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Abstract

Background: leadership has been studied from various disciplines such
as sociology, business administration, psychology and economics and
from different analytical perspectives such as power, positions that try
to explain it using behavioral, situational and interactive approaches and
from leadership styles. This research aimed identify the leadership style
that prevails in the leaders of the Institute of Neurosciences of Guayaquil.
Materials and methods: The Multifactor Leadership Questionnaire
5x short version scale was used, composed of nine leadership factors
and three outcome factors. The questionnaire was administered online
through questionpro. The format in which followers evaluate the leader
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was applied. 200 employees responded to the questionnaire. Results: The
followers evaluated their leaders or immediate bosses, resulting in a predo-
minance of the transformational leadership style. The individualized conside-
ration factor was the lowest rated, among the transactional and transforma-
tional factors, suggesting that leaders do not pay due attention to individual
needs. The most rated factors were inspirational motivation and idealized
influence of behavior. Additionally, passive/avoidant leadership scored the
lowest in the organization. Conclusions: In the organization studied, the
transformational leadership style prevails, and it is recommended to carry
out future research incorporating quantitative and/or qualitative methods
such as interviews, observation sheets or analyzing climate or performance
surveys of the organization and investigating the positive influence of trans-
formational leadership in aspects related to commitment, corporate social
responsibility or psychosocial risks.

Keywords: Transactional leadership; transformational leadership; MLQ 5x
collaborators organization.

Resumen

Introduccion: El liderazgo ha sido estudiado desde diversas disciplinas
como la sociologia, la administracién de empresas, la psicologia y la econo-
mia y desde diferentes perspectivas analiticas como la del poder, posiciones
que intentan explicarlo utilizando enfoques conductuales, situacionales e in-
teractivos y desde estilos de liderazgo. Esta investigacién tuvo como objetivo
identificar el estilo de liderazgo que prevalece en los lideres del Instituto de
Neurociencias de Guayaquil. Materiales y métodos: Se utilizé la escala
version corta Multifactor Leadership Questionnaire 5x, compuesta por nueve
factores de liderazgo y tres factores de resultado. El cuestionario se adminis-
tré en linea a través de questionpro. Se aplico el formato en el que los segui-
dores evaltan al lider. 200 empleados respondieron al cuestionario.
Resultados: Los seguidores evaluaron a sus lideres o jefes inmediatos, resul-
tando en un predominio del estilo de liderazgo transformacional. El factor de
consideracion individualizada fue el peor valorado, entre los factores transaccio-
nales y transformacionales, lo que sugiere que los lideres no prestan la debida
atencion a las necesidades individuales. Los factores mas valorados fueron la
motivacion inspiradora y la influencia idealizada del comportamiento. Ademas,
el liderazgo pasivo/evasivo obtuvo la puntuacién mas baja de la organizacion.
Conclusiones: En la organizacién estudiada prevalece el estilo de liderazgo
transformacional, y se recomienda realizar futuras investigaciones incorpo-
rando métodos cuantitativos y/o cualitativos como entrevistas, fichas de ob-
servacion o analizando encuestas de clima o desempefio de la organizacién e
investigando la influencia positiva de liderazgo transformacional en aspectos
relacionados con el compromiso, la responsabilidad social corporativa o los
riesgos psicosociales.

Palabras clave: Liderazgo transaccional; liderazgo transformacional; Orga-
nizacion de colaboradores de MLQ 5x.

Introduccion

Leadership has been studied from various disciplines such as sociology, busi-
ness administration, psychology, and economics (1), and from different analyti-
cal perspectives such as power (2), approaches that seek to explain it using be-
havioral, situational, and interactive approaches (3), and from leadership styles,
such as transactional leadership and transformational leadership (4).

In the field of healthcare, the quality of leadership plays a crucial role as it
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can predict organizational outcomes. This assertion is based on the fact that
effective leadership in organizations focuses on influencing and coordinating
individual and collective efforts to achieve common goals (4-7). The leader’s
effectiveness, therefore, is reflected in their ability to influence others effecti-
vely and ethically, for the benefit of individual patients and populations (6,7).

