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EFFECTS OF DEMOGRAPHIC INDICATORS
ON PERCEPTIONS OF FOLLOWERS
OF LEADERSHIP STYLES

Mayiana MITEVSKA-ENCHEVA

Abstract: The article presents results of a comparative analysis of leadership styles in
the academic environment. Survey results display factors for the leadership styles in
specific university circles. The survey was conducted in the period October 2015 —
March 2016 among 517 respondents in four Bulgarian universities. The assessment of
leadership styles follows the methodology using the Multifactor Leadership Question-
naire. Conclusions have been drawn about the significant differences of the effects of
demographic indicators. Data have been processed by means of the software SPSS-21.
Results may be used in future analysis of the effects of leadership styles in the educa-
tion and training for cybersecurity.
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The successful management of the organization on the whole and employees’ behav-
iour in particular requires knowing the individual differences among people in the or-
ganization. This guarantees the understanding of specific reactions and behaviour of
the subordinates. Being aware of the stable individual differences provides the oppor-
tunity for a better and more effective selection but also at a later stage for the opti-
mum motivation, control, analysis, evaluation, predicting and directing of their be-
haviour.

Leadership styles represent the way to motivate people in achieving organizational
goals as well as building behavioural models when working with people.* The effec-
tive leadership style, according to the Situational Theory of Leadership, or the Theory
of the Life Cycle, devised by Hersey and Blanchard? also depends on the degree of
maturity of the subordinates. The focus is on the concept of ‘maturity,’ the ability to
take responsibility for a particular kind of behaviour. In order to implement an effec-
tive cycle, the leader should motivate his or her followers. Leadership is a process
whereby one person influences a group of people in achieving a common goal and
possesses certain personal qualities, which allows exerting influence on the group.®
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The qualities could be a manifestation of curiosity; creative thinking; communication
skills; a strong character; boldness; charisma; common sense.?! Within the organiza-
tion, the leader is crowned with a high status, which also allows exerting influence on
the members’ behaviour.?

Of interest in this study is whether there are differences in the manifestations of styles
of managers in surveyed universities dictated by various demographic factors. To de-
tect differences, ANOVA was applied. Variables, a source of variation in the esti-
mates, are the gender of the respondents, age, level of education, the total length of
service and residence.

The main objective of the study is to trace the important role of various demographic
variables on perceptions of followers about the styles of their leaders. It is assumed
that leadership styles that are characterized by initiative and engage in activities in the
organization would have a direct impact on people’s behaviour in the organization.
Moreover, it is natural to assume that any organization can register its own peculiar
style imposed by the manager. This assumption includes the hypothesis of influence
of demographic factors on the perceptions of subordinates about the styles of their
leaders.

The study has drawn upon the Multifactor Leadership Questionnaire by Bass and
Avolio. It has been adapted to suit the Bulgarian conditions by Karabeliova.l® The
original structure of the factors in the questionnaire contains four dimensions that de-
scribe the transformational (charismatic) leadership style: ‘Idealized influence (cha-
risma),” ‘inspirational motivation,” the factor ‘intellectual incentive,” and ‘individual-
ized attention.” Two dimensions that describe the Transactional leadership style—
‘relative awards’ and ‘exceptions management’—and one dimension referring to the
Avoidance (liberal) leadership style. The separate subscales demonstrate good con-
sistency reliability. The results for the reliability of the various scales are similar to
those of other researchers who have applied the method. This gives grounds to assert
that the questionnaire can be used in Bulgarian conditions for registration of different
leadership styles. This methodology can be used to study any change of leadership
styles and to identify trends in their development related to dynamic changes in the
external environment. It is assumed that personality, situational and positional factors
will determine leadership styles. The aim is to detect trends in their development as a
response to the future requirements of the external environment.

The sample includes 517 individuals surveyed in the period April 2014 — February
2015. The questionnaire has been attached to cover a particular group (see Table. 1).
Several parameters have been set as a prior restraint in the choice of respondents. The
study involved only people who have work experience of at least one calendar year.
The condition to the respondents in executive positions was to be directly subordinate
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to their leaders at least one calendar year. The purpose of such a limitation is to pro-
vide the opportunity to explore a more objective assessment based on the specific im-
pressions formed within the at least one year.

The analysis of the study results allows us to draw the necessary conclusions to reveal
factors influencing the views of the staff about their leaders and to identify trends in
the development and change of leadership styles. The answer to these questions is
sought by means of variance analysis, the results of which are shown in the tables be-
low.

