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ABSTRACT 

A significant body of research has been built over the past two decades that has found 

Emotional Intelligence abilities to be associated with a range of important work-related 

behaviors. Particularly significant from a project's perspective are those associations 

found between Emotional Intelligence (El) and leadership, team effectiveness and work 

group effectiveness. The aim of this study was to establish the gender differences and 

significance of Emotional Intelligence and leadership styles of senior leaders in the 

North West Provincial Government. This study seeks to ascertain whether female or 

male senior managers, would be more Emotionally Intelligent and whether the 

Emotional Intelligence of male or female senior managers would equally have a 

significant impact on their leadership styles. 

For this purpose a sample of 85 managers were selected from various Government 

departments in the North West Province and they responded to questions on Emotional 

Intelligence, leadership style and a demographic questionnaire. The results of the study 

show that Emotional Intelligence and leadership styles do relate to one another. 

However, there were no significant differences in leadership styles and Emotional 

Intelligence when male and female managers were compared. Although previous 

literature showed that women leaders have better Emotional Intelligence as opposed to 

their male counterpart, and possible differences in leadership style are related to each 

other, the findings of this study did not show a significant difference. The author 

postulates that this is due to the fact that the core management criteria and standards 

used to evaluate the performance of senior managers in government, help build a 

common sense of good management practice in the public service. Despite the non

significance, recommendations are made for future applications; for instance on 

whether there could be a difference in the performance of female-led teams as opposed 

to male-led teams; or whether a variable such as age would have a significant impact 

on the Emotional Intelligence of either female or male leaders. 
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CHAPTER ONE: INTRODUCTION TO THE STUDY 

1.1 INTRODUCTION AND BACKGROUND 

According to Bradberry (2015) , it is essential to first be a good communicator before 

one can become a great leader. Likewise, great leaders are able to connect with people 

on an emotional level through speech. For a leader to share the vision and create a 

conducive environment or buy-in into an organisation's strategies and leadership 

aspirations, the leadership of that organization must be excellent communicators who 

will be able to inspire their teams and convince them that they have what it takes to 

achieve the vision of that company. The leaders must in turn inspire the team members 

to believe that they are just the right and critical ingredient to assist the organisation to 

achieve its requirements. Once such an emotional rapport and understanding have 

been established, it becomes easy to create an encouraging environment that results in 

a shared vision. 

l NWU· I 
LIBRARY_ 

Unlike few other business concepts, the notion of an emotionally intelligent leader has 

caught the interest and stirred the imagination of scholars and practitioners alike 

(Walter, Humphrey & Cole, 2012:212). According to Hur, Van den Berg and Wilderom 

(2011 :591 ), the study of emotions in the context of leadership has become a key topic 

of interest among organisational behavioral researchers over the past decade. A 

significant body of research has been built over the past two decades that has found 

these Emotional Intelligence abilities to be associated with a range of important work

related behaviors. Particularly significant from a project's perspective have been 

associations found between Emotional Intelligence (El) and leadership, team 

effectiveness and work group effectiveness (Clarke, 2010:5). 

The basis of this research revolves around the concept of Emotional Intelligence as 

Goleman (1995) describes. He argues that Emotional Intelligence is a more useful 

predictor of success and especially important when a leader is higher in 

anorganisation's hierarchy. 
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Butler and Chinowsky (2006:120) refer to Goleman's (1998) explanation in the Harvard 

Business Review, "What Makes a Leader?", that effective leaders are alike in one 

crucial way: they all have a high degree of Emotional Intelligence. Therein Butler and 

Chinowsky (2006:120) further argue that Goleman (1998) purports that a good leader in 

an organisation will have the ability to know what type of leadership to employ, 

depending on the situation. 

This study investigates the Emotional Intelligence and leadership styles of senior 

managers in the North West Province public service. It aims to ascertain whether the 

leadership styles amongst its male and female senior leaders are influenced by 

emotional intelligence - therefore measuring if Emotional Intelligence has any 

significance for senior leadership in the North West Provincial Government. 

Organisations need to keep abreast of leadership trends and the best practices in world 

class strategies to withstand the ever-changing business environment and the situations 

it presents. Emotionally intelligent leaders, with the appropriate leadership style , will be 

able to attain the business strategy by creating a workenvironment which is encouraging 

for employees to carry forth their tasks unequivocally. Given the above notions, 

emotionally intelligent leaders will go a long way in understanding that for as long as an 

organisation 's strategy is not shared or does not receive buy-in from its employees, that 

strategy will not be attained and the envisaged business output may never be wholly 

realised. 

According to Walter, Humphrey and Cole (2012:212) , some authors have gone so far as 

to proclaim Emotional Intelligence as the "sine qua non of leadership", arguing that 

Emotional Intelligence accounts for up to ninety percent of the difference between star 

performers and average performers in senior leadership positions. 

In the same instance, Walter et al , (2012:214) continue to propose that research 

suggests that leadership is, at its core, a highly emotional process and that effective 
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leaders develop a positive, optimistic vision of the future and convey this vision to 

followers in an emotionally captivating manner. This is especially true and important for 

governing institutions employing large numbers of people of whose buy-in to governing 

strategy need to be obtained. For the public service profit margins are not key, like in 

the private sector, but that the public it serves get optimal service delivery is of critical 

importance. Buy-in to government strategy is equally brought about by civil servants 

who understand their call of duty, yearn for quality service delivery, get recognized and 

rewarded for the satisfied public they give service to. 

This study specifically focuses on senior leaders in such a large governing body, 

namely the senior leaders within the South African Public Service of the North West 

Province. The South African Public Services in large employs over a million civil 

servants and its main existence include amongst others, delivering qualitative service 

delivery to its citizens throughout its nine provinces of which the target province is one. 

It is thus implicit that all civil servants within the South African Public Services, 

irrespective of the department in which they serve or their gender, should have a 

shared vision - that of delivering quality services to the community. The way in which 

the service is delivered to the community or how duties are executed may however 

differ from department to department. The manner in which their teams are enticed to 

buy-in to the overall strategic objectives of their organisation may also be different from 

each other. 

The ability to size up a given situation and act upon it leads to a desired advantage. 

Ashkanasy et al. (2002) cited in Chrusciel (2006) report that the team's Emotional 

Intelligence has an influence on performance and that training to improve Emotional 

Intelligence can have a positive impact on the overall team performance. 

Walter et al. (2012:215) argue that Emotional Intelligence assists formal leaders to 

exhibit productive behaviors and they use the description in The Times of Apple's late 

CEO, Steve Jobs, as a model of charismatic leadership - a "master communicator" with 
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a "magnetic personality" who could inspire people and gather followers behind a shared 

vision . The latter being in principal much alike as Goleman's (1995)explanation of 

Emotional Intelligence (Chrusciel ,2006:649) . Success with this new paradigm hinges on 

interpersonal relationships or the skill of what Goleman (1995) has popularised as 

Emotional Intelligence (Greenockle, 2010:260). The roles of empathy, perspective 

taking , supporting/developing others and group task co-ordination are considered to be 

more than favourable attributes of emerging leadership. It is also recognised as 

strengthening the team by conveying a sense of inclusion, support and respect 

(Chrusciel , 2006:649)."One of the key benefits to be gained by an organisation in 

promoting the use of Emotional Intelligence is that of enabling organisational staff to 

regulate their own emotions when dealing with customers" (Chrusciel , 2006:647). 

Government offers civil service and therefore must always ensure that it provides 

impeccable services to members of the public. Managers leading in government 

organisations would therefore be expected to have excellent customer services 

expertise, know what services are required and knowing how to deliver such services 

and being able to sustain a quality service. This would go hand in hand with being 

emotionally intelligent and be able to apply the relevant leadership style when directing 

on how to deliver impeccable service to customers. 

1.2 PROBLEM STATEMENT 

The presence of women in senior management roles, especially in the South African 

context, has changed management cultures in most organisations. Leaders in every 

organisation need high Emotional Intelligence because they represent the organisation 

to the public, to those they lead and those they interact with on behalf of the 

organisation, equally in the public sector. Most of all, leaders in the organisation, set 

the tone for employee morale -their influence often rubs-off on those they lead in their 

teams both negatively and positively, depending on the leader's leadership style. 
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A lack of understanding on whether males or females have a better sense of emotional 

intelligence and or leadership styles to share a vision with their employees may result in 

poor or weak service delivery output. It could also indirectly affect the equity ratio that 

South Africa strives to in order to promote equality amongst all its citizens in the 

workplace. Nwu . 
[LJBRARYJ 

Despite the directive to consider the equity quotas when positions are filled in the civil 

services, i.e. attaining the 50:50 male and female representation at senior or leadership 

levels, one of the key challenges of the South African Public Service is to recruit, 

develop and retain competent leaders and managers. According to the Public Service 

Commission (PSC) Report of 2008 on the Turnover of Senior managers in Government, 

Public Service managers bear an important task of transforming the strategic vision , 

goals and objectives of government into effective service delivery. 

Naidoo (2012:42) further explains that the South African public sector is reeling from the 

barrage of new initiatives with respect to the government's transformation agenda, and 

from a plethora of targets that need to be achieved in the public sector. 

Notwithstanding a reluctance on the part of organisational researchers to deal with the 

subjects of gender vis a vis emotions or spirituality recent researchers have begun to 

argue for the importance of exploring their relationship to workplace performance. 

Kanyoro (2006) claims that leadership is intricately connected to the ability to use power 

to influence action for change and that the process of leadership is an influencing 

relationship occurring amongst mutually dependent members. Given the latter, it could 

then be deduced that effective leadership and excellent performance do not happen in a 

vacuum but would be brought about by distinct personality and motivational strengths 

possessed by whichever gender in a leadership position to obtain optimal performance 

in the workplace. 
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"Stronger leadership starts with being able to pull together a group of people- who may 

not have anything in common and getting them to buy into a vision of themselves as a 

collective group who can achieve uncommon results" (Kanyoro,2006). 

In a study by Caliper Solutions for Peak Performance Institution (2005:73) on "The 

qualities that distinguish women leaders" it was concluded that women leaders are more 

assertive and persuasive, have a stronger need to get things done and are more willing 

to take risks than male leaders. "In this study, women leaders were found to be more 

empathetic and flexible, as well as stronger in interpersonal skills than their male 

counterparts enabling them to read situations accurately and take information in from all 

sides. These women leaders are able to bring others around to their point of view 

because they genuinely understand and care about where others are coming from so 

that people they are leading are feeling more understood, supported and valued" 

(Lowen, 2006:1 ). 

The above study assessed the potential of 25 000 companies around the world , and 

Aurora , a London-based organisation which advances women and comprises a 20 000 

member businesswomen's network. For comparative reasons, the women leaders in 

this study were matched to a representative sample of male leaders drawn from 

Caliper's database representing similar job titles. 

Over the years, the interest in the topic of Emotional Intelligence has been triggered by 

Daniel Goleman's book: Working with Emotional Intelligence (1998). Goleman 

(1998:7) explains that Emotional Intelligence means managing feelings so that they are 

expressed appropriately and effectively, enabling people to work together smoothly 

toward their common goal. Goleman (1998) further argues that women are not 

'smarter' than men when it comes to Emotional Intelligence, nor are men superior to 

women. "An analysis of Emotional Intelligence in thousands of men and women found 

that women , on average, are more aware of their emotions, show more empathy, and 

are more adept interpersonally. Men on the other hand, are more self-confident and 

optimistic, adapt more easily and handle stress better" (Goleman, 1998:7) 
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In his most recent study, titled "Be Mindful of the Emotions you leave behind" Goleman 

(2014: 1) explains that not all emotional partners are equal and that a power dynamic 

operates in emotional contagion determining which person's brain will more forcefully 

draw the other into its emotional orbit. "Mirror neurons are leadership tools: emotions 

flow with special strength from the more socially dominant person to the less" 

(Goleman , 2014:1). Goleman (2014) further argues that people in any group naturally 

pay more attention to and place more significance on what the most powerful person in 

that group says and does, which amplifies the force of whatever emotional message the 

leader may be sending, making her emotions particularly contagious". 

Related to the above notion, global research conducted by Hay Group (2012), shows 

that successful women leaders often display versatility in management styles. They 

tend to adapt their style to the demands of the situation and are less inclined to adhere 

to one particular style. "They know when to be directive, authoritative and lead by 

example (common masculine style) but they also know when to lead by being more 

nurturing and inclusive - both feminine styles. As a result they create better 

performance-driving climates than their male counterparts which are the essence of 

Emotional Intelligence (El) in a management context: the ability to adapt one's style or 

approach to the requirements of a specific situation" (Franzen, 2005,). 

According to Thornton (2014:1) , women currently fill only 26% of senior management 

positions in South Africa and 21 % of local businesses have no women at all in senior 

management positions. This is a stark contrast to emerging countries like Russia and 

China, where a much higher number of women feature in leadership positions in 

organisations. 

Thornton (2014:2) indicates that women in senior positions in businesses throughout 

South Africa has decreased with 2% since 2014, but has remained fairly fixed between 

26% and 28% for the last seven years. Nonetheless, a total of 34% of South African 

businesses employed female human resource directors and the same percentage had 

female Chief Financial Officers(CFOs) which show an increase of 2% from 32% in 2014 
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and 7% from 27% in 2013 respectively. Despite the drop of women in senior positions 

in percentage since 2014, the leadership quotas remained a clear directive for business 

and the public sector to allow for equal opportunities for women in the workplace. 

"One of the provisions in the Women Empowerment and Gender Equality Bill legislates 

that, eventually, 50% of all decision-making positions must go to women in 'designated 

public bodies and designated private bodies" Thornton (2014:3) .lt therefore shows that 

equity and empowerment policies have placed women in an advantageous position in 

terms of advancement. 

In the South African context, policies such as Affirmative Action Act; Employment Equity 

Act; Promotion of Administrative Justice Act (PAJA) advocate for critical mass of women 

to be employed in senior positions so as to promote equity with male counterparts in the 

workplace. The difference in male and female styles of management therefore comes 

to the fore and women have the challenge of excelling in their jobs and at the same time 

doing more than their men counterparts to show their worth in the business sphere. 

There are a lot of studies and debate on the differences between the leadership styles 

of women and men as well as the leadership of women in general e.g. Eagly and 

Johnson (1990). Wofford and Goodwin (1994) indicate that some debates have 

narrowed these differences to transformational versus transactional leadership styles. 

Whereas transformational leadership is described as being about having the skill and 

personal qualities to be able to recognize the need for change and being able to identify 

appropriate course of action; transactional leadership is defined as purely a process of 

leader-subordinate exchange. 

George (2000) suggests that a leader high in Emotional Intelligence is able to 

accurately appraise how their followers feel and use this information to influence their 

subordinates' emotions, so that they are receptive and supportive of the goals and 

objectives of the organisation. "Emotional intelligence testing may improve an 

organisation 's ability to predict who will be an effective leader, who will manage a 
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productive group and who will be satisfied in their own job but who will not avoid 

responsibility or be absent when needed" (Gardner & Stough, 2002:76). 

In his latest study, "What makes a leader: Why El matters", Goleman (2014) writes that 

leaders cannot rely on just one or two leadership styles; they must become proficient in 

as many as they can . Goleman (2014) further explains that together, the styles become 

a set of tools that the most effective leaders can use in any situation. It therefore 

follows that a competent, efficient and effective leader must be able to assess a 

situation and be able to come up with a solution that would yield positive results for the 

organisation and its key strategic partners , the employees. For instance, whereby a 

team of eng ineers may have differing opinions and strategies on how to build cost

effective road networks for the Province, a manager may then have to listen to all the 

differing opinions and draw a conclusion that may make economic sense for the 

Province, whilst at the same time creating jobs for the multitudes of the unemployed 

citizens without downplaying any of the team members' professional practical ideas. In 

the end, the team members must reach a workable compromise and all feel encouraged 

tolaunch the most economical accommodating strategy, namely to consider the overall 

objectives of the Province which is job creation for local communities, other than just the 

clinical exercise of building cost effective roads. 

Thus this study will address through specific objectives and research questions the 

problem as stated earlier, that leaders in every organisation need high Emotional 

Intelligence because they represent the organisation to the public, to those they lead 

and those they interact with on behalf of the organisation , equally in the public sector. 

