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UNIVERSITY OF SOUTHAMPTON 

ABSTRACT 

FACULTY OF BUSINESS AND LAW 

Southampton Business School 

Thesis for the degree of Doctor of Philosophy 

WHAT IS THE IMPACT OF AUTHENTIC LEADERSHIP ON LEADER 

ACCOUNTABILITY IN A NON-PROFIT CONTEXT? A MIXED METHODS 

INVESTIGATION.  

Khurrum Siddiq 

In this research, the impact on and relationship of Authentic Leadership with Leader 

Accountability was investigated. This mixed methods study was conducted within UK non-

profit organisations.  

This investigation had two strands to its key objective; the first was to note the impact of 

the two theories using Quantitative measures of the Authentic Leadership Questionnaire 

and Leader Accountability Scale. The results of this phase of the research supported the 

propositions that the independent variables (self-awareness, balanced processing, 

relational transparency, internalised moral perspective) of Authentic Leadership positively 

impacted on the dependent variables (responsibility, openness, answerability) of Leader 

Accountability. The second was to understand the relationship of the two theories using a 

Qualitative approach which adopted semi-structured interviews and cross-case analysis. 

The findings of these interviews with non-profit leaders and followers revealed that the 

perceptions of authenticity and accountability are evident; those leaders who exhibited 

these virtues were praised by followers as being effective leaders. Therefore, in general, 

Leader Accountability can be regarded as an actionable strategy to further support 

Authentic Leadership behaviours within the UK non-profit sector.  

Contributions to academic knowledge are that for the first time, the theory of Authentic 

Leadership was studied in relation to Leader Accountability within the non-profit context. 

Both the theories were investigated using mixed methodology, and self-awareness was 

found to be the main leadership characteristic apparent within the UK non-profit sector 

along with other variables of authentic leadership and leader accountability. The 

implications and future recommendations are also addressed. 
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Chapter 1:  Introduction 

1.1 The Context 

This research investigates the impact and relationship of Authentic Leadership on 

Leader Accountability within a Non-profit context.  

This research explores three main streams of literature; non-profit, authentic 

leadership and leader accountability. Starting with the Non-profit literature 

(Alcock and Kendall, 2011; Ebrahim, 2003a; Herman and Renz, 1998; Kaplan, 

2001; Low, 2006; McCambridge, 2004; Morrison and Salipante, 2007; Ostrower 

and Stone, 2010) scholars argued that governance, organisational effectiveness, 

strategic planning and accountability can be regarded as the major areas for non-

profit leadership concern. These problems as cited in the literature are ever-

growing, the majority of which though can be resolved and further studied in 

order to create authentic, ethical, accountable and honest leaders who are 

dedicated to the non-profit causes. Therefore for the purposes of this research, it 

is necessary to explore and understand how the non-profit community currently 

addresses these issues and what it entails for future.  

Therefore, the research takes place within this non-profit context. In order to 

tackle the growing concerns, two leadership theories are investigated. Experts 

(Avolio et al. 2004; Avolio et al. 2009; Cooper et al. 2005; Gardner et al. 2005; 

Ilies et al. 2005; Michie and Gooty, 2005; Shamir and Eilam 2005; Sparrowe, 2005; 

Walumbwa et al. 2008) have asserted that authentic, real and honest dimensions 

of this theory are rooted within the self of the leaders. The foundation of this 

notion is based upon four components; these are self-awareness, balanced 

processing, relational transparency and internalised moral perspective. Thus this 

research applies the Authentic Leadership model within the non-profit context to 

explore and explain the inherent relationships.  

The other theory under investigation is the three-factor Leader Accountability 

model, which is newly proposed and researched in only a few studies (Wood and 

Winston, 2005 and 2007). Wood and Winston set out to explain what is meant by 

leader’s accountability within their understanding. For this they developed three 

components; responsibility, answerability and openness as forming the main 

pillars of leader’s accountability. They argued that these components must be 

researched further and that if practiced, would constitute to the building of 
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accountable leadership. They further asserted that many of the recent scandals 

and corruption within the organisational context may have answers in promoting 

the real need for accountability, and in particular leader’s accountability.    

Therefore locating the research within the non-profit sector, authentic leadership 

and leader accountability, a theoretical framework is proposed, which aims to 

investigate the impact and relationship between the two theories by examining 

the perceptions of non-profit leaders and followers. To the best of the author’s 

knowledge, these associations have never been researched within the non-profit 

context. This research will show how these relationships are confirmed and reveal 

insights, leading to many contributions to the growing body of non-profit, 

authentic leadership and leader accountability literature.   

1.2 The Research Focus 

There have been numerous calls advocating further empirical work in the non-

profit literature (Herman and Renz, 1998; Kearns and Scarpino, 1996; 

McCambridge, 2004; Ostrower and Stone, 2010), authentic leadership (Avolio and 

Gardner, 2005; Avolio et al. 2009; Gardner et al. 2005; Ilies et al. 2005; Jensen 

and Luthans, 2006; Mazutis and Slawinski, 2008; Spitzmuller and Ilies, 2010; 

Vogelgesang et al. 2009; Walumbwa et al. 2010) and leader accountability (Hall et 

al. 2004; Hoogervorst et al. 2010; Rus et al. 2012; Wood and Winston, 2005 and 

2007).  It is necessary to explore the role of authenticity in leadership in order to 

form opinions about how the non-profit organisations can use the accountability 

perspective and specifically those opinions related to the individuals to improve 

their behaviours.   

Thus this research explores the problems in non-profit governance, such as board 

relations and the communication between boards and charities, issues in non-

profit organisational effectiveness and how it can be improved by studying the 

leader’s personality, and problems related to the organisational accountability of 

the non-profits by exploring various theoretical models such as upward and 

downward. This research also focuses on the non-profit strategic planning and 

how leaders use this approach to align their missions and communicate with 

other beneficiaries. Lastly, this research explores the existing leadership theories 

as apparent within the non-profit literature such as transformational leadership 

and highlights the gap for alternative emerging approaches such as authentic 

leadership and leader accountability.  
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Once the contextual background is determined, this research examines the 

notion of authentic leadership in more detail. The objective is to focus on how 

leaders and followers embrace the core values of authenticity within the non-

profit settings. The emphasis is to understand how each of the components of 

authentic leadership such as self-awareness, balanced processing, relational 

transparency and internalised moral perspective are exhibited by the non-profit 

leaders. These components are treated as independent variables within the scope 

of this research and studied in relation to the variables of leader accountability, 

as the dependent variables. In exploring leader accountability theory, this 

research carefully examines the current limited literature published, studying 

various approaches in relation to the key attribute of ‘self’, and how this 

characteristic opens new dimensions of further conceptual research.  

1.3 Thesis Outline 

This thesis is structured into six chapters. Chapter two presents the literature in 

three forms; the non-profit sector, the authentic leadership, and the leader 

accountability theories. The objective is to understand the general composition of 

the non-profit sector, including definitional ambiguities in relation to the 

overlapping of the third, non-profit, and charity sectors. The external influences 

such as SLEPT (social, legal, economic, political and technological) are also 

described followed by an in-depth discussion of the UK’s non-profit sector. 

Furthermore, multiple areas for concern within the non-profit literature are 

highlighted which are related to the leadership studies. They include the 

discussions on governance, organisational effectiveness, strategic planning and 

accountability. After establishing the leadership relationship with these 

constructs, two important leadership theories are debated. Authentic Leadership 

is explored with its components along with the relevant literature gaps. Leader 

Accountability is also explained along with its components; this includes the 

latest theoretical developments along with the relevant literature gaps. Once an 

appreciation of this is achieved, a research conceptual framework is developed 

which supports the main research question and the propositions.  

Chapter three is dedicated to the methodological debate surrounding the notion 

of this research. The chapter is divided into two main sections; quantitative and 

qualitative approaches (mixed methodology). The rationale behind adopting the 

mixed methods research design is explained, and the specific strategies, tools 

and measurements are also discussed. The pragmatist paradigm which drives this 
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mixed methods research design is also described along with the relevant ethical 

and quality concerns of the research. The chapter also highlights how both forms 

of data (quantitative and qualitative) are planned, collected and analysed using 

relevant techniques.  

Chapters four and five are focused on reporting, interpreting and critically 

analysing the discussions based on quantitative and qualitative approaches. 

Chapter four specifically, reports the phase one online questionnaires (ALQ and 

LAS) and provides effective analysis through statistical means using Descriptive 

statistics, Cronbach’s Alpha, Pearson’s Correlations, Multiple Linear Regression, 

Hierarchical Regressions, Common Methods Variance (CMV) and Exploratory 

Factor Analysis (EFA). This answers the main research question and propositions 

quantitatively. Chapter five presents the phase two findings from the semi-

structured interviews conducted with charity leaders and followers along with the 

cross-case analysis. This also includes comprehensive discussions on the 

emerging themes along with answering the main research question qualitatively.  

Chapter six provides a summary of the main thesis, limitations in the research 

process, and scholastic contributions methodologically, theoretically and 

practically. The chapter also makes recommendations and suggest directions for 

future research in the fields of non-profit sector, authentic leadership and leader 

accountability, respectively. 
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Chapter 2:  Literature Review  

The previous chapter established the context in which this research is situated. 

The primary purpose of this chapter is to provide a background of the literature 

published regarding three core concepts of this research, the relationship 

between the third; non-profit and charity sectors with authentic leadership and 

leader accountability. This is achieved in three main parts.  

The first part defines and explains the relationship between the third, non-profit 

and charity sectors. This discussion includes the definitional debates, the external 

influences on the sector and the UK’s non-profit sector with structural and 

functional insights. Once an understanding of this is acknowledged, the next 

objective is to examine the relevant literature gaps highlighting the scope for this 

research and the critical issue of leadership studies.  

The second part explores the theory of authentic leadership in detail, its 

components, current debates surrounding the theoretical model, and identify 

knowledge gaps for further development.  

The third part describes the leader accountability theory and its components, 

provides an overview of what has been researched under this theme and 

addresses literature gaps. Finally, a conceptual understanding is provided linking 

these core concepts together, from which the research question and relevant 

propositions are investigated.  

2.1 The relationship between Third Sector, Non-profit 

Sector and Charity Sector 

In order to understand the nature of this relationship, it is essential to first 

understand what the sectors are (the ontological basis). Hence the discussion 

begins with an exploration of the terminological complexities in which this 

contemporary research is operationalised.  

2.1.1 Definitions 

According to some authors (Crampton et al. 2001; Seibel and Anheier, 1990) the 

term ‘third sector’ was originally used by the United States (US) academics in the 

early 1970s. This however does not mean that the sector itself came into 
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existence in the 1970s. The earlier concept of philanthropic organisations is 

evident throughout the last centuries and its important history religiously and 

socially cannot be ignored (Robbins, 2006). The rich socio-historical nature of this 

sector however, poses challenges; these are particularly apparent in relation to 

the modern definitions of what constitutes the third sector. It remains ambiguous 

as scholars tend to define the scope of the sector from multiple perspectives. 

According to a number of writers (Anheier, 1995; Alcock, 2010; Alcock and 

Kendall, 2011; Cairns et al. 2005; Clark et al. 2012; Morris, 2000; Moulaert and 

Ailenei, 2005; Najam, 1996; Salamon and Anheier, 1992; Steinberg and Powell, 

2006) there is a lack of definitional consensus and a number of different terms 

such as third sector, voluntary sector organisations and non-profit sector, all of 

which generally express a volunteering, non-governmental and non-profit sharing 

phenomenon.  

Reasonably, Crampton et al. (2001) argued that different terms are used 

interchangeably to mean the same concept; therefore, they defined the third 

sector as “the non-government, non-profit sector of a country’s organisational 

system” (p.2). They also drew another distinction between how the terms ‘third 

sector’ and ‘non-profit sector’ are popular in the US literature whereas ‘voluntary’ 

and ‘non-statutory’ are more common in the United Kingdom (UK). Alcock (2010) 

also holds the view that, historically, the term voluntary sector has been adopted 

by academics in the UK to mean those diverse organisations which operate on a 

non-profit sharing basis. Accordingly it appears that there is no formal charity 

sector definition from the UK’s perspective but rather a voluntary sector term as 

synonymous with the non-profit sector.  

Subsequently Moulaert and Ailenei (2005, p. 2043) defined the UK voluntary 

sector as “all those organisations, large or small, which are not part of the state 

or part of the private profit sector and will include very small community groups, 

social and sports clubs, all types of leisure groups as well as the major national 

charities”. Therefore to remove some of the ambiguities rooted within this notion 

of non-profit and voluntary sectors in the UK tradition, Moulaert and Ailenei 

further theorised for a united conceptual understanding of the various 

terminologies of the US non-profit and UK voluntary sectors. They debated that an 

understanding of the voluntary sector (UK) is practically close to that of non-profit 

sector (US) and from a holistic perspective they both fall within the third sector 

definition. Furthermore, Clark et al. (2012) used the term ‘charities’ to mean 

voluntary organisations within the UK setting. Given what has already been 



 

7 

discussed, to summarise, there are a variety of ways to define the non-profit 

sector. The term, non-profit generally fits with the tendency to mean the third 

sector, voluntary sector and charity sector within the UK context. Therefore, an 

operational term, non-profit sector is adopted for the purposes of this research, 

which is defined from three different positions in the following sections of this 

chapter.  

2.1.1.1 Negative-Operational Definition 

Considering the numerous approaches scholars take in order to tackle the 

definitional problems, the first common way is one of negative-operational 

definitions. The primary objective in this regard is to distinguish the non-profit 

sector from what it is not when comparing it with other sectors (Alcock and 

Kendall, 2011). Therefore with many of the factors which stand out as being the 

most common, one is non-distribution constraint. Non-profit Organisations (NPOs) 

are those which do not give their profits to any stakeholders; rather they reinvest 

them for mission and other non-profit activities. Central to the entire negative-

operational debate is the concept of exogenous, which defines the non-profit 

sector in relation to other sectors and endogenous, which emphasises the need to 

highlight essential elements which comprise the non-profit sector (Alcock, 2010; 

Alcock and Kendall, 2011). According to the exogenous methods, non-profits are 

not market-driven, which differentiates them from the traditional private sector.  

Following this separation, it can be argued that non-profits also differ from the 

public sector as they do not provide government services. Thus, from an 

endogenous perspective, non-profits are essentially mission-driven and embrace 

voluntary services. Alcock and Kendall considered the need for combining both 

exogenous and endogenous methods to recognise a wider interpretation of the 

non-profits in terms of their diversity and scope.  

2.1.1.2 Structural-Operational Definition 

The second approach that is apparent in the literature originates from the John 

Hopkins Comparative Non-profit Sector Project (JHCNSP) which provided a 

structural-operational definition (Crampton et al. 2001; Morris, 2000). The 

primary aim of this definition is to include economic, institutional, governmental 

and legal entities making up the overall structure under which the sector survives 

(Morris, 2000). Salamon and Anheier (1992) claimed that the non-profit sector 

can be divided into two general categories within the structural-operational 

paradigm; economic-financial and legal. They revealed that many countries define 
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the non-profit sector according to their legal status; therefore a legal definition of 

the sector can be formed. They also maintained that because of the voluntary 

transactions within the sector, the economic-financial definition can also be used. 

It is suggested from the discussions of Salamon and Anheier that they are in 

favour of adopting a structural-operational definition of the sector. This approach 

in their view has five main characteristics which differentiate this sector from 

other sectors these are; “formal, private, non-profit-distributing, self-governing 

and voluntary” (p.125). In their research, the structural-operational approach has 

been tested and found to be effective in many countries and different cultures. 

Given its vast area of coverage, this definition helps to provide a comparative 

view. However, it is criticised by Morris, as in her assessment the definition is 

inadequate in its scope and dimensional perspectives, which do not cover non-

statutory and mutual aid organisations for example. In her critique the structural-

operational definition is impacted by the universal diversity within the sector and 

a more comprehensive view which includes all types of organisations and 

institutions must be developed to fully capture the sectorial aspects.  

Earlier, a similar strand was propagated by Anheier (1995) debating the 

neglecting characteristics of the structural-operational definitions which include 

some important social and local values not corresponding to its complete 

meaning. From the current discussion, it is assumed that flaws exist within the 

structured-operational approach and thus researchers continue to disagree as to 

what method can fully incorporate the exact definition of the non-profit sector.  

2.1.1.3 Intrapersonal-Operational Definition 

A third approach that is evident in the literature is researchers defining the non-

profit sector differently each according to his or her personal preference, 

knowledge and understanding (Morris, 2000), thus forming the intrapersonal-

operational definitions. One such definition is proposed by Morris who 

maintained that in her view the non-profit sector can be defined from two 

perspectives; income and the supply of labour. She contended that even from 

these two perspectives it still cannot capture the full scope of the sector as some 

organisations reinvest their income and fail to account for grants and other 

funding because these organisations might often have paid staff along with 

voluntary members of staff, which further complicates the overall picture. Hence 

it could be proposed that Morris elaborated on the need to focus on the 

intrapersonal perspective of the sector rather than the structural.  



 

9 

In their seminal articles, Alcock (2010) and Crampton et al. (2001) argued that 

political and cultural factors impact the working definition of the non-profit sector. 

In their observations, these factors somehow constitute the prime foundations 

upon which the boundaries of the sector are built on and these must be known if 

any clear definition is to be derived. Consequently if each researcher defined the 

term according his or her usage and context, this would cause, and has caused 

too many complications, which all could be classified under the umbrella term of 

intrapersonal-operational definitions.  

A conclusion that can be drawn from the present discussion is that there is no 

one optimal, complete and universally recognised definition of the non-profit 

sector. However, Alcock and Kendall (2011) attempted to present a holistic 

breakthrough of this problem. They asserted that the sector has been looked at 

from multiple perspectives and identify three key ideas towards this debate. The 

first studies the limits and boundaries of the sector, the second focuses on the 

generic approach which defines the sector as a coherent whole, and the third is 

based on the historical, cultural and political aspects which shape the nature of 

the non-profit sector. Not only do these perspectives define the sector very 

comprehensively, but also incorporate notions for further research. For example, 

when setting limits and boundaries to the non-profit sector, it can be easily 

differentiated from the public and private sectors, thus encompassing the earlier 

discussion of the negative-operational definitions. When taking a holistic 

approach to define the non-profit sector, various structural-operational issues 

such as political, social and cultural can be integrated to understand the core 

factors comprising the non-profit sector, which can then be looked at from the 

intrapersonal-operational perspective, thus forming individual contextual working 

definitions of the sector. Alcock and Kendall further asserted that cultural and 

political aspects, for example, play a major role in the UK’s non-profit sector and 

sectoral growth. Therefore after considering various approaches to define the 

sector, it can be concluded that researchers differ and this review has shown that 

any definition that best fits according to the context of study can be adopted. For 

the purposes of this research, Alcock and Kendall’s categorical definition of the 

non-profit sector is adopted and elaborated further in the coming sections of this 

chapter. However, at times when required, the terms non-profit sector, charity 

sector and third sector are used interchangeably to denote the same meaning for 

the remainder of the thesis. The next section emphasises the major influences 

such as political and social on the non-profit sector which may help to clarify its 

diversity, scope and significance.  
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2.1.2 SLEPT Influences on the Non-profit Sector 

The purpose of this section is to understand what the non-profit sector is 

comprised of and the relevant factors in the macro-environment that affect this 

sector. The external environment of any industry, sector or organisation must be 

examined in order to generate a comprehensive picture. Thompson et al. (2007) 

identified that Social, Legal, Economic, Political and Technological (SLEPT) factors 

constitute the overall make up of any organisational macro-environment. These 

influences have been separately investigated by various academics (Alcock and 

Kendall, 2011; Dhebar and Stokes, 2008; Gronbjerg and Paarlberg, 2001; Hughes, 

2006; Morris, 2011; Til, 2005) and found to have strong impacts on the non-

profits and policy making.  

Therefore, SLEPT factors can be regarded as an effective way to map the 

complexity of the non-profits, which should provide a holistic perspective of the 

sector. It can be argued that these factors are viewed both as threats and/ or 

opportunities. When taking a non-profit view of the SLEPT framework, it is 

understood as those external forces which may cause problems and/ or 

advantages to the running of the charities. For example, ‘social’ changes in the 

local population growth, ‘legal’ changes to the way charities are regulated, 

‘economic’ growth or recession impact, ‘political’ crisis and the policies which 

impact charities, and finally ‘technological’ changes such as the introduction of 

the new IT (Information Technology) equipment and applications all impact both 

positively and negatively the way charities are managed, governed and sustained 

within the non-profit sector. The purpose of the following sections is to form a 

basic understanding of these building blocks.  

2.1.2.1 Social  

Societal concerns, lifestyles, and attitudes impact the macro-environment 

(Thompson et al. 2007). In the view of Thompson et al. cultures and 

demographics differ in every country and thus formulation of social norms 

depends on people’s perceptions, thoughts and local knowledge. It is agreed by 

Gronbjerg and Paarlberg (2001) that non-profits are deeply rooted within the 

society, resulting in interactions at individual, group and national levels. These 

complex embedded characteristics, in their view, help to shape the society in 

many ways. A society which interacts within the non-profit arena expects their 

needs to be met by those representing organisations. One of the many reasons 

why charities exist is to provide beneficial services to members of the society. 
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Religious, educational and health charities are prime examples of these and 

include British Red Cross, Cancer Research UK and the Sir John Cass Educational 

Trust.  

Traditionally the non-profit sector has always been socio-culturally friendly which 

promotes the needs and interests of the society and provides opportunities for its 

members’ wellbeing. Nevertheless it is the society which provides volunteers to 

keep the non-profit spirit alive in any country. Til (2000) affirmed that interaction 

between society and the third sector starts from individuals who form 

neighbourhoods and then communities who in turn represent sections of the 

society. He provided US examples where individuals may go to the third-sector 

hospitals for medical treatments. Another example Til focused is of US citizens’ 

community interests where the public go to religious institutions for prayer 

purposes. Therefore he concluded that the third sector plays an interactive and 

close role within the society where the impact is felt by the individual to 

communities as a whole. Til believed that the country’s healthy social position 

can be judged from its non-profit workforce.  