The extra effort, leader effectiveness, and employee satisfaction with the lea-
der are supported by the leadership styles adopted. Leadership styles have
a direct relationship with employee responses and organizational behavior
in the workplace (8). Furthermore, these styles can influence employees’
perceptions of organizational policies (9). Specifically, transformational and
transactional leadership have been shown to have a significant impact on job
engagement and perceptions of organizational support (10-13).

Transactional leadership strengthens the basic principles of the links between
leaders and their followers, implementing the guidelines and expectations
that are formed in said relationship, clarifying responsibilities, and setting
rewards and recognitions to achieve sought-after goals and results. In con-
trast, transformational leadership drives the development of followers, en-
couraging them to seek new ways and motivating them to surpass expecta-
tions, incentivizing them to adhere to values and moral standards that guide
their behavior (14).

Transformational leadership is considered one of the most effective ones,
with a positive impact on organizational justice, motivation, and work enga-
gement (15), therefore, having this leadership style in an organization would
ensure that employees work motivated in the achievement of their goals.

Some perceptions about leadership are linked to the view one has of human
nature, where a negative view considers discipline and control necessary to
guarantee the fulfillment of goals, and a positive vision will tend towards a
more democratic style by considering that human beings can be self-motiva-
ted and self-directed (16).

For Stoner (17), leadership is understood as the process of influencing and
directing the actions of followers or members of a group that is capable of
involving people who accept to follow the leader, who accept the inequality
that exists between leaders and followers regarding the distribution of power,
that has the ability to use power to influence followers and that does not lack
values or principles.

Riveros-Barrera (2012), Garcia-Solarte, (2015) and Gémez (2009) (18-20), refer
to leadership as the leader’s ability to promote a more direct approach with
the work team, without imposition on the provisions, encouraging each mem-
ber of the team to contribute their best work, and become a participatory
entity in business strategies and objectives.

Among the multiple perspectives for analyzing leadership, reflected in the
previous definitions, the studies of Bass and Avolio (2014) (21, 22) stands out,
who propose the existence of transformational and transactional leadership
styles. These leadership styles intervene in the interaction that exists between
the leader and his collaborators, from a motivational perspective to achieve
effectiveness in decision making (23).

For Bass (1999), the execution of activities is carried out with followers throu-
gh a transaction that involves reward or recognition, whether monetary or
not, converting transactional leadership into an exchange between leader
and followers, where the leader offers a reward to the follower, in exchange
for an action, so their interests must coincide (24).
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Transactional leaders, execute actions and fulfill their promises to followers
(23), having a relationship based on exchange, being a moderately effective
leadership style when properly practiced (25). This exchange results in implicit
compliance with the leader's demands but is not expected to generate com-
mitment in the follower (26). Thus, the transactional leadership style would
have better results if applied in traditional roles and structured changes, whe-
re strategies are planned by leaders, guaranteeing compliance with the pro-
posed objectives focused on organizational results (27, 28).

Entities providing mental health services must promote comprehensive and
inclusive care for individuals with mental disorders (28, 29), moving away from
exclusion in hospitals and focusing on social reintegration (30). This involves
proposing changes in models and paradigms, incorporating levels of inpa-
tient and outpatient care, with multidisciplinary and intersectoral approaches
to treatment (31).

Thus, in the case of psychiatric hospitals and other health facilities, the need
for effective leadership that can navigate through complex social and politi-
cal forces, persistent shortages of health professionals, and performance and
security indicators requirements is recognized (31-33). The development of a
specific leadership model for healthcare, based on competencies recognized as
the most important attributes for effective leadership in this sector is essential.

Studies indicate that leaders play a crucial role in guiding employees to align
their practices with institutional objectives (34) and in steering processes ba-
sed on the prevailing type of leadership. Therefore, our focus is on characteri-
zing the leadership style of a mental health institution in the city of Guayaquil.
This work is considered particularly relevant because its results can be valua-
ble for other organizations of a similar nature committed to elevating their
standard of care. The chosen institution has implemented a comprehensive
and inclusive health model, catering to over sixty thousand patients annually,
without confining them to a mental hospital. This establishment has become
a benchmark in Ecuador.

