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CHAPTER 1

INTRODUCTION

The globalized world and modern society, in their constant change process,
demand more prepared and efficient peoplkexercise leadership (Arrais de Matos,
2006; Bolt, 1996Covey, 2001; Drucker, 2006; Hmd&99; Kotter, 2000; Nyelr,,

2001; Senge, 200@005a). Being able to both evaluate changing situations and to
motivate all the collaborators to act appropriately the main challenges currently facing
leadergHoover& Valenti, 2006; Kouzes & Posner, 2007; Maxwell, 2004; Tichy &
Cohen, 1999; Wheatley, 1999). According to HoaedValenti (2006), those who still
defend the idda of the oldschool ofleadership, which taught that organizations are
composedf officials and private soldiers superiors and subordinatese not good
leaders for th@1% century. For Hunter (2006), old control and command methods based
on threats and yells are inefficient when deglvith a diversified workforceomposed

of those fromyoungergenerationsvho grew up distrusting those who have power (p.

10).

Within the setting of thirst for changadthe pursuibf new paradigmthatmark
peopl ebs behavior in this thirdleadérdhipenni um
theoryis developing andcquiing form. Spears (2005) states that the idea of servant
leadership has been around for more than three decades, and the term was coined in 1970

by Robert Greenleaf (1964990). According to Spears (2005)



In his works, Greenleaf digsses the need for a better approach to leaderstap, o
that places serving othérsncluding emploges, customers, and commubditgs the
number one priority. Servathieadership emphasizes increased service to others,
holistic approach to work, promoting arsse of community, and the sharing of power
in decision making. (p. 32)

In this context, it is important to highlight the figure of the serleader, who
possesses specific attributes and competences and builds his or her leadership upon
lasting valuesand principledased on charact@Buaiz, 2003; Greenleaf, 1991; Hunter,
2006). For Hunter (2006), leadership development and charadtingare the same
thing; both processes demand changes (p. 13). He reinforces his position by quoting the
following statement of Theodore Roosev@lio educa¢ a man in mind and not in morals
is toeducatea menace to socigiyHunter, 2006, p. 17). Buai(2003) add<Servant
leadership assumes emotional stability, strategy and steadiness of principles. Although
perfcti on i sndét demanded f r o-power ang bharacter,arec on't i
indispensable(pp. 1718).

According to Laub (2005), a healthy organization can be considered as such
according tats performance in six servalgadership areasvhetheri (a)values people,

(b) develos people,(c) builds community,(d) displays authenticity,(e) provides

leadershipand(f) share leadership.

Background of the Study
TheBrazilianeducationakystem, especially thgrivate highereducation system,
is undergang a period of crisis (Balbachevsky & Guilhon, 20@oldan, 2007
Castanho, 2000; Castro, 2006; Chaimovich, 2000; Cunha, 2007; Goergen, 2000;
Guimaréaes & Pires, 2008)artins, 2002; Neiva & Colaco, 2006; Noronha, 1998;

Ristoff, 1999; Schwartzmar2006; Sguissardi, 2000%ince the government of Cardoso



asPresident of the Republic (192902) and the approval, in 1936 the newLei de
Diretrizes e Bases da Educacao Naciofiaw of Foundations and Guidelines for
Brazilian Education; LDB)there has been an outstanding growth in the number of
highereducation programs and institutions in the cou(®gmpaio, 2000Silva, Jr. &
Sguissardi, 1999)n 1995 there were10 public and 684 private higheducation
institutionsin Brazil. In 2005, thdigures were231 public institutions and, 934 private
ones. This equals an increase of 10% and 1888pectively. lis clearly noticeable that,
while pubilc institutions experienced a modest growth, the private segment boomed
(IBGE, 2006).
According toNatali (2006), as a result of the exaggerated growth in private
highereducation institutions during this period, many institutions had to thesedoors
due to tough market competition (p. 40). Endorsing some econpitétdi (2006)
points out that
until the 1990s, Higher Education Institutions represented less risk to the banks and
nortpayment was less usual. From this time on, with the institutions boom, especially
private ones, and with the consequent fierce competition among them, risk increased
steadily, since, with so many options, thstitution is in danger of king its students
quickly. (p. 30)
Boldan (2007) states that after the 1990s, private higthecation institutions
have been experiencing a crisis of high competition. The inetigjtaiming to attract
more students, are cutting costs and reducing investments, consequently jeopardizing
education quality (p. 36). In 2006, one of the most prestigious private institutions of S&o
Paulo and of the whole country dismissed 320 tea¢Rengsta do Ensino Superjor

2006. As a consequence of this teacher firing process, there is a concomitant process of

substitution. These changes normally involve the substitution of more qualifiedaxad



experienced faculty for less qualified ones, witd goal of cost reduction. In order to
discuss this crisisSindicato das Entidades Mantenedoras do Ensino Superior do Estado
de S&o Paul¢SEMESP Sao Paulo State HighedEcation Support Entities Uniohas

been conducting frequent meetings to gezaticularly with the relatioship between

work and financial management.

BalbachevskyndGuilhon (2006) make reference to a studyhe academic
professiongonducted in 2003 by thHélcleo de Pesquisa sobre Ensino Superior
(NUPES;Higher Education Resear€lenter)of the University of Sdo Paulo (USP), one
of the most respected universities in Brazil. One thousand professors from all over the
country and from all types of higheducation institutions in Brazil were interviewed
regarding the considerable cigees in therivate sector. The reseandvealed that
29.4% of professors who possessed a doctoral degreamet@@nducting any research
due to lack of financial support. Therefore, they presented no academic production.
Another worrying example ithatof Brazilianlaw schools. Itis regardinghe Brazilan
Lawyers Order exam, which qualifiesv-school graduates to work as lawyers. In the
region of Sdo Paulmut 0f28,321 lawschool graduates who took the test, only 3,128
succeeded. This representsldfopassrate Brazilian Lawyers Order delegates stated
that this is acausdor concern and should serve as an opportunity for critical discussion
about the indiscriminatgrowth of law programs in the countriggvista do Ensino
Superiof 2006, p. 8).

Christianhighereducationinstitutions arg@resenin this challengingcontext
(Todeschini, 2007; Tubino, 1997According todifferent authorsservanteadership is

the most appropriate modelr dealingwith these challenges. Marinho (2005) mentions



theexample of Southwest Airlines Company, a member of the Greenleaf Center for
ServaniLeadership, whose business philosophy is expressed intheindtte ad i n g o o
ti mes to pr epHeareortsthefollbvingt t i mes. 0
When September $'terrorist attaks menaced to break all airlines in the United
St ates, Sout hwest Airlines (SWA) was the
the year in the red. They offer a simple explanation: with a seleadérship
philosophy deeply established, the company alale to respond to the crisis. (p. 11)
In thefield of educationservanteadershipplaysa very significant rolehecause
this area is responsible for shaping other leaders (Buaiz, 2003; Hunter, 2006; Kouzes &
Posner, 2003). Following this line of tight, Buaiz (2003) adds
Each servanleader is a master, who teaches values and principles through attitudes.
Meekness is a necessary trait, and must be the core of this type of leadership, since it
opposes itself to individual promoting. Converselyjmssfor duplication, continuity
and power improvement, the formation of leaders who are either as skillful or even
more than their predecessors. (p. 18)
The subject of this studg a philanthropic, confessionaind communitydriven
private highereducaibn institutioncalledCentro Universitario Adventista de Sao Paulo
(Sao Paulo Adventist University Center; UNASP). It is sponsordddijuto Adventista
de EnsindAdventist Education Institute; IAEAnd is committed to the mofto
AEducat i on eésatradakd fBm itsvnistitugonal missio@éntro Universitario
Adventista de S&o PauldQ03, p. 8). lis a quasicentenarian institution, founded in
1915 by American and Ger man missionaries i
(Azevedo, 2003; Heokawa, 2001; Stencel, 200Qurrently it consists of three
campuses, located in three different cibgsra 112mile distance. The three campuses

have very diverse characteristics regarding location, inauguratioraddtexperience in

the field of hgher education.



The campus situated in S&o Pa@lty (Campus 1), the biggest city in af Brazil
and South America with population ofL1,016,703, is the headquarterdds been
engaged in higher education since 1919, when the first hegheratiorprogram was
established that oftheology. In 1968a second major was addeahd currentlythe
schooloffers 14 majors and enrolls 2,913 students.

The campus located in the city of Hortolandrestituto Adventista Sao Paulo
(IASP,Campus lll), was foundeid 1949. This town has a population of 201,795 people.
It has been offering highexducation programs since 1999. It offers four majors and
enrolls 1,023 students.

The campus situated in Engenheiro Coelho (Campus Il) was established in 1984,
in a rural aea7.46 miles from the city. Engenheiro Coelho has 12,644 inhabitants. This
campushas offerechighereducation programs since 1991. It offé€smajors and enrolls
2,479 students.

The institution management system is organized as follows:

1. Top leaderspi Presidency and directorship, with the following positions:
president, management vipeesident, academic viggesidentand general secretary,
who are in charge of the three campuses. There are also pogititare specifido each
campus: generalirector, management director, financial director, academic director,
student affairs directpand spiritual development director.

2. Management:iRancial manager, academic secretary, deans, educational
supervisors, librarians, computer laboratories dimators and similar positions.

3. Workforce: PPofessors, teacherand other teachingelated positions.



This studyfocuseson the practices and beliefs of servi@atdership and their

implications for the institutional mission.

Statement of the Problem

According to its Institutional Development Program (IDP), UNASP has the
mission of serving its community and clientele, as stated in the schoolsloggnEd uc at i 0 |
and S eAlthugbikis thieoretically accepted, institutional officers have no official
information abouthe extentto whichthis motto is pervasive (or present) and applied in
practice, which may cause institutional leaders to stay in their comfort zone without
making a systematic effort to improve their leadership performance. There is no
informationas to whethethe servanteadership principles are perceived by employees
as being pract i deadégrshipnd whdt the implications bfithese o n 6 s

principles are for the institutional mission.

Purpose of the Study

Thepurpose othis study is firsto verify whetherthe servanteadership practices
and beliefs are perceived by both genders of the top leadership (top level of leadership
the management (supervisonsinagers)and the workforce (staff, members, workess)
the thee campuses of a Christiaighereducationinstitution,located in the state of S&o
Paulo, Brazil, whose missioniisi educate in the context oblical and Qiristian values
for a full life and for excellence in service, antdose motto is Education akde r vi c e 0
(Centro Universitario Adventista de Sdo Pa@o03 p.8). Secongdthe purpose is to
study t hepeeaepgoh ancereng the indicators that characterize the servant

leadershipdemonstrated through the scores obtained in theuless borganizational



health (value people, develop people, build community, display authenticity, provide
leadershipand share leadershi@nd finally, the purpose it provide theoretical and
methodological subsidies for the practice of serl@adershipn Brazilian educational
institutions.

This studyisbaseduon t he st udDbPedd aisetestediliteratureioo n 6 s |
the researched topic (Covey, 2001, 20@282h DePree, 1995, 2002; Farnsworth, 2007,
Greenleaf, 1991, 1998; Hunter, 2004, 2006yalaki, 2005; Kouzes & Posner, 1997,

2003, 2007; Senge, 1995, 2005a, 2005b; Spears, 1995, 19984a, 2005).

Significance of the Study

This study aims tprovide an aid fothose in leadership positions and for
potential leaders. It has the goal of t@ag the following audiences:

1. The institutio(UNASB. The analysis of the study data proddtgormation to
allow the institution managers to study the possibility of implementing changes in current
policies related to ludse institutionds miss

2. The Seventday Adventist Church as an institutiobhe practical results of this
study provide insights for potential adjustments in the management of organizations
supported by the church.

3. Future research and studies on servimatdershipThi s st udyds resul t
contributeto servamrieadership studies in the educational field.

4. General public For the public in general, the results serve as an information

source on the practice of servégddership in a highexducation institution.



Researt Questions

The following research questiogsidedthe study:

1. Howdo those in théop leadership, management, and workforce differ from
each other in their perception of practices of serleattershipas indicated byhe six
key areas of organizatiohhealth(value people, develop people, build community,
display authenticity, provide leadershgmd share leadership) within the institution?

2. To what extent is the perception of beireéndpractice of servant leadership,
asindicated by the six keareas of organizational health, influenced by the variaijles
campus and gender?

3. What servankeadership indicators received more than 25% of disapproval in
the research?

4. What is the perception of t&ff in relation to the beligh and practie of

servant leadership in the institution as a whole evaluated by the OLA instrument?

Research Hypotheses and Objectives
Hypotheses
To fulfill the purpose of this stugdyhe followingtwo hypotheses and two
objectiveswere used:
Hypothesisl: There areignificant mearscoredifferences in the combinesilx
key areas of organizationlaéalth between the leadership categories.
Hypothesi2: There is a significanhean scoremteraction between gender and

campus on the six kegreas of organizational hdalt



Objectives
Objectivel: To identifyservantleadership indicatsr(out of a total 060) with
more than 25% disapproval.
Objective2: To describeghes t af f 60 s per cept inandpracticer el at i

of servantleadership in the institution asvnole.

Methodology

Even though research on serveadership is a recent phenomenon, summing up
to only a few decades, a significant growth is expectenithe next years and decades.
Around 100 doctoral theses have already been produced tpibefservant
leadership (Spears, 2005).

This study is focused on organizational leadership within the higghgzation
field. It analyzes the servatgadership practices and beliefs of a Christian private
institution, Centro Universitario Adventista de Saouka(UNASP)[Sao Paulo Adventist
University Center]in its three levels of leadership.

In order to fulfill the purposes and goals of this study, a quantitative approach to
research was selected. The statistical method called AN@N&lysis of variange
which is awidespread statistical test among researchas,used to aceplish the
intended objectivefHair, Jr., Anderson, Tathan, & Blacl,998 Mestler & Vannatta,
2005.

The research udgrimary data gathered through the Organizational Leadership
Assessment (OLA) instrument (s&ppendix D), developed by Jim Laub in 1998 and

tested in dozens of higtredibility institutions (Laub, 2005).
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As proposed in the OLA instrument, theointLikert scale, which is connected
to a semantic scalejasused.For each questionhé partcipants cheean answer along
1 to 5 scalewith 1 corresponding tetrongly disagre@and 5 tostrongly agree

This study used the organizational health classification from OLA, which is
divided into six levels (toxic healtpoor health, limited health, moderate health,
excellent healthand optimal health}Yo score each of the six leadership kegas of
organizational health (value people, develop people, build community, display
authenticity, provide leadership, sharedeship)asevaluated and measured by the OLA
instrument. This study also used thd>A model perspective, which categorizes
leadership models in autocratic, paternalist, and servant.

This study defined as statistiyatelevant those indicators with arpeption level
above 25% disapproval.

The populabn consists of 484 persofrem the UNASP institution. Their
answers to the OLA instrument are the source of data for analysis.

This study has defined the percent average score attributed to each®f the 6
guestions as the dependent variablénree independent variables weegected to give
dimension to the studyeadership categories (top leadership, manageueaht

workforce),region (three campuses), agehder (female and male).

Definition of Terms
The main terms usad this study arelefinedas follows It must be clarified that
the adopted definitions refer to theeof the term in thepecific context of this study
These definitions areot meantisgeneralizations, since it is possible tbtter

definitions maybelongto the same terms in different contexts.

11



Administrative categoryTheadministration ohcademic and institutional
activities falls into twacategories(a) public, which includes federal, state, and municipal
sectors, and (Iprivate, which includes commercial, philanthropic, commuyritgd
religious sectors.

Category:Refers to classification, positipar level. For instance, the three
categories of leadership: top leadershjanagementand workforce.

Conselho Nacional deducacao (National Council of Education; CNEhe
deliberative department that interprets educational ntratare, after that, authorized
by the Minister of Educatn.

Federal system of educatioBomposed ofhe following entitied universities,
university-centers, integrated colleges, colleges, and institutes.

Higher-education institutionstn conformity to the Decree number 2,306, issued
onAugust 19", 1997, article 8, of the Ministry of Education, which is concerned with
Brazilian highereducatiorninstitution academic organization, the entities are classified
into five categories(a) universities, (b) university centers, (edegratectolleges, (d)
colleges and (e) lghereducationinstitutes ohighereducationschools.

Universities are charaamtized bytheregular offering of learning programs,
researchand extension.

University centers are highexducation institutions that are distinguished by the
excellence of their learning programs, whakecertified by the good performance of
their programs in evaluatios by the Ministry of Educatioas well as by the qualification

of their faculty and by the quality of academic works offered to the student community.
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Integratedcolleges are institutions identified by offering programs in more than
oneknowledge area, organized in such a way as to function with common rules and
unified management.

Colleges andhighereducationinstitutes ohighereducationschools are
characterized by offering programs in only one knowledge area.

Instituto Brasileiro deGeografia e Estatistica (Brazilian Institute of Geography
and Statistics; IBGE)The primary provider of data and statistical information regarding
the countryof Brazil. An institution of the federal administratidBGE is linked to the
Ministry of Planning, Budget, and Management and serves to disseminate demographic,
cartographic, geographic, and environmental information. Almost all statistical data
regarding the Brazilian population are based on the information giw#&GE,
especially the latestemographic census (2000) and the indexes of living standards.

Instituto Nacional de Estudos e Pesquisas Educacionais Anisio Teixeira (Anisio
Teixeira National Institute of Educational Studies and Research; INBH3:institute
was ceated in 1937 akeNational Institute of Education aneaslater renamethe
National Institute of Educational Studies. Since 1972, the organizegadopted the
name of National Institute of Studies and Educational Reset\&P endeavors to
analyze the Brazilian edational situation; the data form the basipolitical decisions
in the field of educatio.

Lei de Deretrizes e Bases da Educacao Nacidre of foundation and
guidelines foBrazilian education

Ministério da Educacao (Ministry of Education; MEQhe state department

responsible for the countréeducational policy.
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Ordem dos Advogados do Brasil (Brazilian Lawyers Order; O&Bie of
Brazilbs most respected professional organizat
the job of lawyer and exts a strong influencent he countryds. politica
Organizationalhealthlevel: Performance levels (toxic health, poor health, limited
health, moderate health, excellent headtid optimal health) concerning servant
leadership, with emphasis tnust environment, inventivenessd lack of fear.
Organizational Leadership Assessment (OUAStrument developed in order to
evaluate leadership practices of people who work in organizations in either top
leadership, management workforce.
Power leel: In this study, it representle six levet of organizational health
(org.16 toxic healthorg.2 poor healthorg.3 limited health org.49 moderate health

org.50 excellent healthandorg.6d optimal tealth.)

Assumptions of the Study

The following assumpons were held while conducting this study:

1. The questions proposed by the instrument were understood responsibly and
correctly by the three categories of workers from the researched institution. As a result,
the answers reflect a clear perceptionefthi nst i t uti onés reality r
items.

2. The data gathered by the instrument are trustworthy and methodologically
correct.

3. The information provided by the inst
Development Program, Statutesd InternaRules) reflect the veracity of institutional

data.
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4. All the answers reflect the true perception of each participant.

Limitations of the Study

Due to the data gathered by the instrument, to the information provided by the
researched institution, to timature of the research questipaisd to the purpose of the
research, this study is limited tiwe following

1. The results perceived by the instrument and its scalgs;dinghe three
leadership categories: top leadership, managemedtworkforce.

According to the statutes of the sponsoring organization, the Institutional
Development Prograpandthen st i t uti ondés I nternal Rul es,
well-definedwithin the institutionand are represented as follows: (a) top leadeadship
presidet, academic vic@resident, management vipeesident, general secretary,
campus general director, campus academic director, campus management director,
community and student affairs directandspiritual development directofb)
managemeidt financial manager, academic registries secretary, deameaching
affairs supervisorqc) workforc& professors, teachemnd other teachingelated
positions. This study is limited to these three groups of workers from this institution.

2. Thesix keyareas obrganizationahealth

The instrument allows evaluation and measurement of six leadershepdasyof
organizational healt{a) value peoplgb) develop peopldc) build community(d)
display authenticity(e) provide leadershjmnd(f) share leadship.This study focuses
on the disapproval and approval levels.

3. The workers who answered the questionnaire.
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Since responding or not responding to the questionnaire was optional, some of the
workers from the three categories chose not to answer. dheréfis study is limited to

the answers of those who completed and electronically submitted the questionnaire.

