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Leaders should not randomly choose a leadership style. To be effective, leaders need to ensure that their
leadership style is congruent with what subordinates value. The focus of this study is on what the future
South African graduate workforce will value in a leader. The female and male respondents in this study
emphasise similar leadership values, indicating that there is no distinct set of competencies that will be
valued separately by males and females. The same was found for respondents of different cultures, namely
African, Coloured, Indian, White and other. With respect to both gender and culture, the respondents
emphasise a mixture of African and Western leadership values. This supports the idea that to be effective in
South Africa, leaders need to understand the prevailing national cultural values before simply applying
“foreign” leadership models and theories based upon cultural values found in the West. This research finds
that irrespective of gender and culture in the South African workplace, to be effective, leaders need to be
loyal and inspirational, have vision and integrity and must be open and honest with their subordinates.
Leaders should avoid being autocratic, strict, religious, ritualistic and traditional. They should also avoid
using consensus and perceived external control.
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INTRODUCTION

In an increasingly competitive global and national economic environment, the

competitive advantage of an organisation no longer lies in its products or technology,

but in its human resources. It is the job of managers to realise this competitive

advantage by influencing human resources to contribute their best in line with the

strategic goals of the organisation. To achieve this, managers need to not only

demonstrate leadership but effective leadership.

To be effective, leaders need to ensure that their style is congruent with what

subordinates value in leaders. This is complicated in the African context by the

diversity of tribal and racial cultural values (Mbigi 1993) which can influence what is

valued in leaders. Values are not only influenced by the culture of subordinates but

also by gender (Rigg & Sparrow 1994; Rozier & Hersh-Cochran 1996; House &

Aditya 1997; House et al 1997; Booysen 2001).

The challenge for managers in the South African context is to understand and

respond to what a diverse workforce, in terms of racial cultures and gender, value in

their leaders. In addition, with evidence showing that Western leadership practice
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and theory are not universal (Adler 1991), there is a need to also explore the

applicability of Western leadership in an African context.

The purpose of this research is to identify what future graduates in South Africa of

different genders and diverse racial cultures will value in their leaders when they are

in the workplace. The future graduate is defined as a third year or postgraduate

student registered at a South African university and is categorised in terms of

diversity according to their gender and racial culture. For purposes of the research

gender is defined as male and female while culture is defined in terms of racial

cultural groups: African (black), Coloured, White, Indian and Other (for example

Chinese).

The value of this research lies in its focus on future subordinates of diverse genders

and cultures. In addition to identifying what they will value in their leaders, the

research will also identify whether subordinates emphasise Western or African

values. This will provide input into the debate concerning the applicability of Western

leadership values in the South African context. The research will also describe the

components of effective leadership relevant to the South African context and so

assist both local and international leaders in being effective in South Africa. The

research will serve as input for those involved in the design and delivery of Master of

Business Administration (MBA) programmes and general leadership development

both locally and internationally.

The goals of the study are:

 To identify what male and female subordinates value most and least in their

leaders.

 To determine whether the values emphasised by males and females are African or

Western in nature.

 To identify what subordinates of different cultures value most and least in their

leaders.

 To determine whether the values emphasised by respondents of different cultures

are African or Western in nature.

 To identify the leadership values influenced by gender.

 To identify the leadership values influenced by culture.

 To describe the leadership required to be congruent with what graduates about to

enter the South African workplace value in leaders.
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 To test the reliability of the research instrument.

LEADERSHIP, GENDER AND CULTURE

A common theme among the many different definitions of leadership is the

relationship between leaders and their subordinates. This relationship is more

effective if there is congruence between the leadership exhibited by leaders and the

leadership values emphasised by subordinates. A misalignment of fit between what

subordinates value in leaders and the leadership of the subordinates will result in the

leader being ineffective (Hofstede 1980; Mellahi 2000; Mastrangelo et al 2004).

What subordinates value in leaders can be understood in terms of the African and

Western leadership values identified and defined by Salomon & Khabisi (2004) in

table 1.