Methodology
Type of study, population, and sample

A quantitative, observational, cross-sectional instrumental study was carried out
applying the MLQ 5x (Annex 2) to the collaborators of the Institute of Neuros-
ciences of Guayaquil (INC) (n = 360). The scale was applied online (Questionpro
online questionnaire) with a duration of approximately 12 minutes and was ac-
companied by an ad hoc survey (Annex 1) for the collection of sociodemogra-
phic variables of interest. 200 employees (56%) responded to the survey. For the
purposes of the research, the format in which followers evaluate the leader was
applied. Each participant was asked to evaluate their immediate boss according
to the administrative organization chart of the unit studied. The data were anon-
ymized and coded to ensure the confidentiality of the participants.

Instrument

The MLQ5x was used, which is composed of 3 groups of factors, namely 1)
transformational leadership, which includes idealized influence (charisma at-
tribute), idealized influence (behavior attribute) and inspirational motivation,
intellectual stimulation and individual consideration; 2) transactional leaders-
hip, which includes contingent reward and management by exception (active)

https: //gacetamedica.jbg.med.ec
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and 3) passive-avoidant leadership, that includes management by exception
(passive) and Laissez-Faire (35). The MLQ 5x also studies 3 factors of organiza-
tional results: effectiveness, satisfaction, and extra effort, which are measured
through 9 items (36). The leader’s effectiveness (4 items), employee satisfac-
tion with the leader (2 items) and the extra effort that employees are willing to
give (3 items) (35). Of the two formats of the MLQ 5x questionnaire (leader’s
self-assessment and leader’s evaluation by followers), the second format was
used. The questionnaire allows to respond on a Likert scale that evaluates the
perception of the leader in 5 options: never (0), rarely (1), sometimes (2), often
(3) and frequently, almost always (4). Its validity and reliability have been de-
monstrated, with acceptable ranges in previous research (37, 38).

Statistic analysis

The data was grouped into percentage distribution tables for better analysis
and understanding. The arithmetic mean and standard deviation were obtai-
ned using the SPSS program, as well as the correlation between the leadership
factors and the result variables. Finally, reliability was determined using Cron-
bach’s alpha.

Results

123 women (61.47%) and 77 men (38.53%) responded to the survey. 28.5% (n =
57) of the sample performed administrative functions and 71.5% (n = 143) per-
formed technical functions. According to the analysis of the position profile,
the result was that 39% (n = 78) worked as assistants, graduates, professionals
(graduates, psychologists, and doctors) represented 31% with 62 subjects, and
15.5% (n = 31) corresponded to the attendees. Those who held coordinator or
supervisor roles constituted 9.5% of the sample (n = 19) and area heads made
up 5% (n = 10).

Results show that 55.96% (n = 112) had more than 15 years of work experience
in the center, 11.93% (n = 24) between 11 and 15 years, 11.01% (n = 22) be-
tween 6 and 10 years, 10.09% (n = 20.) between 2 and 5 years and 11.01% (n =
22) had less than 1 year.

Regarding the academic level of the respondents, the following results were found:
High School: 26.36% (n = 58), Incomplete University: 9.09% (n = 18), Third level:
15.45% (n = 30), Fourth level: 28.18 % (n = 56) and not specified: 20.5% (n = 38).

According to age, most of the subjects were grouped in the age range between
50 and 59 years (n = 72; 36.0%), followed by the groups between 40 and 49
years (n = 57; 28.64%), between 30 and 39 years old (n = 43; 21.36%) and the
groups of under 30 and over 60 with 14 subjects each (6.82% for each group).
The results show that in the institution there is transformational leadership,
highlighted by the inspirational motivation factor, which suggests that leaders
can provide meaning to the work of followers and manage to formulate a con-
vincing vision of the future for them and the organization.

The highest rated factor was contingent reward, demonstrating that leaders
establish clear expectations and recognize employees who meet them, and
that laissez-faire is the lowest rated, which suggests the nonexistence of passi-
ve leadership in the organization.