Most of all , leaders in the organisation, set the tone for employee morale -their 

influence often rubs-off on those they lead in their teams both negatively and positively, 

depending on the leader's leadership style. 
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1.3 PURPOSE AND OBJECTIVES 

1.3.1 Purpose 

The main purpose of this research is to measure and analyse the levels of Emotional 

Intelligence of male and female senior managers in the North West Province Public 

Service, in order to identify if their Emotional Intelligence has an influence on their 

leadership styles and subsequently make specific recommendations for implementing 

interventions to resolve any discrepancies. 

This research aims at understanding the leadership styles of males and females in 

senior positions. The literature suggests that women senior managers have better 

Emotional Intelligence than their male counterparts in the workplace and that women 

led teams are more psychological or emotionally well and productive as opposed to 

male led teams. 

I NWU 
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The second purpose is to identify if Emotional Intelligence has an impact on leadership 

and inter alia, does leadership have an impact on Emotional Intelligence. Emotional 

Intelligence is regarded as a leadership competence and thus a high level of Emotional 

Intelligence should enable a senior manager to be more efficient and effective in 

organisational relationship building. 

The present study will explore if El and or leadership styles of these managers would 

influence the mobility of senior leaders in the North West Provincial Government. 

Ultimately it may inform on gaps which would enable recruitment of more female senior 

leadership to reach the set gender equity standards of 50:50 female and male senior 

leadership. 

If the Emotional Intelligence of men and women senior managers in the North West 

Province differs, this would be a good argument to employ more women in senior 

management positions as they would be able to nurture and provide a balance to the 
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ever changing organisational environment and would be able to provide adaptive and 

creative ways of managing this change. The latter would complement Beerel 's 

(2009:22) notion which purports that leadership is about facilitating , guiding and 

managing change. Exercising leadership, concerns mobilising oneself and others (the 

group and the organisation) to adapt to the new realities of change (Bereel , 2009:3). 

The leadership styles and Emotional Intelligence of the senior managers of the North 

West Provincial Government Public Service will contribute to a sense of shared vision of 

providing a qualitative service to the public and ensuring that the citizens have faith in 

government systems. Organisations that want to be a cut above the rest would depend 

on recruiting the right leaders with the right attitude and leadership style. 

These leaders would in turn be able to influence, motivate and promote the culture of 

effective service delivery. The latter leaders will inculcate a culture of shared 

responsibility, a sense of ownership and yearning to deliver impeccable services to its 

public. 

In the case whereby male and female leadership styles are not the same, this would 

also serve as motivation to design development opportunities or interventions to assist 

senior managers to obtain the required or most relevant managerial qualities that could 

assist the managers to lead their teams and the entire organisation. 

The art of emotional leadership includes the completion of real work demands without 

unduly upsetting others. One of the oldest laws in psychology holds that, beyond a 

moderate level , increases in anxiety and worry erode mental abilities but also makes 

people less emotionally intelligent. People who are upset thus have trouble reading 

emotions in others accurately, thereby decreasing their social skills (Ramesar, Koertzen 

and Oosthuizen, 2008:41 ). 

Acknowledging that people work best when they feel good is crucial. It tends to make 

them feel more optimistic and enhances their mental efficiency, ensuring better 
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understanding of information, flexible thinking, the ability to use good judgment in 

decision making and creativity (Goleman in Ramesar et al, 2008). Employees who feel 

relaxed are more likely to ensure customer satisfaction, thus ensuring the long-term 

sustainability and profit generation of the organization (Ramesar et al. , 2008:42). 

Grant (2014) writes that Emotional Intelligence is important, but warns that unbridled 

enthusiasm can obscure a dark side. New evidence shows that when people hone their 

emotional skills, they become better at manipulating others. When you are good at 

controlling your emotions, you can disguise your true feelings, when you know what 

others are feeling , you can tug at their heartstrings and motivate them to act against 

their own best interest (Grant 2014:1). The latter suggests that Emotional Intelligence 

may be used either to foster good or evil intentions depending on what the leadership 

wants to ultimately achieve. 

1.3.2 Objectives 

The following objectives of the study are presented below: 

i. To examine the leadership style of men and women senior leaders and the 

impact on their Emotional Intelligence. 

ii. To understand the role of Emotional Intelligence on the type of leadership 

style that male and female senior leaders display. 

iii. To examine Emotional Intelligence as an enabler to leadership. 

iv. To determine if women senior managers display a higher degree ofEmotional 

Intelligence than male senior leaders or managers in the North West 

Provincial Government. 

1.4 RESEARCH QUESTIONS AND HYPOTHESIS 

1.4.1 Research Questions 

The following research questions were addressed: 
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i. Does the leadership style of men and women senior leaders have a 

significant impact on their Emotional Intelligence? 

ii. Does Emotional Intelligence support the type of leadership style that male 

and female senior leaders display? 

iii. Does Emotional Intelligence enable leadership? 

iv. Do women senior managers display a higher degree of Emotional Intelligence 

than male senior leaders or managers in the North West Provincial 

Government? 

1.4.2 Hypothesis 

The basic hypothesis is that there are differences in the Emotional Intelligence and 

leadership styles of male and female managers and that gender does influence this 

relationship. 

This is based on the assumption that their leadership styles would be different. 

Organisations believe that an individual's ability to understand and manage emotions is 

critical to achieve success in the job. Then , measuring Emotional Intelligence may be 

the solution to identifying and developing successful employees, particularly leaders. 

1.5 SIGNIFICANCE OF THE STUDY 

This study is important because it will: 

i. Assist in gauging if there is significant difference in senior male and female 

leaders' Emotional Intelligence; 

ii. Give a guideline for those who wish to conduct a study on a similar topic; 

iii. Provide brief information to those in recruitment and strategic leadership of 

influence in terms of decisions on appointments, on qualities of leadership 

styles to identify for their organisational specifics; 
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iv. Provide the significance of Emotional Intelligence for any organization 

undergoing change or interested in keeping up with the best practice trends of 

promoting equity in their organisations; 

v. Benefit organisations that are keen on promoting Integrated Employee Health 

and Wellness, to understand the management styles of the leadership and 

the impact they may have on those they lead; 

vi. Assist future studies investigating the performance output of the department 

in which these teams operates to determine if performance differences exist 

in male-led and female-led teams; 

vii. Be worthy of note to explore if teams led by either men or women managers 

had better cohesion, understanding and a better grasp of their environmental 

challenges because their managers are able to coach and mentor them 

because they have better human insight; 

viii. Also be compared to studies done in the private sector to see if there would 

be any significant difference in management teams, i.e. mining sector which 

has been predominantly a male dominated area. 

1.6 LIMITATIONS / DELIMITATIONS 

1.6.1 Limitations 

The following limitations apply to this study: 

- This study is limited to the North West Province senior managers in the civil 

service. As a result, its findings and conclusions cannot be generalised to 

encompass leadership styles and Emotional Intelligence and the influence of 

each on all senior managers in the South African civil service. 

- A cross sectional survey was utilised to collect data to test the significance of 

Emotional Intelligence on the leadership styles of the North West Province senior 

managers. This type of survey gives a snapshot of the findings and the likelihood 

is that the data collected currently may differ from that which would be collected 
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in the future with the same test, due to the influence of circumstances and 

environment affecting the senior managers at that time. 

1.6.2 Delimitations 

The delimitations of this study is that it can be concluded that no significant differences 

in Emotional Intelligence and leadership styles of male and female managers in the 

South African Public Service context exist. It is important that appropriate legislation or 

policies may have to be instituted to develop an organisational culture that nurtures 

Emotionally Intelligent behavior and appropriate leadership styles. 

1. 7 STRUCTURE OF DISSERTATION 

This research report has been structured in five chapters of which the next four chapters 

are: 

Chapter two: 

Chapter three: 

Chapter four: 

Chapter five: 

Literature Review 

Data and Methodology 

Results and Discussion 

Conclusion and Recommendations 

Chapter two reviews the relevant theoretical principles and investigates literature 

regarding the significance of Emotional Intell igence and leadership styles of senior 

leaders in the North West Provincial Government. 

Chapter three presents the research methodology, in which a detailed explanation of 

the evaluation techniques implemented in the study is provided. In this chapter the 

models aligned with the theoretical framework and some relevant empirical studies are 

specified . Moreover, the source and definitions of the variables used are explained in 

detail. 
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Chapter four provides the estimation and interpretation of the results of the different 

tests conducted in chapter three. 

Chapter five comprises the summary, conclusion and recommendations. 

The reference list contains all the articles, books and other sources used throughout the 

mini-dissertation. 
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CHAPTER TWO: LITERATURE REVIEW 

2.1 INTRODUCTION 

This research aims at understanding the leadership styles of males and females in 

senior positions. 

2.1.2 Specific Objectives 

The specific objectives are firstly, to establish the leadership styles and emotional 

intelligence of managers in the North West provincial government departments agreeing 

to participate in the study. Secondly it aims to explore whether gender has an influence 

on the Emotional Intelligence and leadership styles of senior managers in the North 

West provincial government. 

2.1.3 Basic Hypothesis 

The basic hypothesis is that there are differences in the Emotional Intelligence and 

leadership styles of male and female managers; and that gender influences these 

managers' Emotional Intelligence and leadership styles. This is based on the 

assumption that the managers' leadership styles would be different. For organisations 

that believe an individual's ability to understand and manage emotions is critical to be 

successful in his or her job, the measuring of Emotional Intelligence may be the solution 

to identifying and developing successful employees, particularly leaders. 

2.2 THEORETICAL FRAMEWORK 

According to various authors, there is a difference in male and female Emotional 

Intelligence and leadership styles (Groves, 2006; Gardner & Stough, 2002; & 

Muchinsky, 2000). In the South African context, the public sector requires of all leaders 

or managers to have equity within its workforce as a young democracy. This requires 
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the exercising of change management, conflict and knowledge management, all of 

which is key managerial competencies associated with mature Emotional Intelligence. 

Therefore the question asked by this study was whether gender plays a role in the 

Emotional Intelligence and leadership style in government. 

Authors such as Littrel and Nkomo (2005) wrote about the gender and race difference in 

leadership behavior preferences in South Africa . Booysen (2001) cited in Littrel and 

Nkomo (2005) examined subculture differences and similarities between South African 

male and female managers in retail banking and found that South African male 

managers focused on performance, competition and winning , domination , control , and 

directive leadership, whereas she found that South African female managers 

emphasised collaboration, participation , intuition , empowerment, and empathy. 

According to Muchinsky (2000) , it is now the time for organizational behavior scientists 

to acknowledge emotions as a "legitimate domain of scientific inquiry", especially as 

itleads to awareness in the implicit judgment of significant events, revealing needs, 

concerns and motives. Fatt and Howe (2003) state that approximately 90 percent of 

successes in leadership positions is attributed to Emotional Intelligence. Few, if any 

studies, have examined the role of gender in the relationship between Emotional 

Intelligence and leadership style. 

l 
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Bosses and leaders, in particular, need high Emotional Quotient (EQ) because they 

represent the organisation to the publ ic. They also interact with the most people outside 

the organisation and set the tone for employee morale (Murray, 2006). The reason for 

this assertion seems to be that leaders with empathy are able to understand their 

employees' needs and provide them with constructive feedback. Leadership is 

intricately connected to the ability to use power to influence action for change. 

Furthermore, the process of leadership comprises an influencing relationship between 

mutually dependent members (Kanyoro, 2006). Thus, the probability exists that 

Emotional Intelligence could have an influence on leadership style. 
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Some literature has shown that the various styles of leadership can be attributed to 

Emotional Intelligence and gender differences (Gardner & Stough, 2002; Palmer, Walls, 

Burgess, & Stough , 2001 ). Gender, also specifically associated with leadership, proved 

to result in different outcomes like Positive Emotional Climate (PEC) practices which 

relate to company performance, revenue growth and outcome growth. This then 

supports the hypotheses that the relationship between leadership practices facilitates a 

Positive Emotional Climate and organisational performance. Gardner and Stough 

(2002) argue that discrepancies between employees' felt and expressed emotions affect 

their performance in service transactions negatively. 

Recent research has started to examine whether and how leaders' management of 

employees' emotions relates to individual-level and group-level performance. McColl

Kennedy and Anderson (2002), cited in Bass and Riggio (2006) found that 

transformational leadership behaviors, such as inspirational motivation and individual 

consideration, helped employees cope with frustrating work events and assisted them to 

feel more optimistic at work. This in turn led to increased individual-level sales 

performance. Pirola-Merlo, Hartel , Mann and Hirst. (2002) in Ozcelik, Langton and 

Aldrich (2008) found that team leaders who facilitated positive working relationships 

amongst team members created more positive team climates, which resulted in 

increased team-level performance. As previously indicated in this study, the question is 

asked "what role gender plays in this relationship between El and leadership style?" 

The foregoing review of literature shows that effective leadership and excellent 

performance do not occur in a vacuum. It is possible that a distinct personality and/or 

motivational strengths possessed by either gender in a leadership position could 

influence leadership to obtain optimal performance in the workplace. 

'Gendered leadership ' refers to the presence of women in senior management roles 

which has changed management cultures in most organisations. Schein (2001) in 

Littrel and Nkomo (2005) notes that research evidence strongly indicates gender 

stereotypes affect perceptions of leaders and managers. In the same light, Schein 
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(2001) in reviewing her past work concerning perceptions of the managerial role found 

significant links between descriptions of "men" and "successful managers" by both men 

and women subjects across many national cultures, but not in the USA. It is explained 

herein that with the increase in the number of women in management in the USA, 

female managers held less stereotyped perceptions of successful managers than their 

male counterparts. Yoder (2001) and other such scholars as Fletcher (2001) and Maier 

(1991) cited in Littrel and Nkomo (2005) pointed out that leadership itself is gendered 

and is enacted within a gendered context. This is supported by similar results from 

studies conducted in Japan, Australia , Malaysia and Zimbabwe (Leung & Moore (2003) ; 

Maznah & Choo (1986) ; Sugihara & Katsurada (1999) ; Wilson et al. (1990), in Littrel & 

Nkomo (2005). 

Women leaders proved to be more assertive, persuasive, have a stronger need to get 

things done and to be more willing to take risks than male leaders (Caliper Solutions for 

Peak Performance, 2005) . Other qualities that characterised women in leadership 

positions were the degree of empathy, flexibility as well as stronger interpersonal skills 

compared to their male counterparts which enable them to interpret situations 

accurately and observe information from all angles (Goleman, 1998; Lowen, 2006) . In 

an analysis of Emotional Intelligence in men and women , Goleman (1998) found that 

women, on average, are more aware of their emotions, show more empathy, and are 

more adept interpersonally. Men on the other hand, are more self-confident and 

optimistic, adapt more easily and handle stress better. 

According to Caliper Solutions for Peak Performance (2005) , the trend in employing 

women to senior positions throughout organisations is interpreted as being fuelled by 

the fact that women encourage greater collaboration , are more consultative in the 

decision making processes and collegial in the workplaces. As much as the 

employment of women in senior positions is a welcome shift, for some organisations, 

findings indicate that there is a strong relationship between women's management style 

to the stereotype images of women's traditional social roles endorsed in their culture. 
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In Gender, leadership and Emotional Intelligence, Downing (2006) reflects on the 

relationship between leadership, Emotional Intelligence and intuition in senior female 

managers. It was found that female managers displaying transformational leadership 

behavior were more likely to demonstrate higher levels of El and intuition than female 

managers displaying less transformational leadership behavior. This finding suggests 

that within gender groups there are also possible differences in terms of Emotional 

Intelligence and thus differences attributable to gender may have to be made rather 

cautiously. 

Women are said to possess "feminine" qualities such as relationship building and 

teamwork that are valued in a more collaborative and creative management 

environment. Women can communicate change better than their male counterparts. 

Also, it is believed that women attain better buy-in compared to their male counterparts 

who are usually very rigid and clinical in their approach to management due to their 

Emotional Intelligence and social theory concept. Kandidata International (1997) 

published that men and women have different kinds and levels of Emotional intelligence 

and that determining the EQ for both genders is key to success in the workplace. In the 

same instance, this publication also claims that women are better co-workers or 

colleagues, while men deal better with stress. 