Table 1: African and Western Values

TERM DEFINITION

1. *Loyalty: Leaders are faithful, devoted, trustworthy, dependent and reliable.

2. Self-centred
(Individualistic):

Leaders have individual goals and reward individual action and
performance by promoting individuals to higher positions.

3. Survival: Leaders emphasise the importance of the organisation’s survival in
the industry.

4. Forgiveness: Leaders are inclined to readily forgive employee mistakes and
errors

5. Religious: Leaders act in accordance to and place high value on their own
religious beliefs,

6. *Tolerance: Leaders are lenient, accepting, patient and open-minded.

7. Visionary: Leaders create a powerful vision by formulating clear goals about
the future of the organisation.

8. *Politeness: Leaders are courteous, polite, well mannered and respectful.

9. Kindness: Leaders are gentle, compassionate and considerate in their
conduct towards other employees.

10. *Inspirational: Leaders motivate, inspire and encourage organisational spirit.

11. Delegate: Leaders entrust decision-making to an employee or group of
employees, although the leaders are still responsible for their
decisions.

12. Solidarity: Leaders emphasise the unity, entirety, togetherness and oneness
of employees in the organisation and their importance for their role
in the country.

13. Perceived Internal
Control:

Leaders believe that employees of the organisation control their
own ability to perform expected organisational tasks

14. Empowering (Share
Power):

Leaders believe in employee’s potential and ability to contribute
towards accomplishing organisational goals, so leaders act as
coaches instead of using the power of their position to exert
influence.
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15. *Integrity: Leaders are honest, upright and principled, placing a high value on
moral behaviour.

16. Traditional: Leaders place importance on personal and organisational
traditions, customs and practices.

17. *Team Collaborative

(Collective):

Leaders place importance in group belonging and teamwork. They
reward or promote an entire group or team for good performance.

18. Harmony: Leaders place importance on the organisation functioning
peacefully with little employee and inter-departmental conflict.

19. *Conformity: Leaders expect employees to comply with the organisation’s rules,
norms, ideas and established practice.

20. *Face-Saving: Leaders and managers attach great importance to maintaining the
dignity, status and respect of employees.

21. Technical capability Leaders have the necessary abilities and are competent in the
work they perform

22. Perceived External
Control:

Leaders believe that employees are not in control of their ability to
perform expected tasks and that their lives are instead controlled
by outside forces.

23. Logical: Leaders use logical, capable and rational reasoning in decision-
making.

24. *Procedural (ritualistic): Leaders attach great importance to organisational procedures and
rituals, celebrating the achievements of the organisation or
mourning the bad times that the organisation experiences.

25. Consensus: Leaders make organisational decisions that are usually in
agreement with the employee or majority view.

26. Personal
Communication:

Leaders usually communicate to employees personally rather than
using technological methods like email, memo’s and notice boards.

27. *Openness: Leaders are open and willing to hear the opinions and suggestions
of employees.

28. *Consistent: The actions and measures of leaders are regular, constant and
reliable.

29. Strict: Leaders are inflexible and require exact performance.

30. Self – sacrificial Leaders place importance on organisational needs and employee
needs before their own needs.

31. Performance: Leaders manage employee performance as an ongoing process
that involves planning, managing, reviewing, rewarding and
developing performance.

32. *Emotional: Leaders in the organisation are passionate, expressive and
sensitive to other employees.

33. *Autocratic: Leaders place importance on their power and hierarchy. They are
often domineering, controlling, overbearing and oppressive.

* Represents African values

Evident in the literature is support for gender (Cann & Siegfried 1987; Brownell 1994;

Kent & Moss 1994; Chang & Chang-McBride 1997) and culture (House & Aditya

1997; House et al 1997; Brodbeck 2000; Booysen 2001; Littrell & Nkomo 2005)

influencing what subordinates value in leaders. For instance, women are said to

value a leader who is considerate, follows a transformational leadership style and is
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participative and people-oriented (Claes 1999). Besides integrity and loyalty men are

said to value leaders who are autocratic, business oriented and transactional in their

approach (Brownell 1994; Claes 1999; Kawakami et al 2000). A gender-centred

model (Lewis & Fagenson-Eland 1998) that highlights masculine and feminine

tendencies indicates that there are psychological differences between men and

women, which result in them favouring different leadership values. This model

indicates that men prefer task-oriented behaviours whereas women prefer

relationship-oriented behaviours (Hammick & Acker 1998; Lewis & Fagenson-Eland

1998).