On the other hand, the Individualized Consideration factor was the least rated
among the transformational leadership factors, even below the transactional
ones. This result suggests that leaders do not focus on understanding the needs
of each follower and that there is a low interest in enhancing their development.

I

JUNTA DE
BENEFICENCIA

43



Revista

Y4 °
GaCEta MEd'Ca J BG Junta de Beneficencia de Guayaquil, Vol 2, N2, Ano 2024

Table 1. Arithmetic mean and standard deviations of the MLQ 5x factors

Factor Style Items Media Standard
Deviation
Inspirational Motivation Transformational 36 15.49 4.20
Idealized Influence Behavior Transformational 36 14.52 3.83
Contingent Reward Transactional 36 14.24 411
Idealized Influence Attributed Transformational 36 14.15 3.93
Intellectual Stimulation Transformational 36 14.07 4.10
Active Management-by-Exception = Transactional 36 14.00 3.60
Individualized Consideration Transformational 36 13.53 3.80
Management-by-Exception- Passive Passive Avoidant 36 7.96 3.53
Passive Avoidant
Laissez Faire 36 7.70 3.54
Items 36

Displays the results of the Multifactor Leadership Questionnaire (MLQ) 5x, hi-
ghlighting that in Transformational leadership, Inspirational Motivation scored
the highest average (15.49), while in Passive Avoidance, Laissez Faire recorded
the lowest (7.70). This table is the property of the author and he has permis-
sion to reproduce it.

Transformational leadership was the most perceived by employees, showing
an arithmetic mean of 71.75 with a dispersion of 17.96. In contrast, transac-
tional leadership was second with an average score of 28.24 and a dispersion
of 6.89 and finally passive/avoidant leadership presented an average of 15.66
with a dispersion of 6.56. Looking at the average score, it is seen that thereis a
considerable difference between transformational and transactional leaders-
hip, which indicates a low possibility of leaders using both types of leadership.

Table 2. Arithmetic mean and standard deviations in leadership styles

Type of leadership N Min. Max. Media Stand.Dev.
Transformational 200 24.00 100.00 71.75 17.96
Transactional 200 8.00 40.00 28.24 6.89
Passive/Avoidant 200 8.00 36.00 15.66 6.56

Valid N (according to the list) 200

Table 2 displays the arithmetic means and standard deviations in leaders-
hip styles, showing that Transformational leadership had the highest average
(71.75), while the Passive/Avoidant style recorded the lowest average (15.66).
This table is the property of the author and he has permission to reproduce it.
Regarding the arithmetic mean and standard deviations with the organiza-
tional result variables related to the extra effort that employees are willing to
make, the leader's effectiveness and their satisfaction show that employees
perceive effectiveness in the leadership exercised by immediate managers,
which is reflected in a mean of 15.40, with a dispersion of 4.49. Furthermore,
it is evident that employees are willing to provide extra effort (mean of 11.45
with a standard deviation of 3.36). The satisfaction outcome variable was the
one with the lowest score (mean of 7.77 and dispersion of 2.26).

Table 3. Arithmetic mean and standard deviation of the organizational outcome

variables

Outcome Variables N Min. Max. Media Stand.Dew.
Efficacy 200 4.00 20.00 15.40 4.49

Extra Effort 200 3.00 15.00 1145 3.36
Satisfaction 200 2.00 10.00 7.77 2.26

Valid N (according to the list) 200

https: //gacetamedica.jbg.med.ec
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Presents the arithmetic means and standard deviations of organizational out-
come variables, revealing that the Efficacy variable had the highest average
(15.40), while satisfaction recorded the lowest average (7.77). This table is the
property of the author and he has permission to reproduce it.

Table 4 shows the correlation between the factors that constitute transforma-
tional, transactional, and passive/avoidant leadership with the organizational
outcome variables.

