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ABSTRACT

The study sought to evaluate the personal valugfilgyrthe predominant leadership styles,
the leadership effectiveness, the relationship eetw personal values balance and
leadership effectiveness, the relationship betwedeadership effectiveness and
organizational differentiation, and the relatiomsibetween personal values balance and
organizational differentiation of a group of exaees of several organizations. In order to
evaluate the personal values profile a closedunsnt of the rank order type has been
developed and applied. To identify the predominkatdership styles, as well as the
leadership effectiveness of the involved executiitdgas been used an instrument available
in the market. To verify the relationship betweesrspnal values balance and leadership
effectiveness, it has been used the linear regnessethod computing the linear correlation
coefficient between the before mentioned variableslving 400 executives. To compute
the organizational differentiation, an existing rabdthe Organizational Differentiation
Model, has been applied leading to the organizatidiiferentiation index for each one of
the 48 organizations involved. To investigate treationship between leadership
effectiveness, taken the average value per orgamizaand organizational differentiation,
it has been used the linear regression computi@dirtiear correlation coefficient between
the before mentioned variables. The same procedvas used to investigate the
relationship between personal values balance, tdieaverage value per organization, and
organizational differentiation. The study has shdhatt the executives have an unbalance
in their personal values profile, with predominarafeeconomic and theoretical values.
Additionally the study has uncovered lack of flekilp regarding the leadership styles,
presenting styles of selling and sharing ideasoasimants. The study also showed that the
leadership effectiveness of the involved executwes at a moderate level. Finally, the
research pointed out a high positive relationshgpwieen personal values balance and
leadership effectiveness, and, furthermore, it sitbwhat both variables present a high
positive relationship with the overall success afgamizations measured by their
organizational differentiation indexes.

Key-words: personal values, personal values balareadership style, leadership
effectiveness, organizational differentiation.

INTRODUCTION

Values
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Many personal aspects will interact to determireeabtions of a person in a leadership role.
Perceptions, attitudes, motivations, personalitillss knowledge, experience, confidence,
and commitment are a few of the variables which iarportant for understanding the
behavior of people. They are no less importanufaterstanding the behavior of people at
work, whether they are leaders or not. Howeves study will highlight what may well be
the crucial and underlying determinant of leadbetiavior - values.

According to Spranger (1928), an early and inflisniriter, values are defined as the
constellation of likes, dislikes, viewpoints, shasjl inner inclinations, rational and

irrational judgments, prejudices, and associatiatiepns that determine a person’s view of
the world. The importance of a value system is tbate internalized it becomes,

consciously or subconsciously, a standard or @vitefor guiding one’s action. Thus the

study of leaders’ values is extremely importanti study of leadership.

A number of studies have been done to uncover éhees leaders and managers actually
have. The most influential theory is based upon ttiieking of Spranger (1928) who
defined several types of value orientation as shiowhable 1, and has been developed by
Guth and Tagiuri (1965). They studied the expressddes of 653 American executives,
using a closed instrument, of rank order type, ctgtg that the executives in the sample in
terms of group averages presented a predominaneeasfomic, political and practical
values. Additional support to these findings isikade in the studies of England (1967)
involving a survey of 1,072 American managers. Aofe-up study of England’s results
some seven years later found that managers’ vdladsnot shifted (LUCK, 1974). The
idea that managers as a group tend to emphasiampioetance of economic, or practical,
ends is intuitively appealing; after all, the the@nd research of the managerial process
suggests that persons with such values would beatihe with it. Other important facts
hindering any change in the value system oriermtatice: a) managers are selected by
others having similar values, b) the job of manggiginforces the pragmatic orientation,
and c) values are in the axiomatic core of theviddials, therefore they tend to be stable
over time.

Tablel
Five Types of Value Orientation

1. Theeconomic man is primarily oriented toward what is useful. Heingerested in
the practical aspects of the business world; in thanufacture, marketing,
distribution and consumption of goods; in the uSeamnomic resources; and in the
accumulation of tangible wealth (protestant ethiklg is thoroughly “practical” and
fits well the stereotype of the businessman.

