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ABSTRACT 

In recent decades a widening of access of women to education 1ms occurred but not an increase 
of women occupying management.positions. In higher education in some countries around 40 
per cent of its academic staff are women, yet their advancement into management positions is 
slow and negligible. 

Leadership attributes are shown as contributing to this situation. Leadership attributes are 
qualities that shape an individual's leadership behaviour. It is pointed out tirnt the likelihood of 
a particular person having leadership attributes depends in large measure on who they are and 
the environment in which they have been raised and work. Measures of leadership attributes are 
considered as highly related to measures of leadership performance. Vie paucity of women in 
management is attributed to the personality characteristics, attitudes and behavioural skills of 
women tliemselves. 

Sri Lanka enjoys a unique situation among South Asian countries in respect of women's 
participation in education but their representation in higher education management is very 
similar to l\wt which exists all over the world. 

The present study attempts to examine whether men and women in academic and 
administrative positions exhibit more traditionally male/female attributes respectively. The 
Leadership Attributes Inventory developed by Moss and Liang (1990) used for a self rating of 
leadership attributes of academic and administrative managers in the Open University of Sri 
Lanka in 2002 was administered to their counterparts in the University of Colombo in order to 
compare the ratings of managers in the two universities. The attributes were clustered into four 
groups -.Ethical, Action-oriented, Intellectual and Interpersonal and analysis of variance was 
used to examine the significance of the differences in relation to clusters by background 
characteristics. 

The study found, that similarities exist in the ratings of attributes by men and women 
managers. Men and women managers did not exhibit more traditionally male/traditionally 
female attributes. The managers of the two universities differed significantly in only two attributes: 
insightfulness and appropriate use of leadership styles. These attributes could not be easily 
linked to gender diaracteristics. 
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INTRODUCTION 

Increasing interest in ensuring gender equity during recent years has led 
researchers to inquire into the paucity of women in management positions. 
It is being pointed out that especially in the higher education sector the world 
over, which is at present witnessing an increasing representation of women, 
there is still a reduction of their entry into management levels. 

Attention has been focused on the leadership attributes of those who 
attain and are eligible to attain management positions, as a factor which 
may influence the actual achievement of mobility to such positions. Some 
studies have attributed the paucity of women in management to the 
personality characteristics, attributes and behavioural skills of women 
themselves. Bond (1999) for example, points out that the likelihood of a 
particular person having leadership attributes depends to a large extent on 
who thev are and the environment in which thev have been raised and 
work. 

Sri Lanka in comparison with other South Asian countries has the second 
highest female literacy rate, second highest female participation rate in 
primary education and highest female participation rate in secondary 
education as well as a very high female participation rate at the level of 
university education. (Table 1) 

Table 1 : Selected Educational Statistics for South Asia 

Country 
Literacy (2000) Enrolment at Primary 

Level 
Enrolment at 

Secondary Level Country 

Male Female Male Female Male Female 

Bangladesh 52 29 80 83 52 56 

Bhutan 61 34 58 47 7 2 

India 69 42 78 64 59 39 

Maldives 96 96 100 100 41 44 

Nepal 59 24 79 60 62 46 

Pakistan 58 28 84 60 46 32 

Sri Lanka 94 89 97 97 70 74 
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Yet contrary to this high achievement Sri Lanka, like most other countries 
in the world has a low percentage of women in university management 
positions (Gunawardena, 1997). 

A recent study (Gunawardena and Lekamge, 2002) analyzed the 
leadership attributes of men and women in management positions in the 
Open University of Sri Lanka, one of the 13 national universities in Sri Lanka. 
The present study is an extension of that study and attempts to compare 
the leadership qualities of managers of the Open University of Sri Lanka 
with those of the University of Colombo, a leading university located in the 
capital. 

Review of Pertinent Literature 

'Leadership is hard to define: we know it when we see it but it is hard to 
predict' (Green, 1988). Leaders have been studied and labeled according to 
particular styles (autocratic, charismatic, laissez-faire), their attributes 
(insightfulness, adaptability, vision, accountability, communication, 
confidence, persistence, enthusiasm, etc.), and also according to situations. 
Leadership has been defined in many different ways - in terms of behaviour 
and individual traits, power, interaction patterns, role relationships and 
perceptions of others regarding legitimacy of influence. 

Leadership attributes are qualities possessed by the individual that shape 
his/her leadership behaviour. Within the constraints of a given situation, 
attributes predispose individuals to behave in consistent ways. As such, 
measures of leadership attributes should be highly related to measures of 
leadership performance. Moss and Liang (1990) and Moss and Johansen 
(1991) compiled a list of 37 leadership attributes from a review of literature 
and used them to develop a Leadership Attributes Inventory. They also 
conducted three studies to test the validity, reliability and utility of these 
research instruments that demonstrated that all of the 37 leader attributes 
are highly related to the leadership effectiveness of vocational administrators 
and business managers. They grouped these attributes into four clusters: 
ethical characteristics, action-oriented skills, intellectual skills and 
interpersonal social skills. 

Campbell et al (1981) suggested that leadership was a process through 
which the individual (the leader) secured the cooperation of others (the 
followers) towards goal achievement in a particular setting. Caldwell and 
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Spinks (1988) found that the prime importance of any leader was gaining 
the commitment of others to a vision and thus ensuring that the vision shape 
the policies, plans and day-to-day activities in the organization. Kouges and 
Posner (1991) surveyed managers and workers nationally in several states 
to determine the four characteristics most admired in leaders. They 
determined that the four most admired were honesty, competence, vision 
and inspiration. Blended together these attributes constituted credibility. 