Table 4. Pearson correlation of the main factors and outcome variables

Factors Extra Effort Satisfaction Efficacy
Contingent Reward ,789%** ,815%** ,778%*

Intellectual Stimulation ,743%* ,754%* | 743%*

Management-by-Exception-Passive -,366** -,322%* -,322%*
Active Management-by-Exception ,503** ,579%* ,546**

Laissez Faire -,382** -,348** -,338**
Idealized Influence Behavior ,774%* ,794%* ,801%*

Inspirational Motivation ,868** ,874%* ,839%**

Idealized Influence Attributed ,761** ,798** ,746**

Individualized Consideration ,713%* ,720%* ,738%**

Extra Effort 1 ,879%* ,867**

Efficacy ,879%* 1 ,883**

Satisfaction ,867** ,883** 1

**Correlation is significant at 0,01 (bilateral). * Correlation is significant at 0,05 (bila-
teral). This table is the property of the author and he has permission to reproduce it.

The reliability analysis of the instrument used showed a Cronbach’s alpha co-
efficient of 0.94%, which demonstrates high validity of the results obtained.

Table 5. Reliability analysis

Description Values
Cronbach’s Alpha 0.94
[tem number 45
Number of respondents 200
Sum of variance of the items (Vi) 72.35
Total variance by factors 170.40

The table 5 shows the results of the reliability analysis, indicating a high Cron-
bach'’s Alpha of 0.94 for the 45 items surveyed among 200 respondents, with a
total item variance of 72.35 and a total variance by factors of 170.40.This table
is the property of the author and he has permission to reproduce it.

Discussion

The results show that in the institution there is transformational leadership,
highlighted by the inspirational motivation factor. This factor denotes that lea-
ders are capable of providing meaning to the work of followers and manage
to formulate a convincing vision of the future for them and the organization,
coinciding with Bass's assessments (39).

In relation to transactional leadership, the most rated factor is contingent
reward, demonstrating that the organization’s leaders establish clear expec-
tations and provide recognition to employees who meet them (40). and in the
case of laissez-faire leadership, it is the lowest scored, denoting that passive
leadership does not exist in the organization (41).
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In opposition, the Individualized Consideration factor is the least rated among
the transformational leadership factors, even below the transactional ones.
This data suggests that leaders do not focus on understanding the needs of
each follower, there is a low interest in enhancing its development (40) (for
more detail see table 4).

Transformational leadership was also developed by Bass (1988), based on
Burns' theory (1978) (40), related to charismatic leadership. Transformational
leaders support their followers to develop and transform into leaders, satis-
fying their needs by empowering them, in a way that focuses on meeting the
individual, leader, group and organization aims and goals, seeking to make
the follower go beyond the individual purpose, increasing interest in the mu-
tual well-being of the leader and the organization (42).

Regarding the transformational leader Ganga & Navarrete, (2014) (43), men-
tion that it is someone with reflexivity, proactivity, dynamics and persuasive
skills, among their characteristics, this kind of leaders raise awareness among
those who follow them to achieve the goals of the organization. Transfor-
mational leadership has emerged as one of the most researched constructs
in organizational psychology. According to this author, this leadership style
generates in the leader the ability to motivate collaborators, strengthening
the vision and a sense of organizational mission, inspiring pride, respect, and
trust among the followers. According to Gemeda and Lee (2020) (44), training
strategies and programs must be developed aimed at transforming leaders-
hip skills to serve as support, allowing a vision to be transmitted to collabora-
tors, so that leaders can influence their staff.

Charisma is one of the outstanding characteristics of transformational leader-
ship (45), the same one that is applied in the work team to foster trust and
empathy, in addition to generating a positive attitude where team members
are participatory, collaborative, and accessible to organizational objectives
(46). According to this point of view, changes are promoted, which represent
a long-term benefit for teams, organizations, and society (47).

Similarly, charisma, as indicated by Bass and Avolio (21), helps followers to
identify with their charismatic leaders aiming to imitate them, taking them
as a role model, as that the charismatic leader possess some attributes that
show they are worthy of the admiration, respect and trust of their followers
by demonstrating ethical and moral conduct (48).

Thus, transformational leadership directs the leader to encourage followers
to participate energetically and proactively in internal changes at the orga-
nization (49), fulfilling the aim of raising awareness among followers by pro-
moting the empowerment of institutional values, the mission and vision,
demonstrating enthusiasm, responsibility, productivity and commitment to
organizational expectations and strategies (50).