Delimitations

The following delimitations were established in order to develop the purpose of
the present study:

1. Brazilian higher educatiomAccording to LDB, Braziliareducation is divided
into two levels: (a) basic education and (b) higher education. This study focuses on the
secondevel, consideringny experience as a teacher and administratthis educatioal
level for several years.

2. Private administrative categoryrhe administrative category of academic and
institutional activities falls int@mne oftwo levels: (a) public, which includes federal,
state, and municipal sectors, and (b) private, which includes commercial, philanthrop
community and religious sectors. This study is delimitated by the private category, since
73% of highereducation students in Brazil are enrolled in this category.

3. Institution affiliated with the religious sect®IChristian and Seventtay
Adventist Privatehighereducationinstitutions are classifiegs(a) commercial(b)
philanthropi¢ (¢) community and (d) religious. This study is delimited by the religious
private highereducation institutions, and, among these, the Christian and Selagnth
Adventist ones.

4. Sao Paulo stateThis state was chosen because it aggregates the majority of
Brazilian highereducationinstitutions, and the Seventlay Adventistthurch

organization has a strong educatbstructure within this state.
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5. Centro Univesitario Adventista de Sao Paulo (Sao Paulo Adventist University
Center; UNASP)According to the Decree number 2,306, issued at Augii5t1Ee®7,
article 8, which is concerned with Brazililighereducationn nst i t ut i onsd acac
organization, Braziliamighereducation institutions are divided into five categories: (a)
universities, (b) university centers, (c) integrated colleges, (d) colleges, and (e} higher
education institutes or higheducation schools.

The study is delimited to UNASP because & igiversitycenter, a categompat
possesses hybrid characteristitst is, it keeps the autonomy prerogative granted to
universities and is representative of the other categories listed above. It is, as well, a
highereducationinstitution known forlie excellence of its programs, whichattested to
by the good performance of its programs in Ministry of Education evaluations as well as
by the qualification of its faculty and by the quality of academic works offered to the
student community. UNASP, bieles fulfilling legal guidelines in the role of a Brazilian
highereducationinstitution, seeks to fulfill organizational norms, principkesd values
thatare registered irhe Internal Development Prograas a member of the institutions
sponsored by #hSeventkday Adventisthurchorganization in S&o Paulo State.

6. Selected variable$-or this studythe following variables were selected:

a. Leadership categories (top leadership, managearehtvorkforce)
b. Location (three campusessao Paulo, Hortéindig and Engenheiro
Coelho)

c. Gender (male and female)
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Organization of the Study

The study is organized as follows:

Chapter 1 has a general introduction pr
contextualizing the theme, and showing the statement of didepn, a formal
presentation of the study 0 sthepegearphajgestonand r e
thattriggered the theme to be studied are inclualedg withthe methodologyhat
guides the research, the definition of the terms used throutjfestudy, assumptions,
limitations and delimitations of the study.

Chapter 2 presents a literature review related to the topic of this study. It brings an
analytic summary of the main works related to the tapicd t h eleveldpmety 6 s
encompassinghdership theories, stylesd modelsleadership and changeand,
mainly, servanieadership. The literature related to the research questions and to the
independent variablgbatintegrate this study is considered in the chapter as well.

Chapter 3 premnts the plan and the methodology used in the study. It also
describes the population, type of study, statistical treajraedtresearch procedures
used during data analysis.

Chapter 4 contains the study results asthblishes relationshipgtween the
selected variables.

Finallyychapter 5 shows the studyds concl usi c
problem and the research questiamsonnection with the given results. Moreover, this

chapter provides recommendations for later studies.
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CHAPTER 2
LITERATURE REVIEW

Leadership Concepts, Theoriesand Styles

Leadership is a complex and comprehensive corthaphas been the subject of
an increasing number sfudies ands of considerable relevance in the organizational
world (Bass, 1990; Burnd995; Gardner, 1995; Kouzes & Posner, 1997, Wren, 1995).

As of the 28' century, several theories have emerged seeking to analyze the relationship
between leaders and subordinates in all dimensions and spheres of human knowledge.
Leadership phenomarman be observed in every culture around the wirdch the most

ancient timeshroughthe present time. As a process, leadership operates achoceayfed

and noreducated peoplen each of societyds | ayers and
unconscious (AsanomeQ@1; Bass, 1990; Marinho, 2005).

According to Asanome (2001), leaders deeplpiact peopl edbsd6 and o
lives as a consequence, the sulfjesbmplexity las stimulated the uprising of a
multitudeof theories and explanations about what leadeisHjp. 14).

For Scholes (1999), leadership involves leading purposes, technologies,
relationships, work teamand even the community. The author postulates that leadership
goes beyond abilities and attributes listed in the various theories. Therefore

leadership is the presence and the spirit of the individual in charge of leading, and the

relationship he develops with those who are their subordinates. Good leadership
meets the needs and values of those under supervision: it considers abilities and
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aptitudes of peoplaith whothe leader shares this leadership. It adapts to the
organi zationds pur pose and-d$caverytripea needs.
relationship network, the control of methods, and much, much more. As no one can
expect to findall these traits in a single person, leadership, ultimately, needs to be a
system. (p. 423)
According to Syroit (1996as citedn Oliveira& Silva, 2004), leadership is an
ensemble of activities of an individual who occupies a superior position wigwea
hi erarchy, directed to the management and
aiming to successfully attain the groupods
HackmamandCr ai g (1996) define | eadership as
communication which modifies the attitigdland behaviors of others in order to meet
shared group goals and needso (p. 14).
KouzesandPosner (2007) define leadership as an observable set of useful
abilities independeritom being on top of the hierarchy or in the front line (p. 99). For
t h e mgderghip is a dynamic relationship between leaders and followers, within which
the roles of | eader and foll ower are excha
asserts that leading means attracting peaptnvolving them in such a way that they
place their heart, mind, spirit, creativjtgnd excellence in service of a goal (p. 20).
Dede (1993), Robbins (200Bnd Senge (2000) assert that people confuse the
definition of leadership witthat of management. Senge (208 cited irAsanome
2001)says that people view the leader as asople manager (i1). Chiavent& (2001)
adds i kadership is not equivalent to management, but a good manager must be a good
leader,whilea | eader i s n o t(pp.dH4868)yRobhies(2004) statgg e r 0

A G o mahagement brings about order consistency by drawing up formal plans,

designing result against the plans. Leadership in contrast, is about copy with change.
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Leaders establish direction by developing

adds fiLeadership is about interpersonal aspects; it is concerned with changes,

inspiration, motivation and influence; while the management focus is planning,

organiing, directingana¢ ont r ol | i n gandQoldsmith42003) cénelute i s
Managing is about &€iency. Leading is about effectiveness. Managing is about how.
Leading is about what and why. Managing is about systems, controls, procedures,
policies, and structures. Leadership is about trusting people. Leadership is about
innovating and initiating. Mnagement is about copying, about managing the status
qguo. Leadership is creative, adaptive, and agile. Leadership looks at the horizon, not
just at the bottom line. A good manager does things right. A good leader does the
right things. (p. 7)

Followinglu manki ndés hi storical development,
over time. As a consequence of this, several theories and interpretations about the role
and purpose of leadership have emerged. For Bass (1990)

theories of leadership attempt to expldia factors involved either in the emergence
of leadership or in the nature of leadership and its consequences. Models show the
interplay among the variables that are conceived to be involved; they are replicas or
reconstructions of the realities. Both thes and models can be useful in defining
research problems for the social and political scientist and in improving prediction
and control in the development and application of leadergni7)

Leadership Trait Theory

Leadership Trait Theory is based the specific character traits a leader
possesses. The assumption of this approach is that leaders have specific innate character
traitsthatdistinguish them from other people (Megginson, Mosge#ietri, Jr., 1998).

This theory prevailed until the 19d0supported by psychological tests on

personalitythatderived from other studies on human behavior related to leadership

(Marinho, 2005; Oliveira & Silva, 2004; Robbins, 2001).

21



Daft (1995)assertshat this theory was supported by the Scottish historian
Thomas Carlyle (179288 1) , and it became known as the
supportedhe dea that the greatest progre$tfiumankinds due to a few people with
very specific character traits. According to OlivearadSilva (2004), this theory
asembleshe traits a leader must possess in four dimensions:

1. Physical traits: energy, appearanaed weight

2. Intellectual traits: adaptability, aggressivenesghusiasmand sel
confidence

3. Social traits: cooperatiomterpersonal relatisships, and mag@ment
abilities

4. Taskrelated traits: accomplishment ability, persistemacel initiative.

According to this theory, a leader must possess all these traits in order to exercise
successful leadership. Nevertheless, Dubrin (2007) contests the Trait Thestory, that
many people intuitively believe that personal characteristics determine leadership
effectiveness. To this author, one of the
sufficientfor all leadership situations. Drucker (1996 cited irDubrin, 2007)believes
that a leader cannot be categorized regarding peculiarities of personality typ®ystyle
traits. Robbins (2001) presents the following limitation to the Leadership Trait Theory:

1. There are no universal traits that predict leddpns all situations. Rather,

traits appear to predict leadership in selective situations.

2. Traits predict behavior more in weak situations. Strong situations are those in

which there are strong behavioral norms, strong incentives for specific typelsasiors,

and clear expectations as to what behaviors are rewarded and punished.
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3. The evidence is unclear in separating cause from effect.
4. Traits do a better job at predicting the appearance of leadership than in actually
distinguishing between effaee leaders.
Finally, KouzesandPosner (2003), referring to the Traits Theory, say that in their
studies conducted over more tHi#hyearst became clear this theory is only a myth. For

them, Al eadership is not a andvwbomepoi ¢pl e

Transactional Theory
Transactional Leadership Theory is a process of interchange or exchange with the
purpose of meeting foll owersd needs ;and of
Chemers, 1995). Chemers (1995) states
Thetransactional and the Exchange theories have shown that relationship between
leaders and followers is a dynamic one extending longitudinally in time. Roles are
defined, negotiated, and redefined. People move toward or away from one another
with effects ormotivation, satisfaction, and individual and group performance. (p.
98)
Chemers (1995) highlightd o | | a n d e wobksreséatc®er dd this leadership
model, who emphasizes that, in this theory, group members exchange competence and
loyalty for rewardghatencompassaterial aspects, such as salary and protection, as
well as less tangible rewards, such as honor, statasinfluence. According to him, this
shows the legitimization of transactional leadership as a process of social change.
Chemers (199) also stresses the work of Graen and his as®sc{1975), demonstrating
thati n tr ansact i onataré of éxehandesprosessibgtweéntlehders and
subordinates can have fagaching effectsm gr oup per for m@®hce and r

Their studesshowed that in the exchange process between leaders and subordinates,

considerable freedoms given to some, while for others, freedom is restricted and
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controlled. Chemerfl995)c oncl udes t hat MfAgoosdindyaldd er per so
make people & better about each othéhemselves, and their work. . The model does
not elucidate the cees of good and poerx c hangeso (p. 91) .

Bass (1990) questions the Transactional Leadership Theory because it operates
within the fr amewsssbothforfleaders @0 fer subovdinatesnt e r
sometimes at the expense of the groupwsbkae. Burns (1995), following the sartiee
of thinking, also criticizes this leadership model for considering personal relationships as
limited to a bargain processjth no continual and lasting bond between leaders and

followers in the search of loftier purposes.

Behavioral Theory of Leadership

From the 1940s on, the quest for a better comprehension of leadership started,
breaking with previous approachespeciall the Leadership Trait Theory. This
approactplacesmorevalue onp e o p | e s and atthudeddaft, 1995; Oliveira &
Silva, 2004; Robbins, 2001).

For Bergamini (1997), the basic difference between Leadership Trait Theory and
the Behavioral Theory Igewithin the assumption that, in the fiegtproachleadership is
considered innate, and, in the second approach, it is believed that paoie trained to
adopt these behavioamd develop them in order to become leaders.

The first studies using theeBavioral Theory of Leadership were conducted by
Kurt Lewin and his associates at lowa State Unive(kigyvin, 1939 as cited in Datft,
1995).

This theory postulates three leadership categories:

24



1. Autocratic leadership (authoritarian):eaders centralizall decisions and
impose their orders. There is an emphasis on taskisthey have absolute power and
authority concerning decision making. They also expect everyone to obey without any
explanation. There is no room for personal initiative. Productiatylze high, but task
accomplishment is n@ccompaniedyy satisfaction.
2. Democratic leadership (participativel-eaders conduct and orient peopled
foster their participation. They share with their subordméte responsibility of leading
and involvethem in decisiormaking processes. Leaders assurmpesition of support
without using imposition.
3. Liberal (laisse#faire): Leaders act as members of the group, only intervening
when requested. Great authority is granted to the subordinates. Leaddtrelnselves
to providing information and make interventions only when requested.
Daft (1995) states that Lewindés studies
compared the autocratioé democratic leadership modalsd came to the following
results:
Thegroups with autocratic leaders performed highly so long as the leader was present
to supervise them. However, group members were displeased with the close
autocratic style of leadership, and feelings of hostility frequently arose. The
performance of grougpwho were assigned democratic leaders was almost as good,
and these were characterized by positive feelings rather than hostility. In addition,
under the democratic style of leadership, group members performed well even when
the leader was absent and k&g groupon its own. (p. 379)
Transformational Theory

As of 1978, Burns has been presenting a new parafdigimh e | eader s r ol

shifting from transactional exchanges to a transformational relationship.

25



Dubrin (2007) states that the Transformatidreddership Theory fases on
what leaders accomplishnd not on their personal charac
transformational leader helps bring about major positive changes by moving groups
beyond their selinterests and toward the good of the graup, gani zati on and s
(p. 84).
Within this leadership perspective, Dubrin (2007) points out nine ways in which
transformations occurs:
1.Rai si ng p e o pThet@assformatianal éeader snakes group
members aware of the importance and values tdioerewards and how to achieve
them.
2. Helping people look beyond saiterest The transformational leader helps
group members |l ook to Athe big pictureo fo
3. Helping people search for sdlilfilment The transfanational leader helps
people go beyond a focus on minor satisfactions to a quest fduléthent.
4. Helping people understand the need for chafidee transformational leader
must help group members understand the need for change both emotionally and
intellectually.
5. Investing managers with a sense of urgefi®ycreate the transformation, the
leader assembles a critical mass of managers and imbues in them the urgency of change.
6. Committing to greatnes8y adopting this greatness attitude, leaders can

emoble human nature and strengthen societies.
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7. Adopting a longrange perspective and at the same time observing
organizational issues from a broad rather than a narrow perspediveh thinking on
the part of the transformational leader encourages manp gnembers to do likewise.
8. Building trust One component of building trustto impose transparency on
the entire organization.
9. Concentrating resources on areas that need the most ch&ihgeurnaround
artist or transformational leader cannot take camdl gfroblems at once in a troubled
organization.
For Wofford Goodwin, and Whittington (1998s cited irAsanome2001),
transformational leadership is a process in which leaders and followers elevate one
another to higher levels of morality and motieati attracting ideals and moral values
such as freedom, justice, equality, pear®l humanitarianismmather tharbasic
emotions such as fear, greediness, jealouslyatred.
Burns (1995as cited in Marinho, 2005)ates that as followers grow withirigh
process, they become more active and develop their own potential as new leaders (p. 5).
Bass (1990) defends the point of view t
to the prototype of leadership that people have in mind when they describedhkir id
leader and is more likely to provide a role model with which subordinates want to
identifyo (p. 54). Wi thin this pehgspective
performance expectationstead of wasting time applauding or restraining thesn. F
Bradford and Cohen (1984s cited irBass 1990), leaders must be more than heroes of
technical competence and organizational ab

of people and a builder of teamso (p. 54).
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Situational Leadership Theory
The Stuational Leadership Theory proposed by Hemay Blanchard (1988)as
been develped since the 196@msed orstudiesby them and other colleagues (Bass,
1990).

Roltbi ns (2001) states that t hbuscessfthleor yos
leaderships dependent upon subordinatesO accept e
|l eadership style, adequate to the subordin

According to Dubrin (2007), this theogmphasizethe subordinaté&s r o | e
concerningask accomplishment.

HerseyandBlanchard (1988) assert that situational leadership consists of an
attempt to demonstrate the ndedan appropriate relationship betwesleaded s
behavior and the readinesslegés ubor di nates. AFol |l ower s in
only because as individuals they accept or reject the leader, but because as a group they
actually determine whatever personal power
1988, p. 170). For them, this leadership model considers two dimensions of leader
behavior:

1. Task behaviaotAd opt ed i n order to organize and
and todefine what will be execute by each one

2. Relationship behavioiEstablished to develogndmaintain personal
relationships betweetheleader and groumembers as aupport instrument and is
responsible for providing feedback.

HerseyandBlanchard (1988) highlight two kinds of maturity:
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1. Work maturity Related to the abilityo do somethinglt is being able to
devel op certain tasks i w84tamdpaessessindgittee di r ect i
necessary knowledge and skill.

2. Psychological maturityRelated to the motivation or will to do something. It
presupposes setionfidence and dedication.

Starting from these two kinds of maturity, it is possible to define four tshige
styles, according to HerseyndBlanchard (1988):

1. Telling (S1):Emphasis on directive behavidrighly taskorientedwith low
relationship levels. The leader decides the roles and informs subordinates of their tasks.
2. Selling (S2)Emphasis on orientian for tasks and relationsigpvith people.

The leader provides directive behavior so that tasks get accomplished.

3. Participating (S3):Emphasis on relationstspvith people. The leader works
as a facilitator and communicator. Decisimaking processesashared between leader
and subordinates.

4. Delegation (S4)Low emphasis on tasktructuringand low level of
relationshig with people. The leader provides scanty information and support to
collaborators.

Following this line of thought, OliveirandSilva (2004) have divided maturity
level into four stages:

1. Maturity 1: People who are incapable of accomplishing tasks and who are

not willing to takeon responsibilities.
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2. Maturity 2: People who still have insutfient accomplishment abilitidzsut
who are sometnes willing to do soméing; they have some motivatidut lack the
necessary ability to accomplish taskatrequirehigherresponsibility levels.

3. Maturity 3: People with high accomplishment abilityut with unstable
motivation levels, leading teariation in response to leadésolicitations.

4. Maturity 4: People with high accomplishment ability and who are very
willing to do what is requested.

According to Diong1989 as cited in Daft1995), this theory has limitations. He
mentionshe example o6amuéPierce Junigwh o, duri ng Reagandés go
applied this study to his collaborators, but they werematureaccording tahis kind of
leadership. ForDione1989), fthe net result has been

against the leader because tretter shi p style did not fit thi

Contingency Theory of Leadership

According to Dubrin (2007), the Contingency Theory of Leadership, developed
by Fiedler (1967), consists of a model based on the situation in which the leader is
working. Within this approach, leadership focus shifts from personal characteristics or
the | eaderés behavior patterns to the | ead
situation, favorable or unfavorable, which allows him or her to influence the group.

For Robbins (2001)the Contingency Theory of Leadership, created by Fiedler
(1967), is founded upon three variables:

1. Leadermember relationsefer tothegroupd s at mosphesde and men

attitude toward and acceptance of the leader.

30



2. Task structureefers to theextent to which tasks performed by the group are
defined involve specific procedures, and have clear, explicit goals.

3. Position poweis the extent to which the leader has formal authority over
subordinates.

According to Robbins (2001), the next stepthos leadership model is to evaluate
situations in light of these three variables.

When the situation is marked by a good relationbeipveen leader and
subordinateshut the task isot highly structured and there is low leader influence,
leadership st@ must be democratandrelationshipdriven.

As Daft (1995) and Robbins (2001) show, thisdeldhas received some criticism
due to the complexity of variablésatare to be evaluated. Bass (1990) adds

The relationsorientated leader is most likely to b#ective in situations between the

two extremes. A situation is favorable to the leaflee is esteemed by the group to

be led; if the task to be done is structured, clear, simple, and easy to solve; and if the

leader has legitimacy and power owindhte or her position. (p. 47)

Theory of Charismatic Leadership
The concept of charisma was introduced to leadership studies by the German
sociologist Max Weber in the first decades 208 century (Bass, 1990). But its effects
and the description of tldynamics involved in this proceigtinvolves leaders and
subordinatesvere part othe Theory of Charismatic Leadershiyatwas developed by
House(1977)during the 1970s (Bass, 1990; Dubrin, 2007).
For House (197,7as cited in Dubrin, 2007), in thiee¢orythe degree of charisma

is determined by the following indicators:

1.Group members trust in the correctness
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2. There is similarity of group memls&beliefs to those of the leader.