Bond (1999) identifies four significant attributes that leaders are seen to 
possess: vision, voice, action and credibility. Vision is the ability to 
communicate to others what a goal may look and be like and instill the 
motivation in others to move towards that destination. Voice is the ability 
to listen to what is said and not said by members of the group and to express 
these wants, needs, hopes and fears to others. Credibility is the ability to do 
what one wants to do, while commitment to action is a sustained focus over 
time in often very different circumstances. She also explains that the degree 
to which each of these attributes has been developed depends on the person's 
life experiences, including cultural norms and values, education and training, 
personality, experiences etc. 

A new proposition is that men and women bring systematic differences 
to their leadership styles. It has been argued that because of their early 
socialization process, women have developed values and characteristics that 
result in leadership behaviours that are different from the traditional 
aggressive, competitive and controlling leadership behaviours of men 
(Schwartz, 1989; Shakeshaft, 1989;Helgesin, 1990; Rosener, 1990; Thorp et 
al, 1998). These authors contend that women typically bring to administrative 
positions an approach to leadership that is consistent with developmental, 
collaborative, relationship-oriented behaviours. Consequently it is argued, 
that women will become more effective administrator-leaders than men 
(Applebaum and Shapiro, 1993,-Smith and Smiths, 1994; Booysen, 1999). 
After reviewing 12 studies comparing male and female styles of leadership 
Eagly and Johnson, (1990) found that women were more likely to adopt a 
participative or democratic style of leadership while menassumed autocratic 
and directive styles. 

Adler and Izraell (1994) suggest that although men and women can adapt 
to either styles of leadership there are structural and psychological barriers 
to accepting women as leaders and in leadership positions. The structural 
barriers include legal, educational, cultural, social and historical factors. The 
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major psychological factors infl uencing equal acceptance of women as leaders 
include cultural and social attitudes towards women, but also the socialized 
perceptions of women and women's own self-perceptions. Kipnis and 
Herron (1994) suggest the need to develop a set of skills and abilities that 
facilitate leadership partnerships between men and women. 

Yet Belenky etal (1988) and Nieva and Gutek, (1981 ) felt that the 
commonly accepted stereotypes of women's thinking as emotional, intuitive 
and personalized has contributed to the denunciation of women's minds 
and contributions, particularly in Western technologically oriented cultures, 
which value rationalism and objectivity. The latter authors suggest that the 
reported differences simply reflect socialized perceptions. They propose that 
the traditional notion of power that evolves from a position or title rather 
than maleness or femaleness appear to be the critical factor in the response 
of colleagues or subordinates. 

Proehel and Taylor (1997) propose drawing on Keegan's theory of 
development, that the qualities that make for effective new style leadership 
are a function not of gender, but of complexity of mind. They suggest that 
among the requisite cognitive complexity, women's greater capacity for 
relational-based approach to living and learning may make them more 
effective in the new leadership roles. They argue that the modern workplace 
requires integration of objective and subjective perspectives, of analytical 
and intuitive approaches and of decision-making and collaborative styles. 
Gilligan (1982) showed that more than half of the women studied favoured 
connected styles and nearly all the men favoured separate styles. More 
significantly, however, women have demonstrated a superior ability to be 
'polygamous', they can synthesize and move between connected and separate 
approaches. 

Belenky (1996) suggests that women as leaders are centered on promoting 
human development and they have developed themselves as public leaders 
by extending and elaborating women's traditional roles and women's ways 
to an extraordinary degree. 

Moss and Jensrund (1995) concluded that male and female vocational 
instructors use the same criteria to judge the leadership effectiveness of their 
administrators. Female vocational administrators are judged to be slightly 
more effective leaders than their male counterparts by both male and female 
subordinates and/peers. Women also tended to have a higher level of many 
desirable attributes. Overall, vocational instructors did not exhibit any gender 
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biases in their ratings of departmental heads while neither male nor female 
raters demonstrated preferences based upon the gender of the administrator 
being rated. The researchers felt that one possible reason for the difference 
is that the socialization process of the females in the culture of the United 
States tends to develop those values and skills that support an empowering, 
facilitating leadership style - the style that both men and women see as 
desirable. 

Other theorists and researchers argue that there are no systematic gender-
related differences in the leadership behaviours of men and women. They 
believe that given equivalent levels of responsibility within an organization, 
men and women exhibit the same leadership behaviours. Socialization within 
the organization, self-selection of those who choose administration and the 
constructs of the administrators' responsibilities override any adherence to 
general gender-differentiated styles of behaviour (Bass, 1990; Eagley and 
Johnson, 1990; Wirostad et al, (1992). Beckstrom (1992) in her study of 223 
female and male managers also concluded that where men and women 
encounter similar organizational influences, their perceptions about the 
individual qualities important for success are similar. 

Matusak (2000) argues that by continuing to define leadership in terms 
of gender-specific roles and that men and women have inherently different 
ways of leading, we are perpetuating the age-old myth that one or the other 
of the sexes is more suited to accept responsibilities of leadership. 

A few studies have attempted to examine the situation in Sri Lanka with 
regard to women's representation in higher education. Karunaratne (1996, 
2002) points out that while women have succeeded in gaining access to 
higher education on equal terms with men, their progression into 
management positions is still limited. Gunawardena (1994) probing into 
the lower participation of women in selected professional fields such as 
Engineering examined the influence of early socialization on educational 
and occupational choices of women. 