Literature on culture though, for example Hofstede (1991) tends to make broad

reference to Western and African cultures without considering the diversity of tribal

and racial cultures in South Africa.

In contrast to the argument for differences between what subordinates of different

genders and cultures value in leaders, there is literature, for example Littrell & Nkomo

(2005) that argues for no differences in what subordinate’s value in a leader based

on gender and/or culture.

In spite of the diversity of gender, tribal and racial cultural values South African

leadership is said to be both rigid and authoritarian (Choudhry 1986), described as

autocratic, hierarchical and individualistic whereby decisions are rarely discussed

with one’s subordinates, resulting in a top-down communication system (Ocholla

2002).

Prime (1999) identifies three approaches to describe the leadership adopted by

leaders in South Africa. Firstly Western leadership, which is consistent with the

Western value systems, is based on individualism, self-centredness and competition

(Prime 1999). Secondly Afrocentric leadership, which is founded on the belief that the

authority of the leader is assumed to be right and results in subordinates having to

show respect and obedience to their superiors (Mellahi 2000). It is guided by certain

basic, traditional values and principles and emphasises traditionalism, communalism

and cooperative teamwork (Nzelibe 1986). Ubuntu has played a critical part in

Afrocentric leadership, which is categorised by five core competencies, specifically

survival, solidarity, spirit, respect and dignity (Khoza 1993; Mbigi 1997; Booysen

1999; Bekker 2006). The last approach is synergistic inspirational leadership, more

commonly known as dualistic leadership whereby traditional African leadership

practices, values and philosophies are integrated with Western leadership practices,

values and philosophies (Prime 1999).
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METHODOLOGY

The study was conducted on a convenient sample (Leedy 1993) of future graduates

registered at two South African universities in the Eastern Cape Province of South

Africa. For purposes of the research a future graduate is defined as a third year or

postgraduate student registered at a South African University. Postgraduate students

are defined as postgraduate diploma, honours, masters and PhD students.

The population consisted of a total of 1 347 students. This total comprised 681 third

year and 303 postgraduate students registered in the Commerce faculty at the one

University and 310 third year and 53 post-graduate students registered in the

Management Department at the other University.

The data was collected using the survey method (Van der Stede et al 2005), through

the application of a questionnaire to the sample. The questionnaire is based on one

originally developed by Salomon & Khabisi (2004) which includes thirty-three items of

Western and African leadership values (see table 1). In spite of the questionnaire

being used previously in two South African studies (Salamon & Khabisi 2004;

Brownell & Cox 2005) there are no reported results of any reliability tests.

The questionnaire was adapted for purposes of this study and pilot tested on faculty

members and students who were not part of the study. The final version of the

questionnaire consisted of the original thirty-three items and also made provision to

capture relevant biographical information (gender, culture and university).

Respondents were asked to rate each item on a five-point Likert scale ranging from

“no value” to “strong value” in terms of the question: “Rate the extent to which you

will value each term in your leader, once you are in the workplace?”

The data collection process began by gaining permission from the two institutions to

conduct the research. Over a period of five weeks, the researcher, with the help of an

assistant, attended approximately 23 tutorial/lecture sessions at the one university to

collect the data. The students present in the sessions were given the opportunity to

complete the questionnaire and the researcher was available to answer any queries

and collect the questionnaire upon completion. If a respondent had already

completed the questionnaire in a previous session, they were told not to complete the

questionnaire again. Postgraduate students who do not meet regularly in a

tutorial/lecture session were given questionnaires to complete in their own time and

arrangements were made to collect the completed questionnaires. At the other

university, the researcher administered the questionnaire during a class session and

was hence present to answer queries and collected the completed questionnaires.
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Once the data was collected, each questionnaire was numbered and captured in a

MicroSoft excel document and imported into Statistica Version 7 (Statsoft 2004). The

data was described using frequency tables and histograms and the instrument’s

reliability was tested using Cronbach’s alpha coefficient. The overall mean scores

and ranking of leadership values were produced. For purposes of the research, the

top and bottom ten values are identified as the most and least important respectively.