2. The theoretical man is primarily interested in the discovery of trutim the
systematic ordering of his knowledge. In pursuihis tgoal he typically takes a
“cognitive” approach, looking for identities andfdrences, with relative disregard
for the beauty or utility of objects, seeking ority observe and to reason. His
interests are empirical, critical, and rational.

3. The palitical man is oriented toward power, not necessarily in prdjt but in
whatever area he works. Most leaders have a higreporientation. Competition
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play a large role during all his life. For some m#ns value is uppermost, driving
them to seek personal power, influence, and retiogrin a continuous basis.

4. The aesthetic man finds his main interest in the artistic aspectsifef although he
need not be a creative artist. He values form awthbny. He views experience in
terms of grace, symmetry, or harmony. Lives the laerd now with enthusiasm.

5. The social man is primarily oriented toward the well-being of tipeople. His
essential value is love of people — the altruistiphilanthropic aspect of love. The
social man values people as ends, and tends tméeslympathetic, and unselfish.

Source: Adapted from Guth and Tagiuri (1965).

Thelmportance of Values

Values will affect not only the perceptions of agmiiate ends, but also the perceptions of
the appropriate means to those ends. From the poacel development of organization

strategies, structures and processes, to the ugmartitular leadership styles and the
evaluation of subordinate performance, value systeiitli be persuasive. Fiedler (1967)

came up with a leadership theory based upon thansgt that managers cannot be
expected to adopt a particular leadership styitasfcontrary to their value orientations.

An influential theory of leadership (COVEY, 19903 based upon four dimensions:
personal, interpersonal, managerial, and orgaoizati Not by accident the personal
dimension is considered the core dimension. In¢algnit encompasses the value profile
of the individual.

Tannenbaum and Schmidt suggested that there afteast four internal forces that
influence a manager’s leadership style: value systwonfidence in employees, personal
inclinations, and feelings of security in an unagrtsituation. Again value system plays an
important role. In short, people decide accordmghe value system they spouse, in other
words values and attitudes are important becawse rttay shape behavior, and behavior
will influence people.

Values and the L eaders of Tomorrow

Employees will be the essential resources of twérgy century organizations. These

employees can be categorized into several genesat@ach with special motivation needs.
Kuzins (1999) suggests that managers and leadex$ toeunderstand people, whatever
their age. They need to find out their skills, sgths, and whatever motivates them. In
short they have to recognize that everyone is rdiffeand deal with each employee as an
individual.

On the other hand there are some important coradides that the leader of tomorrow will
be confronted with: a) the phenomenon of unempkrymnas a consequence of the
extraordinary fast development of mechanization auiomation, and the economic
apparatus centered in the idea of currency stabilihich instead of absorbing all the units
of human energy creates a growing number of idledbaand, even worse, brains; b) the
phenomenon of research — who can say whither ambiceed knowledge of the atom, of
hormones, of the cell and the laws of heredity take us?; and c) the need for true union,
that is to say full associations of human beinggoically ordered, which will lead us to
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differentiation in terms of society; it should no¢ confounded with agglomeration which
tends to stifle and neutralize the elements wharhpose it.

Therefore, responsible influence, leadership cedten collective objectives, coherence
and fecundity, are the four criteria to be pursuedeveloping the leaders of tomorrow.
Summarizing we need to put into practice the iggasented by Nanus (1995) in his book
Visionary Leadership, that is to say, an organizesi senior leaders need to set directions
and create a customer focus, clear and visibleegaland high expectations, which should
balance the needs of all stakeholders; ensuringctbation of strategies, systems, and
methods for achieving excellence, innovation, andding knowledge and capabilities,
including the development of leadership.

Finally, the democratization of the concept of katlip, and at the same time, as an
activity, primarily focused on people and their dgeas proposed by Safty (2003), is a
must.

