than 2 years (37.3%). There were second highest number ofrespondent's tenure and
experience with 2 to 4 year (25.6%).

- Education

The respondent's education ranged from lower than undergraduate degree to
doctoral degree.

The majority of respondents were undergraduate degree (68.5%).

The second highest number of respondents were less than undergraduate degree
(17.4%). There was 14 percent for master degree.
- Types of Business

Type of business was classified into 3 types as manufacturing, retail/wholesale
and services. The type of business was majority by services industry (58.5%). There
was 26 percent for manufacture and 15 percent for wholesale and retail business.

- Number of Employee

Number of employee was classified into 5 groups range from 1-15 people
(smallest group of employees) to 501-1000 people (highest group of employees). The
number of employee was majority by group with 51-200 people (56.1%). The second
highest number of respondents were 16-50 people (26.8%). However, if the number
of employee exceeds more than 201 people were considered as large enterprises so it
subjects to remove as constraint to study only SMEs criteria as stated prior.

212

- Style of Leadership

Descriptive statistic showed that 30 percent of democratic style was the most
selected from subordinate's perception assess their leader in this study. Authoritative
style was second range of selection with 22.8 percent. Affiliative style and coaching
style are range in third and forth with 15.7 percent and 12.9 percent.

The least

selected style was pacesetting style in this study with only 8.5 percent based form
perspectives of subordinates.

TABLEC.2
-Multiple Discriminant Analysis (MDA)

Box's M Test Results
Test Results
Box's M

31.806

F

2. 089

Approx.
df1

15

df2

241270. 724

SiQ.

.008

Tests null hypothesis of eq ual
population covariance matrices.

The Box's M test was used to test the dispersion matrices of the independent
variables (Hair, 2006). The results showed significant differences between groups at
the significance level p < 0.01 from multivariate normal. This means all variables can
proceed with the analysis.

Summary of Canonical Discriminant Functions
Eiqenvalues
Canonical
Function

Eii:ienvalue

% of Variance

Cumulative%

Correlation

1

.260a

90.9

90.9

.454

2

.026a

9.1

100.0

.160
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Eigenvalues
Canonical
. Eigenvalue

Function

% of Variance

Correlation

Cumulative %

1

.260a

90.9

90.9

.454

2

.026a

9.1

~00.0

.160

a. First 2 canonical discriminant functions were used in the analysis.

Wilks' Lambda
Test of Function(s)

Chi-square

Wilks' Lambda

Sig.

df

1 through 2

.773

108.232

10

.000

2

.975

10.862

4

.028

Standardized Canonical Discriminant
Function Coefficients
Function
1

2

MAgreeableness

.586

-1 095

MEthical

.534

1.122

Source: Developed for this study

The Eigenvalues showed two discriminant functions of the proportion of
variance. The first function accounts for 0.26 and 90.9% of the total among-groups
variability. This implied that function 1 could explain the variance at 90.9 percent and
canonical correlation at 0.454. The second function accounts for 0.026 and 9.1% of
the total among-groups variability and canonical correlation at 0.16. A large
eigenvalue identified a strong function (Hair, 2006). Thus, the function 1 was a good
fit for the data.

The Wilks' Lambda was used to test the hypothesis of group centroids in the
equality of each discriminant function groups (6 groups of leadership style). The
Wilks's Lambda of Canonical Disciminant of function 1 through 2 was 0.773 with
statistically significant with p value= < 0.01, so we reject Ho and accepted Ha that
there are significantly differences of centroid values of function 1 through 2 equal
with the six leadership styles.

The Wilks's Lambda of Canonical Disciminant of

function 2 was 0.975 with statistically significance with p value= < 0.05, so we reject
the null hypothesis as there are significantly differences of centroid values of function
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2 equal with the six leadership styles. Thus, the group means of both functions were
different.

The standardized canonical discrimi!1ant function coefficient identifies
agreeableness and ethics as the important factors in the grouping of variables.