The present study probes deeper into the issue and seeks to find out 
whether and how the self-ratings of Leadership attributes by men and 
women differ in two selected Sri Lanka Universities. Especially in view of 
the influence of a culture that has certain definite role expectations from 
women, the present investigation provides an extremely relevant case. 
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Objectives of the Study 

The major objective of the study is to compare the attributes of men and 
women in management positions in the two selected Universities to find out 
whether they exhibit traditionally male or traditionally female attributes. 

This objective is further broken down into several research questions. 

1. Do men and women managers exhibit different leadership attributes 
which can be linked to their gender? 

2. What is the relationship between men and women managers and 
their age, educational qualifications or type of management work, 
that is, administrative or academic? 

3. Are there significant differences between men and women managers 
in respect of different leadership attributes clusters? 

4. To what extent are the above similarities or differences related to 
the University in which they are employed? 

Methodology 

The Leadership Attributes Inventory developed by Moss and Liang (1990) 
was distributed to the above managers together with a preliminary section 
which requested background information, such as educational qualifications, 
age and experience. They were also requested rate themselves with regard 
to the 37 leadership attributes using a four-point scale: 

1 = About 40% or less of the time this is an accurate description of me 

2 = Just above 40 to 60% of the time this is an accurate description of me 

3 = Just above 60 to 80% of the time this is an accurate description of me 

4 = Just above 80 to 100 of the time this is an accurate description of me 

5 = Not applicable 

The self-rating given by the managers regarding the possession of these 
attributes were analyzed to obtain a mean rating of individual attributes 
and differences by gender for each attribute. In addition, analysis of variance 
was carried out to examine the significance of the differences in relation to 
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attributes clusters by gender and university. Here the attributes were clustered 
into four groups: Ethical characteristics, Action-oriented skills, Intellectual 
skills, and Interpersonal skills as given below. 

Ethical characteristics Action oriented 
skills 

Intellectual 
skills 

Interpersonal social 
skills 

Willing to accept 
responsibility 

Confident Insightful Adaptable 

Courageous Achievement-
oriented 

Creative Tolerant of 
ambiguity 

Enthusiastic Accountability Intelligent Assertive 

Trustworthy Enthusiastic Decision making Tolerant of 
frustration 

Emotionally balanced Venturesome Problem solving Communication 

Committed to the 
common good 

Planning Information 
gathering 

Sensitivity 

Personal integrity Delegating Motivating others 

High ethical standards Organizing Networking 

Stress management Time 
management 

Team building 

Coaching 

Conflict 
Management 

Appropriate use of 
leadership styles 

Ideological beliefs 
are appropriate to 
the group 

Sample 

The sample for the study was drawn from among the academic and the 
administrative managers of the Open University of Sri Lanka and the 
University of Colombo. The sample comprised in the case of the Open 
University all those who were at the time of the study or earlier occupying 
management positions but in the case of the University of Colombo, due to 
practical convenience, was limited to managers currently occupying these 
positions. A total of 65 questionnaires were administered in Open University 
and ... in the University of Colombo. The total number responding to the 
questionnaires was 52 for Open University and 49 for the University of 
Colombo. 
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Distribution of Managers by Gender and Category (%) 

Category Gender Category 

Male Female Total 

Academic 37.6 23.8 61.4 

Administrat ive 20.8 17.8 38.6 

Total 58.4 41.6 100.0 

Classification of managers by gender and educational qualifications is 
given in Table 3. 

Table 3 

Distribution of Managers by Gender and Educational 
Qualifications (%) 

Educational Qualifications Male Female Total 
GCE(Advanced .Level) or Below 5.0 2.0 6,9 
Bachelors Degree 7.9 8.9 16.8 
Master's Degree 14.9 4.0 18.8 
Ph.D 25.7 21.8 47.5 
Other 5.0 5.0 10.0 
Total (%) 58.4 41.6 100.0 
Total (N) 59 42 101 

The above table indicates that the educational qualifications of the 
managers vary from below GCE (Advanced Level) to Ph.D. The variation is 
a result of the inclusion of administrative managers into this group. Almost 

117 

Background Characteristics of University Managers 

Table 2 shows that there is a majority of men among those who have 
responded to our questionnaire. The administrative staff are more or less 
equally balanced but the predominance of males is mostly shown in the case 
of the academics. 

Table 2 
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Distribution of Managers by Level of Position and Gender 

Position Gender Total Position 

Male Female 
Total 

Academic - Top Level 12.9 10.9 23.8 

Academic - Middle Level 24.7 12.9 37.6 
Administrative - Top Level 9.9 9.9 19.8 

Administrative - Middle Level 10.9 7.9 18.8 
Total (%) 58.4 41.6 100.0 

Total (N) 59 42 101 

The above table indicates that fewer women academics are placed at the 
middle level. 

Table 5 

Distribution of Managers by Age and Gender 

Age Male Female Total 

30-39 7.9 5.0 12.9 

40-49 15.9 7.9 23.8 

50-59 27.7 19.8 47.5 

Above 60 6.9 8.9 15.8 

Total (%) 58.4 41.6 100.0 

Total (N) 59 42 101 

Table 5 shows classification of managers by age and gender. The highest 
proportions of the university managers of both sexes are in the age range of 
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half of the total number of respondents has Ph.D. degrees with a higher 
percentage of them being men managers. 

The managers were categorized as top and middle level mangers 
according to their positions in the official hierarchy. Thus the Vice-
Chancellors, Directors and Deans would come under top level academic 
management while the Registrar, Deputy Registrar and the Senior Assistant 
Registrars would represent top-level administrative positions. 

