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Abstract

There is a growing interest in the need to expand frontiers of leadership studies
with particular reference to leadership styles that people practice in both public
and private sector organisations. This is to ensure that the right leadership
behavioural traits are identified and encouraged for practice among workersin
organisations to enhance efficiency and productivity. This study examines
leader ship stylesin the Tamal e Technical University employeesaccording to gender.
Key issues examined include relationship between staff leadership styles i.e.
leader ship styles practiced by both male and femal e staff and how these |eader ship
styles promote efficient performance and productivity. The study adopted a
descriptive survey of non-experimental research method involving the use of both
qualitative and quantitative analytical techniques. The study used purposive and
stratified random sampling techniques for selection of respondents with a
guestionnaire as the research instrument. The study discovered that there is an
association between the gender of staff and their leadership styles. The study also
revealed that although both male and femal e empl oyeesin the university practiced
transformational |eader ship characteristics than transactional behavioural traits,
female staff slightly dominated their male counterparts in the practice of
transformational |eader ship styles whilst the mal e staff also dominated the female
staff in the practice of transactional leadership styles. The study concludes that
behavioural traits of transformational |eadership styles promote staff efficiency
and productivity than transactional leadership styles. The study recommends that
the university authority should encourage the practice of transformational
leadership characteristics among its staff to ensure efficient performance and
productivity.

I ntroduction

Theworldisfast becoming aglobal village mainly dueto technological
improvement. Today, many countries, especially the devel oping ones, have
growninterest inthe use of Information Communication Technology (ICT)
asadevelopment tool to grow their economies (Samuel and John, 2009).
Inlinewiththis, the International Monetary Fund (IMF) forecastsglobal
output to expand by 4.8 per centin 2010 and 4.2 per centin 2011 and this
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could only becomearedity through prudent management of scarcenationd
resources acrossthe globe (Wilsonand Clark, 1997).

However, devel opment goesbeyond mereimprovement in economic
growth. “Today, development is seen as a multi-dimensional process
involving changesinthesocid, palitical, cultural and economic structures,
population atitudesand nationd indtitutionsfor accd erated economic growth
to ensure the elimination of poverty, unemployment and inequality”
(Amegashie-Viglo, 2009). The multi-dimensiona processof development
must encompasstrue leadership characteristicsmalesand femal esexhibit
asafunction of their gender (Rosener, 1990).

Furthermore, it isbelieved that women are often | eft out of |eadership
positionsin corporate organi sationsand wherethey are not, they are often
under-represented. The situation of ManicaPolytechnicin Mozambique
confirmsthisassertion wherethereare only 17 per cent female employees
asagainst 83% maedstaff (Manjichi, et al., 2007). Most feministsexplain
that under-representation of women in top management positions could
lead tothe possibility of talented women avoiding corporatelifeinfavour of
entrepreneurial careers(Oakley, 2000). Thispresentsaworrying trend of
fema erelegation from respongble positionsin organisations, especidly a
thetimetheworld is calling for female empowerment through drastic
reductionsof their unemployment rates.

Despitethedisparities, researchershavetried tofind reasonsfor the
problem by looking into |eadership styles of malesand femal es (Rosener,
1990). Thiswould not only helpin the femal e empowerment but, would
satisfy the critical research curiosity of getting adefinite solution to the
leadership problem and theendlessquest for it in most organi sations (Handy,
1993; William, Jamesand Susan, 2002).

Waldman et al. (2001) arguethat thereisthe need to take asearch
into leadership styles serioudy sincethesevariableshavedirect effectson
thedecisona processand resultsof organisations. Kaha and Sosik (1997)
and Evkdl and Rhammar (1998) smilarly arguethat |eadership stylesaffect
group-work processes, socia climate and results of organisations.