3. There is mquestioning acceptance of the leader.

4. There is affection for the leader.

5. There is villing obedienceo the leader.

6. There is dentification with and emulation of the leader.

7. There is enotional involvement of the group members or constituents in the
mission.

8. There are bightened goals of the gnomembers.

9. There is adeling on the part of group members timaty will be able to
accomplishor contibute tothe accomplishment of the mission.

Gardner (198%as cited Dubrin, 200helieves that charisma applies to leaders who
have exceptional inspitian and communication gifts. At the same time, subordinates
respond with Areverence, devotion, or emot
Tushman (1995) reinforce Gardnerds positio
endowed with personal quadisthatallow the mobiliationand support of great
activities within an organization. They highlight three behavior pateatportray the
charismatic leader:

1. Envisioning: This involves the creation of a picture of the future state with
which people an identify and which can generate excitement.

2. Energizing: The role of the leader is the direct generation of eaady
motivation to act among members of the organization.

3. Enabling: The charismatic leader helps people to respond and to act when

faced wih challenging goals. According to this theory, people need emotional assistance
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in order to accomplish the tasks to which they are assigned. Theth®oharismatic
leader shows empathy andjhly developed listening skilis addition tounderstanding
and sharing feelings with organization members.

Nadler and Tushman (1995) state that all these qualities are, notwithstanding,
insufficient to confirm this leadership modeséffectiveness once it is applied to
individuals They highlight the following ctical issues, among others:

1. Unrealistic expectations: The leader may create expectations that are
unrealistic or unattainable.

2. Dependency and counterdependency: Some individuals may begerhe o
dependent upon the lead®rmay become passive or reaetiv

3. Reluctance to disagree with the leader: In the presence of a strong leader,
people may become hesitant to disagree or come into conflict with the leader.

4. Need for continuing magic: The charismatic leader may become trapped by the
expectation that the rgac often associated with charisma will continue unabated.

5. Potential feeling of betrayal: When and if things do not work out as the leader
has envisioned, the potential exists for individuals to feel betrayed by their leader.

6. Disenfranchisement @henextlevel of management: A consequence of the
strong charismatic leader is that the next level of management can easily become
disenfranchised.

7. Limitations oftherange of the individual leader: When the leadership process
is built aroundan individual, manag ment 6 s abi l ity to deal with

by the time, energy, expertise, and interest of that individual.
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For Dubrin (2007), charismatic leadership is possible only under the following
conditions:(a) when subordirtas voluntarily obey the élerand(b) when all are
emotionally involved with the | eaderdéds mis

KouzesandPaosner (2003) question charismatic leadership with the following
statement: AOur researches have been showi
few charismatic men and women. We strongly believe that leadership is an ensemble of
abilities and practices whi €elhFoathese aathors,i | a b |
charisma has become an overly used, inadegaradieuseless term to describe lgade
Bass (1985as cited irKouzes& Pasner, 2003yays fiCharisma has become an

overworked clich® for strong, attractive,

Current Issues in Leadership
Leadership Styles

According to Ferreira (1999), the testylehasa wide meaning, beingppliedto
a personal expressipa way of writingandabehavior pattern specific to a class,
professionor group. In thedadership field, Engstron (197 cited in Alaby, 2005)
defines style as the way leaders perform theicfions and the way they are perceived
by those they try to lead (p. 67). Style depends on personality, character, groyp needs
and the immediate situation surrounding leaders.

Corporat literature (Chiavenato, 2001; Hoover & Valenti, 2006; Rabk
Torbert 2005) presents a comprehensive inventory of different leadershipthiaissl|
prevail orthatare proposed to institutions. This study presents some of these styles, as
shown below:

Chiavenato (2001) points out three classic leadership styles:
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1. Autoaatic: The leader fully centralizes authority and decisions. The leader is
authoritarian, gives orderand expects blind obedience.

2.Democratic The | eader i s communicative, en ¢
participation and is worried about the work and abow gioup.

3. Liberal: The leader is evasive and shows no steadia#ewing total freedom
for decision making.

HooverandValenti (2006) identify four leadership styles:

1. Specialist in controlThe control specialist is a leader with institutional
authorityto perform individual or collaborative leadership roles, depending on the
situation and/or application (p. 130).

2. Specialist in agreementhe agreement specialist is rational, systematic,
companionand honest.

3. Specialist in sociabilityThe sociabilityspecialist is communicative,
optimistic, positiveand close. His or her biggest strength lies in relationships.

4. Specialist in stabilityThe gability specialisis taskcentered. They are usually
calm, undisturbedand calculating individuals. Their biggt concernsi reaching
organizational goal@. 177)

Rooke andTorbert (2005) presetie followingseven leadership styles according
to their action logic

1. Opportunistic Always seeks a way of winningelf-oriented, manipulative,
andmakes his or her ¥ prevail through force.

2. Diplomatic. Avoids open conflict, wants to belong to somethamyjobeys

group norms.
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3. Specialist Commands by logic and expertise; seeks rational efficiency.

4. AccomplisherSatisfies strategic goals, is efficient in accomplisigogls
through team workandbalances management duties and market demands.

5. Individualist Interweaves clashing personal and organization action logics;
creates unique structures to fill in the blanks between strategy and performance.

6. Strategist Brings d@out organizational transformations; exercises the power of
mutual questioning, surveillancand vulnerability bothn the short and long term.

7. Alchemist Brings about social transformation; integrates material, spiritual
and social transformations.

Rosrer (2007 as cited in Galveas, 200#ighlights six leadership styles with the
following profiles:

1. Coercitive stylePowerbased. This style leads to the worst results, although it
mi ght mobil i ze dorsmgashoretegnscriggsr oduct i on

2. Egocentric y/le: Based on personal actions. On the wogsults ranking, this
style comes in second place. It is a leadership style obssgbeatcomplishing tasks
with a lot of quality and efficiency, but is incapable of being clear and objective about
expectatms on col |l aboratorsdé performance.

3. Trainingstyle Based on fAhit or misso attempt
demanding both witkhe group and with themselvesdy try to help their subordinates
to identify ther strengths and weakness&hey delegte challenging taskshile aiming
at the growth of each team member. This styleisfoeud on subor di natesa

and abiliy development.
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4. Democratic styleBased on the inclusion of people in the decisiaking
process. This style defends theidlea at | eader s must win subord
commi t ment by trying to include them in th
making processes.

5. Emotionalstyle Based on interpretation of sub
focuses on working with the emonal side of subordinates, trying to complimérem,
paying attention in their attitudesnd giving freedom to group membdéossnteract while
accomplishing tasks. This leadbip stylecreates mutual confidence, commitment to
established goalsnd goup cohesion towards task accomplishment.

6. Motivational style Based on inclusive and shared work. This leadership style
establishes a wetlefined vision of its expectations regarding goals to be attained. Each
time element is emphatically consider&dthis way, each team member starts to
understand whiis or hertasks are important.

Leadership styles can be viewedesponseso historical, socigland politial
momentsthat is, depending on the culture of a given society,, tomezgion,
organizatims tend to value one style at #gense of the othees a fundamental

element to achiengt h e or g a n iedrestlts(@Galvesas, 2004 s i r

Leadership and Change
According to Campos (2003), organizational change is a widespread subject
becausét is one of the biggest challenges faced by leaders and organizatiomgyseek
maintain their stability in theurrenteconomic scenario. F@amposdue to the constant
evolution in all sectors, which includechnologial, economic, politial, and social

transformations, there is an increase in the debate about changes.
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Senge (2000) states that, even though we are living in a world in constant change,
some organizations seem to strive againstchiayge to the status gueor him,
leadership requires fundamtal changebecausét is an expression of a living system, so
new principles and perspectives, as well as defirsteomdanguageare necessary (p.
87). According to Senge (2005a), oblychanging our way of thinking do weecome
able to modify deeplrooted politics and practices (p. 23). Therefore, licg &uthor,
changemustfirst occurwithin individuals Only after this cachangehappenwithin
organizations. For Covey (2002a), dramatic transformatlatfiave been occurring in
the scientifiovorld and the revolutionary advances in technology offer new models to
think about old problemsnd these models demamelw maps, new paradigms, new
ways of thinkingandnew ways ofeeing the world (p. 46).

According to Kotter (2000, 2006), a changegarss involves phasésatusually
take considerable timeliminating these phasearccreate the illusion of spebdtcan
lead tounsatisfactory results. He points out several fadt@tare included in change
processesyf which the following can beighlighted:

1. Motivating peopleKotter, over thelOyears, has observed more than 100
companies, and more than 50% of them fdigaot giving the necessary attention to
this phase. Their executiveemained paralyzed in tmeeomfort zons, did not obsere
the coming of adverse conditions, stayed defensie reduced motivation instead of
making efforts to become more productive. Hagiministration paralysis often happens
due to the existence of too many managers and too few leaders ,(Rod@rp. 11

2. Fostering an orientation coalitianT his factor highlights the importance of all

members of the organization, whatever level they belong to, baiteglin a common
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effort and inspired for change. AccordingKotter, the companiethatfailed
underesmated these needs, even though they had several plans, gujdeithes
programs in lengthy books and documents.

B.Communi cati ng t he:Visionganmuncaidmustnobs vi si o
occur only among those in high leaderssgthat onlyafew people undrstand a new
approach. Without a trustworthy and intense communication procest néver be
possible to win the minds and heartdhedf troopsChange gets stronger when it is
infiltrated intot he or gani zat i o namdwhénat  gnilmled inisharedd st r e a
values (Kotter2000, p. 25).

Emphasizinghe needor communicating vision, Duck (2000) aditt&tpeople
dreadaninformation vacuum; when there is no constant conversation along with the
change process, gossip fills the vacuum (p. 60).

A study was carried out by BernthahdWellins (2006), from a consulting firm
called Development Dimensions International (DDI), with59 leaders belonging to all
hierarchical levels and with 944 human resources professiooal 42 countries,
including Brazil. They asked questions regarding effectiveness, leadership development,
people alternation, succession, pressuned motivations. Treeresearchers fourtthie
following:

1. Sixty-six percenbelieve that it will be difficult to find leaders in the fugur

2. Fifty-one percenstate that participating in training programs was an important
componentn their success

3. Thirty-five percenof leaders faiue tolack of interpersonal abilities
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4. Thirty percenof them do not possess the essential characteffisties
effective leadership

5. Twentyfive percenof them have already thought of quitting their leadership
position.

For GofeeandJones (2005), dissatisfaction with leadership happens thiren
exercise of leadershipas become superficial, imitativendfake. This makes
authenticity a very desirable product in modern organizali@rsattributehatis
unfortunately scarce (p. 77).

A crisis in leadership developmentascurring and new paradigms are expected
to be adopote{lCovey, 2002a; Kouzes & Posn207; Senge, 2005a, 2005b).

According to CappyndAnthony (2001), the organizational world is eager for
speedThisrequires competence from leadeysatcelerate significant changése most
challengingchangedeing the cultural ones, which stimulatth e or gani zat i ons ¢
capacity buildingThese authors find itecessary to warn that these changes must be put
into practice within a context of realests. They state that oftentimegiatives for
change are rich in speech and poor in actioncigfft change requires imagiren and
active experimentatiowith innovative formulaso transforrmew possibilities ito
reality (p. 213).

According toJaworski (2005)in order foran organizatioro learn it involves not
only the development of new iéibbes but also radical changes in both the individual and
collective mentality (p. 11). KouzesmdPosner (2003) affirm that leadership without
change is merely ceremonial. It is not possible to manage s&l§ a departmenor an

institution towarda better future without changes basedprinciples and values.
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Campos (2003) shows optimism regardihgngegshat are currently taking place
She declares that many organizations have been assuming a proactive attitude regarding
changes, abandoning thexcéive attitudehatcharacterized previous times (p. 36). For
Motta (2001)
big transformations will not arrive through technological innovations, but through the
new valuebased impositions on production. There has been an advancement of
models favorabléo quality, ecological awareness, equality and to increase the value
of people at work; values regarding human life improvement in its material, spiritual
and ethical dimension are being recovered. Thus, entrepreneurship interactions are
innovated by soai solidarity, richness redistribution, human spirituality, ecological
awareness, progress sustainability and a clientele view based on people in their
wholeness. (pp. 120)
CollinsandPorras (2000) defend a principle they entidsential ideology
According to them, succest companies must have a solid base of uncimanglues
and principles, but their strategies and practices must be constantly adapting to a

changingnor | d. Duck (2000) states that it is

that true changes can bmnifestedn the physical world.

Educational Organizations and Change
Galveas (2004) highlights changes that have been occurring in the current

political and economic situation, bringing about deep and radical transformatidmes in t
way of managing undertakingsiringthe beginning ofthis century, especiallyegarding
theconcernsf the leadeswithin organizations. Leaders face an unstabheertain
environmenfilled with unceasing transformations. Giving emphasis to the foged
changes in theducational sector, he states

The world is currently going through an intense and turbulent transition period, when

we witness the failure of bureaucratic management models, as well as the ruin of the

primitive banking education of mass which strongly marked the origins of
Modernity. And certainly schools, as well as several other institutions, have suffered
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with these changes, as of the moment they insist on passionately resisting to
transformations, not knowing how to perform ancqasde transition from
mechanistic and bureaucratic paradigms to the current model. (p. 2)
Fol | owi ng(2004adamdémeaddtidinking, Luck (2004) ascertairtisat
schoolscurrentlyneed leaders who are able to work in teanth teachers and
colleagees, helping them to identify their needs, and who are also capable of listening,
delegating authorityand dividing power (p. 34).
De Sordi (2000), questioning authoritative teaching, says vehemently
| t 6 swetookaedebeyond the tiny kénle in the doplock, to see more clearly
what awaits us in the condition of educators interested in putting into practice a
different Higher Education, guided by the solidarity ethic between teachers and
students. (p. 232)
Buaiz (2003), discussing the lack of compétemd dependable leaders, asserts
that the world is out of control becaube value ofeadership is being questioned. Many
formal authorities lose credibility, while a new generation of servant leaders starts to
command our institutions (p. 17).
DePreg1995) states that the most appropriate leadership rfardeking the
uncertainties of a globalized world and of aistycundergoing constant chanigehe
servant model. However, this will never be easy. It is like sailing against the wind, facing
ambguousproblems, discomforaind contrary opinionfiecauséi s e r-lgadenship is
not permissive. 't al ways seix)Bladfchagih st anda
(2002) reinforces DePreebs position with t
| truly believe that syantleadership has never been more applicable to the world of
leadership than it is today. Not only are people looking for a deeper purpose and
meaning when they must meet the chall enge

also looking for principles anghilosophies that actually work. Servdeadership is
about getting people to a higher level by leading people at a higher leve). (p.
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According to Burns (197&s cited irKouzes& Posner,1997), the mairest of
leadership is the abilityo fulfill yearningdor change thaattend the most urgent needs
of people (p. 461).

Murphy and Seashotleouis (1992, asited in Crippen, 2006&tate that
il eadership is connected to competence
(p. xxii).

Accordingto Quinn (2005), a leader, in order to attain moments of greatness,
needs to leave his or her normal leadership statemfort zoneand move to the
ffundamental state of leadersliiple stats that comfort conveys securityt ends up
generating a feelg of selfindulgence and lack of sense, drekmphasizes that it is
necessary to assie a more internal orientation makinginternal values clearer and
having more integrity By doing this,leadersstart thinking less abothhemselvesnd
more about dters He addghatwhenleaders put theollective weltbeingfirst, theygain
trust and respect from the others (p. 38).

Nicholson (2005), discussing the limits of change, criticizes thosenveltain
that intelligence and inventivenem® sufficienfor redesigning organizations. He states
that organizations continue to value their staff using an individualist standard, and this

ends upharming efforts ateamwork (p. 74).

Gender and Leadership
The participation of women in the varicaenasf life, especially in social and
professional amas, has beensbject of analysis and deb&Baron, 1986; Martins,

2005; Nuiiez, 2007, Roscoe, 2008).
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According to Nuiiez (2007), more tha/D00 years agRomans, Greeks, Jews
and othelncient peoples limitedwoe n 6 s act i vi t i ealecttother mot her h
activities, usuallyn the domestic domaifNuiiez states that individual cases of
leadership and bravery could be seen in several places, but most women were under male
domination (p. 14).

Martins (2005) affims that politicians, religious leadeesd scholastics
considered women as inferior, as if they were seconthird-ratecreatures. Some
statementdy ancient andniddle-age leaders show utter contenfit women

In this context of womeh servility, Jesus Christ, the gresst servant leader of all
time, not ony valued women as human beirilgg also accepted their support in his
activities in a position of leadénp, thusprojecting a differentiew of women (Nufiez,

2007).

According to Roseng1995),until 1960t her e was a cl ear di st
public and private roles. They wereexpeaed | v fit o be wives, mot he
volunteers, teachers, and nurses.Women were not expected to have a career, or at
least not the same kindsofoare s as meno (p. 157).

For Louro (2002), the source of discrimination against womstoricallycan be
found in theeducation they were offered. She highlights that redlecation prepared the
studentdor the world of business and careerbereagemaleeducation was targeted
towardmarriage and motherhood.

In accordance with Louro (2002), in Brazil, as in other parts of the world, until the
beginning of thed" century,womerd sducation was subject to polemics and

discussiongsit was considered a ldmark for female emancipatioAlthoughmen

44



studiedgeometry and other subjedtsatprepared them fdnighereducation, women had
sewing, lacework, embroidergind culinary art lessons. Wontemeducation was more
focused on moral issues than on instrietwesLouro highlightsthat over the course of
the 20" century,womenmade progressivgains in formaleducation, and this started
giving them better conditions in the fight for emancipation. o, thisstruggle for
formal educatioed women tadeivecivil and politic rights, to have a crescent
engagement in the professional wodddto have increasedvolvement in public
spacesHowever according to Rago (2002), the barriers women faced in order to join the
business world were always too pigp matter the social class they belonged to. From the
inequality of salaries to physical intimidation, from intellectual disqualification to sexual
harassment, they have always hadwercomeobstacles to enter a field historically
defined asa male dorain.

Louro (2002), commenting on the fight f@o m e mights, emphasizes that at the
turn of the 19" century and during the0" century changesccurred thabpened up a
place forwomen informaleducation.

According to data fronthe Carlos Chagas Fouation Fundacao Carlos Chagas
i FCC), over the last three decades, women in Brazil have not only gaoredf a
placein classrooms, but they have also raised tiication level. The current
environmentis the result of increasing effotiswardthe education of women, which can
be seerin greater detain Appendix C.

For Farnsworth (2007), feminine evolutionatlucation reflects the changes

experienced by societyver the last decades, showing teaén though some
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differentiations continue texistin specific areas, there is a tendencyeuication to be
equallyspread acrodsothgendersthus enabling oci et y6s gr owt h.
According to EaglyandCarli (2007), even though prejudice against women still
prevails, females hawcheivedsignificant advaces in the professional @ especially
in thewesternworld. These authors state that in the United States, women occupy more
than 40% of all management positions, but their presence as executive officers and
directors is stillacking According tothe Fortune 500 ranking, only 2% of CEOs are
female and just 15% of seatsn management committees are occupied by worgagly
& Carli, 2007, p. 37). Eagly and Carli (2007) argue that discrimination is not confined to
higher positions; it starsarlierwhen decisions about promotions are being made.
According to themgurrentstudies confirm that takes longer foa woman to be
promoted than a man with equal qualificati@herefore men usually assume
management and supervision positions before womenaiithors point to what they call
an invisible barrier (p. 38), which is found not oalytoplevel positionsbutis a reality
allalongawoma n 6 s pr of e i the form afdbstaclesand sliicultieg.he
smallernumberof women in todeaderstp positions isonly aresultof this path.
Frankel (2007) shows a similar reality regarding women in the @dligalm
She states that in January 2006, only 15% of candidates elected to the American
Congress were female, a percentage equivalent todhéd average, which is 16%. She
adds that, among 180 researched countries,Idnyad women as State chiefs. The
author adds
A recent study conducted by Catalyst, a pioneer group in the research field regarding

women in the United States, revealed tharethough they respond for 46.4% of
workforce, only seven companies included in the list of the 500 largest companies of
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Fortune magazine are directedfbynales Womenearnas few as 5.2% dhe biggest
salariesandhold only 7.9% of top positions in tee organizations. (p. 21)

Shein (1995)reaffirmingthe genderbaseddifferencesn the work world, adds

AAl t hough sex role stereotypes have | ittl

of people. This attit udentryintorandtpmotion within 6 s
t he manageri al rankso (p. 166) .