Table 4 



Men and Women in Leaderships Comparison of Two Universities 

University 
Experience 

Male Female Total 

Less than 5 years 4.0 0.0 4.0 

5-10 years 16.9 5.9 22.8 

11-20 years 13.8 12.9 26.7 

21-30 years 13.8 12.9 26.7 

Over 30 years •9.9 9.9 19.8 
Total (%) 58.4 41.6 100.0 
Total (N) 59 42 101 

Table 6 denotes an interesting situation which shows that the lower 
percentage of women in management positions is a result of less women 
being selected or promoted to these positions in the recent past, either less 
than five years or ten years ago. The disparities between the more experienced 
managers are negligible. 

Finally we looked at the distribution of managers by University and 
Gender. 

Table 7 

Distribution of Managers by Gender and University 

University Male Female Total 

Open University 31.7 19.8 51.5 

University of Colombo 26.7 21.8 48.5 

Total (%) 58.4 41.6 100.0 

Total (N) 59 42 101 

Here too, there is a similarity between the two universities with the majority 
of the managers in both universities being men. 
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50-59. A little less than half of the mate and female managers are in this age 
range. 

Table 6 

Distribution of Managers by Length of University Experience and 
Gender 
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Self-rating of Leadership Attributes by Managers- Gender Differences 
- Total Sample 

Attributes Male Female F P 

Energetic with stamina 3.2241 3.0000 .134 .715 
Insightful 3.1017 2.5952 21.309 .000* 
Adaptable, Open, Flexible 3.3390 3.3333 2.049 .155 

Creative. Original, Visionary 3.0508 2.8333 .033 .959 
Tolerant, Ambiguity, Complexity 2.8305 • 2.9762 .678 .412 

Achievement oriented 3.3621 3.2619 .794 .375 

Accountability 3.4915 3.7857 11.517 .001" 
Assertive, Initiating 3.1864 2.9524 .413 .522 
Confident, Accepting of self 3.4407 3.4524 .006 .940 
Willing to accept responsibility 3-5932 3.7143 1.688 .197 

Courageous, resolute, persistent 3.4237 3.2619 3135 .080 

Enthusiastic, Optimistic 3.3051 3.2831 .081 .726 
Tolerant of frustration 2.7627 2.7857 ,034 .853 
Trustworthy, dependable, reliable 3.6780 3.7381 .784 .378 

Venturesome, risk-taker 2.8136 2.7381 1.293 .258 

Emotionally balanced 3.1525 3.2143 .904 .344 
Commitment to the common good 3.6102 3.6905 .677 .413 
Personal Integrity 3-5254 3.6429 .715 .400 
Intelligent with practical judgment 3.2712 3.2831 .033 .857 

High ethical standards 3.6271 3.6905 .216 .643 

Communication 3.3051 3.3810 .224 .637 

Sensitivity, respect 3.4068 3-3095 2.222 .139 

Motivating others 3.2034 3.2857 .257 6.13 

Networking 2.8448 2.8571 2.551 .113 
Planning 3.2542 3.0714 .386 .536 
Delegating 3.1186 3.0238 2.068 .154 

Organizing 3.1356 3.4048 1.713 .194 

Team building 3-1017 3.2143 .548 .461 

Coaching 3-0169 3.0000 .601 .440 
Conflict management 2.9492 3.2143 .018 .892 

Time management and personal Organization 3.0678 3.0952 784 .378 

Stress management 2-8475 2.9286 1.37 .712 

Appropriate use of leadership styles 2.7288 2.5952 .088 .767 

Ideological beliefs are appropriate to the group 2.2414 2.2143 .004 .834 

Decision making 2.2414 3.3905 .004 .834 

Problem solving 3.5424 3.4048 .025 .874 

Information gathering and managing 3.1356 3.3333 .587 .445 

* Statistically significant at .05 

Leadership Attributes - A Self-Rating 

The managers rated their attributes on a tour-point scale. Table 8 indicates 
the overall means and standard deviations as indicated by men and women 
managers. It indicates that, overall, the managers seem to have given 
themselves a high rating on most of the attributes. 

Table 8 
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Self-rating of leadership attributes by Managers- OUSL and 
University of Colombo 

Attributes OUSL Colombo F P 
Energetic with stamina 2.9216 3.3469 .671 .415 
Insightful 2.6538 3.1429 4.913 .029* 
Adaptable, Open, Flexible 3.2885 3.3878 1.223 .271 
Creative. Original, Visionary 2.8269 3.0816 .024 .876 
Tolerant, Ambiguity, Complexity 2,7115 2.9762 2.761 .100 
Achievement oriented 3.3173 3.5102 5,939 ..750 
Accountability 3.5962 3.6327 .102 ,750 
Assertive, Initiating 2.8654 3.3265 .380 .539 
Confident, Accepting of self 3.3329 3.5714 .973 .326 
Willing to accept responsibility 3.6346 3.6531 .132 .718 
Courageous, resolute, persistent 3.1538 3.5714 .661 .418 
Enthusiastic, Optimistic 3.0577 3.5102 .129 .720 
Tolerant of frustration 2.5577 3.0000 2.531 .115 
Trustworthy, dependable, reliable 3.6538 3.7551 3.121 .080 
Venturesome, risk-taker 2.6538 2.9184 .339 .562 
Emotionally balanced 3.0385 3.3265 .143 .706 
Commitment to the common good 3.6538 3.6327 .131 .718 
Personal Integrity 3.5000 3-6531 1.678 .198 
Intelligent with practical judgment 3.1326 3.3878 .017 .897 
High ethical standards 3.3569 3.7347 5.774 .018 
Communication 3.2115 3.4^94 "1 .461 .499 
Sensitivity, respect 3.1731 3.5714 2.210 .140 
Motivating others 3.1346 3.3469 1.563 .214 
Networking 2.6667 3.0408 1.949 1.66 
Planning 3.0192 3.3469 .003 .960 
Delegating 2.9808 3.0238 .047 .829 
Organizing 3.1356 3.1837 1.693 .196 
Team building 2.9615 3.3469 .328 .568 
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The above table indicates there were only two attributes on which there 
appears a significant difference between men and women managers. These 
attributes were 'insightfulness' and 'accountability'. Men rated themselves 
as higher on insightfulness while women rated themselves as more 
accountable. 