L eader ship

The objective of this topic is not to review alkthterature on leadership. On the contrary,
it will be explained why a particular leadershipaefy namely Situational Leadership, has
been chosen. Situational Leadership was developedPadul Hersey and Kenneth H.
Blanchard (1969) at the Center for Leadership $sidApart of trait and attitudinal
approaches to leadership, Hersey-Blanchard tridsmoeal leader effectiveness model was
selected as more appropriate due the fact it wsigked to measure three aspects of leader
behavior which were suitable to answer the resequdstions of the study. These three
aspects of leader behavior are: a) style, b) sange or flexibility, and c) style adaptability
or leadership effectiveness.

A person’s leadership style involves some combomatf task behavior and relationship
behavior. The two types of behavior, which are &b the idea of leadership style, are
defined as follows: a) task behavior — the exterwhich leaders are likely to organize and
define the roles of the members of their group, lBnckelationship behavior — the extent to
which leaders are likely to maintain personal retathips between themselves and
members of their group.

The effectiveness of the leaders, on the other )hdedends on how appropriate their
leadership style is to the situation in which tloperate. This appropriateness comes from
the matching of leader style and follower task wafé maturity, or task readiness.
Readiness in Situational Leadership is defined las éxtent to which a follower
demonstrates the ability (knowledge, experience, skill) and willingness (confidence,
commitment, and motivation) to accomplish a spectisk (HERSEY, Blanchard and
JOHNSON, 2001).

A proposed framework for rating organizational differentiation

In order to perform thisthe Organizational Differentiation Model (ODM) is suggested
(BRUNO, 2006).

The ODM is a comprehensive approach based on tégoa$eorganizational variables —
intervening variables called “commitments” and a eé end-results variables called
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“results”, aiming at assuring a strategic and aldited logic across the company
businesses, designed to increase its market vatieved through the interaction of the
two sets of variables.

The model is based on the evaluation of eleven mueensions divided in two groups:
e commitments — encompassing “human capital”, “intiova capital’, “process
capital”, “relationship capital”, “environment” arfdociety”; and
» results — involving end-results as “operational givdy “net profit”, “capital turns”,
“earns before interest, taxes, depreciation and ri@maton” (EBITDA), and
“economic value added” (EVA) or “cash value add&dVA).

Commitments
Human Capital does not belong to the firm, as it is a directsemuence of the sum of its
employees expertise and skills.

Process capital means the internal and external processes thsit within the organization
and between it and the other players; namely étaionship capital that is concerned with
the customers, suppliers, subcontractors and athegor player involved — as global
business is today a reality, it being difficult determine a company’s boundary (JOIA,
2000); andinnovation capital, a direct consequence of the organization’s cellamd its
capacity of creating new knowledge from the exgtsupply. These last three capital
sources constitute what is called structural chfhita belongs to the company, and can be
traded, being the actual environment built by thganization to manage and generate its
knowledge adequately. To addressironment and society issues, the organization deals
with the protection of natural resources and thesigpment of society as a whole.

In order to create an overall picture regardingdbramitments a set of closed instruments
was developed involving the six before mentionedatisions.

This set of instruments will lead us to an aversggre for the commitments, ranging from
“0” to “1”, considering that the relative score olving each instrument has been taken into
account.

Results

The second group of dimensions is related with liatz, in other words, organization’s
results. In order to analyze the operational mamege performance theperational
margin has been selected. To make sure that the stoekhsltheing satisfied both, timet
margin and thenet capital turns, have been chosen.

As far as cash generation is concerned BRITDA (earns before interests, taxes,
depreciation and amortization) was selected asatali. Finally, to check the effectiveness
of the capital investments management, one ofweiridicators has been chosen, namely
cash value added (CVA) or economic value added (EVA).

In order to create an overall picture regardiregults, their relative value, taken as
reference the ideal scores for the business, shoeldonsidered and a simple average
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should be computed. Negative results received ‘9©’seore, as well as performance
indicators not computed. In the case of CVA and BVA necessary to consider at least
one of them.

The advantage of the model is that it will lead tas compute what is called the
organizational differentiation index (ODI) by multiplying the final scores for commitmts
(C) and results (R). This index shows the extentwtdch the organization besides
presenting positive economic and financial resalts,investing in intangible assets, as well
as on their relations with the environmental aspaad with society.