Standardized Canonical Discriminant Function Coefficients
Standardized Canonical Discriminant Function Coefficients

Independent
Variables

Function
1

MEIAware1

3

2

4

5

-.097

.155

-.419

-.423

.178

MEIRegulate2

.053

-.247

-.121

-.237

.354

MEIUtilize3

.236

.216

.226

.645

-.923

-.1 86

.492

.040

-.011

.118

.711

.376

.497

.683

.436

MConscientiousness

-.282

-.242

-~ . 016

.610

.097

MNeuroticism

-.054

.115

.596

.1 27

.419

MOpenness

.315

.258

.353

-.260

.529

MEthical

.495

-1.152

.229

.075

.117

-.125

.614

.194

-1.100

-.789

MExtraversion
MAgreeableness

MAdversitv

Functions at Group Centroids of Leadership Styles
Functions at Group Centroids
Function
Style

1

Coercive

-1.416

.063

-.187

.189

-.014

-.143

.022

.138

-.129

-.092

Affiliative

.241

-.392

.153

.177

.016

Democratic

.458

.255

-.039

.075

.012

Peacesstting

-.541

.074

.212

-.202

.167

.251

-.262

-.341

-.173

.014

Authoritative

Coach in a

5

4

3

2

Unstandardized canonical discriminant functions evaluated at group means

Table above shows the standardized canonical discriminant function
coefficient scores of all the independent variables. In this table, six groups were
analyzed and five functions were estimated. Table above indicates the average
discriminant score for subjects in the six groups.
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The comparison of group

differences can be assessed through the group centroid, the average of average
discriminant scores (Z scores). The results indicate that in function 1 the average
discriminant score was coercive (-1.416), authoritative (-.143), affiliative (.241 ),
democratic (.458), pacesetting (-.541), and coaching (.251). Thus, the six leadership
styles were different among independent variables (emotional intelligence, the BigFive personality Traits, adversity and ethical leadership). Figure 5.8 demonstrates the
results in a graphical representation of group centroid on each discriminant function
of the six different leadership styles.

Canonical Discriminant Functions
Style
Ocoe1·eive
; A uthoritative

A1111131.ive

Ooemocratic
P f!rtC~sstting

()C oaching

• oroup C entroid
0

0

.....
c
0

"f:
c

0

:::0

LL.

'·

0

-4

.

-2

0

2

Function 1

TABLEC.3
ANOV A Results
-Post Hoc Tests
Multiple Comparisons
Scheffe

Dependent
Variable
MEffective

95% Confidence
Interval

Mean
Difference
Std. Error
.09628

Sia .
.000

Lower
Bound
-.8838

Upper
Bound
-.2401

.10238

.000

-.9979

-.3133

-.73683 I

.09256

.000

-1.0463

-.4274

I
I
I

.11771

.008

-.8630

-.0759

.10647

.000

-1 .1067

-.3948

(I) Stvle

{J) Stvle

(1-J)

Coercive

Authoritative

-.56194

Affiliative

-.65560 I

I
I

I

I

Democratic

I

Peacesstting

-.46944

Coaching

-.75076
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Authoritative

Coercive

.56194

.09628

.000

.2401

.8838

Affiliative

-.09366

.08139

.932

-.3658

.1785

Democratic

-.17489

.06863

.263

-.4043

.0546

.09999

.973

-.2418

.4268

I
I

Peacesstting
Coaching
Affiliative
-

.09250

1

I
I

-.18882 I
.65560

.08648

.446

-.4779

.1003

.10238

.000

.3133

.9979

Authoritative

.09366

.08139

.932

-.1785

.3658

Democratic

-.08124 :

.07695

.953

-.3385

.1760

.10588

.686

-.1678

.5401

Coercive

I

I

Peacesstting

.18615 I
I

Democratic

Coaching

-.09516

.09323

.959

-.4068

.2165

Coercive

.73683

.09256

.000

.4274

1.0463

Authoritative

.17489

.06863

.263

-.0546

.4043

Affiliative

.08124

.07695

.953

-.1760

.3385

.09642

.177

-.0550

.5897

.08232

1.000

-.2891

.2613

.46944

.11771

.008

.0759

.8630

Authoritative

-.09250

.09999

.973

-.4268

.2418

Affiliative

-. 18615

i

.10588

.686

-.5401

.1678

Democratic

-.267391

.09642

.177

-.5897

.0550

I

I

Peacesstting
Coaching

.26739
-.01393
I

Peacesstting

Coercive

I

Coach ing

Coaching

-.28131

.1 0984

.258

-.6485

.0859

Coercive

.75076

.10647

.000

.3948

1.1067

Authoritative

.1 8882

.08648

.446

-..1003

.4779

Affiliative

.09516

.09323

.959

-.2165

.4068

I

Democratic

.01393

.08232

1.000

-.2613

.2891

Peacesstting

.28131

.10984

.258

-.0859

.6485
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TABLE C.4
Critical Radios for Differences Between Parameters of Leadership styles
(Invariant Model)
lll
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m