Laissez-faire leadership represents the absence of a leadership transaction in
which the leader avoids making decisions, abdicates responsibility, and does
not use his authority (50). It is considered active to the extent that the leader
chooses to avoid taking an action. This component is generally considered the
most passive and ineffective form of leadership (51). This type of leadership
gives responsibility for free action to the follower, which would be considered
inappropriate, since the follower could assume that the workload is greater
than they can handle without support from the leader, in these circumstan-
ces the follower would assume that the lack of leadership is attributed to its
leader as Laissez-faire (52).

https: //gacetamedica.jbg.med.ec
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The application of Laissez-faire causes followers to have less confidence in
their leader, which generates a decrease in motivation, and disorientation in
the execution of tasks, since the follower does not feel supported or directed
by their leader, demonstrating little interest of leaders by not intervening with
their resources, consequently causing distrust in followers (53). In relation to
Laissez-faire leadership, some firm and consistent results have been found
showing that it is the least effective and unsatisfactory leadership style (54).

Based on the investigation carried out in the literary review, it is possible to
verify that applying some leadership style is necessary to direct organizations
in search of meeting their objectives and strategic planning (55); likewise, the
existence of a leader who directs and guides collaborators to achieve com-
mon goals is a priority (56, 57).

The transformational and transactional leadership styles contribute positively
to the organization through different elements, in a way that no style is be-
tter than the other, but rather that both complement each other, providing
advantages and limitations, which can be adapted depending on the needs of
the organization (58).

A series of limitations were evident in the preparation and the obtained re-
sults of this study, such as the inability of applying the survey to all employees
due to lack of access to the network, the participation of a limited number
of assistants (they constitute 40% of the total of the collaborators) for not
having the facilities to apply the survey; also, at the time of the application of
the survey there were restrictions related to the health emergency due to the
Covid-19 pandemic. On the other hand, and although it is the largest men-
tal health institution in the country, its data is related to collaborators from
the province of Guayas, which does not represent all collaborators of mental
health institutions and limits the extrapolation of the results.

It is recommended to carry out similar studies incorporating other quantitati-
ve and/or qualitative methods to corroborate the results such as interviews,
observation sheets or investigating internal organizational surveys. This
would allow the information to be triangulated and have a more comprehen-
sive assessment to identify the existing leadership style in an organization. It
would also be important to evaluate aspects of the organizational culture that
may affect the results of the instruments used since it is likely that an orga-
nizational culture focused on results prefers transactional leadership and a
people-oriented culture may tend toward transformational leadership.

Conclusions

The application of the MLQ 5x to the collaborators of the Institute of Neu-
rosciences of Guayaquil, identified that their leaders exercise transforma-
tional leadership, characterized by having a clear vision of the institutional
objectives and effectively transmitted to the followers, being one of the most
recommended leadership styles for a health service institution, because it
creates emotional ties with its followers and inspires the highest values. The
predominant transformational leadership factors demonstrate that leaders
are capable of motivating their team members, providing meaning to their
work and making their followers identify with them and even try to imitate
their behaviors.

The lowest score for the Individualized Consideration factor suggests that there
is a gap that leaders would have to improve, and that may be related to the
ability to be interested in the individual needs of their followers and the highest
rated factor was Contingent Reward, which suggests a focus on seeking results.
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Passive/Avoidant leadership obtained a low score, probably related to the
fact that it is a leadership style that does not inspire, influence, or contribu-
te to organizational success. The outcome variables, show that leaders are
effective and get their followers to contribute to the organization's objectives,
although doing so requires extra effort. However, the variable related to the
follower's satisfaction with their leader obtained a low score, with a significant
correlation (0.01) with the transformational factor Individualized Considera-
tion, which reinforces that the evaluated leaders must care about the needs
of their collaborators.