Theoveral pictureisthat thereisgrowing interestsin the need to
expand thefrontiers of |leadership styles studies asthese variables affect
performance of workersand organisational outputs. Specificinterestisaso
towards the need to identify leadership styles with gender by many
researchers (Kanter, 1977; Barrett, 1980; Helgesen, 1990; Rosener 1990).
Thisprovidesenough ground for the studly.
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Objectivesof the Sudy

Themain objectiveof thisstudy wasto examinetheleadership stylesof the
staff of TamaeTechnical University by gender and how theseleadership
sylesaffect saff productivity. Specificaly, thisstudy examinedtheleadership
sylesinthefollowing aress,

1. Toexaminecharacteristicsof |eadership styles of femaleand
maegaff.

2. Toascertain whether gender isrelated to leadership styles.

3. Toidentify how leadership stylesarerelated to productivity.

Resear ch M ethodology
Research Design

In thisstudy, descriptive survey of non-experimental research designwas
used. Yieri (2006) assertsthat descriptive survey involvescollection of data
inorder to answer research questions concerning the current status of the
subjectsunder study. Theinvestigator does not control factorsthat may
influencethe behaviour and performance of subjectsunder study thereby
reporting the outcome as they are (Marshall and Rossman, 1989).
Researchersoften usethisdesign to gainin-depth understanding of events,
processesand Stuationsinvolving aspecific casestudy area(Trochim, 2006).

The design of aresearch is an overall programme guide that the
researcher usesinthe processof datacollection, andysesandinterpretation
(Obeng, 2003). Yieri (2006) and Yin (1994) dso describeresearch design
asaplan or blueprint that specifieshow datarelating to agiven problem
should be collected and analysed.

In order to obtain in-depth background of respondents, participants
were asked to indicate their gender to help inform the study on the
demographic characteristics of the populationinthe study area.

Inaddition, the study took into consideration thelevel of respondents
education as part of their demographic information so asto help inthe
discussion of their leadership style by gender. Another important
demographic datathe study obtained from respondentswason their ranks.
Employeeswere grouped into threeranks namely; junior staff, senior staff
and senior members.
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Aspart of the demographicsof the respondents, the study elicited
their viewson how long they had stayed and worked intheingtitution so as
tomeasurether experienceleves. Theleadership Sructureof theuniversity
isdivided into academic and administrative divis onswhich aremade up of
Principal Officers, Deans, Heads of Departments(HoDs) and Unit Heads.
Inorder toidentify positionsheld by gender among staff, respondentswere
madeto indicatethe gender of their current supervisors.

Consensusbuilding ismostly arrived at in any human establishment
through popular participation by membersof thegroup. However, theextent
to which the group leader exercises his or her discretion by allowing
subordinatesto participatein consensushbuilding may depend ontheleader’s
gender. Onthat basis, thestudy sought the viewsof respondentson whether
ferd e supervisorsdo use partici pation to build consensuswith subordinates
at work. Four (4) objective variables were presented to respondentsto
choosefrom.

The study in an attempt to establish theinfluence of gender on staff
leadership stylesin Tamale Technical University, respondentswere asked
toindicatefromfour objective variablestheformsof decisionsoftentaken
by their supervisors.

Inthislight, the study examined femaleleadership characteriticsin
theuniversity by takinginto consideration their use of power sharing and
delegation of subordinatesin decision making.

Similarly, the study analysed the extent at which femalesexhibit a
transactional leadership style of spelling out clear rulesand enforcingthem
on subordinates.

Asaway of ng themaleleadership characterigticsinrelaionto
transactional leadership styles, their behaviour in respect to monitoring of
subordinatesirregul arities, mistakesand deviationswere examined.

Sample size determination

Sampleinresearchisdescribed asasubsat or aportion of thetotal population
(Bernett, 1991). Therationaleisto make generdisation or inferencesbased
onthestudy of the samplesabout parametersof the populationfromwhich
the samples are drawn (Yin, 2003). Obeng (2003) holds the view that
sampling apopulationfor researchisadvantageousfor thefollowing reasons.

e |t savestimeand resources;
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o [tminimisesproblem of record keegping sinceresearcher ishandling
relatively smaller number of respondents; and

o |f well done, it canbehighly accurate.

