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Scholars have argued that demographic variables are critical factors that could also be used together
with other factors to explain the variances in the behaviour of effective leaders. They are very
significant to virtually all kinds of modern organizations. The current workforce is increasingly getting
younger and highly educated. And an increasing proportion of female managers are also found in
today’s organizations. The present study therefore, explored the relationship between some
demographic variables and leadership effectiveness among local government managers in Eastern
Cape Province. The data were collected from a sample of 222 local government managers using a self-
designed biographical and occupational data questionnaire, and a leadership effectiveness
questionnaire adopted from Fleenor and Bryant. Leadership effectiveness was measured as a unitary
concept. The results indicated that gender, age and education have a positive and significant
relationship with leadership effectiveness. The present study therefore, recommends that, local
government departments should consider these demographic variables when assigning leadership
responsibilities to managers.
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INTRODUCTION

An understanding of leadership effectiveness often varies
among different scholars (Avolio et al., 2003; Yukl, 2006).
However, it is perceived globally, as something critical for
the success of an organisation (Phipps and Prieto, 2011).
Scholars have spent more than a century trying to
understand the characteristics of effective leaders
(Zaccaro, 2007). Waldman et al. (2001) however argue

that this variable continues to attract a lot of interest in
scholarly research. Globalization and the challenges of
working in the global economy have only helped to
increase this interest. Ineffective leadership destroys the
human spirit that is critical in ensuring that the
organisation is effective (Alimo-Metcalfe and Alban-
Metcalfe, 2003). Effective leadership in organisation is
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also understood as the relative lack of interpersonal
weaknesses (Collins, 2001). Furthermore, it also involves
having knowledge, and understanding of organisational
dynamics and people. Scholars have argued that
demographic variables could also be used with other
factors to explain the differences in the attributes of
effective leaders (Tsui and O’Reilly, 1989). As such,
some demographic variables such as gender, age and
education can have a significant influence on leadership
effectiveness (Chen and Francesco, 2000). These
changes challenge contemporary organisational research
to explore whether established relationships between
these variables exists (Maurer, 2001; Warr and Fay,
2001).

Statement of the problem

Several factors account for differences in the attitudes
and behaviour of effective leaders (Mitchell, 2000). The
level of education, gender and age was also identified as
important determinants. The scholar argues that these
demographic variables influence people’s values, wants
and needs, and makes them think and behave differently
(Mitchell, 2000). The South African labour market is
becoming flooded with people with high education.
Scholars argue that managers are selected mainly
because of their formal education and previous merits
(Hooijberg et al., 1997). This has created a challenge for
organisations in identifying effective leaders among
people with seemingly good qualities. These credential
requirements are seldom important, and too often, people
with high education levels do not have the competencies
to match with the job (Guion and Highhouse, 2004).
Some scholars argue that without educated, skilled and
motivated public managers, efficiency and effectiveness
will never be attained (Gildenhuys, 2004). However, the
scholar argues that, it is possible that leaders can be
educated and learn by experience to become effective
public managers. The personal qualities for effective
managers include among others, intellectual capacity
(Gildenhuys, 2004). Ineffective leadership destroys the
human spirit that is critical for ensuring organizational
effectiveness (Alimo-Metcalfe and Alban-Metcalfe, 2003).
The human outcomes of ineffective leadership include
among others, employee stress, disenchantment, lack of
creativity, cynicism, high staff turnover and poor
performance (Fincham and Rhodes, 2005). The present
study therefore, seeks to explore the relationship
between some demographic variables and leadership
effectiveness among Local Government managers.

Objectives of the study

1. To determine the relationship between gender and
leadership effectiveness
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2. To determine the relationship between age and
leadership effectiveness
3. To determine the relationship between education and
leadership effectiveness

Significance of the study

Establishing the relationship between some demographic
variables and leadership effectiveness could be of benefit
to organisations because they can be used together with
other factors as predictors of leaders’ behaviour. The
present study focused on the three most commonly
examined demographic variables of age, education and
gender (Murphy and Ensher, 1999). These demographic
variables are relevant because they are easily
measurable attributes (Somech, 2003). They are
associated with the underlying work-related attributes
(Jackson, 1996). And they have been shown to influence
a leader's work behaviour (Epitropaki and Martin, 1999;
Yukl and Fu, 1999). Moreover, they influence work
perceptions and attitudes through interpersonal attraction
(Tsui and O’Reilly, 1989). As such, they are a critical
consideration to be included in the multiple factors that
measure leadership effectiveness (Somech, 2003).
Understanding this relationship can also help organi-
sations improve their leadership development process.
Thus, they will make effective development decisions of
people suitable for leadership positions (Guion and
Highhouse, 2004). Accordingly, the foregoing extant
arguments suggest the significance of some demographic
variables on leadership effectiveness processes in
organisations.