In Emotional intelligence, Goleman (1998) explains that Emotional Intelligence means 

managing feelings so that they are expressed appropriately and effectively, enabling 

people to work together smoothly toward their common goal. Goleman (1998) further 

argues that women are not 'smarter' than men when it comes to Emotional Intelligence, 

nor are men superior to women. In a later study, Dulewicz and Higgs (2000) argue that 

Emotional Intelligence is about knowing what you are feeling and being able to deal with 

those feelings without having them swamp you. It is being able to motivate yourself to 

get the jobs done, being creative and performing at your peak. Also, it is to sense what 

others are feeling , and dealing with relationships effectively. In this study, the concept 

Emotional Intelligence is applied on the basis of the conceptualisation of Schutte, 

Malouf, Haggerty, Cooper, Golden and Dorheim (1998) which is that higher Emotional 
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Intelligence is associated with a higher positive mood state and greater state of self

esteem. 

In relation to higher Emotional Intelligence being associated with a higher positive mood 

state and self-esteem, Murray (2006) on the other hand, found that women score higher 

than men on measures of empathy and social responsibility. On the other hand, men 

outperform women on measures of stress tolerance and self-confidence. "Basically, 

leaders with empathy are able to understand their employees' needs and provide them 

with constructive feedback" (Murray, 2006) . l NW U 
LIBRARYi . . -

Murray (2006) concludes in her study that women and men are equally intelligent 

emotionally, but they are strong in different areas. The areas where an inadequacy 

exists in women may be cultivated through techniques such as stress management 

whereas men can learn the importance of listening to co-workers and customers, 

sensing and interpreting their moods and winning their trust. This suggests that 

Emotional Intelligence can be facilitated through training in both men and women to 

optimise functioning in the workplace. Gardner and Stough (2002) support this and 

indicate that Emotional Intelligence testing may improve an organisation's ability to 

predict who will be an effective leader, who will manage a productive group and who will 

be satisfied in their own job, who will not avoid responsibility, but also who will be 

absent when needed. 

Gardner and Stough (2002) argue that Emotional Intelligence enhances a leader's 

ability to solve problems and to address issues and opportunities facing them and their 

organisation. A leader high in Emotional Intelligence is able to accurately appraise how 

followers feel and use feedback to influence their subordinates' emotions, so that 

subordinates are receptive and supportive of the goals and objectives of the 

organisation (Gardner & Stough, 2002). 

The literature review shows that there is a significant difference in male and female 

Emotional Intelligence and leadership styles. It therefore is important to know what 
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impact, if any, would that difference have on the male and female senior managers and 

if it may affect the overall public sector goals of providing effective, efficient and urgent 

service delivery to the public. Would teams led by males or female managers be much 

more efficient in delivering the mandate of the departments they serve? 

2.3 STUDIES RELATED TO LEADERSHIP STYLES OF MALE AND FEMALE 

MANAGERS 

Leadership styles differ in men and women as argued by a significant body of 

researchers, including Northouse (2013) ; Quader (2011 ); Zafra, Garcia-Retamero, & 

Martos, (2012) and Booysen and Nkomo (2010). According to Zafra et al. (2012:98) 

literature about transformational leadership has illustrated that women are more 

transformational than men, as the characteristics of transformational leadership style 

are related to feminine gender characteristics. Zafra et al. (2012) also argue that women 

typically score higher than men in general Emotional Intelligence. They further wrote 

that women's leadership style may be related to their communal traits. 

As more women begin occupying positions of leadership, questions as to whether they 

lead in a different manner from men and whether women or men are more effective as 

leaders, have garnered greater attention (Quader 2011 :5). Quader (2011) however 

writes that there are some small psychological differences between women and men on 

traits that are often seen as related to effective leadership. This includes men showing 

slightly more assertiveness than women and women showing somewhat higher levels of 

integrity than men. 

In the South African context, Booysen and Nkomo (2010:287) state that the process of 

transformation in South Africa began in 1994 with the historic demise of apartheid which 

placed unprecedented demands upon leaders of organisations in all sectors of society. 
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The South African change situation involved a radical restructuring of an entire society 

and national form of government. Secondly, organisations found themselves suddenly 

thrust into the external forces shaping the global business landscape. 

According to Crevani , Lindgren and Packendorff (2010:77) , most concepts of 

management and organisationhave given leadership a central place in enforcing 

principlesand motivating employees to strive for future goals and visions. Hawkins and 

Dulewicz (2007:58) concur that strengthening leadership in the public sector notes the 

unparalleled and ever-increasing operational and governmental pressure across the 

public sector to modernise and orient services more closely to the needs of customers. 

"Whenever strategies are developed in order to address this challenging environment, 

leadership is increasingly viewed as perhaps the critical success factor" (Hawkins & 

Dulewicz, 2007: 58). 

Although the literature review suggests that individuals with higher Emotional 

Intelligence are more likely to emerge as leaders and to exhibit productive leadership 

behaviors, Walter et al. (2012: 15) suggest that the critical questions that remain are if 

Emotional Intelligence really pays off and if Emotionally Intelligent leaders have proven 

to be really more successful than others. "Leadership is a prime example of emotion

laden work, and numerous studies have supported the relevance of Emotional 

Intelligence for effective and successful leadership" (Walter et al. 2012: 215). 

According to Cotter (2010) , quality leaders are emotionally smart. Cotter (2010) further 

elaborates that they have the ability to recognize, understand and manage their own 

emotions as well as those of the people who they serve and to interpret and apply these 

emotions to enhance quality of life. "Authentic South African leaders have to become 

quintessential masters of human competencies and relationship management" (Cotter 

2010). 
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More and more women continue to enter the corporate world and are promoted side by 

side with their male counterparts in leadership positions. It therefore becomes the 

objective of this study to examine and identify the extent to which leadership style, or a 

particular dominant leadership style, can emerge as the most positive and how 

Emotional Intelligence can influence it. 

However, many academic researchers argue that gender has little or no relationship to 

leadership style and effectiveness. Eagly and Carli (2003) as cited in Quader (2011 :6) 

observe that women exhibit more tendencies of transformational or charismatic 

leadership than men despite typical stereotypes of women as less effective leaders. In 

the same instance, Young and Hurlic (2007) as cited in Quader (2011) assert that any 

substantial leadership style differences that might exist between women and men, 

should not disadvantage women. They suggest that women leaders can even offer an 

advantage because women that overcome the difficulties to attain elite leadership 

positions tend to be very competent. 

Quader (2011) concludes that despite all literature reviews on gender differences and 

their relation to Emotional Intelligence and leadership style, no concrete evidence has 

been provided that women might be less effective as leaders than men. 

The above analogy may very well be related to the dynamics of gender equity and the 

hurdles that the South African public sector is still grappling with in reach ing the 50:50 

equity quotas. Allowing more women into the echelons of leadership may very well 

ignite new leadership styles that may complement those of men who have been in these 

positions for long. Both gender traits should coordinate to enable an organisation to 

operate optimally. Instead of continuously focusing on the differences they should rather 

capitalise on the variation that complement each other towards a unified organisation 

that shares a vision and strategic objectives unequivocally. 
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Projection of the appropriate and the avoidance of unwanted emotions can influence 

customer interactions and eventually the organisations effectiveness. Unwanted 

behaviors can stem from either one's emotional inability to deal with interpersonal or 

intrapersonal interactions, or both (Chrusciel , 2006). Related to this notion, April and 

Peters (2010)explain that the African cultural paradigm considers the needs of the 

group first, believing that in so doing , the needs and desires of the individual will be met. 

This is in contrast to more individualistic societies where there is a greater emphasis on 

self-interest. In application the group approach would lead to team rewards taking 

precedence over individual rewards. Rewarding individuals in such a collective society 

could result in consequences of unwanted behavior such as social punishment and 

sabotage of performance (April & Peters, 2010). 

The unique, multi-cultural demographic composition of the South African population, 

commonly referred to as the Rainbow Nation in political circles, has presented 

numerous pressing contemporary management and leadership challenges. 

This wide cultural spectrum with its divergent value systems, namely the Afro-Centric 

(humanitarian principles, based on the values of consensus seeking and compassion) 

versus Euro-Centric (based on bottom-line thinking business values like production and 

performance), has posed the question of how to define a truly authentic, bona fide 

South African leadership approach (Cotter, 2010) . 

Cotter (2010) concedes that as an emerging economy, South African leaders have to 

cultivate and establish a leadership culture, a form of corporate DNA, in which the 

current and future generations of leadership can optimize their potential. 

According to Goleman (2014) in this sense, leadership boils down to a series of social 

exchanges in which the leader can drive the other person's emotions into a better or 

worse state in that callousness from a boss not only heightens the risk of losing good 

people, it torpedoes cognitive efficiency. Goleman (2014) further argues that a socially 

intelligent leader helps people contain and recover from their emotional distress if only 
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from a business perspective, a leader would do well to read with empathy rather than 

indifference, and to act on it. 

As mentioned earlier, the presence of women in senior management roles has changed 

management cultures in most organisations and more especially in South Africa. North 

West Provincial Government is not immune to this change either. Power Centre 

Sponsors (2012) in "Why women make better managers", it is explained that both male 

and female styles of leadership can be effective. However, when compared in parallel, 

"female style of leadership" has the edge. Murray (2006) in her article "EQ at Workplace 

and Gender Difference", indicated that bosses and leaders, in particular, need high 

Emotional Quotient (EQ) because they represent the organisation to the public. They 

interact with the largest number of people both within and outside the organisation and 

set the tone for employee morale. 

The Hay Group (2012) conducted global research showing that successful women 

leaders often display versatility in management styles. They tend to adapt to their style 

to the demands of the situation and are less inclined to adhere to one particular style. 

They know when to be directive, authoritative and lead by example (common masculine 

style).On the contrary, women also know when to lead by being more nurturing and 

inclusive-both feminine styles. "An Emotional Intelligent leader can recognize the 

emotions of his followers and will treat them accordingly, meaning that in case of strong 

emotions, usual management techniques may not be useful. Therefore an Emotional 

Intelligent leadership style will implicitly have tendencies of management by exception" 

Wagner (2013:659). It therefore means an Emotionally Intelligent leader will interpret 

the situation and quickly adapt a suitable approach or style to deal with a problem or 

address a situation. 

Males and females differ in their leadership styles which include aggression styles, 

persuasion styles, status and negotiations. Overall , men tend to be chosen as leaders 

of a group, except in certain situations. Karau (1999) indicates such situations when the 

group should operate on a long-term which proved that females are more frequently 
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chosen as the leaders because of the extensive interaction with the group. Self

confidence, prior leadership experience, and attitudes towards leadership are predictors 

of leadership emergence. However, the females still seem to use relationship-oriented 

styles in their leadership, while males use task-oriented style in their leadership. 

According to Payne (1985) , even this can be changed through training . Payne (1985) 

substantiates that a good leader incorporates both task-oriented and relationship

oriented styles in dealing with their subordinates. 

In a comparative study, Petrides and Furnham (2006) measured Emotional Intelligence 

and indicates that females scored higher than males in social skills. When asked to 

self-estimate Emotional Intelligence, Petrides and Furnham (2006) found that the men 

scored higher on certain factors compared to women. Based on this research , it was 

hypothesised that those who rated themselves high in Emotional Intelligence would 

have better leadership abilities. Furthermore, it was hypothesised that females would 

score higher in El and leadership than males, which suggests that females take a more 

relationship-oriented style of leadership. 

In this regard , a summary of findings of the survey "Women in leadership" published in 

Turnkett Leadership Group (2002) revealed results relative to women's views on 

teambuilding , the ability to achieve results and the development of people. Overall , 

51 % of respondents agreed or strongly agreed that women are more effective in 

developing people. 47% agreed or strongly agreed that women's teambuilding skills are 

more effective than their male counterparts. The lowest scores were for women being 

more effective than men in achieving results where only 20% agreed or strongly agreed . 

In the above survey, respondents had to conclude the sentence "One thing that I 

believe distinguishes women leaders is ... " to report that women have differentiating 

leadership strengths. Turnkett Leadership Group (2002) concluded that the responses 

could be grouped into three categories: 1) Emotional Intelligence and empathy, 2) 

Ability to multi-task, and 3) Ability to communicate and build consensus. 
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It is recognised that leaders play a critical role in defining a vision and to inspire people 

to achieve that vision (OECD, 2008:27). In the context of this study, because of the link 

between cultural change and leadership, a public service reform agenda was proposed 

during the 35thConference of the African Association for Public Administration and 

Management (AAPAM) Conference in Kigali , Rwanda 2013. However, unless the 

leaders at the top are convinced that reform is necessary, know what is required to 

meet the ever growing changes, and have the ability to drive and implement such 

reform programmes, it will difficult at the lower levels to be an effective leader. 

In all organisations, the culture that prevails is an important determinant of employee 

and managerial behavior and work-related outcomes. The influence of senior level 

managers, who act as role models, is an essential factor in building a leadership corps 

that drives the reform agenda in the public sector. Some countries, like South Africa, 

have evolved and set aside dedicated capacity to implement programmes for the 

development of senior management services (Wellars, 2013) . 

Another powerful reason for leaders to be mindful of what they say to employees is that 

people recall negative interactions with a boss with more intensity, in more detail , and 

more often that they do positive ones. The ease that a boss can demotivate employees 

makes it all the more imperative for him or her to act in ways that uplift emotions 

(Goleman, 2014). 

The above notion is supported in the study on the relationship between leadership 

behavior, outcomes of leadership and Emotional Intelligence, wherein Coetzee and 

Schaap (2005) conclude that the level of a leader's Emotional Intelligence determines 

whether or not such a leader is able to influence behavior and take individual 

development into consideration through the intellectual stimulating of followers. 

An Emotionally Intelligent leader is able to instill trust and commitment, motivate 

followers to exert extra effort, which in turn creates a feeling of satisfaction once the set 

goals are reached. 
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Although it may not be the intention of the leader to reward individuals at an emotional 

level , both satisfaction and commitment have emotional connotations. According to the 

research data, Contingent Rewards relates more strongly to Transformational 

Leadership than to Transactional Leadership (Coetzee & Schaap, 2005). 

The next aspect to consider is the retaining of competent leaders. A key challenge 

statement of the South African Public Service reads, "One of the key challenges of the 

South African Public Service is to recruit, develop and retain competent leaders and 

managers. Given the responsibilities and demands delegated to them , Public Service 

managers shoulder an important task of transforming the strategic vision , goals and 

objectives of government into effective service delivery (PSC; 2008)" . 

The PSC conducted research in 2008 on the turn-over rate of Head of Departments 

(HoDs) and its implications for the Public Service. The findings of th is research 

indicated that various factors caused the turnover incidences which are; Contracts of 

the HoDs coming to an end which causes uncertainty as to whether their contracts will 

be renewed or not, transfers between departments; experience proved that during 

political changes in government a high level of movement can be expected , and most 

HoDs accepted the reality of having to leave the Public Service before their contracts 

expire because of certain push or pull factors like a negative relationship between the 

HoD and the Executive Authority (PSC; 2008) . 

Sometimes, the level of senior managers below the HoDs circulate or transfer within the 

same Province, but can shift to other departments in pursuit of greener pastures. The 

broader vision of all civil service departments remains the provision of qualitative 

service delivery. Whether a manager is in a particular department or another, their 

vision remains the same with an emphasis on that department's portfolio. For example, 

the Departments of Economic Development; Public Works and Roads; Public Safety; 

Sports and Culture; Education all aim at providing qualitative recreation , education , 

economically viable and safe services to members of the public. 
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HoDs have resigned their positions often due to poor work relations or incompatibility 

with their political seniors, leading to instability and weakened operations or instability in 

the workplace or affected public service departments. "Where a change in Public 

Service leadership occurs, there must be a proper handover to facilitate stability during 

transition. This stability is particularly crucial when there is transition from one electoral 

term of government to another as will be the case in South Africa in 2009" (PSC, 

2008:6), 

"The incidents of turnover across national and provincial departments for the 2003/2004 

to 2006/07 financial years are recorded as 92 for the termination of service, 48 for 

transfers and 19 for the splitting of functions. In this regard , the termination of contracts 

account for over 59% of the incidents recorded in PERSAL, transfers account for 30% 

and appointments on the basis of the splitting of functions for 11 % of the incidents". 

(PSC, 2008: 7) 

2.4 SUMMARY l N\Nu j 
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The literature that were reviewed suggest that female senior managers have better 

Emotional Intelligence than their male counterparts in the workplace and that women 

led teams are more psychological or emotionally well and productive compared to male 

led teams. This study will explore this assertion further. 