This index varies from “0” to “1”. The maximum va&umeans that the organization
(imaginary company) reached perfection, as far agarozational differentiation is
concerned, it covers the total area of the bi-dsi@ral model. Figure 1 presents the
conceptual framework of the model.
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Figure 1 — Organizational Differentiation Diagnostedel

Source: Bruno (2006).

The differentiated organizations score high in dnganization differentiation index by
pushing the value they offer stakeholders to nemtfers. They are “winners” in their
industries.

At the other extreme are the “beginners”, busiress#h differentiation indexes that
conform to the basic behaviour of the industry.

The other alternatives are “sponsored” organizatimeaning organizations scoring high in
the commitments and low in results, and the “ecandmancial” organizations, being
those scoring low in commitments and high in result
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Figure 2 shows the graphic interpretation of thedehowhere the scores of six imaginary
organizations (A to F) were plotted.
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Figure 2 — Organizational Differentiation Model
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Source: Bruno (2006).

“A” is a winner organization, scoring high in bottariables, typically a differentiated
organization. Another advantage of using such aeh@the fact that the scores in the
closed instruments’ specific dimensions and on rémilts performance indicators may
reveal significant room for improvements in bothriables, commitments and results, as
depicted in Figure 3, which shows a gap per constéimension, leading to an action
plan for putting the organization in a trajectofyegolution over the course of time.
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Resear ch Questions
The study sought to answer the following researtastions:

PwnhE

o

What is the personal values profile of the exe&gimvolved in the research?
What is the predominant leadership style of thecettees involved in the research?
What is the leadership effectiveness of these dixas?

Is there a relation between the executives’ peitsonlues balance and their
leadership effectiveness?

Is there a relation between executives’ personkiegabalance and organizational
differentiation?

Is there a relation between leadership effectiveneshd organizational
differentiation?

METHODOLOGY

Sampling

It has been randomly selected 400 executives inmvpki8 organizations operating in Brazil
and South America, encompassing medium and large @nes. Most of them were
organizations in the fields of consumer electranieshicles, health care, paper and
packing, mechanical and electrical components spartation and logistic, virgin media,
telecommunications, white goods, service, enerdy, duper markets, clothes, shoes,
graphics, departmental stores, office materialjviddal protection equipment, and cell
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phones. The majority of the executives were Braazdi (366) and some foreigners (34),
being 142 females and 258 males with ages varyorg £8 up to 48.

Data Gathering

In order to uncover th@ersonal values a questionnaire, which measured the relative
importance of each value, was developed and appbedring the five value orientations
as depicted in Table 1.

The 10 item validities for each of the five valuesiged from. 0.30 to 0.81, and the
reliabilities results for each of the five valuesged from 0.80 to 0.89. All the coefficients
were significant beyond 0.01 level.

To measure the leader behavior the Situational érship Model has been taken into
account and the LEAD (Leader Effectiveness and fatality Description) instrument,
developed at the Center for Leadership Studiess@yeand Blanchard, 1965), has been
used. The three aspects covered by the model)asgyl@, b) style range, or flexibility, and
c) style adaptability, or leader effectiveness. THAD self has been used, and it yields
four ipsativestyle scores and one normatiaelaptability (leader effectiveness) score.
This kind of instrument needs to be statisticalljidated in terms of items and reliability
only once. According to the Center for Leadershipdies (Hersey and Blanchard, 1965),
the 12 item validities for adaptability score radgeom 0.11 to 0.52, and 10 of the 12
coefficients (83%) were 0.25 or higher. Eleven tioits were significant beyond the
0.01 level and one was significant at the 0.05lleve

The reliability of the LEAD self was moderately@tg. In two administrations across a
six-week interval, 75% of the managers maintainkdirt dominant style and 71%
maintained their alternative style. The contingerogfficients were both 0.71 and each
was significant at the level 0.01. The correlationthe adaptability scores was 0.69 at the
0.01 level. In order to compute the personal val@ance a criterion has been used as
follows: taking the average of the scoring (12)basis, an interval has been arbitrarily
selected, from 11 to 13, including the extremegsldfine the zone of balance; therefore for
each respondent one may calculate the balance dewgbuting in percentage the number
of value scores falling within the balance interval

To check if a relation existed between tphersonal values balance and leadership
effectiveness, the linear correlation coefficient has been coreg@uaking into consideration
the set of paired data, involving the before mergtvariables, per respondent.