This is true in a British context where a non-profit workforce plays a prominent 

role in supporting the third sector. A similar stance is taken by Werther and 

Berman (2001) who argued that historically, society has played an interactive role 

in the survival of the non-profit sector. Exploring this important relationship 

further, Til (2005) divided the cultural forces of the non-profits into three types; 

family, religion and education. He argues that family problems and differences 

have given birth to many non-profits which are solely devoted to, for example, 

matrimonial services. Religious institutions also play an important part in 

people’s lives by promoting faith, ethical and spiritual values. The third type of 

major non-profit that plays a powerful part in shaping the society, according to 

Til, educational establishments which include numerous schools and centres for 

higher learning. As society represents people, they are the ones who volunteer, 

bring a wealth of experiences ranging from moral to ethnic backgrounds. To 

summarise, this makes the social experience very unique and provides an 

opportunity for the non-profit sector to make use of it.  

2.1.2.2 Legal 

The second important factor comprises legal aspects which influence the non-

profit sector. The sector is governed by the law in any country that it exists in. 

These regulations and legal implications not only impact the way the sector 
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operates but also how organisations in this sector are nurtured for growth and 

sustainability. Thompson et al. (2007) affirmed that regulatory influences have a 

direct impact in any macro-environment. In their view, some common instances 

include when tougher laws are declared to licence the production of drugs by 

multinational pharmaceutical companies. This not only affects how these 

corporations should produce their products but also - in order to remain 

competitive - they have to comply with the local laws.  

Relating this discussion to the non-profit sector, the objective of these legal 

regulations is to maintain public confidence, accountability and transparency. An 

example is the ‘Charities Act’ which the British government has developed as a 

framework to regulate charities. Discussing the objective behind this Act, Morris 

(2011) mentioned the Charities Act 2006 and declared how the UK proposed to 

tighten and strengthen laws governing charities. This Act not only restores public 

confidence in charities but also helps them to work more effectively and 

efficiently by ensuring that they are meeting the legal guidelines. Morris 

discussed in detail, the role of the Charity Commission and how the formal 

registration of the charities takes place within the legal framework setup by the 

government measures. She also emphasised how then these regulations impact 

the way charities provide public benefits thus building trust and confidence both 

socially and culturally. Some scholars, such as Boris and Steuerle (2006) and 

Gronbjerg and Paarlberg (2001) described in detail how the Internal Revenue 

Service (IRS) in the US monitors the financial reporting of non-profits and the deep 

impact it has had historically. In their review, the IRS-registered non-profits 

provide a foundation from which the accounting procedures are organised, thus 

promoting an overall image of responsible charities.  

Apart from traditional charity regulations, with the expansion of Information 

Technology (IT) and the internet among the non-profits, data privacy and 

copyrights have resulted in new laws. For example, Elliott et al. (1998) provided 

an extensive list of acts which non-profits should be aware of when marketing 

and using the internet for their activities. Hence, the legal perspective not only 

helps to clarify how various legalisation influences the charities but also how they 

effectively meet such laws.  

2.1.2.3 Economic 

Thompson et al. (2007) drew attention to some vital economic factors such as 

market size, growth rate, inflation, recession, supply/demand conditions, 
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production and competition between rivals including the economical foundations. 

According to James (1990), countries have become more active in terms of 

economic contributions of the non-profit sector. She confirmed how the labour 

force within the sector contributes positively towards the overall economic growth 

when compared to other sectors, where the difference is evident. For example, 

James described the key attributes of non-distribution constraint which helps 

people to trust NPOs and give donations. This not only motivates people to spend 

more on NPOs but also allows them to deduct these donations from their tax 

returns.  

Hughes (2006) also remarked on non-distribution constraint which differentiates 

the non-profit sector from other sectors and allows people in the society to trust 

NPOs and give further donations. She indicated that economists are mostly 

interested in studying three important aspects which are how public policy, 

motivation and incentives impact the non-profit sector. Another essential 

economic feature of the non-profit sector is the contribution of the Gross Value 

Added (GVA), which is an estimate of production and is similar to Gross Domestic 

Product (GDP). Clark et al. (2012, p. 33) stated that the “voluntary sector 

contributes £11.7 billion to UK gross value added”, arguing that the sector plays a 

key role in shaping the overall UK economy. Related to the topic of output 

production, James (1990) contended that non-profits can be subject to lower 

labour costs when compared to other sectors as volunteers are employed and 

costs are covered by donations. Regarding the workforce impact, Gunn (2004) 

drew attention to the important overlapping of the three sectors in terms of 

public, private and non-profit. He observed that, for example, the creation of jobs 

is common in all sectors and therefore they all separately contribute towards the 

overall employment figures. One of the major causes of this overlapping between 

public and non-profit sectors is that they both share the common goal of 

providing better services to the general public.  

Several studies investigating the non-profit economic theories have been 

published. Hughes (2006) argued that economics is useful when researching the 

non-profit sector. The shortages of donations, in her view, motivates NPOs to 

adopt competitive marketing strategies to increase funding, and market share in 

terms of influence and brand to minimise costs, and to improve labour resources. 

Her conclusions advocated how economic ideas such as consumer behaviour and 

motivational theories can be used to analyse how people interact and behave with 

non-profit organisations.  
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Further systematic references on economic theories are acknowledged by 

Govekar and Govekar (2002) who discussed the theory of volunteerism from the 

non-profit perspective. They generalised that economists are interested in 

studying the determinants of volunteerism and how it impacts the non-profit 

sector in general for example who chooses to volunteer and why people choose 

to do so. To conclude, economical influences are extremely helpful in 

determining the scope and nature of the non-profit sector, as researchers 

examine the sector from these perspectives. 

2.1.2.4 Political 

Certain political systems such as the concept of the Welfare State (Evers and 

Laville, 2004; Til, 2000) and democratic societies (Crampton et al., 2001) are 

connected to the non-profit sector in terms of how governments support the 

protection and well-being of their citizens by promoting the social services.  

O’Halloran et al. (2008) expanded this notion further and stated that the 

introduction and passing of laws regarding the welfare state in the UK was from 

1948 onwards. One of its purposes was that the government wanted to 

strengthen the relationship between the state and voluntary organisations 

thereby increasing benefits to the general public. Other authors (Harris, 2010; 

Osborne, 2002) drew fine distinctions between the important relationship of the 

state and the British non-profit sector. Harris furthermore concluded that the 

attitudes of Labour and Conservative governments and their common agenda of 

improving and growing the sector since the 1980s allowed local governments to 

maintain strong working relationships with local NPOs. Morris (2011) has 

postulated that the key relationship between the state and the charities has 

always been apparent in the UK. She quoted the Coalition government’s plans for 

the Big Society, as a recent example. Following this trend within the literature, 

Alcock and Kendall (2011) stressed that the current plan of the coalition 

government regarding the Big Society is obvious in that politicians not only 

influentially use the concept during elections but also practically try to implement 

such plans when governments are run. This is evident from Alcock and Kendall’s 

detailed description of how British governments have responded to the challenges 

posed by the third sector. This has resulted in governments establishing 

individual departments such as the Social Enterprise Unit (SEU) within the 

Department of Trade and Industry (DTI) and the Third Sector Finance Unit within 

the Home Office to meet such demands. These thoughts are convincing to 
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support the proposition that politics plays a constructive role in intervening in the 

non-profit sector. 

2.1.2.5 Technological  

The use of modern technology has brought many benefits to the non-profits. 

Thompson et al. (2007) identified how technological change, the development of 

new technologies and latest IT innovations have forced organisations to re-

position their strategies. The rapid advancements in IT have impacted NPOs; they 

have turned their attention towards IT and the internet to maximise their 

activities and thus utilise many advantages. Elliot et al. (1998) acknowledged the 

increasing use of the internet among NPOs; they argued that in order to raise 

more funds, non-profits need to raise awareness among the maximum number of 

people about their mission, with the internet affording them the opportunity to 

reach a potentially global audience. In their review, they also commented on the 

use of email and other IT applications that make the operations of non-profits 

more effective by allowing faster communication and knowledge sharing.  

In their seminal study Dhebar and Stokes (2008), showed how non-profits have 

managed to use the internet to create online volunteer opportunities. It seems 

that researchers (Hackler and Saxton, 2007; Waters, 2007) concur with what 

Elliott et al. (1998) have already said and concluded that more non-profit 

organisations are using IT tools to enhance their operations, both strategically 

and practically. However they posit that it is the responsibility of top leadership to 

ensure that IT is fully utilised. They also declared that non-profits need to 

organise the IT capacity in their working environments and that this should be 

one of the management’s top most priorities. Schneider (2003) contended that IT 

could satisfy the demands of the non-profit organisations and also their ability to 

effectively use the resources to their maximum potential. This helps non-profits 

to gain competitive advantage and maintain their public image (Burt and Taylor, 

2003; Finn et al. 2006). Therefore summing up the argument, it is clear that 

technological developments will continue to impact the NPOs in future and the 

importance of IT contributions cannot be ignored.  

So far the emphasis of the discussion has been on two main notions; definitions 

and the influences mapping the non-profit sector. Although some attempts have 

been made in the previous sections to highlight the UK’s non-profit sector, it is 

however still not clear what that sector really encompasses. Therefore the prime 

focus of the following sections is to elaborate the UK’s non-profit sector in more 
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detail. This is necessary in order to establish the nature of this research and the 

context in which it takes place.   

2.1.3 What is the UK’s Non-profit Sector? 

In the UK, the main body responsible for the publication, research and analysis of 

the non-profit sector is called the National Council for Voluntary Organisations 

(NCVO). It publishes ‘The UK Civil Society Almanac’ in partnership with the Third 

Sector Research Centre (TSRC), which presents latest data and figures about the 

current state of the sector. It is astonishing to note that the NCVO has the term 

‘voluntary’ while it publishes its report on ‘Civil Society’ in collaboration with the 

TSRC, which has the term ‘third’; this just verifies the fact that these terms 

denote the similar meanings and researchers use it in their own specific ways. In 

academic circles, Morris (2011) has used the NCVO publications as a basis to 

analyse the nature of the sector. Boris and Steuerle (2006) argued that while data 

may provide basic knowledge, a precise mapping of the non-profit sector is 

constrained by many issues; for example, many researchers define and use data 

from multiple resources which sometimes causes confusion and has the 

limitation of excluding important information. Sometimes these inclusion and 

exclusion criteria are practically difficult to obtain and many non-profits with very 

few workers or limited income are often not taken into consideration. However, 

Boris and Steuerle acknowledged how previous non-profit studies depended on 

this analysis to allow policy makers to make informed decisions. Therefore for the 

purposes of this research, the latest NCVO report published by Clark et al. (2012) 

has been adopted. They have divided the data into four main categories; scope, 

income, expenditure and assets. Each category is explored separately in the 

following sections, starting with scope of the sector.  

2.1.3.1 Scope of the UK Non-profit Sector 

A broader representation of what is likely to be included within the  scope of the 

sector is shown in Table 1, along with the relevant information on income, 

expenditure, net assets, paid staff and data quality reporting.  

Table 1 Size of civil society by type of organisation, 2009/10 (Clark et al. 2012, p. 

77) 

 Number of 
organisations 

Income 
(£ millions) 

Expenditure 
(£ millions) 

Net Assets 
(£ millions) 

Paid 
staff 

Data 
Quality 

 
General charities 

 
163800 

 
36700 

 
36300 

 
90200 

 
765000 

 
Good 

Universities 165 26700 25900 26300 387400 Good 
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Cooperatives 3339 24200 23700 7800 159000 Good 
Housing associations 1694 13700 13000 63400 170400 Good 
Independent schools 2655 6800 6200 9300 59000 Good 
Building societies 52 3700 3300 - 42000 Good 
Trade associations and 
professional bodies 

231 2200 2200 1900 17000 Good 

Trade unions 177 1100 1200 800 12000 Good 
Common investment funds 50 420 350 1000 - Good 
Political parities 423 140 150 40 600 Good 
Credit unions 424 40 30 - 1000 Good 
Employee owned 
businesses 

250 30000 27600 10000 130000 Limited 

Financial mutuals and 
friendly societies 

56 7800 7700 - 17200 Limited 

Faith groups 10886 3700 3600 14200 43700 Limited 
Leisure trusts 101 740 720 - 21400 Limited 
Benevolent societies 1576 300 280 1700 3200 Limited 
Clubs and societies 6600 280 260 - 11400 Limited 
GP co-ops and mutuals  34 120 110 - 7500 Limited 
Football/ Rugby support 
trusts 

170 10 10 - 200 Limited 

Companies limited by 
guarantee 

23000 6000 5900 1700 40000 Poor 

Sports clubs 143000 5100 5000 - 143500 Poor 
Community interest 
companies 

4905 900 830 - 30000 Poor 

Expected charities 4000 400 400 - - Poor 
Co-operative trust schools 159 - - - - Poor 
Unincorporated 
organisations 

600000 - - - - Poor 

 
Duplications 

 
-63,100 

 
-700 

 
-700 

 
0 

 
-20,100 

 
 

 
Total size of civil society 
(excluding estimated 
numbers) 

 
900000 

 
170400 

 
100600 

 
210600 

 
2041000 

 

Total size of civil society 
(including estimates of 
missing values) 

900000 170400 163900 228400 2041000  

There is a range of different organisations operating which include general 

charities, faith groups, trade unions, benevolent societies and sports clubs. This 

wide variety represents the extent of the UK’s third sector. Young et al. (2010) 

and Fischer et al. (2011) highlighted how non-profits income is made up of a 

mixture of various sources such as grants, individual contributions and gifts. An 

important factor to consider from table 1 is indeed the general charities category, 

which has the highest income of £36,700m with 163,800 organisations operating 

as of 2009/10. This shows the significance of charities as they are fundamentally 

the heart of the UK’s third sector. 

In their review of the non-profits, Young et al. (2010) explored the relationship 

between the income and its profound impact on the services provided. They 

argued that to attract income non-profits need to align their mission, objectives 

and services to win the confidence of the beneficiaries. They put the onus on the 

non-profit leadership to execute such a strategy in a challenging modern 
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environment. Carroll and Stater (2009) also pointed out the growing competition 

that non-profits face to maintain the constant flow of funds. In their view, they 

revealed how non-profits can employ diversification reliance on various income 

sources such as investments to lessen revenue instability.  

Exploring further the notion of income diversification, Fischer et al. (2011) traced 

the factors which influence this, and they include the maturity, experience of 

managers and size of the non-profits. In their view, the maturity of the non-profit 

is related to the age, as new tend to struggle to attract income whereas old have 

already established themselves thus generating higher income levels. The 

experience factor is related to the leadership and management aspects as they 

are the people driving the non-profit and often; if an inexperienced management 

is employed, it has a direct impact on the income. Finally the size is related to the 

structure and functions of the non-profits. Therefore all these factors are 

important characteristics that help the non-profits to produce greater income and 

perhaps this is the reason why general charities have the highest income in the 

UK non-profit sector, as shown in table 1.  Given the significance of this, to 

understand the nature of these general charities further, it is vital to know what 

kind of particular organisations this category contains. Clark et al. (2012) thus 

provided an overview of what is included in the division of these charities, which 

is shown in table 2.  

Table 2 Distribution of voluntary organisations and their financial characteristics 

by area of activity, 2009/10 (Clark et al. 2012, p. 78) 

 Number of 
organisations 

% of 
organisations 

Income  
(£ millions) 

Expenditure  
(£ millions) 

Assets 
 (£ millions) 

Average income 
(mean, £) 

 
Culture and recreation 

 
22,680 

 
13.8 

 
3,890.1 

 
3,805.6 

 
5,417.6 

 
171,522 

Education 7,775 4.7 1,442.1 1,342.4 2,300.7 185,475 
Parent teacher 
associations 

13,143 8.0 189.3 156.9 278.5 14,400 

Playgroups and 
nurseries 

7,908 4.8 437.7 424.3 188.5 55,347 

Research 3,625 2.2 2,438.2 2,887.0 15,790.5 672,616 
Health 6,505 4.0 4,288.2 4,039.1 5,560.3 659,223 
Social services 31,091 19.0 8,664.8 8,663.6 10,625.0 278.692 
Scout groups and 
youth clubs 

6,578 4.0 217.5 206.8 554.5 33,058 

Environment 5,443 3.3 2,583.7 2,452.3 4,744.6 474,679 
Development 11,504 7.0 919.1 906.2 1,487.6 79,890 
Village halls 5,995 3.7 85.1 80.3 272.0 14,190 
Housing 3,838 2.3 1,390.1 1,360.4 5,531.7 362,186 
Employment and 
training 

1,826 1.1 1,153.4 1,151.0 927.5 631,652 

Law and advocacy  3,907 2.4 1,131.4 1,111.8 1,209.6 289,587 
Grant-making 
foundations 

12,004 7.3 2,800.1 2,914.1 27,753.8 233,263 

Umbrella bodies 1,287 0.8 537.8 519.4 569.8 417,872 
International 5,099 3.1 2,855.0 2,730.5 2,099.6 559,918 
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Religion 13,551 8.3 1,657.9 1,534.3 4,863.8 122,344 
Total 163,759 100.0 36,681.4 36,286.1 90,175.6 223,996 

Social services, Culture and recreation, Religion and Parent-teacher associations 

are included as having the most populated types of non-profits operating in the 

UK. It is interesting to note that Religious charities (13,551) has an income of 

£1,657.9m whereas the Parent-teacher associations (13,143) comprising a similar 

total has a considerably lower income of £189.3m. This shows the complex 

diversity of the sector.  

It is helpful to know in a little more detail, how these charities are dispersed 

across different regions of the UK, such as England, Wales and Scotland. 

Therefore table 3 shows these regions and the total corresponding to the income 

and expenditure.  

Table 3 Distribution of voluntary organisations and their financial characteristics 

by region and UK country, 2009/10 (Clark et al. 2012, p. 78) 

 Number of 
organisations 

Number of 
organisations 

 (per 1,000 
people) 

Income 
(£ millions) 

Expenditure 
(£ millions) 

Assets  
(£ millions) 

North East 4,584 1.8 865.0 818.0 1,464.0 

North West 13,271 1.9 2,264.0 2,157.0 3,946.0 

Yorkshire and the 
Humber 

10,464 2.0 1,510.0 1,434.0 2,791.0 

East Midlands 10,935 2.4 1,252.0 1,186.0 2,535.0 

West Midlands 11,609 2.1 2,012.0 1,896.0 3,453.0 

East of England 16,781 2.9 2,051.0 1,964.0 4,274.0 

London 22,957 2.9 14,801.6 14,871.8 49,310.9 

South East 24,621 2.9 4,369.0 4,081.0 8,718.0 

South West 17,498 3.3 2,715.0 2,571.0 5,914.0 

England 132,720 2.5 31,839.6 30,978.8 82,405.9 

      

Wales 7,527 2.5 978.0 942.0 1,677.0 

Scotland 19,603 3.8 3,121.8 3,658.4 5,113.7 

Northern Ireland 3,913 2.2 741.9 706.8 979.0 

UK 163,763 2.6 36,681.4 36,286.1 90,175.6 

It is clear that England has the largest number of charities with 132,720, 

following by Scotland (19,603), Wales (7,527) and Northern Ireland (3,913). It 

must be noted that data gathered from Northern Ireland do not come from the 

Charity Commission instead from another sister organisation of the NCVO called 

NICVA (Northern Ireland Council for Voluntary Action). One factor that is 

complicated, relates to Number of organisations (per 1,000 people) for England, 

Wales and Scotland. This figure is same for England and Wales (2.5) whereas, 

comparatively, for Scotland (3.8) it is greater. Perhaps this suggests the diversity 

of the workforce and the size of the charities, as some may be very small in terms 

of their structure in England and Wales, whereas not in Scotland. Further 
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elaboration of this can be understood in the following section, where income is 

explored in relation to the type of NPOs.  

2.1.3.2 Income of the UK Non-profit Sector 

This section shows the income distribution of the sector along with its variations 

such as voluntary, earned and invested income. Interestingly the data are 

collected historically from the 2000-2010 period.  

Table 4 Voluntary sector income, 2000/01 to 2009/10 (£ millions, based on April 

2010 prices) - Clark et al. (2012, p. 80)   

  
2000/01 

 
2001/02 

 
2003/04 

 
2004/05 

 
2005/06 

 
2006/07 

 
2007/08 

 
2008/09 

 
2009/10 

 
Individuals 
(excluding 
legacies) 

 
4,091.2 

 
3,593.4 

 
4,302.3 

 
5,118.8 

 
4,815.0 

 
5,976.5 

 
6,201.6 

 
5,818.6 

 
5,955.7 

Legacies 1,769.1 1,655.5 1,659.3 1,942.3 2,081.1 1,943.4 2,144.5 1,749.5 1,828.9 
Statutory 
sources 
(excluding 
National 
Lottery 
distributors) 

4,365.7 4,450.7 5,318.0 4,473.6 4,163.7 4,020.4 3,948.0 2,782.9 2,971.0 

National 
Lottery 
distributors 

719.1 699.0 522.6 625.5 645.9 652.4 560.0 439.5 487.6 

Voluntary 
sector 

1,529.1 1,389.7 2,014.2 1,783.6 2,397.7 1,762.7 1,826.3 1,837.7 2,142.5 

Private sector 1,056.5 654.1 477.5 563.4 740.2 738.3 1,283.2 1,249.9 747.6 
Total 
voluntary 
income 

13,530.7 12,442.4 14,293.8 14,507.3 14,843.6 15,093.8 15,963.7 13,878.1 14,133.1 

          
Individuals 4,182.8 4,441.7 6,346.1 5,238.0 6,422.8 6,097.7 5,673.7 6,578.2 6,564.7 
Statutory 
sources 

4,253.3 4,674.8 5,018.0 5,915.5 7,947.4 8,724.9 9,775.4 10,532.
5 

10,913.
4 

Voluntary 
sector 

323.4 349.5 1,142.1 1,580.9 1,611.6 1,622.8 1,347.8 999.8 1,253.0 

Private sector 484.7 475.0 173.5 1,695.9 824.7 1,149.3 862.4 796.5 804.4 
Trading 
subsidiaries 

1,335.4 1,376.7 2,437.5 1,207.4 1,190.8 1,322.1 998.2 581.7 565.9 

Total earned 
income 

10,579.6 11,317.7 15,117.2 15,637.6 17,997.4 18,916.8 18,657.5 19,488.
6 

20,101.3 

          
Rent from 
property 

358.6 389.9 650.4 570.6 633.6 656.2 552.7 747.1 704.6 

Dividends etc 1,839.9 1,725.9 1,395.0 1,509.2 1,673.0 1,648.3 2,256.3 1,540.4 1,364.8 
Interest on 
deposits 

628.8 517.4 371.5 465.1 616.2 635.7 603.2 791.4 377.5 

Total 
investment 
income 

2,827.3 2,633.2 2,416.9 2,544.8 2,922.8 2,940.2 3,412.1 3,079.0 2,446.9 

          

Total 
incoming 
resources 

26,937.6 26,393.3 31,828.0 32,689.7 35,763.8 36,950.8 38,033.3 36,445.8 36,681.4 

Note: Figures for 2002/03 are not available 
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An interesting trend to note from 2000-2010 is how total voluntary income has 

gradually increased, suggesting more contributions from the general public. Total 

earned income has also increased over the same period while total investment 

income has slightly declined in the year 2009/10. An overall conclusion can be 

drawn that total incoming resources have increased from 2000-2010, again 

suggesting the value and impact of the non-profit sector income. Given that an 

appreciation is made on how diverse the non-profit sector is, the following table 

shows the division of the charities with respect to the size and income.  