Using aconfidencelevel of 95 per cent to give an estimated average
value of thetrue population of staff of Tamal e Polytechnic and asampling
error of 5 per cent (Cochran, 1963; and Yamane, 1967), the researcher
determined the samnl e size of the study areaby using Cochran’s (1977)
formula; n=7 +,:u-.:s:.= where N= Target population (478), e=Sampling
error and n=samplesize.

2 - 218

Therefore, M= 4e78(005) ~ 2.93

Based onthe above, asamplesize of 218 was selected for the studly.
Duetothelimited number of fema e staff inthe university (381 maesand
97 females), 70 respondents were selected from female staff and the
remaining 148fromthemaegaff. Thesamplesizesof bothmdeandfemde
staff were done purposively. This was to ensure that enough female
respondentswereincluded inthe study.

Results
Demographic Profile of Respondents

Out of the 218 respondents selected, 148 were maeswhilst theremaining
70 respondentswerefemal es, representing 68 and 32 per cent respectively.
Theresultsareillustratedin Table 1.

Tablel: Respondentsby Gender

Variables | Number | Percentage (%)

Male 148 3
Femade 70 k7
Total 218 100

Source: Fielddata, 2018.
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Table2: AgeDistribution of Respondents

Age Frequency Percentage (%)
18-23yrs 8 37
24-29yrs 3 174
30-35yrs 2 193
36-41yrs 4 294
42-47yrs ) 16
48-53yrs 24 11
Over 54 yrs 7 32
Total 218 100

Source: Field data, 2018.

Fromtheandyss, itisobservedthat themaepopul ationfar outweighs
that of thefemale populationinthestudy area.

Besdesthe gender of respondentswhich reved ed awide gap between
maeandfemaedaff intheinditution, theandysesof thefiel d dataindicated
that the employeeswerevery youthful asillustrated in Table 2 above. For
example, out of the 218 respondentsinvolved in the study, 8 were between
the agesof 18-23, representing 3.7 per cent. In addition, 38 respondents
were between the ages of 2429, representing 17.4 per cent whilst 42
respondentswereidentified to be between ages 30-35, also representing
19.3%. In addition, 64 respondents were between the ages of 36-41 and
the ages of the remaining 35 respondents ranged between 42-47 years,
representing 29.4 per cent and 16 per cent respectively.

Asillustrated in Table 3, dataobtained from thefield study revealed
that out of the 218 respondents sel ected for the study, 35 of them had only
basi ¢ education and 48 of them had secondary education, representing 16
per cent and 22 per cent respectively.

Table3: Respondentsby L evel of Education

Education level Frequency | Percentage (%)

Basic education b 16
Secondary education 48 2
Tertiary education 115 53
Other 20 9
Total 218 100

Source: Field data, 2018.



Wumbie & Nantogma ~ An Examination of Leadership Styles by Gender 77

Also, 115 respondents indicated that they had tertiary education,
representing 53 per cent whilst the remaining 20 (9%) respondents al so
indicated ‘ other’ meaning that they did not have any form of education.

AsshowninTable4, anaysisof theresultsindicated that therewere
more senior staff and senior members selected for the study than junior
gaff.

Table4: Ranksof Respondentsin TamaleTechnical Univer sity

Rank Frequency Percentage (%)
Junior staff 103 a7
Senior staff & 40
Senior members 2 13
Total 218 100

Source: Fielddata, 2018.

Staff of theingtitution could riseto higher ranksthrough acquisition of
higher academic certificatesand the number of years spent at post.

TheresultsareshowninFigure 1. Information obtained revealed that
out of the 218 respondents, 42 of them have stayed intheinstitution for less
than 3 yearswhilst 78 respondentsindicated that they stayedintheingtitution
between 4—7 years, representing 19 per cent and 36 per cent respectively.
Theremaining 98 respondentswho constituted an overwhelming mgjority
of 45 per cent al'so indicated that they stayed inthe university for 8 years
and above.

Figurel: Duration of Say of Respondentsin Tamale Technical University

42(19%)

78[36%)

.