THEORETICAL PERSPECTIVES
Social role theory

This theory argues that society prescribes different roles
to members of different groups, and such roles generally
coincide with power and status norms. When work roles
break with social roles or traditional hierarchies, this
conflict can lead to discomforting environment for the
manager (Eagly, 1987). On the one side, when em-
ployees are older than their managers, such employees
are more likely to resent and to disrespect their
managers. On the other side, younger managers may
defer older employees and may refrain from exercising
their authority in order to avoid discomfort and
disapproval. As such, these age differences dynamics
have effect on leadership effectiveness (Eagly, 1987).

Social identity

Scholars adopt the social identity theory to understand
the effects of workplace diversity (Northcraft et al., 1995).
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However, a social identity theory has been used to
predict and understand how age and gender diversity
have influence on managers’ attitude and behaviour
(Jackson et al., 2003). In explaining the effects that age
and gender diversity have on a manager’s behaviour, the
basic argument could be that manager’s similarity on
visible and relatively immutable traits influence manager’s
feelings of identification (Tsui et al., 1992). Gender is one
obvious example used to illustrate how self-categorisation
may increase or decrease the attractiveness of a group to
a manager (Hoffman and Hurst, 1990). As such, it affects
the interpersonal relations between the two groups.
Effective leadership in organisations is also understood
by the relative lack of interpersonal weaknesses (Collins,
2001). During the process of self-categorisation,
managers classify themselves and others into social
categories using attributes such as age, and gender
(Williams and O’Reilly, 1998).

This process allows a person to define him or herself in
terms of social identity, and that leads to in-group or out-
group distinctions (Tajfel and Turner, 1986). Furthermore,
individuals desire to maintain a high level of self-esteem
and a positive self-identity (Tajfel, 1981; Tajfel and Turner,
1986). Individuals may seek to maximize intergroup
distinctiveness in order to maintain a positive self-identity,
and thus viewing individuals from other groups as less
trustworthy, honest or even co-operative than members
of their own group (Kramer, 1991).

Situational leadership

The situational leadership theory is regarded as a
contingency theory because it focuses on effective
leadership behaviour for a specific situation (Hersey and
Blanchard, 1988).

These scholars argue that leaders are effective to the
extent that they are able to behave appropriately in the
situation they encounter. As such, leadership
effectiveness is the outcome of interplay between leader
behaviour and situation. This therefore, depends on the
maturity of subordinates, their readiness to take
responsibility for their behaviour. This in turn, is hinged
on task and relationship behaviour. Task behaviour
relates to the extent to which subordinates have the
appropriate job knowledge and skill, and their need for
guidance and direction while relationship behaviour
denotes the extent to which subordinates are motivated
to work without having a leader’s guidance, and their
need for emotional support. A combination of high and
low levels of these individual dimensions creates four
different types of work situations, each of which is
associated with a certain leadership behaviour that is
most effective. Thus, this theory explains leadership
effectiveness from a contingency perspective (Hersey
and Blanchard, 1988).

Path-Goal theory

The Path-goal theory proposes that subordinates are
motivated by a leader only to the extent that they
perceive this individual (e.g., age, gender and education)
as helping them to attain important goals (House, 1971).
The significance of the theory is the notion that effective
leaders behave in ways that support subordinates
situations and capabilities in a way that covers up for
their weaknesses and it increases subordinates
satisfaction and their performance (House, 1996). This
theory contends that subordinates react favourably to the
leader only if they perceive this individual as helping them
to achieve their goals by clarifying the actual paths to
such rewards. Thus, effective leaders simplify the path
taken by subordinates to reach their destinations, and to
help them do so. The theory therefore, suggests that
leaders are effective to the extent that they help sub-
ordinates achieve organisational goals, and goal
achievement is instrumental to performance.

LITERATURE REVIEW
Gender and Leadership effectiveness

The value of gender in our everyday life and society has
increased substantially (ljeoma, 2010). It was for the first
time brought about in the 1970s by the feminist scholars.
The underlying reason was to use gender as a measure
for understanding the fact that women do not behave like
men in all situations, and most importantly, that the
position of women in society varies considerably (ljeoma,
2010). A scholar argues that leadership has been
explained mainly in terms of using male role models
(Gedney, 1999). Consequently, this has created a gap in
the development of many potential senior female leaders.
However, with the advent of women in organizations,
research on leadership has thus also included both
feminine and masculine leadership behaviours (Deal and
Stevenson, 1998). Male and female managers have been
found to be possessing different leadership attributes
which are the characteristic of their gender (Heilman et
al., 1995). The present South African working environ-
ment gives men and women similar chances to move into
leadership positions (Employment Equity Act 55, 1998).
However, the challenge is that these positions are still
generally stereotyped and therefore, are not taken
seriously by women. Leadership effectiveness is not
gender sensitive. It is the behaviour of the leader that is
important for a leadership position. There are many
characteristics that are found in both males and females
that put them in favourable positions to become effective
leaders (Gedney, 1999). Many people believed that
leadership is commonly a man’s territory (Kolb and
Judith, 1997). If women in organizations become leaders,
it is imperative that they are taken as individuals who can



