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Figure 2.2: Psychology, social psychology and sociology components.
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Figure 2.2 provides an illustrative perspective of psychology, sociology and social
psychology and demonstrates the linkages of social psychology in the study of

organisational behaviour, which in context, engages leadership.

To consider all aspects of social psychology is beyond the approach of this research but
by linking the parent discipline of social psychology to the research phenomena of

transformational leadership, it is pertinent to examine social psychological behaviour,
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where the behavioural virtues of both individuals and organisations are linked. An
important aspect of this linkage is demonstrated by behavioural integrity, which is
positioned as being integral and central to the parent discipline and important in the
behaviour, and actions of leaders as perceived by the followers (Simons, 1999). A
distinct connection between social psychology, behavioural integrity and
transformational leadership, acknowledging the connection that behavioural integrity is
pivotal “to the successful navigation of organisational change” (Simons, 1999, p. 90).
The relationship of behavioural integrity to social psychology and transformational

leadership are defined and discussed further in the following section.

2.2.1.1. Behavioural integrity

The construct of behavioural integrity is central to individual and organisational
behaviour and is a contributing facet of social psychology, linking to the research of
transformational leadership (Simons, 1999). An earlier observation from Kouzes &
Posner (1993) and Terry (1993, p.113) “have noted an increasing pattern of divergence
between words and deeds”, which means that the incongruence between the two is
detrimental to the integrity of leadership overall. This position is described by Maslow
(1970) as sub-consciously being implemented through unconscious incompetence, as
leaders struggle to engage and connect social psychology, and the ramifications for
organisational behaviour in response to managerial fads and to organisational change
efforts. As the concept of behavioural integrity would appear to be central to leadership,
there is a need to understand and appreciate the construct of behavioural integrity,

within the social psychological context and its effect on leadership.

Behavioural integrity is defined by Simons (1999, p. 90) as the “perceived degree of
congruence between the values expressed by words and those expressed through
action”. In addition, Simons (1999) also notes behavioural integrity is the perceived
level of match or mismatch, between the espoused and the enacted. Also, Simons
(1999) observes that delivering on promises and modelling values are critical elements
of behavioural integrity, from which Davis & Rothstein (2006) note that the employee’s
perception and alignment of the leader’s words and deeds are important in the

understanding of behavioural integrity.
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The kind of influence that a follower bequeaths to a charismatic leader requires a high
level of trust, requiring the follower to perceive the leader as honest or as possessing
integrity, this position is supported by Bass and Avolio (1990a) Kouzes & Posner
(1992) Carlson & Perrewe (1995) and Korsgaard, Schweiger & Sapienza (1995). In
further consideration Kouzes & Posner (1992, p. 483) note that, “we are more willing to
entrust a leader with our careers, our security, and sometimes even our lives, if that
person practices what he or she preaches”. These perceptions of the leader by the
follower are best built and maintained through a pattern of actions that are consistent
with espoused values, or more concisely, through the maintenance of behavioural
integrity (Simons, 1999). Therefore, the overall definition of behavioural integrity can
be summarised as a “subjectivity perceived phenomenon” enacting the “match or

mismatch between the espoused and the enacted” (Simmons, 1999, p. 90).

Behavioural integrity is a fundamentally subjective construct that can be applied to
referents at various levels of abstraction; from individual managers to organisations
(Simons, 1999). As a relatively complex perception it is strongly influenced by social
cognition processes, and some of these processes may exacerbate behavioural integrity
problems. Institutional pressures toward conformity to managerial fashions and
organisational change efforts, individually and in series, appears to promote divergences
between words and actions, and appears to have stimulated the emergence of the

behavioural integrity concept (Simmons, 1999; Storr, 2004).

Behavioural integrity has emerged as an important element in the current environment
of near-continuous organisational change as a significant component of the
psychological relationship with transformational leadership (Carlson & Perrewe, 1995).
Further examination of the literature on transformational leadership, and trust, being a
central transformational leadership competency, indicates that the challenge of
maintaining behavioural integrity is critical for the development of employee emotional
intelligence, mutual trust and commitment in the context of improving organisational
behaviour (Simons, 1999; Storr, 2004).

Another viewpoint observed by Kouzes & Posner (1993) and Simons (1999) is that

behavioural integrity is a social phenomenon, which now is gaining prominence as a
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component of the social psychological construct related to individual and organisational
behaviour. Also supporting behavioural integrity as a strong social psychological
component are Parry & Proctor-Thomson (2002) who through research, found there was
a moderate to strong relationship between ‘perceived integrity’ representing behaviour,

and transformational leadership behaviours.

Social cognition research discovered a pattern of behaviour that belies behavioural
integrity where, Swann & Read (1981 in Simons 1999, p. 100) commented that “people
have a preference for behaviours that are consistent with their self-image”. To the extent
that few people like to think of themselves as speaking one way and acting another, they
are unlikely to retrieve evidence highlighting this. A further observation made by
Carver (1979) and Carver & Scheier (1981 in Simons 1999, p.100) argues that “people
often choose not to attend to instances of their own less-than-ideal behaviour, especially
when they feel powerless to correct the deficiency”. The practical implication of this
dissociation mechanism is that managers, even with the best of intentions, might be
unreliable informants about their own levels of behavioural integrity as evidenced by
Korac-Kakabadse & Korac-Kakabadse (1997). Continuing on from this position Simons
(1999, p.101) noted that, “perceived gaps might signal a need for a manager to
reconsider their espousals, to alter their behaviour, or to better manager-employee
attribution” leading to antecedent factors at organisational and individual levels,

needing to be considered and addressed.

The behavioural integrity perspective adds to this imperative, a reminder of the
importance of accurate self-representation, in short, leaders and managers should
consider the virtues of ‘walking their talk’ (Kouzes & Posner, 1993; Simons, 1999) and
ensuring that their behavioural actions and signals are exhibited to individuals and the
organisation. The impact in the workplace of positive leadership behaviours are well
documented in the social psychological context, the impact of poor leadership
behaviours in this context are known to affect followers and outcomes (Bass, 1985a,
1985b; Sarros & Santora, 2001, 2002; Alimo-Metcalfe & Alban-Metcalfe, 2006).

Leaders also need to exhibit and demonstrate, in the workplace, a behavioural range that

facilitates empathy, consideration, motivation, influence, stimulation and inspiration to
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achieve the organisation's outcomes. Whilst these are leadership attributes and
competencies, they are also representative of the dimensions of the transformational
leadership aspect of the visionary paradigm (Sarros & Santora, 2001, 2002). Another
view is the direction set by Kouzes & Posner (1989) where they consider the virtues of
the ‘walk the talk’ action, as central to just social behaviour, behavioural integrity, and
is also aligned to transformational leadership. Further, Simons (1999) recognises that
the difference between the actions and words of a manager, leads to the issue of the
behavioural integrity construct being the label of the success or failure of these actions.
This label is usually represented by the term ‘credibility’, which is discussed in the

following section.

2.2.1.2. Credibility

Behavioural integrity provides a foundation that enables credibility to be formed from
followers and leaders within the organisation. The literature on credibility (Yukl, 1989;
Kouzes & Posner, 1993; Simons, 1999) suggests that leaders, by violating behavioural
integrity, reduce their credibility and ability to induce change. This is often made
difficult by environmental changes, and by the need to experiment with new managerial

approaches.

A leader and individual’s credibility are central to the establishment of behavioural
integrity, within organisational behaviour, and is a subset of behavioural change and
attitude change (Robbins et al. 2004). In addition, Kouzes & Posner (1993) propose that
managers earn and strengthen their credibility when they simply do what they say they
will do. Despite the difficulties of achieving credibility, Kouzes & Posner (1993) argue
that credibility is a necessary condition for the development of employee loyalty and
commitment. If transformational leadership can be assessed by the effect it has on
followers (Yukl, 1989) Kouzes & Posner’s (1993) argument suggests that the credibility
aspect of behavioural integrity is a pivotal component of the social psychological

construct.

A survey conducted in 1988 highlighted credibility as an issue in management practices
indicating that “80 percent of the Fortune 500 companies that adopted quality circles in
the early 1980s had dropped them by 1987 (Abrahamson, 1996, p. 147). From this, it is
clear that management practices grew in popularity, and that the cycle time of program
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acceptance and rejection was, and is, fluid. From a protective instinct, Abrahamson
(1996) points out that the desire to appear to be a sophisticated manager seeking to
prove worth by implementing and espousing the most current leadership techniques,
saw an explosion of consultants and management books as organisations responded to
new competitive threats by adopting new management technologies. Adjacent to this
phenomenon are Kouzes & Posner (1993, p. 22) who note that much of the “change
process that is implemented by companies focussed on superficial trappings”. It is an
irony that managerial credibility has been undermined by precisely the same actions that

managers have adopted in their efforts to muster credibility (Zucker, 1996).

A contributing factor affecting credibility is change-oriented jargon, which is a key
generator of behavioural integrity violation. This prompted Shapiro (1995, p. 49) to note
that, “changes in the jargon that is used to describe employees and managers does little
to alter the well-established power dynamics in an organisation, and that it has the
primary effect of obscuring the reality from the less savvy actors”. When the language
and behaviour do not match reality, behavioural integrity is eroded. This notion
supports Kouzes & Posner’s (1993) position of the ‘walk the talk’ ideal, creating an
issue, as to the perceived credibility of the leader, which may cause doubt and
instability when implementing organisational change, as followers become confused
and not sure whether to follow the leader. The aspects of organisational change through

leadership are discussed in the following section.

2.2.1.3. Organisational change

Social organisational issues and incongruities emerge from change efforts; however
these are more likely to emerge from processes of sustained change, as different
elements of the organisation change at different paces (White, 2000). Constant change
provides increased opportunities for leaders and followers to misunderstand the
agreement between them and to perceive issues and problems (White, 2000). Constant
change also causes different elements (Potter, 2001) within the organisation’s structure
to adopt new approaches at different paces, which in turn leads to different messages
coming from these parts of the organisation. This adds to the confusion and this is
where leadership is required to stand up and lead the change agenda, whilst engaging,

enabling and comforting the follower.
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Some inconsistency is inevitable during any fundamental change process. The danger is
that the perception of such inconsistency will undermine the employee’s assessment of
the social platform and environment of the organisation, therefore, affecting the
behavioural integrity and credibility of the leader, or team that champion the change
(Simons, 1999). Leaders should anticipate and acknowledge to their employees that
such inconsistencies will arise and enlist their employee’s assistance in ferreting out
policies, procedures and behaviour that contradict proposed changes (White, 2000). In
these situations, transformational leaders can transform evidence of hypocrisy into
opportunities to assist in change efforts, seizing the opportunity delivered by
organisational behaviour (Kelloway & Barling, 2000; Sarros & Santora, 2001; Alimo-
Metcalfe & Alban-Metcalfe, 2006). Where the inconsistencies are not readily
correctable, frank discussions are required in aligning the attribution for the

inconsistency to opportunities for the future.

It is noted, the less secure people feel in an organisation and the more anxiety they
experience, the stronger the desire for leadership that can provide the solutions of
psychological security. However situations can change, and “on the other hand, when
the need for security is satisfied, other needs grow stronger and the expectations

directed towards the leaders change accordingly” (Popper & Zakkai 1994, p. 4).

This argument can be understood more precisely through the following organisational
psychological contingencies, whereas “in organisations and situations where people feel
secure psychologically, they do not feel that the situation is ambiguous and threatening,
and where there are clear game rules for the participants, the dominant expectation will
be for transactional relations with the leader” (Popper & Zakkai 1994, p. 3). In these
circumstances, the motivation and instruction should be adequate to forecast and detail
the leader’s influence and the effectiveness of the ‘motivational transaction’. Hence, the
more a leader is able to ascertain and understand people’s expectations, of what is
important to them and what they perceive as worthwhile, the more effective his/her

leadership is likely to be.