To analyze a possible relation between the avesageutives’personal values balance,
per organization, anarganization differentiation, the Organizational Differentiation
Model (Bruno, 2005) has been considered and the -©ODrganizational Differentiation
Index has been computed per organization, and, ttieetinear correlation coefficient was
computed taken into consideration the set of paita involving the before mentioned
variables per organization, therefore the computativolved 48 pairs.

The same procedure has been followed to verify ssipte relation between the average
executivesleader ship effectiveness per organization anor ganization differentiation.

FINDINGSAND ANALYSES
In order to answer the first research questionaierage scores of the respondents were

computed taking into consideration each one ofitleevalue orientations considered in the
measuring instrument, as shown in Table 2.
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Table?2

Value Orientations of a Sample (400) of Executives
Value Score
Theoretical 13.5
Economic 13.0
Social 12.0
Aesthetic 115
Political 10.0

Source: Research Data.

Table 2 depicts that this sample of executivesalsly values more highly theoretical and
economic ends than social, aesthetic and polititahould be kept in mind that the scores
in Table 2 reflect the relative importance of eaalue; that is, one can increase one value
only at the expense of another. On the other h#msl,results are in terms of group
averages; individual executives may have respoddéstently from the group. In any way
Table 2 shows a lack of balance in terms of exeestipersonal values profile, and, as a
consequence, in their decision process they wilievanore highly the predominant ones.
Comparing with former studies of the same natutéGK, 1974) one can notice one major
shift involving the social and political values. dku(1974) has uncovered political value
ranked in second place, and social in the lastiposiThis can be explained by the fact that
in the last decades this kind of value orientafjoalitical) is seen by people as somewhat
“dirty” due to the bad example shown by the mayjodt the politicians, and on top of that
72% of the sample belongs to Generation X (ZEMKElet 2000), ages from 23 to 34.
This group has a demonstrated concern for survbgdah economic and psychological, and
have a casual approach to authority.

To answer the two research questions regardingetehgh the data were summarized in
two groups: leadership style range or flexibilignd leadership style adaptability or
leadership effectiveness.

Table 3 shows the profile of the Brazilian execeisample regarding leadership styles.

Table3
Profile of L eadership Styles of a Sample (400) of Executives
Style Frequency Distribution (%)
S1 - Telling 16.2
S2 — Selling 48.2
S3 — Participating 28.6
S4 — Delegating 7.0

Source: Research Data.

10
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As depicted in Table 3 this sample of executivgseizeived as using predominantly styles
S2 - Selling and S3 - Participating. So they temdd well working with people of average
levels of readiness.

However, they face difficulties to handle discigliproblems and work with groups at low
level of task maturity or readiness. This findingtohes with the researches conducted by
Hersey (2003) all over the world.

The results of leadership style adaptability, @deership effectiveness are shown in Table
4. They have been grouped in quartiles coverirgspanse interval from 0 to 36.

Table4
Summary of L eader ship Effectiveness of a Sample (400) of Executives
(5;2:2 | n;r(;/al oints L eadership ATy
0.and 36) POIN'S EffectivenessLevel  Absolute Relative (%)
27 To 36 High 23 5.8
18 To 26  Moderate 370 92.4
9 To 17 Low 7 1.8
0 To 8 Verylow 0 0

X?= 874.78 > X, = 11.3; df = 3; = 0.01

Source: Research Data.

As depicted in Table 4 the null hypothesis wasateg since the computed one-way chi-
square of 874.78 was larger than the tabled (ahticalue of 11.3 with three degrees of
freedom at the 0.01 level.