Baron (1986) states that members of lgghderdend to consider meto be

better leaders than women. According to this author, these beliefs and cultural stereotypes

suggest that

men are dminant, assertive, and selésured, while women are passive, subivgs

and emotionally unstable. . . eBent evidence suggests that these stereotypes are
largely false: males and females do not differ as consistent nor to a large degree as
these traditnal conceptions suggest. Yet such beliefs persist, and continue to distort
perception®f leadership performance. (p. 167)

Evoking a largescale study conducted with almost 2,000 managers, Baron (1986)

states, AVirtuall y no ledand ferealeewittrespeatpofkeyar e d

dimensions such as managerial philosophy, skill in dealing with subordinates, managerial

e

op

style, or approach to motivating onebds sub

Questioning the common sense demshipar di ng

positions, Greenberg (2007) poimist thatin the exercise dieadership women are more
persuasive than men because they learn to listen before speaking. He highlights three
leadership qualities very common among women: communicability, em@athy

sociability. Besides, they more eadifke risks in order to attain their goals. Dweck
(2006) adds, i Wo me n, generally speaking,
intuitived characteristics which have been increasingly valued in an organizational

rhetoricwhi ch procl aims team worko (p. 70) .
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Matsuura (2004), defendiyo mend6s parti ci,gtadieti on 1 n | ea
Womends ability to reach excellence in th
proved for a long time. In spite of this, reaching thp positions in the fields they
select remains as a problem. In many countries of the world, women represent the
majority of teachers, but a minority of school principals; many attain academic
excellence, but, compared to men, few reach tenure; maoynedawyers, but few
reach top positions in the legal milieu; congresswomen are a minority in all National
Congresses, but when it comes to assuming Secretary positions, they know this
number is even further reduced; there are lots of women who workraaljsts, but
few of them occupy management positions in the press. In all aspects of life as well
as in management boards and committees where political decisions are made, women
bump into a glass ceiling before reaching levels where influence and gu#reri
exercised. (13)

Peters (2004) states that the leadership desitg® neweconomy has female

gender attributes, which range frgreaterelatioral and learning abilities to the respect
paid to the instituti on. coHtemstwiththossof memime n o s
the business worlds the following

1. Women improvise more easily than men.

2. Women are more setfetermined and trust monetheir sense of confidence

than men.

3. Womenplace more value otine institution they work for and depead it

more than men.

4. Womeni,in contrasto men, natually concentrate on empowermenstead of

focusing on hierarcha power.

5. Women understand and develop relationships more easily than men.

Janini (2008), o the other hand, observes that as time ggegimen have been

adopting a more rational attitugethin the companies they wofkr, getting closer to

male leadership style. Men, at the same time, are learning to refine their intuition, a

characteristic typically considered as belonging to womenJ&mani this role switching
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is very heahy in the organizational worldnd does natompromig the singularities of
each gender.
Bennis (2002) defends womaermen considering the advantages of having them
as leaders. For him,
one of four competitive advéages will be the full development of the talent of
women in our workforce. We must dispel the myth that the only way for a woman to
succeedistoactlikeaman . What has got to change i s no
traits but corporate cultures, becausest of them have been playing mateuvinist
games for too long. Thaower structures and avenues of opportunity have excluded
women for years. Successful | eadership do
|l tds not about beengrtocegplsidn veofitlt 6&8s adn
set of attributes which all leaders, both male and female) &eshare. (p. 103)
The Servant Leadership Theoryand Approach
The Servant Leadership Theory proposed by Greenleaf (1991) was formally
establisled in 1977, when the bo@ervant Leadershiwas published, although the term
had already been coined by the same awharseminar held in 19%@lled Servant
Leadership (Spears, 2005).
This leadership concept directly opposiestraditional principlef leadership,
which paradigm consistsf viewing the leader as a hero endowed with magical powers
andas somepe in a position of superiority who imposes ordehis or her followers,
subordinatesor dependents (Buaiz, 2003; Farnsworth, 2007; Maria@05; Senge,
1995; Spears, 2005).
According to GreSecevaiLendefisseriaft@rdt) , (m. 14) .
statement refutes the common belief that the act of serving is an ulterior choice. For this

aut hor, At he ess enlealer mdkesihe effdridirstsTie Igader takest h a t

the first step in the belief that,heprovides a clear demonstration of the intent to build a
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more honest relationship, followers respon
servantleadership with aditional models, considering theaiof power in three
dimensions as described below.
1. Coercive powerThis power dimension exists becalsadersiar e gr ant ed
assume) sanctions to impose their wills on others. These sanctions may be overt or may
be cwert or subtle. Another complication is that some coercion is masked behind ideal
aims and i#mployed by people who are highly civilized and are motivated for noble
endso (pp. 82, 83).
2. Manipulative powerThe distinction between manipulation and coercion,
according to this authorgs in plausible rationalizaticand not in threats, sanctigms
pressure. In this situation, there is a disguise and people are manipulated, guided by
rationalizations in beliefs and actions trdeynot fullyunderstand.
3. Perwasion as poweWithin this dimension, contrgto the previous models,
power is shared, and Aboth | eader and foll
other and each allows and encourages the other to find his or her own intuitive
confirmationof t he rightness of the belief or act
Greenleaf (1998) conveys his ideas and thoughteantleadership baseoh
this third power dimension and upon four fundamental principles: values, goals,
competenceand spirit. For him, institutionsiork better when an idea and a dream are
viewed as a shared effdrétween leader and collaboratarss finot t o chari s me
| eadeurt, it he | eader i s seen as servant of t
Spears (2005), emphasi zdrvandead@rshgpe nl eaf 6 s

declares that the approachio t  a -f i qr’wametking that can be instantaneously
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installed in a given institution. It is a proceékatmust be put into practice progressively.
According t o t-leadershipisd ltng teriiransfaneationah approach to

life and work in essence, a way of being that has the potential for creating positive
change throughout one soci edrvgnbleadepship,®2) . Br
extracted 10 attituddsr om t hi s | e aatheharadterispcs, mluct eah lies m

f ound i n o6ginale Hhbse H0fatlitsdes are the following:

1. Listening Leaders have traditionally been valued for their communication and
decisionmaking skills. While these are also important skills for thess#iteader, they
need to be reinforced by a deep commitment to listening intently to others.

2. Empathy The servanteader strives to understand and empathize with others.
People need to be accepted and recognized for their special and unique spiritsstThe mo
successful servatgaders are those who have become skilled empathetic listeners.

3. Healing Learning to heal is a powerful force for transformation and
integration. One of the great strengths of serieadership is the potential for leading
0 n e 0 snd stieelsf

4. AwarenessGeneral awareness, aegspecially seHawareness, strengthens the
servanieader. Awareness also aids one in understanding issues involving ethics and
values. It lends itself tthe abilityto view most situations from a more intatgd, holistic
position.

5. PersuasionThe servankeader seeks to convince otheather thario coerce
compliance. This particular element offers one of the clearest distinctions between the

traditional authoritarian model and that of serdaatlership.
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6. ConceptualizationThe ability to look at a problem (or an organization) from
a conceptualizing perspective means that one must think belggrid-day realities.

This is a characteristic that requires discipline and practice. The manager who wishes to
also be a servarleader must stretch his or her thinkingettompass broaddrased
conceptual thinking.

7. Foresight Foresight is a characteristic that enables the selvanér to
understand the lessofiem the past, the realities of the present, and ikely
consequence of a decisionthe future.

8. StewardshipServantleadership, like stewardship, assumes first and foremost
a commitment to serving the needs of others. It also emphasizes the use of openness and
persuasion rather than control.

9. Commitmento the peopleServantleaders believe that people hare
intrinsic value beyond thetangible contributions as workefEhe servanteader
recognizes the tremendous responsibility to do everything within his or her power to
nurture the personal, proféessal, and spiritual growth of employees.

10. Building communityA servanieader seeks to identify some means for
building community among those who work within a given institution. Seteadership
suggests that true community can be created among tihaseevk in businesses and
others institutions.

According to Farnsworth (2007&ervantleadership, as proposed by Greenleaf,
promotes a leader who works to create in the institution an environment of respect
towards peoplexyho hasa sense of commitment bmth the mission and visipandwho

has awillingness to serve. This should permeate leaders, subordinates, eli@htee
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whole community. For Lore (1998 rvantte ader s hi pomposvértheuglgt h | i e
influence rather thapowerthrough contralHe exemplifies his position through the
practice ofservantleadership in a Christian organization called The Sister of St. Joseph
Health System. He summarizes this leadership practice in four basic values: service to the
neighbor, compassion, wisdom dastewardship. He asserts that the institution he leads
Ai's committed to forming corporate culture
development of leaders who are value centered. In this way the system integrates spiritual
heritage with a contenaqpr ar y excel |l enceo (p. 301). He q
sister Joyce DeShan&, & i nst i fpresidenbonds vi ce
We realize that when we choose to influence people rather than control them, it at
first might seem like weakness, but it really cétidh an inner strength. We think it
really serves to engage and develop the creativity, productivity, and vibrancy that
already exist in the regions. (p. 307)
Buaiz (2003)consideredo beone ofservantte ader shi p6s apol ogi st
highlights eidpt principles of this leadership model, as explained in the following
paragraphs.
1. Equality. Servant leaders promote equality when they think in the collective,
get closer to others, develop trust, encouragemaadtmutual cooperatipand wha
they give p formal authority to worlasequalsso that allies feel welcome and respected.
2. Values In order to be able to lead heterogeneous groups, servant leaders
consider diversityasrichneasn d pr omot e each personds best
their own supeority by means of restraining or diminishing others, they promote a joint
growthtowardalargergoal. They sincerely care for other people. When one of the

allies falters, servant leaders offer support. They do not demand perfection from anyone,

only continual growth, strengtland character, which cannot be negotiated.
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3. Dedication Servant leaders dedicate themselves fully. They are not afraid of
sacrificingmaterial assets, acknowledgmemtany other reward$or they know their
most valuable endawent is safely guardédtheir character. Opposite to the way formal
authority works, they do not perform a temporary or lifelong mandate. Their influence is
permanent, since they leave a valuable legacy to the future geneddtieaders that
they help toestablish.

4. Trust Servant leaders fight for lofty ideals in defense of honor and human
dignity. They areagents fomworld transformation through their example. They act
according to principles and valuiggtguide their existence. They are always positiv
and emanate trustworthiness, even in the hardest times. They face opposition with
serenity, endure pressures, gasla result of that, are able to teach both in favorable
environments and in hostile ones. Their conduntasked bybalance.

5. Evolution Servant leaders are eternal apprentices. When sharing what they
think and feel, they interact with others, accumulating new experiences. As a result, their
relationship with collaborators is not eagled, marked by prepotency and
authoritarianism. For thendialoguing and sharunderstandings more important than
imposing what they consider to be right. One does not become a servant leader
instantaneouslhyit is agradual process of achievemantvhich the consistenayf action
is more valuable than theagnitude of specific deeds. The servaaider capacity is
latent and it inspires others to free their unknown talents.

6. ConsistencyServant leaders are expected to have the following character
traits: emotional stability, strateggnd steadiness ofipciples. Trust is the basof all

relationships and must be reaffirmed over tilmehis way, leaders will be reassured of
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the cause they hawanbraced. When conflicts arieey act as peacemakers, creating a
sense of fraternal community. They are gens, have the abilitio aggregas people,

and always seek cooperative solution in order to preserve the harmony of relationships.
They accept the challenge of teaching others, they take control over their own education
andtheycompel themselves to lbetter than thie apprentices.

7. Dedication Servant leaders understand the interdependbatexists among
all people in the world. Therefore, they take care of their collaborators and are interested
in their families. They know everybody haseds thatust bemetand must have
adequate conditions in order to produce the best posesués. They puvthers ahead
of themselvesfocusing on the group success. They act with their heart. They are
understandingc ar e f or eac hangkmowshemoé $ of peleisegye t he
interests.

8. ConquestsServant leaders are able to view victory clearly, and this moves
them forward. It als@llows them to face resistanaed obstacles. A longerm view
helpsthemto overcome all challenges and sacrifices gltie way with less pain and
suffering. They have initiative. No one needs to motivate thetausehe energyhat
moves them consfrom within their own nature. Their principles and values make them
more human and conscious of their responsibility bdfoeeniverse.

Covey (2002a) presents a leadership propiseis aligned withservant
leadership characteristics. He called it Principle Centered Leadership. The prithéples
lay the foundation of this model are justice, efficigranyd effectivenes#ccording to
this author, people must be seen in a holistic kit be recognized as spiritual beings

who are willing to work for a causeith thegreatestmeaningn elevating and ennobling
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others. He points out eight attitudéstare characteristiof leaders who are committed
to thistype of leadership.

1. They are continually learningrheir main charactérait is humbleness. They
admit and respect opiniotisatdiverge from their own. They feel they need to acquire
new abilities in order to broadéneir possibilitiefor achievement.

2. They are continually focused on servitée responsibilities must be faced as
a mission, not as a career.

3. They enanate positive energ¥hrough their optimistic attitude, enthusiasm,
satisfactionand faith, they e@nate an influencthat isableto neutralize negative
thoughts.

4. They lieve other peoplerhey react with maturity when confrontesth
human weaknessg®spond positively to criticispand do not boast over
They believen p e o p lotenfia$ angare capable of forgiving offessThey do not
bear resentmerind refuse to affix labels on people, to stereqtgpéo bring harm to
anyone; on the contrary, they seek to help followers in growing and developing.

5. They Ive a balanced lifeThey try to continually be modernizing, growjng
and learning. They are physically, socially, intellectyadlyd spiritually active. Their
actions and attitudes aaglaptedo the situation, balanced, tempered, modeeatdyise
(p- 11).

6. They &ce life & an adventureThey have initiative, are creativaebrave
and have willpoweto develop their innate intelligence.

7. They ae synergic They do not fear chang#satwill bring about

improvements to any situati@moundthem. They appreciate team wakd use the
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groupd s s t to eompgehshtes fandividual weaknesses. They reldtepeople in a
sincere fashioso that people around them become part of a creative process.

8. They aercise through sellenovation They regularly exercise the four
personaty dimension® physical, mental, emotionand spirituad seeking the
continual improvement of each of these dimensions. They appreciate physical activities,
exercise the mind through reading and through the development of creativaideas,
enrich the erational dimension through the refinement of patiencethralighlistening
to other people with real empatihey seek to develop spiritually through prayer,
studying scripture andshowinggenuine love to theneighbos. These selfenovation
principlesgradually produca strong and healthy charactéth adisciplined, service
driven willpower(p. 14).

Covey (2002b) declares that if someone is willing to be a servant leader, he or she
must empower others to live, to love, to leamndto leave a legac(p. 33).

White (1987) highlights the importance of service inphecess of enriching
individuals Based on Christianifygachings, he statdseat | i f eds tandue goal
considers this to be one of veothers,onanisl of t i es
driven to communion with Christ. The law of service becomes the thamlihks us to
God and to our neighbors (p. 326).

KouzesandPosner (2007), defendirsgrvantleadership principles, state that in a
world rich in diversitypeople neé to learn to be more flexible and to be motivated to
more enabling actions such as listening, guiding, developing abilities, offering gptions
and creating bondsyhich will create higher performance levels (p. 40). They highlight

the importance of relaihshigs as a fundamental element for efficient leadership. For
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them, it is the quality of our relationshiffgtdetermingewhethera | e #egaeywil s
be temporary or lasting. Emphasizing the importance of creating an environment of trust
and mutual repect, KouzeandPosner (2003) affirm
Our researches, and almost all other researches on this topic, clearly show that people
perform with a significantly higher efficiency when their leaders treat them with
dignity and respect; when they listen to thaecknowledge them and make them feel
important, develop their abilities and show trust towards them. (p. 48)

For Jaworski (1998, 2005), the foundatiorsefvantleadership lies ihavingthe
courageo dothe right thingjnnoti mp o s i ng o0 nardangettiognardeeper | |
collective understanding of what the group intends to accomplish. He adds that the action
of serving demands exploring a deeper territory of leadetisats related to our being
andoriented to conscience and character.

Farnsworh (2007) warn®f the dangesof institutionsin the eagerness of raising
funds, malkng the mission and the vision flexibte adjustableandof presenting a
formal proposathatdoes not correspond to practmetoreality. He says the following:

Mostd our mi ssion statement singcassisting and r ef er

d e v e | oYptjsamuchbadministrative time is spent wooing donors, protecting

turf, courting legislators and complying with regulation that much of the visionary

passion habeen drained from the position and profession. It is time tatfiagain,

and a scattered féwjust enougto begin to attract attentinare rediscovering the

spark needed to reignite a passion for leadership based on service. It strikes a chord at

the \ery core of their being and forces them to ask questions about the value and

values of work, about what is fair and honest and raghtyell as what is

Aprodu(p.titd ve. 0

For Palmer (1998), doing the right thingista n easy t as kgiousf or HfAe

institutions there is the risk of the cash flow becoming more important than the ideas
flowo (p. 199).

Senge (2005b), commenting on the importancenfantleadership, states that

only when the choice of serving is the igder leaderémoral formationis the hierarchic
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powerthatseparates leaders from subordinates not corrupted (p. 15). Following the same
line of thinking DePree (2002) emphasizes thahoral purposenust lay the foundation
for servant leadership. He adéisWi t hout maompdtenge bas poemsues,
and trusthasnogoal. ...t 6s up to |l eaders to keep the s
visible in organizationso (p. 94).
Addressindhighereducation institutions, Greenleaf (1998) highlights the

importance of servaméadership in the current timef crisis in leadership. Firdhe points
out that the rigid hierarchitructure of centralized poweommonlyfoundin
educational institutions an anachronisiinatdestroys the values of emerging leaders.
On the other handhe stresses the value of maturity in the leadership process. Within this
leadership view, all people, including leaders, are involved in a development process. He
addsil n an i mperfect worl d, erecambe measueable ac hi ev
proges$ nothis context, Athere is a developin
to be trusted, believed in, and loved and less as objects to heasgebted withor
judgedo (p. 75). Fol | owhighgredacatien instdéibms, r eas on
Greenlea{1998)states

The institution is strongest when all the parties have adequate power for their role; it

is weakest where one or more of the elements has too little power, because then

somebody has too much and the corrupting influencewép® moving toward the

absolute. (p. 170)

With an optimistic tone, he signals the possibility of positive changeduoation

regarding the youth. For the author, leaders must adopt the following posture regarding

young men and women:

Raise the spiribf young people, help them build their confidence that they can
successfully contend with the condition, work with them to find the direction they
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need to go and the competencies they need to acquire, and send them on their way. (p.
172)
Key Areas of Orgnizational Health
According to Laub (2005), the understanding and practice of servant leadership,
which considers the welfare others above the leadeself-interest, promote six key
areas obrganizationahealth, distributed as followga) valuepele, (b) develop
people,(c) build community,(d) dsplayauthenticity,(e) povideleadershipand(f) share
leadership.
Laub (2005) emphasizes that these areas are characteristics of servant leadership
that must be valued by everyone in the organizafrom the top leadershighown

through thewvorkforce.

Value People

Valuing people is one of the foundational principles of servant leadership (Covey,
2002; Greenleaf, 1991, 1998, 2002; HamR006; Kouzes & Posner, 20Q&e, 2005;
Marinho, 2005Mayo, 2003;Spears, 2005; Vanourek, 1995).

To Laub(2005 and Vanourek1995), valuing people involedrusting and
believing in them, providing for their needsfore your ownbeing receptive, hearing
them and not prgudging them.

Covey (2002), followinghe samdine of thinkingasLaub (2005), adds that
leadergyrounded irprinciples understand and believe in pe&pfeotential. He goes on to
say that when we can believe in the underlying potential people have, the olafabels
stereotypeslisappearf. 10). Thus, according to Covey (2005), an environment suitable

for growth is created when people are given opportunities to develop professionally in the
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institutiors where they work. Lee (200%ds itinteresting that cuent studies on
leadership higlight qualities that in the past were considered to be disadvantageous in a
leader, such as the ability to heaefwork with patienceanddemonstrate thoughtfulness
and compassion (p. 269).

Kouzes and Posner (2007) point out the necessity of makimpdegemw that
they are important and that theiork efforts are valuedA willingness to hear, guige
and suggestew options to employees allows fagher levels of performance in the
work environment. According to ¢éke authors, compliments, recognitiand applause
for a welkdone job matter more thdlne monetary compensation tlemhployees receive
Theyalso add thagxtraordinary accomplishmerdse not acheivenh barren and nen
appreciative environments (p. 35).