Sour ce: Field data, 2018.
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Thelarge number of respondentswho stayed in the university for
many years might have started at lower ranks and haverisen through the
ranksascontainedintheuniversity statutes. The net effect isthat they had
worked with or under supervisorsof different gender and leadership tyles.

Gender and Leadership Styles
Theresultsareshownin Figure2.

Figure2: Current supervising officersby gender

" 5%(12)

= hdale

95% (208] " Female

.

Source: Fielddata, 2018.

The study revealed that out of the 218 respondents sel ected, 206 of
them indicated that their supervisorswere maleswhilst 12 of them also
indicated that they had femaesastheir current supervisors, representing 74
per cent and 26 per cent respectively.

In effect, 86 respondentsindicated that their supervisorsdidinclude
subordinatesin decision making processes, representing 39 per cent. In
addition, asignificant number of 102 respondentswho represented 47 per
cent of the respondentsreveal ed that supervisorsintheinstitution aways
takedecisonsaoneasshowninTableb.

However, 22 respondentsindicated * not sure’ whilst theremaining 8
respondents chose ‘other’, representing 10 per cent and 4 per cent
respectively. Theresultsindicatesthat mgority of staff inleadership postions
who are mostly males often take decisions without consulting their
subordinates.

Inareated manner, many researchershave expressed divergent views
on the extent to which gender could be adetermining factor of aperson’s
leadership style. Inther responseto how gender influences staff leadership
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yleinthe TamaeTechnicd Universty, it wasdiscovered thet overwheming
mgority of therespondentsagreed that gender greatly determinesaperson’'s
leadership style.

Table5: Formsof decisionsby supervisorsin Tamale Technical University

Formsof Decisions Frequency Percentage (%)
Includes subordinates 86 Y
Takes decisions alone 102 a7
Not sure 2 10
Other 8 4
Total 218 100

Source: Field data, 2018.

Gender is described as social and cultural characteristics which
distinguishwomen from men thereby leading to socialy constructed roles,
behaviours, activities. Asindicated in Table 6, 72 (33%) respondents
indicated strongly ‘ agree’ whilst 93 (43%) indicated ‘ agree’ and thesegive
theindication that gender influences staff |eadership styleintheuniversity.

Table6: Gender asdeterminant of leader ship style

Level of Agreement Frequency Percentage (%)
Strongly agree Iz 3
Agree B 43
Disagree 0 18
Strongly disagree 13 6
Total 218 100

Source: Fielddata, 2018.

On the other hand, 40 respondentswho represented 18 per cent of
the entire respondents disagreed that gender determinesone’sleadership
style. Theremaining 13 (6%) respondentsal so strongly disagreed with the
assertion. Inthisregard, it isobserved that majority of the respondents
attest to thefact that gender has an influence on aperson’sleadership

style.
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Female Leadership Characteristics

Fromtheanaysesof their responses, it wasfound that femaeleadersmostly
use participation to build consensuswith subordinates. That isasignificant
number of respondents (78) who constituted 36 per cent strongly agreed
with the assertion that femal e supervisorsin Tamale Technical University
alwaysuse participation to build consensuswith subordinates. Similarly, 92
respondents representing 42 per cent also agreed with the assertion that
fema e supervisorsintheuniversity use participation to build consensusas
indicatedinTable7.

Table7: Femalestaff and useof participation at work

Variables Frequency Percentage (%)
Strongly agree 8 9]
Agree 2% viv)
Disagree K 15
Strongly disagree 16 7
Total 218 100

Source: Field data, 2018.

From Table 7, one may observethat 32 (15%) respondentsdisagreed
with the assertion whilst an insignificant number of 16 respondentswho
represented 7 per cent indicated that they strongly disagreed. Therewas
theindicationthat femd esupervisorsinthestudy areamogtly useparticipation
to build consensuswith their subordinates. It wasrevealed that female
supervisorsin the study areashare power and del egate subordinatesto
take decisions on their behalf. For example, 80 (38.5%) respondents
strongly agreed that female supervisors share power and delegate
subordinatesto take decisionson their behaf asindicated in Figure 3.