Also where the individual does not feel secure, and there is a high level of concern, the

dominant expectations will be for relief of the anxiety through relating emotionally to
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the leader. Therefore, “mechanisms of projection, transference and attribution will work
more powerfully, and the expectation directed towards the leaders, will be mainly
emotional, the followers will expect their leaders to be strong, determined and
protective” (Popper & Zakkai 1994, p. 3).

In the discussion above individuals are socially interacting through cause and effect
factors, in most situations, unaware of social psychological forces at work; they are
continually striving, in the main, for individual and collective success whilst ensuring
norms and conformity are addressed in the process. In agreement is Tansley (2007, p.
351) who supports this social interaction by stating “the importance of collaboration and
the need to integrate knowledge and expertise”, this links the discipline of social
psychology in its many permutations to organisational behaviour, through relationships.
These observations demonstrate the enormity and diversity of the interactions of
individuals and the group, within organisational behaviour linked to social psychology
(Robbins et al. 2004; Robbins & Judge, 2007) through the formation of relationships

which are examined in the next section.

2.2.1.4. Relationships through social psychology

As discussed above Relationships are an intrinsic component of social psychology (Lee,
1999; Simons, 1999) and there is common acceptance that the definition of relationship
is where two entities are in a relationship, if they influence each other. Also a
relationship exists if there is an element of interdependence between entities (Lee, 1999)
this position is supported by a number of authors (Bass, 1985a, 1985b; Coad & Berry,
1998; Cardona, 2000; Sarros & Santora, 2001). An observation from Bersheid (1994) is
that there is a pattern of caused interconnections between the activities of two people

that constitutes the relationship, extends this view.

Many resources are available in and outside most organisations to assist with the social
psychological development in behavioural, attitude, communication and decision
making, yet many organisations do not effectively use or evaluate these resources
(Jones & Kiriflik, 2006). It is essential that organisations are aware of the social
psychological currencies, interactions and dependencies in the workplace if they are to
develop psychological characteristics crucial to good management and leadership,
culminating in a psychologically healthy atmosphere within an organisation (Lee, 1999;
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Cardona, 2000; Kelloway & Barling, 2000). It is in this capacity, that leaders, by their
behaviours are the catalyst in ensuring organisational health and performance is
enhanced through the delivery of visionary leadership and fulfilling the follower’s
ideals through relationships (Sarros & Santora, 2002; Avery, 2004; Robbins et al.
2004).

Relationships are characterised by recognition of intrinsic interpersonal benefits
accruing from the relationship itself ensuring the focus of attention is the relationship
rather than just the other person, and the relationship has meaning because it is seen to
exist in its own right (Simons, 1999; Leban, 2004). Therefore, it can be deduced that
parties who choose to give time, commitment and emotional attachment to a
relationship, may yield relational benefits for the benefit of themselves and the
organisation (Avery, 2004; Alimo-Metcalfe & Alban-Metcalfe, 2006). Clearly it is
evident that relationships are the product of interactions and are an important
component of social psychology enhancing organisational outcomes (Robbins et al.
2004).

From the theory of social exchange a broad relationship view emerged, that has
generally been accepted within social psychology literature (Clark, 1984). This view
suggests that there is a typology that consists of two generic types: communal
relationships, which are characterised by member’s obligations and their desire to be
especially responsive to each other’s needs; and exchange relationships where benefits
are given with the expectation of reciprocity based on self-interest. Within this context
Berry & Cartwright (2000) evolve the notion of principals and agents, demonstrating
that people need to be attentive to the connection of the societal, the organisational

tasks, and behaviours of leaders and individuals.

It 1s, and “has been argued that leaders and followers are social constructions in social
worlds” (Berry & Cartwright, 2000, p. 348). If this is the position, then their formation
cannot be an isolated phenomenon without the existence of social psychology as a
blended component, supported by Robbins et al. (2004). In viewing social constructs
Cardona (2000) aligns his thoughts by arguing that there are two components, one being

an economic exchange and a social exchange. From this Cardona (2000) discusses
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whether a social partnership is the result of the attractiveness of the task, or motivation
of the individual, noting that the relationship and influence will be different and

dependent on the nature of the social exchange.

However, Atkinson (2004) argues that communal-exchange, or indeed the expressive-
instrumental typologies are problematic; because these relationships are not socially
constructed in a polarised way. For example, communal or expressive relationships do
not imply responsiveness, whilst exchange or instrumental relationships may also not be

the sum of calculative self-interest.

From a different position, Lee (1999, p. 589) argues that “psychology can help
individuals to understand themselves and their co-workers enabling the awareness of the
responsibility to provide a psychologically healthy atmosphere in the workplace”. In
context, psychological models can help in the understanding of human behaviour
leading paradoxically to an ability to comprehend and deal with the complexity of
human behaviour. Further Lee (1999) also acknowledges that the current research
highlights and confirms the importance of having psychologically healthy and mature

individuals in positions of authority.

Supporting Lee’s (1999) position are Robbins et al. (2004) who observes that leaders
are social constructs and cannot sensibly be an isolated object of study in a positivist
approach to social science research. Also Berry & Cartwright (2000, p. 347) note the
formation of leaders as a social construction, but they delve deeper, purporting the
leader as a kind of “organisational therapist in touch with the emotional life,
organisation, and bringing the goodness of psyche into the arena”. In consideration,
Berry & Cartwright (2000) also note the range of emotions that leaders and followers
encompass, these being nice, love, gratitude, fear anxiety, envy, lust, greed, anger, and
avarice that are in existence through the leader/follower relationship. From Berry &
Cartwright’s (2000) and Robbins et al.’s (2004) observations, the alignment of
relationships to the construct of social psychology as an integral enabler in the
composition of leadership is supported. From this small selection of authors, the

conclusion is that the variables of emotion, trust, values, and relationships are pivotal
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factors/competencies affecting leadership in general and are linked through the

discipline of social psychology, duly exhibited by leader and follower behaviour.

2.2.1.5. Parent discipline summary

The depth of psychology literature and the specific relationship and alignment of social
psychology, to organisational behaviour, is too variant, to be covered in any specific
literature review. The general outcome of the research to date has determined there are a
significant number of cross relationships, dependencies, convergences and dynamics
that influence social psychology in its position within an organisational and individual
behavioural environment. The overwhelming evidence supporting the position of social
psychology as a catalyst and major component in organisational behaviour, facilitates
the structural positioning of social psychology, as the parent discipline related to
leadership, and more pertinent, the transformational leadership aspect of the visionary

paradigm for this research.

2.3. Historical developments in leadership research

Leadership has long been a subject of intense scrutiny by researchers and philosophers
alike, and to many, the study of history is simply the study of leaders. Ancient Greek,
Roman and Chinese cultures devoted considerable thought to the principles and actions
emanating from leadership, in an effort to find cause and effects that could be applied to
current leaders from past actions. Philosophers developed streams of leader
characteristics to convey their understanding of leader behaviours in an organisational

context.

Leadership studies at the turn of the twentieth century focused on the perception of traits
that led to leadership and organisational success as briefly discussed and described in
Chapter one, and are listed here to guide a more in depth discussion and critique of
transformational leadership. According to Bryman (1972) the pervasive trends in
leadership theory and research have been within four stages. These are identified as:
Trait Approach (prior to the late 1940s) Style Approach (late 1940s to late 1960s)
Contingency Approach (late 1960s to early 1980s) and New Leadership Approaches
(since 1980s). These approaches all have a basic assumption or theme, with the Trait

Approach based on the idea that leadership is innate. The Style approach addresses the
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belief that leader behaviour is tied to leadership effectiveness. The contingency
approach has been studied from a variety of perspectives commencing with traits by
Stogdill (1948) and behavioural by Fleishman (1953). Then through the contingency
theory by Fiedler (1967) and also by Hersey & Blanchard (1977) who supported the
situational theory. The New Leadership approaches, such as, charismatic and
transformational leadership are supported by Burns (1978) Bass (1985a & 1985b) Bass
& Avolio (1990a) House (1997) Yukl (1998) and Alimo-Metcalfe & Alban-Metcalfe
(2006). The observation from this, is that researchers continue to develop fresh theories

and hypotheses in pursuit of determining what constitutes effective leadership.

Leadership theories developed to date have focused on the perceived tension between
factors such as autocratic, as opposed to democratic, or task as opposed to relationship,
or directive as opposed to participative approaches to decision making (Bass, 1997).
This positioning of leadership theories has provided a framework around which to
consider some of the individual elements of leadership. A recent leadership paradigm
shift endorsed by many (Bass, 1985a; Berry & Cartwright, 2000; Cardona, 2000; Sarros
& Santora, 2001; Bass, Avolio, Jung & Berson, 2003; Avery, 2004) highlights the shift
from the transactional leadership model to the transformational leadership model.
Extensive literature emphasising, idealised influence, inspiration, intellectual
stimulation and motivation as primary constituents, of the transformational model,

which enhances organisational outcomes, have promoted this shift.

From Burn’s (1978) original work on transformational leadership, a considerable
amount of literature has emerged supporting the benefits of deploying transformational
leadership, in both the individual and organisational context. Bass’s (1985)
contributions have led the modern era of leadership theory in the transformational
context, with his visionary model comprising of four distinct factors: charisma,
inspiration, individual consideration and intellectual stimulation. This is further
supported by Sarros & Santora (2001) who adopted the same conceptual model, except
for charisma, for which they used idealised influence and added the word motivational

to Bass’s (1985a) inspiration, as the difference between the two models.
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is highlighted by natural laws aligned to cause and effect (Davis, 2005). An example is
where the belief of training and development is an act that is part of a leader’s
requirement to be able to lead; therefore, leadership training is considered a fact that a
leader has to endure to be able to be a leader. The outcome is that leadership training
and development is fixed in a natural view of reality correlated to leaders and cannot be
changed; it is established reality, which supports the positivist position (Neuman, 2006)

and is reflected through the nature of social reality in Table 3.1.

The positivist’s purpose is to discover laws, while the interpretivist paradigm accepts
that reality is socially created, and the critical paradigm concludes that social reality and
its study contain dimensions, which are unequal in advancing human freedom (Neuman,
2006). Many business studies take a positivist approach that provides a deterministic
stance, supporting ontological and epistemological positions, as reality is viewed as
accepted, and the discovery of natural laws in order to predict and control events, is the
way of advancement (Neuman, 2006). The positivist approach is adopted in this
research as it has the structure to explore and substantiate the relationships, interactions
and dependencies of the core constituents, in addition to social psychology,
transformational leadership and the research environment of the APS, where reality is

established and social interactions have cause and effect.

With the ontological position identified, it is important to define the epistemological
position of this research. Epistemology refers to the alignment and relationship of the
research to the researcher, and where the relationship of this research is understood in
relation to the subject. Therefore, the epistemological assumption in relation to the three
social science research approaches of positivist, interpretivist and critical, needs to be
understood (Davis, 2005). The above three approaches are now considered in the

epistemological context as follows:

e  from the positivist approach, the researcher is considered detached, neutral and
objective without having influence on the research or results (Neuman, 2006). As
the ontological perspective is positivist, so is the epistemological perspective, as

they are symbolic to the researcher’s view of reality.
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In this research, the positivist approach, which Neuman (2006) identifies as an enabling
clear and bias free mechanism, will be used for the epistemological position, as the
researcher is detached from the research process and has no direct influence on the
research data. This positioning allows the objective truth to be determined by the large
sample size of separate individuals, thus enabling the measurement of leader’s

behaviours through evidence collected.

3.3. Overview of research design

There are two forms of research, one scientific and the other social, from which
Ticehurst & Veal (2000) observe the difference being that, scientific research is bound
by the rules of science and based on logic after investigation of the evidence from a
systematic process. In context, Davis (2005, p. 8) supports this by acknowledging that
“scientific research is systematic, controlled, empirical and a critical investigation of

hypothetical propositions”.