Tl4

~

m

llW

1111
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Till

Tlll

1114

1117

1116

Tl!!

mo

Tl18

Till

0
0

Tll

l.096

111

-0.~

·lllll

llO

l.HO

Ll61 - l!D9

0

0

Tll

Ull lllll

4.~7

21D8

!14

1.140

l.%9

rn

l.!91

Tl9

1m

-0.l

H97

-1416 1979 -l.S\9

!18

-0.191

·l.llll
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-l.918

4.101

-1.018

-L&I

0

Tll

1017

.am

1.11

·1!!6

.rn

4.149

-0.474

m

0

Tl11

11&1

Ql18

mi

-1016 ·1.&14 ·l.866

Q869

l.918

IA!!

0

TllO

l.411

Qffil

1l41

-11~9

·l.!ll

-l~
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1.111

!.JO)

1.4B
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l.ll9

0

·l.~J

l.M4

llll -0.lll -0.flJJ

0.095 l87J

1402

·1419

0

1.01
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·l.Oll

Till

1164 -077J

1111

1l7l

.nnG

0
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0
0

0
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0
0
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1117

l.116
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·1635
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l.J16
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-0.nl

!119
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-0811

191J

·l.16
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1064

Ql41

·ll&I

-l.~

-L6l

QOOJ

O.lll

·l.OIB

·I.II
·l.l!l

·1ll

0

1118
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-0419
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·1!!6
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TABLE C.5 Structural Equation Modeling (SEM) Results
Regression Weights: (All groups - default)

Estimate

S.E.

C.R.

p

0.275

0.113

2.437

0.015

0.09

0.177

0.507

0.612

-0.037

0.114

-0.322

0.748

0.145

0.225

0.643

0.52

EFFECTIVE

<---

AWARENESS

EFFECTIVE

<---

REGULATE

EFFECTIVE

<---

UTILIZE

EFFECTIVE

<---

GENEROUS

EFFECTIVE

<---

PASSIVE

-0.009

0.054

-0.174

0.862

EFFECTIVE

<---

DYNAMIC

-0.063

0.134

-0.472

0.637

EFFECTIVE

<---

Adversity

0.399

0.139

2.87

0.004

EFFECTIVE

<---

EHTIC

0.257

C.111

2.326

0.02
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0

Standardized Regression Weights: (All groups - default)

Estimate

EFFECTIVE

<---

AWARENESS

0.255

EFFECTIVE

<---

REGULATE

0.055

<---

UTILIZE

EFFECTIVE

<---

GENEROUS

0.114

EFFECTIVE

<---

PASSIVE

-0.01

EFFECTIVE

<---

DYNAMIC

-0.04

EFFECTIVE

<---

Adve rsity

0.35

EFFECTIVE

<---

EHTIC

0.214

LEC 3

<---

EFFECTIVE

0.819

EFFECTIVE

-

-0.027

Squared Multiple Correlations: (All groups - defau lt)

Estimate

EFFECTIVE

0.742

LEW_l

0.614

LER_2

0.672

LEC_3

0.67

MELl

0.703

MEL2

0.726

MEL3

0.83 1

Adverl

0.855

Adver2

0.842

Adver3

0.85

AW4

0.516
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Multi-group Structural Equation Modeling
- Transactional Style
Estimates (Transactional style - Invariant model}
Scalar Estimates (Transactional style - Invariant model}
Maximum Likelihood Estimates
Regression Weights: (Transactional style - Invariant model)
Estimate

S.E.