In this line of reasoning, Gosk and Elton (2007¢mphasize the need for the
leader to recognize the value of people in an institution if he or she seeks a high level of

performance from them.

Develop People

Developng people is another kegrea of organizational health in the comtef
servant leadership that promotes opportunities for people to learn and grow in the
organization. It attempts to foster an appropriate behavior between the leadership and the
workforce, one that will encourage them and alfontheir affirmation asndividuals
and employee@Byham, Smith, & Paese, 2003; La@05).

Stengel (2008), comemting about the leadership of thell-known South
African leader, Nelson Mandela, points out the importance of encouragement

peoplés gr owt h. H eage ssanot the abserecd of féait linspiring others to
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move beyond ito (p. 44).
To Marinho (2005), the leader must be concemigd his own development and
the highest development of his or her team, includimgnly professional development
but alsopersonal development of each individual. Following this same line of thought,
Kouzes and Posner (2007) state that leaders must transform their followers into leaders,

and they themselves must be willing to become followers (p. 155).

Build Community

Building community is the area of organizational health that identifies the servant
leaderwho iscommitted to building a community witktrong personal relationsisip
among those who worflor or interactwith the institution (Laub, 2005; Lee, 2005).

Accordingto Farnsworth (2007), enlarging the concepts of leadership defended
by Greenleaf (2002), the leadw&ran institutionmust promote an environment of
personal respect, value each other d i f, Eoemmiehimsedfand be willing to help
others.

To Buaiz(2003), the construction of a community occursviing that the leader
acts as a pacifieaglways looking for a cooperative solution.

Hunter (2004) points out thatithin a companyt is necessary to develop the
feeling of belonging to the institutiobging encourage@ndbeing loved, which will

foster a sheltering and healthy relationship.

Display Authenticity
Displaying authenticity is the area of organizational health that emphasizes the

principle of beingopen and accountable to otharsl devadpingawillingness to learn
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f r om @tpériencesTais isessentiafor upholdingthe principle of integrity,
respectand mutual trugBuaiz, 2003; Laub, 2005; Lee, 2005). In the context of
leadership, according to tbeauthors, the leader mustyeasufficient humbleness to
admit his blunders openly when a project fails. Marinho (2005) &@idsen the leader is
open about his own vulnerability, people learn to trust him and respect him as an
aut hentic and coherent human beingo (p. 9)
Tracy (2004 pointsout two kinds of trust that the leader must hgagtrustin
the charater and integrity of a person and (st inthe capacity of that person.
According toTracy, the first aspeadf trust is the most importabte cause #HAit 1 s e
gvea person a new aptitude than a new perso
trust, but there is a process of growing trust as pesmutes toknow each other better.
Sharan (2008) says that besides the principles of trust, honesty, intgglity
humbleness, it is requirdtata leadehaveiiia cer t ain measure of i nt
maxi mum of intellectual honestyo thep. 159) .

leademeeddo constantly evaluate hinor heself, according to those criteria.

Provide Leadership

Laub (2005) mentions three aspects of servant leadership that stantheudriea
of providing leadershipa futureoriented vision, a clarification of aims and objectives
and taking initiative. According to this author, the neeide presentnoment in an
organization must be tunedth a vision of the future. In this perspective of leadership,
Kouzes and Posner (2007) point out that the future dlodselong only to the leaders. It
is not only the vision of the leader thheleaderhas the responsibility to ensure.

Leadership does not involve selling éme&ision, butatherarticulating the vision of the
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group being led (p. 76). These authors add that being fatigeted and communicating
a common and clear vision of theure is what separatéhe leaders from the others (p.
150).

To Odroole (1998), the leader must empower those led by him so that they can
reach their maximum potential to accomplish their tasks. Thus, to this author, leading in
an effective manner israatter of clearness of thought on the le&lpart. The leaders
need to be clear about their own convictions; they need to have didefofitheir
assumptions abobhiuman nature, the role of the organization, the evaluation of
performanceand so on (p41l).

Spears (2005) stressthe importance of the leade¥ing committed to the growth
of people. He says that the serving leader has the responsdoiiityture the personal,

professiongland spiritual growth of his followers.

Share Leadership

Buaiz (2003), an advocate of servant leadership, emphasizes the importance of
sharing leadership with every member in the group that streesstitution. According
to this author, in order to reach the objectiga company, it is necessary to establish
ties of trust, incentive, mutual cooperatiand even give up any formal authority so that
the partners may feel welcome and respected. Marinho (2005) adds that the leader has
responsibilityfor not only delegating functions batso forsharing with higeam the
power of having initiative and making decisions (p. 9).

In terms ofshaiing leadership, Buaiz (2003), corroborating wthiavenato
(1997) andKretly (2008), highlights the influence of the leadldro givesof himself.

Suchaleader will exercis a permanent influence on the group and will leave a valuable
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legacy for future generations of lead#rathe will have helped to shape. Thus, shared
leadership allows the leader to reveal what he thinks argitfeetgh the process of
interaction withthe serving team, accumulating and creating new experiences.
Lee (2005), talking about the power based on principles, points out the importance
of sharing leadership so as to create synexgyhatthe contributions of every part can
join together to crate new options and new opportunities that are greater and better than
anythingthe group members could be or do on their ¢ggri01).
To Kouzes and Posner (2007), the leader must articulate pred®n (p. 76),
making the leadership a common ared taam beaccessible to everyone. Kouzes and
Posner (2007) also add, AT h-askbsenspiringlaeader s
shared vision, and not selling his idiosyn
According to Laub (2005Jpr each of thesix key area of organizational health
an organizatiorcan ke classifiecbr scored abne of the six levels of organizational
health:1 = toxic health 2 = poor health3 = limited health 4 = moderate healilb =
excellent healthand6 = optimal health
From the orgnizational health level, the OLA instrument identifies the
organization as belonging to one of the three leadership madét€ratic, paternalist
and servant (A-S), as seen iRigure 1.
The OLA instrument allows researchers to evaluate and measuyrerteptions
of individuals regardingrganizational leadership and sp#rception about o role
within the organization. Albf these are leadership characteristics examined by the

instrument. In order to achieve this purpose, opposite groups wectesihdmeasured

65



Toxic Poor Limit Moderate Excellent Optimal

Health Health Health Health Health Health

org. 1 org. 2 org. 3 org. 4 org. 5 org. 6
Autocratic Paternalistic Servant

Figure 1 Relation of the AP-S Modelto thesix levels of organizatinal health. Adapted
f r oRromiPaternalism to the Servant Organization: Expanding the Organizational
Leader shi p Assess mdaub, 2005 heAnternMiondlddurnadof by J .
Servantleadership, (1), 155178.

by the answers spectrumaLikert scale (agreement or disagreement), considering a
20% deviation from the average a relevant factor for analysis.

This literature review gives an overview of the theoretical background of servant
leadership. The literature does not say much about hothebey applies to the
environment of a Christian organization, such as confessional institutions of higher
education, for example. In practice, the theory must be applied to an actual workplace in
order to better understand the implications of the thewdyita impact on leaders and
followers. That is why this study focuses on the perceptions of sdezaidrship

practices.
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CHAPTER 3

METHODOLOGY

Introduction

This chapter aims at identifying the methodological proceduresviraused in
this study, which is primarily related to the field of social research. Levin and Fox (2004)
emphasize the importance of this kind of research in increasing the level of understanding
of problems and specific issues in different areas of study.

This study, which deals with problems and issues related to leadershighar
education,andthusis essentially a social one, oguse of a quantitative, defptive
survey designwith primary analysis of the data gathered. According to Levin and Fox
(2004), this pproach allowdor the investigation of &rgerquantity of independent
variables and their relationship to any dependent variable, \ali@his forbroader
generalizations tbe made.

This study ainedto verify the perception (agreement and disagreenoént)
UNASPOs ewithih tleytheedesels ofleadership, as well as to ascertaimether
the servanteadership practices and beliefs are perceived by the employees within the
organizational context of the three campuses of a Chrisiiguwer-educationinstitution
located in S&o Paulo state, BraZzilhe institution isCentro Universitario Adventista de

Sao PauldSéao Paulo Adventist University CenteiNASP).
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This chapter contains the methodology used in the stadglemonstratgits
relationshipto the theoretical framework of reference. It describes the participants of this
research, presents the characteristics of the instrumssgsand defines the process used
during data analysis (Pyrczak, 1988jdestam & Newton, 2001).

This studywasbasedont he st udi ed institutionds | DP
Plan) andn a selected literature on the researched topic (Covey, 2001, 2002a, 2002b;
Farnsworth, 2007; Greenleaf, 199B98; Hunter, 2004, 2006; Jaworski, 1998, 2005;

Kouzes & Posner, 1997, 2003007; Spears, 1995, 1998a, 1998105).

Research Design
This is a quantitative, comparative study based on naturalistic expeatroant
with data collectedia online survey. Six dependent iables (wganizational factors)
and three independent varied wereanalyzed usingneway MANOVA and a2 by 3
factorial design in order to observe significant differences and interaction between

independent variables.

Population
The resarch participants belong the staff ofCentro Universitario Adventista de
Sé&o Paulo (Séo Paulo Adventist Center, UNA@Mhilanthropic, aofessional, and
communitydriven privatehighereducationinstitution sponsored bynstituto Adventista
de EnsindAdventist Education Institut¢AE) and committed to the following mission:
A Educ atSeon CameddJnifersitario Adventista de Sao Paulo, 2@03).

UNASP has three aapuses. The institution, throughats campuses, offers a total 28
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undergraduate programs and 20 graduate degreesial studies, mathematical
sciences, and biologicalnd health sciences, with a total of 6,415 students.

| opted for the workers of a higheducation institution as a source of data,
because | eaders Areside i n every coll ege ¢
every (plzes&®asner, 2003, p. 3). Considering this, UNASP was selected
because it is a higheducation institution committed to servant leadership with a
mi ssion of AEducation and Service. o

According to thdnstitutional Development Prograf@entro Univergario
Adventista de Sdo Pauld,0 0 3) and t h&atute Egatuto dazlrestitutoo n 6 s
Adventista de Ensin@006), UNASPpossesses the following management and academic
structure:

1. Deliberative, normativeand advisory committeestiented by the &erior
University Committee Conselho Superior Universitario; CONSU), Campus Director
Committee (Conselho Diretor de Campus; COMDIC), Student and Community Affairs
Committee (Conselho de Assuntos Estudantis e Comunitarios; CONSAEC), and each
pr ogr aultpBoard: a c

2. Executive committegked by the president, the academic ypcesident, the
management vicpresidentand the general secretaglong withcampus directorshjp
led by the general campus director, academic campus director, managemerst campu
director, student and community development director, spiritual development director
and financi al director. These positions ma

At eachcampusjn addition tothe top leadership positions (directors and financial

managers)here are people who hold secangleadership (management/supervisors)
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positions. T h depns and eoordirtaters rplatenl tp recucaton,
management, financesnd community matters.

3. The third leadership level made up of the faculty dmther workers related to
the programsdé coordinati on anavoridorch.er repor

Since the purpose diis research, as mentioned at the beginning of the sivay,
to verify to what extent UNASBmot t o, A Ed u c a finithe contexthol Ser vi c
servant leadership, is pervasive and perceived in the three levels of leadership of the
institution, | selected a maleemale population from those three levels seranghe
three campusén order to reach conclusions that coultle® as precisely as possible
whether the presence and perception of seteadkership practices and beliefs are a
reality within the institution as a whole.

This popul ation consists of 484 persons
belonging to thre categories of leadership (top leadership, management, and workforce),
andincluding bothmale and female gendeiie population islisplayed in two tables.

Table 1 shows the numeric representation of the three leadership levels in relation to each

campus, andTable 2showsthe numeric re@sentation according to gender

Table 1

Numeric Representation of the Leadership Levels at UNASP

Campus
Leadership levels I Il Il Total
Top leadership 8 7 7 22
Management/supervisors 30 24 11 65
Workforce 210 136 52 397
Total 248 167 69 484
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Table 2

Gender Related to the Three Leadership Categories in the Three Campuses

Leadership Campus | Campus Il Campus llI

level Male Female Male Female Male Female Total
Top leadership 8 - 7 - 6 1 22
Management 17 13 14 10 8 3 65
Workforce 84 126 74 62 31 20 397
Total 109 139 95 72 45 24 484

As shown inTable 1,Campus | provided more participants (248) distributed
among the three leadership les;dbllowed by Campus Il (16&8nd Campus Il (69)n
regardto the topeadership, there is a numerical balance among the three campuses.
Regarding the management/supervisors levels, Campus | pdlowmle participants
because it possesses departments that cannot bedotimel other campuses. The
reduced numbdrom Campudll is explained by the small number lmfjhereducation
programs offered by this campus. In the workforce level, the biggest concentration is
foundon Campus | because it offers mbighereducation programandit has more
students and more programglie health field, which demand more staff.

Table 2 shows thain Campus | 100% of the participamtsthe top leadership
category are male. As far as the management category is cont¢eenexjority are
males(56.7 %). On the other hand, in the worki®ategory, the female gender
predominant, witt60%.

On Campus llthe same pattern occursthre top leadership, with 100Being

male. In the management category, there is a strong predominance of the male gender,
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with 58.3%. In the workforce catego®y slight predominance (54.4%) of the male
gender is found.

Campus lll, following the same tendency observed in Campus Il, has a strong
presence of the male gena@ethe top leadership level (85.7%)n this campus there is
only one female leader, correspling to 14.3%There isalso a predominance of the
male gender in the management and workforce categories, with 72.7% and 64.5%

respectivelywhereaghe female gendanakes umpnly 27.3% and 35.5%espectively.

Hypotheses and Objectives
Null Hypothegs
The purpose of this studyas to analyze théollowing two null hypotheses
1. There are no significantneanscoredifferences in the combinesix key
areas of organizationhkalth for level of organizational role.
2. There is no significannhean scoremteraction between gender and campus on

the six keyareas of organizational health.

Objectives
1. To identifyservantleadership indicatsr(out of a total of 60) with more than
25%disapproval.
2. To describe staffds perceewitsarvanh i n r el a

leadership in the institution as a whole.

Variables
Three independent variables and six dependent vasiable chosen to give

dimension to the research and the particigants nt er acti on. The indep
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leadership category, cgus, and gender. The dependent variables are six key areas of
organizational health value people, develop people, build community, display
authenticity, provide leadership, and share leadedsimgicated by the 60 questions

from the OLA instrument used this study.

Independent Variables
Leadership Category
The first independent variablelesadership categoryconceptually defined as the
level of responsibility and authority that indicates the present role/position of a person in
an organization or wé& unit. This independent variable operationally is represented by
the three levels of leadership (top leadership, management, and workforce) that constitute
the population of workers from the three campuses of the UNASP institution, as

described below.

Topleadership

The top leadership includesembers of the presidency and the directorship.
Members of the presidency includetPresident, Academic Viggesident,
Management, and General Secretary. These people are respfmmsadi@inistrating the
institution as a whole.

In thisstudythe participants who belong to tteg leadershipvere distributed
among the three campuses according to the place where they work most of the time. The
President was allocated to Campus [, Mh@nagemenVice-presidat and theGeneral
Secretaryto Campus 1) and theAcademicVice-presidento Campus lll. Professors who

work on more than one campus were placed where they have the biggest teaching load.
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The directorship includes tif@eneral Campus Director, Academic Gams
Director, Management Campus Director, Student and Community Development Director,
Spiritual Development Director, and Financial Director. These people are resptmsible

administrate each campus of the institution.

Managemensupervisors

This levelconsists of deans and coordinators related to management and
educatim. Deans areesponsible for the planning and management of a prognaim
serveasthadvi sor of the pr ogAreaposr@inatoraarau |l ty and
responsible for the managemanid functioning of the following departments: library,
registry, finances, computer services, laboratories, research centers, museumsrabrms,

educational advising and counseling.

Workforce
The workforce is rade up of the faculfy professors who workt thegraduate
and undergraduate lev8lsand workers whdill other positions related to management

and educatioim the departments

Campus

The second independent varialdeampus which can be conceptually defined as
an institution or an administigé unit that belongs to a higheducation institution or
university. The variableampuss operationally represented by the three campuses of

UNASP, as follows:
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Campus |
Founded almst 100 years ago, Camplis located in Sdo Paulo cjtyhich hasa

population of 11,016,703 inhabitants. Adding to this number the population of the cities

thatbel ong t o S«o Paul obds metropol inilom ar ea,

inhabitants.

Campusl

As opposed to @mpusdl, this campus is located irraral aea, near the small city

of Engenheiro Coelho, which has only 12,644 inhabitants. This campus was founded in

1984.

Campus I
Fourded in 1949, Campus lll is neahighly industrialized city, Hortolandia,
which has a population of 206,246 inhtitsand host®neoft he countr yo6s

technological centers.

Gender

The third variable igender conceptually defined as the behaviokadlogical
social, or psychological traits typicalssociated with one of the sexes, male or female.
In this study it is operationally defined as male or female workers from the three

campuses.

Dependent Variables

The first dependent variablevalue peoplewhich can be conceptually definad

aleadet rusting and bel i evi nmeedslmefore kisoopHereowra n d
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In this study, valuing people was examined using questions 1, 4, 9, 15, 19, 52, 55, 57, and
63. Examples arquestion55d | feel appreciated by my supervisor for what | contribute
to the organizatiod and quegion 638 | am respeted by those above me in the
organization This is one of the six key areas of organizational health responsible for
defining the level of organization of an institution and determining the leadership model
(APS) of the institution, as illustrated in Figut.

Develop peoplés the second dependent variable. This variable can be
conceptually defined gwoviding opportunities for learning and growth by modeling
appropriate behavior and buitg) up others through encouragement and affirmafidis
dependentariable operationally is constituted of questions 20, 31, 37, 40, 42, 44, 46, 50,
and 59 Examplesare questio31d Create an environment that encourages learéing
and question 42 Provide opportunities for all workers to develop to their full potential

Build communitys the third dependent variable and can be definédiigding
strong personal relationships and working collaboratively with othieile valuing the
differences of other3 his dependent variable operationally is constituted of questions 7
8,12, 13, 16, 18, 21, 25, 38, and EXxamplesare question 12 Relate well to each
othe® and question 38 Facilitate the building of community and team

Display authenticitys the fourth dependent variable and conceptually can be
defined adeing operand accountable to others with a willingness to |edrite
maintaining integrity and trusthis variable operationally is constituted of questions 3,

6, 10, 11, 23, 28, 32, 33, 35, 43, 51, andBd&amplesare questior283 Promote open
communication andnaring of informatio® and question 43 Honestly evaluate

themselves before seeking to evaluate others
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Provide leaderships the fifth dependent variable. It is conceptually defined as
envisioning the future, taking initiatiyand clarifying goalsThis variable is constituted
of questions 2, 5, 14, 22, 27, 30, 36, 45, ande4@mplesare question 22
Communicate a clear vision of the future of our organizé&iand question 45 Take
appropriate action when it is needed

Share leadershifs the sixth depereht variable and can be conceptually defined
asfacilitating a shared vision, sharing power, releasing cqranal promoting others.

This dependent variable operationally is constituted of questions 17, 24, 26, 29, 34, 39,
41, 48, 53, and 65. Examples greestion 28 Allow workers to help determine where
this organization is headédand questior298 Give workers the power to make
important decisions
Instrumentation: The Organizational
Leadership Assessment (OLA)

The OLA instrument indirectly points outaleadines$or-change levels, based
on the participantsd per cepanddetarmimedigyshe di ng
similarity between leaders and the workfoomncerninghe strength of the six
characteristics of organizational health.

The cloice of an appropriate research instrument is one of the vital aspects in the
development of a studyccording to Rudestam and Newton (2001), developinge 6 s
own instrument is not a good ideamost cases. Such studies also depend on the source
of gatheed data. For this reason, research is often based upon data gathered through

tested organizational and governmental instruments, especially in trsofibldmanities
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andsocial sciences. One of the advantages of employing organizational and
governmentasources is the trustworthiness and consistency of the available data.

As stated by Levin and Fox (2004his type ofresearchs considered as
guantitative, descriptive, and surviye, with primary analysis of the referred data. They
wrotethatthis type of research allowsor the investigation of greaterquantity of
independent variables and their relationship to any dependent variable, so that the results
of this type of research aaeceptable fogeneralizatioracross a broadecope of
individuals (p. 4).