lead others effectively (Kanter, 1977). Both men and
women have more similarities than differences in their
leadership behaviours, and are equally effective.
Although these groups are more similar than different,
women are still having less chances of being selected as
leaders. And that similar leadership behaviour is often
perceived as more positively when shown by a male than
a female. There is no gender difference in the group
perceptions of leadership effectiveness (Gedney, 1999).
Feminine traits do not lend themselves to leading to
women viewing themselves as effective leaders. Only the
females with strong masculine attributes view themselves
as effective leaders most of the times.

Although women are accepted in leadership positions,
many men still believe that leadership is their domain.
The only reason why women are in the leadership
positions at all today is completely because of civilian
political pressure. Stereotypes often work to the
disadvantage of women. They do not satisfy with the
perceivers’ characteristics of effective leaders (Gedney,
1999). Consequently, women are not considered for
promotion and developmental opportunities in favour of
men who are more often viewed as associated with
effective leadership. There are still many challenges
which women must overcome first in order for them to be
considered as effective leaders. The gender role
stereotypes suggest that female leadership behaviour is
interpersonal-oriented and collaborative while male
leadership behaviour is task-oriented and dominating
(Cann and Siegfried, 1990). Women are thus viewed as
more participative while men are viewed as more
directive. The tendency to devalue female leaders is
higher when women are behaving autocratically than
when they are behaving in accordance with any other
style (Eagly and Johnson, 1990). Female leader
behaviours may be critically examined because of their
role conflict while men are allowed to lead in different
masculine or feminine ways without facing negative
reactions because their styles of leading are generally
viewed as legitimate (Pratch and Jacobowitz, 1996).
Therefore, male leaders are not generally limited by the
attitudinal bias of their work mates. They also argue that
if there is a generally accepted level of competence,
many of the behaviours whether they are congruent or
divergent from the male gender role, are highly likely to
be accepted in male leaders.

Consequently, female leaders are relatively limited in
the behaviours that may be seen as effective because of
the conflict they face as women and leaders (Pratch and
Jacobowitz, 1996). Because females are largely viewed
as being more change oriented, they are more accepted
as effective leaders when organizations need change
leaders in today global business environment where
change is relentless and inevitable. These arguments
therefore, lead to the following hypothesis:

H,. Gender is associated with leadership effectiveness
among local government managers.
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Age and Leadership effectiveness

The increasing number of young managers in different
organisations has heightened more interest in the
relationship between age and leadership behaviour
among scholars (Zacher and Frese, 2009). Most scholars
examined the impact of age on different facets of
subordinates’ behaviour (Zacher et al., 2010). The
studies on the relationship of age and leadership
behaviours have been neglected. And only limited leader-
ship researches have been conducted in leadership
behaviour that examined age as an independent variable
(Zacher et al., 2011). Scholars believe that the
combination of age and age-related developmental tasks
such as generativity have a significant influence on
leadership behaviours and its outcomes (Peterson and
Duncan, 2007). Scholars also argue that a leader’s age
and leadership effectiveness may not be exactly related
(Ng and Feldman, 2008). The few available research
findings on the leader age and leadership effectiveness
have generally confirmed that only insignificant
relationships have been found (Vecchio and Anderson,
2009). Vecchio (1993) argues that the leader’'s age and
subordinates’ satisfaction with the leader are not
significantly associated. Other scholars further argue that
there is an insignificant relationship between the leader’s
age and the subordinates’ satisfaction, and with
subordinates’ work commitment (Barbuto et al., 2007).
However, there is a significant relationship between
leader’s age and overall leader effectiveness. According
to the generativity theory (Erikson, 1950), leader
generativity is the leaders’ behaviours directed at
developing and managing subordinates of the younger
age, while focusing less on their own needs, career
developments and accomplishments. Leader generativity
is therefore; more significant for developing leadership
effectiveness at older than at younger ages because
subordinates normatively believe that older and
experienced leaders should behave in generative ways
and this cannot be done by younger leaders (Sheldon
and Kasser, 2001). The integrated impact of the leader’s
age and leader generativity on leadership effectiveness is
facilitated by the subordinates’ own perceptions of the
type of leader-member exchange (LMX) relationship,
which is an important leadership process factor (Gerstner
and Day, 1997). Scholars also argue that generative
attitudes and behaviours develop from young leaders to
old and experienced leaders (Sheldon and Kasser, 2001;
Stewart and Vandewater, 1998). Furthermore, age-
related reductions in the perception of the amount of life
time remaining leads to a selection of emotionally
important and generative goals (Carstensen, 1995).
These empirical imperatives therefore, give way to the
following hypothesis:

H,. Age is associated with leadership effectiveness
among local government managers.
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Education and Leadership effectiveness

Education is one of the most effective measures of good
job performance across many different jobs (Gottfredson,
1997; Schmidt and Hunter, 1998). As such, it may be
associated with leadership effectiveness. Scholars argue
that it is a significant and predictive measure of effective
leadership (Judge et al., 2004). Education is critical for
effective leadership, and this is theoretically founded on
different leadership behaviours that need strong mental
abilities such as problem solving, planning, communi-
cating, decision making and creative thinking (Tett et al.,
2000). Scholars argue that leadership effectiveness is
related to motivation, integrity, self-confidence,
intelligence and emotional intelligence (Goleman, 1998).
All these attributes can be increased through education.
This education helps managers to better understand
themselves and others, the emotional traits of others and
the meaning of these traits for leadership behaviour.
Scholars also believe that the style used by a leader is
one of the most critical factors of leadership that
increases leadership effectiveness (Sadeghi and Lope,
2012). A leadership style is a behaviour that a leader
reveals while guiding subordinates in the right direction
(Certo and Certo, 2006). As a consequence, leaders can
improve their style through experience, education and
training. Intelligence is perceived as a person‘s all
rounded effectiveness in activities controlled by thought
(Gedney, 1999). Intelligence is strongly related to
educational achievement (Hernstein and Murray, 1994).
Leadership and intelligence have been found to be
associated (Gedney, 1999). More than 200 studies have
been conducted and documented since 1963, and they
reveal a great deal of evidence for the notion that
leadership effectiveness is significantly related to
intelligence (Gedney, 1999).

Many public managers are not educated adequately to
meet the needs of leadership positions (Miller, 2004).
These managers are given educational support when
they are being given leadership responsibilities. Although
these public managers are accountable to the
government for their behaviours, the government also is
accountable to its managers (Miller, 2004). Accordingly,
the government must determine the educational support
its managers need in order for them to be effective in
their roles. Many state education departments and
professional organisation (e.g. leadership associations)
are now providing leadership mentoring programmes
(Miller, 2004). Providing such programmes can help to
reduce professional isolation, promote teamwork and
encourage reflective thinking. The way managers can
develop clear goals and pursue those goals in the
organisation could be achieved through aligning their
education to job responsibilities. The foregoing arguments
therefore, suggest that education is related to leadership
effectiveness. Local government managers are supposed
to be given regular training programs such as seminars
and workshops to better understand the responsibilities

and accountabilities given in the local government code.
The subject content to be covered during these education
seminars and workshops for the managers may include;
how to communicate effectively, how to co-ordinate and
give support to development projects, how to make
quality decisions and how to evaluate performance and
give feedback. It is possible that managers can be
educated and also learn by their experience to become
effective public managers (Gildenhuys, 2004). Scholars
further argue that managers are employed mainly
because of their formal education and previous merits
achieved (Hooijberg, Hunt and Dodge, 1997). These
empirical imperatives therefore, give way to the following
hypothesis:

Hs. Education is associated with leadership effectiveness
among local government managers.

MATERIALS AND METHODS
Sample and procedure

The research population constituted 261 managers from local
government departments that were covered for the present study
which included Buffalo City Municipalities and Local Government
and Traditional Affairs Departments in Bisho and East London
Town, in the Eastern Cape Province, South Africa. The population
of managers constituted top-level, middle-level and lower-level
managers. The whole population participated in the present study
because it was small enough to be used as whole. As such, no
sampling method was employed to select the respondents of the
present study. To collect research data, permission was obtained
by the researchers from the top managers of local government
departments used in present study. All the managers were asked
by the researchers to participate in the present study voluntarily. As
such, all the managers were given enough time to complete the
questionnaires. Of the 261 managers that were available for the
present study, only 222 managers responded to this study.
Amongst them who responded, 53.2 percent were female
managers and 46.8 percent were male managers. With regards to
age, 17.1 percent of the managers were between the age groups
(20-29); 29.7 percent of the managers were between the age
groups (30-39) and 32.0 percent of the managers were between the
age groups (40-49). Also, 18.0 percent were of the managers were
between the age groups (50-59) and 3.2 percent of the managers
were above the age group of 60 years. With regards to their
education level, 6.8 percent of the managers had completed high
school; 5.4 percent had a certificate and 36.0 percent had a
diploma. Also, 27.3 percent had a degree and 24.3 percent had a
post-graduate degree. For reasons of confidentiality and anonymity,
the names of the managers were not assessed so that their
responses could not be assigned to specific individuals.