Pearson’s chi-square test was utilised to test whether there is a relationship between

the leadership values and the variables of gender and culture.

RESULTS

The total number of respondents in this study was 683, a response rate of 63%.

Females accounted for 45% (306) of the respondents and males 55% (377) while 5%

(37) identified themselves as Indian, 46% (315) African, 41% (279) White, 5% (32)

Coloured and 3% (20) Other.

Cronbach’s alpha coefficient was calculated for each scale of the questionnaire as

well as for each category of leadership values, namely African and Western.

Cronbach’s alpha coefficient score for Western values was 0.691726, which is

satisfactory and 0.757040 for African values which is good (Nunally 1978; Sekaran

1992). The research instrument was consequently taken to be reliable for purposes

of the study.

Table 2 identifies the top ten values regarded by male and female respondents as

most important. It is evident from table 2 that males and females both emphasise

visionary, loyalty, inspirational, integrity, technical capability, openness, performance

and share power amongst their most important leadership values. Of these, four

represent African values, namely loyalty, inspirational, integrity and openness while

the rest can be described as Western values. The values not shared by males and

females as amongst the ten most important are logical, survival, politeness and

delegate with males emphasising logical and survival and females politeness and

delegate.
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Table 2: Top 10 Most Important Values ranked by Males and Females

Leadership Values Rank Mean
Standard
Deviation

Visionary 1 4.56 0.73

Loyalty 2 4.55 0.72

Inspirational 3 4.55 0.71

Integrity 4 4.38 0.91

Technical Capability 5 4.36 0.89

Openness 6 4.32 0.94

Logical 7 4.28 0.84

Performance 8 4.26 0.85

Survival 9 4.23 0.84

Share Power 10 4.16 0.88

Leadership Values Rank Mean
Standard
Deviation

Inspirational 1 4.69 0.61

Visionary 2 4.68 0.62

Loyalty 3 4.65 0.68

Integrity 4 4.53 0.80

Openness 5 4.51 0.79

Technical Capability 6 4.50 0.77

Performance 7 4.40 0.79

Share Power 8 4.39 0.83

Politeness 9 4.36 0.82

Delegate 10 4.35 0.76

Table 3 provides the ten least important values ranked by both males and females.

The values identified by both males and females as least important are forgiveness,

individualistic, consensus, ritualistic, traditional, strict, religious, perceived external

control and autocratic. However, males include emotional amongst their least

important while females include self-sacrificial. The nine values shared by both male

and female respondents as least important are predominantly Western values,

except for two African values, namely ritualistic and autocratic.

Table 3: Least Important Values ranked by Males and Females

Table 4 presents the results of Pearson’s chi-square tests of the relationship between

leadership values and gender. Marked values indicate a significant relationship

between the specific leadership value and gender.

Most Important Male Values Most Important Female Values

Least important males values Least important female

Leadership Values Rank Mean
Standard
Deviation

Emotional 24 3.64 1.09

Forgiveness 25 3.40 0.98

Individualistic 26 3.33 1.93

Consensus 27 3.31 1.11

Ritualistic 28 3.26 1.04

Traditional 29 3.25 1.05

Strict 30 2.59 1.19

Religious 31 2.59 1.33

Perceived External Control 32 2.53 1.21

Autocratic 33 2.20 1.22

Leadership Values Rank Mean
Standard
Deviation

Forgiveness 24 3.59 0.92

Consensus 25 3.59 1.06

Self Sacrificial 26 3.56 1.04

Traditional 27 3.49 0.92

Ritualistic 28 3.42 1.01

Individualistic 29 3.34 1.14

Religious 30 2.89 1.24

Perceived External Control 31 2.63 1.20

Strict 32 2.48 1.11

Autocratic 33 2.16 1.27
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leadership values may not be in the same order, but generally the list contains the

same values for all the cultural groups, especially the least important values.