The Organizational Leadership Assessment (OLA) instrument was selected for
two main reasons. The firs itstrustworthinesshecausét has already been tested in
educational organizations as well as in companies and corporations; the sasonisre
its appropriatenedsr evaluaing servant éadership (Laub, 2005). The OLA instrument
was created by Jim Laub in 19@&h the purpose of allowing organizations to discover
how their leadership practices and beliwdsy among the various staffigvels in the
different ways people function within the organization.

According to Laub (2005), the OLA instrument was developed throsgids

focused orservant leadership. It hdgendemonstrated to have high trustworthiness and

val i di t ynusddintmultiple sesedran projects as well as for organizational
di agnosis and consultingo (p. 159). The
41 organizationso (p. 159). Therefore, t

forresearclp ur p o s e $. ln ordepto test tbednstrument, Laub (2005) states that
several experts werelseted to validate the concefiitased on their experienoewriting

aboutservantleadership or as professors on this topic. Among the chosen exgerts

78

i O

he



Larry Spears, Jim Kouzes, Ann McGee Cooper, Bill Millard, Lea Williarns Rlaberts,
and Bennet Sims Laub, among oth@rgub, 2005).

The OLA instrument (Appendix C) is composed of 66 statements and divided into
three sectionsSection1 consists of statemés regarding the entire organizatisection
2 addresses attitudes towatdlso r gani z at i oamdsectidBasksdler s hi p
respondents to commeoi themselves and their roles in the organization. It is scored on
a unidirectionab-point Likert scée, ranging from strongly disagre®) to strongly agree
5).

The OLA instrument evaluates and measures sixakegs of organizational
health, as follows: (a) value people (respect and receptive listening), (b) develop people
(providing opportunities folearning and growth), (c) build community (building strong
personal relationshgp, (d) display authenticity (being open and accountable to others),
(e) provide leadership (envisioning the futuee)d(f) share leadership (sharing power
and releasing cordl).

Of the66 question®n the instrumentlO refer to valing people, 9 to develapg
people, 10 to buiidhg community, 12 to displagg authenticity, 9 to provieg
leadership, 10 to shag leadershipand 6 to job satisfaction.

This study ainedto examine the contrasting aspeofghe leadership models
(autocratic, paternalisaind servant) and the organizational health classification using the
OLA instrument, as well as to analyze its likely causes in light of the declared
institutional mission. Fially, the study soughb provide theoretical and methodological

subsidies for the practice of servégddership in Braziliaeducationalnstitutions.
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Data Collection

After defining the instrument, there was a quest for an instittitiatshowed
affinity with the proposed theme. UNASP was selected, becauseGhisstian hgher-
education institutionA formalreques was made t o &pbcAyBdtbes pr esi
purposes and scope bietresearch e gar di ng t he (seeAppendixA).i ono s
The presidentimAppendixBhori zati on i s

After addressing ethical issues asfataininglRB approval (seéppendix C), the
research was ready to starhe datacollectionwas accomplished using the
Organizational Leadership Assessment (OLA),0oaline questionnaireomposed of 66
guestions (seAppendix E)available on the OLAVebsite: http://www.olagroup.com/.
The invitation to participants (séependix D)was sent via email to atdividualson
the three campuses belonging to the three |lefdésadership targeted the research.
The questionnaire contained the necessary information to allow participants to voluntarily
answer the proposed questions without major difficulties. The participants had from May
1until June 2, 20080 respondtoth questi onnaire, respecting
availability. The participantdid notneed to identify themselves, which assured
anonymity. From the 484 questionnaires sent to the participants, 19pnopesly
completed constituting the research data ek data wemnade available in digital
mediacontaining the discriminated data regarding thosen independent variables
without nominal identification of participants.

The following data were required for the research:

1. Statistical data concerningtherp i ci pant s0 tmeaclvefthe per cen

guesti onguestiomsse ds 66
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2Each questionds performance regarding
After receiving the dattom the OLA instrument, statistical analyses were
performed to generatbe average scogdtributed to each questi@ecording tadhe

Likert scale (dependent variable).

Data Analysis

The use of statistider description, data analysigr as adecisioamaking
instrument is particularly useful, especially when thegenised to quantify datat the
nominal, ordinal, and interval levels (Levin & Fox, 200Zhe research and analysis
technique employed in this study is descriptive statistios approach has the
advantagefii h ¢ifgjlus summari ze data so theattencan be
2000, p. 91).

In order to accomplish the intended objectives, | claageantitativeresearch
approach. According to Laub (2005), the instrument employs the statistical method called
MANOVA (multivariateanalysis of variangewhich is a widespreastatistical test
among researchers. It aims to verify the existence of eventuaetiffes between the
participansdaverage scores and also to verifiyetherthe independent variables
analyzed had an influenos the dependent variable. This tesaisoused to comparthe
average scosof different groups, such as historical averages of work satisfamtion
different universities or companies, etc.

When processing data that belong to a specific gidéNOVA may reveal the
existence of significant défrences among the researched groups.

The data analysis was done automatically by the OLA Grehjeh is the

company thabwns theOLA instrument.
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This chapter has described the methodology applied in this dissertation. It has also
presented the charactrcs of theresearch instrument aiéfined the processesedfor
data analysis. Six dependent variables and three independent variables were used to
develop a quantitative, comparative study based on naturalistic experiment in order to
observe significat differences and interactisbetween variableas a way to determine

the perception adervantleadership beliefs and practices.
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CHAPTER 4

THE RESULTS

Introduction

This research aiedto determine how the practicasd beliefs of servant
leackrship are perceived by the workats threecampus Christian institution dfgher
education, situated in Sdo Paulo, Brazil, whose declaration of mission highlights the
principles of servant leadership.

This chapter presents the results of this stundl/slhows the general
characteristics of the respondentgresents the results of the relations between the
dependent variab$d six key areas of organizational health (value people, develop
people, build community, display authenticity, provide leadprsind share
leadershipd) and thendependent variablésleadership categp(top leadership,
managementand workforce), geographical location of each camang gender.

In order tofulfill the purpose of this study, data collected through a research
instument called OLA were analyzed. The questionnaire was composed of 66 questions
and wasanswered by 192 participants from the entire population of the three campuses of
the UNASPInstitution: Campus | (Sao Paulo), Campus Il (Engenheiro Coglra

Campudll (Hortolandia).
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General Characteristics

The respondents in this study were employsése three campuses of the
institution, sortedby leadership categogsdescribed inrable 3 Table 3 shows the
number and percentage of respondestrding tdeadership category. In terms of
percentage, the highest rate of respondents is found mahagementategory (80%).
The percentage of respondemishis category was higheue tothe fact that it occupies
theintermediatdevel of the employees in thestitution,so these responderttave more
interactonwith thetop leadershighan do the members tifeworkforce, and also
because thegre more acquainted with dime communicationTop leadershilso
presents a high rate of respondentthe survey59.1%). Table 4 presents the number
and percentages of responddntsn each othe three campuses of UNASP relative to
the population.

Table 4 shows a numerical balaram®osshe three campus&gth approximately
40%of the population participatingonsideringhe fact that ofline surveys are not very

commonin Brazil, the number afespondentsan be considered satisfactory.

Table 3

Number and Percentage of Respondents Displayed by Leadership Category

Leadership Population Sample %
category size size responded
Top leadership 22 13 59.1
Management 65 52 80.0
Workforce 397 127 32.0
Total 484 192 39.7
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Table 5 shows the number and percentage of respondents by gender relative to the

population. We can see by looking at the datéahle 5 that tare is a balance between

thegenders in terms of percentage relative to the population (39.7%).

Table 6 presents the number and percentage of respondents by leadership category

and by campusAccording to the data iable 6, Campus [, the most populatagnpus,

also had the highest number of respondemtsportionally, withapproximately 50% of

the respondents of the three leadership categories.

Table 4

Number and Percentage of Respondégt€ampus

Campus Population Participants %
I 248 93 37.5
Il 167 73 43.7
Il 69 26 37.7
Total 484 192 39.7
Table 5

Number and Percentage of the Respondents by Gender

Gender Population Participants %
Female 235 90 38.3
Male 249 102 41.0
Total 484 192 39.7
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Table 6

Number and Percentage of Respondents by Lelige@ategory and by Campus

Top leadership Management Workforce
Campus Number % Number % Number %
I 6 46.2 26 50.0 61 48.0
Il 3 23.1 18 34.6 52 41.0
1l 4 30.8 8 154 14 11.0
Total 13  100.0 52 100.0 127 100.0

Campus llrankssecond in terms afumbe of respondents However, the
distribution of the participants was more heterogendemghis campus, theop
leadership had the lowest percentage of participants, whereas in an increasing scale the
management angdorkforce had, respectively, a highepresentation.

Campus lll, unlike Campus Il, had a loate ofparticipationfrom thetop
leadership, a loweatefrom the management, and an even lowate fromthe
workforce. The low participation of theorkforce can be explained by the fact that a
significant part of the serving team also works ind@gtedemy of the institution, dividing
their relationship witthighereducation activity.

Table 7 shows the number and percentagesgondentby leadershiategory
and gender. Topleadership respalents are almost exclusively male, following a
worldwide trendof few women reaching this leadership category (Fra@d€7). Since
this category has not reached the minimum of 10%, it will net faetorfor analysis in
this study. In thenanagement thie is a balance in the participation of the respondents,
with aslight predominance of malet theworkforce there is the same balance of

participantsas seelin themanagement category. Butlike in themanagement, there is

86



Table 7

Number and Perceage of Respondents by Leadership Category and Gender

Top leadership Management Workforce
Gender Number % Number % Number %
Female 1 7.7 23 44.2 66 52.0
Male 12 92.3 29 55.8 61 48.0
Total 13 100.0 52 100.0 127 100.0

a predominance of femagollowing the worlavide trend ofa higher rate ofemalesin
theworkforce (Eagly& Carli, 2007).

Table 8 presents the percentage of the respondents by fremleach UNASP
campusln Campus | there is a balance between male and female respondents, with a
slight predominance of femaendcorresponding to more than 50% of the total of
femalerespondentdn Campus I, there is a proportional balance; however, there is a
slight predominance of maleln Campus lll, therés ahigher rate oparticipationfrom

the male gender.

Table 8

Number and Percentage of Respondents by Gendecin UNASP Campus

Female Male
Campus Number % Number %
I 47 52.2 46 45.1
I 33 36.7 40 39.2
11l 10 11.1 16 15.7
Total 90 100.0 102 100.0
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Variables Statistical Description

Data fromTable9 show that theéop leadership rahigh meanson each ofthe six
key areas of the organizational health, higher thaitnthe management anaorkforce
andrangingfrom 4.054 to 4.22. On the other hand, the management has higkans
than the workforce, rangindgrom 3.496to 3.642, whereas the workforce lmsans
rangingfrom 3.16L to 3.521.

The bp leadershistand out in that their means are higher than the overall
average of all categories, with the highest mean coming in the kegtispkey
authenticity Theworkforce andnanagement have similareans for each of the six key
areas (Table 9).

Table10shows that, ireachof the areas of organizational healtinefemale
gender has a loweneancompaed to the male gendexcept forthe aea ofshare
leadershipn which women have a sligthigher mean.

Themalegemder 6 s hi g h eisfdarvaloeepaopland the 16WeS (3.461)

is forshare leadershipThe emalega d er 6 s h i g h eissfdrbuideanmunity3 .

and the lowest (807) is forshare leadership

The analysis by campus in Table diows thaCampugsl and Il havesimilar
means ConverselyCampus Il has, in all the areas of ongaational healthhigher
meansvhen compared witRampuses | and ICompamg the threeeampuses, Table 11
shows thaCampus Il stands out for having the highestanscores in all areas of

organizational health, especialbyovide leadershipvith ameanscore of4.087.
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Table9

Estimates Mean and Standard Error fox ey Aeas of Orgardational Health by
Leadership Categories

95% Confidenceénterval

Dependenvariable Mean Std.error Lowerbound Upperbound
Values people
Top leadershig 4.108 .203 3.708 4.507
Management 3.633 101 3.433 3.832
Workforce 3.521 .065 3.393 3.64¢
Develop people
Top leadershig 4.051 226 3.60€ 4.497
Management 3.496 113 3.273 3.71¢
Workforce 3.292 .072 3.15C 3.43E
Builds
community Top leadershig 4.154 195 3.768 4.53¢
Management 3.642 .098 3.45C 3.83¢
Workforce 3.500 .063 3.377 3.622
Displays
authenticity Top leadershig 4.212 .209 3.80C 4.623
Management 3.566 .104 3.36C 3.772
Workforce 3.369 .067 3.237 3.501
Provides
leadership Top leadershig 4.179 194 3.797 4.562
Management 3.607 .097 3.41¢€ 3.798
Workforce 3.453 .062 3.331 3.57€
Shares
leadership Top leadershig 4.054 237 3.58€ 4521
Management 3.465 118 3.232 3.69¢
Workforce 3.161 .076 3.012 3.311
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Table 10

Estimates Means for Six Kéyeas of Organizational Health yender

95% Confidencénterval

Dependenvariable Mean Std.error Lowerbound Upperbound
Values people
Male 3.75¢E .079 3.59¢8 3.911
Female 3.621 .093 3.437 3.80¢%
Develop people
Male 3.57¢ .088 3.405 3.753
Female 3.50¢E 104 3.301 3.710
Builds community
Male 3.713 .078 3.56C 3.867
Female 3.621 .092 3.44C 3.801
Displays
authenticity Male 3.694 .083 3.531 3.857
Female 3.47¢€ .097 3.284 3.668
Provides
leadership Male 3.702 .075 3.554 3.852
Female 3.641 .089 3.46€ 3.81€
Shares leadership
Male 3.461 .094 3.27€ 3.64E
Female 3.407 110 3.19C 3.624
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Table 11

Estimates Means and Standard Error for Six #Regas of Organizational Health by
Campus

95% Confidencénterval

Dependenvariable Mean Std.error Lowerbound Upperbound
Values people
Campusl 3.563 .075 3.41¢ 3.71C
Campus? 3.451 .085 3.284 3.61¢
Campus3 4.05C 145 3.764 4.33€
Develop people
Campusl 3.287 .083 3.124 3.45C
Campus? 3.31C .094 3.12¢ 3.49¢€
Campus3 4.00 161 3.712 4.347
Builds community
Campusl 3.511 .073 3.36€ 3.65E
Campus? 3.52¢8 .083 3.364 3.692
Campus3 3.962 142 3.681 4.243
Displays
authenticity Campusl 3.414 .078 3.26C 3.567
Campus2 3.364 .088 3.19C 3.53¢
Campus3 3.977 151 3.67¢€ 4.27¢
Provides
leadership Campusl 3.38¢ 071 3.24¢ 3.53C
Campus2 3.54C .081 3.381 3.69¢
Campus3 4.087 .138 3.814 4.35¢
Shares
leadership Campusl 3.251 .088 3.077 3.42E
Campus2 3.151 .100 2.954 3.34¢8
Campus3 3.899 A71 3.562 4.237
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The areas of organizational health that received the highest and the lowest scores
respeately, wereprovide leadershifg4.087, Campus l)landshare leadershig3.151,

Campus ).

Hypotheses Testing and Objectives
The analysis ahresultdor the two null hypothesemredescribed through the

implementation of different tests, as follsw

Null Hypothesisl

There are no significant mean scores differences in the combined six key areas of
organizational health fahelevel of orgaizational role.

In order to test this hypothesMANOVA assumptions were testel@esults from
B 0 x 6 swerkBmossignificantindicaing thatthe assumption diomogeneity of
variancecovariancevas met (42, 3656)=.975p=.518,soWilks0 s Lambda t est
statisticwasused in interpreting the MANOVA results. The nindriate tests are
presented in ppendixG. MANOVA results revealed significant differences among the
leadership categorider the dependent variabl€¢Eable 12).

Analysis of variance (ANOVAwas conducted on each dependent variable as a
follow-up test to MANOVA. Leadership categories differences were significant for
values people, develspeople builds communitydisplays authenticityprovides
leadershipandshares leadershifTable 13)

Leveneds test for equal error variances
indicates thatbuilds communityrasno equal variancesothe Dunnett T3 poshoc test

wasused to identify significant differensbetweertop leadership and management
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Table 12

Multivariate TestResult of Leadership Categori&dfect on Six Areas of Organizatione

Health

Partial
Hypothesis Error Eta Noncent.Observe(
Value F df df  Sig. SquarecParamete Power
Pillaiés Trace 122 2.00C 12 370 .023 .061 23.995 0.922
Wilks6 kambda .880 2.024 12 368 .021 .062 24.286 0.926
Hotellingds
Trace 134 2.048 12 366 .020 .063 24573 0.929
Royés Largest
Root 117 3.594 6 185 .002 .104 21.566 0.950
Table 13

Test of BetweeBubjects Effects of Robn the Six Kegrreas of Organizational Health

Type |l Partial

Dependent sum of Mean eta Noncent. Observe(
variable squares df square F Sig. squared parameter power
Values people  4.17¢ 2 2.08¢ 3.91& .022 .040 7.83t 0.701
Develop people 7.46€ 2 3.733 5.624 .004 .056 11.24¢  0.855
Builds

community 5294 2 2.647 5.32¢ .006 .053 10.65¢  0.835
Displays

authenticity 8.91C 2 4.455 7.85¢ .001 .077 15.717  0.950
Provides

leadership 6.503 2 3.251 6.658 .002 .066 13.317 0910
Shares

leadership 11.24€ 2 5.623 7.702 .001 .075 15.405  0.946
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(p<.05) and workforcep.05). For the othetependent variableRyanEinotGabriet
Welsch Range postoc test shoedthat top leadership scateignificantly higher
(p<.05) han the other two groups displays authenticitgndprovides leadership
management and top leadership aot significantly different ilevelop peopler shares

leadership

Null Hypothesi2

There is no significant interaction between gender angbaam the six areas of
organizational health.

A two-way MANOVA (2 by 3 factorial) was conducted to determimkether
campusandgenderinteract or have main effexcbn the six areas of organizational health.
The Boxobés Test ( 22 3Jcatihgitl@a)thewssismpton of homdgeaneita n t
of the variancecovariance was not meg(105, 8626)=1.858=.000),s o Pi | | ai 6s Tr
test statistiavasused in interpreting the MANOVA results. The multivariate test
indicatal no significant interaction betwedine two factors ofjfenderandcampuson
organizational healtfirable 14) A significant main effect oEampusvas observed along
with amarginal main effect fogender(Table 14).