Table 5 Analysis by size – (Clark et al. 2012, p. 85) 

Income of organisation Name 

Less than £10,000 Micro 

£10,000 to £100,000 Small 

£100,000 to £1 million Medium 

£1 million to £10 million 
More than £10 million 

Large 
Major 

Charities with an income of less than £10,000 are declared as ‘micro’ whereas 

income from £10,000 to £100,000 is acknowledged as ‘small’. The medium types 

of charities are known to have incomes of £100,000 to £1 million. Much larger 

and major kinds of charities generally have incomes of £1 million to £10 million. 

This classification is further explored by Clark et al. (2012) in more detail, when 

they provided an analysis of how this picture is scattered across the UK non-profit 

sector, which is shown in table 6 below.  

Table 6 Voluntary sector organisations: income indicators, 2009/10 - (Clark et al. 

2012, p. 20)  

                                                          Micro   Small             Medium                 Large         Major    Total 

Number of organisations              87,683 
 Proportion of organisations (%)       53.5 
Total income (£ millions)                236.9 
Proportion of income (%)                   0.6 
Mean income (£)                             2,700 
Median income (£)                          3,039 

    51,090     20,432              4,084             474 163,763 
    31.2    12.5          2.5      0.3 100.0 

  1,7819.9     6,322.3            11,325.8  17,014.5  36,681.4  
      4.9        17.2         30.9    46.4 100.0 

    34,900  309,000          2,773,000           35,896,000 224,000 
       26,364      232,662          1,953,690           20,220,025 8,474 

 

Most of the charities in the UK are micro, with incomes of less than £10,000 and 

they amount to 87,683 in total. Comparatively only 474 are declared as major 

charities with incomes of more than £10 million. This suggests that further 

research can be conducted on micro charities as they represent the highest 

number in the UK. The discussion now focuses on the expenditure of the charities, 

and further analysis is shown in the following sections.  
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2.1.3.3 Expenditure of the UK Non-profit Sector 

This section shows total expenditure of the sector from 2000 to 2010. It also 

highlights how the sector is engaged in spending the money gained from various 

sources.  

Table 7 Voluntary sector expenditure, 2000/01 to 2009/10 (£ millions, in April 

2010 prices) - (Clark et al. 2012, p. 81) 

 2000/01 
 

2001/02 2003/04 2004/05 2005/06 2006/07 2007/08 2008/09 2009/10 

 

Fundraising and publicity costs 

 

1,529.0 

 

1,655.0 

 

2,238.4 

 

1,946.2 

 

2,332.5 

 

2,478.4 

 

2,757.6 

 

3,210.9 

 

3,192.6 

Trading Subsidiary costs 1,104.7 1,105.4 819.8 834.3 1,042.5 1,012.1 1,114.1 705.4 698.5 

Investment management 

costs 

- - 92.5 101.7 385.3 458.7 491.9 244.2 245.7 

Total cost of generating funds 2,633.6 2,760.4 3,150.7 2,882.2 3,760.4 3,949.2 4,363.6 4,160.5 4,136.8 

Grants 4,681.7 4,357.9 4,604.0 4,053.8 4,400.8 4,878.3 5,403.6 4,189.0 4,569.7 

Charitable activities 16,445.2 16,755.1 20,226.2 20,920.0 24,314.1 25,199.3 24,637.7 26,336.3 26,535.2 

Governance 1,968.6 2,043.9 2,079.7 1,792.9 1,154.1 725.0 787.4 904.6 1,044.4 

          

Total current expenditure 25,729.1 25,917.3 30,060.6 29,648.9 33,629.5 34,746.8 35,192.2 35,590.4 36,286.1 

One important feature to note from table 7 is the continual increase of total 

current expenditure over the years 2000-2010. This shows that charities are ever-

growing with higher expenditure. One possible reason for this could be related to 

the overall work undertaken by the charities. Thus this increase in expenditure is 

proportional to the charitable activities category which also shows an increase in 

earnings from £16,445.2m to £26,535.2m over the same period. So far, an 

increase in income and expenditure is reported in the data, which highlights the 

growth of the charities, in general.   

2.1.3.4 Assets of the UK Non-profit Sector 

This section shows the total assets and liabilities of the sector over the 2000-

2010 period and also provides a clear picture of the extent of its significance.  

Table 8 Voluntary sector assets and liabilities, 2000/01 to 2009/10 (£ millions, 

April 2010 prices) - Clark et al. (2012, p. 82) 

 2000/01 2001/02 2003/04 2004/05 2005/06 2006/07 2007/08 2008/09 2009/10 

Intangible fixed 
assets 

- - 24.0 50.2 23.3 29.4 20.0 144.8 113.2 

Tangible fixed 
assets 

18,717.8 19,675.7 20,290.6 20,879.7 22,201.0 22,363.2 22,630.6 21,636.6 21,170.0 

Investments 58,531.5 52,276.4 54,070.0 61,918.4 68,838.0 73,024.7 73,742.9 56,506.7 64,644.0 
Fixed assets 77,249.3 71,952.0 74,384.6 82,848.3 91,062.4 95,417.2 96,393.5 78,288.1 85,927.2 
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Current assets 17,908.0 17,180.9 20,839.9 21,805.8 21,029.2 20,704.3 23,301.1 21,809.2 23,122.8 
Creditors due 
within one 
year 

6,062.1 6,485.1 8,213.7 8,106.0 6,874.1 7,588.2 7,709.8 8,392.5 8,468.0 

Net current 
assets 

11,845.9 10,695.8 12,626.2 13,699.8 14,155.1 13,116.1 15,591.3 13,416.7 14,654.8 

          
Total assets 
less current 
liabilities 

89,095.2 82,647.8 87,010.8 96,548.1 105,217.4 108,533.4 111,984.8 91,704.8 100,582.1 

Creditors due 
after one year 

4,138.5 4,403.1 4,765.6 4,519.3 5,371.5 6,551.7 8,228.1 7,476.4 8,538.6 

Provisions - - 1,429.2 266.0 487.4 283.6 223.9 40.2 44.6 
Pension assets - - - - - - - -1,100.7 -1,823.2 
          
Net total 
assets 

84,956.7 78,244.6 80,816.0 91,762.8 99,358.6 101,698.0 103,532.8 83,087.4 90,175.6 

Notable aspects from table 8 illustrate that the total net assets have generally 

increased from £84,956.7m to £103,532.8m over the years 2000-2008. The net 

current assets have also increased over the same period suggesting the healthy 

situation of the charities.  

2.1.3.5 Workforce of the UK Non-profit Sector 

It is important to know about the nature and size of the total workforce employed 

by the sector. The following two tables (9 and 10) demonstrate the total 

workforce size and the employment status including full-time and part-time 

divisions within the sector, respectively.  

Table 9 Total workforce of the UK Non-profit sector (Clark et al. 2012, p. 92) 

Workforce 2010 2009 

 
UK voluntary sector paid workforce (headcount) 

 
765,000 

 
721,000 

 

The figures have increased from 721,000 to 765,000 showing the growing 

employment possibilities of the sector with more people joining every year. Clark 

et al. (2012, p.33) further stated that “an estimated 765,000 people work in 

voluntary sector organisations. This is 2.7% of the UK workforce, and compares 

with 25% who work for public sector employers and 72% who work for private 

sector employers”. The size is relatively small as compared to the private and 

public sectors but the charity sector is still a major player in the economy, as has 

been already established in the previous discussions. Once an overall 

understanding of the total workforce is achieved, it is useful to know how this is 

divided into employment status which is described in the following table.  

Table 10 Total Employment status of the UK Third Sector (Clark et al. 2012, p. 92) 
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 2010 2009 
 

 
Employment status                            Full-time 
                                                                Part-time 

 
477,000 (62%) 

     288,000 (38%) 

 
448,000 (62%) 
273,000 (38%) 

 

As shown in table 10, there has been an increase in both full-time and part-time 

employment over the 2009-2010 period. The full-time employment has increased 

from 448,000 to 477,000 whereas part-time employment has increased from 

273,000 to 288,000. This shows that people are becoming more involved in the 

sector not only on full-time basis but also part-time.  

So far the discussion in the previous sections has been on the focus to map the 

scope and dimension of the UK non-profit sector. Thus a remark by Boris and 

Steuerle (2006) can be regarded as a valid conclusion that multidimensional 

growth of the non-profits will continue to have a profound impact on society and 

thus new data, information and knowledge will always be generated, which will 

enlighten the understanding of this sector. Given that an appreciation has been 

shown of the scope and nature of the UK non-profit sector and its characteristics, 

it is necessary now to examine this relationship with the leadership studies. 

Therefore the following sections of this chapter are related to the main themes 

that have emerged from the non-profit leadership literature.  

2.2 Research gaps in Non-profit Literature and the 

Leadership  

The purpose of this section is to present the major non-profit leadership areas of 

concern that are discussed within the literature. Hogan and Kaiser (2005) 

categorically argued that leadership is one of the most studied areas of research.  

They divided the leadership literature into two broad categories; the troubadour 

tradition and the academic tradition. In their view, the troubadour tradition refers 

to the life-stories and self-narratives of the world’s leading politicians and Chief 

Executive Officers (CEOs). The academic tradition is mostly empirically based and 

is the result of scholarly publications. From the latter tradition, non-profit 

researchers have studied many aspects of non-profits in relation to leadership.  

It is shown in the later sections of this chapter how governance, organisational 

effectiveness, strategic planning, and accountability form the main pillars of the 

non-profit leadership literature. Once these foundations are examined 

comprehensively, only then can a better understanding of non-profit leadership 
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be visualised. It is also revealed in the subsequent sections that core 

examinations of these concepts highlight a leadership concern. Thus, non-profit 

governance is critiqued first in detail, followed by other issues.  

2.2.1 Non-profit Governance and how it differs from Corporate 

Governance  

In this section, an introduction to corporate governance and its relationship to 

non-profit organisations is provided; the discussion then explores various 

compositions of the non-profit board size, roles, behaviours and effectiveness. 

Once the nature of non-profit governance is understood, the argument moves to 

the leadership problem in the governance literature. Governance could thus be 

looked as a collective process of controlling, organising and managing the 

operational effectiveness of a charity by the board members. A debatable issue 

that emerges from the literature is the adoption of corporate models of 

governance for non-profits. Therefore, Jegers (2009) is a strong believer in a 

corporate model governance structure that could be implemented in NPOs. He 

holds the view that some problems in NPOs resemble those of private 

corporations and therefore the strategy of governance should also be similar.  

Low (2006) advocated for-profit models of governance for the social enterprises 

as these organisations tend to fall somewhere between for-profit and non-profit 

sectors depending on the organisational type, nature and objectives. Conger 

(2004) took this view further and argued that lessons from corporate governance 

could be applied in non-profit governance as many of the underlying functions of 

both are the same, such as the responsibility for setting the direction of 

organisation, managing the performance, providing effective management, and 

driving the objectives forward.  

Some researchers do disagree with this classic stance; for example earlier, 

Alexander and Weiner’s (1998) views had already differed from those of Conger 

(2004) that it would not be easy for non-profit organisations to simply adopt 

corporate governance models. Alexander and Weiner revealed a number of 

reasons why non-profit organisations may not be in a position to accept corporate 

governance models as their internal structures, policies, procedures, mission, 

values, strategies and roles tend to differ from traditional profit-making 

organisations. Jegers (2009) noted the counter disagreements and further 

maintained that corporate governance should not be constrained to just for-profit 

organisations. The nature of Multinational Corporations (MNCs) confirms that 
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they are mostly driven by financial goals, and this has a consequence on the 

governance strategies they employ to meet those objectives. However, as NPOs 

do not have profit-oriented goals to achieve, their governance strategies do differ 

from the traditional for-profit governance strategies. Alexander and Weiner 

declared that the success of for-profit organisations cannot be applied to non-

profits in a straight-forward way. Once the nature of corporate versus non-profit 

governance is understood, the discussion delves deeper into the concept of non-

profit governance. A study cited in Alexander and Weiner highlighted the major 

differences between corporate and non-profit (philanthropic) governance models 

as shown in table 11. 

Table 11 Differentiating characteristics of Philanthropic and Corporate 

Governance models – (Alexander and Weiner, p. 225) 

Philanthropic Model Corporate Model 

Large board size Small board size 
Wide range of perspectives/ backgrounds Narrow, more focused perspectives/ backgrounds 
Small number of inside directors Large number of inside directors 
Separation of management and governance Active management participation on board 
Informal management accountability to board Formal management accountability to board 
No limit to consecutive terms for board members Limit on consecutive terms for board members 
No compensation for board service Compensation for board size 
Emphasis on asset and mission preservation Emphasis on strategic and entrepreneurial activity 

It is clear from table 11 that each model corresponds to different organisational 

values, morals and objectives. For instance the philanthropic model tends to be 

more community-focused rather than the corporate model which takes a more 

competitive-focused approach. The philanthropic model tends to focus more on 

the mission-driven objectives rather than the corporate model which is focused 

on the strategic goals. Another important aspect that offers a distinction between 

the two models is Conger’s (2004) opinions about the size of the boards, 

believing they play a major role in separating NPOs from for-profits dimensions of 

governance. Thus the issue of board members is discussed in more detail in the 

next section.  

2.2.1.1 Non-profit Governance and the Board  

It is suggested that non-profit governance has a deep-rooted relationship with the 

board members. All the workable practices employed by the board actually 

impact the outcomes of successful non-profit governance. As shown later, there 

has been research on board governance issues in charities. However this is only 

one of the few dimensions of the non-profit governance explored so far. In order 

to fully understand and practice successful non-profit governance there is a need 
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to broaden understanding and explore different kinds of board roles, tasks and 

responsibilities.  

Researchers (Andres-Alonso et al. 2006; Jegers, 2009; Ostrower and Stone, 2010; 

Stone and Ostrower, 2007) confirmed that most of the literature on non-profit 

governance is based on the board composition; their roles and behavioural 

aspects. This means the area of ‘board composition’ could provide a basis for 

further research on non-profit governance. Brown and Guo (2010) recognised the 

importance of such board roles, which could affect governance and argued that 

underlying principles in which different board roles are grounded must be 

understood. They mentioned that environmental uncertainty, organisational 

issues and board power or relationship between the board and the CEO are the 

main three factors which help us to understand how a board operationalises 

various governance styles. It is also interesting to note that two of the factors 

mentioned by Brown and Guo are related to the factors stated by Ostrower and 

Stone (2010) in their contingency-based framework, which are environmental and 

organisational issues. These issues are not only non-profit specific but also exist 

in for-profit corporations. However the potential influence of these factors could 

affect the type of governance that non-profit organisations adopt as compared to 

that applied by for-profits.  

2.2.1.2 Non-profit Governance and Leadership 

The issues related to governance are explored by Ostrower and Stone (2010) who 

observed the lack of research regarding non-profit governance. In essence, it is 

the leadership capacity, which is the driving force behind non-profit governance. 

The issue of leadership in the board-staff relationship is one of the crucial aspects 

of non-profit governance (Inglis et al. 1999; Stone and Ostrower, 2007).  

While discussing governance structures, Low (2006) also declared that leadership 

plays an important role in the democracy of the board. It is essential to note that 

historically there has been a debate about the ideal form of non-profit governance 

and best models for board management. Consequentially to date no ideal models 

or approaches have been developed which could be classified as industry 

standard for non-profit governance. This perhaps supports the view that the 

sector is made up of so many different kinds of organisations in size, mission 

and orientation that no single model is likely to suffice. The literature on non-

profit governance is populated with board roles, responsibilities and the 

relationship this has with organisational effectiveness. However, one of the major 
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areas that is not well represented in the literature is the leadership problem in 

non-profit governance (McCambridge, 2004). It is clear that by studying various 

types of leadership styles, behaviours and principles, a better understanding of 

boards and how they tackle non-profit governance can be reached.  

Within the non-profit literature, scholars (Inglis et al. 1999; Kaplan, 2001; Kearns 

and Scarpino, 1996; LeRoux and Wright, 2010; Low, 2006; McCambridge, 2004; 

Ostrower and Stone, 2010) have discussed the overlapping relationship between 

governance and leadership. In their view, non-profit leaders contribute to 

effective governance and both play a constructive role in supporting the growth 

of the non-profits. Leaders, thus support governance, by providing internal 

reporting about the operations and opportunities to the senior board members; 

provide feedback on the teams and responsibilities and in turn board members 

work with leaders, to create new plans and vision for the future (Inglis et al. 

1999). These scholars also contend that leadership provides a strong means of 

communication in support of governance, as, for example, some of the board 

members may have been retired and thus direct reporting into what is happening 

on the operational and management levels is actually provided by the leaders to 

support the executive decision making in many non-profits. This relationship, 

however, in their opinion, is also dependent on the type, nature and context in 

which the non-profit operates and therefore may differ. It is also interesting to 

note that these non-profit scholars argue how governance supports leadership by 

working closely on the shared objectives, clarifying vision, and setting new 

directions (Kaplan, 2001). In some non-profits, governance can only contribute to 

a limited extent (due to less members) and in that situation, it is likely that 

leadership may play more effective role, however, in other non-profit 

organisations - governance actively contribute  i.e. on the legal and accountability 

policies and frameworks thereby supporting the role of shared leadership. In their 

view, non-profit governance has the ability to hold leaders accountable, who may 

not act ethically (LeRoux and Wright, 2010). 

Furthermore, according to Bradshaw (2002) scholars adopt intrapersonal 

definitions suited to their research needs in order to tackle the confusion over 

governance, leadership and management within the non-profit literature. 

Consequently, this research seeks to place board members under governance 

providing strategic vision, direction and overseeing the works of the charity 

leaders - who in turn work mutually to execute those agreed objectives in line 

with the required plans, policies and procedures set by the board members.  
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The next section of the chapter focuses on organisational effectiveness in the 

non-profit context and its relationship to the leadership studies.  

2.2.2 Non-profit Organisational Effectiveness (NPOE) 

This section presents an overview of what NPOE is and its relationship with 

governance, strategic planning and stakeholders. The term ‘organisational 

effectiveness’ and NPOE specifically, is not clearly defined, and no consensus on 

definition currently exists. Researchers have various opinions regarding NPOE and 

perhaps this may be the reason why NPOE is such a complex concept (Sowa et al. 

2004). Therefore a working definition for this research will be to define NPOE as 

those practices adopted by the NPOs to satisfy constituency requirements of their 

donors, funders and other stakeholders. This implies that non-profit leaders need 

to ensure that their NPOs are operating up to an extent where the demands of 

their board members and other stakeholders are being met. One way to achieve 

this would be the implementation of accountability measures, which is explained 

in the following sections.  

2.2.2.1 NPOE Approaches 

Historically three organisational effectiveness approaches were developed; goal-

attainment, system resource and reputational (Balser and McClusky, 2005; Forbes, 

1998; Herman and Renz, 1998). The goal-attainment and systemic approaches 

became classic models of organisational effectiveness (Webb, 1974). Due to the 

integral nature of the non-profit organisations, multidimensional approaches 

were identified and these took into consideration various internal and external 

organisational environments (Balser and McClusky, 2005; Forbes, 1998; 

Papadimitriou, 2007; Sowa et al. 2004; Williams and Kindle, 1992). The 

multidimensional approaches or models gained prominence for non-profit 

researchers as these captured many perspectives of the organisational 

environments which other models could not achieve (Sowa et al. 2004). Based on 

this approach a new model called the multidimensional, integrated model of non-

profit organisational effectiveness (MIMNOE) was eventually proposed by Sowa et 

al. (2004), which primarily focused on two main factors; management and 

programme effectiveness. Herman and Renz (2008) criticised Sowa et al.’s (2004) 

model by stating that it did not fully measure the NPOE; they argued that the 

model placed a deeper emphasis on the programme effectiveness rather than the 

organisational effectiveness. It is important to note that the MIMNOE model is 

non-profit specific; however, Rojas (2000) had earlier proposed four models 
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which could be used for both non-profit and for-profits organisations. It seems 

that he is in favour of advocating for-profits models for non-profit organisations 

however other researchers like Forbes (1998) hold the view that traditional for-

profit organisational effectiveness measures cannot be used to access NPOE.  

Furthermore, many researchers (Herman and Renz, 1999; Kushner and Poole, 

1996; Sowa et al. 2004; Webb, 1974) have discussed various for-profit 

organisational effectiveness models such as goal model, systemic model, 

completing values framework (CVF) model, and general model of organisational 

effectiveness. Therefore the debate continues between the adoption of non-profit 

and for-profit models for NPOE. There are many reasons why NPOE is different 

from for-profit organisational effectiveness. One of the major reasons is because 

the non-profit legal and financial status is different from that of traditional for-

profit organisations. Forbes (1998) asserted that there is no standard model of 

organisational effectiveness. Summing up the discussion so far, it seems that 

NPOs adopt models and strategies to effectively manage their charities according 

to their specific needs. However, generally, these needs are found to have 

connections between board effectiveness, strategic planning and accountability 

practices of the NPOs; this is explored in the following section.  