The literature review also provided various theoretical perspectives and conceptual 

knowledge on Emotional Intelligence and leadership styles of senior managers. The 

chapter highlights that an organisation can only achieve its goals and objectives through 

its teams or personnel. It does however take Emotionally Intelligent and astute leaders 

to promote a particular vision to its followers. Employees need to be managed in such a 

way that they not only buy-in to the same vision as the leaders, but carry it forth with 

pride and zeal. 
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In essence leadership is about managing change, sharing ideas openly, guiding and 

reinforcing the reason for adapting to change. The more motivated and informed 

employees are, the more they will be motivated to work towards the common goal of the 

organisation. Irrespective of whether the manager is male or female, an empathetic 

leader is in tune with subordinates and able to share a vision with them. 

When employees understand the reasons leaders make decisions in an organisation for 

their operation and the value they add towards the overall success of the organisation, 

the more they perform and help achieve the overall mandate of the organisation they 

serve. 
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CHAPTER THREE: DATA AND METHODOLOGY 

3.1 INTRODUCTION 

This chapter provides a brief outline of the broad , underlying principle of research 

methodology and the choice of the appropriate research method for the study in order to 

address the research questions formulated in Chapter 1 (section 1.4). In The research 

design is discussed in full detail in section 3.2. The chapter concludes with a 

description of the method followed for the data analysis. 

3.2 SURVEY DESIGN 

A cross sectional design survey was used to answer the main research question. 

Participants (n=85) were purposively selected from a relatively small group of senior 

managers. All attempts were made to select an equal number of males and females. 

The participants ranged from Directors, Chief Directors, Deputy Directors General and 

two Superintendent Generals and in terms of Education the respondents held Doctoral 

to Bachelors' degrees. 

Roundy (2014) defines a cross sectional survey design as research that involves the 

use of a diverse group of people who differs in the variable of interest but share other 

characteristics such as socioeconomic status, educational background and ethnicity. 

According to the Institute for Work and Health (2009) , the defining feature of a cross 

sectional study is that it can compare different population groups at a single point in 

time. The significance and importance of this study or design, is that it allows 

researchers to compare many different variables at the same time for instance, 

Emotional Intelligence, leadership, gender differences and the influence of Emotional 

Intelligence and leadership on each specific gender. 
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However, the limitation of a cross sectional survey design is that it may not provide 

definite information about cause-and-effect relationships. According to the Institute for 

Work and Health (2009), a cross sectional study offers a snapshot of a single moment 

in time and do not consider activities before or after data gathering (the snapshot is 

taken). The likelihood is that other factors may have influenced the sample thus 

affecting their response to the questions. Thus, other changes in the future and in the 

environment or workplace may influence the response to the same questions answered 

in the past (with different outcomes). 

3.2.1 Strengths and weaknesses of cross-sectional studies 

The following strengths and weaknesses, adapted from authors, Wang et.al in the BMJ 

Open (2014), also apply to this cross-sectional study. Although it may be relatively easy 

and quick to conduct the study, there are long periods of follow-up; multiple outcomes 

and exposures. It is recommended for descriptive analyses and for generating 

hypotheses. 

The observed weaknesses of cross sectional studies, as adapted from authors Wang 

et.al in the BMJ Open publication (2014), are that it is not suitable for measuring 

incidences or associations identified in a study. These aspects may be difficult to 

interpret and susceptible to bias due to misclassification because of recall bias. 

Easterby-Smith, Thorpe and Jackson (2012) acknowledge another major limitation the 

difficulty to describe processes over time and to explain the reasons for observed 

patterns' existence. The findings may therefore be open to a number of interpretations 

which may be induced by the environment and a whole range of reasons. For instance, 

that there are no significant differences between male and female leaders in the North 

West Provincial Government may be as a result of North West Province being part of a 

young democracy, the South African Republic, and that there are shared and uniform 

policy directives on what the ideal public service should adopt as best practice. Thus, 

the slim line of deviation, in terms of operations and functionality of male and female 

senior leaders. 
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3.2.2 Participants 

Table 3.1 below describes the profile of the participants of this study. 

Table 3.1: Characteristics of participants 

Variable Frequency % 
Gender Male 48 56.47 

Female 37 43 .53 

Position Director 52 61.18 
Chief Director 23 27.06 
DDG 8 9.41 
SG 2 2.35 

Years Position 0 to 2 20 23.53 
2 to 5 24 28.24 
5 to 7 16 18.82 
8 + 20 23.53 

Education PhD 13 15.29 
Masters 30 35.29 
Honours 21 24.71 
Bachelor's degree 18 21.1 8 

The participants in this questionnaire were senior management teams from the following 

Departments: Transport, Roads and Community Safety; Education , Public Works ; Local 

Government and Housing, Sports, Arts and Culture, and Finance. 

The majority of participants, 61 % occupy the position of a Director which is the entry 

level of senior management in Government Services. The next level of participants is 

the Chief Directors wherein 27% of these managers participated in th is study. The 

levels to follow are the most senior levels of management, Deputy Directors General 

and the Superintendent General. 
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The majority of managers have served in Government for approximately two to five 

years, whereas the next set of managers have been in service for a period less than two 

years and some have been in service for eight years and longer. In terms of education, 

13 participants in this research hold Doctoral degrees, 30 hold a Master Degree 

followed by 21 who have an Honours' degree and 18 a Bachelor's degree. 

3.3 DAT A ANALYSIS METHODS 

For the purpose of the present study, the following measures were employed: 

The demographic questionnaire is an anonymous self-report questionnaire to obtain 

demographic information on the gender, position held by participants, number of years 

they have occupied a specific position or designation, and their levels of education . 

Self-Report Emotional Intelligence Scale [SREIS] (Schutte et a/., 1998). This is a 33 

item self-report measure of Emotional Intelligence. The SREIS has been designed to 

map onto the Salovey and Mayer (1990) model of El. Items of the test relate to the 

three aspects of Emotional Intelligence: Appraisal and expression of emotion; regulation 

of emotion and utilisation of emotion 

The Leadership Style Survey [LSS] (Clark, 1998) is a 30 item measure which contains 

statements about leadership style beliefs. It was used in this study to distinguish the 

various leadership styles. Clark, (1998) identifies three leadership styles: authoritarian, 

participative, and delegation. The highest score for any of these dimensions is 50 and 

the lowest is 10. 

The Generalised Self- Efficacy Scale [GSES] (Schwarzer & Jerusalem, 1995) is a 10 

item scale created to assess a general sense of perceived self-efficacy with the aim in 

mind to predict coping with daily hassles as well as adaptation after experiencing all 

kinds of stressful life events. According to Schwarzer and Jerusalem (1995) , this scale 

is also suitable as an indicator of quality of life at any point in life. In terms of reliability, 

in samples from 23 nations, Schwarzer and Jerusalem (1995) further note that the 
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Cronbach's alphas ranged from .76 to .90, with the majority in the high .80s. "In terms of 

validity, positive co-efficients were found with favourable emotions, dispositional 

optimism, and work satisfaction. Negative co-efficients were found with depression , 

anxiety, stress, burnout and health complaints". (Schwarzer and Jerusalem 1995) 

The Constructive Thinking Inventory [CTI] (Epstein and Meier 1989) is an inventory 

that assesses constructive and destructive beliefs and thinking patterns. This scale 

measures the efficacy of the experiential system whilst the intell igence tests measure 

the efficacy of the rational or intellectual system. The CTI predicts a variety of 

desirable abilities that are unrelated or only very weakly related to intelligence, including 

work performance, social skills, and emotional and physical well being. In th is research 

the respondents were requested to respond to 46 statements relating to Constructing 

thinking . 

3.4 RELIABILITY TEST 

Cronbach's Alpha is a test for a model or survey's internal consistency, ca lled a 'scale 

reliability coefficient' . The Cronbach's Alpha coefficient reflects the reliability of a rating 

summarising a group of test or survey answers which measure some underlying factor 

(e.g. some attribute of the test-taker). 

A score is computed from each test item and the overall rating , called a 'scale' is 

defined by the sum of these scores over all the test items. The cut-off point is 0.7, 

meaning an alpha value less than 0. 7 is not acceptable. When using Likert-type scales 

it is imperative to calculate and report the Cronbach's Alpha coefficient for internal 

consistency and reliability for any scales or subscales one may be using . 

Table 3.2: Characteristics of participants 

Data Cronbach's Al ha Items Comments 
Data 0.876 119 Excellent and consistent 
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Classification for coefficient as explained by Ellis and Steyn ( 2003) : 

Alpha > 0.9 - Excellent, 
Alpha > 0.8 - Good, 
Alpha > 0. 7 - Acceptable, 
Alpha > 0.6 - Questionable, 
Alpha > 0.5 - Poor, and 
Alpha < 0.5 - Unacceptable" 

3.5 SUMMARY 

In this study, as supported by Ellis and Steyn (2003) in their study on practical 

significance(effect size) or in combination with statistical significance (p-values) , it is 

important to know in many cases whether a relationship between two variables are 

practically significant between gender and preference for or against the factor that is 

rated or tested . Ellis and Steyn (2003) further explain that for random samples, the 

statistical significance of such relationships are determined with Chi-square tests, but 

actually one wants to know whether the relationship is large enough to be important. 

What is significant to this study is that the effect size is again independent of sample 

size. Cohen(1988) cited in Ellis and Steyn (2003) , gives the following guidelines for the 

interpretation in the current case as follows : 

(a) small effect: w = 0.1 

(b) medium effect: w = 0.3 

(c) large effect: w = 0.5 

(d) A relationship with w ~ 0.5 is considered as practically significant. 
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CHAPTER FOUR: RESULTS AND DISCUSSION 

4.1 INTRODUCTION 

This chapter presents the data as gathered through the questionnaire administered to 

senior management teams from the following Departments: Transport, Roads and 

Community Safety; Education, Public Works; Local Government and Housing, Sports 

Arts and Culture and Finance. The data from the questionnaire is presented and 

analysed in the order of the research objectives presented earlier in Chapter 1. 

4.2 DEMOGRAPHIC PROFILE 

Figure 4.1: Participants gender profile 

Gender 
■ Male ■ Female 

Figure 4.1 reflects the distribution of gender differences in the respondents: 56% were 

males and 44% females. 
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Figure 4.2: Participants positions 
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Figure 4.2 depicts the position held by the respondents in which 61.2% were 

Directors, 27.1 % were Chief Directors and 2.4% were Superintendent Generals. 

Figure 4.3: Participants length of service I_ ~WU J 
LLJ.BRARY 
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Figure 4.3 shows that most of the respondents' (61.2%) length of service is between 0-1 

years and 2.4% of the respondents experience is between 8 - 10 years. 
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Figure 4.4: Participants education level 
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The results in Figure 4.4 reveal that the majority of the respondents (28.2%) have 

Masters degrees whilst a small proportion have an Honours degree (18.8%) , and some 

were have Diplomas 5.9%. 

Table 4.1: Respondents experience in present leadership position 

VERY EXCITING UNPLEASANT NOT TOTAL 
STATEMENTS EXCITING FULFILLING 

1 2 3 4 

How do you experience 13(15.3%) 30(35.3%) 21(24.7%) 21 (24.7%) 85(100) 
your present position 

Leading my colleagues 25 (29.4%) 56(65.9%) 2 (2.4%) 2 (2.4%) 85(100) 
in the Department is: 

Table 4.1 shows that 50.6% (15.3% & 35.3%) of the respondents indicated that their 

experience in their present position is exciting. The vast majority of 95.3% (29.4% & 

65.9%) of the respondents indicated that leading their colleagues in their department is 

very exciting. 
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Table 4.2: Staff turnover and training 

YES NO TOTAL 
STATEMENTS 

1 2 

I have been looking for 26(30.6%) 59(69.4%) 85(100) 
another job in the last 
6months 
Have you had additional 19(22.4%) 66(77.6%) 85(100) 
career relevant training in 
the last 2 years? 

Have you had people trying 54(63.5%) 31(36.5%) 85(100) 
to move to your section in 
the past 2 years? 

Table 4.2 depicts that 69.4% of the respondents indicated that they have not been 

looking for another job in the last six months. The majority of respondents (77.6%) 

indicated that they have not had additional career relevant training in the last two years 

and 63.5% of the respondents stated that they have had people trying to move to their 

section during the past two years. 

Figure 4.5: Last senior management evaluation 
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Figure 4.5 shows that 61.2% of the respondents feels that their last senior management 

service evaluation was good, while 1.2% indicated that their last senior management 

service evaluation was very poor. 

Table 4.3.1: Emotional Intelligent Scale 

STRONGLY DISAGREE UNSURE AGREE STRONGLY TOTAL 
STATEMENTS DISAGREE AGREE 

1 2 3 4 5 

I know when to speak 1(1 .2%) 77(90.6%) 4(4.7%) 0(0.0%) 3(3.5%) 85(100) 
about my personal 
problems to others 
When I am faced with 0(0.0%) 0(0.0%) 7(8.2%) 47 31(36.5%) 85(100) 
obstacles, I remember (55.3%) 
times I faced similar 
obstacles and overcame 
them. 

I expect that I will do well 0(0.0%) 0(0.0%) 8(9.4%) 51 26(30.6%) 85(100) 
on most things I try (60.0%) 

Other people find it easy (0.0%) 1(1 .2%) 0(0.0%) 55 29(34.1%) 85(100) 
to confide in me (64.7%) 

I find it hard to 0(0.0%) 2(2.4%) 18(21 .2%) 41(48.2%) 24(28.2%) 85(100) 
understand the non-
verbal messages of other 
people* 
Some of the major 9(10.6%) 36(42.4%) 29(34.1%) 8(9.4%) 3(3.5%) 85(100) 
events of my life have led 
me to re-evaluate what is 
important and not 
important 

When my mood 0(0.0%) 1 (1 .2%) 0(0.0%) 48(56.5%) 36(42.4%) 85(100) 
changes, I see new 
possibilities 
Emotions are one of the 5(5.9%) 11(12.9%) 23(27.1%) 33(38.8%) 13(15.3%) 85(100) 
things that make my life 
worth living 
I am aware of my 2(2.4%) 11(12.9%) 10(11 .8%) 44(51.8%) 18(21 .2%) 85(100) 
emotions as I experience 
them 
I expect good things to 0(0.0%) 0(0.0%) 6(7.1%) 55(64.7%) 24(28.2%) 85(100) 
happen 

I like to share my 0(0.0%) 1 (1 .2%) 6(7.1%) 45(52.9%) 33(38.8%) 85(100) 
emotions with others 
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When I experience a 1(1 .2%) 13(15.3%) 18(21 .2%) 38(44.7%) 15(17.6%) 85(100) 

positive emotion, I know 
how to make it last 
I arrange events others 0(0.0%) 4(4 .7%) 14(16.5%) 48(56.5%) 19(22.4%) 85(100) 

enjoy 
I seek out activities that 2(2.4%) 5(5.9%) 27(31 .8%) 41(48.2%) 10(11 .8%) 85(100) 

make me happy 
I am aware of the non- 0(0.0%) 3(3.5%) 5(5.9%) 50(58.8%) 27(31.8%) 85(100) 

verbal messages I send 
to others 
I present myself in a way 1(1 .2%) 5(5.9%) 30(35.3%) 38(44.7%) 11 (1 2.9%) 85(100) 

that makes a good 
impression on others 

Table 4.3.1 presents the responses to the questions of the Emotional Intelligent Scale. 

The participants were requested to respond to thirty three statements. They were asked 

to respond whether they agree or not (1 =Strongly disagree; 2=Disagree; 3=Unsure, 

4=Agree; S=Strongly agree) . 

Accordingly, 91 .8% (1.2% & 90.6%) of the respondents strongly disagreed that they 

know when to speak about their personal problems to others, 91 .8% (55.3% & 36.5%) 

of the respondents agreed that when they are faced with obstacles, they remember 

times they faced similar obstacles and overcame them. Most responders, 90.6% (60.0% 

& 30.6%) agreed that they expect they will do well on most things they try, 98.8% 

(64.7% & 34.1%) agreed that other people find it easy to confide in them , while a little 

lower than the other scores, 76.4% (48.2% & 28.2%) of the respondents agreed that 

they find it hard to understand the non-verbal messages of other people. 