Table 9 below examines the differences in self-ratings of the managers of 
the Open University and those of the University of Colombo (Table 9). 

Table 9 
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Coaching 2.7308 3.3061 .2.082 .152 

Conflict management 2.8846 3.2449 ..187 .667 

Time management and personal 
organization 

2.8654 3 . 3 0 1 .553 .459 

Stress management 2.7115 3.06 r 2 4.669 . 0 3 3 

Appropriate use of leadership styles 2.4615 2 . 6 9 S 0 7.721 . 0 0 7 * 

Ideological beliefs are appropriate to the 
group 

I.SS24 1.4649 3.S67 .052 

Decision making 3.3269 3-5304 2.225 .139 

Problem solving 3.4808 3.4898 .113 .737 

Information gathering and managing 3-0962 3.3469 2 . 3 1 7 . 1 3 1 

* Statistically significant at .05 

Once again, there were only two attributes in which the managers of the 
two universities differed significantly. These were insightfulness and 
appropriate use of leadership styles. For both these attributes the Open 
University managers had given a slightly higher rating. 

We also compared the self-ratings by men and women managers in the 
two universities (Tables 10 and 11). 

Table 10 : 

Self-rating of Leadership Attributes by Managers 

Gender Differences Open University 

Attributes Male Female F P 
Energetic with stamina 3.00 2.80 1.120 .295 

Insightful 3.00 2.10 18.588 .000* 

Adaptable, open, flexible 3.31 3.25 3.11 .280 

Creative, original, visionary 3.00 2.55 4.73 .034* 

Tolerant, ambiguity and complexity 2.71 2.70 .317 .576 

Achievement oriented 3.16 3.10 1.999 .164 

Accountability 3.50 3.75 3.29 .075 

Assertive, Initiating 3.03 2.60 8.248 .006* 
Confident, accepting of self 3.37 3.25 .836 .365 

WiJIing to accept responsibility 3.56 3.75 2.73 .104 

Courageous, resolute, persistent 3.34 2.85 5.36 .025* 

Enthusiastic, optimistic 3.12 2.75 .016 .901 
Tolerant of frustration 2.50 2.65 .064 .801 

Trustworthy, dependable, reliable 3.62 3.70 .395 .532 

Venturesome, risk-taker 2.71 2.55 1.052 .310 

Emotionally balanced 3.03 3.05 3.16 .082 

Commitment to the common good 3.68 3.60 1.42 .238 

Personal integrity 3.53 3-45 .718 .382 

Intelligent with practical judgment 3-25 2.95 3.42 .070 

High ethical standards 3.59 3.55 .306 .582 

Communication 3.18 3.25 1 1.10 .298 

Sensitivity, respect 3.21 3.10 | 2.34 .132 
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Motivating others 3.15 3.10 .011 .918 
Networking 2.64 2.70 .301 .586 
Planning 3.06 2.95 .500 .483 
Delegating 3.03 2.90 .368 .547 
Organizing 2.93 3.30 .026 .873 
Team building 2.90 3.05 .000 .999 
Coaching 271 2.75 2.209 .143 
Conflict management 2.81 3.00 .055 .816 
Time management and personal 
organization 

2.90 2.80 2.183 .146 

Stress management 2.62 2.85 1.204 .278 
Appropriate use of leadership styles 2.50 2.40 .598 .443 
Ideological beliefs are appropriate to 
the group 

1.96 1.75 .372 .545 

Decision making 3.43 3.15 2.382 .129 
Problem solving 3.46 3.50 .401 .530 
Information gathering and managing 3.09 3.10 .181 .672 

* statistically significant at .05 

Table 10 shows that both male and female managers in Open University 
had given prominence to the same attributes; 'accountability', 'willing to 
accept responsibility', 'trustworthy', 'commitment to the common good', 
'personal integrity', 'high ethical standards', and 'problem solving'. It was 
also interesting to note that both the groups have given a very lower rating 
to the same attribute, 'Ideological beliefs are appropriate to the group'. 

A significant difference (.05) between male and female managers was 
observed for four leadership attributes out of the 37 attributes tested. They 
were 'insightful', 'creative', 'assertive', and 'courageous'. Means for male 
managers' were higher than the means for female managers with regard to 
those four attributes. However, female managers rated themselves higher 
than the male managers on 'accountabili ty ' , ' t rustworthy' , 'conflict 
management', 'stress management' and 'organizing'. 
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Table 11 

Self-rating of Leadership Attributes by Managers- Gender Differences 

University of Colombo 

Attributes Male Female F PP 
Energetic with stamina 3.4815 3.1818 .376 .543 
Insightful 3.2222 3.0455 .000 .999 