2.2.2.2 NPOE, Board Effectiveness, Strategic Planning and Accountability 

Research has identified a strong positive relationship between board effectiveness 

and organisational effectiveness (Forbes, 1998; Herman and Renz, 1998, 1999 

and 2008; Papadimitriou, 2007). It is interesting to note that while these 

researchers are generally of the opinion that board effectiveness is related to 

organisational effectiveness, other authors like Rojas (2000) contended while 

citing different works that board effectiveness has little impact on the 

organisational effectiveness. In particular, Herman and Renz’s (1999) opinions are 

important as they take the discourse a step further and clear the ambiguity that 

one of the major influences that a non-profit board has on organisational 

effectiveness relates to strategic planning. Thus promoting a belief that effective 

strategic management policies leads to better organisational performance. 

Kushner and Poole (1996) also acknowledged the need to study strategy and 

structure of the NPOs in order to examine organisational performance however 

they complained that not much research has been done in this area. 

Papadimitriou (2007) also emphasised the importance of strategy when 

considering organisational effectiveness.  
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A new direction is proposed by Balser and McClusky (2005) and Herman and Renz 

(1999) that recognised the importance of accountability and NPOE. In their view, 

it is the responsibility of the non-profit leaders to ensure that they have 

transparent and efficient accountability measures in place so that the 

organisation performs better. Exceeding accountability demands is also one of 

the major challenges currently faced by the non-profit leaders.  

A further advancement of NPOE is taken when authors (Herman, 1992; Herman 

and Renz, 1998, 1999 and 2008; Papadimitriou, 2007) advocated the need for a 

stronger interaction of non-profit stakeholders, if successful organisational 

effectiveness is to be achieved. Herman and Renz (2008) pointed out the fact that 

it is the responsibility of non-profit leaders to ensure clear communication with 

various stakeholders regarding organisational effectiveness. They reasoned it is 

the non-profit leaders who should also ensure that all the stakeholders including 

managers, funders, donors and employees are taken into consideration as each 

group would support different effectiveness measures. Once all the views are 

taken into account, further decisions regarding NPOE can be taken successfully. 

Balser and McClusky (2005) suggested that stronger and more stable 

relationships with stakeholders may have an influence on the NPOE. They 

maintained that non-profit organisations need to have a stronger CEO who 

develops a healthy relationship with the board and other stakeholders. This again 

highlights the fact that having an effective CEO or leader at the top of the 

hierarchy makes a huge difference in defining and understanding organisational 

effectiveness.  

2.2.2.3 NPOE and Leadership  

From the discussion so far, it can be acknowledged that abilities like strategic 

planning and governance refer to the leadership qualities that individual board 

members hold and that the significance of effective leadership does actually 

influence the type of strategic decisions made by the board. Most of the 

researchers cited above, do not focus on organisational effectiveness from the 

leadership perspective. It is also crucial to notice that leadership within this 

domain represents an important quality which is essentially a driving force behind 

NPOE. Therefore, the discussion can be concluded from this idea that if the 

research focus drives knowledge towards this direction, then all the theories, 

frameworks and models discussed within the NPOE literature will be practically 

executable.  A similar view is shared by Herman and Renz (1998) that the better 

the non-profit leadership is, the greater the organisational effectiveness will be. It 
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has already been discussed that strategic planning is associated within the NPOs 

literature on leadership studies. This relationship is further explored in the 

following section.  

2.2.3 Non-profit Strategic Planning 

Thompson et al. (2007, p. 41) stated that a “strategic plan lays out the company’s 

future direction, performance targets, and strategy”. Early research (Kearns and 

Scarpino, 1996) provided an interesting review of the literature published on non-

profit strategic planning. They extracted four main conclusions; first, that NPOs 

advocate adopting established for-profit strategic planning practices; second to 

use effective strategic planning frameworks and tools; third that successful case 

studies in NPOs support the implementation of strategic planning and finally, 

literature showing inconsistent empirical research on non-profit strategic 

planning. Concerning, these issues raised by Kearns and Scarpino, it is observed 

that these have not been resolved. For example, researchers (LeRoux and Wright, 

2010; Walker, 1983) highlighted similar concerns about the lack of empirical 

research in non-profit strategic planning and management.  

Bigelow et al. (1996) also emphasised the growing problem of reaching solid 

conclusions from non-profit strategic literature, which has grown over recent 

years. Initially, Walker noted the empirical problems regarding strategic 

management in NPOs and 13 years later, Kearns and Scarpino were still asking for 

more empirical evidence. This suggests that most of the literature has focused on 

developing models and theories without actually empirically testing them for their 

legitimacy in non-profit environments. The second major theme which emerged 

from the literature concerns non-profit competition. Scholars (Akingbola, 2006; 

Bigelow et al. 1996; Courtney, 2002; LeRoux and Wright, 2010; Roller, 1996) 

talked about the role of competitive advantage in NPOs. So far the discussion is 

about the role of strategic planning and the relevant issues; however, the 

literature further explores the important relationship between strategic planning 

and the non-profit context, which is about specific approaches adopted by NPOs. 

This is further discussed in the following section.  

2.2.3.1 Approaches to Non-profit Strategic Planning 

Courtney (2002) confirmed that strategic management can be broken down into 

three key stages; strategic analysis, strategic formulation and strategic 

implementation. It is important to recognise that not all the stakeholders are 
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involved in every stage of the strategic management. For example, staff 

(employees) would most likely be involved in the strategic implementation stage 

where they would receive instructions on how to work towards achieving the 

objectives set by the board leadership. Management would most likely be 

involved in the strategic formulation stage where discussions about resources, 

and environmental and organisational elements would be considered. Finally, it is 

the board management that would be involved in all three key stages of strategic 

development including the strategic analysis stage. This means that non-profit 

leaders have to ensure that they play a supportive role by setting examples for 

their staff and volunteers to follow and appreciate.   

Numerous tools, models and processes have been developed regarding the 

strategic planning and management carried out by non-profit researchers. For 

example, Bryson (1988) and Courtney (2002) revealed the SWOT (strengths, 

weaknesses, opportunities, threats) and PEST (political, economic, social, 

technological) methods to help integrate successful strategic planning for NPOs. 

Courtney also stated that Ansoff’s matrix, Porter’s industry analysis and the 

Portfolio analysis of the Boston Consulting Group are common methods adopted 

by NPOs; however SWOT is one of the most commonly used methods. Bryson 

recommended using Stakeholder analysis to identify various influences and 

interests that the stakeholders have in NPOs. This can help board management to 

understand what criteria their stakeholders consider most appropriate and how 

they can improve their relationship with stakeholders.  

Kaplan (2001) applied his Balanced Scorecard framework to NPOs and concluded 

that it could serve as a multidimensional tool for measuring performance and 

effectiveness which helps management to set their strategies. This along with 

other planning tools such as SWOT and PEST analysis can provide solid grounds 

for board leaders to plan their vision. With the help of developed processes and 

methods one could argue that leadership planning seems to become much 

clearer and more flexible, providing a better picture of the organisational current 

and future reality. However no matter which model or process NPOs adopt, it is 

not the model or process which essentially brings success but the leadership 

capability that utilises the potential of these models and processes. Sometimes 

the usage of best practice models does not necessarily bring success to NPOs as 

they often lack the measure of leader effectiveness. Hence this calls for 

exploration of an important relationship that non-profit strategic planning has 

with the leadership studies.  
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2.2.3.2 Non-profit Strategic Planning and Leadership 

Leadership is one of the most important factors affecting non-profit strategic 

thought and action. The literature identifies a set of problems related to non-

profit strategic planning leadership, the first one being governance. For example, 

Kearns and Scarpino (1996) identified problems related to strategic planning in 

NPOs due to governance and board issues. LeRoux and Wright (2010) noted that 

a highly skilled executive director and effective governance body are the two 

important factors contributing to the effectiveness of non-profit strategic decision 

making. Hatten (1982) addressed the personnel issues related to NPOS. This 

problem is related to volunteers; Hatten suggested that due to the nature of non-

profits they tend to attract more volunteers and can have less educated 

employees than those in for-profit organisations who have different skills and 

interests. All these problems create new challenges that NPOs have to face; 

therefore effective leaders are responsible for acknowledging such issues and 

resolving them. The third problem is related to decision making and executing 

non-profit strategy. Bryson (1988) indicated that strategic planning refers to 

responding to new challenges, where key decision makers implement effective 

decisions about the organisation. His emphasis was on the decision making 

ability of the managers. Kaplan (2001) acknowledged the problems faced by NPOs 

in developing and executing effective strategies. While discussing the results 

from his study, he found that if effective performance measurement and strategic 

development is to be achieved, then leadership would play a vital role in this 

regard. Thus, with leadership being the pursued quality, it can be argued that 

strategic planning would only work as long as non-profit leaders want it to work. 

For example, it is the leaders who must think and act accordingly as all the 

strategic planning tools, methods and processes they have at their disposal 

simply act as a guide - it is the leaders who are ultimately responsible for any real 

value they bring.  

One proposed solution for all these problems is to adopt an effective leadership 

style or behaviour that impacts governance, decision making, executing strategy 

and volunteers (staff). In essence board members have to become strategic 

leaders if their charity is to survive in the challenging environment in which they 

operate. Non-profit strategic planning is one of the core non-profit organisational 

components which must be understood from the leadership perspective, because 

it is leaders who provide strategic direction and planning.  
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With the emergence of globalisation, organisations nowadays are faced with many 

internal and external opportunities and threats. Responding to these challenges, 

organisations develop complex strategies which are executed by the top 

leadership (Northouse, 2010 and Yukl, 2013). Thus it is important to understand 

what a good leadership is and how this relates to the core notion of strategy. 

Thus according to Northouse and Yukl, the survival of any organisation depends 

on how well it assesses the current environment and positions the strategy in 

accordance with set objectives. They contend how the internal and external 

influences are important to monitor, in order to remain competitive and for this, a 

flexible and adaptive leadership is required. In their view, it is the leader’s 

responsibility to use strategies to derive the required organisational outcomes in 

a positive manner. Thus leaders need to have the core capabilities to initiate new 

changes and align their organisational strategies.  

Interestingly, Yukl (2013, p. 406) lists many qualities of good or effective 

leadership: 

 “1) help interpret the meaning of events, 2) create alignment on objectives and 

strategies, 3) build commitment and optimism, 4) build mutual trust and 

cooperation, 5) strengthen collective identity, 6) organize and coordinate 

activities, 7) encourage and facilitate collective learning, 8) obtain necessary 

resources and support, 9) develop and empower people, 10) promote social 

justice and morality”.  

All of these are essential qualities in order to evaluate what a good leadership is; 

however, numbers 2 and 4 need further elaboration as they can be conceptually 

related to the core notions of strategy and governance. While discussing the 

alignment of objectives and strategies, Yukl (2013), argues that good leaders 

create an environment where an agreement is reached on the objectives and 

strategies. This means, effective leaders work at all levels of the organisation to 

understand and evaluate the organisational environment to reach consensus on 

what is required and how they can get there. Leaders then adopt certain 

strategies in order to reach these organisational objectives, therefore the 

relationship between strategy and leadership is mutually related. Likewise, 

number 4 is about building mutual trust and cooperation, which can be 

conceptually linked with governance. Thus in Yukl’s view, good leaders are those 

who trust others; understand what is required; plan and work constructively to 

get, “mutual respect, trust and cooperation” (p.406) and leaders therefore work 

mutually with board members within the nonprofit sector (Conger, 2004; Jegers, 



 

36 

2009; Low, 2006) to create this environment and as a result this two-way 

relationship is further strengthened. Therefore, the current discussion seems to 

suggest that leadership has a two-way relationship with strategy and governance 

and in order to understand what a good leadership is, it may be necessary to 

examine some elements of strategy and governance. Finally, the last major theme 

apparent in the literature along with governance, NPOE and strategic planning is 

the issue of non-profit accountability, which is discussed in the following section. 

2.2.4 Non-profit Accountability 

Accountability means different things to different people. Ebrahim (2003a, p. 194) 

defined accountability as “the means through which individuals and organizations 

are held externally to account for their actions and as the means by which they 

take internal responsibility for continuously shaping and scrutinizing 

organizational mission, goals, and performance”. Traditionally accountability 

refers to the financial and legal measures that an organisation undertakes in its 

day to day operations. In recent years, financial scandals (Ebrahim, 2003b) such 

as those perpetuated by Enron and Tyco in the corporate world have instigated 

the introduction of new regulations such as the Sarbanes-Oxley Act 2002. Also, 

with the emergence of globalisation (Knutsen and Brower, 2010; Ospina et al. 

2002), non-profit accountability is now a multidimensional process which is 

focused on the social, moral (Kaldor, 2003) and ethnical aspects of organisational 

behaviour rather than just financial or legal. This is often referred to as 

broadened non-profit accountability, which includes responding to multiple 

stakeholders (Morrison and Salipante, 2007).  

Non-profits have adopted similar approaches as those adopted by for-profits to 

view accountability as a multidimensional process; however, this approach differs 

in many ways - for example, non-profits have to account to more stakeholders 

(donors, trustees), and have different accountability measures internally 

(performance metrics) and externally (financial reports). To maintain public trust 

is one of the core values of non-profit accountability (Sloan, 2009) and this makes 

them different from the corporate accountability. Non-profit researchers are keen 

to emphasise the fact that accountability is a multidimensional process (Ebrahim, 

2003a; Christensen and Ebrahim, 2006; Knutsen and Brower, 2010). This multi-

layered reporting of non-profit accountability is thus a complex process (Ebrahim, 

2003a). Some researchers (Christensen and Ebrahim, 2006; Knutsen and Brower, 
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2010) have maintained that responding to multiple stakeholders is actually a 

difficulty in non-profit accountability.  

2.2.4.1 Accountability to whom and why? 

Christensen and Ebrahim (2006) note that non-profit accountability can be 

divided into three broad levels upward, downward and lateral. Other researchers 

(Knutsen and Brower, 2010; Ospina et al. 2002) also indicated the importance of 

upward and downward accountability. Therefore it is essential to understand what 

these multi-layered accountability issues mean to the NPOs and what mechanisms 

are employed to achieve this.  

2.2.4.2 Upward Accountability 

Upward accountability is concerned with responding to funders, donors, 

regulators and other stakeholders who are interested in overseeing how the funds 

are being utilised. NPOs need to ensure that various approaches are taken to 

satisfy the demands of these stakeholders. Sloan’s (2009) study supported the 

view that a positive accountability rating of a NPO is linked to the increased 

contribution of the donors. Upward accountability is usually externally reported 

where the information and data come from the internal reporting and analysis of 

the organisation. It is the responsibility of the board leaders to ensure their staff 

is taking internal measures to achieve such outcomes and organisations are thus 

responding to inward accountability challenges by producing reports, statements 

and written disclosures (Christensen and Ebrahim, 2006; Ebrahim, 2003b).  

2.2.4.3 Downward Accountability 

Downward accountability is concerned with responding to clients, local 

community groups and beneficiaries. These stakeholders are usually the 

recipients of the non-profit services, i.e. serving the needs of beneficiaries whom 

they are representing as declared in their mission. The focus of downward 

accountability is to maintain the strong relationship so that their support could 

be won and shown to funders, donors and regulators, thus ensuring effective 

upward accountability. Downward accountability can be achieved through internal 

reporting and preparation of documents; evaluation assessment and regular 

contacts are developed (Christensen and Ebrahim, 2006; Ebrahim, 2003b). Some 

of the measures might include for example obtaining feedback from the 

beneficiaries and asking them how organisational services can be improved. 
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2.2.4.4 Lateral Accountability 

Lateral accountability is concerned with responding to internal needs of the 

organisation. The focus is to respond to the mission and employee issues. It is 

the ultimate responsibility of board leaders to listen to the demands of their staff, 

work with them by creating a supportive environment, and set goals to achieve 

their organisational objectives. Board leaders also need to ensure that they are 

acting in accordance with their mission, because upward and downward 

accountability stakeholders would be interested in seeing to what extent the 

organisation meets its mission. If a non-profit struggles to meet its internal 

demands, this may influence funders and donors to stop or cut funding. Lateral 

accountability can be achieved through internal measures that include staff 

meetings, discussions and informal communication (Christensen and Ebrahim, 

2006). 

2.2.4.5 An integrated approach  

Researchers such as Ebrahim (2003a; 2003b) and Kaldor (2003) conversed that 

accountability is both an internal and external process. The upward and 

downward accountability is dependent upon lateral accountability (Christensen 

and Ebrahim, 2006). As previously discussed, lateral accountability is an internal 

process which interacts with both upward and downward (external) dimensions. 

Therefore, by having effective internal measures NPOs can be assured that 

external accountability can be achieved successfully. This responsibility lies 

within the leadership potential of the organisation to align internal objectives with 

their mission and non-profit strategy.  

Benjamin (2008) discussed the importance of outcome measurement as being 

one of the accountability frameworks for funder-grantee relationship and declares 

an important literature gap of those accountability reports that fail to meet the 

stakeholder expectations. By actually understanding why certain accountability 

documentation does not meet the requirements of stakeholders reflects that the 

organisational internal processes are not functioning well. Also Holland (2002) 

criticised the fact that numerous accountability methods have been developed. 

However many NPOs rarely implement such measures. Therefore the blame could 

fall on the board leaders when organisations fail to implement accurate and 

transparent reporting. It is therefore important to relate the accountability 

discussion with governance in order, to determine their relationship in more 

detail.   
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Reviewing the whole argument, it can be concluded that successful governance 

creates successful accountability and that they both are integrated in 

organisational structures and are not mutually exclusive. Efficient accountability 

ensures that everyone is held responsible for their actions and a transparent 

functioning environment is being promoted which helps board members to 

govern the organisation where power and authority are distributed among all 

levels of an organisation. The literature that examines the key relationship of 

non-profit accountability and governance is vital; researchers like Holland (2002) 

emphasise the key role boards play in responding to funders, donors and other 

external stakeholder needs. While discussing the importance of results-based 

accountability, Campbell (2002) asserted that it depends on effective governance 

and Ebrahim (2003a) blamed board members for the non-profit accountability 

scandals. This supported the view that if effective governance is practiced then 

the opportunity for such scandals would be limited.  

The literature studied so far, illustrates the importance of non-profit 

accountability and governance however an interesting point is made by Morrison 

and Salipante (2007) who highlighted the lack of research on governance 

practices that help to achieve broaden accountability. They concluded that a high 

performing board would call management and other employees to be answerable 

for their decisions while the board itself is held accountable to other stakeholders 

like trustees, donors, funders and regulators. When such a governing system is in 

practice, a successful accountability practice would emerge that is naturally 

aligned with the organisational mission and objectives. In order to achieve such a 

position, organisations need to have effective non-profit leaders who drive and 

execute the relevant goals of governance and accountability, and who have 

excellent strategic planning qualities. Therefore it remains interesting to study 

the role of non-profit accountability and leadership, which is explored in the 

following section.  

2.2.4.6 Non-profit Accountability and Leadership 

One of the most crucial elements of non-profit accountability is that it can hold 

the leaders accountable. Such a practice allows NPOs to identify those board 

leaders who struggle to cope with the emerging challenges and replace them with 

more effective members with excellent leadership capabilities. The notions of 

responsibility, communicating with multiple stakeholders, developing 

relationships with staff and adopting strong governance measures are the 
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important elements making up non-profit accountability ethics. Board leaders 

must embody these ethics in order to overcome the growing accountability issues.  

Many researchers, such as Morrison and Salipante (2007), revealed that non-profit 

leaders are responsible for their organisation’s accountability to various 

stakeholders. Campbell (2002) declared that results-based accountability in NPOs 

depends on effective leadership, while Holland (2002) clearly argued for the need 

for further research on board accountability. While discussing the results of their 

research, Morrison and Salipante stated that non-profit leaders must draw up 

relevant strategies to satisfy stakeholder and organisational demands.  

Benjamin (2008) discussed the importance of the funders-grantee relationship 

and that as it is known the responsibility to maintain such relationships lies with 

the board leaders as neglect of effective leadership may result in a shortage of 

funds.  The common themes of appreciating the needs of non-profit staff and 

motivation are often discussed. For example, Holland (2002) agreed with the fact 

that tougher sanctions, new laws and strict regulations do not motivate and 

support the non-profit staff and volunteers. Interpreting the results from their 

study, Christensen and Ebrahim (2006) affirmed that staff are the most essential 

priority for the non-profit director. They analysed the role of directors and how 

they empower, support and trust their staff. Whilst focusing on the needs of staff, 

their study shows that downward and lateral accountability emerged naturally.  

Ebrahim (2003a) confirmed that the notion of being punishable by law pushes 

organisations to produce the required legal documentation; however it does not 

include organisational behavioural accountability. Ospina et al. (2002, p. 8) stated 

that “many accountability mechanisms hold non-profit sector managers 

accountable for personal behaviour rather than holding an organization 

accountable for its performance”. This is another important point; personal 

behaviours of managers are linked with their leadership capacity. If they have 

effective behaviours then organisational and individual performance would be 

improved. Therefore concluding the discussion undertaken so far in the previous 

sections, it can be reasonably argued that governance, NPOE, strategic planning 

and accountability, all have one common factor which directs, executes and 

drives then and that factor is leadership. It is essential to now focus on the non-

profit leadership in more detail, which is explained in the following section.  
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2.2.5 Non-profit Leadership 

Leadership is one of the most researched disciplines in management studies. Yukl 

(2013, p. 23) defined leadership as “the process of influencing others to 

understand and agree about what needs to be done and how to do it, and the 

process of facilitating individual and collective efforts to accomplish shared 

objectives”. Leadership has been studied and conceptualised from multiple 

perspectives that include trait, behavioural, style, situational, and skills. These 

perspectives have given birth to various leadership theories like contingency, 

path-goal, leader-member exchange, ethical, transformational and most recently 

authentic leadership (Northouse, 2010). As already discussed in the previous 

sections, non-profit researchers have been studying numerous influences that 

impact NPOs including financial, technological, economic, social, legal and 

political. Researchers have also paid consideration to the management aspects of 

NPOs, both strategically and operationally. For the former, strategic planning and 

governance has been the focus. In regard to the latter, financial management, 

organisational effectiveness, marketing, human resources and, most importantly 

the leadership have been discussed.  