Analysis of variance (ANOVA) was conducted on each dependent variable as a
follow-up test to MANOVA indicating signi€ant differences by campus walues
people develop peopléuilds communitydisplays authenticityprovides leadershipand
shares leadershifrable 15). Poshoc (REGWR) tests indicadg¢hat Campusdlil is
significantly (p<.05)different invalues peopledevelop peopléuilds community

displays authenticityprovides leadershipandshares leadership
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Table14

Multivariate Test Result of Gender and Campus Interaction on SiAreas of
Organizational Hegh

Partial
Hypothesis eta Noncent. Observed
Effect Value F DF Errordf Sig. squared parameter powef
Intercept Pillai's Trace 0.964 800.39f 6 181 .000 .964 4802.34¢ 1.000
Wilks'sLambda 0.036 800.39% 6 181 .000 .964 4802.34¢ 1.000
Hotelling's
Trace 26.53z 800.39f 6 181 .000 .964 4802.34¢ 1.000
Roy's Largest 26.53z 800.39% 6 181 .000 .964 4802.34¢ 1.000
Root
Gender  Pillai's Trace 0.058 1.845 6 181 .093 .058 11.071 0.679
Wilks'sLambda 0.942  1.845 6 181 .093 .058 11.071 0.679
Hotelling's
Trace 0.061 1.845 6 181 .093 .058 11.071 0.679
Roy's Largest ~ 0.061 1.845 6 181 .093 .058 11.071 0.679
Root
Campus Pillai's Trace 0.221 3.762 12 364 .000 .110 45.14¢ 0.999
Wilks'sLambda 0.791 3.752 12 362 .000 .111 45.027 0.999
Hotelling's
Trace 0.249 3.742 12 360 .000 .111 44.90¢ 0.999
Roy's Largest ~ 0.153  4.646 6 182 .000 .133 27.87¢€ 0.987
Root
Gender X Pillai's Trace 0.032 0.486 12 364 .922 .016 5.838 0.280
Campus yikssiambda  0.969  0.485 12 362 .923 .016 5.824 0.279
Hotelling's
Trace 0.032 0.484 12 360 .924 .016 5.810 0.278
Roy's Largest ~ 0.026  0.798 6 182 572 .026 4.790 0.311

Root

®Exact statistic.
PComputed using alpha=.05.
“The statistic is an upper bound Bthat yields a lower bound on the significance level.
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TaHe 15

Test of BetweeBubjects Effects of Gender and Campus on the SiAkeag of

Organizational Health

Type I Partial

Dependent sum of Mean eta  Noncent.Observe(
Source variable squares df sguare F  Sig. squarecparamete powef’
Gender vaespeope  0.619 0.619 1.194 .276 .006 1.194 0.193

Develop people ~ 0.187 0.187 0.293 .589 .002 0.293 0.084

Builds

community 0298 1 0298 0596 .441 .003 0.596 0.120

Displays

authentidty 1.64€ 1 1.648 2.927 .089 .015 2.927 0.398

Provides

leadership 0.132 1 0132 0.280 .597 .002 0.280 0.082

Sharesleadersh 0.099 1 0.099 0.138 .711 .001 0.138 0.066
Campus  values people 6.66€ 2 3.334 6.42¢ .002 .065 12.85¢ 0.900

Develop people  11.50C 2 5.75C 9.01C .000 .088 18.021 0.973

Builds

community 422¢ 2 2112 4.23C .016 .044 8.46C 0.736

Displays

authenticity 743t 2 3.717 6.603 .002 .066 13.20t 0.908

Provides

leadership 9.46€ 2 4.734 10.08: .000 .098 20.16€ 0.985

Shares leadersh 10.674 2 5337 7.401 .001 .074 14.80% 0.938
Genderx vawuespeope 0355 2 0.177 0.342 .711  .004 0.684 0.104
Campus peyeiop people 0.892 2 0.446 0.699 .499 .007 1.397 0.167

Builds

communiy 0.913 2 0457 0914 403 .010 1.828 0.206

Displays

authenticity 1.058 2 0528 0.937 .394 .010 1.874 0.211

Provides

leadership 0.621 2 0311 0662 .517 .007 1.323 0.160

Sharesleadersh 1.89€¢ 2 0949 1.317 .271 .014 2.633 0.282

4Computed using alpha=.05.
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Objectivel

Objective B to identify servantleadership indicatsr(out of a total 060) with
more than 25% disapprovais related to research questiom3Xhapter 1

Table 16presents the servatgadership indiators with disapproval rates higher
than 25% in each one of the six kagas of the organizational health, identified by
specific questions ithe OLA research instrument.

Based on the data in Table, 1/lue peopl@andbuild communityare theareas
with the fewest number of questions (1) with a disagreement rate higher than 25% for,
respectivelyquestion$4 (37.0%) and 25 (27.6%). The areas of organizational health
with the hghest number of questions (4) with a disagreement rate higher thaw&?®%
as follows develop peoplevith questions 20 (28%), 37 (26.6%), 42 (25.5%and 44
(27.1%);display authenticitywith questions 3 (30.7%), 23 (27.6%), 28 (28.1&6)d 32
(31.8%);andshare leadershipwith questions 17 (28.6%), 24 (28,1%), 29 (39.6&0)
34 (26.0%). For the compleset ofdatafrom all 66 questionsf the instrument, see
Appendix E.

Table 16 shows thahare leadershigvas the areaontaining the questiahat

received the highest rate of disapprovpléstion 2939.6%).

Objective2
Objective 2 was to describe staffds
of servant leadership in the institution as a whole.
To addressesearclguestion 4rom chapter 1Figures 2, 3, 4, andfiresent the

s t aperfcaptiorof thebelief andpractice of servant leadership in the institution.
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Table 16

Percentage Indicator®r Characteristis of Servant Leadership According to the OLA
Instrument

Question a 2 >_§ o2 2
number Question vl o2 c TEE B 96
S8 33 SE Bs g2 £3
>a Ao B®E AE 8 Va
Q > (5] (&)
o T — —

3 Are nonjudgmentad they 30.7

keep an open mind

17 Are encourged by 28.6
supervisors to share in
making important decisions

20 View conflicts as an 28.6
opportunity to learn & grow
23 Are open to learning from 27.6

those who are below them
the organization
24 Allow workers to help 28.1
determine where this
organization is headed

25 Work well together in teams 27.6

28 Value differences in culture, 28.1
race & ethnicity

29 Give workers the power to 39.6
make important ecisions

30 Provide the support and 26.6

resources needed to help
workers meet their goals

32 Say what they mean, and 31.8
mean what they say
34 Encourage each person in th 26.0
organization to exercise
leadership
36 Encourage people to take ris 30.7
even if they may fail
37 Practice the same behavior 26.6
they expect from others
42 Provide opportunities for all 25.5
workers to develop to their
full potential
44 Use their power and authorit 27.1

to benefit the workers
54 Put the needs of the workers 37.0
ahead of their own more
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Figure 2 shows the scores for the six key areas of organizational health regarding
the six levels of organizational health proposed by the OLA instrument, used in this
study. The figure shows three key areas of organizational health with mean scores
slightly above 3.5Value peoplebuild communityandprovide leadership The other

three areasdgevelop peopldisplay authenticityandshare leadershiphave mean scores

5.0
Optimal
Health Orgﬁ
4.5
Excellent
Health rgs
4.0
Moderate 4
Heatlh Org
3.5
Limited
Health Or93
3.0
Poor

Health ~ Ord 25

2.0

Toxic
Health Orgl 1.5

1.0

Value Develop Build Display Provide Share
People People Community Authenticity Leadership Leadership

Figure 2 Scoredor the six keyareas of organizational health regardingpbeerlevel
of theinstitution.
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below 3.5 which indicateshat the institutiod s o r g a ni ziawithinahelanitedh e al t h

healthcategoryaccording o t he partici pantsd perception:
The power level of the institution is presentedfigure 3. Figure 3shows that the

level of organizational health evaluatedtbe basis of the research data, obtained

through the OLA instrument, is the level oégBimited Health

Org’ i Optimal Health
Org’ i Excellent Health
Org'i Moderate Health
Org*1 Limited Health
Org’ i Poor Health

Orgi Toxic Health

Figure 3. Power level of the institution

The scores reached by the three campuses of the institution in the abe&syof
organizational health, which determine the level of organizational health of @agus,
are preseted in Figure 4Figure4 reveals that Campus | obtained meaore above 3.0
and below 3.5n each ofthe keyareas of organizational health with the exception of
value peoplendbuild communitywhich hadscores slightly higher than 3.9 his
indicats t hat, accordi ng t ®asindicatedptherOLA ci pant s o

instrument, this campualls within thelimited healthlevel of orgarzational health
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5,0

Optimal
Health 95
4,5
Excellent
Health gs
4,0
Moderate 4
Heatth ©'Y
Limited
Health ©O'd

Poor
Health Orgf 2.5

Toxic
Health Or91 1.5

Value Develop Build Display Provide Share
People People Community Authenticity Leadershig Leadershig
. = Campus |
. = Campus
= Campus Il

Figure 4 Scoresattainedby each ofthe three campuses in thig keyareas of
organizational health regarding tpewerlevel of thenstitution.

Campus llJike Campus I, presents several meaare above 3.0 and below
3.5(Q the only difference being that the two areath ameanscoreabove 3.5 werbuild
communityandprovide leadershipCampus llJike Campus Ifalls within thelimited
healthlevel of organizational health

Unlike Campuses and Il, Campus lllobtained aneanscore equal to or above

4.0 ineach ofthe six keyareas of organizational heattlith the exception o$hare
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leadership whichobtained a meascore slightly below 4.0. This indicates that this
campudalls within theexcellent healtlevel of organizational healtis€e Figure 4).
The scoresittainedby the male and female gendershae tnstitution as a whole
for the six keyareas of organizational healihe presented in Figure Bigure 5shows
that both genderisavesimilar meanscores, ranging from 3.29 to 3.64, which indisate
limited level of organizational heal#ccordingot he parti ci p@mat sdé perc
female gendehnas aneanscore slightly below the malaeanscore ineach ofthe key
areas of organizational health exceptdbare leadershipwhichhas aneanscore

slightly higher tharthe meanscorefor the male genet.

5.0

Optimal
Health ©OrS

4.5

o

Excellent
Health g

4.0

Moderate
Heatlh

o

rd
3.5

Limited
Health ©OfF

3.0

Poor Or 2.5
Health Qf

2.0

Toxic

Health Orgl 15

1.0

Provide Share
Leadership Leadership

Develop Build

Value People .
People Community

Display
Authenticity

=Male

=Female

Figure 5. Scoresnbtainedby the male and female genders in the six&®as of
organizational health related to tp@werlevel of thenstitution.
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The scoresor thethree categories of leadership in the six &s3as 6
organizational healthre presented in Figure Bhese scores relate the six levels of
organizational health proposed by the OLA instrument

The top leadershipas mearscores abové.0in all keyareas of organizational

health, indicating aexcellent level of organizational health. Timanagementeceived

meanscores belowt.0 and above 3.ib all keyareas of orgamational health except for

share leadershipwhich had a score below 3Scoredor the managemenndicate

Optimal
Health
Excellent
Health
Moderate
Health
Limited
Health

Poor
Health

Value Develop Build Display Provide Share
People People Community Authenticity Leadership Leadership

B = Top Leadership

B = Management

=Workforce

Figure 6. Scoredor the three leadership categories in the six&®as of organizational

health related to the power level of the institution.
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amoderatdevel of organizational health. In contrast with the top leadership and below
the management, the workforce has scofésss thar8.5 in four areas of organizational
health, except for the areaalue peoplendbuild communitywhich received 3.52 and
3.50, respectivelyindicatinglimited organizational health.

In this chapter| presented and described tables and fggh®wing the
independent variables (leadership category, capgmasgender) and the dependent
variables related to thex areas of organizational health (value people, develop people,
build community, display authenticity, provide leadershipd sharéeadership). The
data presented revealed that pleeceptions of the participants poiata limited level of

organizational healtfor the insttution as a whole (see Figurg 3
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CHAPTER 5

DISCUSSION, CONCLUSDNS, IMPLICATIONS

AND RECOMMENDATIONS

Summary

The purposef this study was to verifwhetherthe beliefs and characteristics of
servant leadership are perceiweithin the institution UNASP. The study reviewed the
literature concerningighereducation in Brazibas well adeadership thages, withan
emphasis on servant leadership, organizational health, leadership styles, and gender.

The population for this study was 192 participamithin thethree categories of
leadershipn the three campuses of UNASP. This study used quantitaétiedology
to describe and analyze the data.

Dependent variableserethe six keyareas of the organizational health (value
people, develop people, build community, display authenticity, provide leadeastip
share leadership) proposedthg OLA instrument, which identify the characteristics of
servant leadershipndependent variablegere thethree categories of leadership,

campusand gender.

Findings and Discussion
Through the analysis of variance applied to the independent variables in relation

to the dependent variabldsyasable to observthe following
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1. The independent variableadership categorieshows significant differences
characterized by the high scores of the top leadership in contrast with the workforce.

2. In relation to the indeendent variableampusCampus Il stood out asaving
the highest average score in the six &sas of organizational health.

3. In relation to the independent varialglender there were no significant
differences, generally speaking, exceptdorCampus Ill, whichobtaineda higher score

for the male gender i@ach ofthe keyareas of organizational health.

Responses to the Research Questions

The research questions of this study are considered below:

Question 1

How do thetop leadership, managemeand workforce differ from each other in
their perceptiosof practices of servaieadership verified through the six kaseas of
organizational healtfvalue people, develop people, build community, display
authenticity, provide leadershignd sharedadership) within the institution?

The following results were obtained:

The application of the analysi$ variance to the institution data as a whole points
to the fact that there are statistically significant differeraeeengthe leadership
categoriestpp leadershipmanagementindworkforce) as far as the perceptionttoé
beliefs and practice of servant leadership are concerned, which was verified through the
key areas of organizational healtra{ue people, develop people, build community,
display aithenticity, provide leadershipnd share leadership). The descriptive levels of

significance aréessthan 005.
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The data showed that there is a contioastveen the perceptisheld bythe top
leadership and tise held byhe workforce. The high scorés the top leadership in each
of the areas of organizational health reveal that the perception of this category on beliefs
and practices of servant leadership is highly favorable, which inditetethe
participantdrom this category are accommodatadheir comfort zone, forgetting the
perceptios of members of the other leadership categories

It is necessary to remember that in Brazilian culture the concepts of leader and
leadershipin a general way, are still related to $and hierarchical pasons as well as
to the authority of an institution. Accordingly, the high administration ascribes to itself
the perception of authenticity, a concept not perceived by the intermediary levels and in
the workforce in general, possibly duesttack ofundestanding that leadership roles can
be exercised by all employee#hin aninstitution.

On the other hand, the data analysis reveals that the persayttbeworkforce
concerning the belief and practice of servant leadeeskim contrast to thosef the top
leadership. The data show that therelmatrust level tlat fosters fear and uncertainty
anddiscourages personal expressiAmong the six keyreas of organizational health
that characterize servant leadersiipare leadershigvas the onenatreceivedhe lowest
score, revealing that this is the most crit@adabetween the high leadership and the
workforce.

Those in theananagementategoryhave a moderate perception concerning the
belief and practice of servant leadership. Althotigdr tendency is tgive an above
average evaluation, the data describe a cautious attitude thelraanagementas

positioned between the other two levels of leadership. Theatfmtaeveal that, in
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general, the management categsrgnore similato theworkforce category, probably
because of their close contact on a daily basis in the work environmemeamdef the
responsibility of the management categoryhesdonnecting link between th&o
extremes nthe leadership spectrum.

The workforce cagory has a more critical perception regarding the belief and
practice of servant leadership in the institution. Although the evaluations are reasonable,
the workforce category clearly presents lower scores than the other categories in all the

key areas obrganizational health.

Question 2

To what extent is the perception of belief gmdctice of servant leadership, as
indicated by the six kegreas of organizational health, influenced by the variables
campusandgendeP

The following results were obtaide

The independent variabtempuss significantly related to the scores that show
the perception of belief and practice of servant leadership, indicated by the level of
organizational health demonstrated through the data collected siutlis Campuses$
and llobtainedequally low scores, below the institution average. These data confirm the
results of the OLA instrument, which imply that the institution is not yet perceived as
adhering teservantieadershipOn the other hana@pnversely, the high sceobtainedoy
Campus Il shows the perception of belief and practice of servant leadenshig
campus.

The data show thain Campugsl and Il the perception of belief and practice of

servant leadership revealed by the participants ofthaydid not reach the desirable
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level set forth inthe Institutional Plan of Development. This is demonstriaiedl the

areas of organizati@hhealth. On both campuses, the key areas of organizational health
that had the strongest contribution to defining gasition wereshare leadershijpnd
develop peopleThe data allowor identifying the top leadership as the hokiefrpower,
possibly comfortablynaintaining the status quo andt giving due importance to the
development of people and training of newaders.

Data from Gmpus Ill show a very different attitude from that of the other
campuses. In this campus, the practical perception of serveetdég is high. In all the
key areas of organizational healtha@pus lllyieldedhigh scoreslt is impatant to
consider that @mpus lll, as far as higher education is concerned, is the newest campus of
the institution, less thatO years irexistence, and operating with a significantly smaller
group of employeethan Gimpugs| and Il. Probably, since theumberof employees is
fewer, the relationship between the top leadership and the workfocteser,and this
fact in itself can foster a climate gfeatertrust and participation. Another factor that
may have influenced the percepsmi the participats fromCampus lll is the fact that,
being a new institution of higher education, the movement for group rights is still less
active.

The variablegenderseemed not to be a determining fadtdluendng the
perception of belief and practice of servasadership, except fan Campus Ill, where
the female gender presentsiynificantly lower scores than those of the engénder. It
is noteworthy thatof the 22 peoplevho make up théop leadership of the institution,
only 1 belongs to the female gemdeonfirming the tendency presented in chapter 2

whereby the female gendeas a very low representation in top leaderghgdmost all
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countriesin the world, including Brazi(Eagly & Carli, 2007). In additiorl,wasable to

verify that, in generalhe female gendérparticipation in leadership positions the

three campusdsllows, with slight variations, the wondde tendency presented in

chapter 2 of womends par t inthewoskforceocategryei ng ¢
with significant adances in the management category and a very small participation

top leadershipAcross he institution as a whole the female gensleswsa more critical

attitude concerning the perception of belief and practice of servant leadership, although

this difference isiot statistically significant.

Question 3

What servant leadership indicators received more than 25% of disapproval in the
research?

The following results were obtained:

In relation to thendicators characterizingervant leadershj@sshownin chapter
4, Table 16f he r e s p o n d sfartléodt offthe 60cgeeptibitisab make up the
six keyareas of organizational health presented scores with percentages higlz&%than
of disapproval. Each of the six kayeas of organizational healthve at least one
guestion with higher than 25% disapproval, and the key apabe divided ito three
different groupsccording to the incidence of these questions

1. Key areas with a low incidence (1) of questions with disapproval rate above
25%.

This group is made up of the kayeas of organizational heaithlue peopland
build communitywith each of these two arelhaving onlyone question (54 and 25

respectively with adisapproval score above 25%. Althoubkre isonly one question
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meeting his criterion foreach of these two areas, they are indeed very important

indicators of servant |peonmcwales byiquestionbéh e r esp

(Put the needs of the workers ahead of their own matie 37% of disapproval) shows
that the alue given to peopleithin theinstitution is still a weak point, in contrast with
the servarteadership principlepresented in chapter 2t can beinferred through the

scorefort hi s question, that the per arebpcomeo n

an obstacle to thgractice ofservant leadership as expressed intheit i t ut i ond s

Another significant characteristic of servant leadership, indicated by queSt{@vio2k
well together in teamavith 27.6% of disapproval), shows thhagetinstitution needs to
devel op the capacity to work as a team.
possibility of prevalence of individualism, a factor thatiseshe leadership to absorb
theworkflow and the decisiemaking process.

2. Key area with an average incidence (2) of questions with a disapproval rate
above 25%.

This group consists dhe keyarea of organizational healginovide leadership

which had two questions with nethan 2%6 of disapproval (30 and 36). Theorefor

guestion30 (Provide the support and resources needed to help workers meet their goals,

with 26 6% disapproval) indicates that the respondents hatget perceived the
institutionas beindgully committed to the growth of their employgeand perceives that
it is not investing in the@reparation of employees for the present orftitare ands not
encouraging them to reach their aims and objegtikerelation to question 36

(Encourage people to take risks even if they mayvath 30.7% of disapproval), the

score shows that the leadership does not demonstrate sufficient sensitivity to encourage
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those who are led to make decisions, even at risk of failure. Therefsreyitlent
through the scordser these questiorthat the institution shows obvious limi@us in its
intention toembrace servant leadership.

3. Key areas with a high incidence (4) of questions with a disapproval index
above 25%

This group consists of the key aredrganizational healtdevelop people
display authenticityandshare leadetsip. Each of these kegreas of organizational
healthhadfour questiongeceiving adisapproval score above 25%, demonstrating that
these areas are the most critical fagfor the institution to pursuim raising thestatus of
servant leadershifRevel@ people demonstrated firsby questior20 (View conflicts as
an opportunity to learn and grawvith 28.6% of disapprovalshows that the leadership
has difficulty in giving importance to the learning and growth of people in the
organization. Conflictanstead of becoming an opportunity for learning and growth, have
many times been minimized or chokeather tharbeingaddressewvith the necessary
realism. The score of 26.68r question 37Fractice the same behavior they expect from
otherg points tothe necessitpf morecongruence betwedhebehaviorbeing practiced
by the leadership and whaexpecedfrom the otheemployeeswhich demonstrates
that authoritarianism still prevaiis the organization. Question 4Rrpvide opportunities
for all workers to develop their full potentjawith 25.5% of disapproval, shows that the
institution leaves much to be desired when it comes to providing opportoinibye
workers to develop t hei rptiopioesponseitoaliestionT h e
44 (Use their power and authority to benefit the workergth 27.1% of disapproval,

shows that the use of power and authority is still far from what is desirable to benefit the

112



workers.Display authenticityheaded by question Bre norjudgmental andéep an

open mindlwith score of 30.7% disapproval, showattthe institution is perceived with
skepticism concerning h e | e a d enotyuliee ax to keépian opentmond, a
principle of servant leadershgmphasized in chapter 2.i$lscore points tohe

possibility of atraditional leadership systesitill prevailing in the institutionywhereby the
leader holds tightly to higosition or power, fearing to lose it, hence resisting changes
and renewals that could give a new fotughe institution. Qestion 23 Are open to
learning from those who are below them in the organizatwith a score of 27.6%

di sapproval, shows t hspointtb dneabseneesopacuntble nt s 6 p
attitude on the part of the leadership to learn from thdseae in subordinate positions.
Question 28Value differences in culture, race, and ethnigityith a score of 28%
disapprovalpoints to a peculiar tendency of endogenous communities to valuevme
culture to the detriment of having apen mind anavelcoming fresh ideas from

different cultures that would certainly contribute to the growth of the organization. The
score of 31.% disapprovafor question 32%ay what they mean, and mean what they
say) points out that the communication between leadrdsfollowerds weak possibly
demonstrating a lack of clarity, transpareranyd integrity.