Categorically, it could be stated that femal e staff of Tama e Technical
Univergty practicetransdformetiond leadership syleasthey aremorewilling
to share power and del egate subordinatesto take decisonson their behalf.

The study compared these leadership characteristicsto behavioura
characterigticsof fema e staff inthe Tamae Technical University andit was
reveded that fema e supervisorswerelesslikely to exhibit theseleadership
characteristicsasillustrated in Table 8.
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Figure3: Sharingof power and delegation of subor dinatesby femalesupervisors

W ctrangly agree
B Agres
mLhisagres

strongly disagree—

Source: Fielddata, 2018

Table8: Monitoringof Subordinates and spelling out rulesby Female

Supervisors
Monitoring subordinates Frequency Percentage (%)
Strongly agree 3 17
Agree ! o)
Disagree &8 41
Strongly disagree 3 17

Source: Fielddata, 2018.

Also, 38 (17%) respondents strongly agreed that femal e supervisors
monitor subordinates irregularities, mistakesand deviations. Similarly, 54
(25%) respondents merely agreed to the assertion that femal e supervisors
do focus much attention on mistakes, irregularities and deviations of
subordinates.

Onthe contrary, an overwhelming number of 88 (41%) respondents
disagreed with the assertion whilst 38 (17%) of them aso strongly disagreed
withtheassartionthat femaeleadersintheingtitution dofocusthelr ettentions
onsubordinates mistakes, irregularitiesand deviations.

Anaysisof thefield datareved ed that femadestaff intheuniversity did
practice participatory leadership styleasillustrated in Table 9. Statisticaly,
68 (31%) respondents strongly agreed that female supervisors in the
Technica University always spell out clear rules and enforce them on
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subordinates. Also, 72 respondents s mply agreed with the assertion that
femaegtaff dwaysspdll out clear rulesand enforcethem on subordinates,
representing 33 per cent.

Table9: Femalesupervisorsand spellingrulesand enforcingthem on

subordinates
Soelling out rules Frequency Percentage (%)
Strongly agree 8 3
Agree s 3B
Disagree 48 2
Strongly disagree 0 %)
Total 218 100

Sour ce: Field data, 2018.

Itisa soworth noting that an insignificant number of the respondents
expressed opposing viewson theassertion giving theindicationthat femae
employeesaremoretransactional inthe spelling out of rulesand enforcing
them.

MaleL eader ship Characteristics

In trying to find out male supervisors way of leading in relation to
participation by subordinates in decision making process and policy
formulation, views of majority of the respondents indicated that male
supervisorsinthestudy areaawaysuse participation asaway of involving
subordinates in decision making processes. In comparison, the male
employeesarepractising smilar transformational leadership styleastheir
femal e counterparts since both of them use participationto involvetheir
subordinatesin decision making processes. Asillustrated in Figure 4, 78
(35.8%) respondentsstrongly agreed that mal e supervisorsuse participation
to build consensus in policy formulation whilst 92 respondents who
congtituted 42.2 per cent of thesampled soindi cated that they Smply agreed
with the assertion that men do use participation to build consensuswith
subordinates.

Onthecontrary, only afew of the respondents objected to the view
that male employees use partici pation to take decis onswith subordinates.
Inarelated manner, the study a so sought views of respondents on whether
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Figure4: Use of participation and sharing of power by male staff
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Source: Fielddata, 2018.

mal e supervisors share powers with and del egate subordinatesto take
decisonsintheingtitution. Theresultsareillustratedin Table 10. Analyses
of responses obtained from therespondents suggested that mal e supervisors
inthe study areashare power with subordinatesand aswell delegatethem
totakedecisonsontheir behalf.

Table10: Sharing of power and delegation by malesupervisors

Sharing of power Frequency Percentage (%)
Strongly agree S 0] 36.7
Agree B 12
Disagree K 147
Strongly disagree 13 59
Total 218 100

Source: Fielddata, 2018.