Adaptable, Open, Flexible 3.37(14 3.4091 .000 .992 

Creative. Original, Visionary 3.1111 3.0909 3.829 .056 

Tolerant, Ambiguity, Complexity 2.9630 3.2273 1.006 .321 

Achievement oriented 3.5926 3.4091 1.410 .241 

Accountability 3.4815 3.8182 9.109 .004* 

Assertive, Initiating 3.3704 3.2727 .534 .468 

Confident, Accepting of self 3.5815 3.6364 1.077 .305 

Willing to accept responsibility 3.6296 3.6818 .274 .603 

Courageous, resolute, persistent 3.5185 3.6364 1.545 .220 

Enthusiastic. Optimistic 3.5185 3.5000 .045 .833 

Tolerant of frustrabon 3.0741 2.9091 .614 .437 

Trustworthy, dependable, reliable 3.7407 37727 .261 .612 

Venturesome, risk-taker 2.9259 2.9091 .599 .443 

Emotionally balanced 3.2963 3.3636 .269 .606 

Commitment to the common good 3.5185 3.7727 3.512 .067 

Personal Integrity 3.5155 3.8182 .7.056 .011' 

Intelligent with practical judgment 3.2963 3.5000 .2.994 .090 

High ethical standards 3.6667 3.8182 4.960 .031* 

Communication 3.4444 3.5000 .202 .655 

Sensitivity, respect 3.6296 3.5(100 1.521 .224 

Motivating others 3.2593 3.4545 1.921 .172 

Networking 3.0741 3.0000 2.309 .135 

Planning 3.4815 3.1818 1.440 .236 

Delegating 3.2222 3.1364 .978 .328 

Organizing 3.3704 3.3500 2.841 .099 

Team building 3.3333 3.3636 2.009 .lf>3 

Coaching 3.3704 3.2273 .318 .575 

Conflict management 3.1111 3.4091 .722 .400 

Time management and personal organ: 3.2593 3.3636 .049 .826 

Stress management 3.1111 3.0000 .365 .548 

Appropriate use of leadership styles 3.0000 2.7727 .156 .695 

Ideological beliefs are appropriate., group 2.5556 2.6364 .515 .476 

Decision making 3.5926 3.4545 .258 .614 

Problem solving 3.6296 3.3182 .642 .427 

Information gathering and managing 3.1852 3.5455 2.486 122 

* Statistically significant at .05. 
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Self-rating of leadership attributes by Managers- Academics and 
Administrators -Total sample 

Attributes Academic Admin F P 
Energetic with stamina 3.131 3.1282 .840 .362 
Insightful 2.9839 2.7436 2.194 .142 
Adaptable, Open, Flexible 3.3710 3.3878 3.2821 .149 
Creative. Original, Visionary 3.0645 2.7949 .091 .763 
Tolerant, Ambiguity, Complexity 2.9032 2.8718 .852 .358 
Achievement oriented 3.4098 3-1795 .291 .591 
Accountability 3.6935 3.44872 3.126 .080 
Assertive, Initiating 3.1935 2.9231 2.612 .109 
Confident, Accepting of self 3.4194 3.4872 .446 .506 
Willing to accept responsibility 3.6452 3.6410 .287 .594 
Courageous, resolute, persistent 3.5000 3.1282 3.286 .073 
Enthusiastic, Optimistic 3.2581 3.3077 .002 .967 
Tolerant of frustration 2.6452 2.9744 .298 .586 
Trustworthy, dependable, reliable 3.7258 3.6667 .209 .649 
Venturesome, risk-taker 2.8710 2.6410 5.5549 .020* 
Emotionally balanced 3.2742 3.0256 .017 .897 
Commitment to the common good 3.8387 3.3333 33.901 .000* 
Personal Integrity 3.7097 3.3590 8.824 .004* 
Intelligent with practical judgement 3.2581 3.2564 .749 .389 
High ethical standards 3.7581 3.4872 10.863 .001* 
Communication 3.3871 3.2564 .070 .792 
Sensitivity, respect 3.3387 3.4103 2.522 .115 
Motivating others 3.2742 3.1795 .052 .820 
Networking 3.0000 2.6154 2.624 .108 
Planning 3.2419 3-0769 .535 .406 
Delegating 3.0968 3.0513 .212 .646 
Organizing 3.2903 3.1795 .092 .763 
Team building 2.2258 3.0256 .168 .683 
Coaching 2.9355 3.1282 .004 .949 
Conflict management 3.1452 2.9231 .133 .716 
Time management and personal 
organization 

3.0464 3.1282 .490 .485 

Stress management 2.7742 3-0513 1.169 .282 
Appropriate use of leadership styles 2.6290 2.7436 3.824 .053 
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Table 11 shows that in the University of Colombo significant differences are 
present for the attributes of accountability, personal integrity, and high ethical 
standards. In all three attributes, women rated themselves higher than did 
the men. The differences between men and women managers in the two 
universities were thus dissimilar. 

Table 12 
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Ideological belief? are appropriate to the 
group 

2.2581 2.1S42 1.605 .208 

Decision making 3.5161 3.2621 .668 .4K> 

Problem solving 3.5323 3.4103 1.429 .235 
Information gathering and managing 3.2742 3.1282 .407 .525 

* Statistically significant at .05 

The above comparison indicates that there are significant differences 
between academic managers and administrative managers in four attributes: 
'venturesome, risk-taker', 'Commitment to the common good' ' personal 
integrity' and 'high ethical standards'. In all these attributes the academic 
managers had rated themselves higher the administrative managers. 

The above analyses provide little evidence that male and female managers 
possess different qualities as managers. The only significant difference was 
in two attributes. Tnsightfulness' recurred as an attribute in which men 
and women differed in the total sample and in the Open University sample 
but not at the University of Colombo. 'Accountability' was the attribute in 
which men and women differed in the total sample, and in the University of 
Colombo sample but not at the Open University. In the case of a few other 
attributes, a significant difference emerged in one sample only. 