Social science research is, however, different to scientific research (Neuman, 2006) as it
deals with people as social beings, seen as less predictable and with an extensive array
of competencies, interactions and dependencies that are subject to change and continue
to evolve with society’s advancement. Therefore, because the research disciplines of
social psychology and transformational leadership, in addition to the APS environment,
are not controlled constituents, scientific research does not fit the research design. This
research problem has chosen to utilise the social science platform as the appropriate
form of research exploring human behaviour, this position is supported by Neuman
(2006) as it engages the social interactions of humans who are not bound entirely by

scientific parameters or measurement.

3.3.1. Deductive reasoning approach

There are two basic approaches used by researchers when undertaking research, based
on either inductive reasoning or deductive reasoning. Both of these approaches are
aimed at achieving a similar goal, which is to describe and comprehend reality with the
assistance of analytical theories. The two approaches differ in starting point as shown in

Figure 3.1.
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Figure 3.1: Reasoning approach, inductive and deductive.
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Source: From Cooper & Emery (1995, p. 102).

Research based on deductive reasoning, implies that the researcher generates a
hypothesis from a particular theoretical framework and then tests the hypothesis by
observation (Zikmund, 2000). The objective is to either reject or confirm the hypothesis
or establish sub-hypotheses for further consideration. In contrast, the inductive
reasoning approach draws conclusions from particular facts and the evidence that is
presented. When facilitating an inductive reasoning approach (Zikmund, 2000) the
researcher establishes a general proposition, based on observation of facts resulting in

empirical evidence to support the hypotheses.

The research approach for this study is based on deductive reasoning and utilises a
quantitative questionnaire to collect the observations of a large number of participants to
test the hypotheses. This format allows for existing knowledge to be expanded and new
knowledge to be generated from the evidence that is collected, also enabling

generalisation.

3.3.2. Exploratory descriptive research design
The research design is exploratory/descriptive and is designed to investigate a
phenomenon, which may be under utilised in the APS context. The exploratory aspect

in the context of this research is to investigate a phenomenon that is not widely
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understood. In addition to possessing a primary objective to “increase the nature of their
understanding of the problem” (Davis, 2005, p. 146) this research is also exploratory, in
that it is intent on discovering variables and their relationships in a particular situation,

which may lead to additional study at a later date.

From the descriptive view, this research presents a view of humans and the associated
social activity by detailing situations and highlighting the relationships. Therefore, the
research design incorporating both the exploratory and the descriptive dimensions of
research provides a clear structure to test the hypotheses. Noting that the design must be
chosen to suit the problem, with Davis (2005, p. 159) conceding “there is no single
correct design for a research problem”; the exploratory/descriptive combination best
suits the requirements for this research as discussed above. The research structure in
Figure 3.2 below is the design for this research providing the overall direction inclusive
of the descriptive segments of Chapter three, highlighted in black, being the choice

made within the research design.
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Figure 3.2: Research design and details of the research methodology of this
research.

Chapter 1 and 2
Introduction, research problem and literature review inclusive of the identified groups to be explored

Chapter 3
Research design and methodology

Research design Types of Extent of Quantitative Data
Investigation Researcher data collection Measurement
interference

Data analysis

Unit of analysis Administration Time Horizon Sampling design
(population to be
studied)

Chapter 4
Data analysis and findings

Chapter 5
Conclusions

Source: Adapted from Cavana, Delahaye and Sekaran (2001, p. 107).

Figure 3.2 provides the design for the research, which is divided into five chapters with
a number of prominent activities that are to be implemented. The design also highlights
the steps, flow and connection of the activities that make up the structure of this

research design and are discussed in this Chapter.
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3.4. Qualitative versus quantitative

The two research methodologies that are used in research are qualitative and
quantitative, both of these methodologies differ in a number of ways, however, as stated
by Neuman (2006, p. 151) the main difference is determined “by the nature of the data”
collected. The quantitative method uses hard data in the form of numbers whereas the
qualitative methodology largely gathers data in the form of impressions, words and
information. Both methodologies have their own strengths and weaknesses and the
objective of this section is to identify the most appropriate methodology for this
research. The differences between the qualitative and quantitative methods are
illustrated in Table 3.2 as follows:

Table 3.2: Qualitative versus quantitative research approaches.

Qualitative Approach Quantitative Approach
Construct social reality, cultural meaning Measure objective facts
Focus on interactive processes, events Focus on variables
Authenticity is the key Reliability is the key
Values are present and explicit Value free
Theory and data are fused Theory and data are separate
Situational constrained Independent of context
Few cases subjects Many cases, subjects
Thematic analysis Statistical analysis
Researcher is involved Researcher is detached

Source: Neuman (2006, p. 13).

Table 3.2 above compares the alignment of the qualitative method against the

guantitative methodology.

The qualitative methodology allows the researcher to submit only the data and findings
they feel justified in doing so. Within the qualitative methodology, subjectivity may
arise with the possibility of “adopting a perspective” as stated by Neuman (2006, p.15)
to portray the virtues of the researcher’s thoughts and detail. Therefore, interlocking

readers into a spectrum of possibility based on the researcher’s actual first hand
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experience and knowledge of the events. The significant variable in the qualitative
process is to ensure that the research is in context and is a real understanding of the
social environment being observed and measured. The surety of the qualitative
methodology is subjective and the interpretation is without statistical support, and is
primarily based on discussion and formulated in words (Davis, 2005) whereas the
quantitative outcome is demonstrated by numbers that are numerically descriptive. The
qualitative methodology is less definitive, as it focuses on interactive processes where
theory and data are fused and fewer cases are investigated. Therefore, the qualitative
methodology does not suit the nature of this research, considering the population to be
studied, and the amount of data to be collected; therefore, this research is practically

aligned to the quantitative methodology.

The quantitative methodology measures facts using reliability as a major consideration
by separating the data from the theory, and provides a statistical analysis that can be
questioned from a factual basis, with the relationship between the research and the
researcher being detached. The quantitative methodology also aligns with the
ontological and epistemological positivist positions, with separate data, no influence on

the results and a collaborative view of reality.

The possibility of bias, dishonesty and unethical considerations may exist in either
qualitative or quantitative research (Davis, 2005). However, the initial disposition of
research is to be fair, considerate, ethical and practical in all considerations, culminating
in a position that the research is not contaminated by the viewpoint of the researcher.
This position is supported by Moser & Kalton (1971) Davis (2005) and Neuman (2006)
however the position is more susceptible within the qualitative methodology to
contamination, as the researcher controls the data. Whereas the quantitative
methodology (Moser & Kalton, 1971; Davis, 2005) is driven by statistical data that is
interpreted as it falls. However, with the qualitative methodology, the data, generally
facilitated by case study or interview techniques, is subjective to the interpretation of the
researcher who is espoused with trust (Neuman, 2006) as the balancing component in

search of objectivity.
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From the outset, the requirement of a quantitative study is for the researcher to select a
topic, whereas in the qualitative process the commencement point is often vague with a
topic that may emerge incrementally throughout the study (Davis, 2005; Neuman,
2006). The quantitative methodology commences with a topic that is a focused
question, leading to a single or multiple hypotheses guiding the study from the initial
outset. Therefore, the researcher has to determine which methodology best addresses the

research problem.

The advantage of using the quantitative methodology in this research capacity is that by

using an established questionnaire instrument, the construct validity and reliability have

been established (Moser & Kalton, 1983; Davis, 2005; Alimo-Metcalfe & Alban-

Metcalfe, 2006; Neuman, 2006). The selection of the questionnaire format complements

the quantitative approach, whilst also providing the following advantages over the

qualitative method of interview such as:

e the questionnaire is time efficient for participants to respond to;

e  answers can easily be coded and sorted for analysis;

e  the process is private and participants cannot easily be identified;

e  data collection is streamlined; and

o in most cases questionnaire formats already exist which can be modified to suit
the context of the study (Neuman, 2006).

This research has a topic selected through two definitive questions that are not vague,
and by nature fit the quantitative methodology. The quantitative methodology enables
the study of populations by using statistical methods to analyse data concluding in
impersonal, objective reports of research findings. The quantitative methodology also
best fits the requirements of this study by supporting the ontological and
epistemological positions through the positivist approach (Neuman, 2006). This is
where reality is evident and the researcher is detached in conjunction with deductive
reasoning, which commences, from a theory to a result, facilitated by hard data derived
through analytical processes. In addition, the quantitative methodology is chosen for
this research from a theoretical perspective, as it assumes an objective of social reality
in viewing casual relationships among social phenomena from a mechanistic

perspective (Davis, 2005).
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3.5. Detail of procedures undertaken

The survey questionnaire to be used in this research is a known instrument and,
therefore, conveys a number of advantages. Given the information covered in the
literature review the survey instrument facilitates the needs of this research and provides
a solid platform from which to commence the study. The TLQ-PSRV questionnaire was
chosen as it had been used by Alimo-Metcalfe & Alban-Metcalfe (2006) to investigate

transformational leadership in the United Kingdom public sector.

The procedures for this research commenced with a negotiation through the Real World
Group (RWG) for the use of the Transformational Leadership Questionnaire Public
Sector Research Version (TLQ-PSRV) as the primary data collection instrument. This
action, and the acceptance of some conditions (see appendix B) enabled an established
questionnaire, with reported reliability and validity, to be used in this research. The
TLQ-PSRYV has been used in similar contexts allowing for results to be compared with

known data.

The Secretary of the Department of Veterans’ Affairs (DVA) and the Chief Executive
Officer of the Australian Communications & Media Authority (ACMA) were
approached, allowing their organisations to participate in the survey (see appendix C).
Their participation for data exchange was agreed to as the principle for allowing
employees to participate. An informed consent letter specifically formatted for each
agency was provided for signature and duly considered and accepted, but not executed
by the Secretary of the DVA and the Chief Executive Officer of the ACMA (see
appendix D).

Participants were contacted over a six-week period, commencing from the 15" of
February to the 30™ of March 2008. The data was collected using the TLQ-PSRV and a
categorical questionnaire, combined as the survey questionnaire (see Appendix F and G)
with an informed consent letter and two-page instruction letter accompanying the
survey questionnaire. In an effort to encourage participation from APS employees, the
Secretary of the DVA and the CEO of the ACMA respectively endorsed the

questionnaire.
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The ACMA/DVA employees could access the questionnaire via a URL domiciled at
http://www.scu.edu.au/websurvey/public/survey.php?name=Derek_Ambrose_copy with

the questionnaire taking 15 minutes on average to complete. The questionnaire
instrument was self administered and required no intervention during the data collection
process. Completed questionnaires were returned, collected and stored on an electronic
file storage facility.

3.5.1. Survey instrument

This research is designed to be a study of a sector, that is, of APS transformational
leadership. The perceptions of APS officers of their immediate leaders were sought via
a questionnaire. There are a number of advantages for selecting a questionnaire format,
some of these are, the data collection methodology may be better aligned to the subject
matter, administration can be lesser, and a larger volume of data can be attained.
Considering these aspects the selection of a questionnaire in the format of the
Transformational Leadership Questionnaire - Public Sector Research Version
(TLQ-PSRV) was the most practical selection for this research from RWG. Further

advantages of using a questionnaire have been previously discussed in this Chapter.

The engagement of the TLQ-PSRYV instrument enabled the researcher to elicit responses
from a wide geographical area and allowed respondents to reply at their convenience
and remain anonymous (Neuman, 2006). The survey instrument, as indicated by
Neuman (2006) avoids researcher bias, is effective, and can lead to higher response
rates where there is a strong interest in the subject, the TLQ-PSRV facilitated these

requirements.

3.5.2.  Survey question structure

The TLQ-PSRV questionnaire is the principal data collection instrument for this
research and is preceded by a smaller range of categorical items, numbering 11
questions in the primary construct of ordinal; that is, each number represents
membership of a category. The ordinal scale deals with categorical responses
numerically coded, enabling analysis of the information into categories affording clear
measurement. The categorical section of the questionnaire is structured to capture vital
information allowing for segmented analysis of specific demographic sub areas and

departments. In this research, the demographic categories are: age, employment level,
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gender, education achievements, length of employment and employer which segmented
the data into groups for comparative analysis through agency and sub cultural
phenomena (Davis, 2005; Neuman, 2006).