Thegatistical resultsindicatethat 80 (36.7%) respondentsindicated
‘strongly agree’ and 93 (42%) of them alsoindicated ‘ agree’ . Onthe other
hand, lessthan 20 per cent of the respondentsreported that mal e supervisors
inthe study areado not share powerswith or del egate subordinatesto take
decisonsontheir behalf. In effect, both maleand female employeesare
found to again have common |eadership characteristic in the use of power
sharing and del egation of subordinatesin decision making.
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With the data obtained from thefield study, 38 of the respondents
strongly agreed that mal e supervisors normally monitor subordinates
irregularities, mistakesand deviations, representing 17 per cent. Similarly,
54 respondents who constituted 25 per cent of the respondents also
indicated that they simply agreed that mal e supervisors concentrate on
monitoring subordinates’ irregularities, mistakesand deviationsat work as
showninTable11.

Table11: Monitoringof subordinates irregularities, mistakes
and deviationsby malesupervisors

Monitoring subordinates Frequency | Percentage (%)
Strongly agree 3 17
Agree %) s)
Disagree &8 1
Strongly disagree 3 17
Total 218 100

Source: Field data, 2018.

However, mgority of therespondentswere of the opinionthat male
supervisors do not monitor subordinates’ irregularities, mistakes and
deviationsat work. Noting from the results, one could redlisethat quitea
significant percentage of the respondents confirmed that mal e supervisors
donot monitor subordinates' irregularities, mistakesand deviationsat work.
Thisfinding therefore refutes the arguments of Hakim (2000), Rosener
(1990) and Helgesen (1990) who in their works postulate that male
supervisorsor leadersaremoretransactiond intheir style of leadership. In
thisrespect, though mal e employeesdightly dominate, acomparison of the
responsesfurther indicatesthat both male and femaleemployeesareless
likely to monitor subordinates’ irregularities, mistakesand deviaionsa work.

Probing further, respondents’ viewsweredso dicited onwhether males
intheindtitution awaysspell out clear rulesand enforcethem on subordinates
asseenin Table 12. According to the data obtained from the study, 68
(31.2%) respondentsstrongly agreed whilst 72 (33%) of themdsoindicated
‘agree . Theremaining 48 and 30 respondentshowever indicated * disagree
and ‘strongly disagree’, representing 22 per cent and 13.8 per cent
respectively.
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Table12: Malesupervisorsand spelling of rulesand enfor cing them
on subordinates

Spelling out rules Frequency Percentage (%)
Strongly agree 312
Agree 7 3B
Disagree 48 2
Strongly disagree 0 138
Total 218 100

Source: Fielddata, 2018.

By indication, majority of the respondents suggested that male
supervisorsinthestudy areaawaysspell out clear rulesand enforcethem
onsubordinates. Inthisregard, themaeemployeesdiffer fromtheir femae
counter partsinthe practice of thistransactional |eadership characteristic
astheearlier resultsindicated that thefema e staff do not spell out rulesand
enforcethem ontheir subordinates.

L eader ship Sylesand Productivity

Consensud |eadership stylethrough participation of subordinatesstrengthens
group connections. Asto how theseimpacts on productivity inthe study
area, respondentswere asked to eval uate how participation on consensus
building could influenceefficient performance of staff in Tamale Technical
University. Theresultsindicated that the morale of staff would be boosted
to efficiently perform if supervisorsalow themto participatein decision
making processes and this hasthe effect of increasing productivity. As
illustrated in Figure 5, 78 and 99 respondentsindicated ‘ strongly agree’
and ‘agree’, representing 36 per cent and 45 per cent respectively.

Inanother view, aningdgnificant number of therespondentsrefuted the
claimthat participation and consensus building could bring about efficient
performance ascontained intheresultsdisplayed above. Fromtheanayses,
itisclear that consensual decisionsthrough the use of participation of
subordinates could impact positively ontheir performance. Furtheranceto
theassessment of leadership characteristicson performanceand productivity,
thestudy d so solicited viewsof respondentson power sharing and delegetion
of subordinatesto take decisionsinfluence performance.
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Figure5: Useof Participation and Power sharingon Productivity
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Source: Fielddata, 2018.