In the view of that, 53.0% (10.6% & 42.4%) of the respondents disagreed that some of 

the major events of their life have led them to re-evaluate what is important and not 

important, while 98.8% (56.5% & 42.4%) agreed that when their mood changes, they 

see new possibilities. A much lower percentage of respondents, 54.1 % (38.8% & 

15.3%) agreed that emotions are one of the things that make their life worth living, 

whereas 73.0% (51 .8% & 21 .2%) agreed that they are aware of their emotions as they 

experience them. Nearly all respondents, 92 .9% (64.7% & 28.2%) agreed that they 
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expect good things to happen, 91.7% (52.9% & 38.8%) agreed that they like to share 

their emotions with others, but only 62.3% (44.7% & 17.6%) confirmed that when they 

experience a positive emotion , they know how to make it last. 

Further following from the results is 78.9% (56.5% & 22.4%) of the respondents in 

agreement that they arrange events other enjoy, while merely 60.0% (48.2% & 11 .8%) 

agreed that they seek out activities that make them happy. Almost all respondents 

90.6% (58.8% & 31.8%) agreed that they are aware of the non-verbal messages they 

sent to others and 57.6% (44. 7% & 12.9%) of the respondents agreed that they present 

themselves in a way that makes a good impression on others. 

Table 4.3.2: Emotional Intelligent Scale 

STATEMENTS 

STRONGLY 
DISAGREE 

1 

When I am in a positive 0(0.0%) 
mood, solving problems 
is easy for me 

By looking at their facial 0(0.0%) 
expressions, I recogn ize 
the emotions people are 
experiencing 

I know why my 0(0.0%) 
emotions change 

When I am in a positive 0(0.0%) 
mood, I am able to 
come up with new ideas 

I have control over my 1 ( 1.2%) 
emotions 

I easily recognize my 0(0.0%) 
emotions as I 
experience them 

I motivate myself by 0(0.0%) 
imagining a good 
outcome to tasks I take 
on 
I compl iment others 0(0.0%) 
when they have done 
something well 

DISAGREE 

2 

0(0.0%) 

2(2.4%) 

3(3.5%) 

3(3.5%) 

2(2.4%) 

4(4.7%) 

3(3.5%) 

1(1 .2%) 

45 

UNSURE 

3 

8 (9.4%) 

10(11 .8%) 

23(27.1%) 

AGREE 

4 

STRONGL 
YAGREE 

5 

TOTAL 

47(55.3%) 30(35.3%) 85(100) 

49(57.6%) 24(28.2%) 85(100) 

39(45.9%) 20(23.5%) 85(100) 

14(16.5%) 46(54.1%) 22(25.9%) 85(100) 

7(8.2%) 45(52.9%) 30(35.3%) 85(100) 

18(21 .2%) 45(52.9%) 18(21 .2%) 85(100) 

10(11 .8%) 50(58.8%) 22(25.9%) 85(100) 

12(14.1%) 46(54.1%) 26(30.6%) 85(100) 



I am aware of the non-
verbal messages other 
people send 

When another person 
tells me about an 
important event in his or 
her life, I almost feel as 
though I have 
experienced this event 
myself 

When I feel a change in 
emotions, I tend to 
come up with new ideas 

When I am faced with a 
challenge, I give up 
because I believe I will 
fail* 

I know what other 
people are feeling just 
by looking at them 

I help other people feel 
better then they are 
down 

I use good moods to 
help myself keep trying 
in the face of obstacles. 

I can tell how people 
are feeling by listening 
to the tone of their voice 

It is difficult for me to 
understand why people 
feel the way they do* 

0 (0.0%) 0 (0.0%) 0 (0.0%) 

0(0.0%) 2 (2.4%) 26(30.6%) 

1(1 .2%) 7(8.2%) 21(24.7%) 

5(5.9%) 7(8.2%) 30(35.3%) 

38(44.7%) 41(48.2%) 3(3.5%) 

5(5.9%) 13(15.3%) 42(49.4%) 

1 (1 .2%) 0(0.0%) 11(12.9%) 

0(0.0%) 2(2.4%) 7(8.2%) 

0(0.0%) 1 (1.2%) 25(29.4%) 

48(56.5%) 37(43.5%) 85(100) 

46(54.1%) 11(12.9%) 85(100) 

45(52.9%) 11(12.9%) 85(100) 

30(35.3%) 13(15.3%) 85(100) 

1(1 .2%) 2(2.4%) 85(100) 

24 (28.2%) 1 (1 .2%) 85(100) 

59(69.4%) 14(16.5%) 85(100) 

60(70.6%) 16(18.8%) 85(100) 

51(60.0%) 8(9.4%) 85(100) 

[ N\Nu I 
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Table 4.3.2 presents the responses to the questions relating to the Emotional Intelligent 

Scale. The respondents were requested to respond to thirty three statements. They 

were asked to respond whether they agree or not (1 =Strongly disagree; 2=Disagree; 

3=Unsure, 4=Agree; 5=Strongly agree) . From the Emotional Intelligent Scale it is 

evident that the most respondents, 90.6% (55.3% & 35.3%) agreed that when they are 

in a positive mood, solving problems is easy for them, 85.8% (57.6% & 28.2%) agreed 

that by looking at their facial expressions, they recognise the emotions people are 

experiencing, 69.4% (45.9% & 24.5%) agreed that they know why their emotions 

46 



change and 80.0% (54.1 % & 25.9%) of the respondents agreed that when they are in a 

positive mood, they are able to come up with new ideas. A large part of the 

respondents, 88.2% (52.9% & 35.3%) agreed that they have control over their emotions 

and 74.1 % (52.9% & 21 .2%) confirmed that they easily recognise their emotions as they 

experience them. 

Correspondingly to the interpretation of the Emotional Intelligent Scale, most of the 

respondents 84.7% (58.8% & 25.9%) agreed that they motivate themselves by 

imagining a good outcome to tasks they take on, 84.7% (54.1% & 30.6%) agreed that 

they compliment others when they have done something well and all respondents 100% 

(56.5% & 43.5%) were in agreement that they are aware of the non-verbal messages 

other people send. Unlike the previous statements, only 67.0% (54.1 % & 12.9%) of the 

respondents agreed that when another person tells them about an important event in 

his or her life, they almost feel as though they have experienced this event themselves. 

In further view of the Emotional Intelligent Scale data, 65.8% (52.9% & 12.9%) of the 

respondents agreed that when they feel a change in emotions, they tend to come up 

with new ideas and only half of the respondents 50.6% (35.3% & 15.3%) that when they 

are faced with a challenge, they give up because they believe they will fail. The majority 

of respondents 92.9% (44. 7% & 48.2%) strongly disagreed that they know what other 

people are feeling just by looking at them, and 49.4% of the respondents were unsure 

that they help other people feel better than they are down. Again , most respondents 

85.9% (69.4% & 16.5%) agreed that they use a good mood to help themselves keep 

trying in the face of obstacles. 

Subsequently, 89.4% (70.6% & 18.8%) of the respondents agreed that they can tell how 

people are feeling by listening to the tone of their voice and lastly it is evident that quite 

a number of respondents 69.4% (60.0% & 9.4%) agreed that it is difficult for them to 

understand why people feel the way they do. 
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Table 4.4: Generalized Self-Efficacy Scale 

NOT AT BARELY MODERATELY EXACTLY TOTAL 
STATEMENTS ALL TRUE TRUE TRUE TRUE 

1 2 3 4 

I can always manage to 12(14.1%) 44(51 .8%) 15(17.6%) 14 (16.5%) 85(100) 
solve difficult problems if I 
try hard enough. 

If someone opposes me, I 0(0.0%) 0(0.0%) 29(34.1%) 56(65.9%) 85(100) 
can find means and ways 
to get what I want. 

It is easy for me to stick to 8(9.4%) 12(14.1%) 39(45.9%) 26(30.6%) 85(100) 
my aims and accomplish 
my goals. 

I am confident that I could 0(0.0%) 2(2.4%) 38(44.7%) 45(52.9%) 85(100) 
deal efficiently with 
unexpected events. 

Thanks to my 0(0.0%) 5(5.9%) 34(40.0%) 46(54.1%) 85(100) 
resourcefulness, I know 
how to handle unforeseen 
situations. 

I can solve most problems 0(0.0%) 2(2.4%) 38(44.7%) 45(52.9%) 85(100) 
if I invest the necessary 
effort. 

I can remain calm when 0(0.0%) 1 (1.2%) 24(28.2%) 60(70.6%) 85(100) 
facing difficulties because 
I can rely on my coping 
abilities. 

When I am confronted 0(0.0%) 5(5.9%) 35(41.2%) 45(52.9%) 85(100) 
with a problem, I can 
usually find several 
solutions. 

If I am in a bind, I can 0(0.0%) 3(3.5%) 36(42.4%) 46(54.1%) 85(100) 
usually think of something 
to do. 

No matter what comes my 0(0.0%) 8(9.4%) 47(55.3%) 30(35.3%) 85(100) 
way, I'm usually able to 
handle it. 

Table 4.4 presents the responses to the questions relating to Generalised Self-Efficacy 

Scale. The respondents were requested to respond to ten statements. They were asked 

to respond whether they agree or not (1 = Not at all true; 2= Barely true; 3= Moderately 

true, 4= Exactly true) . 
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Correspondingly to Table 4.4 it is evident that some respondents, 65.9% (14.1 % & 

51.8%) feel it is barely true that they can always manage to solve difficult problems if 

they try hard enough , while 100% (34.1 % & 65.9%) of the respondents indicated that if 

someone opposes them, they can find means and ways to get what they want. Several 

respondents 76.5% (45.9% & 30.6%) indicated that it is easy for them to stick to their 

aims and accomplish their goals, whereas the majority of respondents 97.6% (44.7% & 

52.9%) feel confident that they could deal efficiently with unexpected events. 

In view of the Efficacy Scale, nearly all respondents 94.1 % (40.0% & 54.1 %) specified 

that thanks to their resourcefulness, they know how to handle unforeseen situations, 

97.6% (44.7% & 52 .9%) pointed out that they can solve most problems if they invest the 

necessary effort, 98.2% (28.2% & 70.6%) of the respondents confirmed that they can 

remain calm when facing difficulties because they can rely on their coping abilities , and 

94.1% (41 .2% & 52.9%) expressed that when they are confronted with a problem, they 

can usually find several solutions. The majority of respondents 96.5% (42.4% & 54.1 %) 

also indicated that if they are in a bind, they can usually think of something to do and 

lastly 90.6% (55.3% & 35.3%) of the respondents affirmed that no matter what comes 

their way, they are usually able to handle it. 
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Table 4.5.1: Constructive Thinking Inventory 

UNDECIDED 
DEFINITELY MOSTLY /EQUALLY MOSTLY DEFINITELY TOTAL 

STATEMENTS FALSE FALSE FALSE AND TRUE TRUE 
TRUE 

1 2 3 4 5 

When I have a lot of 1 (1 .2%) 10(11.8%) 37(43.5%) 37(43.5%) 0(0.0%) 85(100) 

work to do by a 
deadline, I waste a lot of 
time worrying about it 
instead of just doing it. 

I tend to classify people 41(48.2%) 28(32.9%) 5(5.9%) 10(11 .8%) 1 (1 .2%) 85(100) 

as either for me or 
against me. 

When doing unpleasant 28(32.9%) 24(28.2%) 23(27.1%) 10(11 .8%) 0(0.0%) 85(100) 
chores, I make the best 
of it by thinking pleasant 
or interesting thoughts. 

I don't let little things 5(5.9%) 6(7.1 %) 22(25.9%) 41(48.2%) 11(12.9%) 85(100) 
bother me. 

I look at challenges not 2(2.4%) 5(5.9%) 6(7.1%) 41(48.2%) 31(36.5%) 85(100) 

as something to fear, 
but as an opportunity to 

test myself and learn. 

I take failure very hard. 0(0.0%) 2(2.4%) 5(5.9%) 32(37.6%) 46(54.1%) 85(100) 

I spend much more time 9(10.6%) 15(17.6%) 10(11 .8%) 26(30.6%) 25(29.4%) 85(100) 
mentally rehearsing my 
failures than 
remembering my 

successes 

I am very sensitive to 27(31 .8%) 29(34.1%) 13(15.3%) 14(16.5%) 2(2.4%) 85(100) 
rejection . 

I've learned not to hope 8(9.4%) 19(22.4%) 12(14.1%) 28(32.9%) 18(21 .2%) 85(100) 
too hard, because what I 
hope for usually doesn't 
happen. 

If I said something 19(22.4%) 28(32.9%) 12(14.1%) 17(20.0%) 9(10 .6%) 85(100) 
foolish when I speak up 
in a group, I would chalk 
it up to experience and 
not worry about it. 

When faced with a large 6(7.1 %) 20(23.5%) 26(30.6%) 28(32.9%) 5(5 .9%) 85(100) 
amount of work to 
complete, I tell myself I 
can never get it done, 
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and feel like giving up. 

When something bad 39(45.9%) 38(44.7%) 4(4.7%) 3(3.5%) 1 (1 .2%) 85(100) 
happens to me, I feel 
that more bad things are 
likely to follow. 
The slightest indication 36(42.4%) 35(41.2%) 3(3.5%) 9(10.6%) 2(2.4%) 85(100) 
of disapproval gets me 

upset. 
It is so distressing for 25(29.4%) 32(37.6%) 12(14.1%) 16(1 8.8%) 0(0.0%) 85(100) 
me to try hard and fail , 
that I rarely make an all-
out effort to do my best. 

I worry a great deal 32(37.6%) 24(28.2%) 11(12.9%) 16(18.8%) 2(2.4%) 85(100) 
about what other people 
think of me. 

Table 4.5.1 presents the responses to the questions relating to Constructive Thinking 

Inventory. The respondents were requested to respond to 46 statements. They were 

asked to respond whether they agree or not (1 = Definitely false; 2= Mostly false; 3= 

Undecided/equally false and true; 4= Mostly true; 5= Definitely true) . 

It is evident from the data that, 87.0% (43.5% & 43.5%) of the respondents indicated 

that when they have a lot of work to do by a deadline, they waste a lot of time worrying 

about it instead of just doing it, 81.1 % (48.2% & 32.9%) of the respondents indicated 

that they do not tend to classify people as either for them or against them. Some 

respondents 61 .1 % (32.9% & 28.2%) stated that when doing unpleasant chores, they 

do not make the best of it by thinking pleasant or interesting thoughts and the same 

number of respondents 61.1 % (48.2% & 12.9%) felt that they don't let little things bother 

them. Most respondents 84.7% (48.2% & 36.5%) confirmed that they look at challenges 

not as something to fear, but as an opportunity to test themselves and learn, 91 . 7% 

(37.6% & 54.1 %) voiced that they take failure very hard. 

A much lower percentage rate is evident with 60.0% (30.6% & 29.4%) of the 

respondents indicated that they spend much more time mentally rehearsing their 

failures than remembering their successes, 65.9% (31.8% & 34.1 %) of the respondents 

indicated that they are not very sensitive to rejection , 54.1 % (32.9% & 21.2%) of the 
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respondents indicated that they've learned not to hope too hard, because what they 

hope for usually doesn't happen, 55.3% (22.4% & 32.9%) pointed out that if they said 

something foolish when they speak up in a group, they would not chalk it up to 

experience and not worry about it. A very few respondents 38.8% (32.9% & 5.9%) 

showed that when faced with a large amount of work to complete, they tell themselves 

they can never get it done, and feel like giving up. The majority of respondents 90.6% 

(45.9% & 44.7%) felt that when something bad happens to them , they do not feel that 

more bad things are likely to follow. Also, quite a large number of respondents 83.6% 

(42.4% & 41.2%) pointed that the slightest indication of disapproval do not get them 

upset, but less respondents, 67.0% (29.4% & 37.6%) indicated that it is not distressing 

for them to try hard and fail , that they rarely make an all-out effort to do their best. Lastly 

65.8% (37.6% & 28.2%) of the respondents indicated that they do not worry a great deal 

about what other people think of them. 

Table 4.5.2: Constructive Thinking Inventory 

UNDECIDED 
DEFINITELY MOSTLY /EQUALLY MOSTLY DEFINITELY TOTAL 

STATEMENTS FALSE FALSE FALSE AND TRUE TRUE 
TRUE 

1 2 3 4 5 

When I realise I have 23(27.1%) 28(32.9%) 12(14.1%) 20(23.5%) 2(2.4%) 85(100) 
made a mistake, I 
usually take immediate 
action to correct it. 