Instruments

Demographic variables. To assess some demographic variables
displayed by a manager, a self-designed biographical and
occupational data questionnaire was used. The questionnaire was
used to collect data on gender, age and education.

Leadership effectiveness. To measure a managers’ leadership
effectiveness, the researchers adopted Fleenor and Bryant (2002)’s
leadership effectiveness scales. This instrument has six items that



Table 1. Descriptive statistics and Chi-square test
results of study variables (individual level) (N = 222).

Variable Mean SD (X)) P df
Gender 147 050 30.90 0.006* 14
Age 360 1.07 15556 0.0000* 56
Education 4.57 1.12 130.41 0.0000* 56
*p<.01.

measure possible weaknesses (derailers) that can cause a
manager to be demoted, fired or “plateaued” below the level of
standard performance. Leadership effectiveness was measured as
a low score on the derailment scales; indicating that a manager was
performing effectively in those areas in which poor performance can
lead to derailment. Sample items are, “a manager has problems
with interpersonal relationships and a manager has difficulty in
making strategic transitions” (reverse coded). The reliability level of
alpha was 0.83 which is within the acceptable level of reliability.
The respondents used a 5-point Likert-type scale ranging from
strongly disagree (1) to strongly agree (5).

RESULTS AND DISCUSSION

This section will discuss the key findings of the present
study. As such, the main findings and the relationships
between the relevant variables will be presented. A Chi-
square test was employed to analyse the relationships
between the present study variables and the results are
presented in Table 1.

The first hypothesis assessed the relationship between
gender and leadership effectiveness among the local
government managers. The results shown in Table 1,
therefore found that gender and leadership effectiveness
are positively and significantly related (X*=30.90; df=14;
p=0.006). As such, both local government male and
female managers possess different effective leadership
attributes which are the characteristic of their gender
(Heilman et al., 1995). Both of them have more similarities
than differences in their leadership behaviours, and are
equally effective. The gender role stereotypes suggest
that female leadership behaviour is interpersonal-oriented
and collaborative while the male leadership behaviour is
task-oriented and dominating (Cann and Siegfried, 1990).
Local government women are therefore, viewed as more
participative while local government men are viewed as
more directive. As such, they are both effective in
leadership responsibilities. The present South African
working environment therefore, gives both men and
women in local government departments similar chances
to move into leadership positions (Employment Equity Act
55, 1998). According to the social identity theory, gender
diversity of local government managers has influence on
their work attitude and behaviour (Jackson et al., 2003).

The second hypothesis assessed the relationship
between age and leadership effectiveness among the
local government managers. The results shown in Table
1, therefore found that age and leadership effectiveness
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are positively and significantly related (X*=155.56; df=56;
p=0.000). As such, scholars argue that there is a
significant relationship between local government
managers’ age and leader effectiveness (Barbuto et al.,
2007). According to the generativity theory, older local
government leaders’ behaviour are directed at developing
and managing subordinates of the younger age and they
focus less on their own needs, career developments and
accomplishments (Erikson, 1950). Local government
leaders generativity is therefore critical for developing
leadership effectiveness at older than at younger ages
because subordinates normatively believe that older and
experienced leaders should behave in generative ways,
and this cannot be done by younger leaders (Sheldon
and Kasser, 2001). Furthermore, the integrated
relationship of the local government leaders’ age and
leader generativity, and leadership effectiveness is
facilitated by the subordinates’ own perceptions of the
type of leader-member exchange relationship, which is
an important leadership process factor (Gerstner and Day,
1997). On the other side, young local government leaders
are also effective in local government departments
depending on the prevailing situations (Hersey and
Blanchard, 1988).

The third hypothesis proposed that there is a relation-
ship between education and leadership effectiveness
among the local government managers. The results
shown in Table 1, therefore found that education and
leadership effectiveness are positively and significantly
related (X?=130.41; df=56; p=0.000). As such, education
is one of the most effective measures of good job
performance across local government managers’ jobs
(Gottfredson, 1997; Schmidt and Hunter, 1998). Scholars
suggest that it is a significant and predictive measure of
effective leadership (Judge et al.,, 2004). This is
theoretically supported by different local government
leadership behaviours that need strong cognitive abilities
such as problem solving, planning, communicating,
decision making and creative thinking (Tett et al., 2000).