Dataobtained indicated that 109 respondents strongly agreed that
delegation and sharing of power with subordinates could improve staff
Innovation and performance, representing 50 per cent. Smilarly, 76 (35%)
respondents also opted for ‘ agree’ . In another perspective, only 15 per
cent of the respondents showed that they disagreed with the assertion that
delegation and sharing of power with subordinates could improve staff
innovation and performance.

Asindicated earlier, fema e empl oyeeswerefound to have dominated
their male counterpartsin sharing of power and del egation of subordinates
totakedecisions.

In examining how transactional |eadership characteristicsinfluence
performance and productivity, study concentration of subordinates
irregularities, mistakes and deviations by supervisors. Theanaysesof the
datashowed aninversere ationshi p between concentration of subordinates
mistakes, irregularitiesaswell asdeviationsand their performancelevel.
Theresultsareillustrated in Table 13. That is, only 26 (12%) respondents
strongly agreed whilst 54 (25%) respondentsa soindi cated that they smply
agreed that supervisors paying attention on subordinates mistakes,
irregularitiesand deviationslead to better performance.

In another view, an overwhel ming majority of 84 of the respondents
(38%) disagreed whilst the remaining 54 respondentswho a so constituted
25 per cent of the sample popul ation strongly disagreed with theideathat
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paying atentiontoirregul aritiesand deviationsof subordinatescould enhance
job performance. L eadership stylesinfluenceefficienciesand productivities.

Table13: Influence of irregularities, mistakes and deviations on

performance
Variables Frequency Percentage (%)
Strongly agree 2% 12
Agree ! o)
Disagree A 3
Strongly disagree 7] )
Tota 218 100

Source: Fileddata, 2018

Viewsof therespondentsas contained in the Table 14 reveal ed that
76 of themindicated ‘ disagree’ whilst 11 of them also opted for ‘ strongly
disagree’, representing 35 per cent and 5 per cent respectively.

Table 14: Spelling out clear rulesfor subordinatesand itsinfluence
on performance

Clear rules & productivity Frequency Percentage (%)
Strongly agree 7] 24.7
Agree 7 3H3
Disagree 76 )
Strongly disagree u 5
Tota 218 100

Sour ce: Filed data, 2018

It pointsto thefact that spelling out clear rulesand enforcing themon
subordinates by the leader de-motivate staff to perform and thislowers
productivity. In effect, thefindingsof the study disagreewith Muna(2008)
assertion that spelling out clear rules by transactional leaders could bring
about achievement of target outputs.

Discussion

The study revealed a higher number of males than females among the
employeesof theTama e Technicd University andthiscouldleadtoagtuation
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inwhich decisionsrelating to gender are taken in favour of male staff.
Another effect isthat fema e staff could be scared from making meaningful
contributionsduring committee meetings.

Per thegender disparity infavour of maegaff intheinditution, it gives
theindication that there was more youthful male staff than their female
counterpartsand thispresentsathrest to the achievement of gender balance
intheingtitution. However, the youthful nature of theemployeesgivesthe
university acompetitive advantageintermsof productivity.

From theanayses, one could observethat mgority of therespondents
had accessed tertiary education meaning that theuniversty hasstrong human
resource basein termsof educated personnel. Theindicationisthat most of
these respondents occupi ed positionsof leadershipinoneway or theother
thereby making it possiblefor thisstudy to obtainin-depthinformationfrom
their rich experiencesinleadership. Thispotentid if properly tapped, could
a so contribute meaningfully towardstheredlisation of theuniversity’svision
of becoming the best middlelevel personnel developer especialy inthe
northern part of Ghanaand thewhole country at large.

Policiesand decisonsinvolvingingitutiona governanceand leadership
direction largely depend on staff in theseranks. Thelevel of successor
faluresof policiesintheuniveraty will largely depend on the contribution of
itsemployeesasthey arelikely to be heavily represented on Academic
Board and itssub-committees. Thesefactorsalso helpinthe enrichment of
staff experiencewith regard to the functions and governance structures of
theuniversty.