It is evident from the table 5 that five out of the ten values ranked as the most

important are the same across all cultural groups, namely visionary, inspirational,

loyalty, integrity and openness. Of these, inspirational, loyalty, integrity and openness

represent African values. These four values are the same four African values

emphasised by both males and females as amongst their top ten values.

Technical capability and share power were also ranked in the top ten most important

values for all cultural groups except for the group categorised as ‘Other’, where

technical capability was ranked as 19th and share power ranked as 17th.

Performance was also ranked in the top ten most important values for all cultural

groups except for Indian respondents who ranked performance as 11th on their list of

importance.

Table 5: Top 10 Most Important leadership values ranked by Culture

es Rank

1

2

3
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5

6

lity 7

8

9

10
African Coloured Indian

Leadership Values Rank

Visionary 1

Inspirational 2

Loyalty 3

Integrity 4

Technical Capability 5

Survival 6

Openness 7

Share Power 8

Performance 9

Delegate 10

Leadership Values Rank

Performance 1

Loyalty 2

Inspirational 3

Visionary 4

Integrity 5

Openness 6

Delegate 7

Share Power 8

Technical Capability 9

Survival 10

Leadership Valu

Loyalty

Inspirational

Visionary

Openness
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Integrity
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White Other

Leadership Values Rank

Loyalty 1

Inspirational 2

Visionary 3

Technical Capability 4

Integrity 5

Openness 6

Logical 7

Consistent 8

Performance 9

Share Power 10

Leadership Values Rank

Delegate 1

Integrity 2

Openness 3

Inspirational 4

Loyalty 5

Visionary 6

Performance 7

Survival 8

Tolerance 9

Politeness 10
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It is evident in Table 6 that seven of the ten values ranked as the least important are

the same for all cultures. These values are consensus, traditional, ritualistic,

religious, perceived external control, strict and autocratic. These are mostly Western

values, except for two African values namely, ritualistic and autocratic. Self-sacrificial

was ranked amongst the ten least important values for all cultural groups except by

Coloured respondents, where it was ranked 20th. Individualistic was also ranked

amongst the ten least important for all cultures except the Indian respondents who

ranked individualistic as amongst the top ten most important as 8th. Also, forgiveness

was ranked in the top ten most important values for all cultural groups except by the

cultural group categorised as ‘Other’, were it was ranked as 18th.

Table 6: Least Important Values ranked by Culture

T

l

b

ues Rank

cation 24

l 25

26

27

28

29
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ontrol 31

32

33
African Coloured Indian

Leadership Values Rank

Self Sacrificial 24

Consensus 25

Forgiveness 26

Traditional 27

Ritualistic 28

Individualistic 29

Religious 30

Perceived External Control 31

Strict 32

Autocratic 33

Leadership Values Rank

Individualistic 24

Harmony 25

Forgiveness 26

Consensus 27

Traditional 28

Ritualistic 29

Religious 30

Strict 31

Perceived External Control 32

Autocratic 33

Leadership Val

Personal Communi

Self Sacrificia

Forgiveness

Ritualistic

Traditional

Consensus

Religious

Perceived External C

Strict

Autocratic
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able 7 presents the results of Pearson’s chi-square tests of the relationship between

eadership values and culture. Marked values indicate a significant relationship

etween the relevant leadership value and culture.