One of the ways to conceptualise non-profit leadership is to describe various 

leadership theories and how they are operationalised. The objective of this 

section is to highlight what leadership models have been addressed in the 

literature. Researchers have been exploring various approaches to these theories 

and the most popular is transformational leadership in regard to the non-profit 

studies. According to Northouse (2010), transformational leadership develops 

leaders’ own understanding of how they should lead others, how to build 

relationships and how to bring success to their work. It allows leaders to behave 

in such a friendly and supportive way that people around them are positively 

influenced. Followers trust their leaders; they listen to their advice and thus 

develop a healthy working environment.  

Transformational leadership enables organisations to perform effectively once 

leaders and followers who are the main drivers of organisational success work as 

one joint unit where learning cultures are developed, organisational change is 

facilitated, feedback mechanisms are constructed, innovation and organisational 

growth is achieved and overall organisational performance is improved. Therefore 

transformational leadership creates an interactive and proactive environment 

where three dimensions - leaders, followers and organisations mutually benefit. It 

must be noted that studies have revealed that transformational leadership has a 
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major positive impact on NPOs (Alimo-Metcalfe and Alban-Metcalfe, 2005; 

Bradshaw, 2002; Catano et al. 2001; Hoye, 2006; Schmid, 2006).  

While focusing on community service organisations, Schmid (2006) emphasised 

that transformational leadership is the most suited leadership theory as it 

incorporates certain characteristics like visionary and a focus on environment and 

followers. Riggio et al. (2004) emphasised that transformational leadership plays 

an important role in nonprofit organisations and has been linked with 

organisational performance and effectiveness. The authors also advocated 

transformational leadership as an ideal style that can transform nonprofit 

organisations. They also quote successful case studies where potential 

transformational leaders have influenced nonprofit organisations. Rowold and 

Rohmann (2009) concurred, and conducted an empirical research study which 

confirmed that positive emotions are linked with transformational leadership and 

negative emotions are linked with transactional leadership in their study of 

German Choirs. Rowold and Rohmann also confirmed that the first empirical 

study on transformational leadership was conducted in 1994 by Druskat, 

revealing that nonprofit religious leaders exhibit more transformational 

behaviours than transactional behaviours. Jaskyte (2004) established that 

transformational leadership is linked with a nonprofit organisational culture, 

while in their study of Australian non-profits,  

McMurray et al. (2010) found a positive relationship between transformational 

leadership and employee ratings of organisational culture, well-being, 

commitment and psychological capital. This study was interesting as the 

researchers incorporated psychological aspects and the role they play in 

supporting leadership environment in non-profits. Trautmann et al. (2007) 

initiated a positive empirical link between effective learning and transformational 

leadership in their study of nonprofit managers. This was an innovative study as, 

at that point, no researchers had applied learning strategies with transformational 

leadership in a nonprofit context. This shows that researchers are keen to 

advance transformational behaviours in non-profits and are linking new concepts 

and fields (psychological) to conduct their examinations in more depth.  

Catano et al.’s (2001) research reported that higher levels of transformational 

leadership styles are linked with follower commitment and participation in their 

voluntary versus union organisational comparison. The study showed that more 

voluntary organisations are linked with transformational behaviours than union 

organisations, where the elements of transactional leadership are common. 



 

43 

Therefore, concluding from the literature so far, it can be reasonably argued that 

many researchers are in favour of promoting transformational leadership 

principles, in order to improve not only the leaders’ vision, but also followers’ 

commitment and NPO performance, as shown in various studies. The discussion 

is now focused on other two leadership theories that are often discussed but not 

in as much detail as transformational leadership is.  

The other theories which are argued within the non-profit leadership literature 

include are; charismatic leadership and servant leadership. Larsson and 

Ronnmark (1996) advocated the use of charismatic leadership in the Swedish 

voluntary sector. They also mentioned that it is the followers who essentially 

choose a charismatic leader to follow as they trust him, thereby iterating the 

importance of followership. This is interesting as not only does charismatic 

leadership have a followership focus but so does transformational leadership – 

and both are closely linked (Larsson and Ronnmark, 1996). That is the reason 

why some researchers (Bradshaw 2002; De Hoogh et al. 2005; Larsson and 

Ronnmark, 1996) are in favour of adopting charismatic leadership in non-profits. 

However, no major studies have been conducted which compares the 

characteristics of both charismatic and transformational leadership in a wider 

non-profit context. Servant leadership is also one of the researched theories of 

nonprofit leadership (Bradshaw, 2002).  

Stone et al. (2004) offered a deeper comparison between transformational and 

servant leadership. Their main conclusion is that the focus of transformational 

leadership is more on the organisation and empowering followers to build 

commitment in achieving goals whereas the focus of servant leadership is also on 

followers, but organisational achievement is a subordinate outcome. They also 

affirmed that servant leadership is related to transformational leadership in only 

inspirational and individualised considerations (two of the four I’s of 

transformational leadership). Stone et al. also supported the growing calls to 

study servant leadership further, as it is still in the infancy stage of leadership 

studies. 

In their study, Schneider and George (2011) found that servant leadership is more 

optimal than transformational leadership in voluntary service organisations. They 

also mentioned that many of the characteristics of both servant and 

transformational leadership types are closely associated agreeing with Stone et al. 

(2004). Schneider and George also called for further research in both 

transformational and servant leadership arenas in a wider context, i.e. in private 
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and nonprofit sectors. Ebener and O’Connell (2010) acknowledged the role of 

religion and spirituality as being one of many historical factors giving birth to 

servant leadership. Their study was based in a religious setting in Iowa, and this 

is why they advocated the need for servant leadership as opposed to 

transformational or charismatic leadership.  

One important point to consider is that transformational leadership research has 

grown immensely over the past decade in both private and public sectors and 

progress has also been made in the non-profit sector; however, the same rate of 

growth is not recognised when we examine servant leadership in all sectors. This 

is the reason why many researchers (Ebener and O’Connell, 2010; Schneider and 

George, 2011; Stone et al. 2004) advocated for further research of servant 

leadership theory, particularly in non-profit organisations. Servant leadership is 

partly based on religious values as confirmed by Ebener and O’Connell which is 

why most of the related research has also been conducted on the religious NPOs. 

Servant leadership should be explored in different nonprofit organisations with 

empirical justifications if real value of this leadership theory is to be achieved.  

Given that the focus of the current discussion has been on the transformational 

and servant leadership theories, it is important to explore the relationship 

between leadership, and service and advocacy-based charities. The implications 

of these service and advocacy based organisations on leadership may have 

consequences on the way the non-profits are operationalized. Therefore it is 

essential to explore this relationship, before proceeding further.  

Child and Gronbjerg (2007) discussed nonprofit advocacy charities in detail; they 

debated the diversity of these organisations from the operational, revenue and 

mission dimensions. In their opinion, the impact and nature of advocacy depends 

on the type of non-profits, as some are large and some small. Also some of the 

important advocacy issues, for example, may include healthcare, environment 

and group interests. Furthermore, according to Kimberlin (2010), service-oriented 

organisations are much more dependent on leadership; internally to staff and 

board members and externally to obtain funding. Experts (Almog-Bar and Schmid, 

2014; Kimberlin, 2010) recommend additional research into understanding the 

exact nature of service and advocacy based non-profits, as there remains an 

ambiguity in the literature surrounding this relationship.  

Donaldson (2007) discussed how leadership is executed and influences the way 

advocacy based non-profit operates, in her report she argued that leadership 
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positively correlates to the advocacy behaviour in many human services agencies 

in the US. In her view, leadership brings positive change and transforms the way 

advocacy practice is promoted at all levels of many non-profits. At the top level, 

non-profit’s vision and projects undertaken sometimes directly reflect the 

leadership behaviour i.e. organisation’s resources and policies.  

Likewise, Leroux and Goerdel (2009) interestingly discuss how leadership in 

advocacy based non-profits maybe little different from others. In their view, 

sometimes in political advocacy based non-profits, leaders may choose to behave 

differently to overcome the political barriers. For example, during the election 

campaigns non-profit leaders may adopt certain strategies which may suit their 

advocacy-based objectives - in return for future funds from the political parties, 

and this clearly differentiates them from other forms of the organisational 

leadership. Comparatively in the service based non-profits, the leadership focus 

may be more on the way the non-profit is structured, sustained and operated.  

Also, according to Leroux and Goerdel, in other undemocratic regions of the 

world, certain models of leadership are not suited to the running of the advocacy 

based non-profits as sometimes conflicts with the electoral/ political parties’ 

leads to the closure of these organisations. They also discuss that leadership may 

have different consequences in the advocacy based non-profits as some 

organisations may choose to bring selected individuals with certain experiences 

such as lobbying, to achieve their goals in dealing with the political and 

organisational demands - this helps these organisations to engage more in 

advocacy. A similar stance is undertaken by Almog-Bar and Schmid (2014) that 

individuals with effective leadership qualities may help to build long term 

relationships with the governments which help in further sponsoring advocacy.  

Garrow and Hasenfeld (2014) also discuss the implications for leadership in 

advocacy and human service organisations. In their view, many advocacy non-

profits often employ those leaders who have good relations with the government 

to secure funding, thus taking a different leadership approach from those in the 

traditional non-profits, where the focus would be on the mission and mutual 

public benefit regardless of where the funding may come from. Furthermore, 

Almog-Bar and Schmid (2014) acknowledge the role of leadership values such as 

awareness and commitment, which plays a major role in promoting advocacy. In a 

leading research conducted by Stride and Higgs (2014), commitment is also one 

of the major factors effecting organisational performance. From these discussions, 

it is important to note how leadership is demonstrated in these types of non-
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profits, what impact it may bring to staff and under what environments certain 

politically influenced behaviours of leadership may attract more funding in 

advocacy-based non-profits rather than serviced-based. Therefore, it seems that 

leadership is somewhat different when it comes to service and advocacy based 

non-profits – and it remains to be seen what potential implications this may have 

on the non-profits investigated within the model of this research. 

Other conclusions can be reached regarding the discussion so far, that within the 

growing body of the non-profit leadership research, there is no general 

consensus of what constitutes a generic theory for success. Each researcher 

examines leadership in NPOs according to their own objectives and thus no 

theory is wrong; but by implication, no theory is right either. It is interesting to 

note how different researchers have demonstrated the usefulness of various 

theories in different contexts. As with new theories emerging within the 

leadership studies, one such approach is called Authentic Leadership which is 

examined in detail in the following sections.  

2.3 What is Authentic Leadership? 

Historically authenticity has deep roots in philosophy and psychology (Avolio and 

Gardner, 2005; Avolio et al. 2009; Walumbwa et al. 2008), where many studies 

have been conducted (Novicevic et al. 2006). According to Avolio and Gardner 

and Jensen and Luthans (2006) authentic leadership is the root construct of all 

positive forms of leadership. With the recent leadership scandals around the 

world, whether in financial, political or organisational contexts (Hall et al. 2004), 

the ever-increasing demand for bona fide, trustworthy, accountable and honest 

leadership is increasing. The emergence of authentic leadership can provide 

relevant answers to these societal demands (Northouse, 2010). The current 

literature is populated with a number of definitions regarding authentic 

leadership (AL); however, to date there is no consensus reflecting a shared robust 

definition from research. Avolio et al. (2009, p. 424) defined AL as  

“a process that draws from both positive psychological capacities and a highly 

developed organizational context, which results in both greater self-awareness 

and self-regulated positive behaviours on the part of leaders and associates, 

fostering positive self-development”.  

The number of articles published in a special issue of The Leadership Quarterly 

(Vol. 6, Issue 3, 2005) illustrated a disagreement between researchers on a 
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universal authentic leadership definition (Avolio et al. 2004; Shamir and Eilam, 

2005). The fact that authentic leadership encompasses states, behaviours, 

characteristics and styles from multiple fields such as psychology and 

management creates a multidimensional construct, which is a complex process 

for measuring authentic leadership (Avolio et al. 2004).  

Cooper et al. (2005) embraced the view that researchers need to identify key 

dimensions of AL first and then move on to create a refined definition. It is visible 

from these series of articles published in this special issue (e.g. Avolio et al. 2004; 

Cooper et al. 2005; Gardner et al. 2005; Ilies et al. 2005; Michie and Gooty, 2005; 

Shamir and Eilam 2005; Sparrowe, 2005) that all provided definitions of AL from 

their own perspectives. This created further problems when different authors 

approached authentic leadership from various viewpoints. Therefore Cooper and 

his colleagues rightly argued for the re-definition of authentic leadership and for 

an understanding of the differences in various dimensions of AL in order to 

remove the conceptual ambiguity. They are some of the few researchers who 

want to see authentic leadership developed in a systematic form rather than 

being over-populated with unstructured ambiguous research. Further discussions, 

on how the theory is currently defined are presented in the following sections.  

2.3.1 Intrapersonal Definition  

Authentic leadership defined from an intrapersonal perspective focuses on a 

leader’s self and inner dimensions. It includes a leader’s own life experience and 

an understanding of their strengths and weaknesses. The more a leader knows 

about themselves and their life experiences, which shape mental capabilities, 

emotional states and personality, the better they can communicate and 

comprehend followers’ needs. Shamir and Eilam (2005) defined authentic 

leadership from an intrapersonal perspective; they based their argument on the 

life-story approach to authentic leadership. They argued that self-concept and 

self-knowledge are derived from the life-story experiences of a leader’s life. They 

stated that a leader’s life-story experiences provide followers with an idea against 

which to evaluate their leader’s authenticity. Therefore, understanding a leader’s 

life-story experiences and how these shape behaviours helps to increase 

understanding of authentic leadership and its development from an intrapersonal 

perspective.  
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2.3.2 Developmental Definition 

Defined from the developmental perspective authentic leadership can be viewed 

as an attribute, which can be internalised by the leader rather than a being a fixed 

or born trait (Northouse, 2010). This means that authentic leadership is 

developed, enhanced and cultivated within a leader and is activated by major life 

events, and the leader places great importance on these events within their 

leadership behaviours. Walumbwa et al. (2008) defined authentic leadership from 

a developmental perspective and argued that authentic leadership is developed 

from a leader’s positive psychological states.  

2.3.3 Interpersonal Definition 

Northouse (2010) classified authentic leadership from an interpersonal 

perspective, and claimed that it arises from both leaders’ and followers’ mutual 

efforts.  The interpersonal perspective focuses on how both leaders and followers 

collaborate, communicate and exchange information to create a shared platform. 

Defined from this perspective authentic leadership is an interactive and jointly 

performed process. Having understood various viewpoints regarding authentic 

leadership definitions the following section discusses the four components that 

constitute this theory. 

2.3.4 Components of Authentic Leadership 

A review of the current literature (Algera and Lips-Wiersma, 2012; Avolio et al. 

2009; Diddams and Chang, 2012; Eid et al. 2012; Gardner et al. 2005; Gardner et 

al. 2011; Giallonardo et al. 2010; Hannah et al. 2011; Ilies et al. 2005; Mazutis 

and Slawinski, 2008; Northouse, 2010; Peterson et al. 2012; Spitzmuller and Ilies, 

2010; Rego et al. 2012; Vogelgesang et al. 2009; Walumbwa et al. 2010; 

Walumbwa et al. 2011; Williams et al. 2012) confirmed that researchers are 

inclined to use 1) self-awareness, 2) unbiased/ balanced processing, 3) relational 

transparency and 4) internalised ethical/ moral perspective as the four main 

components which constitute authentic leadership model. Avolio et al. argued 

that these four constructs were earlier developed by Walumbwa et al. (2008) and 

thus formed valid authentic leadership measures, which promoted organisational 

performance and satisfaction.  

Unlike the ambiguities in AL definitions, there seems to be consensus across the 

academic community on these four constructs (Avolio et al. 2009). One of the 
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important factors to consider is that these four components are primarily leader-

focused and this supports the assumption that authentic leadership is leader-

focused as compared with other theories such as transformational leadership 

which is more follower-focused. Hence authentic leadership strongly emphasises 

a leader’s self-development and personal insight which emerge from these four 

components. Figure 1 below illustrates the four components that comprise the 

authentic leadership theory.  

 

 

Figure 1 Authentic Leadership theory 

Given that it has been acknowledged that these four components are crucial in 

relation to the authentic leadership model, it is essential to explore them in more 

detail. The following sections attend to this, starting first with the self-awareness 

component.   

2.3.4.1 Self-awareness 

Northouse (2010) referred to self-awareness as the inner dimensions of a leader. 

It is about understanding the self in leadership; what strengths and weaknesses a 

leader has, how he/she can improve themselves and, bring about change within 

their own self, and how they can impact others. This seems to form the basis for 

self-awareness as other researchers (Bamford et al. 2012; Gardner et al. 2005; 
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Ilies et al. 2005; Walumbwa et al. 2010; Wong et al. 2010) have confirmed. These 

scholars asserted that self-awareness relates to understanding one’s emotional 

states and personality. The more leaders know about themselves, the better they 

are able to take charge of others. Followers see self-aware individuals as strong 

leaders and perceive them as friendly people who they can work with and in 

whom they place their trust. Furthermore, Avolio and Gardner (2005) identified 

four key elements of self-awareness, which are values, cognitions about identity, 

motives and emotions. They also acknowledged the opinion that self-awareness is 

an on-going and developmental process where leaders continue to explore and 

understand themselves. In their view, self-awareness concerns the knowledge 

about one’s own capabilities and how a leader can utilise these to capture the 

followers’ needs and commitments. This developmental process is similar to Ilies 

et al.’s view that self-awareness is a process of self-examination where one’s 

personality characteristics are analysed. Gardner et al. (2005) and Wong and 

Cummings (2009a) identified self-awareness as being one of the most important 

characteristics of authentic leadership and they contended that leaders must 

exhibit a higher level of self-awareness and adopt self-reflective qualities in order 

to gain a stable state of being that is more accurate regarding self-perception.   

Hence it is this ‘self-exploration’ or ‘self-regulation’ process of authentic leaders 

which differentiates them from unauthentic leaders. So far the focus of the 

discussion is on the emphasis of knowing one’s self. Practically within 

organisations, higher levels of self-awareness can be achieved by adopting for 

example, the 360 feedback systems as they can be an effective means of 

analysing one’s personality using the perceptions of others (Bamford et al. 2012). 

Concluding, it is important to note that in general, authenticity and self-

awareness are considered to be important factors in developing effective 

leadership (Higgs, 2003).  

2.3.4.2 Internalised Moral Perspective 

Scholars (Avolio et al. 2004; Northouse, 2010; Walumbwa et al. 2010) described 

the internalised moral perspective as a self-regulatory process where leaders 

examine their internal moral standards and ethics to guide themselves rather 

than being influenced by others. This is further explained by Wong and 

Cummings (2009a) who stated that leaders must act in accordance with their 

values and needs as opposed to being influenced by others, being fake, or trying 

to satisfy others. Wong et al. (2010) concurred that leaders who are self-regulated 

tend to be more morally responsible in their behaviours. So, having an 
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internalised evaluation of themselves allows leaders to act in the best possible 

ways with followers, hence generating a friendly organisational environment. 

Wong and colleagues also stated that followers view their leaders as those who 

are consistent with their values and ethics, when they demonstrate higher levels 

of internalised moral standards.  Therefore, in order to be authentic leaders must 

not be pressured by the external influences but rather be self-regulated internally 

to act morally (Bamford et al. 2012).  

One of many practical ways to exercise self-regulation is to understand one’s 

resiliency, efficacy and courage (Eid et al. 2012). From the discussion so far, it 

can be assumed that acquiring higher levels of internalised moral perspective is a 

crucial integrated element of the authentic leadership model, which helps 

promote ethical values. There is a close association between how self-awareness 

and the internalised moral perspective are perceived by the authentic leaders, for 

example, both share the quality of knowing one’s inner dimensions, which often 

results in promoting the stronger personality characteristics.  

2.3.4.3 Balanced Processing 

Scholars (Bamford et al. 2012; Hannah et al. 2011; Northouse, 2010; Peterson et 

al. 2012; Walumbwa et al. 2010) defined balanced processing as the leader’s 

capability to evaluate information objectively and understand followers’ 

viewpoints before reaching a final decision. This helps the authentic leader to 

adopt a balanced method of valuing information, which fosters the trust between 

leaders and followers (Clapp-Smith et al. 2009). Thus balanced processing can be 

regarded as the most important pillar of authentic leadership, which helps leaders 

to grow and effectively respond to daily challenges at the workplace (Diddams 

and Chang, 2012).  

Mazutis and Slawinski (2008) noted that authentic leaders not only acquire 

information for organisational purposes but also acknowledge both positive and 

negative feedback about their leadership behaviour and style. Wong et al. (2010) 

stated that balanced processing allows leaders to act in an open and honest way 

to receive and communicate information and knowledge with followers. Therefore, 

according to Northouse (2010), this also entails avoiding favouritism in dealing 

with followers and remaining unbiased. Interestingly, Eid et al. (2012) 

acknowledged how balanced processing is achieved practically by authentic 

leaders as they request further information, consider alternative solutions and 

challenge views, if necessary to reach valid decisions. Essentially, certain 
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conclusions can be drawn regarding the discussion so far. Analysing information 

comprehensively requires a great deal of motivation and commitment, which in 

turn promote effectiveness in a leader’s action and decisions. This also impacts 

the extent to which followers trust and communicate with those leaders who 

exhibit more authentic ways of engagement. Thus, balanced processing can be 

regarded as a two-way process, where internally leaders analyse and interpret the 

information and externally they involve followers to practically implement the 

decisions.  

2.3.4.4 Relational Transparency 

Northouse (2010) denoted relational transparency as being real, genuine, true 

and truthful when dealing with followers. It is about being honest in telling others 

about one’s own positive and negative attributes, and it is this transparency that 

allows others to judge a leader’s authenticity. Other researchers have similar 

views regarding relational transparency, Ilies et al. (2005) for example assessed 

this component of AL to be as being truthful in relationships. They agreed that 

one must be genuine and real in relationships rather than inauthentic. Walumbwa 

et al. (2010) stated that relational transparency means that leaders must be 

truthful and open in expressing feelings, emotions and information to others, 

while Mazutis and Slawinski (2008) emphasised that being transparent allows 

leaders to develop a culture of openness and willingness and to learn from their 

mistakes. They concurred that this helps to understand leaders and followers and 

also provides an opportunity to build mutual relationships between them.  