The secondary construct is Likert type responses treated as interval data, the Likert scale
is used to measure attitudes, treated as interval data, enabling comparisons to be made
between the answers (Manning & Munro, 2006). The TLQ-PSRV represents the
secondary construct and has 42 items, collecting information across six transformational
leadership scales, comprising of 32 items, and five outcome variables, which are made
up of 10 items. Each transformational leadership scale has between 4-6 items using an
eight-point Likert scale response. The TLQ-PSRV measures the six transformational
leadership scales and ten composite variable items through closed questions using the
Likert scale numbered 1 = Strongly disagree to, 6 = Strongly Agree, plus D= Don’t
know and N = Not relevant. From this, comparisons such as the difference between
‘strongly disagree and agree’ being three scale points apart, can be determined and

assessed by Likert scale as illustrated in Figure 3.3.

Figure 3.3: TLQ-PSRV Likert scale.

1 2 3 4 5 6 0 0
Strongly Disagree  Slightly Slightly Agree Strongly  Don't Not
Disagree disagree Agree Agree Know relevant

Source: Likert scale (Manning & Munro, 2006).

An example of an item used in this research is item number 18 which asks the
respondent to provide an answer to ‘Leads in a manner which I find very satisfying’ by

selecting a category on the Likert scale as illustrated in Figure 3.3 above.

The following segments describe the structure of the TLQ-PSRV questionnaire that is

being used in this research:

95



Transformational leadership scale number one is designed to measure that leaders-
‘show genuine concern’, by reflecting a variety of individual focused behaviours,
attitudes and values, Items, 12, 20, 29, 37, 44 and 50 relate to this scale.
Transformational leadership scale number two is designed to measure-
‘networking and achieving’, which is essentially measuring communication and
vision, in engaging internal and external stakeholders. Item numbers 13, 22, 30,
38, 45 and 52 relate to this scale.

Transformational leadership scale number three measures- ‘enabling others to lead
themselves, through empowerment, delegation and developing the individual’s
potential’, for example the provision of opportunities for followers. Items 14, 23,
31, 39, 47 and 53 relate to this scale.

Transformational leadership scale number four highlights the leader’s capacity of-
‘being honest and consistent’, relating to integrity and transparency in behaviour.
Items 16, 24, 32 and 40 relate to this scale.

Transformational leadership scale number five measures that the followers
perceive that the leaders are ‘being accessible, approachable and in touch’, placing
emphasis on face to face contact. Items 17, 26, 34, 42 and 48 relate to this scale.
Transformational leadership scale number six measures the leader’s capability of
‘being decisive’; measuring decision-making and risk taking. Items 19, 27, 35, 43
and 49 relate to this scale.

The composite variables of achievement, motivation, satisfaction with leadership,
stress and commitment, being outcomes of the leader’s behaviour are measured as
follows:

- Achievement measured by items 28 and 51;

- Motivation measured by items 15 and 25;

- Satisfaction with leadership measured by items 18, 36 and 46;

- Stress measured by item 33; and

- Commitment measured by items 21 and 43 of the TLQ-PSRYV, (2006).
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3.6. Pilot questionnaire

To ensure that the items in the questionnaire are unambiguous and that the format is

easy to understand, prior testing is ideal (Neuman, 2006). The pre-testing process as

defined by Zikmund (2000) in questionnaire administration is to allow any design fault

or bias in the questions to be addressed, Davis (2005, p. 219) supports this position

noting that “pre-testing should be considered essential”. To ensure the structure and

content of the questionnaire is aligned, purposeful and constructive, the pre-testing

process enables the following:

o rectification of any inadequacies reducing bias before the questionnaire is
distributed;

o identification of problems in wording, format and instrument design;

e an opportunity for respondents to understand the questions;

e  consideration of the validity and reliability of the questionnaire;

e  familiarisation of the administration process surrounding the questionnaire;

e the efficiency of instructions can be tested and evaluated;

e the opportunity to implement new and streamline existing processes for the actual
survey;

e aview of the probable cost in resources, time and monetary outlay; and

e an indication of the non-response rate to be expected (Davis, 2005; Neuman,
2006).

The questionnaire to be used in this study has been used in the United Kingdom, in the
public sector context; however, it does not eliminate pre-testing as the Australian
context may have differences. These differences may in the form of subtle cultural
differences along with the political, economic and social considerations of both
countries that may have an effect on the meaning of the questionnaire items. As a result

a pilot group was selected and a test sample conducted to facilitate pre-testing.

The questionnaire was made available via a web based URL and data was entered to test
the process. Several combinations of data were entered in all the categorical questions,
testing every available data collection space for input, acceptance and data registration.
The same process was conducted for the TLQ-PSRV component of the questionnaire to

97



ensure that every established data collection point, worked and the recipient data was
collected.

The collected data was then up-loaded into SPSSV14, a database, to enable a statistical
analysis to be conducted. Several statistical analyses using the statistical methodologies
identified in this Chapter, in Sections 3.11 to 3.11.6 inclusive, were conducted to certify
that the data collection and analytical processes for this research were suitable,
consistent and would be effective for the actual survey process. The completion of these
administrative processes ensured that the facilities were effective and would deliver the

required functionality for this research.

3.6.1. Pre test sample

A pre-test was conducted on a small selected sample of fifteen participants from the
APS, through direct contact by the researcher. The selected pre test participants are
similar in APS status to those who would ultimately be sampled. The pilot questionnaire
was tested using a pre-testing sample of fifteen, with the pre-test being undertaken in
early November 2007 observing the participants and following up each individual for
feedback on the questionnaire procedure and administration as recommended by Moser
& Kalton (1983). Nine pilot participants communicated there were no problems with the
questionnaire in its current format. Six offered advice on minor changes, mainly
question terminology, in the categorical section of the questionnaire relating to specific

APS characteristics.

As a result of the feedback, an independent researcher was engaged to review the
questions as a measure to ensure that the questions were structured and easy to
understand. The reviewed questionnaire was then again tested with a further ten
participants, no negative feedback was received; therefore, further adjustment to the
questionnaire was not required. The 25 pre-test respondents participated in the actual

survey conducted between February and March 2008.

3.7. Sample methodologies
This research used non probability sampling due to the possibility that not every
element known would be selected and measured, whereas in probability sampling Davis

(2005, p. 236) states “each element in the population has a known chance of being
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selected for inclusion in the study sample”. In consideration of the two sample
methodologies Davis (2005) suggests that either is acceptable and that the non-
probability design of snowballing is an accepted sampling design to use in practice. The
snowballing design is where respondents are connected through a direct or indirect
linkage, for example John participates and invites Mary to participate and then George,
who is not known to John, participates from Mary’s invitation, Mary is a direct linkage
and George is an indirect linkage. Snowball sampling is often referred to network or

chain referral as it relies on a network of associations (Neuman, 2006).

The sample methodology of non-probability and the design of snowballing are simple
mechanisms that are often used by quantitative researchers (Neuman, 2006) providing a
survey sample, which is descriptive of total populations and therefore, allows for
generalisations. This research by its quantitative position accommodates the non-
probability sampling and snowball design as realistic methodologies in the pursuit of

data collection.

3.7.1. Sample size

An important factor in quantitative research is the size of the sample; that is, to ensure
that the sample size has relevance and is representative of the population. From previous
research and studies, the minimum likelihood for estimation has found to provide valid
results with a sample size totalling 100 respondents. However, 100 respondents
measured against the total population of approximately 148,000 in the APS is
considered too small to be an adequate reflection and have relevance for findings
(Neuman, 2006).

To facilitate a good analysis it is important that the sample size be significant, similar to
what Tabachnick & Fidell (1996) describe, that is samples of 300 are considered to be
good and 500 to be very good, with 1,000 to be excellent. In consideration of sample
size, Tabachnick & Fidell (1996) note samples of 100 to be poor, with sample sizes
becoming too large at 2,000 from a practical resourcing aspect. A minimum sample size
was set at 500 respondents, representing a response rate of 17%, which is considered a
representative sample by Moser & Kalton (1983) Hair, Anderson, Tatham & Black
(1998) Davis (2005) and Neuman (2006). This research achieved a sample size of 792,
which is considered to be very good by Tabachnick & Fidell (1996).
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3.7.2.  Statistical software

Data from the questionnaire instrument was analysed using SPSS V14, a proven
research software package accepted and tested in quantitative research. The SPSS V14
software was preferred over alternative programs, such as COSAM, SQL, due to its
flexibility, ease of use and width of functions such as validity and reliability checking of
composite variables, assumption testing, inferential statistics, longitudinal studies and
graphic inclusions. Another supportive aspect is the University’s expertise, endorsement

and support in using SPSS V14,

3.7.3. Coding data

There are two types of questions that require coding these are pre-coded questions
where the numeric value is predetermined and assigned as pre-coded in the
questionnaire, or where the questions are open ended and the categorisation of answers
is not pre-planned. The advantages of pre-coded questions is that they are efficient,
answers recorded in one operation which simplifies the procedure, the computer can
assign the number and in most situations only one result is available. In this research,
the questions are all closed-ended and are pre-coded assigned to a numerical score

(Neuman, 2006) as the Likert scale usage makes coding simple.

A different perspective is promoted by Moser & Kalton (1983, p. 344) who state there is
“a risk with pre-coded questions in that answers may be forced into a category to which
they do not properly belong”. The pre-coding forces the respondent to make a decision
one way or the other, invoking a decision making process. The TLQ-PSRV being used
for this research, has a range of eight responses, and, therefore, provides the respondents
with a range of choice for decision making and negates some of Moser & Kalton’s
(1983) concerns. The respondents are then in the position of having only one answer
being available for entry. The data is then coded, checked visually for clerical errors and
transferred to a storage medium for future analysis. The coding of data for this research
used pre-coded questions, was checked for clerical errors, the data was then saved and

transferred to a database for future analysis.
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3.8. Validation of questionnaire

For the questionnaire to provide a true measure of the subject matter it must measure
what is intended to be measured. In support is Neuman (2006, p.193) who states, “the
better the fit, the greater the measurement of validity through the accumulation of
evidence”. Thus it is vital that the questionnaire be validated to ensure that true

measures are recorded.

Validity suggests truthfulness ensuring that an idea fits with actual reality and is a
fundamental research requirement as it determines the confidence and trust that
researchers have in the outcome. The type of validity relevant to this research is
“measurement validity as an empirical indicator” as stated by Neuman (2006, p. 191). In
consideration Neuman (2006) describes this as joining of the operational and conceptual
design and definitions that interact with each other. This observation is also supported
by Davis (2005, p. 185) who states “a measurement scale is valid if it measures what it
is supposed to, and if a scale is not valid then there little use for the information”. In
addition, Ticehurst & Veal (2000) also point to validity as being information that
represents the phenomenon being researched.

A validity test is implemented to determine if what was supposed to be measured,
actually is, both Davis (2005) and Neuman (2006) note there are three main types of
measurement of validity these being, content validity, criterion validity and concurrent
validity. However Neuman (2006) also includes face validity as a fourth measurement
and Zikmund (2000) a fifth dimension of construct validity. The descriptions of various
validity aspects are as follows:

o Face validity as described by Neuman (2006, p. 192) depicts face validity as a
“judgement by the scientific community that the indicator really measures the
construct”.

e  Content validity as a measure addressing the question of “is the full content of the
definition represented in the measure”, Neuman (2006, p. 193).

e  Criterion validity illustrated by Davis (2005, p. 187) and defined as “the degree to

which the scale is able to predict a variable that is designated a criterion”.
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e  Concurrent validity described as an indicator of a construct that relies on a pre-
existing measure that has already been accepted (Davis, 2005).
e  Construct validity determined by Zikmund (2000) as the measurement confirming

a network of related hypotheses sourced from theoretical concepts.