Theindicationisthat many of theserespondentswerevery conversant
withingtitutiona structures, dynamicsand processesof theuniversity. Asa
result, the empl oyees stand the chance of gaining rich experience on how
decisonsat |eadership levelsaretakenintheuniversity.

From the analyses, one could concludethat thereare moremalesin
leadership positionsin the university than therearefemales. Asaresullt,
women arelikely to belessrepresented in committees and other bodies
responsiblefor policy formulationsand implementationsin theingtitution.
Thisa so hasthetendency of gender bias policiesand programmesbeing
formulated.

It isthereforeimperativeto notethat the responses hold true with
assartionsof many gender researchersincluding Rosener (1990), Butterfield
and Grinnell (1999) and Park (1996) that gender determinesaperson’s



Wumbie & Nantogma ~ An Examination of Leadership Styles by Gender 89

leadership styles. It could therefore be argued that gender determinesthe
styleof leadership being practicedintheuniversity.

However, non-usageof participationin consensud building by femade
supervisorscannot a so beruled out completely. Thisa so atteststo thefact
that womenintheuniversty aremoretransformationa sincethey aremore
likely to adopt consensusin decison making.

Inthissense, Bass (1990) assertion that women arelesstransactional
inleadership style holdstruewithfindingsof thestudy. Thisthereforegives
anindicationthat female supervisorsin Tama e Technica University do not
concentrateon subordinates mistakes, irregul aritiesand deviationsat work.
Hence, they arelesstransactional inther style of leadership inthisregard.

Contrary tothe earlier revelation that femal e empl oyees adopt more
transformational |eadership characteristicsin their positionsof leadership,
one standsto agree with the assertion of Natalia(2010) that femal es often
adopt multipleleadership stylesand gpply each of themto different Stuations.

Therefore, one could argue that too much attention on subordinates
irregularities, mistakes and deviations by leaders could lower their
performance and hencelow productivity. Thediscovery madeinthiswise
confirms Muna (2008) assertion that transactional |eadership styleshave
beenineffectivein providing satisfaction to employeesto perform.

Conclusion and Recommendations

The study examined |leadership stylesof Tamale Technical University staff
by gender with referenceto whether gender isrelated to leadership styles,
characteristicsof maeandfemaeleadership stylesaswell astherdationship
between |eadership stylesand productivity. Thediscussion of theresultsof
thisstudy showed that gender determines staff leadership styles.

The study established that femal e employeesin Tamale Technical
University adopt moreof transformationd |leadership behaviourd traitsthan
transactiond |eadership characterigticsasthey useconsensushbuilding through
participation and sharing of power with subordinates than their male
counterparts.

Conversely, male staff dominated in the practice of transactional
leadership style as they spelt out clear rules and enforced them on
subordinates and al so monitored their mistakes. However, both maleand
female supervisors practiced some form of both transactional and
transformationa |leadership characteristics.
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The study further established that transformational |eadership
characteristicssuch asthe use of participation, sharing of power with and
delegation of subordinatesin decison making promote higher productivity
than transactional |eadership characteristics. On the bases of the above
findings, thefollowing recommendationsare made:

¢ |tisrecommended that the authority should encouragethe use of
consensusbuildingindecison makingand asodlow participation
of all employees, irrespective of their sex or ranks, in policy
formulationsand implementations. Thesewould inculcateinto the
staff asense of belongingness and the need for themto contribute
their quotato the development of theuniversity.

o |tisfurther recommendedthat theuniversity authority and employers
ingeneral should regularly offer leadership trainingsto staff. These
will exposethem to knowledge of best leadership practicesrequired
for efficient performanceand productivity in corporateingtitutions.

¢ Thefindingstha femaeemployeesaremoretrandformationd while
male are more transactional needs to be confirmed in other
Univergtiesin Ghana

Finally, it isrecommended that further research be conducted into
other aspectsof leadership such asfactorsinfluencing peopl € sleadership
stylesand effectsof |eadership styleson labour turn-over in the Education
Sector in Ghana.
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