These attributes were: creative, original and visionary; assertive, initiating; 
courageous, resolute, persistent; for the Open University, and personal 
integrity, high ethical standards, for the University of Colombo. 

Analysis of variance was carried out using the clusters identified to find 
out how the men and women managers differ in the different clusters of 
attributes for the total sample (Table 13). 
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Analysis of Variance - Gender by Clusters -Total Sample 

Clusters Sum of 
Squares 

df Mean 
Square 

F Sig. 

Ethical 
Characteristics 

Between Groups 4.272 1 4.272 .093 .761 Ethical 
Characteristics 

Within Groups 4550.500 99 • 45.965 

Ethical 
Characteristics 

Total 4554.772 100 
Action-oriented 
Skills 

Between Groups .671 1 .671 .013 .910 Action-oriented 
Skills 

Within Groups 5003.329 96 52.118 

Action-oriented 
Skills 

Total 5004.000 97 
Intellectual 
Skills 

Between Groups 11.385 1 ' 11.385 .788 .377 Intellectual 
Skills 

Within Groups 1429.566 99 14.440 

Intellectual 
Skills 

Total 1440.950 100 
Interpersonal 
Social Skills 

Between Groups .336 1 .336 .007 .933 Interpersonal 
Social Skills 

Within Groups 4518.291 97 46.580 

Interpersonal 
Social Skills 

Total 4518.626 98 

In the case of the Open University, the analysis of variance revealed that 
male and female managers differ only in relation to one cluster, intellectual 
skills (Table 14). 

Table 14 

Analysis of Variance- Gender by Clusters 

Open University 

Clusters Sum Sq. df Mean Sq F Sig 

Ethical Characteristics Between .492 1 .49 -031 .862 Ethical Characteristics 

Within 801.2 50 16.024 

Action-oriented Skills Between 2.083 ] 2.083 .075 .786 Action-oriented Skills 

Within 1337.9 48 27.873 

Intellectual Skills Between 45.9 1 45.9 5.378 .020' Intellectual Skills 

Within 400.01 50 8.00 

Interpersonal Social 
Skills 

Between ,163 1 .163 .033 .958 Interpersonal Social 
Skills 

Within 2806.8 48 .5847 
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Analysis of Variance- Gender by Clusters- University of Colombo 

Clusters Sum of Squares df Mean Square F 

Ethical 
Characteristics 

Between Groups 1.189 1 1.189 .049 .826 Ethical 
Characteristics 

Within Groups 1148.485 47 24.436 

Action-
oriented Skills 

Between Groups 1.190 1 1.190 .01)0 .982 Action-
oriented Skills 

Within Groups 1111.905 46 24.172 

Intellectual 
Skills 

Between Groups 8.249 1 8.249 .010 .919 Intellectual 
Skills 

Within Groups 373.918 47 7.956 

Interpersonal 
Social Skills 

Between Groups .608 1 .608 .017 .897 Interpersonal 
Social Skills 

Within Groups 1671.392 47 35.562 

In the case of the University of Colombo, on the other hand, there were 
no significant differences in any clusters of attributes by gender {Table 15). 

As the differences that may exist might be related to other background 
variables especially the variables of educational qualifications and category, 
further analyses were carried out on the variance between the attribute 
clusters and these two variables. 

Table 16 

Analysis of Variance -Category 
(Academic and Administrative Managers) 

by Clusters - Total Sample 

Clusters Sum of Squares df Mean Square F 

Ethical 
Characteristics 

Between Groups 2.621E-02 1 2.621E-02 .001 .981 Ethical 
Characteristics 

Within Groups 4554.746 99 46.008 

Action-oriented 
Skills 

Between Groups .387 1 .387 .007 .932 Action-oriented 
Skills 

Within Groups 5003.613 96 52.121 

Intellectual Skills Between Groups 2.931 1 2.931 .202 .654 Intellectual Skills 

Within Groups 1438.020 99 14.525 

Interpersonal 
Social Skills 

Between Groups 30.141 1 30.141 .651 .422 Interpersonal 
Social Skills 

Within Groups 4488.485 97 46.273 
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In the case of the Open University the position was as given in Table 17. 

Table 17 

Analysis of Variance- Category by Clusters 

Open University 

Clusters SumSq. df MeanSq F Sig 
' Ethical 
Characteristics 

Between 56.710 1 18.903 1.218 3.13 

Within 744.982 48 15.520 

Action-oriented 
Skills 

Between 92.038 1 30.679 1.131 .346 

Within 1247.96 46 27.130 

Intellectual Skills Between 84.370 1 28.123 3.734 .017* 

Within 361.554 48 7.532 

Interpersonal 
Social Skills 

Between 191.406 1 63.802 1.112 .356 

Within 2815.524 46 56.860 

While for the total sample there were no significant differences, Table 14 
indicates that the only significant difference in the case of the Open University 
lay in the cluster of "Intellectual Skills". In the case of the University of 
Colombo, however, there were no significant differences between the 
academic and administrative managers in the attribute clusters (Table 18). 

Table 18 

Analysis of Variance- Category by Clusters 

University of Colombo 

Clusters Sum of 
Squares 

Df Mean Square F Sig. 