Gardner et al. (2005) confirmed that, in the light of recent major corporate 

scandals, the issue of leader’s transparency is becoming more significant. They 

viewed the sharing of information within organisations as a crucial element of 

transparency and authentic leadership. They suggested that once leaders explore 

themselves they would exhibit higher levels of transparency in sharing of ideas, 

knowledge and information. Wong and Cummings (2009b) declared that 

relational transparency is one of the most crucial components of authentic leader 

as it helps to build trust between leaders and followers. Wong et al. (2010) 

asserted that leaders who demonstrate higher levels of these four core 

components of authentic leadership become more interactive and collaborative 

with followers. Relating to the issue of relational transparency, Diddams and 

Chang (2012) declared that authentic leaders openly share information, thus 

encouraging followers to build stronger levels of communication. This often has 
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positive results as followers realise that their leaders have an honest, open and 

dynamic way of interacting, they start to imitate their leaders.  

The four components of authentic leadership have been discussed individually; 

however it is interesting to note that within the general body of literature, 

Gardner et al. (2005) proposed a self-based model of authentic leader and 

follower development. Using their model, they argued that self-awareness is the 

key attribute of authentic leadership, and that relational transparency, balanced 

processing and internalised moral perspective can be declared as self-regulation. 

They also discussed in detail how self-awareness and self-regulation are 

understood by leaders as developmental processes and how followers perceive 

the same phenomena, which helps them to build trust and sustainable 

performance. Therefore, in their view, self-awareness and self-regulation are the 

two prime factors constituting the foundations of authentic leadership. Within the 

authentic leadership literature, the importance of self and its relation to authentic 

leadership is acknowledged.  

Ilies et al. (2005) proposed a model which included the eudaemonic well-being 

from the leader-follower dyadic relationships. In Ilies et al.’s view, eudaemonic 

well-being is propagated when leaders and also followers are true to their selves. 

Klenke (2007) introduced the model which focused on the identity of the leader, 

where the role of self is important in developing the moral dimensions. Shamir 

and Eilam (2005) posited the authentic leadership model based on a leader’s self-

concept, self-knowledge, self-concordance and person-role merger.  

Recently, Ford and Harding (2011), focused for the other theory of self within the 

authentic leadership model, in which the organisational outcomes were to be 

given greater priority than the subjective experiences of the leaders and followers. 

Bringing the discussion back to the current context, Gardner et al. (2005) have 

called for further research into understanding how their self-based model of 

authentic leadership can bring positive outcomes for followers. Hence, to the best 

of this author’s knowledge, this proposition for example, remains untested within 

the UK non-profit sector. The following section of this chapter is focused on the 

current research in the field on how authentic leadership is developed by the 

theorists.  
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2.3.5 Current research on Authentic Leadership  

Researchers (Endrissat et al. 2007; Jensen and Luthans, 2006; Ladkin and Taylor 

2010; Spitzmuller and Ilies, 2010; Yammarino et al. 2008) have advocated using 

Avolio, Gardner, Luthans and colleagues from Gallup Leadership Institute at the 

University of Nebraska-Lincoln’s paradigm for their research as they represent the 

creators and main academic body responsible for Authentic Leadership 

Development (ALD). It is essential to understand the backgrounds of these 

researchers as this influences the development of Authentic Leadership. For 

example, Luthans has historically called for the adopting of Positive 

Organisational Behaviour (POB) from positive psychological studies (Avolio et al. 

2009), which provided some indication on how AL can be developed further 

theoretically, embedding POB elements. Perhaps this is the reason why these two 

concepts are dominant in the authentic leadership framework.  

Gallup researchers along with their colleagues also published a series of 

conceptual non-empirical articles (Avolio et al. 2004; Cooper et al. 2005; Eagly, 

2005; Gardner et al. 2005; Ilies et al. 2005; Michie and Gooty, 2005; Shamir and 

Eilam 2005; Sparrowe, 2005) in a special issue of The Leadership Quarterly (Vol. 

6, Issue 3: 2005) where theoretical and conceptual understanding was developed. 

The focus of these articles was related to definitions, components, development 

process, influence of followers, organisational outcomes, future research and the 

major differences between authentic, transformational, spiritual and servant 

leadership theories (Avolio et al. 2004). Since 2005, following the publication of 

these articles, studies have been rapid and Gallup researchers continue to lead 

the ALD field.  

The emphasis of current research on authentic leadership is to agree upon a 

general definition, develop relevant dimensions of authentic leadership, relate 

how conceptual themes are linked together, create scales to measure authentic 

leadership and promote empirical research to test the applicability of authentic 

leadership in different organisational environments and contexts.  Avolio et al. 

(2004) focused on the process of how authentic leaders influence followers with 

different psychological states such as trust, hope and emotions. They put forward 

a number of propositions based on the theoretical studies; however these were 

never empirically tested. This paper was one of the fundamental works on 

authentic leadership and many later studies were based on their understanding. 

Jensen and Luthans (2006) took the initiative to support the idea of entrepreneurs 

as authentic leaders. Their study showed that employees’ appreciation and 
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acknowledgement of authentic leadership results in positive employee job 

satisfaction, organisational commitment and work happiness. The research was 

follower-focused and thus promoted the need for employees to view their leaders-

founders as authentic, which can have a positive impact on their work-related 

activities. The research also proved empirically that small and newer 

entrepreneurial organisations can benefit from authentic leadership behaviours. 

Other, similar, studies in project management (Lloyd-Walker and Walker, 2011) 

and the construction industry (Toor and Ofori, 2008) are also innovative in the 

sense that, up to that point no researcher had applied authentic leadership in 

these sectors. One thing is common in these three sectors (entrepreneurship, 

project management and construction) - they all support authentic leadership 

attributes and behaviours among leaders and, followers, and in different 

organisational environments. As current research in AL is in the early stages of 

development it is anticipated that as further studies in similar and other fields 

(like the non-profit sectors) are conducted, this will increase popularity and 

success of authentic leadership.  

Apart from entrepreneurship, project management and construction industries 

authentic leadership has been applied in schools, health and educational contexts. 

Researchers (Begley, 2001 and 2006; Branson, 2007) have shown that authentic 

leaders provide solid foundations for school growth and leadership development. 

Historically, it was in an educational context that the early traces of authenticity 

were found (Jensen and Luthans, 2006). A number of studies have also been 

conducted in nursing and health care sectors, which promote the need for 

authentic leadership. Scholars (Macik-Frey et al. 2009; Read and Laschinger, 2015; 

Shirey, 2006; Wong and Cummings, 2009a and 2009b; Wong et al. 2010) have 

revealed that authentic leadership and its attributes bring a positive impact to 

health care leadership.  

2.3.6 Research gaps in Authentic Leadership studies 

As research into authentic leadership is in its early stages of development 

(Northouse, 2010) there are gaps in the literature to make conceptual linkages 

between the constructs of authenticity in different sectors such as non-profit, 

where to date only few works have been produced. Furthermore, Novicevic et al. 

(2006) anticipated further empirical research, not only into factors, which 

accelerate authentic leadership development but also into those factors, which 

result in failure of leader authenticity such as ethical virtues and inauthentic 
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behaviours. Yammarino et al. (2008) also called for further empirical research to 

test the theoretical propositions and declared that it is a long-term development 

process, which cannot be achieved in the short term. One conclusion that can be 

drawn from this discussion is that there is a clear trend calling for more empirical 

research, although the importance of non-empirical theoretical developments 

must not be underestimated. To date, many developments in the arena of 

authentic leadership have taken place through theoretical contributions, much of 

which was not quantitative, as demonstrated previously. Hence it can be argued 

that there is a need to undertake quantitative authentic leadership research, and 

this research direction is growing.  

Acknowledging some of the important empirical articles published on AL, table 

12 below shows where such research has taken place and what specific areas of 

authentic leadership researchers have focused on. The importance of table 13 is 

that it shows that research is mostly leader-follower centric, although some 

organisational outcomes are also examined (Erkutlu and Chafra, 2013; Hannes et 

al. 2012; Walumbwa et al. 2010). It can also be seen how researchers apply the 

constructs of authentic leadership both as independent and dependent variables 

during the period 2006 to 2015. Generally, it shows that research has proven to 

be impactful in bringing positive and new emerging relationships in broader 

contexts from Nursing (Read and Laschinger, 2015; Wong and Cummings, 2009a; 

Wong et al. 2010) to related conceptualised leadership themes of Whistleblowing 

(Liu et al. 2015), Machiavellianism (Sendjaya et al. 2014) and Psychological 

processes (Walumbwa et al. 2010) as shown below.   

Table 12 Selected Authentic Leadership research articles from 2006 to 2015 and 

their main findings  

Researchers 

and Year 

Article title Research focus Main evidence 

Read and 

Laschinger 

(2015) 

The influence of 

authentic 

leadership and 

empowerment on 

nurses’ relational 

social capital, 

mental health and 

job satisfaction 

over the first year 

of practice 

Authentic 

leadership, 

empowerment job 

satisfaction, 

mental health, 

new graduate 

nurses, nursing, 

social capital 

‘by creating structurally 

empowering work 

environments, authentic 

leaders foster relational social 

capital among new graduate 

nurses leading to positive 

health and retention 

outcomes’ (p.1) 

Liu et al. (2015) Authentic 

Leadership and 

Whistleblowing: 

Mediating Roles 

Internal 

whistleblowing, 

Authentic 

Leadership, 

‘results demonstrate that 

authentic leadership is 

positively related to internal 

whistleblowing. Team 
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of Psychological 

Safety and 

Personal 

Identification.  

Psychological 

safety, Personal 

identification 

psychological safety partly 

mediates the relationship 

between authentic leadership 

and internal whistleblowing. 

Personal identification partly 

mediates the relationship 

between authentic leadership 

and internal whistleblowing’ 

(p.1)  

Hsieh and Wang 

(2015) 

Does supervisor-

perceived 

authentic 

leadership 

influence 

employee work 

engagement 

through 

employee-

perceived 

authentic 

leadership and 

employee trust? 

Employee-

perceived 

authentic 

leadership, 

employee trust, 

employee work 

engagement, 

multilevel 

mediation model, 

supervisor-

perceived 

authentic 

leadership 

‘the cross-level results show 

that employee trust fully 

mediates supervisor-perceived 

authentic leadership and 

employee work engagement, 

and that employee-perceived 

authentic leadership fully 

mediates the relationship 

between supervisor-perceived 

authentic leadership and 

employee trust...’(p.1) 

Wang et al. 

(2014) 

Impact of 

authentic 

leadership on 

performance: 

Role of followers’ 

positive 

psychological 

capital and 

relational 

processes 

Authentic 

leadership, leader-

member exchange 

(LMX), 

psychological 

capital (PsyCap), 

mediated 

moderation 

models 

‘Authentic leadership is 

positively related to LMX and 

consequently followers’ 

performance, and to a larger 

degree, among followers who 

have low rather than high 

levels of PsyCap’ (p.5) 

Sendjaya et al. 

(2014) 

Are Authentic 

Leaders Always 

Moral? The Role 

of 

Machiavellianism 

in the 

Relationship 

Between 

Authentic 

Leadership and 

Morality  

Authentic 

Leadership, 

Machiavellianism, 

Moral action, 

Moral reasoning 

‘findings reveal that 

Machiavellianism offsets the 

positive relationship between 

moral reasoning and authentic 

leadership’ (p.1).  

Erkutlu and 

Chafra (2013) 

Effects of trust 

and psychological 

contract violation 

on authentic 

leadership and 

organizational 

deviance 

Authentic 

leadership, 

Organizational 

deviance, Trust, 

Psychological 

contract violation, 

Universities, 

Turkey 

‘the results show that 

authentic leadership is 

negatively and significantly 

correlated with organizational 

deviance’ (p.828) 

Hannes et 

al.(2012) 

Authentic 

Leadership and 

Affective 

organizational 

‘Authentic leadership is related 

to follower affective 
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Behavioral 

Integrity as 

Drivers of 

Follower 

Commitment and 

Performance 

commitment, 

Authentic 

leadership, 

Behavioral 

integrity, Ethical 

organizational 

culture 

organizational commitment, 

fully mediated through leader 

behavioural integrity’ (p.255) 

Owusu-Bempah 

et al. (2011) 

Does follower 

subjectivity 

matter in defining 

authentic 

leadership? A call 

for qualitative 

research  

Authentic 

leadership (AL), 

perception and 

expectation, Q 

method 

‘this paper argues that to 

understand AL is to 

understand follower 

subjectivity’ (p. 1) 

Spitzmuller and 

Ilies (2010) 

Do they [all] see 

my true self? 

Leader’s 

relational 

authenticity and 

followers’ 

assessments of 

transformational 

leadership 

Authentic 

leadership, leader-

follower 

relationships, 

transformational 

leadership 

‘positive association between 

leader authenticity and 

perceptions of 

transformational leadership’ 

(p. 329) 

Wong et al. 

(2010) 

Authentic 

leadership and 

nurses’ voice 

behaviour and 

perceptions of 

care quality 

Authentic 

leadership, 

identification, 

quality, trust and 

voice 

‘positively influenced staff 

nurses’ trust in their manager 

and work engagement which 

in turn predicated voice 

behaviour and perceived unit 

care quality’ (p. 889) 

Walumbwa et 

al. (2010) 

Psychological 

process linking 

authentic 

leadership to 

follower 

behaviors 

Authentic 

leadership, 

empowerment, 

identification, 

engagement and 

organisational 

citizen behaviour 

‘authentic leadership behavior 

was positively related to 

supervisor-rated 

organizational citizenship 

behavior and work 

engagement, controlling for 

ideal power distance, company 

type, and followers’ 

demographics such as age and 

sex’ (p. 901). 

Wong and 

Cummings 

(2009a) 

The Influence of 

Authentic 

Leadership 

Behaviors on 

Trust and Work 

outcomes of 

Health Care Staff 

Authentic 

leadership, trust, 

health care 

‘supportive leader behavior 

and trust in management are 

necessary for staff to be 

willing to voice concerns and 

offer suggestions to improve 

the workplace and patient 

care’ (p. 6) 

Clapp-Smith et 

al. (2009) 

Authentic 

Leadership and 

Positive 

Psychological 

Capital: The 

Mediating Role of 

Trust at the 

Authentic 

leadership, 

psychological 

capital, trust 

‘trust in management was 

found to mediate the 

relationship between PsyCap 

and performance and to 

partially mediate the 

relationship between authentic 

leadership and performance’ 
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Group Level of 

Analysis 

(p. 227). 

Hofman (2008) A Conscious-

Authentic 

Leadership 

Approach in the 

Workplace 

Conscious 

leadership, 

authentic 

leadership 

‘a conscious-authentic 

leadership approach in the 

workplace can enhance 

organizational health, personal 

well-being, and specific 

organizational outcomes’ (p. 

30). 

Walumbwa et 

al. (2008) 

Authentic 

Leadership: 

Development and 

Validation of a 

Theory-Based 

Measure? 

Authentic 

leadership, 

construct 

validation, 

leadership 

development, 

measurement 

development 

‘positive relationship between 

authentic leadership and 

supervisor-rated performance’ 

(p. 89). 

Endrissat et al. 

(2007) 

En Route to an 

Empirically-Based 

Understanding of 

Authentic 

Leadership 

Leadership, 

authenticity, 

qualitative study 

‘the issues of authenticity and 

integrity were found to be of 

central importance in 

practitioners’ narrations 

concerning leadership’ (p. 

207). 

Jensen and 

Luthans (2006) 

Entrepreneurs as 

authentic leaders: 

impact on 

employees’ 

attitudes 

Leadership, 

entrepreneurs, 

employee 

attitudes, small to 

medium-sized 

enterprises, 

leaders 

‘employees’ perception of 

authentic leadership serves as 

the strongest single predictor 

of employee job satisfaction’ 

(p. 646). 

Source: Compiled by the author. 

It can be seen from table 12, that authentic leadership opens up new dimensions 

of research. It is often referred to as a collective or integrated leadership theory, 

which encompasses all the positive forms of leadership (Northouse, 2010). As 

with other traditional transformational, transactional and ethical theories of 

leadership, authentic leadership will also mature in the fullness of time. The 

emergence and the idea of measuring the authenticity of leaders are taking new 

routes and as confirmed in table 12, researchers have explored multidimensional 

related themes to explore the impact of authentic leadership in different contexts. 

Relating this to the non-profit sector, certain assumptions likewise can be made 

about the positive impact of authentic leadership. So far, the discussion has 

focused on authentic leadership and its development; now the debate moves onto 

the next leadership theory under investigation leader accountability which is 

explored in the following sections.  



 

60 

2.4 What is Leader Accountability? 

Accountability means different things to different people. Ebrahim (2003a, p. 194) 

defined accountability as  

“the means through which individuals and organizations are held externally to 

account for their actions and as the means by which they take internal 

responsibility for continuously shaping and scrutinizing organizational mission, 

goals, and performance”.  

Traditionally accountability refers to the financial and legal measures that an 

organisation applies. Various financial scandals like of Enron, Arthur Anderson 

and WorldComm in the corporate world (Ebrahim, 2003b) have given birth to new 

regulations such as the Sarbanes-Oxley Act, which advocates the transparency of 

the public accounts and stresses specific accounting measures to prevent fraud 

and inaccurate reporting of figures. Also with the emergence of globalisation 

(Knutsen and Brower, 2010; Ospina et al. 2002), non-profit accountability is now 

a multidimensional process that is focused on the social, moral (Kaldor, 2003) 

and ethical aspects of an organisation’s behaviour rather than just financial or 

legal factors. This is often referred to as broadened non-profit accountability, 

which includes responding to multiple stakeholders (Morrison and Salipante, 

2007).  

Non-profit organisations have adopted a similar approach to that taken by for-

profit companies to view accountability as a multidimensional process. However, 

it differs in many ways for NPOs as they have to account to more stakeholders 

(donors, trustees), and have different accountability measures internally 

(performance metrics) and externally (financial reports). To maintain public trust 

is one of the core values of non-profit accountability (Sloan, 2009) and this 

differentiates it from corporate accountability. At its core non-profit 

accountability depends on the organisational type, what is accounted for and to 

whom (Howe, 2000).  From the current discussion, it can be assumed that non-

profit accountability is evident in the literature when viewed from an 

organisational perspective. However any traces of self-aspect of the leader’s 

accountability are limited. To appreciate the notion of leader accountability in 

more depth, it must be noted that accountability is represented at three levels in 

organisations; individual (leader), group (follower) and collective (organisation). 

Accountability emanates from a leader’s self-awareness, because until they have 

understood their role, acknowledged its importance and set relevant priorities, 
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they cannot begin to influentially lead others. Accountability allows non-profit 

leaders to develop their own personality, along with their morals, leadership 

behaviours and styles. Accountability not only helps leaders to recognise their 

own values but also helps followers who want to see an authentic and trustworthy 

leader with whom they can share, communicate and discuss important 

organisational issues.  

2.4.1  Leader Accountability Defined  

Wood and Winston (2007, p. 167) stated that Leader Accountability (LA) is defined 

in three dimensions:  

“a) the leader’s willing acceptance of the responsibilities inherent in the 

leadership position to serve the well-being of the organization b) the implicit or 

explicit expectation that he/she will be publicly linked to his/her actions, words, 

or reactions c) the expectation that the leader may be called on to explain his or 

her beliefs, decisions, commitments, or actions to constituents”.  

This definition comprehensively defined leader accountability and focused on the 

core values of being accountable, which are further explored in the following 

sections. It is essential to understand that in the view of Wood and Winston, these 

three dimensions can be classified as openness, responsibility and answerability, 

which in turn, it can be argued, from the underpinning principle themes on which 

the theory of leader accountability is centred. To the best of the author’s 

knowledge, the three constructs are unique to the notion of leader accountability 

theory, and collectively these have never been developed to form a conceptual 

understanding and measurement of leader’s accountability as proposed by Wood 

and Winston (2007). Therefore, their work can be regarded as innovative in 

opening new dimensions of research on leader’s accountability.  

2.4.2 Components of Leader Accountability 

It has been already stated that leader accountability is composed of three main 

components; namely openness, responsibility and answerability (Wood and 

Winston, 2005 and 2007). These components emerged from its definition, as 

discussed in the previous section.  This relationship is shown below in figure 2.  
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Figure 2 Leader Accountability theory 

Wood and Winston (2005) theorised that these four components define the notion 

of leader accountability and they can be used to measure a leader’s accountability. 

After reviewing the general literature regarding accountability and related 

concepts, Wood and Winston projected for a new, broader, understanding of 

leader’s accountability based on the components as shown in figure 2. In their 

research, Wood and Winston (2007) later developed and tested a new scale for 

measuring openness, responsibility and answerability. They also called for further 

research to explore and apply these scales in other contexts. Therefore, 

responding to this call, it is important to understand that the theory of leader 

accountability as developed by Wood and Winston has never been studied in the 

non-profit sector, and this research can fulfil this crucial gap. The conceptual 

understanding of how this can be achieved is explained in the coming sections. 

The objective of the following section is to explore the first component of leader 

accountability, responsibility in more detail.  

2.4.2.1 Responsibility 

Within the organisational research, responsibility has been studied individually, 

collectively and in relation to accountability (Beu and Buckley, 2001; Card, 2005; 

Lindkvist and Llewellyn, 2003; Soares, 2003; Wallis and Gregory, 2009). Some 
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scholars have also related the notion of responsibility to the broader leadership 

studies and hence the idea of responsible leadership has been discussed in the 

literature (Knights and O’Leary, 2006: Pless, 2007). However, Wood and Winston 

(2007, p. 169) defined leader responsibility within their accountability context as 

when “leaders willingly accept the responsibility to lead the community in one way 

or another, make decisions, and act on the organization’s behalf”. The definition 

highlights the need for leaders to willingly acknowledge that it is their 

responsibility to lead others, and this can be regarded as one of the main 

characteristics of being an effective leader. Taking a similar position, Pless (2007) 

discussed the role of being a responsible leader in more depth by highlighting 

underlying motivational factors. She discussed six foundations which form the 

moral basis for developing responsibility within the leaders; visionary, networker, 

change agent, storyteller, servant, steward and citizen.  