The measure that this research will report is construct validity, which is representative
of the domain of the concept of transformational leadership to establish the validity of
the questionnaire items as measuring the constructs on which the questionnaire was
constructed. Construct validity, in this research context, is supported by Zikmund
(2000) as there are multiple measures, using multiple indicators, that are convergent,
that is measuring the same concept through different measurements resulting in a high
degree of association or being discriminant, that is, opposing the construct with a
different result. The technique used to establish construct validity is factor analysis,
which is represented in this research by a Principal Components Analysis (PCA)

detailed later in this Chapter.

This research is using an existing questionnaire, which has established and reported the
validity of the instrument in various public sector contexts. This is supported through
Alimo-Metcalfe & Alban-Metcalfe (2006) who systematically constructed the
TLQ-PSRV, and built previous versions that have proven validity in the United

Kingdom Public Sector context.

3.9. Reliability of the questionnaire

Reliability is considered by most researchers as a key component and central to all
issues. Davis (2005) and Neuman (2006) support this alignment so as to ensure that
constructs that may contain ambiguity within an area of research can be measured with
reliability and consistency. That is to ensure that on repetitive measurements, of the

same item, the results are consistent and reliable.

The concept of reliability has two underpinning pillars in reputability and internal
consistency, where the instrument measures the concept assessing the relevance of the
measure. In determining reliability, Davis (2005, p. 188) notes “reliability to be the

consistency and stability of the score from a measurement scale” Neuman (2006) also
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supports this position by indicating that reliability is another term for dependability and
or consistency. In conclusion, measurement reliability as indicated by Neuman (2006, p.
189) emanates from the “numerical results produced by an indicator that do not vary
because of the characteristics of the measurement process or the measurement

instrument itself”.

The reliability of the TLQ-PSRV has been demonstrated by Alimo-Metcalfe & Alban-
Metcalfe (2006) through pilot studies and in research environments. The results of the
survey conducted by Alimo-Metcalfe & Alban-Metcalfe (2006) on the United Kingdom
Civil Service, Local Government, School Leaders, National Health Service and private
sector resulted in similar results demonstrating that the survey is reliable and consistent
when facilitated in different workplace environments. The results reported by Alimo-
Metcalfe & Alban-Metcalfe (2006) demonstrate that the measurements taken from a
wide range of content, indicate that there is little or no systematic issue, and that the

multiple of indicators are stable within these defined measured areas.

3.10.  Analytical techniques
After the data was collected it was processed through editing and coding processes and

then entered in data storage.

3.10.1. Data Cleansing

The data file was checked for accuracy using SPSS V14 to examine for univariate
descriptive statistics which are outliers that have an extreme score, which could possibly
influence statistical calculations of each variable, and for numerical consistency in that
numbers look to be within the scale parameters. Also SPSS V14 frequency checks were
carried out to check the accuracy of the data files with the related measures of means,
standard deviation, median and the interquartile range to seek out inappropriate coding.
In addition, the survey collection form numbers were tallied against the input into SPSS
V14 as a cross check on the validity of the data, this action is supported by Neuman
(2006, p. 374) as “guarding against possible errors and obstacles representing a good

preventive strategy that enhances data analysis”.
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3.10.2. Data transformation

Data transformation is the process of enabling data to be transferred “into a useable
format that can facilitate decision making in an organisation” (Davis 2005, p. 24). The
transformation process enables data to be extracted from its current value of raw data

and transferred into wisdom as illustrated in Figure 3.4:

Figure 3.4: Data transformation process.

WISDOM

Knowledge

Analytical Information

Information

Data

Source: Adapted from Davis (2005, p. 25).

In Figure 3.4, Davis (2005, p. 25) suggests that “data is converted into information
when it becomes useful”, that is, when it is used in decision making processes and
becomes meaningful to the organisation or individual. From this stage, the information
then transfers into analytical information and Davis (2005) infers that the information
changes due to the examination of it by statistical manipulation and creative thinking.
The knowledge is then assembled and converted into wisdom which Davis (2005, p. 25)
notes as “the accumulated ability and willingness to apply knowledge with good

judgement”.

In this research, the conceptual model illustrated in Davis (2005) has been followed.
The result highlights the direct and flowing effect of research that creates a larger

degree of wisdom for application in general, and for this research particular to the APS.
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3.10.3. Sources of error

Errors can be made when coding and entering data, resulting in corrupt data being
assessed for outcomes. The data collected in this research needs to be quality assessed
through sampling a portion of the population. In consideration, sampling fifteen percent
of the data collection represents a sampling interval of six through systematic sampling
and is supported by Leung, Coram, Cooper, Cosserat & Gill (2004) as a recommended

quantity, enabling a reasonable cross section of data to be examined.

This research employed two methodologies to check the correctness of the data by
“code cleaning” as illustrated by Neuman (2006, p. 346) examining the categories of all
variables for impossible codes, and by contingency cleaning, involving the evaluation of
two variables and looking for logically impossible combinations. In addition to the
above process, an experienced administrator was employed to eliminate the sources of
error as a superior quality assurance measure. The reasoning of this approach was to
ensure that the effort, resource deployment, in addition to the significant amount of time
and cost, that this research encountered, was not forgone due to corrupt data and that the
results of the research were rigorously supported by accurate data. The most significant
aspect of why these data control tests were implemented is to ensure that usage of the

data for statistical analysis and business decisions is an accurate reflection of the results.

3.11.  Research questions and hypotheses

The three research questions and the ten hypotheses investigated by this research are as

follows:

Question one: do APS leaders display any transformational leadership
behaviours?

Previous research (Bass, 1985a; Cardona, 2000; Sarros & Santora, 2001) provided an
overwhelming body of evidence of the existence, acceptance and engagement of
transformational leadership in the private sector and the associated benefits to an
organisation's bottom line. However, only limited research findings to date have been

reported for the Australian public sector.
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Question two: what leadership behaviours do APS leaders display?

If transformational leadership is found within the APS, this research question is
designed to determine the extent of that transformational leadership. In conjunction with
question one, both these questions have been deliberately developed and maintained at a
high level to avoid segmentation and the dilution of research into specific threads. From
measuring and identifying transformational leadership practices it is logical to
determine what the current leadership practices are in the APS, to enable comparison
and provide a platform for improvement. It is anticipated that the conclusions to these
questions will add value to the APS, in considering the implementation of future
strategic training and leadership induction programs for employees.

The high level development of the research questions has enabled a number of research
hypotheses to be developed; these are described and detailed in Chapter One, Section
1.3.4, and page 11. The ten hypotheses are unproven in the leadership context of the

APS, and by being so, provide the basis for testing by this research endeavour.

3.12.  Statistical tests

The requirement to use statistical tests is aligned to the quantitative research
methodology being employed and forms the basis for analysis in the context of this
research. Statistical tests enable the testing of the hypotheses that measures the
associations and differences of the categories and the populations within the data source
(Manning & Munro, 2006). The measurement of the reliability, validity, correlations,
variations, means and standard deviations of data will be conducted through the

following methodologies.

3.12.1. Means and standard deviation analysis

Researchers are often required to summarise information into single numbers to help
identify trends and usually use one of three measures of central tendency, namely mean,
median and mode. The measurement chosen for this research is the mean as it is
consistent with other research reported on this theme (Neuman, 2006). The mean is a
statistical indication used to measure the central tendency of the population being

examined.
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To assist in determining the extent of the population surveyed, this research will use the
standard deviation as a variation measurement to compute the dispersion. The standard
deviation technique is widely and comprehensively used in research being based on the
mean, and highlights the average spread between the mean and all scores; the mean is
equally distant from all scores. Both the mean and the standard deviation provide the
researcher with a statistical analysis of what the average is, along with the dispersion

range and provides for comparative analysis (Neuman, 2006).

3.12.2. Principal components analysis with varimax rotation

Principal Components Analysis (PCA) with varimax rotation will then be used to
summarise relationships between variables displayed in a correlation matrix. The
validity of the measure of a composite variable is the degree of homogeneity, which it
measures, and what it claims to measure. The ability to estimate the validity of a
composite variable is limited on a single presentation of a single questionnaire
(Manning & Munro, 2006). Therefore, the rationale is that if each item is measuring the

same thing as the total then the scale is homogenous.

It is important that the sample be large enough, for example, N =300, in alignment with
a sample size that is significant as described by Tabachnick & Fidell (1996) in Section
3.7.3 and page 101, to enable the correlations to be reliably estimated. If variables are
found that are highly correlated then it can be concluded they are measuring the same
thing. If no correlations existed, then there is nothing to explain, if disparate correlations
are found then a determination would be made as to whether it was worthwhile
continuing with further analysis, by using the Kaiser-Meyer-Olkin Measure of Sampling
Adequacy or Bartlett’s Test of Sphericity as illustrated by Manning & Munro (2006).
This research found two major components that appeared to be conceptually similar and
loaded measuring the same thing; therefore, the above mentioned tests were not

required.

3.12.3. Pearson product moment correlation coefficient

This research used the Pearson Product-Moment (PM) correlation co-efficient as this
method possesses important features, highlighted by Davis (2005) that makes it most
useful in research. When data is collected that has the properties of interval

measurement, an appropriate indicator of the association between the two variables is
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the PM. Not only can it be used to establish the strength of a relationship, but it can also
assist this research in determining the direction, positive or negative, of the relationship
and the variation explained by the relationship. This is displayed between -1, +1 for
determining strength and direction of relationship. Simple correlation coefficients
between variables give an indication of the strength of association between those
variables. For example, if the coefficient of correlation between two variables A and B
is 0.7, it indicates that the two variables are positively associated; therefore, a change in
one will produce a change in the other in the same direction. If the correlation
coefficient was -0.7, a change in one of the variables will produce a reciprocal change in
the other variable.

3.12.4. Cronbach alpha

Cronbach alpha is a commonly used method supported by Hair et al. (1998) to examine
the reliability coefficient within the questionnaire set by the performance correlation of
items, and or a scale of overall performance tests across the data. The TLQ-PSRV has
previously been tested for reliability using Cronbach alpha in the United Kingdom,

resulting in all measurements showing a high internal consistency of reliability.

This research utilised Cronbach Alpha to measure high reliability as Manning & Munro
(2006) note that co-efficient alpha is an index of the internal consistency of the items,
that is, their tendency to correlate with one another. As a test or scale with high internal
consistency, Cronbach Alpha will also tend to show stability of scores in a test-retest
approach. The coefficient alpha is a useful estimate of reliability of the composite
variable. Supporting this statement, Gregory (2000) notes that Cronbach alpha is a test
or scale with high internal consistency tending to show stability of scores in a test-retest
approach, and therefore, Cronbach alpha is considered to be a useful estimate of
reliability. In addition, Hair et al. (1998) confirms this approach stating that a lower
acceptable limit of .60 is acceptable (that is a = .60) in exploratory research. For the
purpose of this research, a result of Cronbach alpha in excess of .60 was considered
acceptable in line with Hair et al. (1998) suggestions. The reliability outcomes were
measured by software package SPSS V14 and the results are illustrated in Chapter four,
Section 4.10.
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3.12.5. Analysis of variance and independent-samples t test

To statistically compare groups such as gender, officer level differences and
departmental level differences a statistical measurement of variance, such as an analysis
of variance (ANOVA) is an appropriate methodology to use along with independent-

samples t test measuring the multiple and variable relationships.

Using an ANOVA enables a researcher to discover whether groups of items differ in
relation to a specific dependent outcome variable or an independent variable. The
ANOVA assumes normality (Manning & Munro, 2006) allowing for means testing to
determine the difference by choosing a significance level and degrees of freedom, and,
therefore, allows an estimation of the probability of two or more sample means
reflecting a true difference related to populations means. The differences are highlighted
by the magnitude of the difference between the two items and the variability of the

results, the closer, the more likely the difference actually exists.