As shown in Table 4 this sample of executives h&slgminantly a moderate level of
leadership effectiveness. This result was expeateény way because, according to
previous researches (HERSEY, 2003), people in wetkngs usually fall into moderate
readiness level.

In order to verify if there was a relation betwestecutives personal values’ balance and
leadership effectiveness the personal values balaosre was computed for each one of
the respondents. After doing this, a linear coti@tacoefficient has been computed taking
into account the set of paired data, involvingthl respondents, being personal values
balance score one variable, and leadership eftsatss score the other; therefore the
computation involved 400 pairs. The result wasnadr correlation coefficient of +0.89,
which suggests, according to Schmidt (1975), a Hegree of positive relation between the
two considered variables.

Finally, to verify if there was a relation betweexecutives’ personal values balance — PVB

and organizational differentiation, as well as exees’ leadership effectiveness — LE and
organizational differentiation, the ODI — Organiratl Differentiation Index, the average

11
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executives’ personal values balance and the averageutives’ leadership effectiveness
were computed and linear correlation coefficieolaing the ODI and PVE, as well as
ODI and LE were computed. Table 5 presents the atatipns involving the 48
organizations involved in the research.

Table5
Organizational Differentiation Index, Personal Values Balance and Leadership
Effectiveness Results

Nbr. SECTOR C R oDI PVB | LE
1 | Health Care Ol 045 0.08 0.04 O 15
o2 055 2®. | 014 20 18

03 065 20.| 0.16 20 19

04 062 40.| 0.25 40 23

Paper & Packing 05  0.63 0.45 0.28 80 27

3 | Mechanical Parts 06 0.30 0.05 0.02 O 16
Electrical Parts 01 0.45 0.65 0.29 40 20

08§ 0.71 ®.4 0.28 60 26

5 | Transport/Logistic 09 0.30 0.5( 0.15 20 16
0 10 0.56 0.66 0.37 | 60 23

011 054 50| 0.27 40 21

6 | Consumer Electronics 012  0.35 0.25 009 O 15
O13 065 59.| 0.36 60 24

014 060 69.| 0.39 40 25

015 065 69.| 0.42 60 27

Vehicles O16 0.43 0.70 340.| 40 18
Virgin Media 017  0.49 0.22 0.11 40 15

Info Technology 018 0.63 0.62 039 | 60 28
019 060 69.| 041 60 29

020 063 7D.| 0.49 80 23

021 062 3D.| 0.23 60 15

10 | Service 022 0.62 0.58 0.36 60 24
023 058 5O | 0.29 40 23

024 058 7®.| 0.44 60 27

12
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11 | Physical Distribution 025  0.54 0.62 0.38 40 25
12 | Car dealer 026 0.59 37 220.| 40 19
13 | Language School 027 068 0.40 0.25 40 20
14 | Banking O28 0.61 050 3x.| 60 23

029 064 D.7| 045 60 26
11 | Supermarket 030 056 0.40 0.22 40 15

031 079 5D.| 045 60 25
12 | Telecom 032 057 040 30.2 40 21

038 057 &5 031 40 23

O34 061 @4 0.24 40 22
13 | Clothes 035  0.64 056 .360 | 40 24

036 076 D6 047 40 25
14 | Shoes 037 073 0.40 0.29 60 23

038 069 7D.| 053 80 25
15 | Graphics 039 068 040 250.| 40 23

040 057 (®.4 0.23 40 23
16 | White Goods O4l  0.65 0.45 0.29 40 18
17 | Software House @ | 058 0.59 0.34 | 40 24
18 | Construction Material O 43 0.54 0.50 0.2 20 19
19 | Hotel Chain 044  0.58 0.76 0.44 60 27
20 | Office Material 045 0.71 0.8( 0.5y 80 28
21 | Protection Equipment O 46  0.70 0.2p 0.18 20 15
22 | Frabics 047 057 0.40 0.23 20 17
23 | Departamental Store 048  0.6p 0.23 0.15 40 19

O = Organization, C = Commitments, R = Results, P¥/Bersonal Values Balance,
LE = Leadership Effectiveness, and ODI = Organaradl Differentiation Index
Source: Research Data.