Table 1: Distribution of respondents according to demographic criteria.

Demographic variables number %
Males 246 49
Gender
Females 256 51
Up to 21-year-olds 109 21,7
Age from 21 to 40-year-olds 377 75,1
Over 40-year-olds 16 3,2
Secondary 170 33,9
Education BAs 300 59,8
MAs 32 6,4
Organization 1 297 59,2
Organization 2 57 11,4
Organizations
Organization 3 54 10,8
Organization 4 94 18,7
State 164 32,7
Workplace
Private 338 67,3
Small residential settlement 12 2,4
Small town 56 11,2
Residence
Big city 147 28,9
Capital 289 57,6
Managerial 215 30
Position

Operational 502 70
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Table 2: Differences in the opinions of employees on leadership styles of their
managers by gender (males — 246; females — 256).

Leadership styles Gender X SD F p

Male 9,32 3,43

Idealized influence, charisma 15,09 0,000
Female 10,49 3,35
Male 9,63 3,17

Inspirational motivation 591 0,015
Female 10,3 3,01
Male 8,64 3,72

Intellectual incentive 11,46 0,001
Female 9,68 3,18
Male 8,74 3,45

Individualized attention 13,13 0,000
Female 9,82 3,22
Male 8,92 3,63

Relative awards 2,29 0,131
Female 9,38 3,12
) Male 10,4 2,70

Exceptions management 19,46 0,000
Female 11,4 2,34
Male 9,19 3,34

Liberal leadership 16,76 0,000
Female 10,5 2,81

Based on the results of ANOVA it may be noted that no significant gender differ-
ences in the perceptions of charismatic leadership are seen (F=15.09; p=0.000), intel-
lectual incentive (F=11.46; p=0.001), exceptions management (F=19.46; p=0.000)
and liberal leadership (F=16.76; p=0.000). Female managers in the sample were rated
as more liberal in management, considering the greater differences in opinions and
acts of employees in the organization. In addition, women more than men managers,
according to the opinion of subordinates, look into their individual differences and
take them into account when assigning tasks and evaluating the performance. In other
words, women in higher levels tend to pay attention to the individual approach when
managing the organization. This result shows that there are some differences in lead-
ership effectiveness between men and women leaders. However, it should be consid-
ered that men are perceived as exhibiting more leadership which is oriented to the
whole. They often engage a more autocratic managerial style than women. In con-
trast, women are perceived as exhibiting more socially oriented leadership, increas-
ingly using democratic or participatory style than men, which is confirmed by the re-
sults of this study.®
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The rationale of the results can be sought in the direction of gender roles. Although
gender-role stereotypes construct images of man and woman as a requirement for en-
try into different roles and implementation of various functions in modern society the
trend has been towards unification of both sexes. Much of the functions and tasks
considered a priority to men have already been recognized by female ones — building
a career, occupying leadership positions. Leadership of women is established as a
leading trend and is seen as the new competitive advantage of organizations. When in
managing we involve both female and male skills and abilities, when conditions are
provided for developing different creativity of both sexes new value is added to or-
ganizational effectiveness.'

Table 3: Differences in employees’ on leadership styles according to age
(up to 21-year-olds. — 109; from 21 to 40-year-olds. — 377; over 40-year-olds— 16)

Leadership styles Age X SD F P
Up to 21-year-olds 8,74 3,00
Idealized influence, ¢ 51 16 40-year-olds 1014 350 1317 000
charisma
Over 40-year-olds 12,75 1,57
Up to 21-year-olds 8,79 1,95
Inspirational from 21 to 40-year-olds 10,20 330 1592 000
motivation
Over 40-year-olds 12,69 1,96
Up to 21-year-olds 7,82 2,90
Intellectual from 21 to 40-year-olds 9,44 352 1614 000
incentive
Over 40-year-olds 12,19 3,39
Up to 21-year-olds 8,10 2,64
Individualized from 21 to 40-year-olds 9,52 348 3612 000
attention

Over 40-year-olds 12,31 2,36
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Up to 21-year-olds 8,17 2,38
Relative awards from 21 to 40-year-olds 9,36 3,60 14,97 ,000
Over 40-year-olds 11,00 2,10
Up to 21-year-olds 10,34 2,06
Exceptions from 21 to 40-year-olds 11,02 267 510 006
management
Over 40-year-olds 12,19 2,14
Up to 21-year-olds 8,47 2,56
Liberal leadership from 21 to 40-year-olds 10,18 3,22 19,93 ,000
Over 40-year-olds 11,81 1,60