An alternative to use, for situations where there are only two categories, is the
independent-samples t test which tests for mean differences used on interval-scales. The
test assumes that the samples are independent and that there is a statistical difference
between the groups in relationships of degrees of freedom that represent a statistical
outcome of significance in relation to the significance level set. The standard
convention demonstrated by Southern Cross University Quantitative Methods (2006, p.
70) is to set a criterion that “there should be less than a five per cent chance that the
difference between two groups is due to error, however sometimes a stricter level is set

at one per cent”. This research set the difference for error at, p< 0.001.

3.12.6. Post-hoc tests

Post-hoc tests are used for multiple comparisons to provide a greater depth of analysis
demonstrating mean differences, standard error, significance levels and the lower and
upper bounds of the confidence interval. This analysis allows a more penetrative
examination of the relationships between the subjects. This research used the Games-
Howell Post-hoc test to establish the differences between three APS segments, which

are demonstrated in Chapter four.
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the APS that do appear to engage in transformational leadership, but in the main it
appears that the APS espouses leadership, but does not readily facilitate the practice.

The senior APS leaders may need to assess this research and consider the significant
benefits that transformational leadership has to offer. The benefits of the
transformational leadership style are described throughout the literature review in
relationship to the torrent of change that APS leaders face. Therefore, APS leaders
should consider adopting the transformational leadership aspect of the visionary
paradigm, as a solution to leadership issues and use the approach to deliver a higher
level of outcomes in conjunction with the followers, to meet stakeholder’s
requirements. At present the APS is missing out on the benefits of the transformational
leadership style, through increased follower engagement, by not adopting, or at least
considering the benefits of transformational leadership. Failure to adopt the
transformational leadership paradigm may result in a deterioration of APS human
resource management and, therefore, affect outcomes and not deliver on stakeholder’s

expectations.

The challenge now for the APS, and now is the time to make the change, is to consider
these findings and understand why transformational leadership as a style of the
visionary leadership paradigm, is not practised within the APS. The final implication
from this study, is that transformational leadership, which has been identified as being
a preferred leadership style of the visionary leadership paradigm, is not widely
practised in the APS. The APS needs to change its leadership practices and style now if
it is to meet the current and future challenges, failure of the APS to do so continues to
render the leadership cadre as ineffective and inefficient in meeting stakeholder

requirements.
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Agency Culture factor items.
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The following Table 2.1 is extracted to highlight the disconnect between the follower

and collective leaders from the APS State of the Service Report (2006-07, p. 205):

Table 2.1: Agency culture factor items.

performance

Employee survey question Agree Neither agree Disagree Not sure
or disagree

My agency is a good place to 73 16 10 -
work
My agency operates with a high 70 18 10 2
level of integrity
In general, employees in my 63 22 8 8
agency effectively manage
conflicts of interest
My agency has achieved its stated 59 24 5 6
objectives
My agency has improved its 57 25 9 10
performance
My agency encourages employees 54 25 9 10
to examine what they do and find
ways to do it better
My input is adequately sought and 54 25 21 N/A
considered decisions that directly
affect me
My agency encourages the public 49 28 14 9
to participate in shaping and
administering policy
My agency has earned a high 48 27 17 7
level of public trust
My work group receives the 46 29 24 2
support and assistance it needs
from other areas
I have confidence in the processes 46 33 21 N/A
that my organisation uses to
resolve employee grievances
| feel change is managed well 43 25 31 1
My agency involves employees in 42 29 27 4
decisions about their work
Employees contribution is valued 39 28 29 4
My agency deals with under 24 32 36 8

Source: From the APS State of the Service Report (2006-07, p.205)
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Figure 2.6: APS Agencies' reported skills gaps for SES and SES feeder group
employees, 2006-07.

Agencies' reported skills gaps for SES and SES feeder group employees, 2006-07
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Source: from APS State of the Service Report (2006-07, p. 159).
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APPENDIX B

Letters of request and acceptance of the terms and conditions for the
Transformational Leadership Questionnaire - Public Sector Research Version
survey.
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Ms Juliette Alban-Metcalfe
Director of Research

Real World Group Limited
Stewart House

St Andrew’s Court
LEEDS LS3 1JY
UNITED KINGDOM

Dear Juliette RE: TLQ Usage

As previously advised I hereby attach a copy of the original terms of agreement for
TLQ usage and a copy of the letter of introduction from the University (Southern
Cross University require me to keep the original for lodgment with the thesis), on
Southern Cross University letterhead signed by the University, my supervisor for the
research and myself. In addition I attached a cheque for 50 pounds in consideration of
the data exchange deposit.

This research is a first for the Australian Public Sector and in my belief is a catalyst
for an exciting range of additional research to follow in this segment of the workplace
environment.

I am very grateful for being granted access to the TLQ and will ensure the terms and
conditions of the usage are strictly adhered to.

Once I have gained ethics approval from the University I will be able to furnish you
with a timetable to allow you to observe the activities, in addition I will furnish you
with the data as soon as it becomes available.

Yours faithfully

Derek Ambrose, FCIS, FTIA, FAIM, FPNA, CPA
42 Woollum Crescent

RIVETT ACT 2611

9 October 2007
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x Southern Cross
UNIVERSITY

A new way to think

GRADUATE COLLEGE OF MANAGEMENT
Doctor of Business Administration Program
Ph: (07) 55069311

Fax: (07) 55069301

Email: peter.miller@scu.edu.au

2 October 2007

To Whom It May Concern

Letter of Introduction — Mr Derek Ambrose - Student ID: 21189281

This letter confirms that Mr Ambrose is currently enrolled on a part-time basis in the
Doctor of Business Administration Program at Southern Cross University, Tweed Gold
Coast Campus. The proposed topic of Mr Ambrose’s research is

Does transformational leadership exist in the Australian Public Sector?

Dr Lynn Gribble has been appointed by Southern Cross University, Graduate College of
Management, as the Supervisor for Mr Ambrose for the duration of his thesis.

It is jointly understood by SCU, Dr Lynn Gribble and Mr Ambrose that:-

o that the TLQ will be used exclusively for research purposes in connection with the
award referred to above and not for any other purpose(s);

o .that the Intellectual Property of the TLQ as resting with Real World Group, and
integrity of the TLQ will be protected at all times;

o that the TLQ items will not be published in full, and that the dissertation will only
give a maximum of two examples to illustrate each of the scales;

o that any publication of the research findings in an academic or professional journal or
conference presentation will only include (as a maximum) the same two-examples as
in the dissertation;

o that Real World Group (which can be abbreviated to RWG) will be fully
acknowledged as the source of the TLQ;

o that the results will be communicated to RWG as soon as is practlcable

That a copy of the data relating to the TLQ will be forwarded to RWG on completion

of the research project to enable RWG to mamtam its data base, and up-date its

norms

e

Youpy faithfully, L
[l
A/Professor Peter Miller ynn Gribble Derek Ambrose

Director
Doctoral Programs
Southern Cross University

(61 7) 5506 9200 (61 7) 5506 9202 PO Box 42 Tweed Heads NSW 2485 Australia www.scu.edu.au ABN 41 995 651 524
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CONDITIONS FOR USE OF SHORTENED YERSION OF THE
TRANSFORMATIONAL LEADERSHIP QUESTIONNAIRE (TLQ)™ FOR
RESEARCH PURPOSES ONLY

Dear Colleague

Thank you for your request to use the Shortened Version of the Transformational
Leadership Questionnaire (TLQ)™ in connection with your research.

We are pleased to learn of your interest in-the TLQ and are happy, in principle, to
agree to its use, subject to the following conditions:

1. that you let us know in writing the name of the quailification for which you
are studying, along with the proposed title andfor a brief outline of the
investigation, the name of the university or college, and the name of your
supervising tutor;

2. that you send a letter on university headed paper, jointly signed by you and
your supervisor, stating:

e that the TLQ will be used exclusively for research purposes in
connection with the award referred to above and not for any other
purpose(s);

o that the Intellectual Property of the TLQ as resting with Real World
Group, and integrity of the TLQ will be protected at all times;

» that the TLQ items will not be published in full, and that the dissertation
will only give a maximum of two examples to illustrate each of the
scales;

e that any publication of the research findings in an academic or
professional journal or conference presentation will only include (as a
maximum) the same two examples as in the dissertation;

e that Real World Group (which can be abbreviated to RWG) will be fully
acknowledged as the source of the TLQ;

o that the results will be communicated to RWG as soon as is practicable.

e That a copy of the data relating to the TLQ will be forwarded to RWG on
completion of the research project to enable RWG to maintain its data
base, and up-date its norms

e That you send a £50 cheque made payable to Real World Group as a
deposit for the data; this will be returned to you on receipt of RWG
receiving the data.

I look forward to hearing from you, and good luck with your research.
Yours sincerely

Margaret Bradley
Research Psychologist

consuitans
Real World Group,

Lestde L83 1JY
£ 0848 604 7708 & £

e 4l P>
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APPENDIX C

Letter to the Secretary of the Department of Prime Minister and Cabinet

Letter to the Public Service Commissioner

Letter to the Secretary of the Department of Veterans Affairs

Letter to the Chairman of the Australian Communications and Media Authority
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Letter to the Secretary of the Prime Ministers and Cabinet Department

Mr Peter Shergold

Secretary

Prime Minister and Cabinet Department
Kings Avenue

BARTON ACT 2604

Dear Mr Shergold

My name is Derek Ambrose, SES Band 1, Executive Manager and Chief Finance
Officer at the Australian Communications and Media Authority (ACMA).

I have embarked on a Doctoral Thesis designed to uncover the existence and the level of
transformational leadership within the APS. | intend to survey the ACMA and the
Department of Veterans’ Affairs should the Secretary and the Chief Executive Officer
provide consent to do so. | believe that the results of this study may be of assistance to
these organisations and have wider application throughout the Australian Public Sector
(APS).

I advise you of my intent to engage APS employees in voluntary completion of a
questionnaire designed to quantify the level of transformational leadership that exists in
the abovementioned APS agencies. On completion | expect to be able to provide the
participants with the results in a comparative format which may be of use to you and
these organisations, | am embarking on the identical process within the ACMA.

The questionnaire replies, data storage and release are bound by the Southern Cross
University’s ethical requirements of which I have had to meet in rigorous content.
Attached for your information is:

1. A letter from Southern Cross University approving of my research

2. A copy of the questionnaire.

It is appropriate to note that the questionnaire has been developed by Professor Beverley
Alimo-Metcalfe and has been tested on 2,000 British civil servants. Professor Alimo-
Metcalfe is a world leader in transformational leadership research.

The questionnaire is not expected to take more than 20 minutes and will be furnished
electronically along with the appropriate security and privacy requirements. The
questionnaire data will then be the intellectual property of the University and myself. |
will be in a position to provide comparative data measured against the United Kingdom
survey results of civil servants and health workers completed by Professor Metcalfe.

This is the first study of its kind in Australian within the APS sector related solely to

transformational leadership, the results will be exciting and provide an additional
insight to organisational behaviour aligned to leadership within the APS.
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I would appreciate access to any information that you may already have and
publications aligned to leadership to assist me in my research.

I look forward to your assistance and support in the challenge of this exciting research

and thank you for your consideration.

Yours Sincerely

Derek Ambrose FTIA, FCIA, FAIM, FPNA, CPA
42 Woollum Crescent

RIVETT ACT 2611

5 December 2007
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Letter to the Public Service Commissioner

Ms Lynelle Briggs

Public Service Commissioner
Australian Public Service Commission
Furzer Street

Philip ACT 2606

Dear Ms Briggs

My name is Derek Ambrose, SES Band 1, Executive Manager and Chief Finance
Officer at the Australian Communications and Media Authority (ACMA).