Pless (2007) used the example of Anita Roddick, the founder of The Body Shop 

and relates these motivational factors and how they are exhibited in Roddick’s 

leadership. Thus being ‘visionary’ is described as when a leader promotes a 

unified objective to achieve a common goal. Being ‘steward’ is when a leader 

shows a strong values-based characteristic when dealing with challenging 

decisions. Being ‘servant’, as when a leader tries to serve the needs of the 

followers, taking their respect and care on board to collectively achieve a shared 

goal. Being a ‘citizen and change agent’, is when a leader strives to become an 

active citizen member of the community, and a change agent in the sense that he 

or she works to bring positive initiatives within that community. Being a 

‘networker’, leader is to engage in relationship building among followers and 

fellow leaders to form strong communication channels. Finally being a 

‘storyteller’, is when a leader inspires the followers with a convincing story, which 

serves as a core factor to motivate them to work more effectively. Concluding, 

Pless claimed that these seven motivational factors are apparent in Anita 

Roddick’s leadership and they constitute the prime foundations on which 

responsible leadership is exercised.  

It can be noticed from the discussion so far that scholars (as mentioned above) 

have studied the notions of responsibility from various angles. Thus the research 

on responsibility in relation to how this can be related to the leaders’ actions, 

personality and ethics is lacking and scholars such as Wood and Winston (2007) 

have called for further investigation of the responsibility factor. Pless (2007) also 

discussed the need to examine the responsibility notion of the leadership in more 
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detail and advocates for further research in a much broader context, for example; 

taking a multi-case approach to explore those motivational factors. The 

discussion now focuses on the second aspect of the three-factor leader 

accountability model, answerability, which is explained in the following section.  

2.4.2.2 Answerability 

Wood and Winston (2007, p.170) defined accountability as when “the leader may 

be called on to explain his or her beliefs, decisions, commitments, or actions to 

constituents”. It is this element of informing and responding to others about what 

they are accountable for that, sits at the core of answerability. Similarly, in their 

influential study, Wallis and Gregory (2009) acknowledged that the core of 

answerability lies in the fact of being answerable to others, which could include 

senior management, trustees and followers depending on the nature of the 

leadership role. Wallis and Gregory also agreed that the term accountability itself 

is closely related to many other similar terms like ‘responsibility’ and 

‘answerability’.  

Smith (2012) further explored similar themes and concluded that answerability 

actually results from being responsible, meaning the two are often interrelated in 

many aspects. For example, if someone is being responsible for their work, if 

called for an answer, they will be in the position to respond to what they were 

originally being held responsible for. Therefore it could be argued that when 

defining answerability there is an overlapping of three-factor theory of leader 

accountability, such as responsibility. Further exploring the concept of 

answerability, Wallis and Gregory (2009) claimed that answerability mainly 

consists of two key factors, one being answerable for resources and the other for 

authority. They contended that leaders, in any context whether political or 

organisational must disclose information as regards to how they have used the 

resources and in what capacity to their relevant constituents. Thus it can be 

argued that leaders are morally answerable for their actions and when asked they 

must be in position to justify their decisions about resources and under what or 

whose authority their leadership was exercised. Recently, Smith advocated for 

further research as to how to understand answerability in a broader context. 

Therefore, it remains interesting to note how answerability in regard to leadership 

specifically is understood in the non-profit context.  
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2.4.2.3 Openness 

Troster and Knippenberg (2012, p. 595) defined the term openness thus: “It 

refers to the extent to which leaders engage with ideas and suggestions from 

team members in an open-minded fashion”. While discussing the Five-Factor 

Personality Model and Leadership, Northouse (2010) listed openness as one of 

the main factors. He argued that openness within the personality of a leader is 

one of the major desirable traits. The Big Five-Factor theory has been extensively 

discussed in the management and psychological literature (DeYoung et al. 2012; 

Gignac et al. 2004; Gregory et al. 2010; Herzhoff and Tackett, 2012; Nusbaum 

and Silva, 2011; Soubelet and Salthouse, 2010; Vaughn et al. 2008; Ziegler et al. 

2012). There seems to be a common agreement among these researchers to 

promote the idea of openness as a vital intellectual and personality trait. For 

example Vaughn et al.’s (2008) study showed how people who exhibit higher 

levels of openness are more interested in pursuing promotion-related goals.  

In their research, Moss et al. (2007) examined the positive associated relationship 

between transformational leadership, openness and organisational commitment. 

Furthermore, when discussing the authentic leader and follower development, 

Gardner et al. (2005) defined the authentic leader as incorporating the qualities 

of transparency and openness. In their view, there is a close association between 

the two, and relational transparency is when a leader shows increased levels of 

openness in their relationships with the followers. Thus an authentic leader is one 

who is open and transparent in their actions and who is willing to share strong 

relationships with followers. Wood and Winston (2007) also shared the similar 

opinion that, historically accountability is linked with openness and transparency, 

meaning sometimes the terms are researched in close relations. Troster and 

Knippenberg’s (2012) studies revealed how the cultural differences, leader and 

follower nationalities and the role of openness play an integrated part in 

multinational teams. They concurred that when leaders are of the same 

nationalities as their followers and are open to ideas and thoughts, this leads to 

better relationship-building. Vaughn et al. (2008) called for further research 

within the openness arena. Thus relating the whole discussion to the context of 

this study, it will be interesting to examine the role of openness within the non-

profit context to see the effects of being open on leaders and subordinates.   
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2.4.3 Current research on Leader Accountability 

As already discussed in section 2.2.4, research has been conducted in the non-

profit sector which examines the group (board) and organisational aspects of 

accountability. However the individual (self or personal) perspective has only 

attracted limited study to date, and researchers call this perspective leader 

accountability (Hall et al. 2004; Hoogervorst et al. 2010;  Rus et al. 2012; Wood 

and Winston, 2005 and 2007) and self-accountability (Frink and Klimoski, 2004; 

Hall et al. 2007). Therefore Hall et al. (2004, p. 524) proposed a model “that 

utilizes reputation, in part, to explain how trust and accountability influence 

leader behavior”. Additionally, Hoogervorst et al. clearly reasoned the need to 

explore leader’s accountability and the impact this may have on the overall 

accountability studies. In their view leader accountability is when leaders are in a 

position to be answerable for their actions. Although their research is focused on 

unethical follower behaviour (UFB), interestingly they explore the important theme 

of a leader’s self-interest and accountability. Comparatively, in Frink and 

Kilmoski’s opinion, the concept of self-accountability can be understood as 

accountability that ‘involves an actor or agent in a social context who potentially 

is subject to observation and evaluation by some audience(s), including one’s self’ 

(p. 3).  While describing the notion of the principle-agent theory of accountability, 

Frink and Klimoski also contended that there is a need to extend research into 

many different areas of self-accountability for example, how interpersonal 

contexts incorporate the study of accountability. Finally, Hall et al.’s (2007) 

understanding of self-accountability refers to being accountable to one’s self not 

just to others. Whereas Rus et al.’s research focused on accountability and its 

impact on the leader’s self-serving behaviour and power. One theme that stands 

out in relation to the accountability research, from these studies, is of the 

emphasis on the self-aspects of the leader.  

It appears from the discussions so far, that the concept of exploring and 

measuring a leader’s self-accountability is in the early stages of growth and 

further research is needed to comprehend the theme in more detail (Hall et al. 

2004). It is essential to understand that within the leadership and self-

accountability literature, Wood and Winston’s (2007) Leader Accountability Scale 

(LAS) with relevant components is the only comprehensive scale developed to 

measure the self-perception of the leader’s accountability from three aspects; 

responsibility, openness and answerability. Thus the three-factor theory of leader 

accountability in general, is unique in setting a new direction for future research.  



 

67 

2.4.4 Research gaps in Leader Accountability studies 

In the previous discussion in section 2.2.4, the relationship of non-profit 

organisational accountability was explored. The objective of this section is to 

relate that discussion with leader accountability and thus highlight potential gaps 

for future research. In order to draw solid conclusions regarding non-profit 

accountability it is important to undertake further theoretical and empirical 

research. Ospina et al. (2002) challenged the lack of empirical evidence in non-

profit accountability studies while Holland (2002) confirmed that further research 

is needed in order to understand board accountability. Most of the literature 

discussed that effective leadership should be encouraged in non-profit 

organisations; however they do not focus in detail on the fact that a  different 

leadership ‘style’ or ‘behaviour’ can impact the organisation positively, such as 

authentic leadership. Accountability is undoubtedly an extremely important entity 

of any non-profit organisation; however, implementing effective accountability 

varies according to the organisational type and actor relationships. This 

implementation is an essential task for the board leaders; therefore the author 

considers that examining the board relationship with the leader is the key to 

establishing successful accountability.  

In essence accountability is the board member’s duty (Howe, 2000) and the way it 

is governed in organisations depends on the board members’ and leaders’ 

abilities. One of the unexplored dimensions in non-profit accountability research 

is the self-accountability of leaders. To date, and to the best of the author’s 

knowledge, no single non-profit study has been conducted that investigates 

conceptually the leader accountability theory within an authentic leadership 

model. Therefore exploring these dimensions further, a conceptual mapping of 

the two leadership theories can be made. By examining the characteristics that 

comprise authentic leadership, it can be possible to link components of leader 

accountability which will contribute to the existing literature and open further 

research opportunities in the non-profit arena. Further explanation of this is 

developed in the following section.  

2.5 Conceptual research framework for Authentic 

Leadership and Leader Accountability 

In this section, a conceptual framework is developed which traces the process of 

establishing the objectives of this research. To summarise the whole discussion 
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so far the following major points have been addressed and discussed; first what 

constitutes the non-profit sector; second a discussion to understand the UK’s 

non-profit sector and finally important research themes from the non-profit 

literature (governance, organisational accountability, NPOE, strategic planning) 

which  are linked to the non-profit leadership problems. The aim of this section is 

to map the conceptual understanding of this research in the light of the previous 

discussions.  

In sections 2.3.5 and 2.3.6, it was argued that authentic leadership has never 

been studied fully within the UK non-profit sector; therefore there is a need to 

explore what authentic leadership can bring to the growing issues faced by the 

charities. Similarly in sections 2.4.2 and 2.4.4 it has already been discussed in 

detail that leader accountability theory has never been studied from the 

perspective of authentic leadership. Therefore, one of many original contributions 

of this research is to map the conceptual linkages between the two leadership 

theories and thus report the underlying relationships. To conceptually understand 

the relationship between the non-profit sector, authentic leadership and leader 

accountability, a framework is developed for this research which is shown in 

figure 3 below.  

 

 

 

 

 

 

 

 

 

 

 

Figure 3 Conceptual Research Framework 
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It has already been addressed in section 2.3.6, table 12, that authentic leadership 

theory and its components have positively impacted many domains (e.g. health) 

and organisational outcomes (e.g.  culture). Similarly, leadership accountability 

theory is a relatively new developed concept along with its components and 

demands further research into new contexts.  

The potential research gaps in relation to authentic leadership have been 

explored in sections 2.3.5 and 2.3.6. It is now essential to understand why 

authentic leadership is more suitable to investigate non-profit organisations, 

compared to other, possibly more established leadership theories.  

One of the primary purposes of authentic leadership is to promote trustworthy 

leadership, as many organisational scandals and failures have caused distrust in 

the society (Gardner et al. 2011; Northouse, 2010). These researchers argue for 

more ethical, sound and honest thinking on leadership - which authentic 

leadership aims to serve. Furthermore, many scandals and corruptions in non-

profit organisations (Ciulla, 2004; Conger, 2004; Dobbs, 2004; Riggio et al. 2004) 

also bring several ethical, trust and accountability challenges. These non-profit 

scholars have argued for a better non-profit leadership which should be based on 

honest and positive values. As already discussed there is little evidence in the 

literature to examine authentic leadership in relation to these non-profit 

challenges. The author believes that by relating the core aspects of AL, some of 

the answers to these key challenges within the non-profit context can be 

successfully achieved. For example, Northouse (2010) believes that authentic 

model with its key dimensions has a solid theoretical and practical approach, 

which can be adopted by leaders, thus by exhibiting more notions of self-

awareness, balanced processing, relational transparency and internalised moral 

perspective - non-profit leaders can become more authentic. This can be regarded 

as a life-long learning process (Cooper et al, 2005) where authenticity develops 

over time, and relating this theme to the non-profit board composition; it is 

important to note that many of the non-profit founding and board members who 

believe in the cause and mission remain with the charities for a long time 

(Andres-Alonso et al. 2006; Jegers, 2009; Ostrower and Stone, 2010; Stone and 

Ostrower, 2007). Therefore it remains to be seen how authenticity within this 

context shapes over time and what dimensions of authentic behaviours are more 

visible in the non-profits.  

Furthermore, Northouse (2010) discussed the explicit moral dimension of the 

authentic model, which means it demands from leaders to be good and bring 
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positive challenges to followers and organisations. Therefore, the nature of this 

positive change is not investigated within the literature (according to the 

knowledge of the author) and it remains an interesting area to explore using the 

authentic leadership model. Also, Northouse further concludes that AL places 

more importance on understanding one’s own values and demands the 

acquisition of knowledge as to how the leaders can best serve the needs of the 

followers and organisations. This can also be conceptually linked with non-profits, 

as the ultimate purpose of a non-profit is to serve the cause and mission. The link 

between understanding leader’s authentic values (Avolio et al. 2009) and the role 

they play in strengthening the non-profit’s mission is not studied in the literature 

and this investigation aims to fulfil this important gap, by further applying the 

core theoretical authentic leadership ideas into new contexts. Evidently, 

authenticity is a quality which can be learnt and practiced over time and helps to 

promote a positive organisational culture (Northouse, 2010; Yukl, 2013). The way 

authenticity is conceived and the key relationship it has with positive 

organisational outcomes is a huge gap where the contemporary research is not 

advancing. Therefore it is important to examine how non-profit leaders within this 

context understand these key notions of authenticity. Within the literature 

scholars (Gardner et al. 2005; Michie and Gooty, 2005; Shamir and Eilam 2005; 

Sparrowe, 2005) have been advocating for more honest, accountable, real and 

trustful leadership and in author’s understanding this can be researched by using 

the authentic leadership model within the non-profit context to reach new 

conclusions.  

Once it is clear that authentic leadership could be a suitable way forward to 

address the non-profit leadership issues; some other key concerns in the 

literature are about the relationship between transformational leadership and 

other related theories. Therefore, many researchers (e.g. Algera and Lips-Wiersma, 

2012; Avolio and Gardner, 2005) are of the opinion that authentic leadership 

overlaps with many dimensions of the transformational, charismatic, spiritual and 

servant leadership theories and rightly so, Yukl (2013) treats all of these under 

ethical leadership. Consequently, the discussion relating to the key notions of 

transformational leadership has already been addressed in section 2.2.5. 

Although more research is focused on the benefits that transformational 

leadership brings for non-profits, however, it has been heavily criticised for its 

ethics (Bass and Steidlmeier, 1999), conceptual and methodological weaknesses 

(Northouse, 2010; Pawar, 2003; Yukl, 1999a; 1999b), bias in the measuring tool 
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Multifactor Leadership Questionnaire (Avolio et al. 1999; Lievens and Coetsier, 

1997; Northouse, 2010), issues of dissent and feedback (Tourish and Pinnington, 

2002), problems related to “coldness, arrogance, overzealous ambition, and self-

determination” (Amarjit et al. 2006, p.477), definitional ambiguities; problems in 

capturing the inner-dimensional relationships and invalid measurement tools 

(Knippenberg and Sitkin, 2013). Interestingly Northouse (2010) discussed how 

transformational leadership has the power to abuse, leading to conflict between 

understanding how values are perceived by followers. The literature published on 

values and how it is related to the authentic leadership model within the context 

of this study is further explored in section 2.5.1. Therefore, concluding from the 

criticism on transformational leadership, one of the major differences in 

understanding transformational leadership and authentic leadership is about 

‘self-aspects’. For example, transformational leadership has more emphasis on 

improving the relationships with followers whereas the focus of the authentic 

leadership model is to understand the inner-dimensions (self) of leader’s 

personality rather than influencing or transforming followers. Therefore, the 

authentic model promotes deeper illustrations of self-awareness in leaders 

(Gardner et al. 2011), which transformational model lacks due to the power abuse 

nature (Northouse, 2010).  

As already discussed in the previous sections, many researchers are of the 

opinion that like transformational leadership, authentic leadership is also a 

positive form of leadership that would help to overcome some of the limitations 

in the transformational model and in many other leadership theories. Therefore, 

for experts (Northouse, 2010; Gardner et al. 2011; Yukl, 2013) the way to 

advance new leadership research in not only non-profit arena but also in all 

sectors is the potential adoption, advancement and growth of the values based 

approach using authentic leadership model. It is the inherent qualities of the 

authentic leadership theory that match directly with many of the growing 

problems as cited in the literature on non-profits in sections 2.2 and 2.3 

respectively. Thus, it is concluded from the current discussion, that authentic 

leadership is a positive way forward for promoting leadership thinking in non-

profit organisations and this research seeks to investigation the underlying 

assumptions of the authentic model in this context. The way how authentic 

leaders make impact and improve non-profit organisations remains to be 

investigated, which this research primarily seeks to address.  
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Therefore, through these important knowledge gaps within the literature, it is 

proposed that positive relationships would emerge when authentic dimensions 

are explored further within the non-profit context. In order to broaden these 

assumed interrelationships, it can be argued that almost all of the components of 

authentic leadership (self-awareness, relational transparency, balanced processing, 

internalised moral perspective) and leader accountability (responsibility, openness, 

answerability) can be conceptually linked as shown in figure 3. Within the context 

of this research, the author is interested in exploring the impact and relationship 

of authentic leadership on leader accountability within the UK non-profits. It is 

anticipated that when these non-profits are investigated, these relationships 

would be confirmed.  

A further elaboration of these relationships is shown in figure 4 below, which 

presents the components as independent and dependent variables of this 

research. Thus, in the coming chapters of this thesis, components, constructs 

and variables are used interchangeably to mean the same idea.  

 

Figure 4 Independent and Dependent variables of the research 

It is assumed from the discussion so far that once these mutual associations are 

acknowledged, new components can be attributed to the two theories of 
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leadership. This will make further unique contributions to the development of 

both theories within the non-profit context. In the following section, a main 

research question and a number of propositions are identified for this 

investigation. As it can be seen from the discussion so far, that all the 

components of authentic leadership and leader accountability are essentially 

values based, and therefore discussion into what role the values play in shaping 

the dimensions of authenticity and accountability within the context of this 

research is discussed in the following section.  

2.5.1 Role of values  

The role of values and moral integrity can be conceptually linked with the central 

themes of this research i.e. authentic leadership and the non-profit sector.  

Values play a constructive and essential part in leadership research (Knights and 

O’Leary, 2006; Northouse, 2010; Wood and Winston, 2007; Yukl, 2013). Relating 

this notion to the emerging literature on authentic leadership, many scholars 

(Algera and Lips-Wiersma, 2012; Begley, 2006; Branson, 2007; Duignan and 

Bhindi, 1997; Eagly, 2005; Eid et al. 2012; Eriksen, 2009; Erkutlu and Chafra, 

2013; Hofman, 2008; IIies et al. 2005; Jensen and Luthans, 2006; Johansson et al. 

2011; May et al. 2003; Michie and Gooty, 2005; Novicevic et al. 2005; Price, 2003; 

Sosik, 2005; Sparrowe, 2005; Toor and Ofori, 2008; Williams et al. 2012; Wong 

and Cummings, 2009b) have discussed the critical importance of values and 

authentic leadership. These experts have approached values from different 

perspectives, i.e. in Bagley’s view authentic leadership is about having knowledge 

based and values informed capability to lead whereas in Branson’s opinion, 

authentic leaders act in accordance with their personal values; have greater self-

awareness and inner knowledge of the self.  Duignan and Bhindi discuss how 

being true to one’s own set of values bring positive fostering to the authentic 

leadership. Interestingly, in Eagly’s view, fundamental dimensions of authentic 

leadership rest upon the pillars of values and through these authentic leaders 

raise self-awareness and thereby gaining trust and loyalty of followers. In this 

process authentic leaders exhibit a higher moral integrity with a positive 

embedded set of personal values that form the authentic characteristics. In her 

argument, a realization from followers of these essential values is important in 

order to fully comprehend the true dimensions of authentic leadership in any 

organisational climate. She proposes that a strong sense of authenticity can only 

be developed once the leaders and followers are individually and collectively 
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acknowledge the adoption of these values. Researchers such as Baron (2016) 

discuss practical advantages in promoting the values of authentic leadership in 

leadership training programs. Baron contends how the adoption of authentic 

leadership in relation to espoused values relates to better business performance.  

Eriksen (2009) also approached authentic leadership model through the lens of 

values and beliefs. In his analysis, the starting point is for leaders to define and 

know the personal division of the one’s true values and beliefs. Using this self-

reflection they can build new models for self-awareness through which they can 

influence the followers and organisations in an effective manner. This inner 

dimension of authentic leadership is also supported by Erkutlu and Chafra (2013), 

who highlight that authentic leaders are influenced by their internal set of values 

rather than external influences, and they guide their morals based on these 

assumptions.  

A similar stance was taken by Hofman (2008) that authentic leaders have greater 

knowledge of personal values, beliefs and relational leadership; and through this 

they guide their followers, organisations and achieve higher outcomes. In his 

research, he regarded authentic leaders as conscious individuals who understand 

the complexities of one’s true self. This then results in gaining new insights an 

individual who is self-confident about guiding themselves and others to reach 

organisational objectives in a positive way (IIies et al. 2005). In May’s et al. (2003) 

opinion, authentic leadership rests upon the vital quality of being true to one’s 

self and others - this is one of the most essential values of the authentic 

leadership model. In their view, this reality has to be appreciated by all morally 

guided authentic leaders and through self-awareness – they can achieve the inner 

knowledge of these core values.  

Interestingly, Northouse (2010) contend how it is essential for leaders to firstly 

understand their own values, as one cannot be to true leader if there is no 

awareness on the moral dimensions of the leader’s personality. Earlier, a similar 

stance was taken by Avolio and Gardner (2005) who discussed values as being 

one of the major factors influencing self-awareness of the authentic leadership 

theory. They empathised that values form as one of the important characteristics 

of effective leadership and is researched widely.  

In general, scholars (Eriksen, 2009; Hofman, 2008; Johansson et al., 2011) 

summed up the relationship between values, moral integrity and authentic 

leadership as having inherent self-knowledge about one’s own set of ethics and 
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trying to act in accordance with those values in order to build trust and stronger 

relationships with followers.   