Leaders face new challenges due to new forms of employment such as te-
leworking, freelance and coworking, which incorporates other important va-
riables where it has been shown that transformational leadership can have
positive influence.
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Annex 1. Demographic data

Dear participant: We request your collaboration by completing this informa-
tion that you provide to us. It will be COMPLETELY ANONYMOUS, so you do
not need to write your name. The instrument must be resolved individually.
Your collaboration is very important. Thank you!

General data

Please mark an X in the option that applies to you.

1. Sex: woman _man___

2. Age: under 30 ___ between 30 and 39 ___ between 40 and 49 ___ between
50 and 59 ___ 60 years and older ___

3. Marital status: single ___ married __ widowed __ common law marriage
___divorced __de facto union _

4. What is your highest level of education currently?

high school ___technological ___incomplete university ___third level __ four-
th level ___

5. How many years have you been working at the Institute of Neuros-
ciences or the Charity Board?

less than 1 year ___ between 1 and 5 years ___ between 6 and 10 years ___
between 11 and 15 years __ more than 15 years __

6. Department or area to which you belong: technical ___ administrative ___
7. Current position or position held where you work:

department or area manager ___boss, supervisor or coordinator __ does not
have a management position __

8. Do you have personnel under your supervision?

none ___ between 1 and 5 collaborators __ between 6 and 10 collaborators
___more than 10 collaborators ___

Annex 2. MLQ 5x short version questionnaire taken from the report.

Dear participant:

Thank you very much for your participation in this research process. The sur-
vey seeks to determine the leadership style used in the organization. Please
follow the instructions detailed below:

a) Write the date of the survey.
b) Then, starting with question 1, select how often each statement applies to
you, and mark your answers by circling the corresponding number.

- If any question is inapplicable, or if you are not sure or do not know the
answer, leave it blank.

-We remind you that there are no right or wrong answers. We guarantee that
the information collected will be treated confidentially.
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No Barely | Sometimes | Often |Frequently,
Items (0) (1) 2) (3) almost always

(4)

1.Helps me to make an effort

2.Evaluates beliefs and assumptions to see if they
are appropiate

3.Avoids intervening unless the problems becomes
serious

4.Pays attention to irregularities, errors, excep-
tions, and deviations from established rules

5.Avoids getting involved when significant pro-
blems arise

6.Speaks about my most important values and
beliefs

7.1t is absent when requested

8.Seeks different perspectives when solving a
problem

9.Speaks optimistically about the future.

10.Makes people under their charge feel proud to
work with them

11.Specifically identifies the person responsible for
achieving performance goal

12.Waits for things to go wrong before taking
action

13.Speaks enthusiastically about what needs to be
achieved

14.Emphasizes the importance of having a strong
sense of purpose

15.Dedicates time to teach and train

16.Exhibits a strong belief in "if it "s not broken,
don 't fix it"

17.Put aside personal interests for the group s
benefit

18.Treats others as individuals, rather than just as
members of the group

19.Allows problems to become chronic before
taking action
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No Barely |Sometimes | Often |Frequently,
Items 0) (1) (2) (3) almost always

“)

20.Acts in a way that earns respect form others

21.Fully focuses on adressing mistakes, complaints
and failures

22.Considers the consequences of moral and
ethical decisions

23. Keeps track of mistakes

24.Displays a sense of power and confidence

25.Clearly expresses my vision of the future

26.Directs my attention towards non-compliance
with the rules

27.Avoids making decisions

28.Considers each individual as people with parti-
cular needs, aspirations and set of skills

29.Encourages other to analyze problems from
different perspectives

30.Helps others to develop their strengths

31.Sugests new ways to accomplish the assigned work

32.Delays responses to urgent matters

33.Ephasizes the importance of having a collective
desire of achieving goals

34.Expresses satisfaction when expectations are met

35.Expresses confidence in achieving the goals

36.1s efficient in satisfying the work-related needs
of others

37.Uses satisfactory leadership methods

38.Motivates me to perform beyond expectations

39.1t is effective in representing me with the super-
visors

40.Works with me in a satisfactory manner

41.Boosts my desire to succeed

42.1t is effective in identifiying the needs of the
organization

43.Tends to increase my desire to work harder

44 Directs an effective group.
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