Leadership Values Rank

Self Sacrificial 24

Forgiveness 25

Individualistic 26

Consensus 27

Traditional 28

Ritualistic 29

Strict 30

Religious 31

Perceived External Control 32

Autocratic 33

Leadership Values Rank

Self Sacrificial 24

Ritualistic 25

Emotional 26

Consensus 27

Individualistic 28

Autocratic 29

Traditional 30

Strict 31

Religious 32

Perceived External Control 33
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DISCUSSION

This study found both male and female groups to emphasise visionary, loyalty,

inspirational, integrity, technical capability, openness, performance and share power

amongst their ten most important leadership values (table 5) and forgiveness,

individualistic, consensus, ritualistic, traditional, strict, religious, perceived external

control and autocratic amongst their ten least important values (table 6). Overall,

these findings show that in accordance with literature (Littrell & Nkomo 2005), there

are more similarities in what males and females do and don’t value in their leaders,

than there are differences. Of the values emphasised by both males and females,

four represent African values, namely loyalty, inspirational, integrity and openness

while the other four are Western values. This points to an emphasis on a mixture of

both Western and African values, implying that a synergistic inspirational/dualistic

leadership approach would be appropriate (Prime 1999).

The rankings of the leadership values according to gender do not support literature

(Lewis & Fagenson-Eland 1998; Rigg & Sparrow 1994; Rozier & Hersh-Cochran

1996; House & Aditya 1997; House et al 1997; Booysen 2001) that proposes

considerable differences in what subordinates value in their leaders across gender

groups. Nor does it support previous research (Hammick & Acker 1998; Lewis &

Fagenson-Eland 1998) suggesting that men prefer task-oriented behaviours whereas

women prefer relationship-oriented behaviours or literature (Brownell 1994; Claes

1999; Kawakami et al 2000) that proposes that males usually value leaders who are

autocratic, business-oriented and transactional in their approach. Some values that

are described as business oriented are individualistic, conformity and autocratic.

From Table 3 it can be seen that males rank both individualistic and autocratic as

their least important leadership values, with autocratic in fact ranked as the least

important of all the leadership values.

Significant relationships were found between 14 of the 33 (approximately 42%)

leadership values and gender (table 4). When analysing the leadership values

emphasised by both male and female subordinates amongst the ten most important

with the results of the Pearson’s chi-square tests, it is evident that four of the eight

values, loyalty, inspirational, technical capability and share power, are significantly (p

< 0.05) related to gender while the other four, visionary, integrity, openness and

performance are not significantly (p > 0.05) related to gender. Leadership values in

the least important category which are significantly related to gender are forgiveness,

consensus, traditional and religious while the other leadership values such as
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individualistic, ritualistic, strict, perceived external control and autocratic, are not

significantly related to gender.

Arguments for a difference in what subordinates of different cultures value in a leader

(House & Aditya 1997; House et al 1997; Booysen 2001) as well as arguments that

there are leadership values endorsed across culture (Littrell & Nkomo 2005) can be

found in the literature.

Five of the top ten (visionary, inspirational, loyalty, integrity and openness) and seven

(consensus, traditional, ritualistic, religious, perceived external control, strict and

autocratic) of the least important leadership values had a significant relationship with

culture. Of the 33 values relevant to this study, 19 had significant relationships with

culture (approximately 57%). Of the leadership values emphasised by all cultural

groups as amongst the top ten, inspirational, loyalty, integrity and openness

represent African values which are the same four African values emphasised by both

males and females as amongst their top ten values.

When analysing the leadership values emphasised by respondents of different

cultural groupings as the ten most important with the results of the Pearson’s chi-

square test of the relationship between leadership values and culture, it is evident

that the values listed in the top ten most important such as visionary, inspirational

and integrity are significantly (p < 0.05) related to culture while loyalty and openness

are not significantly (p > 0.05) related to culture. This implies that these leadership

values of loyalty and openness are emphasised as amongst the top ten most

important values regardless of the culture of respondents. These two are African

values. Least important values endorsed across culture include collective, consensus

and strict.

If one compares the findings of this research to the South African leadership which is

said to be both rigid and authoritarian (Choudhry 1986), described as autocratic,

hierarchical and individualistic whereby decisions are rarely discussed with one’s

subordinates, resulting in a top-down communication system (Ocholla 2002), it is

evident that there is a need for change. The findings of the research would suggest

the need for what Prime (1999) calls synergistic inspirational leadership, which is

dualistic leadership whereby traditional African leadership practices, values and

philosophies are integrated with Western leadership practices, values and

philosophies.
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CONCLUSION AND IMPLICATIONS FOR MANAGERS

To be effective, leaders need to be aware not only of what their subordinates’ value

in leaders but also aware of their own leadership and be able to work towards

aligning their leadership with what subordinates value. In addition, within a global

context, leaders need to be prepared to operate across national boundaries and be

sensitive to what subordinates of different cultures expect of leaders and to be

flexible in their approach.