Scholars also suggest that leadership effectiveness is
related to motivation, integrity, self-confidence, intelli-
gence and emotional intelligence, and all these attributes
can be increased through education. This education
helps local government managers to better understand
themselves and others, the emotional traits of others and
the meaning of these traits for leadership behaviour
(Goleman, 1998). Furthermore, many state education
departments and professional organisation such as
leadership associations are now providing local govern-
ment leadership mentoring programmes (Miller, 2004).
Providing such programmes can help to reduce
professional isolation, promote teamwork and encourage
reflective thinking among local government managers.

MANAGERIAL IMPLICATIONS

In general, the present study highlights the contributions
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of some demographic variables in determining leadership
effectiveness among Local Government managers.
Gender has a significant relationship with leadership
effectiveness. Both Local Government male and female
managers possess different effective leadership attributes
which are the characteristic of their gender (Heilman et
al., 1995). And both of them have more similarities than
differences in their leadership behaviours, and are
therefore, equally effective. The gender role stereotypes
suggest that female leadership behaviour is interpersonal-
oriented and collaborative while male leadership
behaviour is task-oriented and dominating (Cann and
Siegfried, 1990). Local Government women are therefore,
viewed as more participative while Local Government
men are viewed as more directive. The present study
therefore, recommends that organisations should consider
both men and woman for leadership responsibilities.
Also, age has been found to have a positive and
significant relationship with leadership effectiveness. This
therefore, means that the Local Government leaders
generativity is therefore critical for developing leadership
effectiveness at older than at younger ages because
subordinates normatively believe that older and
experienced leaders should behave in generative ways
and this cannot be done by younger leaders (Sheldon
and Kasser, 2001). On the other side, young Local
Government leaders are also effective in Local
Government departments depending on the prevailing
situations (Hersey and Blanchard, 1988). The present
study therefore, also recommends that Local Government
organisations should consider the age differences
dynamics of their managers when assigning certain task
responsibilities. Finally, education has been found to have
a positive and significant relationship with leadership
effectiveness. Education is one of the most effective
measures of good job performance across Local
Government managers’ jobs (Gottfredson, 1997; Schmidt
and Hunter, 1998). Scholars suggest that it is a
significant and predictive measure of effective leadership
in Local Government (Judge et al., 2004). This education
helps Local Government managers to better understand
themselves and others, the emotional traits of others and
the meaning of these traits for leadership behaviour
(Goleman, 1998). The present study therefore, recom-
mends that education should also be considered when
selecting Local Government managers for leadership
roles.

Limitations and future research directions

The present study used the Local Government managers
from all the management levels as the respondents.
However, scholars argue that, it is not all the managers in
the Local Government organisations that have leadership
responsibilities (Kotter, 1990). Some managers are
regarded as leaders whereas others are not regarded as

such (Suar et al., 2006). As such, this may have
negatively affected the reliability of the results achieved in
the present study. Leadership effectiveness is perceived
as the low score on the derailment scales; in other words,
a demonstration of effective behaviours on these scales.
However, this definition covers a limited range of the
behaviours and attributes that make up the construct of
leadership effectiveness. This therefore, limits the
findings of the present study to factors used in the
derailment scales. The present study focused mainly on
the leadership effectiveness variable as a unitary concept
and as a dependent variable instead of using the
individual dimensions. Thus, it is also very important that
future studies use those dimensions that make up
leadership effectiveness construct as dependent
variables on their own. This will produce a more thorough
study as compared to the present one in respect of those
dimensions of leadership effectiveness construct.
Furthermore, the present study used self-rating measure
of leader effectiveness which may have led to normative
responses. Future studies should therefore, use a
measure of leader effectiveness in terms of results or of
perceptions of those around the leader because this may
give more reliable results.

Conflict of Interests

The authors have not declared any conflict of interests.

ACKNOWLEDGEMENT

This research was funded by the Govan Mbeki Research
and Development Centre (University of Fort Hare, South
Africa).

REFERENCES

Alimo-Metcalfe B, Alban-Metcalfe RJ (2003). How to be a better leader.
The Times, Public Agenda, 1 July, 4.

Avolio BJ, Sosik JJ, Jung DI, Berson Y (2003). Leadership models,
methods, and applications: small steps and giant leaps. In: W. C.
Borman, R. Klimoski, D. R. ligen & B. Weiner (Eds.), Handbook of
psychology, New York: John Wiley, Sons 12:277-307.

Barbuto JE, Fritz SM, Matkin GS, Marx DB (2007). Effects of gender,
education, and age upon leaders' use of influence tactics and full
range of leadership behaviours. Sex Rol. 56:71-83.

Cann A, Siegfried WD (1990). Gender stereotypes and dimensions of
effective leader behaviour. Sex Rol. 23:413-419.

Carstensen LL (1995). Evidence for a life-span theory of socio-
emotional selectivity. Cur. Dir. Psychol. Sci. 4:151-156.