C.R.

p

Label

EFFECTIVE

<---

AWARENESS

0.022

0.593

0.038

0.97

VTl

EFFECTIVE

<---

REGULATE

1.023

1.84

0.556

0.578

VT2

EFFECTIVE

<---

UTILIZE

-0.488

1.053

-0.463

0.643

VT3

EFFECTIVE

<---

GENEROUS

0.458

0.683

0.67

0.503

VT4

EFFECTIVE

<---

PASSIVE

-0.026

0.133

-0.195

0.846

VTS

EFFECTIVE

<---

DYNAMIC

-0.163

0.32

-0.51

0.61

VT6

EFFECTIVE

<---

Adversity

0.589

0.681

0.864

0.387

VT7

EFFECTIVE

<---

EHTIC

-0.15

0.6

-0.25

0.802

VT8

Standardized Regression Weights: (Transactional style - Invariant model)

Estimate
EFFECTIVE

<---

AWARENESS

0.019

EFFECTIVE

<---

REGULATE

0.591

EFFECTIVE

<---

UTILIZE

EFFECTIVE

<---

GENEROUS

EFFECTIVE

<---

PASSIVE

EFFECTIVE

<---

DYNAMIC

-0.09

EFFECTIVE

<---

Adversity

0.499

EFFECTIVE

<---

EHTIC

-0.319

0.326

-0.022 .

-0.123

Squared Multiple
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Correlations:
(Transactional
style - Invariant
model)

Estimate
EFFECTIVE

LEW_l
LER_2

0.804

0.641
-

0.708

LEC_3

0.764

MELl

0.742

MEL2

0.745

MEL3

0.851

Adverl

0.889

Adver2

0.856

Adver3

0.876

MDYNAMICl

0.507

MDYNAMIC2

0.338

MDYNAMIC3

0.542

MPASSIVEl

0.609

MPASSIVE2

0.669

MPASSIVE3

0.661

MGENEROUSl

0.747

MGENEROUS2

0.813

MGENEROUS3

0. 766
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Transformation (Transformation - Invariant model)
Estimates (Transformation - Invariant model)
Scalar Estimates (Transformation - Invariant model}
Maximum Likelihood Estimates
Regression_Weights: (Transformation - Invariant model)
Estimate

S.E.

C.R.

p

Label

EFFECTIVE

<---

AWARENESS

0.224

0.133

1.676

0.094

VF1

EFFECTIVE

<---

REGULATE

0.005

0.176

Q,Q?.

0.976

VF2

EFFECTIVE

<---

UTILIZE

-0.015

0.112

-0.137

0.891

VF3

EFFECTIVE

<---

GENEROUS

0.05

0.256

0.193

0.847

VF4

EFFECTIVE

<---

PASSIVE

-0.024

0.063

-0.381

0.703

VF5

EFFECTIVE

<---

DYNAMIC

-0.004

0.166

-0.026

0.979

VF6

EFFECTIVE

<---

Adversity

0.452

0.171

2.638

0.008

VF7

EFFECTIVE

<---

EHTIC

0.284

0.124

2.292

0.022

VF8

Standardized Regression Weights: (Transformation
- Invariant model}
Estimate
EFFECTIVE

<---

AWARENESS

0.221

EFFECTIVE

<---

REGULATE

0.003

EFFECTIVE

<---

UTILIZE

EFFECTIVE

<---

GENEROUS

EFFECTIVE

<---

PASSIVE

-0.028

EFFECTIVE

<---

DYNAMIC

-0.003

EFFECTIVE

<---

Adversity

0.418

EFFECTIVE

<---

EHTIC

0.242

-0.013
0.043
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I

Squared Multiple Correlations: (Transformation Invariant model)

Estimate
EFFECTIVE

0.686

LEW_l

0.589

· LER_2

0.602

LEC_3

0.587

MEL1

0.641

MEL2

0 .698

MEL3

0.806

Adverl

0.825

Adver2

0.828

Adver3

0.825

MDYNAMIC1

0 .619

MDYNAMIC2

0.391

MDYNAMIC3

0.545

MPASSIVE1

0.676

MPASSIVE2

0.769

MPASSIVE3

0.704

MGENEROUS1

0.78

MGENEROUS2

0.781

MGENEROUS3

0 .784

•

223
THE ASSUMPTION UNIVERSITY LIBRAR~

MARTIN DE TOURS SCHOOL OF MANAGEMENT
AND ECONOMICS
Ph.DIN BUSINESS ADMINISTRATION
ASSUMPTION UNIVERSITY

Form signed by Proofreader of the Dissertation

I,

;/£.

¢'2\l k.

Z //vii<'.%(, have proofread this dissertation entitled

and hereby certify that the verbiage, spelling and format is commensurate with the
quality of internationally acceptable writing standards for a PhD in Business
Administration.

Contact Telephone Number/Email address

Date:

11

/}--4.. Vl...K..;a.M.es; ~

~

Jee«~1 ~ (.2-

u

d