The results of the statistical procedures show that age differentiates seven meaningful
leadership styles: idealized influence (F = 13.17; p=0.000), inspirational motivation
(F=15.92; p=0.000), intellectual incentive (F = 16.14; p=0.000), individualized atten-
tion (F= 36.12; p=0.000), relative awards (F = 14.97; p=0.000), exceptions manage-
ment (F= 5.10; p=0.006) and liberal leadership (F = 19.93; p=0.000). There is a ten-
dency with increasing age of employees to raise assessments on the applied leader-
ship styles (see table 3). Logical explanation of the results could be found in the as-
sumption that with the increasing of age more expectations are brought in terms of its
contribution to the organization and its development. If in the earlier stages of life a
person is focused around his or her own existence, with engaging in work it is chang-

ing.

According to the study residence is a source of variation for each of the leadership
styles. The higher are the average results of respondents in big cities.

The participation of individuals in an organization can be described as motivated;
employees expect a leader to fulfil his or her role as competent and concerned about
their development. The leaders, according to respondents, maintain big emotional dis-
tance in hierarchical relations and give the social interaction intellectual incentive and
mentoring. It is reasonable to believe that it is the respondents from smaller settle-
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Table 4: Differences in employees’ opinions on leadership styles of managers
depending on residence

Leadership styles Residence b SD F P
Small residential settlement 7,67 2,50
Idealized influence Small town 10,34 3,00
charisma ’ 11,420,000
Big city 11,12 2,70
Capital 9,33 3,70
Small residential settlement 8,67 2,00
Inspirational Small town 10,55 2,71
mo?ivation 10,270,000
Big city 11,00 3,00
Capital 9,40 3,13
Small residential settlement 7,58 2,57
Intellectual Small town 9,27 3,68
incentive 17,29 0,000
Big city 10,79 3,10
Capital 8,41 341
Small residential settlement 7,58 3,48
. . Small town 9,95 3,52
;rt‘tde'r‘]’t'i%‘r’]a"zed 19,48 0,000
Big city 10,83 3,03
Capital 8,47 3,22
Small residential settlement 9,25 3,09
Small town 9,68 3,52
Relative awards 18,74 0,000
Big city 10,69 3,12
Capital 8,27 3,21
Exceptions Small residential settlement 9,75 3,00 8,78 0,006

management
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Small town 10,86 2,77
Big city 11,77 2,42
Capital 10,53 2,48
Small residential settlement 9,33 2,37
Small town 10,15 3,10
Liberal leadership 11,80 0,000
Big city 11,06 2,64
Capital 9,22 3,25

ments who emphasize the coordination within the organization and proactive behav-
iour aiming at stability in search of a place for their ‘products’ in an innovative way.

On the other hand, employees are expected to pursue new horizons of personal
growth and career advancement. It has also been concluded that to meet the objec-
tives in the workplace, team members strive to comply with rules, instructions and
procedures for carrying out tasks.

Statistically significant differences have been observed in the assessments depending

on the level of education (see table 5).

Table 5: Differences in assessments of leadership styles according to education
(secondary — 170; BAs — 300; MAs — 32)

Leadership styles Education X SD F p
Secondary 9,43 3,36
Idealized influence, — ~p ¢ 10,46 348 37 0,012
charisma
MAs 10,66 3,28
Secondary 9,92 2,99
Inspirational BAs 10,19 277 1,39 0,246
motivation
MAs 10,5 3,00
Secondary 9,13 3,42
Intellectual incentive BAs 9,23 3,61 1,46 0,225
MAs 10,28 3,30
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Secondary 9,45 3,57
Individualized BAS 9,24 336 2,15 0,094
attention
MAs 10,47 2,86
Secondary 8,49 3,82
Relative awards BAs 9,65 3,41 4,31 0,005
MAs 10 2,82
Secondary 11,06 2,56
Exceptions BAS 10,75 276 0,79 0,502
management
MAs 11,34 2,56
Secondary 9,88 3,58
Liberal leadership BAs 9,92 2,78 4,63 0,003
MAs 11,56 2,76

Charismatic leadership styles and liberal leadership are preferred by people with
higher education. This does not apply to the management style of exceptions, styles
of inspirational motivation and intellectual incentives, as well as the style labelled as
‘individualized consideration.” It turns out that leadership style is dependent on the
educational background of the respondents.

Work experience in the organization distinguishes statistically and significantly staff
regarding their perception of applied leadership styles.