If I do poorly on an 7(8.2%) 8(9.4%) 2(2.4%) 36(42.4%) 32(37.6%) 85(100) 
important test, I feel 
like a total failure and 
that I won 't go far in 
life. 

When I am faced with 25(29.4%) 50(58.8%) 3(3.5%) 6(7.1%) 1 (1 .2%) 85(100) 
a difficult task, I th ink 
encouraging thoughts 
that help me do my 
best. 

My mind often drifts to 0(0.0%) 3(3.5%) 7(8.2%) 54(63.5%) 21(24.7%) 85(100) 
unpleasant events from 
the past. 
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I am the kind of person 19(22.4%) 27(31 .8%) 10(11 .8%) 23(27.1%) 6(7 .1%) 85(100) 
who takes action rather 
than just thinks or 
complains about the 
situation . 
I believe it is best, in 0(0.0%) 3(3.5%) 5(5.9%) 35(41.2%) 42(49.4%) 85(100) 
most situations, to 
emphasise the positive 
side of th ings. 
I don't worry about 2(2.4%) 2(2.4%) 2(2.4%) 36(42.4%) 43(50.6%) 85(100) 
th ings I can do nothing 
about. 
If I have something 6(7.1%) 12(1 4.1%) 20(23.5%) 24(28.2%) 23(27.1%) 85(100) 
unpleasant to do, I try 
to make the best of it 
by th inking in positive 
terms. 
I feel like a total failure 2(2.4%) 1 (1 .2%) 9(10.6%) 49(57.6%) 24(28.2%) 85(100) 
if I don't achieve the 
goals I set for myself. 
Unless I do a perfect 25(29.4%) 32(37.6%) 12(14.1%) 13(15.3%) 3(3.5%) 85(100) 
job, I feel like a failure. 
I am tolerant of my 16(18.8%) 23(27.1%) 25(29.4%) 19(22.4%) 2(2.4%) 85(100) 
mistakes as I feel they 
are a necessary part of 
learning. 
If I were rejected at an 3(3 .5%) 10(1 1.8%) 13(15.3%) 41(48.2%) 18(21.2%) 85(100) 
important job interview, 
I would feel very low 
and think that I would 
never be able to get a 
good job 
I tend to take th ings 31(36.5%) 30(35.3%) 17(20.0%) 6(7.1%) 1(1 .2%) 85(100) 
personally. 
I don't feel that I have 20(23.8%) 27(32.1%) 19(22.6%) 16(19.0%) 2(2.4%) 84(100) 
to perform 
exceptionally well in 
order to consider 
myself a worthwhile 
person. 
I avoid challenges 14(16.5%) 23(27.1%) 22(25.9%) 20(23.5%) 6(7.1%) 85(100) 
because it hurts too 
much when I fail. 

Table 4.5.2 presents the responses to the questions relating to Constructive Thinking 

Inventory. The respondents were requested to respond to 46 statements relating to 
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constructive thinking. They were asked to respond whether they agree or not (1 = 

Definitely false; 2= Mostly false; 3= Undecided/equally false and true; 4= Mostly true; 5= 

Definitely true). As a result, 60.0% (27.1 % & 32.9%) of the respondents indicated that 

when they realise they have made a mistake, they do not usually take immediate action 

to correct it. Most respondents 80.0% (42.4% & 37.6%) pointed out that if they do poorly 

on an important test, they feel like a total failure and that they won't go far in life and 

88.2% (29.4% & 58.8%) of the respondents indicated that when they are faced with a 

difficult task, they do not think encouraging thoughts that help them do their best.It is 

further evident that 88.2% (63.5% & 24.7%) of the respondents confirmed that their 

mind often drifts to unpleasant events from the past and 90.6% (41 .2% & 49.4%) of the 

respondents are the kind of person who takes action rather than just thinks or complains 

about the situation . Most respondents 93.0% (42.4% & 50.6%) showed that they believe 

it is best, in most situations, to emphasize the positive side of things. 

Just more than half of the respondents 55.3% (28.2% & 27.1 %) indicated that they don't 

worry about things they can do nothing about, 85.8% (57.6% & 28.2%) of the 

respondents indicated that if they have something unpleasant to do, they try to make 

the best of it by thinking in positive terms, and 67.0% (29.4% & 37.6%) of the 

respondents indicated that they do not feel like a total failure if they don 't achieve the 

goals they set for themselves. 

The results also indicate that only45.9% (18.8% & 27.1 %) of the respondents revealed 

that unless they do a perfect job, they do not feel like a failure. Some respondents 

69.4% (48.2% & 21 .2%) indicated that they are tolerant of their own mistakes as they 

feel mistakes are a necessary part of learning . Quite a number of respondents 71.8% 

(36.5% & 35.3%) indicated that if they were rejected at an important job interview, they 

would not feel very low and think that they would never be able to get a good job, and 

55.9% (23.8% & 32.1 %) of the respondents indicated that they do not tend to take 

things personally. 
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Only43.6% (16.5% & 27.1%) of the respondents indicated that they feel that they have 

to perform exceptionally well in order to consider themselves a worthwhile person and 

88.2% (40.0% & 48.2%) of the respondents indicated that they do not avoid challenges 

because it hurts too much when they fail. 

Table 4.5.3: Constructive Thinking Inventory 

UNDECIDED 
DEFINITELY MOSTLY /EQUALLY MOSTLY DEFINITELY TOTAL 

STATEMENTS FALSE FALSE FALSE AND TRUE TRUE 
TRUE 

1 2 3 4 5 

I am very sensitive to 34(40.0%) 41(48.2%) 3(3.5%) 4(4.7%) 3(3 .5%) 85(100) 

being made fun of. 

I spend a lot of time 15(17.6%) 22(25.9%) 11(12.9%) 25(29.4%) 12(14.1%) 85(100) 

thinking about my 
mistakes even if there 

is nothing I can do 
about them. 

I like to succeed, but I 28(32.9%) 35(41 .2%) 11(12.9%) 6(7.1%) 5(5.9%) 85(100) 

don 't take failure as 
tragedy. 

It is foolish to trust 6(7.1 %) 7(8.2%) 7(8 .2%) 38(44.7%) 27(31.8%) 85(100) 

anyone completely, if 
you do, you are bound 

to get hurt. 

When I have a lot of 9(10.6%) 25(29.4%) 19(22.4%) 22(25.9%) 10(11 .8%) 85(100) 

important things to take 
care of, I make a plan 
and stick to it. 

When someone I love 1 (1 .2%) 6(7.1%) 10(11.8%) 47(55.3%) 21(24.7%) 85(100) 

has rejected me, it has 

made me feel 

inadequate and that I 
will never be able to 
accomplish anything. 

I tend to dwell more on 28(32.9%) 41(48.2%) 9(10.6%) 7(8.2%) 0(0.0%) 85(100) 

pleasantthanunpleasan 
t incidentsfrom the 
past. 

I get so distressed 5(5.9%) 9(10.6%) 9(10.6%) 46(54.1%) 16(18.8%) 85(100) 

when I notice that I am 

doing poorly in 

something that it 
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makes me do worse. 

When unpleasant 19(22.4%) 41(48.2%) 10(11.8%) 13(15.3%) 2(2.4%) 85(100) 

things happen to me, I 
don't let them prey on 
my mind. 
If I do very poorly on a 2(2.4%) 5(5.9%) 11(12.9%) 45(52.9%) 22(25.9%) 85(100) 
test, I realise it is only a 
single test, and it 
doesn't make me feel 
generally incompetent. 

I don't get very 4(4.7%) 6(7.1 %) 13(15.3%) 38(44.7%) 24(28.2%) 85(100) 

distressed over the 
mistakes of others, but 
try to deal with them in 
a constructive way. 

I try to make an all-out 0(0.0%) 3(3.5%) 7(8.2%) 49(57.6%) 26(30.6%) 85(100) 
effort in most things I 
do. 

I have learned from 0(0.0%) 1 (1 .2%) 3(3.5%) 34(40.0%) 47(55.3%) 85(100) 
bitter experience that 
most people are not 
trustworthy. 

When I am faced with 7(8.2%) 24(28.2%) 19(22.4%) 18(21 .2%) 17(20.0%) 85(100) 
a new situation , I tend 
to think the worst 
possible outcome will 
happen. 

When faced with 26(30.6%) 31(36.5%) 15(17.6%) 10(11 .8%) 3(3.5%) 85(100) 
upcoming unpleasant 
events, I usually 
carefully think through 
how I will deal with 
them. 

When something 1(1.2%) 3(3.5%) 11(12.9%) 50(58.8%) 20(23.5%) 85(100) 
unfortunate happens to 
me, it reminds me of all 
the other things wrong 
in my life, which adds 
to my unhappiness. 

Table 4.5.3 presents the responses to the questions relating to Constructive Thinking 

Inventory. The respondents were requested to respond to 46 statements. They were 
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asked to respond whether they agree or not (1 = Definitely false; 2= Mostly false; 3= 

Undecided/equally false and true; 4= Mostly true; 5= Definitely true). 

Only 43.5% (29.4% & 14.1 %) of the respondents indicated that they are very sensitive 

to being made fun of, 74.1 % (32.9% & 41 .2%) of the respondents indicated that they do 

not spend a lot of time thinking about their mistakes even if there is nothing they can do 

about them , 76.5% (44.7% & 31 .8%) of the respondents indicated that they like to 

succeed , but they don't take failure as tragedy. Few respondents 40.0% (10.6% & 

29.4%) pointed out that it is not foolish to trust anyone completely, if you do, you are 

bound to get hurt. According to the results , 80.0% (55.3% & 24.7%) of the respondents 

indicated that when they have a lot of important things to take care of, they make a plan 

and stick to it. 

It is further evident that, 81 .1 % (32.9% & 48.2%) of the respondents confirmed that 

when someone they love has rejected them, it has not made them feel inadequate and 

that they will never be able to accomplish anything , 72.9% (54.1 % & 18.8%) do not tend 

to dwell more on pleasant than unpleasant incidents from the past, 70.6% (22.4% & 

48.2%) do not get so distressed when they notice that they are doing poorly in 

something that it makes them do worse. 

On the other hand, 78.8% (52.9% & 25.9%) of the respondents indicated that when 

unpleasant things happen to them, they don 't let them prey on their mind , 72.9% (44. 7% 

& 28.2%) indicated that if they do very poorly on a test, they realize it is only a single 

test, and it doesn't make them feel generally incompetent. Most respondents 88.2% 

(57.6% & 30.6%) pointed out that they don't get very distressed over the mistakes of 

others, but try to deal with them in a constructive way, 95.3% (40.0% & 55.3%) try to 

make an all-out effort in most things they do, and 41.2% (21 .2% & 20.0%) of the 

respondents have learned from bitter experience that most people are not trustworthy. 

Consequently 67.1 % (30.6% & 36.5%) of the respondents indicated that when they are 

faced with a new situation, they do not tend to think the worst possible outcome will 
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happen, 82.3% (58.8% & 23.5%) of the respondents indicated that when faced with 

upcoming unpleasant events, they usually carefully think through how they will deal with 

them and lastly 65.9% (27.1 % & 38.8%) of the respondents indicated that when 

something unfortunate happens to them, it does not reminds them of all the other things 

wrong in their life, which adds to their unhappiness. 

Table 4.6.1: Leadership Style Survey 

ALMOST FREQUENT OCCASION SELDOM 
ALMOST 

TOTAL 
ALWAYS NEVER 

STATEMENTS TRUE 
LY TRUE ALLY TRUE TRUE TRUE 

1 2 3 4 5 

I always retain the final 23(27.1%) 33(38.8%) 17(20.0%) 10(11 .8%) 2(2.4%) 85(100) 
decision making authority 
within my department or 
team. 
I always try to include one 0(0.0%) 6(7.1%) 34(40.0%) 31(36.5%) 14(16.5%) 85(100) 
or more employees in 
determining what to do 
and how to do it. 
However, I maintain the 
final decision making 
authority. 

I and my employees 4(4.7%) 2(2.4%) 9(10.6%) 45(52.9%) 25(29.4%) 85(100) 
always vote whenever a 
major decision has to be 
made. 

I do not consider 27(31 .8%) 19(22.4%) 28(32.9%) 6(7.1 %) 5(5.9%) 85(100) 
suggestions made by my 
employees as I do not 
have the time for them. 

I ask for employee ideas 69(81.2%) 12(14.1%) 2(2.4%) 2(2.4%) 0(0.0%) 85(100) 
and input on upcoming 
plans and projects. 

For a major decision to 1(1.2%) 0(0.0%) 7(8.2%) 29(34.1%) 48(56.5%) 85(100) 
pass in my department, it 
must have the approval of 
each individual or the 
majority. 
I tell my employees what 6(7.1%) 18(21 .2%) 26(30.6%) 20(23.5%) 15(1 7.6%) 85(100) 
has to be done and how ) 

to do it. 
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When things go wrong 8(9.4%) 
and I need to create a 
strategy to keep a project 
or process running on 
schedule, I call a meeting 
to get my employee's 
advice. 
To get information out, I 0(0.0%) 
send it by email , memos, 
or voice mail ; very rarely 
is a meeting called. My 
employees are then 
expected to act upon the 
information. 

23(27.1%) 

4(4.7%) 

When someone makes a 20(23.5%) 17(20.0%) 
mistake, I tell them not to 
ever do that again and 
make a note of it. 
I want to create an 17(20.0%) 24(28.2%) 
environment where the 
employees take 
ownersh ip of the project. I 
allow them to participate 
in the decision making 
process. 
I allow my employees to 0(0.0%) 1 (1 .2%) 
determine what needs to 
be done and how to do it. 
New hires are not allowed 2(2.4%) 5(5.9%) 
to make any decisions 
unless it is approved by 
me first. 
I ask employees for their 23(27.1 %) 30(35.3%) 
vision of where they see 
their jobs going and then 
use their vision where 
appropriate. 
My workers know more 2(2.4%) 
about their jobs than me, 
so I allow them to carry 
out the decisions to do 
their job. 

7(8.2%) 

32(37.6%) 16(18.8%) 6(7.1%) 85(100) 

26(30.6%) 35(41.2%) 20(23.5%) 85(100) 

29(34.1%) 15(17.6%) 4(4.7%) 85(100) 

25(29.4%) 16(18.8%) 3(3.5%) 85(100) 

l N\l\'U l 
Ll,BR~RYJ 

3(3.5%) 40(47.1%) 41(48.2%) 85(100) 

10(11 .8%) 45(52.9%) 23(27.1 %) 85(100) 

20(23.5%) 10(1 1.8%) 2(2.4%) 85(100) 

19(22.4%) 36(42.4%) 21 (24.7%) 85(100) 

Table 4.6.1 presents the responses to the questions relating to Leadership Style 

Survey. The respondents were requested to respond to 30 statements relating to 

leadership styles. 
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They were asked to respond whether they agree or not (1 = Almost always true; 2= 

Frequently true; 3= Occasionally true ; 4= Seldom true ; 5= Almost never true) . In view of 

the results , 65.9% (27.1 % & 38.8%) of the respondents indicated that they always retain 

the final decision making authority within their department or team, 53.0% (36.5% & 

16.5%) never try to include one or more employees in determining what to do and how 

to do it. However, they maintain the final decision making authority, 82.3% (52.9% & 

29.4%) of the respondents indicated that they and their employees almost never vote 

whenever a major decision has to be made, 54.2% (31 .8% & 22.4%) of the respondents 

indicated that they do not consider suggestions made by their employees as they do not 

have the time for them. Nonetheless, 95.3% (81.2% & 14.1 %) of the respondents 

indicated that they ask for employee ideas and input on upcoming plans and projects. 

Furthermore 90.6% (34.1 % & 56.5%) of the respondents indicated that for a major 

decision to pass in their departments, it does not have the approval of each individual or 

the majority. Only 41 .1 % (23.5% & 17.6%) of the respondents indicated that they do not 

tell their employees what has to be done and how to do it, 36.5% (9.4% & 27.1 %) 

indicated that when things go wrong and they need to create a strategy to keep a 

project or process running on schedule, they call a meeting to get my employee's 

advice. It is evident that 64. 7% (41.2% & 23.5%) of the respondents indicated that to get 

information out, they almost never send it by email , memos, or voice mail ; very rarely is 

a meeting called . 