The r espondemths@segch mdicatpatshaoereadershifs the
most critical keyarea ofthe organizational health of the institution as &arthe belief and
practice of servant leadership are concerned. This conclusion is also corroborated through
the data obtained from the variableadership categorycampusandgender Thefour
guestions with scores above 25% relateshi@re leadershighow the most relevant

points. The score of 28.6% disapprofalquestion 1{Are encouraged by supervisors
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to share in making important decisigrshows that the institutional culture experienced

by the top leadership does not provide a favorable emwviemtfor motivaing the

workers tomakeimportant decisions. Question 24llow workers to help determine

where this organization is headewith a score of 28.1% disapproval, shows that the

perceptios of participants poirto an unsatisfactory realityg relation to the involvement

of the workers in defining thieiture courseof the organization, which suggests that there

is a possible alienation betwesd theubbtde
Through question 293jve workers the power to rkaimportant decisionswith ascore

of 39.6% disapproval, it evident that thelecisionmakingpower is concentratad the

top leadership. Therefore, the workersmdreceive encouragementneakeimportant

decisions in the organization, contrarythie leadership principles defended by Covey

(2002 and Lee (2005)According to those principles, leadership and power must be

shared in order to generate synergy between the leadership and the workers so as to

create new options and opportunitigxanbe concludedbased onhe analysis, thathe

workflow in the organization suffers from problems ranging from continuity to waiting

for the decisions of the t opasekpeeasddbythehi p. T
score of 26.0% disapprovir question 34 Encourage each person in the organization

to exercise leadershjprovide evidence ofhe centralied mind-set of the leadership

that gants itself the prerogative exercise leadership all alone

Question 4
What is the perception of tisaff in relation to the belief and practice of servant
leadership in the institution as a whakeevaluated by the OLA instrument?

The following results were obtained:
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Based on the dafeom this study, gathered byhe OLA instrument and
demonstrated byhe scores in the six keyeas of organizational healtbh¢can be
concluded hat the staffods perception of UNASP |
institutionwith alimited level (org.3) of organizational health, focused onddv@inance
of thetop leadershiandin opposition tathe participation of the workforce. From that
perspective, workers perceive the institution as being negatively patecnalist
characterized by a leadership style in which leaders play the role of critical @arénts
consicerthemselves as holders of the truth, whereas the workers play the role of children
who have to comply with the guidelines and determinations of the leadership without the
right to express themselves.
Although the mission statemenitthe institutonisi To educate in the
Bi blical and Christian values f themotoisf ul | I
AEducat i on CaentrdUnersitario Adwedtistg de Sdo Padl@03, p. 8), the
perceptios of the staff reveathrowgh the datdor the six keyareas of organizational
health, that the belief and practice of servant leadegsbitill incongruent witlthe
mission statemerand themotto. Thusjt can be concludethat the weakest pointsr the
institution to overcomas it strivedor a servanteadership approach can be summed up
in these items:
1. Power useThe leadershipf theinstitution is perceived as centra and
based on traditional principles, which pronsdesteady adherenceherarchical
postions andhe exercise of power. Thisakesmore difficult the development and

preparation of new leaders wighbroader vision of leadershighereby power can be
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shared and development made accessible to all members of the institution, which is the
only way to enste the future generations of leadership.

2. P e o pwoghbWorkers feel that they need to be given more valaepnly
for what they producbutalsofor what they are as people, which could make workers
more involved in the institution.

3. Ways ofparticipation: Workers point out the need to be heard, not only to
help the leadershimeetits needs and priorities but also to show their ideas and opinions
in such a way that they can be used to the growth and development of the institution.

4. Leadership styleWorkers really appreciate being treated as partners and
friends rather than as children whom their parentsatallow to manifest their righio
expression.

5. TeamworkThe organization hasot yet reached a cooperation level that could
make of it a ppductive team whose collaboration can be manifested spontaneously.

6. Motivation Workers indicate the need for more encouragement and motivation
sothatthey can have more enthusiaBmaccomplising ther responsibilitieswvithin the
organization.

7. Communiation: The organization presents a lack of clarity and transparency in
the communication process between the leadership and the workers, which hinders the
development of a better understanding, on the part of the workers, about the future and

direction ofthe institution.

Revision of Prior Studies
The resultof thisresearch confirnfindings ofprior studies discussed in chajgter

1 and 2.
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This research confirms prior studies (Galveas, 2004; Kotter,, 26@®, 2005)
showing that institutions need to charand be more open and less bureaucratic.

The problems related to leadership in higher educationis institutiorare also
observed irotherChristian institutions (Greenleaf, 1998; Palmer, 1998; Tubino, 1997).

The practice of servant leadershagpbserved from thgerceptiorof theareas of
organizational health (value people, develop people, build community, display
authenticity, provide leadershiand share leadership), is a challenge in institgtio
mainly regarding sharinigadership (Buaiz, ZIB; Covey, 2005; Greenleaf, 1991, 1998;
Kouzes & Posner, 200Lee, 2005; Marinho, 2005

The growing participation of the female gender in organizations is a perceived
reality, particularlyin the Western world (Eagly & Carli, 2007, Frankel, 2007; Peters
2004). Confirmingotherstudies (Eagly & Carli, 2007; Frankel, 200atsuura, 2004;
Roscoe 2008 Shein, 1995 thefemale gender has a reduced participaiiotop

leadership.

Conclusion

The general conclusion of this study identifies tendenciesdditionalism n the
organi zat i aarévealel ey thd scores bfithp independent vasialihe
leadership categoridsin relation to the dependent variaddethe keyareas of
organizational health which identified the attitudeof the top leadehsp as beingn
contrastto what the workforce think, indicating tiack of unity of ideas and thought in
these leadership categories. This study also showeddbatdinghe three campuses,
there is no unanimity of attitudes concerning the leaderbhgaditionit can be

concludedhat, considering all the keareas of organizational health timaakeup the
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servant-leadership characteristioglue peopleandbuild communityare perceived as the
most developed by the institutioandshare leadershipnddevelop peoplare perceived
as the ones need ofattention. Thus, it can be concluded,dthenthe respondenis
perceptiongoncerning higher education, thihie organizatiod kealth is still limited
(org.3) and the organization characterizeds a paternalist institution, not servant,
according to the APS Model (AutocraffaternalistieServant), which highlights
discrepancies between whatmntainedn the missiorstatemenand what the workers

perceive.

Practical Recommendations

This gudy discussed ththeme of servant leaderslaipcording to th@erceptions
of the three levels of leadershapaninstitutionof highereducation. The findings
allowed practicatecommendationfor administrator@andsuggestions for improvement
to be mad, as described below.

1. Reexamine the Plan of Institutional Development and seek to include in it a
greater participation of the workdrsthe decisiormaking process.

2. Provide the female gendeith greater participation in tHeadership of the
institution.

3. Develop a plan that could stimulate the sharing of the best practices of
leadershipn the campuses.

4. Carry out a similar study with the workeatthe elementary andhigh-school

levels.
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5. Carry out a deeper study of theeas obrganizational healtehae leadership
anddevelop peoplso as tacollectmore data that could be used to help make decisions

towards the solution of the problem.

Recommendations for Further Studies
Otherareas that would be relevant topics for further studies include the
following:
1. Examine the role of women in society as a whole and their challenge to gain
access to top leadership positions.
2. Performa comparative study about servagdadersip in other Christian
educational and neaeducational institubns.
3. Study theinfuencef a Chri sti an educational
neighborhoods, allowing for engagement of the community.
In this studyl endeavored to investigate the conaafdervanieadership in an
educational setting, and, through the analysis of the dtiargd,| reachedtonclusions
that allowedmeto provide some recommendations and suggestions that can be applied
not only to educational institutions but also to other areas of leadership. In addition, the

study can foster future studies that surely wardch the practice of leadership.
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APPENDIX A

FORMAL LETTER TO UNASP



Sao Paulo, 16 de novembro de 2007

lImo Sr.

Professor Euler Pereira Bahia

Magnifico Reitor do

Centro Universitario Adventista de Sao Paulo (UNASP)

Sao Pauld SP, Brasil

Prezado Professor Euler,

Objetivo desta é solicitar autorizacao para realizar uma pesquisa com os servidores dos
trés campi do UNASP, servindo como populagéo informante para a minha Dissertacéo de
Doutorado junto a Andrews University em Berrien Spiidl. A dissertacdo tem como
proposta de tema: Organizational Leadership: A Study of Seleattership Perception,
Practices and Beliefs Impact on a Private Christian Institution of Higher Education in S&o
Paulo, Brazil.

(Liderancga Organizacional: Um estudoldeeranca: Préaticas e Crencas numa Instituicdo
Privada Crista de Ensino Superior em S&o Paulo, Brasil. O levantamento dos dados sera
realizado através de um instrumento denominado Organizational Leadership Assessment
(OLA) que sera traduzido para a Linge@rtuguesa e aplicado em trés niveis de

lideranca: Top Lideranca (Reitoria e Diretoria de Campus), Management/Supervisors
(Chefes de Departamento e Coordenadores de Curso), e Workforce (Professores e outros

servidores relacionados com a administracaoresime).
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O levantamento desses dados seré realizado através de um questionario encaminhado via
internet e antecedido por uma prévia solicitacdo para ser respondido voluntariamente
pelos participantes. O levantamento desses dados esta previsto para odeetiadti

de maio de 2008.

Desejando ser atendido nesta solicitacdo, antecipadamente agradego.

José Iran Miguel

Aluno do Programa de Leadership Education na Andrews University
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APPENDIX B

RESEARCH AUTHORIZATION LETTER FROM UNASP



AUTORIZACAO DE PESQUISA
Quartafeira, 23 de Abril de 2008 10:47

YAREIOO!, MAIL
BR.&SII- Classic

De:
"UNASP - Euler Pereira Bahia" <Euler.Bahia@unasp. edu.br>
Adicionar remetente a lista de contatos

Para:
"José Iran Miguel" <iran_miguel@yahoo.com.br>

Professor José Iran Miguel,

Em nome do Centro Universitario Adventista de S&o Paulo, autorizamos o senhor JOSE
IRAN MIGUEL a realizar uma pescgga com os Colaboradores dos 3 Campi do UNASP,
com vistas a reunir dados para subsidiar a sua dissertacdo de Doutorado junto a Andrews
University, com o tema: "Organizational Leadership: A Study of the Perceptions of
Servant Leadership Practices and Beliafal its Implications on a Private Christian

Institution of Higher Education in Sdo Paulo, Brazil.

Cordialmente,

Prof.Euler P. Bahia
Reitor do UNASP
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APPENDIX C

ETHICAL ISSUES AND IRB



Andrews ) University

April 24, 2008

Jose Iran Miguel

Av. Giovanni Graehi, 5394, Ap. 152
Sao Paulo

Brazil

Dear Jose,

RE: APPLICATION FOR APPROVAL OF RESEARCH INVOLVING HUMAN SUBJECTS

IRB Protocol #08-041 Application Type:Original Dept: Leadership
Review CategoryExempt Action Taken Approved Advisor:Robson
Marinho

Protocol Title: Organizational Leadership: A Study of Servant Leadership Perception,
Practices, and Beliefs Impact on a Private Christian Institution of Higher
Education in Sao Paulo, Brazil
This letter is to advise you that the Institutionaview Board (IRB) has reviewed
and approved your proposal for research. You have been given clearance to proceed with
your research plans.
All changes made to the study design and/or consent form, after initiation of the project,
require prior approvalrdbm the IRB before such changes can be implemented. Feel free
to contact our office if you have any questions.
The duration of the present approval is for one year. If your research is going to take
more than one year, you must apply for an extensionoaf gpproval in order to be
authorized to continue with this project.
Some proposal and research design designs may be of such a nature that
participation in the project may involve certain risks to human subjects. If your project is
one of this nature ahin the implementation of your project an incidence occurs which

results in a researatelated adverse reaction and/or physical injury, such an occurrence

must be reported immediately in writing to the Institutional Review Board. Any project
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related physal injury must also be reported immediately to University Medical

Specialties, by calling (269) 4723222.

We wish you success as you implement the research project as outlined in the approved
protocol.

Sincerely,

Michael D Pearson
Administrative Assciate

Institutional Review Board
Cc: Robson Marinho

Institutional Review Board
(269) 4716360 Fax: (269) 476246 Email: irb@andrews.edu
Andrews University, Berrien Springs, Ml 49108
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APPENDIX D

INFORMED CONSENT LETTER MODEL



Andrews 0 University

School of Education
Leadership Department

Informed Consent Letter

Title: Organizational Leadership: A Study of the Perceptions of Servant Leadership
Practices and Beliefs, and its Implications on a Private Christian Institftidigher
Education in Sao Paulo, Brazil

Purpose of Study: | understand that the purpose of this study iantalyze how much
the servanteadership characteristics are perceived by the administrators, middle
managers, faculty and staff of the three pases of Centro Adventista Universitario de
Séo Paulo (UNASP).
Inclusion Criteria: In order to participate, | recognize that | must be an adult at least 18
years old and must currently be an employee of one of the three campuses of UNASP.
Benefits/Resuls: | accept that | will receive no remuneration for my participation, but
that by participating, | will help the researcher abehtro Adventista Universitario de
Sao Pauloin the ongoing discussion about how best to develop servant leadership
charactestics within the institution culture.
Voluntary Participation: | understand that my involvement in this survey is voluntary
and that I may withdraw my participation at any time without any pressure,
embarrassment, or negative impact on me. | also uadédrdhat this survey will be
completed anonymously.
Contact Information: In the event that | have any questions or concerns with regard to
my participation in this research project, | understand that | may contact either the
researcher, Jose Iran Migug¢liean_miguel@yahoo.com.frel: (11) 35018239], or his
adviser, Dr. Robson Marinho, professor in Leadershimatinho@andrews.edfrel:
(269) 47123200]. | have beenigen a copy of this form for my own records.
Consent: | have read the Informed Consent Letter and recognize that by completing and
returning this survey that I am giving my informed consent to participate. | also
understand that every attempt is being miex&eep my answers anonymoule@se
circle one answey

Yes No

| have not filled out this survey before.
True False

Participantdés signature
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APPENDIX E

ORGANIZATIONAL LEADERSHIP ASSESSMHT (OLA)



. . Organizational

. O Leadership
. ) Assessment

General Instructions
4243 North Sherry Drive
Marion, IN' 46951 The purpose of this instrument is to allow organizations to discover how their
OLA@OLAgroup.com leadership practices and beliefs impact the different ways people function
(765) 664-0174 adership practiocs ols 1mp - driet ys peop
within the organization. This instrument is designed to be taken by people at
all levels of the organization including workers, managers and top leadership. As you respond to the different
statements, please answer as to what you believe is generally true about your organization or work unit.
Please respond with your own personal feelings and beliefs and not those of others, or those that others would
want you to have. Respond as to how things are ... not as they could be, or should be.

Feel free to use the full spectrum of answers (from Strongly Disagree to Strongly Agree). You will find that
some of the statements will be easy to respond to while others may require more thought. If you are uncertain,
vou may want to answer with your first, intuitive response. Please be honest and candid. The response we
seek 1s the one that most closely represents your feelings or beliefs about the statement that is being
considered. There are three different sections to this instrument. Carefully read the brief instructions that are
given prior to each section. Your involvement in this assessment is anonymous and confidential.

Before completing the assessment it is important to fill in the name of the organization or organizational unit
being assessed. If you are assessing an organizational unit (department, team or work unit) rather than the
entire organization you will respond to all of the statements in light of that work unit.

IMPORTANT ..... please complete the following

Write in the name of the organization or organizational unit (department, team or work unit) you are
assessing with this instrument.

Organization (or Organizational Unit) Name:

Indicate your present role/position in the organization or work unit. Please circle one.
1 = Top Leadership (top level of leadership)
2 = Management (supervisor, manager)

3 = Workforce (staff, member, worker)

Please provide your response to each statement by placing an X in one of the five boxes

© James Alan Laub, 1998
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1 2 3 4 5

Section 1 In this section, please respond to each statement as you believe it applies to the

entire organization (or organizational unit) including workers,
managers/supervisors and top leadership.

In general, people within this organization ....

1 2 3 4 5

1 Trust each other

2 Are clear on the key goals of the organization

3 Are non-judgmental — they keep an open mind

4 Respect each other

5 Know where this organization is headed in the future

6 Maintain high ethical standards

7  Work well together in teams

8  Value differences in culture, race & ethnicity

9 Are caring & compassionate towards cach other

10 Demonstrate high integrity & honesty

11 Are trustworthy

12 Relate well to each other

13 Attempt to work with others more than working on their own
14 Are held acocountable for reaching work goals

15 Are aware of the needs of others

16  Allow for individuality of style and expression

17 Are encouraged by supervisors to share in making important decisions
18 Work to maintain positive working relationships

19 Accept people as they are
20 View conflict as an opportunity to learn & grow
21  Know how to get along with people

© James Alan Laub, 1998 2
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Please provide your response to each statement by placing an X in one of the five boxes

Section 2

1 2 3 4 5
Strongly - . Strongly
Disagree Disagree Undecided Agree Agree

In this next section, please respond to each statement as you believe it applies to
the leadership of the organization (or organizational unit) including

managers/supervisors and top leadership

Managers/Supervisors and Top Leadership in this Organization

22 Communicate a clear vision of the future of the organization

73 Are open to learning from those who are below them in the
organization

24 Allow workers to help determine where this organization is headed

25 Work alongside the workers instead of separate from them

26 Use persuasion to influence others instead of coercion or force

27 Don’t hesitate to provide the leadership that is needed

28 Promote open communication and sharing of information

29 Give workers the power to make important decisions

30 Provide the support and resources needed to help workers meet their
goals

31 Create an environment that encourages learning

32  Are open to receiving criticism & challenge from others

33 Say what they mean, and mean what they say

34 Encourage each person to exercise leadership

35 Admit personal limitations & mistakes

36 Encourage people to take risks even if they may fail

37 Practice the same behavior they expect from others

38 Facilitate the building of community & team

39 Do not demand special recognition for being leaders

40 Lead by example by modeling appropriate behavior

a1 Seck to influence others from a positive relationship rather than from
the authoritv of their position

42 Provide opportunities for all workers to develop to their full potential

43 Honestly evaluate themselves before secking to evaluate others

44 Use their power and authority to benefit the workers

45 Take appropriate action when it is needed

© James Alan Laub, 1998 3
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Please provide your response to each statement by placing an X in one_of the five boxes

1 2 3 4 5
Strongly . . Strongly
Disagree Disagree Undecided Agree Asree

Managers/Supervisors and Top Leadership in this Organization 1 2 3 4 5

46 Build people up through encouragement and affirmation

47 Encourage workers to work together rather than competing against
cach other

48  Are humble — they do not promote themselves

49 Communicate clear plans & goals for the organization

Provide mentor relationships in order to help people grow

30 professionally

51 Are accountable & responsible to others

52 Are receptive listeners

53 Do not seek after special status or the “perks” of leadership

54 Put the needs of the workers ahead of their own

Section 3 In this next section, please respond to cach statement as you believe it is true
about you personally and your role in the organization (or organizational
unit).

In viewing my own role ... 1|2 | 3 4 | 5

55 Ifeel appreciated by my supervisor for what I contribute

56 I am working at a high level of productivity

57 Tam listened to by those above me in the organization

58 Ifeel good about my contribution to the organization

I receive encouragement and affirmation from those above me in the

59 ..
organization

60 My job is important to the success of this organization

61 Itrust the leadership of this organization

62 I enjoy working in this organization

63 I am respected by those above me in the organization

64

I am able to be creative in my job

65 In this organization, a person’s work is valued more than their title

66 I am able to use my best gifts and abilities in my job

© James Alan Laub, 1998 4
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