As mentioned the linear correlation coefficient vwasnputed taking into account the set of
paired data involving all the 48 organizations niggier sonal values balance one variable,
and organization differentiation index the other. The result was a linear correlation
coefficient of +0.80 which suggests, according ¢br8idt (1975), a high degree of positive
relation between the two considered variables, fartiermore, this finding is confirming
previous research results (SIKULA, 1971).

13
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Finally, the linear correlation coefficient was qouted taking into account the set of paired
data involving the 48 organizations, beitepdership effectiveness one variable, and
organizational differentiation index the other. Again the result was a linear correfati
coefficient of +0.80 which suggests a high degréeasitive relation between the two
considered variables, and furthermore, this findeunfirms previous research results
(BRUNO, 2005).

CONCLUSIONSAND RECOMMENDATIONS

Conclusions
The following conclusions were reached based omebearch:

1. The study has shown that the executives involvatierresearch have an unbalance
in their personal values profile; and, even worisethe fact that the political
orientation, which has partially to do with the pess of influencing people, that is
to say leadership, received the lowest averagees.0). This finding can be
partially explained, as said before, due to the that the great majority of the
executives of the sample (72%) belongs to the Gé¢ioer X (ZEMKE et al., 2000),
the survival generation with a casual approachutbaity, and, on the other hand,
the political value is associated with politics, ighhis somewhat “dirty” for the
majority of the citizens. In any way this is the ment to face this problem. If we
really want to have leaders with traits such aspoesible influence, people
centered, showing coherence between attitudesdaiwhs, and fecundity, that is to
say, leading the process of assuring progress,weameed to work hard in order to
develop knowledge for better understand and inftadaaders’ personal values.

2. The results of leadership style flexibility anddeaship effectiveness lead us to the
conclusion that this group of executives needseieive training in terms of
leadership skills, once they need to have moralikty of styles and to be able to
use the appropriate style depending on the situafoevious studies (HERSEY,
BLANCHARD and JOHNSON, 2001) suggest that by hauimg new profile this
group of executives will be able to lead their enigations towards better results.

3. Once the study uncovered the high positive relatietween executives’ personal
values balance and leadership effectiveness, dsagjeéxecutives’ personal values
balance and organization effectiveness, would gelyirecommended in leadership
development efforts to take into considerationiticat analysis on personal values’
balance, once all the value orientations usedersthdy are important, so all them
needed to be valued. As a consequence, societyhavé leaders with a more
comprehensive view of the world, assuring, theesfarore appropriate decisions.

Recommendations

General

A certain number of initiatives should be takenirtgprove the development of leaders
aiming at the establishment of a new society:
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a) to address issues such as leadership in societytsagonal efforts as from the early
childhood in order to prepare the new generationdHe responsible practice of a
leadership primarily focused on people and thesfgssional and personal needs;

b) the hour of choice is now ; in order to assure #iatof mankind, with poor quality
of living, will receive a fast and effective attemt from the leaders of today and
tomorrow, we need to speed up the process of tdatization of the concept of
leadership, that is to say, we need to make lehigeexcessible to people from all
disciplines, all ages and everywhere; and

c) let all of us stimulate and support such organmeti as the United Nations
(UNESCO) and all the educational system worldwideontinuing to multiply and
flourish in terms of projects and decisions towatds human society development,
assuring convergence of the business world, thiéigadlinstitutions, and the civil
society; however, we must realize that this willyobe possible if all the parts
involved are agreed on the basic values and puspaséerlying their projects and
decisions (actions) — true union (heart to heaift)be a must.

Specific
The samples used in the study were rather smatettbre any extrapolation from the
results of the research must be done with caution.

In future studies of the same nature a 360 degprsal , as far as leadership style , style
flexibility and leadership effectiveness are coneer, would be highly recommended.

Additional researches of the same nature involdiggger sample sizes and conducted in
other cultures are highly recommended.
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