As the leaders' employees are expected to act upon information , results confirm that 

43.5% (23.5% & 20.0%) of the respondents indicated that when someone makes a 

mistake, they tell them not to ever do that again and make a note of it. Only, 48.2% 

(20.0% & 28.2%) of the respondents indicated that they want to create an environment 

where the employees take ownership of the project. The results indicate that leaders do 

not allow employees to participate in the decision making process as 95.3% (47.1% & 

48.2%) of the respondents indicated that they do not allow their employees to determine 

what needs to be done and how to do it. However, 80.0% (52.9% & 27.1 %) of the 
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respondents indicated that new hires are allowed to make any decisions unless it is 

approved by themfirst, 62.4% (27.1 % & 35.3%) said they ask employees for their vision 

of where they see their jobs going and then use their vision where appropriate and lastly 

67.1 % (42.4% & 24.7%) of the respondents indicated that their workers do not know 

more about their jobs than they do, so they allow them to carry out the decisions to do 

their job. 

Table 4.6.2: Leadership Style Survey 

ALMOST 
FREQUENT OCCASION SELDOM 

ALMOST 
TOTAL 

ALWAYS NEVER 
STATEMENTS TRUE 

LY TRUE ALLY TRUE TRUE 
TRUE 

1 2 3 4 5 

When something goes 12(14.1%) 27(31.8%) 24(28.2%) 20(23.5%) 2(2.4%) 85(100) 

wrong, I tell my 
employees that a 
procedure is not working 
correctly and I establish a 
new one. 

I allow my employees to 7(8.2%) 15(17.6%) 36(42.4%) 22(25.9%) 5(5.9%) 85(100) 
set priorities with my 
guidance. 

I delegate tasks in order 0(0.0%) 5(5.9%) 14(16.5%) 43(50.6%) 23(27.1%) 85(100) 

to implement a new 
procedure or process. 

I closely monitor my 3(3.5%) 6(7 .1%) 25(29.4%) 32(37.6%) 19(22.4%) 85(100) 

employees to ensure they 
are performing correctly. 

When there are 1 (1.2%) 6(7.1 %) 15(17.6%) 38(44.7%) 25(29.4%) 85(100) 

differences in role 
expectations, I work with 
them to resolve the 
differences. 

Each individual is 1 (1 .2%) 1(1 .2%) 10(11 .8%) 42(49.4%) 31(36.5%) 85(100) 

responsible for defining 
their job. 

I like the power that my 3(3.5%) 16(18.8%) 32(37.6%) 27(31 .8%) 7(8.2%) 85(100) 
leadership position holds 
over subordinates. 

I like to use my 18(21 .2%) 13(15.3%) 28(32.9%) 19(22.4%) 7(8.2%) 85(100) 

leadership power to help 
subordinates grow. 
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I like to share my 1 (1.2%) 5(5.9%) 9(10.6%) 40(47.1%) 30(35.3%) 85(100) 
leadership power with my 
subordinates. 

Employees must be 4(4.7%) 4(4.7%) 18(21.2%) 40(47.1%) 19(22.4%) 85(100) 
directed or threatened 
with punishment in order 
to get them to achieve the 
organisational objectives. 

Employees will exercise 47(55.3%) 25(29.4%) 9(10.6%) 4(4.7%) 0(0.0%) 85(100) 
self-direction if they are 
committed to the 
objectives. 

Employees have the right 0(0.0%) 0(0.0%) 16(18.8%) 37(43.5%) 32(37.6%) 85(100) 
to determine their own 
organisational objectives. 

Employees seek mainly 11(12.9%) 20(23.5%) 25(29.4%) 21(24.7%) 8(9.4%) 85(100) 
security. 

Employees know how to 4(4.7%) 10(11 .8%) 34(40.0%) 23(27.1%) 14(16.5%) 85(100) 
use creativity and 
ingenuity to solve 
organisational problems. 

My employees can lead 0(0.0%) 8(9.4%) 16(18.8%) 52(61 .2%) 9(10.6%) 85(100) 
themselves just as well 
as I can. 

Table 4.6.2 presents the responses to the questions relating to Leadership Style 

Survey. The respondents were requested to respond to 30statements. They were 

asked to respond whether they agree or not (1 = Almost always true; 2= Frequently true; 

3= Occasionally true; 4= Seldom true ; 5= Almost never true). According to the results, 

45.9% (14.1 % & 31.8%) of the respondents indicated that when something goes wrong, 

they tell their employees that a procedure is not working correctly and they establish a 

new one. Only 31.8% (25.9% & 5.9%) of the respondents indicated that they do not 

allow their employees to set priorities with their guidance. The results show that 77.7% 

(50.6% & 27.1 %) of the respondents do not delegate tasks in order to implement a new 

procedure or process, and 60.0% (37.6% & 22.4%) closely monitor their employees to 

ensure they are performing correctly. Quite a number of respondents 74.1% (44.7% & 

29.4%) confirmed that when there are differences in role expectations, they do not work 

with employees to resolve the differences, and 85.9% (49.4% & 36.5%) of the 

respondents indicated that each individual is not responsible for defining their job. A 
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mere 40.0% (31.8% & 8.2%) of the respondents showed that they dislike the power that 

their leadership position holds over subordinates, while only36.5% (21.2% & 15.3%) like 

to use their leadership power to help subordinates grow. 

Consequently, 82.4% (47.1 % & 35.3%) of the respondents revealed that they dislike to 

share their leadership power with their subordinates, 69.5% (47.1 % & 22.4%) identified 

that employees must not be directed or threatened with punishment in order to get them 

to achieve the organisational objectives, and 84.7% (55.3% & 29.4%) of the 

respondents feel that employees will exercise self-direction if they are committed to the 

objectives. Most of the respondents 81 .1 % (43.5% & 37.6%) felt that employees do not 

have the right to determine their own organisational objectives. It is the view of 36.4% 

(12.9% & 23.5%) of the respondents that employees seek mainly security, 43.6% 

(27.1% & 16.5%) of the respondents that employees do not know how to use creativity 

and ingenuity to solve organisational problems and 71.8% (61 .2% & 10.6%) of the 

respondents that their employees cannot lead themselves just as well as they can . 

4.3 SUMMARY 

This study aimed at comparing leadership styles of women and male senior leaders in 

the North West Provincial Government in relation to their Emotional Intelligence. The 

results of the study indicated that there were no significant differences between women 

and male leaders in terms of their leadership styles. Furthermore, no significant 

differences were observed for Emotional Intelligence of male and female leaders. 
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CHAPTER FIVE: CONCLUSION AND RECOMMENDATIONS 

5.1 INTRODUCTION 

This chapter discusses the findings according to the data interpretation. The discussion 

is based on the results obtained on each of the research objectives. Based on the 

discussions, conclusions and recommendations were made. Finally, areas that need 

further research are proposed. 

5.2 ANSWERS TO RESEARCH QUESTIONS 

The following research questions were addressed: 

Question 1: Does the leadership style of men and women senior leaders have a 

significant impact on their Emotional Intelligence? 

All the statements relating to Emotional Intelligence did not show any statistically 

significant difference when crossed with gender at the 5% level of significance. It clearly 

indicates that leadership style of men and women senior leaders have no significant 

impact on their Emotional Intelligence. Quader (2011 :14) encourages researchers when 

seeing that there is no significant difference between male and female leadership, it 

would perhaps even be much more meaningful to start focusing on the fact that even if 

gender differences may exist, both genders are both necessary in running a business. 

Quader (2011 :14) further writes that certain masculine traits such as the ability to focus 

and take action, are essential to a business success, so are the feminine qualities of 

relationship building, emotional mentoring , communication , multitasking, intuition and 

compassion which offer business a very different perspective from the more commonly 

recognized masculine traits. 

Question 2: Does Emotional Intelligence support the type of leadership style of the 

male and female senior leaders? 
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Table 5.1: Chi Square Test 

Statements Chi Square P-value 

Gender 

I do not consider suggestions made by 9.635 0.047 
my employees as I do not have the time 
for them. 
Each individual is responsible for defining 9.767 0.045 
their job. 

The above chi-square test shows a statistically significant difference at the 5% level of 

significance. Gender plays a vital role in the leadership style and only two statements 

were influenced by gender, namely "I do not consider suggestions made by my 

employees as I do not have the time for them and each individual is responsible for 

defining their job ". In a related study, Khalili (2012:357) discovered that women scored 

higher than men on empathy and social responsibility, while men surpassed women on 

stress tolerance and self-confidence. His findings suggested women and men are 

equally Emotionally Intelligent, but they are different in these spheres. 

In the same breath, Northouse (2013:374) cautions that the incongruity between the 

female gender role and the leadership role leads to prejudice against female leaders, 

who are evaluated and perceived more negatively than their male counterparts. 

Northouse (2013:37 4) adds further that, such biases are particularly detrimental during 

unstructured decision making processes that often occur when elite leaders are 

selected. Stereotypes against any gender may be detrimental to having a balanced 

team with different complimentary qualities. 

According to Walter et al.(2012:217)although empirical evidence does not support 

exaggerated claims about the relevance of Emotional Intelligence, it clearly suggests 

that Emotional Intelligence is an important driver of effective job performance and 

successful leadership. Hence they believe it has a legitimate place in leader selection , 

promotion and development. 
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Question 3: Does Emotional Intelligence enable leadership? 

The majority of the respondents indicated that they know when to speak about their 

personal problems to others. The similar vast majority are of the view that when they 

are faced with obstacles, they remember times they faced similar obstacles and 

overcame them, that they expect that they will do well on most things they try, that other 

people find it easy to confide in them, that they find it hard to understand the non-verbal 

messages of other people. 

lL,~~RYJ 
A non-conclusive majority did not concur that some of the major events of their life have 

led them to re-evaluate what is important and not important. A good proportion concur 

that when their mood changes, they see new possibilities, that emotions are one of the 

things that make their life worth living , that they are aware of their emotions as they 

experience them, that they expect good things to happen, that they like to share their 

emotions with others, and that when they experience a positive emotion , they know how 

to make it last. 

It was also evident from the data that a majority of the respondents agreed that they 

arrange events that other enjoy, that they seek out activities that make them happy, that 

they are aware of the non-verbal messages they sent to others and lastly that they 

present themselves in a way that makes a good impression on others. 

Accordingly, the majority of the respondents agreed that when they are in a positive 

mood, solving problems is easy for them, that by looking at their facial expressions, they 

recognise the emotions people are experiencing, that they know why their emotions 

change, that when they are in a positive mood, they are able to come up with new 

ideas, that they have control over their emotions, and that they easily recognize their 

emotions as they experience them. 

The analysis highlighted the fact that the vast majority of the respondents agreed that 

they motivate themselves by imagining a good outcome to tasks they take on, that they 
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complement others when they have done something well, that they are aware of the 

non-verbal messages other people send, that when another person tells them about an 

important event in his or her life, they almost feel as though they have experienced this 

event themselves , that when they feel a change in emotions, they tend to come up with 

new ideas, that when they are faced with a challenge, they give up because they 

believe they will fail. A good proportion of the respondents are opposed to the fact that 

they know what other people are feeling just by looking at them, and were unsure that 

they help other people feel better when they are down. 

The majority of the respondents agreed that they use a good mood to help themselves 

keep trying in the face of obstacles, that they can tell how people are feeling by listening 

to the tone of their voice and lastly that it is difficult for them to understand why people 

feel the way they do. 

The above information deduced from the data demonstrates that there is a link if not a 

clear correlation between leadership and Emotional Intelligence. It is apparent that 

Emotional Intelligence factors directly affect leadership decisions and a positive 

environment. In his recent article "What's your Emotional Footprint" , Baron (2014) 

writes that every interaction is an opportunity to engage, empower and inspire or 

distance, disempower and disenfranchise those around you. 

Baron (2014) further writes that therefore, leaders must have the Emotional Intelligence 

to understand that every interaction sits on the fulcrum between two possibilities. On 

one side the leader is nurturing any given relationship , thus eliminating the obstructions 

to progress, reinforcing trust and loyalty or, creating obstacles and eating away at 

whatever trust has been established. "The fact is that you are leaving an emotional 

footprint, the question is; will it be one that eats away at the ecology of our corporate 

culture or one that nurtures the culture and allows everyone in it to grow and flourish" 

Baron(2014). 
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Question 4: Do women senior-managers have better Emotional Intelligence than male 

senior leaders or managers in the North West Provincial Government? 

Table 5.2: Chi Square Test 

Statements 
Chi 

P-value 
Square 

Female Leadership vs I like to share my emotions 12.872 0.012 
with others 
Female Leadership vs When I feel a change in 18.961 0.004 
emotions, I tend to come up with new ideas 
Female Leadership vs When I am faced with a 23.108 0.003 
challenge, I give up because I believe I will fail 
Female Leadership vs I can tell how people are 12.915 0.044 
feeling by listening to the tone of their voice 
Male Leadership vs Emotions are one of the things 25.410 0.013 
that make my life worth living 
Male Leadership vs I am aware of the non-verbal 10.485 0.015 
messages other people send 

The above chi-square test shows a statistically significant difference at the 5% level of 

significance. Gender plays a vital role in the leadership role and some Emotional 

Intelligence items on the Emotional Intelligence Scale(EIS); (I like to share my emotions 

with others; when I feel a change in emotions, I tend to come up with new ideas; When I 

am faced with a challenge, I give up because I believe I will fail ; I can tell how people 

are feeling by listening to the tone of their voice; emotions are one of the things that 

make my life worth living and I am aware of the non-verbal messages other people 

send). In a similar and relevant study, Coetzee and Schaap (2005:36) conclude in their 

study that, the level of a leader's Emotional Intelligence determines whether or not such 

a leader is able to influence behavior and take individual developments into 

consideration through the intellectual stimulating of followers. 

Coetzee and Schaap's (2005:36) analysis confirm that an Emotionally Intelligent leader 

is able to instill trust and commitment and motivate followers to exert extra effort, which 

in turn creates a feeling of satisfaction once the set goals are reached . 
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5.3 CONCLUSION 

In conclusion , the study indicates that leadership style of men and women senior 

leaders have no significant impact on their Emotional Intelligence. The data also shows 

that Emotional Intelligence is a main factor in leadership. The respondents had given a 

positive response to most of the Emotional Intelligence on gender. The two statements 

that revealed a dependency on gender were the following: I do not consider suggestions 

made by my employees, as I do not have the time for them; and each individual is 

responsible for defining their job. 

It is also very clear from the data that Emotional Intelligence is an enabler of leadership. 

Emotional Intelligence factors directly affect leadership decisions and a positive 

environment. Significant change in organisational culture, the employment equity 

directive of including more women in leadership in South African organisations and 

better understanding of leadership qualities and Emotional Intelligence of both women 

and men, may assist in appreciating the need for both genders in the workplace. 

Lastly, gender plays a vital role in the leadership role and some Emotional Intelligence 

scales as confirmed above. It would be to the added advantage of South African 

organisations, especially the public sector, to strive towards the much advocated for 

50:50 employment equity directive of women and men in the workplace. This is 

specifically the case if South Africa is to live up to best practices of developing countries 

and maintain its competitive edge. 

5.4 RECOMMENDATIONS 

The aim of this study was to compare leadership styles of women and male senior 

leaders in government in relation to their Emotional Intelligence. The results of the study 

indicated firstly, that there were no differences in the leadership styles of male and 

female managers. Secondly, the results also showed that there were no differences in 

the levels of Emotional Intelligence of male and female managers. However, Emotional 

69 



Intelligence and leadership are two important correlates of which leadership provides 

the context in which Emotional Intelligence operates. Thus, it is critical to promote these 

two qualities among senior leadership if the civil service has to promote a shared vision 

and provide equitable service to the public. 

Based on the findings, it is recommend that although previous literature showed that 

women leaders have better Emotional Intelligence as opposed to their male counterpart, 

and possible differences in leadership style are related to each other, the findings of this 

study did not show a significant difference. However, Gardner and Stough (2002) and 

Palmer et al. (2001) write that various styles of leadership can be attributed to 

Emotional Intelligence and gender differences. In the same instance, the Caliper 

Solution for Peak Performance (2005) research shows that women leaders are more 

assertive and persuasive, have a stronger need to get things done and more willing to 

take risks than male leaders. Leaders with high Emotional Intelligence are bound to 

understand that whatever message, communique they transmit may spark positive or 

negative output in the employees they manage, thus they have to be calculative and 

deliberate in the message and communication they transmit, for the overall benefit of 

the organisation and those they lead. 