Certo SC, Certo ST (2006). Modern management (10th ed.). Upper
Saddle River, NJ: Pearson Education Inc.

Chen ZX, Francesco AM (2000). Employee demography, organisational
commitment, and turn overintentions in China: do cultural differences
matter? Hum. Relat. 3(6):869-87.

Collins JC (2001). Good to Great: Why Some Companies Make the
Leap...and Others Don't. New York: Harper Collins.

Deal J, Stevenson MA (1998). Perceptions of female and male
managers in the 1990s. Sex Rol. 38:287-300.



Eagly AH, Johnson BT (1990). Gender and leadership style: A meta-
analysis. Psychol. Bull. 108:233-256

Employment Equity Act, number 55 (1998).

Eagly AH (1987). Sex Differences in Social Behaviour: A Social Role
Interpretation. Hillsdale: New Jersey.

Erikson EH (1950). Childhood and Society. New York, NY: W. W.
Norton.

Epitropaki O, Martin R (1999). The impact of relational demography on
the quality of leader-member exchanges and employees’ work
attitudes and well-being. J. Occ. Organ. Psychol. 72:237-240.

Fincham R, Rhodes P (2005). Principles of Organisational Behaviour (5
ed). New York: Oxford University Press.

Fleenor JW, Bryant C (2002). Leadership Effectiveness and
Organizational Culture: An Exploratory Study; Center for Creative
Leadership. Toronto: Canada.

Gedney M, USAF (1999). Leadership Effectiveness and Gender. Air
University: Maxwell Air Force Base, Alabama.

Gerstner CR, Day DV (1997). Meta-analytic review of leader-member
exchange theory: Correlates and construct issues. J. Appl.
Psychol. 82: 827-844.

Gildenhuys JSH (2004). The Philosophy of Public Administration: A
Holistic Approach; Introduction for Undergraduates Students. South
Africa: Sun Press.

Goleman D (1998). Working with Emotional intelligence. NY: Bantam
Books.

Gottfredson LS (1997). Why g matters: The complexity of everyday life.
Intell. 24(1): 79-132.

Guion RM, Highhouse S (2004). Essentials of Personnel Assessment
and Selection. Psychology press: London.

Heilman ME, Block CJ, Martell RF (1995). Sex stereotypes: Do they
influence perceptions of managers? J. Soci. Issu. 10: 237-252.
Hernstein RJ, Murray C (1994). The Bell Curve: Intelligence and Class

Structure in American Life. New York: Free Press.

Hersey P, Blanchard K (1988). Management of Organizational
Behaviour. Englewood Cliffs: Prentice-Hall, NJ.

Hoffman C, Hurst N (1990). Gender stereotypes: Perception or
rationalization? J. Pers. Soc. Psychol. 58:197-208.

Hooijberg R, Hunt JG, Dodge GE (1997). Leadership complexity and
development of the leaderplex model. J. Manage. 23(3):375-4081.
House RJ (1971). A Path-goal theory of leader effectiveness. Adm. Sci.

Q. 16: 321-338.

House RJ (1996). Path-goal Theory of leadership: Lessons, Legacy,
and a reformulated Theory. Lead. Q. 7(3):323-352.

House RJ, Aditya RN (1997). The social scientific study of leadership:
Quovadis? J. Manage. 23:409-473.

lieoma B (unpublished). Gender issues and Leadership Effectiveness
in Nigeria Labour Union Activities: an Appraisal. Nigeria, University of
Lagos.

Jackson SE (1996). The consequences of diversity in multidisciplinary
work teams. In: M. A. West (Ed.), Handbook of work group
psychology (pp. 53—75). London: Wiley.

Jackson ES, Joshi A, Erhardt LN. (2003). Research on team and
organizational diversity: Analysis and implications. J. Manage.
29(6):801-830.

Judge TA, Colbert AE, llies R (2004). Intelligence and leadership: A
quantitative review and test of theoretical propositions. J. Appl.
Psychol. 89:542-552.

Kanter RM (1977). Men and Women of the Corporation. New York, NY:
Basic Books.

Kolb, Judith A (1997). Are We Still Stereotyping Leadership? Small
Group Res. 28(3).

Kramer R (1991). Intergroup Relations and Organizational Dilemmas:
The Role of Categorization Processes. Greenwich, CT: JAI Press.

Kotter JP (1990). A force for change: How leadership differs from
management. New York: Free Press.

Labawig MC (2000). Leadership effectiveness of Barangay captains: lts
Implications to Barangay Development. Saint Louis University;
Baguio City: Ched-Car.

Maurer TJ (2001). Career-relevant learning and development, worker
age, and beliefs about self-efficacy for development. J. Manage.
27:123-140.

Miller K (2004). Creating Condictions for leadership Effectiveness: The

Bell et al. 57

District’s role. Mid-Continent Research for Education and learning.