Ethical 
Characteristics 

Between Groups 35.715 1 35.715 1.507 .226 Ethical 
Characteristics 

Within Groups 1113.958 47 23.701 

Action-oriented 
Skills 

Between Groups 25.945 1 25.945 1.099 .300 Action-oriented 
Skills 

Within Groups 1085.972 46 23.608 

Intellectual Skills Between Groups 2.048 1 2.048 .259 .613 Intellectual Skills 

Within Groups 371.952 47 7.914 

Interpersonal 
Social Skills 

Between Groups 19.868 1 19.868 .565 .456 Interpersonal 
Social Skills 

Within Groups 1652.132 47 35.152 
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In Tables 19, 20 and 21 we present the analyses of variance related to the 
variable of educational qualifications. 

Table 19 

Analysis of Variance - Educational Qualifications by Clusters 

Total Sample 

Clusters Sum of 
Squares 

Df Mean 
Square 

F Sig-

Ethical 
Characteristics 

Between Groups 49.570 4 12.392 .264 .900 Ethical 
Characteristics 

Within Groups 4505.203 96 46.929 
Action-oriented 

Skills 
Between Groups 90.803 4 22.701 .430 .787 Action-oriented 

Skills 
Within Groups 4913.197 93 52.830 

Intellectual Skills Between Groups 55.776 4 13.944 .966 .430 Intellectual Skills 
Within Groups 1385.175 96 14.429 

Interpersonal 
Social Skills 

Between Groups 150.702 4 37.675 .811 .521 Interpersonal 
Social Skills 

Within Groups 4367.924 94 46.467 

Table 20 

Analysis of Variance - Educational Qualifications by Clusters 

Open University 

Clusters Sum Sq. Df Mean Sq F 
Ethical 
Characteristics 

Between 63.456 4 15.862 1.010 .412 Ethical 
Characteristics 

Within 738.242 47 15.707 
Action-oriented 
Skills 

Between 88.197 4 22.049 .793 .536 Action-oriented 
Skills 

Within 1251.80 45 27.818 
Intellectual Skills Between 73.732 1 18.433 2.328 .070 Intellectual Skills 

Within 372.19 47 7.919 

Interpersonal 
Social Skills 

Between 79.558 4 19.890 .328 .858 Interpersonal 
Social Skills 

Within 2727.42 45 60.609 

As is to be expected there is no significant difference in the attribute of 
"Intellectual Skills' according to educational qualifications. 

130 



Men and Women in Leaderships Comparison of Two Universities 

Table 21 

Analysis of Variance - Educational Qualifications by Clusters 

University o f Colombo 

Clusters Sum of 
Squares 

Df Mean 
Square 

F Sig. 

Ethical 
Characteristics 

Between Groups 50.471 4 12.618 .505 .732 Ethical 
Characteristics 

Within Groups 1099.202 44 24.982 

Action-oriented 
Skills 

Between Groups 41.881 4 10.470 .421 .793 Action-oriented 
Skills 

Within Groups 1070.036 43 24.885 

Intellectual Skills Between Groups 8.194 4 2.049 .246 .910 Intellectual Skills 
Within Groups 365.806 44 8.314 

Interpersonal 
Social Skills 

Between Groups 170.284 4 42.571 1.247 .305 Interpersonal 
Social Skills 

Within Groups 1501.716 44 34.130 

Surprisingly, as in the case of the total sample, there were no significant 
differences according to educational qualifications. 

Concluding Note 

This study specifically focused on the possession of leadership attributes 
as rated by managers themselves. It was restricted to a survey of 101 
respondents from two Universities, the Open University and the University 
of Colombo. 

Analysis of data revealed that, in general, there are similarities in the 
ratings of leadership attributes by men and women managers, so that 
significant differences were minimal. Men and women in leadership positions 
did not exhibit more traditionally male/ traditionally female attributes. This 
is in conformity with the current thinking on gender and management, that 
given equivalent levels of responsibility within an organization, men and 
women exhibit the same leadership behaviours. McElvey., Hall and Lynch 
(1999) also reported higher ratings (90% of the time) for 14 attributes in 
which four of the attributes rated high in this study, that is, willingness to 
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accept responsibility, trustworthy, commitment to the common good, and 
personal integrity were included. The proposition that women typically 
bring to the administrative positions developmental, collaborative and 
relationship-oriented behaviours, (Shakeshaft, Rosener, Thorpe et al and 
others) represented in this study by 'interpersonal social skills', was not borne 
out by this study. 

It is noteworthy that there were only two attributes in which the 
managers of the two universities differed significantly. These were 
insightfulness and appropriate use of leadership styles. For both these 
attributes the Open University managers had given a slightly higher rating. 

Socialization within the organization, self-selection of those who choose 
administration and the constructs of the administrators' responsibilities 
override any adherence to general gender-differentiated styles of behaviour 
(Bass, 1990; Eagley and Johnson, 1990; Wirostad et al, 1992, Matusak (2000). 
However, in our earlier study (Gunawardena and Lekamge, 2002) we 
conjectured that the significant differences that emerge between men and 
women managers in such attributes as 'creative', assertive' 'insightful' and 
'courageous' could perhaps be explained by cultural socialization in Sri 
Lanka, which perceives these attributes as mainly masculine, making women 
repudiate these attributes. The present study which examined data from 
two universities and therefore of a larger sample does not warrant such a 
conclusion. The attributes in which significant differences occur cannot be 
easily linked to gender characteristics as is often done. 

It is equally important to note that none of the three variables, gender, 
educational qualifications and category (type of management - academic 
or administrative) appeared to be significantly related to the clusters of 
attributes. This situation may be an indication of future prospects where 
women university personnel in Sri Lanka, would willingly accept positions 
of leadership without being constrained by inhibitions stemming from gender 
role stereotyping as at present and shoulder equal responsibilities in university 
management. 
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