Senior managers in government are expected to have some of the following key 

competencies; change management, knowledge management, strategic capability and 

leadership, programme and project management, service delivery innovation, problem 

solving and analysis, people management and empowerment, client orientation and 

customer focus, communication , honesty and integrity. Job selections for these senior 

managers involve competency assessments against the core management criteria 

prescribed in the Senior Management Service (SMS) Handbook. This test is used for 

both recruitment or selection and developmental purposes. 

It is possible that the results of this study showed no significant differences because the 

core management criteria and standards used to evaluate the performance of senior 

managers in government help build a common sense of good management practice in 
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the public service. As such , these criteria and standards will inform the selection 

process, performance management and identification of development needs of Senior 

Management Service. 

5.5 SUGGESTIONS FOR FUTURE RESEARCH DIRECTIONS 

Further research is required to conduct an in-depth study using a focus group to deduce 

qualitative aspects of the respondents. Future studies could investigate the 

performance output of the department in which these teams work to see if performance 

differences exist in male-led and female-led teams. Further exploration could be 

valuable to determine if teams led by either men or women managers have better 

cohesion, understanding and grasping of their environmental challenges as a result of 

the team's manager's ability to coach and mentor them (as skills and characteristics to 

have human insight). 

This study could also be done in private sector management teams to see if there would 

not be any significant difference i.e. the mining sector which has been predominantly a 

male dominated territory. 

Yet another interesting variable to consider when dealing with Emotional Intelligence 

and leadership styles would be the age profile of the leader. This will give insight into 

the significance of maturity levels on leadership styles and Emotional Intelligence. 

71 



REFERENCES 

1. African Association for Public Administration and Management - AAPAM 2013. 

35thAAPAM Annual Roundtable Conference, 18-22 November 2013. Kigali:Rwanda. 

2. April , K. & Peters, K. 2010. South African Leadership Work-Modes: An Empirical 

Workplace Investigation. Leadership and Management Studies in Sub Saharan 

Africa Conference. Cape Town. November. 

3. Baron, D. 2014. What's Your Emotional Footprint? http://www.linkedin .com. Date of 

access 01/11/2014 

4. Bass, B.M.& Riggio, R.C. 2006. Transformational leadership. 

http://6aa7f5c4a990a3e1a1682793cd 11 fa6b732d29 .gripelements/publication/newsl 

etter. Date of access 16/07/2014. 

5. Bereel , A. 2009.Leadership and Change Management. Sage Publication Ltd: 

London 

6. Booysen ,L.A.E.& Nkomo, S.M. 2010. Gender role stereotypes and requisite 

management characteristics: The case of South Africa. International Journal, 25 (4): 

286 - 300. www.education-portal.com/academy/course/psychology-105 research 

methods in Psychology.html//www.education-

72 



portal.com/academy/course/psychology-105 research methods in Psychology.html. 

Date of access on 17/10/2014. 

7. Bradberry, T. 2015. 10 Communication secrets of great leaders. 

http://www.linkedin.com. Date of access 25/04/2015. j - NWU I 
LLJBRARY. 

8. Butler, CJ &Chinowsky, PS. 2006. Emotional Intelligence and Leadership 

Behavior in Construction Executives. Journal of Management in Engineering, 

ASCE, 119-125. doi:10: 1061/(ASCE)0742-597X (2006)22:3(119). 

9. Caliper Solutions for Peak Performance.2005. The qualities that distinguish Women 

Leaders. htpp://www.caliperonline.com/women study. Date of access 18/09/2014. 

10. Caruso, D.R.& Salovey, P. 2004. The Emotionally Intelligent Manager: How to 

develop and use four key emotional skills of Leadership. San Franscisco - Jossey 

Bass 

11 . Chrusciel , D. 2006. Considerations of Emotional Intelligence (El) in dealing with 

change decision management. Management Decision, 44 (5) , 644-657. 

12. Clark, D. 1998. "Leadership style survey". 

http://www.nwlink.com/~donclark/leader/survsty/.htm/. Date of access5/04/2014. 

73 



13. Clarke, N. 2010. Emotional Intelligence and Its Relationship to Transformational 

Leadership and Key Project Manager Competences. Project Management Journal, 

41 (2) ,5-20. doi :10. 1002/pmj. 

14. Coetzee, C.& Schaap, P. 2005. The relationship between leadership behavior, 

outcomes of leadership and Emotional Intelligence. SA Journal of Industrial 

Psychology, 31 (3):31-38. 

15. Cotter, C. 2010. Re-engineering South African Leadership: awakening the 

leadership genius within yourself and your followers. 

http://www.workinfo.com/free/downloads/83.htm. Date of access06/08/2014. 

16. Crevani , L; Lindgren , M &Packendorff, J. 2010. Leadership, not leaders: On the 

study of leadership as practices and interactions. Scandinavian Journal of 

Management, 26, 77-86. 

17. Downing , C.2006. Next generation: "What leaders need to know about 

millenials". Leadership in Action, 26(3):3-6. 

http:/intranet01.ccl/iwae.exe/documents.datastore/download/158725818/file 

attachments/. Date of access 5/04/2013. 

18. Dulewicz, V. &Higgs, M. 2000. "Emotional Intelligence: A review and evaluation 

study" Journal of Managerial Psychology, 15(4):341-372. 

74 



19. Easterby-Smith , M., Thorpe, R. & Jackson, P.2012 .Management Research . 4th ed . 

London: SAGE Publications. 

20. Eagly, A.H .& Johnson, B.T.1990. Gender and Leadership style: A meta-analysis. 

Psychological Bulletin, 108: 233-256. 

21 . Ellis, S.M.& Steyn , H.S.2003. Practical significance (effect size) versus or in 

combination with statistical significance (p-values) , Management Dynamics, 12 

(4) : 51 -53. 

22. Enright, L. Crafford , A. & Crous, F.2009. Towards a workplace conducive to the 

career advancement of Women. SA Journal of Industrial Psychology, 35 ( 1) 136-

144. 

23. Epstein, S. & Meier, P. 1989. Constructive thinking : A broad coping variable with 

specific components. Journal of Personality & Social Psychology, 57(2) , 332-350. 

doi : 10.1037/0022-3514.57.2.332 

24. Fatt,J.P.T.& Howe, I.C.K.2003. "Emotional intelligence of foreign and local 

University students in Singapore: Implications for managers". Journal of Business 

and Psychology, 17(3) : 345-367. 

25. Franzen , K.2005. Gender and school leadership discourses: A Swedish 

perspective. In Collard , J.& Renolds, C. (EDs) , Leadership, gender and culture in 

education: Male and female perspectives, pp 50-72. Open University Press: New 

York. 

75 



26. Gardner, L. &Stough , C.2002. "Examining the relationship between leadership and 

Emotional Intelligence in senior level managers" Leadership & Organisation 

Development Journal, 23(2) : 68-78. 

27. George, J.M. 2000. Emotions and Leadership: The role of Emotional Intelligence. 

Human Relations, 53 (8) , 1027-1055. 

28. Goleman, D.1995. Emotional Intelligence theory (EQ- Emotional Quotient). 

http://www.businessballs.om/eq.htm. Date of access 26/10/2014. 

29. Goleman,D. 1998. Working with Emotional Intelligence. New York: Bantam Books. 

30. Goleman, D. 2014. What makes a Leader: Why Emotional Intelligence matters. 

http://www.linkedin.com. Date of access 26/10/2014. 

31 . Grandey, A.A.2000. Emotion Regulation in the workplace: A new way to 

conceptualise emotional labour. Journal of Occupational Health Psychology, 5 (1) , 

95-110. 

32. Grant, A.2014. The Dark side of Emotional Intelligence. Government Executive. 

http://www.govexec.com/excellence/prom ising. practices. Date of access 

26/10/2014]. 

33. Greenockle, K.M.2010. The New face in leadership: Emotional Intelligence. Quest, 

62 (3) , 260-267. 

76 



34. Groves, K.S. 2006. Leader emotional expressivity, visualizing leadership, and 

organisational change. Leadership and Organisational Development Journal, 27 

(7) , 566-583. 

35. Harms, P.O.& Crede, M. 2010.Emotional Intelligence and Transformational and 

Transactional Leadership: A Meta-Analysis. Leadership Institute Faculty 

Publications. Journal of Leadership & Organisational Studies, 17 (1 ), 5-17. doi 

10.1177/1548051809350894. 

36. Hawkins, J.& Dulewicz, V. 2007.The relationship between performance as a leader 

and Emotional Intelligence, intellectual and managerial competences. Journal of 

General Management, 33 (2) , 57-78. 

37. Hay Group. 2012. Learning from their success: A study into women executives. 

http://www.haygroup.com/downloads/au. Date of access 24/08/2014. 

38. Hur, Y., Van den Berg, P.T.& Wilderom, C.P.M.2011 . Transformational Leadersh ip 

as a mediator between Emotional Intelligence and team outcomes. The Leadership 

Quarterly, 22, 591-603. doi:10.1016/j .leaqua.2011.05.002 

39. Institute for Work & Health2009.What researchers mean by cross sectional v 

longitudinal studies. http://www.iwh.on .ca/at-work/55. Date of access 05/04/2014 

40. Kandidata International. 1997. "EQ and Gender: Men and women have different 

kinds and levels of Emotional Intelligence, EQ for both sexes is key to workplace 

77 



success. Women work better with others, men deal better with stress". 

http//www.kandidata .se/default.asap. Date of access10/09/2013. 

41. Kanyoro, M.2006. Challenges to Women's Leadership. Retrieved from http:// 

www.wordywca .org. Date of access 04/05/2014. 

42. Karau1999.Emotional Intelligence: Developing EQ for Business Leaders. 

http://www.kwelangatraining.co.za . Date of access10/12/2013. 

43. Khalili , A.2012.The Role of Emotional Intelligence in the Workplace: A Literature 

Review. International Journal of Management, 29 (3) part 2. 355-370. 

44. Lewis-Enright, K. Crafford, A. & Crous, F. 2009. Towards a workplace conducive to 

the career advancement of women. South African Journal of Industrial Psychology, 

35 ( 1 ) I 136-144 • 

45. Littrel , R.F.& Nkomo, S.M.2005. Gender & Race differences in Leader behavior 

preferences in South Africa. Women in Management Review, 20 (8): 562-580 

46. Lowen, L.2006. Qualities of Women : The unique leadership characteristics of 

women. http://womenissues.about.com/od/intheworkplace/a/WomenLeaders.htm 

Date of access 09/01/2014. 

47. Muchinsky, P.M. 2000. "Emotions in the workplace: the neglect of organisational 

behavior". Journal of Organisational Behavior, 21 (7) : 801-805. 

78 



48. Murray, T.2006. Integral leadership as supporting epistemic sophistication in 

Knowledge building committees. 

http://www.perspergrity.org .com/papers/2006. ILR1ntegrall.drshp.pdf. Date of access 

25/09/2014. 

49. Naidoo, G. 2012. Developing Leadership and Adopting an African Leadership 

model for the Improvement of Public Services in South Africa . 

https://www/capam.org/_documents/g.naidoo.pdf. Date of access 06/08/2014. 

50. Nkomo, S.M.& Kriek, D.2011 .Leading Organisational Change in the 'New' South 

Africa. Journal of Occupational and Organisational Psychology, 84 (3) , 453 - 470. 

doi: 10.1111 /j.2044-8325.2011.0201 O.x 

51. Northouse, P.G.2013.Leadership: Theory and Practice. 6th ed . Los Angeles. 

SAGE Publications Inc. 

52. Organisation for Economic Co-operation and Development - OECD2008 

53. Ozcelik, H.; Langton , N.& Aldrich , H. 2008. Doing well and doing good: the 

relationship between leadership practices that facilitate a positive emotional climate 

and organisational performance. Journal of Managerial Psychology, 23 (2) , 186-

203. 

54. Palmer, B. Walls, M. Burgess, Z. & Stough , C 2001. "Emotional intelligence and 

effective leadership". Leadership & Organisation Development Journal, 22(1) : 5-10. 

79 



55. Payne, W .1985. Emotional Intelligence: What it is and why it matters. 

http://psychology.about.com/od/personalitydevelopment/a/emotionalintell .htm 

Date of access 14/12/2013. 

56. Pertrides, K. V & Furnham, A. 2006. The role of trait Emotional Intelligence in a 

Gender Specific Model of Organisational variables. Journal of Applied Social 

Psychology, 36 (2), 552-569. 

57. PSC. 2008. The Turn-over Rate of Heads of Department. htpp://www.psc.gov.za. 

Date of access 18/07/2014. 

58. Quader, M.S. 2011. Leadership Style and Emotional Intelligence: A gender 

comparison. Annamalia International Journal of Business Studies & Research, 

1(1), 1-23. 

59. Ramesar, S. Koertzen , P. & Oosthuizen , R. 2009. The Relationship between 

Emotional Intelligence and stress management. SA Journal of Industrial 

Psychology, 35 (1 ) doi : 10.4102/SAJIP.V35i1.443 

60. Roundy, L. 2014. Cross Sectional Research: Definition, Example and Quiz. 

www.education-portal.com/academy/course/psychology-105 research methods in 

methods in 

Psychology.html. Date of access 18/10/2014. 

80 



62. Salovey, P.& Mayer, J.D. 1990 Emotional Intelligence: Imagination, Cognition 

and Personality, 9, 185-211 . 

63. Schutte, N.S. Malouf, J .M. Hall, L.E. Haggerty, D.J. Cooper, J.T. Golden , J. 

Dornheim, L. 1998. Development and validation of a measure of emotional 

intelligence. http://www.sciencedirect.com/science. Date of access 5/04/14. 

64. Schein , V.E . 2001 . The global look at psychological barriers to woman's progressin 

management. Journal of Social Sciences, 57 (4) , 675-688. 

65. Schwarzer, R.& Jerusalem, M. 1995. Generalized Self-Efficacy Scale. In: 

Weinman, J, Wright, S. & Johnson, M. (eds.) Measures in health psychology: A 

user's portfolio, Causal and control beliefs. Windsor England: NFER-NELSON. 35-

37, 

66. Shokane, M.S. Stanz, K.J .; & Slabbert, J.A. 2004. Description of Leadership in 

South Africa:Organisational Context Perspective. SA Journal of Human Resource 

Management, 2 (3) , 1-6. 

67. Thornton , G. 2014. Still only a quarter of senior business positions filled by 

Women in SA. http://www.gt.co.za. Date of access 02/08/2014. 

81 



68. Turknett Leadership Group.2002. Women in Leadership Survery: Summary of 

findings - December 2002. http://www.turknett.com. Date of access 26/02/2014. 

69. Von Eck, C.& Verwey, A. 2007. Change dynamics and related leadership 

competencies. SA Journal of Human Resource Management, 5 (2) , 44- 52. 

70. Walter, F. Humphrey, R.H.& Cole, M.S.2012. Unleashing potential: Toward an 

evidence-based management of Emotional Intelligence. Organisational Dynamics, 

41 , 212-210. doi :10.1016/j.orgdyn .2012.03.002. 

71 . Wagner, 8. 2013. Impacts of Emotional Intelligence on Leadership Effectiveness. 

New Challenges of Economic and Business Development. University of Latvia, 

Riga. 654 - 662. 

72. Wang , W .,Hou, Y., Nan , H. , DongXian , Z. , Juliang, T. , Yonghong , M. , ... Yongyi , 8. 

(2014) A Cross sectional study on health-related knowledge and its predictors 

among Chinese vocational college students. BMJ Open, 2014:4:e005182. doi :10 

1136/bmjpopen-2014-005182 

73. Wellars , G.2013. Quality Leadership in practice: A participative service. AAPAM 

35thRoundtable Conference. http://aapam.org/index.php/roundtable 2013. Date of 

access. 29/09/2014. 

82 



74. Wofford , J.C., & Goodwin, W .L. 1994. A cognitive interpretation of transactional 

and transformational leadership theories. Leadership Quarterly, 5 (2) . 161-185. 

75. Zafra, E.L. Garcia-Retamero, R.& Martos, M.P.B. 2012. The Relationship between 

transformational Leadership and Emotional Intelligence from a Gendered Approach . 

The Psychological Record, 62, 97-114. 

83 