Mitchell S (2000). American Generations-Who They Are. How They
Live. What they Think (3rd ed.) Ithaca, N.Y: New Strategic
Publications, Inc.

Murphy SE, Ensher EA (1999). The effects of leader and subordinate
characteristics in the development of leader-member exchange
quality. J. Appl. Soc. Psychol. 29:1371-1394.

Ng TWH, Feldman DC (2008). The relationship of age to ten
dimensions of job performance. J. Appl. Psychol. 93(2):392-423.

Northcraft G, Polzer J, Neal M, Kramer R (1995). Diversity, Social
Identity, and Performance: Emergent Social Dynamics in Cross
functional Teams. Stamford: JAI press.

Peterson BE, Duncan LE (2007). Midlife women’s generativity and
authoritarianism: Marriage, motherhood, and 10 years of aging.
Psych. Agin. 22(3):411-419.

Phipps STA, Prieto LC (2011). The Influence of personality factors on
Transformational Leadership: Exploring the Moderating Role of
Political Skills. Int. J. Leadersh. Stud. 6(3):430-447

Pratch L, Jacobowitz J (1996). Gender, Motivation, and Coping in the
Evaluation of Leadership Effectiveness. Consulting Psychology
Journal: Practice and Research.

Sadeghi A, Lope Pihie ZA (2012). Transformational Leadership and Its
Predictive Effects on Leadership Effectiveness. Int. J. Bus. Soc.
Sci. 7(3):186-197.

Somech A (2003). Relationships of participative leadership with
relational demography variables: A multi-level perspective. J.
Organ. Behav. 24:1003-1018.

Stewart AJ, Vandewater EA (1998). The course of generativity. In: D. P.
McAdams & E. de St. Aubin (Eds.), Generativity and adult
development: How and why we care for the next generation (pp.75 -
100). Washington, DC: American Psychological Association.

Suar D, Tewari HR, Chaturbedi A (2006). Subordinates perception of
leadership styles and their work behaviour. Psych. Dev. Soc.
18(95):96-114.

Tett RP, Guterman HA, Bleier A, Murphy PJ (2000). Development and
content validation of hyperdimensional taxonomy of managerial
competence. Hum. Perform. 13:205-251.

Tsui AS, Egan TD, O'Reilly CA (1992). Being different: Relational
demography and organizational attachment. Adm. Sci. 37:549-
579.

Tajfel H (1981). Human Groups and Social Categories: Studies in
Social Psychology. United Kingdom: Cambridge University Press.

Tajfel H, Turner JC (1986). The Social Identity: Theory of Intergroup
Behaviour. Chicago: Nelson-Hall.

Tsui AS, O'Reilly CA (1989). Beyond simple demographic effects: the
importance of relational demography in superior—subordinate dyads.
Acad. Manage. J. 32:402-423.

Vecchio RP (1993). The impact of differences in subordinate and
supervisor age on attitudes and performance. Psych. Agin. 8(1):
112-119.

Vecchio RP, Anderson RJ (2009). Agreement in self-other ratings of
leader effectiveness: The role of demographics and personality.
Inter. J. Selec. Assessm. 17(2): 165- 179.

Waldman DA, Ramirez GG, House RJ, Puranam (2001). Does
leadership matter? CEO leadership attributes and profitability under
conditions of perceived environmental uncertainty. Acad. Manage. J.
44:134-143.

Warr PB (2001). Age and work behaviour: Physical attributes, cognitive
abilities, knowledge, personality traits and motives. In: C. L. Cooper
& |. T. Robertson (Eds.), Int. Revie. Indust. and organi. Psych.
Chichester, UK: Wiley.

Williams K, O'Reilly CA (1998). Demography and Diversity: A review of
40 years of Research. Greenwich, CT: JAI Press

Yukl G (2006). Leadership in Organizations. Upper Saddle River: NJ.

Yukl G, Fu PP (1999). Determinants of delegation and consultation by
managers. J. Organ. Behav. 20:219-232.

Zaccaro SJ (2007). Trait-based Perspectives on Leadership. Am.
Psych. 62(1):6-16.

Zacher H, Frese M (2009). Remaining time and opportunities at work:
Relationships between age, work characteristics, and
occupational future time perspective. Psych. Agin. 24(2):487-493.

Zacher H, Heusner S, Schmitz M, Zwierzanska MM, Frese M (2010).



58 Afr. J. Bus. Manage.

Focus on opportunities as a mediator of the relationships between
age, job complexity,and  work performance. J. Vocat. Behav.
76(3):374-386.

Zacher H, Rosing K, Frese M (2011). Age and leadership: The
moderating role of legacy beliefs. Leadersh. Q. 22(1):43-50.