Respondents with up to 1 year of work experience, as well as those with over 10
years of experience assess highly the leadership styles in the organization, unlike
those with work experience of between 1 to 10 years, who are more sceptical of the
managerial impact of their managers. Originally, probably high estimates are given
due to the desire of employees to convince themselves of the correctness of their
choice of organization. The appreciation of the various manifestations of leadership
styles is the result of more trust in the leader and the lack of information about his or
her capabilities and relationships with the subordinates.

Subsequently, the group with experience from 1 to 10 years have accumulated some
experience and knowledge of the strengths and weaknesses of the leader, becoming
more critical and reducing its positive assessment.
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Table 6: Differences in assessments of leadership styles according to working

experience in the organization
(up to 1 year — 248; from 1 to 10 years — 238; over 10 years — 16)

Leadership styles Work experience M SD F Sig.
Up to 1 year 10,33 3,49

Idealized influence, charisma ~ From 1to 10 years 939 338 603 003
Over 10 years 1131 1,85
Up to 1 year 10,08 3,01

Inspirational motivation From 1 to 10 years 987 327 30 742
Over 10 years 9,88 1,75
Upto 1 year 946 3,56

Intellectual incentive From 1 to 10 years 883 347 220 112
Over 10 years 9,75 2,44
Upto 1 year 950 3,44

Individualized attention From 1 to 10 years 906 3,36 107 ,345
Over 10 years 9,50 2,56
Upto 1 year 972 3,35

Relative awards From 1 to 10 years 855 339 755 001
Over 10 years 9,31 2,18
Upto 1 year 11,18 248

Exceptions management From 1 to 10 years 1056 2,63 4,72  ,009
Over 10 years 11,88 2,39
Upto 1 year 10,23 3,23

Liberal leadership From 1to 10 years 950 311 341 034
Over 10 years 9,56 1,71

After a long stay in the organization under the influence of the leader (the group with
over 10 years of experience) an increase is observed again in the positive assessment

of the manifestations of different leadership styles.

It is very likely that part of people disagree with leadership impacts; they have at-
tempted to leave this working environment, and some even have succeeded. Others
who in the current survey are respondents from the third group with work experience
of over 10 years, continue to work in the environment. They have expressed a posi-
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tive assessment of leadership styles to make their stay in the organization more bear-
able and suffer no significant mental consequences of their adherence to the environ-
ment.

The studied Organizations significantly differentiate the leadership styles (Table 7).

Table 7: Differences in the assessments of leadership styles according
to the studied Organizations

Leadership styles Place X SD F p
Organization 1 9,45 3,67
izad i Organization 2 9,84 3,53
I(:]ea!lzed influence, a 12.19 0,000
Charisma Organization 3 9,33 2,43
Organization 4 11,77 3,02
Organization 1 9,6 3,15
irati Organization 2 9,86 2,47
Insp_lrat_lonal 16.17 0,000
motivation Organization 3 8,89 2,35
Organization 4 11,83 3,00
Organization 1 8,59 3,51
Organization 2 8,93 2,64
Intellectual incentive — 19,98 0,000
Organization 3 8,48 3,14
Organization 4 11,54 3,13
Organization 1 8,55 3,21
Wi i Organization 2 9,53 3,00
Ind|V|_duaI|zed 26.79 0,000
attention Organization 3 8,7 3,10
Organization 4 11,84 3,04
Organization 1 8,67 3,41
Organization 2 9,7 2,64
Relative awards — 17,7 0,000
Organization 3 7,76 2,95
Organization 4 11,13 3,09
Organization 1 10,59 2,49
Exceptions Organization 2 1051 259 1609 0,000
management

Organization 3 10,35 2,15
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Organization 4 12,49 2,45
Organization 1 9,23 3,25
Organization 2 9,49 2,16
Liberal leadership 25,9 0,000
Organization 3 9,56 2,10
Organization 4 12,26 2,71

As can be seen from the data in one of the Organizations higher values of the assess-
ments of leadership styles were observed, in comparison with the other Organiza-
tions. It can be assumed that managers there demonstrate specific and optimal style
for a given situation which is perceived well by the followers. And since this ap-
proach in evaluations has been applied to each of the leadership styles, it is obvious
that the leadership of this organization has managed to balance his or her influence on
subordinates.

In conclusion it can be said that some of the indicators specific to the environment or
respondents are able to actively influence staff’s assessment and ultimately the for-
mation of attitude towards leaders. This inevitably affects both the willingness to per-
form the tasks and the loyalty of employees, as well as the desire to follow their lead-
ers.
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