I have embarked on a Doctoral Thesis designed to uncover the existence and the level of
transformational leadership within the APS. 1 intend to survey the ACMA and the
Department of Veterans’ Affairs along with a random sample of other Australian Public
Sector (APS) employees. | believe that the results of this study may be of assistance to
these organisations and have wider application throughout the APS.

| advise you of my intention to engage APS employees in voluntary completion of a
questionnaire designed to quantify the level of transformational leadership that exists in
the abovementioned APS agencies. On completion | expect to be able to provide
information to the APS in general and participating organisations, | am embarking on
the identical process within the ACMA.

The questionnaire replies, data storage and release are bound by the Southern Cross
University’s ethical requirements of which I have had to meet in rigorous content.
Attached at attachment A is a letter from Southern Cross University approving of my
research and at attachment B a copy of the questionnaire. It is appropriate to note that
the questionnaire has been developed by Professor Beverley Alimo-Metcalfe and has
been tested on 2,000 British civil servants. Professor Alimo-Metcalfe is a world leader
in transformational leadership research.

The questionnaire is not expected to take more than 20 minutes and will be furnished
electronically along with the appropriate security and privacy requirements. The
questionnaire data will then be the intellectual property of myself and | propose to
accommodate requests for data analysis and interpretation in addition to providing
comparative data. | will also be in a position to provide comparative data measured
against the United Kingdom survey results completed by Professor Alimo-Metcalfe.

This is the first study of its kind in Australian within the APS sector related solely to
transformational leadership, the results will be exciting and provide an additional
insight to organisational behaviour aligned to leadership within the APS.

I would appreciate access to any information that you may already have and
publications aligned to leadership to assist me in my research.

I look forward to your favourable response and thank you for your consideration.
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Yours Sincerely

Derek Ambrose FTIA, FCIA, FAIM, CPA, PNA
42 Woollum Crescent

RIVETT ACT 2611

5 December 2007
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Letter to the Secretary of the Department of Veterans Affairs

Mr Mark Sullivan

Secretary

Department of Veterans’ Affairs
Lovett Tower

WODEN ACT 2606

Dear Mr Sullivan

My name is Derek Ambrose, SES Band 1, Executive Manager and Chief Finance
Officer at the Australian Communications and Media Authority (ACMA).

I have embarked on a Doctoral Thesis designed to uncover the existence and the level of
transformational leadership within the APS. | have informed both Doctor Peter
Shergold of the Prime Minister and Cabinet Department and Ms Lynelle Briggs of the
Australian Public Service Commission of the nature of my research. | believe that the
results of this study may be of assistance to your organisation having discussed the
possibility indirectly through some of your employees.

| seek you permission to engage your employees in voluntary completion of a
questionnaire designed to quantify the level of transformational leadership that exists in
your organisation and other Australian Public Sector (APS) agencies. The other agency
that is being approached is the ACMA and a random sample of other APS employees.
On completion | expect to be able to provide you with the results in a comparative
format which may be of use to you and your organisation.

The questionnaire replies, data storage and release are bound by the Southern Cross
University’s ethical requirements of which I have had to meet in rigorous content.
Attached for your perusal is the following documentation:

1. Approval from Southern Cross University number ECN-07-161.

2. Informed consent for you to sign on behalf of your agency employees.

3. Copy of the questionnaire.

4. Copy of the participants information sheet delivered with the survey

5. Copy of the some of the research completed by Professor Alimo-Metcalfe.

It is appropriate to note that the questionnaire has been developed by Professor Beverley
Alimo-Metcalfe and has been tested on 2,000 British civil servants. Professor Alimo-
Metcalfe is a world leader in transformational leadership research.

The questionnaire is not expected to take more than 20 minutes and will be furnished
electronically along with the appropriate security and privacy requirements. The
questionnaire data will then be the intellectual property of University and myself. |
propose to allow you through participation to have full access to your Department’s data
and the comparative data of other agencies that participate in consultation with yourself
or nominated representative. In addition | will be in a position to provide comparative
data measured against the United Kingdom civil servant survey results.
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I suggest that if we could attain a 25% response rate from the employees then we will
have some useful data to analyse and contribute to the Department’s knowledge bank.
This is the first study of its kind in Australian within the APS sector related solely to
transformational leadership, the results will be exciting and provide an additional
insight to the organisational behaviour aligned to leadership.

I look forward to your favourable response and upon receiving such authorisation will
contact your nominated officer to implement the data collection process.

I thank you for your consideration.

Yours Sincerely

Derek Ambrose FTIA, FCIA, FAIM, FPNA, CPA
42 Woollum Crescent

RIVETT ACT 2611

5 December 2007
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Letter to the Chairman of the Australian Communications and Media Authority

Mr Chris Chapman

Chairman

Australian Communications and Media Authority
Sussex Street

SYDNEY NSW 2001

Dear Chris

I have embarked on a Doctoral Thesis designed to uncover the existence and the level of
transformational leadership within the APS. I have informed Doctor Peter Shergold,
Secretary of the Prime Minister’s and Cabinet Department and also Ms Lynelle Briggs
the Public Service Commissioner of the Australian Public Service Commission of the
nature of my research and they are fully supportive. | believe that the results of this
study may be of assistance to your organisation.

I seek you permission to engage your employees in voluntary completion of a
questionnaire designed to quantify the level of transformational leadership that exists in
our organisation and other Australian Public Sector (APS) agencies. The other agencies
that are being approached are the Department of Veterans’ Affairs and the Department
of Industry, Tourism and Resources. On completion | expect to be able to provide you
with the results in a comparative format which may be of use to you and your
organisation.

The questionnaire replies, data storage and release are bound by the Southern Cross
University’s ethical requirements of which I have had to meet in rigorous content.
Attached at attachment A is a letter from Southern Cross University approving of my
research and at attachment B a copy of the questionnaire. It is appropriate to note that
the questionnaire has been developed by Professor Beverley Alimo-Metcalfe and has
been tested on 2,000 British civil servants. Professor Alimo-Metcalfe is a world leader
in transformational leadership research.

The questionnaire is not expected to take more than 30 minutes and will be furnished
electronically along with the appropriate security and privacy requirements. The
questionnaire data will then become the intellectual property of myself. | propose to
allow you through participation to have full access to ACMA’s data and the
comparative data of other agencies that participate. In addition I will be in a position to
provide comparative data measured against the United Kingdom survey results.

I suggest that if we could attain a 25% response rate from the employees then we will
have some useful data to analyse and contribute to the Department’s knowledge bank.
This is the first study of its kind in Australian within the APS sector related solely to
transformational leadership, the results will be exciting and provide an additional
insight to the organisational behaviour aligned to leadership.

I look forward to your favourable response and upon receiving such authorisation will
contact your nominated officer to implement the data collection.
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I thank you for your consideration.

Yours Sincerely

Derek Ambrose FTIA, FCIA, FAIM, CPA, PNA
42 Woollum Crescent

RIVETT ACT 2611
07 August 2007
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Sample of the letter of informed consent sent to the Department of Veterans
Affairs and the Australian Communication and Media Authority
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Mr M. Sullivan

Secretary

Department of Veterans’ Affairs
Lovett Tower

Woden, Canberra ACT 2601

Dear Sir

Informed Consent to allow the Department’s participation in a
research project

Name of Project: Does transformational leadership exist in the senior management
levels of the Australian Public Sector?

Researchers: The Supervisor for this research is Doctor Lynn Gribble Ph. 02 9281 4266, Fax 02
9770 4786 and email: lynn@talkingtrends.com.au. The student/researcher is Derek Ambrose Ph. 02 6288
6469, email: derek.ambrose@webone.com.au.

This consent form is based on Guidelines from the National Statement on Ethical
Conduct Involving Human Participants as issued by the NHMRC.

I have been provided with information at my level of comprehension about the purpose, methods,
demands, risks, inconveniences, and possible outcomes of this research (including any likelihood and
form of publication of results).

I agree for my Department to participate in the above research project. | have read and understand the
details contained in the Information Sheet. | have had the opportunity to ask questions about the study
and | am satisfied with the answers received.

I understand that any personal information which may identify me will be de-identified at the time of
analysis of any data. Therefore, I, or information | have provided, cannot be linked to my person/or
company. (Privacy Act 1988 (Cth). | understand that neither my name nor any identifying information of
my person will be disclosed or published, except with my permission. | understand all employees of this
Department will be also provided with an informed consent information sheet.

I understand that all information gathered in this research is confidential. It is kept securely and
confidentially for 5 years, at the University.

I understand that | am free to discontinue participation at any time. | have been informed that prior to data
analysis, any data that has been gathered before withdrawal of this consent will be destroyed.

I am aware that | can contact the Supervisor or other researchers at any time with further inquiries, if
necessary.

The ethical aspects of this study have been approved by the Southern Cross University Human Research
Ethics Committee (HREC). The Approval Number is ECN-07-161.

If you have any complaints or reservations about any ethical aspect of your participation in this
research, you may contact the Committee through the Ethics Complaints Officer:

Ms Sue Kelly

Ethics Complaints Officer and Secretary
HREC

Southern Cross University
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PO Box 157

Lismore, NSW, 2480

Telephone (02) 6626-9139 or fax (02) 6626-9145
Email: sue.kelly@scu.edu.au

All complaints, in the first instance, should be in writing to the above address. All complaints are
investigated fully and according to due process under the National Statement on Ethical Conduct in
Research Involving Humans and this University. Any complaint you make will be treated in confidence
and you will be informed of the outcome.

I understand that | will be given a copy of this consent form for my records. The researcher will also keep
a copy in safe storage at the University.

I have read the information above and agree to participate in this study. | am over the age of 18 years.
Name of PartiCipant:
Signature of Participant:

I certify that the terms of the Consent Form have been verbally explained to the participant and that the
participant appears to understand the terms prior to signing the form.

Name & Contact Detail of Witness:

NOTE:
The witness should be independent of the research, where possible. If this is not possible at the place of
consent, please inform the researcher and state a reason below.

Reason:
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APPENDIX E

The Transformational Leadership Questionnaire - Public Sector Research Version
Participants letter of information
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GRADUATE COLLEGE OF MANAGEMENT
Division of Business

Tweed Gold Coast Campus

Dr Lynn Gribble

Telephone: 0412 266 022

email: lynn@talkingtrends.com.au

Dear Survey Participant,

You are invited to participate in a study being conducted that seeks to investigate the
phenomena of transformational leadership within the Australian Public Sector (APS).
This study is designed to determine the level and quality of this leadership style. This
research forms part of a research thesis being conducted by Derek Ambrose who has an
interest in, and practices leadership and is supervised by Doctor Lynn Gribble an expert
in organisational behaviour.

Leadership is a vibrant and essential action required by organisations to maintain and
improve competitive advantage within the workplace environment. Leading edge
leadership styles and actions are paramount to providing the vision and strategies that
enable organisations to reach the pinnacle of success within their particular sector.
There are many organisational and employee benefits that are derived from successful
leadership such as esteem, fiscal reward, career progression, learning, personal and
organisational development.

This research seeks to ascertain the level of which transformational leadership exists
within the public sector and the interactions of variables within the transformational
leadership context. You are encouraged to participate, as this study is the first of its kind
in Australia and will provide a snapshot of the transformational leadership paradigm
within the APS. From the results you will be able to measure your Division and Agency
against comparative data of other APS organisations and those of some Civil Service
organisations in the United Kingdom.

The research is an exciting development and your participation is thoroughly welcomed.
Procedures to be followed

The time required to answer the questionnaire procedure should take 20 minutes in total
to complete. Important demographic information will be collected. This will consist of
your age, gender, employment level, Division and organisation, as it is necessary to
provide group related statistics; no other personal information will be collected by the
researcher. The computer program will present you with a stimulus connected by an
URL to the survey and data repository.

Participation is purely voluntary and no financial remuneration or incentive will be
offered for taking part in this research. There are no travel expenses, nor are there any
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costs associated with participation in this research, there is no cost to you apart from
your time.

Possible Discomforts and Risks

There are no foreseeable risks or discomforts above those associated with general
computer usage.