Leaders in the South African workplace are operating in an extremely diverse

workforce. Focussing on two elements of diversity, the purpose of this research was

to identify what future graduates will value in their leaders when they enter the

workplace. Evident from this study is that males and females rank similar values as

most and least important. The same was found for respondents of different cultures,

namely African, Coloured, Indian, White and other. In addition, it was found that the

variables of gender influences 14 of the 33 values studies and culture influences 19

of the 33. Of the ten most important values ranked by both males and females,

loyalty, inspirational, technical capability and share power are significantly related to

gender while of the ten most important ranked by the different cultural groupings

visionary, inspirational and integrity are significantly related to culture.

This study demonstrates that even though South African organisations are diverse in

terms of their subordinates comprising mixed gender and diverse culture, to be

effective in the South African workplace in the future, leaders need be loyal, have

integrity, show openness and be visionary and inspirational. These are mostly African

values, except for visionary which is Western, hence the need to be follow what

Prime (1999) calls synergistic inspirational leadership, whereby traditional African

leadership practices, values and philosophies are integrated with Western leadership

practices, values and philosophies. A loyal leader is one who is faithful, devoted,

trustworthy and reliable and a leader who has integrity is honest, upright and

principled. Leaders who are open are willing to hear the opinions suggested by their

subordinates those who have vision are able to formulate clear goals about the future

of the organisation. Additionally, leaders who are inspirational have the ability to

motivate and inspire organisational spirit among their subordinates. Gender does not

influence the values of loyalty and openness and culture does not influence visionary,

integrity and openness.

If a misalignment of fit between what subordinates value and the leadership of

leaders will result in the leader being ineffective (Mastrangelo et al 2004), then in
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South Africa leaders who are autocratic and strict, use consensus and perceived

external control and are religious, ritualistic and traditional will be regarded as

ineffective. An autocratic leader is domineering and controlling and those who are

strict have been found to be inflexible regarding exact performance. Leaders who

consider consensus and perceive external control take the majority view suggested

by the subordinates and believe that subordinates are not in control as their lives are

controlled by external factors. Additionally, leaders who are religious, ritualistic and

traditional place high value on their own beliefs, organisational procedures, rituals,

traditions, customs and practices.

A limitation of this study is that it focussed only on students from two South African

Universities. Future research should include Universities throughout South Africa and

Africa, to obtain a more representative sample.

Extensive research into what subordinates value in a leader and the actual values

currently espoused by leaders would be of great use to leaders in the South African

workplace. It would also assist expatriate managers within multinational

organisations in that they could better understand what subordinates within a South

African context would expect of them. There is an additional need for research to

include organisational culture as an influencing variable.

The teaching of Western leadership theories and models in a South African context

has been criticised (Khoza 1993; Mellahi 2000) yet the results from this study do not

support an outright rejection of Western leadership values. Further research should

be conducted to explore this observation. On a larger scale, gender and cultural

research should compare what is valued in Africa, compared to the East and the

West. This would be a valuable contribution to the universalistic and non-

universalistic approach to leadership and add empirical input to the debate

concerning the teaching of Western leadership theories in South Africa. In addition,

within Africa, a comparison of South, East, North and West Africa would add

empirical support to the debate of whether there is a universal African leadership

style. It would also provide empirical support for the current mostly philosophical

literature on African Leadership and a more in-depth and empirical base to

understanding the leadership relevant to the philosophy of Ubuntu. Finally, although

Salomon & Khabisi (2004) have conducted initial exploratory research into the

congruence between the values emphasised in two South African MBA programmes

the values MBA students believe should be emphasised in organisations, there is a

need for additional research into the teaching of leadership on South African MBA
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programmes, which are described as the “nursery for organisational leadership”

(Berry 1997).
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