There is minimal discomfort within this low risk questionnaire procedure. You will be
required to sit and concentrate on a computer screen, so if you have eyesight problems
you will be required to provide your own glasses for the task and any associated injury
or illness resulting from this task are considered to be at your risk.

Responsibilities of the Researcher

It is our duty to make sure that any information given by you is protected. Your name
and other identifying information will not be attached to data collected. Any identifying
information that can be traced to you will be destroyed after your participation in the
study.

By completing the attached survey you provide informed consent to participate in this
research. Due to this necessity, a procedure has been set in place to ensure that your
personal details can at no time be matched, identified or tracked back to the data
collected on your performance in this project.

The information will be presented as overall data and the research findings may be
submitted for publication.

Responsibilities of the participants

If there is anything that might impact upon you such as medications/drugs, health or
problems with eyesight, you are asked not to participate. You may leave the experiment
voluntarily without explanation of such factors. If you feel there are any safety
concerns please let us know.

Freedom of Consent

If you decide to participate, you are free to withdraw your consent and to discontinue
participation at any time. However, we would appreciate you letting us know your
decision and reasons, therefore, enabling us to ascertain the issues and seek to avoid a
like occurrence in the future.

Inquiries

This form is yours to keep for future reference. If you have any questions, we expect
you to ask us. If you have any additional questions at any time please ask:

Derek Ambrose Doctor Lynn Gribble
Graduate College of Management Graduate College of Management
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Southern Cross University Southern Cross University

PO Box 157 PO Box 157

Lismore NSW 2480 Lismore NSW 2480

Email: derek.ambrose@webone.com.au Email: lynn@talkingtrends.com.au
Phone: 02 6288 6469 Phone: 02 9281 4266

The ethical aspects of this study have been approved by the Southern Cross University
Human Research Ethics Committee. The Approval Number is ECN-07-161. If you have
any complaints or reservations about any ethical aspect of your participation in this
research, you may contact the Committee through the Ethics Complaints Officer, Ms S.
Kelly, (telephone (02) 6620 9139, fax (02) 6626 9145), Email: sue.kelly@scu.edu.au

Any complaint you make will be treated in confidence and you will be informed of the
outcome.

A summary of the findings of this research may be obtained by filling out the form
below and placing it in a separate envelope to the survey and forwarding it to me at the
above address.

Yes, | would like a summary of the findings of the research forwarded to me at the
address below:-
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APPENDIX F

Transformational Leadership Questionnaire Demographic Section

224



Transformational Leadership Questionnaire Demographic Section

Q1. Which section of the APS do you belong to?
A. Federal Government
B. State Government
C. Local Government
D. Statutory Authority/Body

Q2. What is the approximate size of the Department/Agency you work for?
A. Less than 500 employees
B. 501-2000 employees
C. Greater than 2001 employees

Q3. What is the Name of your Department or Agency?

Q5. What is your gender?
Male/Female

Q6. What is your position description?
Eg. team member, administrator, team leaders, Executive Officer, Section Manager,
Branch Manager, Divisional Head, Deputy Secretary, Secretary.

Q7. Which age group applies to you?
A. 18-29
B. 30-39
C. 40-49
D. 50-59
E. 60 and over

Q8. How long have you been employed in the public sector?
A. 0-5 years
B. 6-10years
C.11-20 years
D. 21-30 years
E. 31 years and more

Q9. What is your current APS level?
A. APS 3-6
B. Executive Level 1
C. Executive Level 2
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D. Senior Executive Service

Q10. What is your highest education level?
A. Year 11
B. Year 12
C. Certificate
D. Diploma
E. Under graduate Degree
F. Post Graduate Degree
G. Doctorate/PhD
H. Other

Q11. Which of the following explains transformational leadership to you
A. Showing genuine concern for others, their well being and development
B. Leadership that demonstrates, inspiration, communication and achievement
C. Leaders who delegates, empowers and develops potential
D. The leader displays transparency, honesty and consistency within your
environment.
E. That your leaders is approachable, accessible and in touch within the workplace
F. Your leader demonstrates being decisive and is considered to be a risk taker

The next series of questions centres on your perceptions and thoughts of how you
see leadership with your workplace environment.

Please tick how you assess your leader’s abilities and capacity against the following
questions. Noting that they range from Strongly disagree through to Strongly Agree,
Don’t Know and Not Relevant.

Alimo-Metcalfe and Alban-Metcalfe (2006) Transformational Leadership Questionnaire
attached as separate electronic file to conclude the questionnaire totalling 53 questions.
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APPENDIX G

Transformational leadership scale of showing genuine concern questions and
results from the TLQ-PSRV
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Transformational scale of showing genuine concern questions 12, 20, 29, 37, 44 and

50.

Table 4.3: Demonstrates the results of the TLQ-PSRV question number 12, which
states ‘Is sensitive to my needs and aspirations’.

Question 12 Age Total

18-29 30-39 40-49 50-59 | 60and

years years years years over

old old old old

Don’t know 1 2 6 2 0 11
Strongly Disagree 4 28 52 44 5 133
Disagree 12 25 50 32 8 127
Slightly Disagree 4 8 19 16 1 48
Slightly agree 10 22 43 40 4 119
Agree 35 38 81 50 12 216
Strongly agree 16 37 35 43 7 138
Total 82 160 286 227 37 792

Source: Information collected from data for this research.

Table 4.4: Demonstrates the results of the TLQ-PSRV question number 20, which
states ‘takes time to find out how I feel about being and working in the

organisation’.

Question 20 Age Total

18-29 30-39 40-49 50-59 | 60and

years years years years over

old old old old

Don’t know 3 1 2 4 0 10
Strongly Disagree 10 27 70 55 6 168
Disagree 14 37 57 41 7 156
Slightly Disagree 3 10 19 13 5 50
Slightly agree 12 21 50 34 8 125
Agree 24 39 54 50 5 172
Strongly agree 16 25 34 30 6 111
Total 82 160 286 227 37 792

Source: Information collected from data for this research.
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Table 4.5: Demonstrates the results of the TLQ-PSRV, question number 29, which
states ‘Is active in supporting my development through coaching and mentoring’.

Question 29 Age Total

18-29 30-39 40-49 50-59 | 60and

years years years years over

old old old old

Don’t know 2 4 7 6 2 21
Strongly Disagree 10 31 60 49 7 157
Disagree 10 24 49 49 6 138
Slightly Disagree 5 14 33 14 2 68
Slightly agree 12 19 52 27 6 116
Agree 20 38 52 48 9 167
Strongly agree 23 30 33 34 5 125
Total 82 160 286 227 37 792

Source: Information collected from data for this research.

Table 4.6: Demonstrates the results of the TLQ-PSRV, question number 37, which
states ‘is active in developing my strengths’.

Question 37 Age Total

18-29 30-39 40-49 50-59 | 60and

years years years years over

old old old old

Don’t know 3 4 2 5 1 15
Strongly Disagree 4 32 77 49 5 167
Disagree 13 24 49 49 6 141
Slightly Disagree 4 17 35 13 7 76
Slightly agree 16 33 56 41 7 153
Agree 28 32 43 47 4 154
Strongly agree 14 18 24 23 7 86
Total 82 160 286 227 37 792

Source: Information collected from data for this research.
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Table 4.7: Demonstrates the results to the TLQ-PSRV, question number 44, which
states ‘sustains my efforts by demonstrating a genuine interest in me and what |

do’.

Question 44 Age Total

18-29 30-39 40-49 50-59 | 60and

years years years years over

old old old old

Don’t know 2 3 2 4 0 11
Strongly Disagree 10 30 60 50 7 157
Disagree 5 26 50 39 4 124
Slightly Disagree 6 14 23 15 3 61
Slightly agree 11 24 54 31 8 128
Agree 29 39 66 55 9 198
Strongly agree 19 24 31 33 6 113
Total 82 160 286 227 37 792

Source: Information collected from data for this research.

Table 4.8: Demonstrates the results to the TLQ-PSRV, question number 50, which
states ‘uses knowledge and understanding of what motivates me to achieve goals’.

Question 50 Age Total

18-29 30-39 40-49 50-59 | 60and

years years years years over

old old old old

Don’t know 11 5 20 16 2 54
Strongly Disagree 6 30 63 47 8 154
Disagree 12 33 61 46 5 157
Slightly Disagree 6 15 34 18 4 77
Slightly agree 15 20 41 33 6 115
Agree 21 47 48 46 5 167
Strongly agree 11 10 19 21 7 68
Total 82 160 286 227 37 792

Source: Information collected from data for this research.
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APPENDIX H

Transformational leadership scales comparison of the Australian Communications
and Media Authority, the Department of Veterans Affairs and the other combined
Australian Public Service.
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Transformational leadership scale of showing genuine concern comparative

analysis between DVA, ACMA, Other APS

Table 4.9: Transformational leadership scale one ‘showing genuine concern’
results from the TLQ-PSRYV supplied by RWG.

Questionnaire DVA % ACMA % Other APS %
Results

Strongly Disagree 16 8 26
Disagree 17 10 21
Slightly Disagree 8 7 8
Slightly Agree 17 20 14
Agree 27 30 18
Strongly Agree 12 21 12
Don’t Know 2 3 1
Not Relevant 1 1

Total 100 100 100

Source: Information collected from data for this research.

Transformational scale of networking and achieving

Table 4.10: Transformational leadership scale two ‘networking and achieving’
results from using the TLQ-PSRYV supplied by RWG.

Questionnaire DVA % ACMA % Other APS %
Results

Strongly Disagree 7 5 12
Disagree 10 7 14
Slightly Disagree 6 5 8
Slightly Agree 14 16 16
Agree 32 36 26
Strongly Agree 14 15 13
Don’t Know 15 13 10
Not Relevant 2 3 1
Total 100 100 100

Source: Information collected from data for this research.
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Transformational leadership scale of enabling

Table 4.11: Transformational leadership ‘enabling’ results from the TLQ-PSRV
supplied by RWG.

Questionnaire DVA % ACMA % Other APS %
Results

Strongly Disagree 11 6 19
Disagree 11 8 17
Slightly Disagree 8 5 8
Slightly Agree 15 15 16
Agree 34 37 23
Strongly Agree 18 26 16
Don’t Know 2 2 1
Not Relevant 1 1

Total 100 100 100

Source: Information collected from data for this research.
Transformational leadership scale of being honest and consistent

Table 4.12: Transformational leadership ‘being honest and consistent’ results
from using the TLQ-PSRYV supplied by RWG.

Questionnaire DVA % ACMA % Other APS %
Results

Strongly Disagree 10 7 20
Disagree 10 6 15
Slightly Disagree 8 4 9
Slightly Agree 9 9 12
Agree 35 39 23
Strongly Agree 22 29 17
Don’t Know 6 6 3
Not Relevant

Total 100 100 100

Source: Information collected from data for this research.
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Transformational leadership scale of being accessible

Table 4.13: Transformational leadership ‘being accessible’ results from using the
TLQ-PSRYV supplied by RWG.

Questionnaire DVA % ACMA % Other APS %
Results

Strongly Disagree 9 5 14
Disagree 9 6 14
Slightly Disagree 7 3 8
Slightly Agree 10 11 13
Agree 33 36 26
Strongly Agree 25 34 20
Don’t Know 6 5 4
Not Relevant 1 1
Total 100 100 100

Source: Information collected from data for this research.

Transformational scale of being decisive

Table 4.14: Transformational leadership ‘being decisive’ results from using the
TLQ-PSRV supplied by RWG.

Questionnaire DVA % ACMA % Other APS %
Results

Strongly Disagree 7 4 12
Disagree 11 6 14
Slightly Disagree 7 5 9
Slightly Agree 14 12 16
Agree 36 41 26
Strongly Agree 19 28 19
Don’t Know 6 3 3
Not Relevant 1 1
Total 100 100 100

Source: Information collected from data for this research.
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