Furthermore, within the non-profit literature many scholars (Burt and Taylor, 

2003; Kilby, 2006; Stride and Higgs, 2014; Wallis and Gregory, 2009) have also 

discussed how the notion of values can impact non-profit organisations. In their 

opinion, non-profits and many third sector organisations exist to bring positive 

benefit to the public and the way these organisations impact and influence public 

is through their organisational values.  Jaskyte (2004) relates how the vision and 

personal values of the non-profit leaders can guide their organisations. In her 

view, it is the leader’s responsibility to set vision, future direction and strategy in 

place and often through the personal behaviour of small non-profits leaders are 

able to make positive changes. In many non-profit organisations, leaders who are 

able to understand themselves can relate better to the way non-profits are 

managed in terms of raising funds, to recruiting new staff members and raising 

public awareness about their mission. In her view, these core values can also help 

followers and volunteers to remain loyal to the mission and often results in better 

organisational innovativeness. Jegers (2009) mention how the collective 

behaviours of the non-profit board members result in forming the core non-profit 

values. It is often the vision, power, honesty, transparency and integrity of these 

non-profit leaders which help the followers to work effectively. Interestingly the 

stronger the board exhibit these core values, the better relationship, they can 

enjoy with beneficiaries and other stakeholders of the non-profits such as donors.  

Jurkiewicz and Massey (1998) argue how the personal influence of the non-profit 

leader can respond to many challenges faced by the non-profit sector. They 

highlight how important it is for leaders to adopt core non-profit values such as 

trust and moral integrity in order to remain competitive in terms of attracting 

alternative sources of funds and undertaking marketing campaigns. They argue 

how sometimes it becomes very important to stress the founder’s main purpose 

of establishing the mission and by adopting some of the universal values as 

established by the founders can help to overcome some of the contemporary 

challenges. Other scholars such as Kilby (2006) contend that the role of 

accountability is one of the most important non-profit values that leaders must 

appreciate. Within the non-profit literature, scholars have thus approached the 

role of values from both leaders and followers’ perspectives whereas others have 

given more emphasis to the organisational nature. However, summing up, it is 

worth noting the remark made by Kaldor (2003) that non-profits are essentially 
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value-driven organisations. Some of these values are based upon the social 

dynamics, some on religious and some on the general benefit of the public 

welfare. Thus by understanding the vital nature of these core non-profit values we 

can better understanding and appreciate, how they operate and how the 

leadership and followership is executed at all levels.  

By studying the major literature sources as mentioned above on authentic 

leadership and non-profit sector, it becomes clear that both streams of research 

are acknowledging the role of values. These values are similar as for example 

being true to one’s self and to others (Eriksen; 2009; Hofman, 2008; Johansson et 

al. 2011) is related to the core values of the non-profits and organisations in 

general (Jaskyte 2004; Jegers, 2009; Jurkiewicz and Massey, 1998; Stride and 

Higgs, 2014). From these discussions, it can be conceptually proposed that those 

non-profit leaders who exhibit more inner dimensions of self-knowledge would be 

the ones who can better manage non-profit organisational outcomes and 

followers such as by building trust and loyalty. However, the way is it manifests 

within the nature of this investigation remains to be studied – for example how 

self-awareness relates to the inner knowledge of these non-profit leaders and how 

they value such qualities in their charity environment.  

These core values have bought positive impact to the organisations (IIies et al. 

2005) but no such study has been conducted to relate these core authentic values 

to the non-profit context. It is interesting to note how the non-profit followers 

might for example, react to those leaders who have shown higher levels of self-

knowledge and self-realization. Furthermore, the key relationship of these core 

values and the founder’s vision may be linked, as those leaders who follow the 

footsteps of their founding members may be regarded as value-driven leaders. All 

these conceptual relationships are yet to be empirically tested. As already 

mentioned that according to the knowledge of the author, no research has yet 

studied this relationship between authentic leadership and the UK’s non-profit 

sector, and this unique relationship forms as one of the main contributions to 

knowledge. Thus this research explores the role of values within the non-profit 

authentic leadership model. Once the relationship between the authentic 

leadership and leader accountability is understood within the context of this 

investigation, the next section deals with the main research question and 

propositions.  
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2.6 Research Question and Propositions  

This section highlights the main objective of the research which is to understand 

how four variables (self-awareness, internalized moral perspective, balanced 

processing, relational transparency) of authentic leadership influences and 

impacts leader accountability (openness, answerability, responsibility), which has 

been identified as one of the under researched areas in leadership and non-profit 

studies. From the literature review, it can be argued that the four components 

that make up the concept of authentic leadership are likely to improve a non-

profit leader’s accountability and will be related to its components of openness, 

responsibility and answerability. Hence the main research question developed for 

this investigation is: 

‘What is the impact of Authentic Leadership on Leader Accountability in a 

Non-profit context?’  

In order to answer the research question, the author is interested in exploring the 

underlying conceptual linkages between the two theories. The author is also 

interested in examining the impact and significance of two theories and for this a 

number of propositions are developed. These propositions are related to the foci 

of authentic leadership and leader accountability theories. It is assumed that each 

of the four components of authentic leadership will be positively and significantly 

related to each of the components of leader accountability. These components 

are considered as variables in this research and the expected relationships will be 

tested and explored.  

The main assumption behind all the propositions is that there will be positive 

interrelationships emerging between the understanding of authenticity and 

accountability within the non-profit context. Given that the relevant literature 

regarding authentic leadership and leader accountability has already been 

discussed and a conceptual understanding has been developed, it is vital to state 

the assumptions, which the author believes is necessary to derive this research 

further. Consequently, there are 12 propositions for Leaders, as shown in table 

13 below.   

Table 13 Research Propositions for Leaders 

Propositions for Leaders   



 

78 

 

P1 Self-awareness is positively related to Answerability 

P2 Balanced processing is positively related to Answerability 

P3 Relational transparency is positively related to Answerability 

P4 Internalised moral perspective is positively related to Answerability 

 

P5 Self-awareness is positively related to Openness 

P6 Balanced processing is positively related to Openness 

P7 Relational transparency is positively related to Openness 

P8 Internalised moral perspective is positively related to Openness 

 

P9 Self-awareness is positively related to Responsibility 

P10 Balanced processing is positively related to Responsibility 

P11 Relational transparency is positively related to Responsibility 

P12 Internalised moral perspective is positively related to Responsibility 

 

It is assumed that self-awareness, balanced processing, relational transparency, 

and an internalised moral perspective will be positively related to answerability, 

openness and responsibility within the context of this research. These 

relationships are proposed for the charity leaders only. The process of measuring 

and analysing these relationships is discussed in chapter 3, methodology. 

Furthermore, there are 12 propositions for Followers, as shown in table 14 below. 

Table 14 Research Propositions for Followers 

Propositions for Followers   

 

P13 Self-awareness is positively related to Answerability 

P14 Balanced processing is positively related to Answerability 

P15 Relational transparency is positively related to Answerability 

P16 Internalised moral perspective is positively related to Answerability 

 

P17 Self-awareness is positively related to Openness 

P18 Balanced processing is positively related to Openness 

P19 Relational transparency is positively related to Openness 

P20 Internalised moral perspective is positively related to Openness 

 

P21 Self-awareness is positively related to Responsibility 

P22 Balanced processing is positively related to Responsibility 

P23 Relational transparency is positively related to Responsibility 

P24 Internalised moral perspective is positively related to Responsibility 

 

This area of research remains untested within the literature and therefore the aim 

of the proposed research is attempt to fill this gap by investigating how these 

four components may improve, influence and impact leader accountability within 

a non-profit domain. How it relates, influences and impacts remains to be 

investigated; this is the central focus of this research. Hence, using these 

components, new interactions will be formed, an approach which has to date not 

been tested. The author believes that, by exploring the conceptual understanding 
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among these variables, better understanding can be made regarding the 

leadership concerns such as governance, organisational accountability, NPOE and 

strategic planning. Perhaps by exhibiting more authentic and accountable 

behaviours, non-profit leadership can become more effective in tackling these 

problems.  

The proposed relationships between the variables of this research have already 

been explored in the previous sections. The objective here is to note the literature 

sources for these propositions, as shown in tables 13 and 14. Therefore, Ebrahim 

(2003a) explored the dimensions of non-profit accountability and how they may 

impact the performance, leadership and governance of the non-profits. In the 

view of Ebrahim, one of the key elements in the non-profit accountability is the 

answerability factor, which demands the non-profits to declare their financial 

positions and provide the public with how their funds are being spent. However, 

it seems that according to the view of Ebrahim; answerability element comprising 

the non-profit accountability, has never been explored using the leadership lens, 

and it remains interesting to note how, for example; variables of authentic 

leadership such as self-awareness, balanced processing, relational transparency 

and internalised moral perspectives can effect answerability. Also, researchers 

have been suggesting to make conceptual relationships between the variables of 

authentic leadership and other theories. In particular, Shamir and Eilam (2005) 

have recommended exploring the key nature of self-awareness and how this 

impacts other qualities of leadership. They also noted that other variables of 

authentic leadership and their key proposed relationships must be researched 

from other dimensions to acknowledge new thoughts on leadership. This was 

later reflected in the works of Spitzmuller and IIies (2010) and Wong et al. (2010), 

which shown positive relationships resulting from the authentic leadership 

variables behaviours. Other researchers such as Wood and Winston (2005: 2007) 

have also recommended researching answerability of leader accountability model 

from new perspectives. In their view, further research into how answerability is 

fully operationalized from the leader’s accountability should be investigated. For 

the purposes of this research, it is essential to understand the key relationship 

between answerability and it may be connected with the variables of authentic 

leadership. Thus the author proposes that 

P1 Self-awareness is positively related to Answerability  

P2 Balanced processing is positively related to Answerability 
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P3 Relational transparency is positively related to Answerability 

P4 Internalised moral perspective is positively related to Answerability 

Mazutis and Slawinski (2008) commented on the need for leaders to develop a 

culture of openness and honesty in order to attract followers and sustain 

organisational performance. They also acknowledged that openness creates a 

shared platform between leaders and followers and it may result in further 

accelerating the information sharing culture. It is interesting to note that these 

relationships between openness and information sharing can be conceptually 

linked with, for example, relational transparency and balanced processing of 

authentic leadership model. Gardner et al. (2005) concluded that balanced 

processing is related to the thought process of leaders, relating to analysing 

information objectively and portraying these to the followers in an effective 

manner.  Walumbwa et al. (2008) also recommended relating the key variables of 

authentic leadership model and they may nurture positive behaviours at 

workplaces. In their view, authentic leadership provides a clear, open and honest 

vision of guiding followers and impacting organisational outcomes. Troster and 

Knippenberg’s (2012) study revealed how the cultural differences between 

multinational teams can be overcome by leader displaying higher levels of 

openness. Conclusively, it seems from the opinions shared by the experts 

(Gardner et al. 2005; Mazutis and Slawinski, 2008; Walumbwa et al. 2008; Wood 

and Winston, 2005: 2007) that openness if studied from leaders’ perspectives 

could result in new relationships and therefore it would be crucial to see how this 

may impact on the variables of authentic leadership, as these themes have never 

been studied collectively. Thus for the purposes of this research, the author 

proposes that 

P5 Self-awareness is positively related to Openness 

P6 Balanced processing is positively related to Openness 

P7 Relational transparency is positively related to Openness 

P8 Internalised moral perspective is positively related to Openness 

According to Northouse (2010) and Yukl (2013) responsibility is one of the key 

attributes of leadership. In their view, effective leaders take full responsibility for 

their actions, values, ethics and executive decisions. They also advocate exploring 

new perspective on leader’s responsibility under new contexts and cultures. 

Other scholars such as Knights and O’Leary (2006) and Pless (2007) have 
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explored the emerging trends on responsible leadership. Pless, in particular have 

explored various themes related to the key notion of responsibility and have 

called for further research on new dimensions. Other experts such as Wood and 

Winston (2005: 2007) have also recommended researching responsibility using 

their leader accountability model. Perhaps, responsibility can be researched 

further under the lens of authentic leadership and its variables. Experts (Bamford 

et al. 2012; Gardner et al. 2005; Ilies et al. 2005; Walumbwa et al. 2010; Wong et 

al. 2010) have discussed the key role of authentic leadership and in particular 

self-awareness, balanced processing, relational transparency, internalised moral 

perspective and how they result in being more authentic, honest and real with 

followers. The key features of this authentic model and the relationship they may 

have with responsibility, from the lens of leader accountability must be examined, 

to generate new relationships. Thus for the purposes of this research, the author 

proposes that 

P9 Self-awareness is positively related to Responsibility 

P10 Balanced processing is positively related to Responsibility 

P11 Relational transparency is positively related to Responsibility 

P12 Internalised moral perspective is positively related to Responsibility 

The discussion would now focus on the followers propositions. The objective here 

is to note the literature sources for these propositions, as shown in table 15. 

Thus, according to Wallis and Gregory (2009), the essence of answerability lies in 

putting the needs of followers and other stakeholders first and that leader must 

be able to present themselves to these groups to answer any objections raised 

regarding authority and decision making. Also, Wood and Winston (2007), 

empathised the need for the better answerable leadership, where leaders are 

called upon to answer and justify their decisions to followers. Recently Smith 

(2012) called for further leadership research to be conducted in relation to the 

answerability factors. Relating this to Yukl’s (2013) concern that authentic 

leadership is in early stages of development and further research into new 

contexts is needed in order to understand how this concept impacts leadership, 

therefore the author proposes that 

P13 Self-awareness is positively related to Answerability 

P14 Balanced processing is positively related to Answerability 
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P15 Relational transparency is positively related to Answerability 

P16 Internalised moral perspective is positively related to Answerability 

While discussing the importance of authentic leadership, Gardner et al. (2005) 

proposed that authentic leaders are those who exhibit higher levels of 

transparency and openness in dealing with followers. Northouse (2010) have 

listed openness as being one of the most important factors constituting Five-

Factor Personality Model and Leadership. In his view, openness can be 

conceptually linked with many other crucial elements of leadership and new 

emerging themes can be investigated. Experts such as Wood and Winston (2005: 

2007) of leader accountability model and Vaughn et al. (2008) have argued for 

more research to be conducted within the dimensions of openness and its key 

relationship with other theories. One of the key gaps within the literature that has 

not been addressed effectively is the relationship between openness of leader 

accountability model and the components of authentic leadership. Therefore, for 

the purposes of this research, the author proposes that 

P17 Self-awareness is positively related to Openness 

P18 Balanced processing is positively related to Openness 

P19 Relational transparency is positively related to Openness 

P20 Internalised moral perspective is positively related to Openness 

Authentic leadership has been researched from new perspectives and in particular 

from followers. Peterson et al.’s (2012) study focused the key relationship of 

authentic leadership from the follower’s job performance dimensions. In their 

view, the increasing emphasis on being more responsible and displaying more 

authentic behaviours at work results in better job performance. Northouse (2010) 

and Yukl (2013) have discussed the key role responsibility play in improving 

leadership thought and how it impacts other related disciplines in leadership 

research. Northouse also called for further research to be conducted in the arena 

of authentic model. Furthermore, relating responsibility to Wood and Winston’s 

(2005: 2007) model, they emphasised that leader accountability in general play a 

constructive role in promoting higher levels of responsibility. Conceptually, 

responsibility (leader accountability) has never been investigated through the lens 

of authentic leadership and therefore, for the purposes of this research, the 

author proposes that 
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P21 Self-awareness is positively related to Responsibility 

P22 Balanced processing is positively related to Responsibility 

P23 Relational transparency is positively related to Responsibility 

P24 Internalised moral perspective is positively related to Responsibility 

From the current discussions, it is clear that these propositions can be researched 

further to understand the non-profit leadership in a better context.  

The way this research categorises the leader-follower dyad is important, as the 

data collected are explored from both perspectives, being subjected to in-depth 

analysis, which is needed to confirm and satisfy the demands of this research. As 

already shown in table 12 in section 2.3.6, leadership scholars have often 

explored the leader-follower interactions when examining leadership in 

organisations (Yukl, 2013). Other experts (Fields, 2007; Ford and Harding, 2011; 

Gardner et al. 2005 in particular), concurred the need to understand each of the 

variables of authentic leadership from leaders’ and followers’ perspectives 

separately, to gain further insights. Historically, Yukl argued that most of the 

leadership studies have been on the follower perception of analysing the leaders 

and this has been criticised by many scholars as sometimes results tend to be 

biased. Yukl rightfully projected for deeper illustrations of the leader-follower 

interaction and to possibly explore this using qualitative and quantitative 

methods. From his stance, this could provide a holistic view of this relationship 

and thus levels of analysis can be effectively constructed regarding any theory 

under research. Concluding, this research intends to contribute further to this 

relatively new area of leadership within the UK non-profit sector. The discussions 

surrounding what methodological practices are involved in this research are 

discussed in the following chapter.  
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Chapter 3:  Methodology 

Within the previous chapter it was outlined that authentic leadership and leader 

accountability are the focus of this investigation within a non-profit context. The 

primary objective of the current chapter is to provide methodological 

justifications for the proposed research. The discussion begins with a brief 

introduction to the researcher’s chosen paradigm, and the research design 

strategies where questionnaires and semi-structured interviews are introduced 

along with cross-case analysis. The measuring tools for these strategies are also 

discussed along with the relevant population, sample size and validity issues. The 

chapter sheds light on the ethical clearance and planning relating to how the 

research collected both sets of data (quantitative and qualitative). The chapter 

concludes with a brief description of various data analysis techniques that are 

used to interpret and discuss the findings, which is the prime focus of the next 

chapter.  

3.1 Research Paradigm and Philosophy – Pragmatism 

After the seminal work of Kuhn (1970), the use of the word ‘paradigm’ in a 

broader context was common within academia from multidimensional 

perspectives. In Kuhn’s view, a paradigm represented a set of values, beliefs and 

assumptions shared by a given community. Therefore, with any investigation, the 

researcher adopts certain assumptions regarding the philosophy which include 

the epistemological, ontological and axiological ways of thinking (Saunders et al. 

2007).  

Within the management field, Burrell and Morgan’s (1979) major work provided a 

comprehensive model of these philosophies which included the functionalist, 

radical structuralist, radical humanist and interpretive approaches. These can be 

used as a generic framework to produce new ways for academics to tackle social 

sciences problems (Saunders et al. 2007). Saunders et al. also maintained how 

these beliefs are related to the general research designs which support the 

qualitative and quantitative strands. Relating these ideas to the context of this 

investigation it can be argued that certain assumptions must be adopted. This 

investigation aims to answer the main research question as outlined in chapter 2, 

section 2.6; this entails embracing a philosophical position, which can act as an 

antecedent to derive this research forward.  
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Creswell and Plano-Clark (2011) and Saunders et al. (2007) argue that 

paradigmatic choices must be based on the research problem and questions. This 

investigation seeks to answer the main research question which is stated in 

chapter 2, section 2.6. Following the literature review and by studying the 

relevant gaps, it was established that authentic leadership will be explored and 

explained in relation to leader accountability within a non-profit context. Since 

this question had a multidimensional approach in its nature, it thus became 

necessary that the author should think epistemologically in multiple ways to 

successfully answer the demands of this question. This meant that the author was 

interested in measuring the impact of the two leadership theories. Therefore, the 

author was thinking empirically to explain the authentic and accountable 

behaviours of the leaders and followers in a systematic manner. In order to 

advance this belief, it was necessary to verify knowledge objectively, without 

taking into consideration the subjective thoughts of the author into how the 

theoretical perceptions of authenticity and accountability can be explained using 

facts. However, the author was also interested in exploring knowledge that is 

based on the social interaction between the leaders and followers. In order to 

advance this belief, it was necessary to subjectively interpret the behaviour, 

values and styles of the non-profit leaders and followers and how they view 

perceptions of authenticity and accountability in their charities. Thus taking into 

consideration the subjective perspective, it was hoped that this would allow new 

interpretative knowledge on the authentic-accountable leadership phenomenon.  

Also, the notions of authenticity and accountability within the non-profit context 

have never been studied before according to the knowledge of the researcher, 

therefore it was interesting to think more than one way to conceptualise new 

research on these emerging themes. Thus rooted within the nature of the 

research question was the underpinning of the positivist and interpretivist 

thoughts that demanded the researcher to combine these ways in order to best 

answer the question. Since the research question had two dimensions (i.e. explain 

and explore), it was deemed suitable to produce knowledge that can take both 

viewpoints. The author believed that by taking a positivist position, an 

explanation of authenticity and accountability can be examined to see the impact 

whereas by taking an interpretivist position deeper illustration of the notions of 

these leadership theories can be explored.      

Within the literature, there are many researchers such as Denscombe, 2008; 

Doyle et al. 2009; Feilzer, 2010; Giacobbi et al. 2005; Greene, 2008; Hanson et al. 
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2005; Harrits, 2011; Johnson and Onwuegbuzie, 2004; Johnson et al. 2007; Leech 

et al. 2010; Morgan, 2007; Plano-Clark et al. 2008; Venkatesh et al. 2013; 

Wheeldon, 2010, have concluded that when a researcher is answering a research 

question which involves taking multiple perspectives (i.e. positivism and 

interpretivistism), it is better to approach the research problem pragmatically. 

Therefore locating within the dimensions of pragmatism as a suitable paradigm, 

this research seeks to combine positivist and interpretivist thoughts in order to 

effectively answer the research question. Saunders et al. (2007) confirmed that 

pragmatism allows the researcher to think in multiple ways and by doing so; a 

more comprehensive answer to the research problem can be achieved. Other 

scholars such as Johnson and Onwuegbuzie also highlight the importance of 

pragmatism based on the research questions that it leads to a multidimensional 

thinking on the phenomenon being studied. Hanson et al. also established that 

when a research question leads to both objective and subjective knowledge it is 

often better to combine both ways to reach a successful research outcome. 

Creswell and Plano-Clark (2011) concluded from their discussion on paradigms 

that pragmatism helps the researcher to combine knowledge and examine reality 

from subjective and objective dimensions. Therefore, for the purposes of this 

investigation, the research question demanded that authenticity and 

accountability be studied from both objective and subjective angles resulting in 

the pragmatic thinking.  

Therefore, according to Saunders et al. (2007, p.110) “Pragmatism argues that 

the most important determinant of the research philosophy adopted is the 

research question…”. They contended that it is important for the researcher to 

determine what is being examined, how the question should be tackled and what 

knowledge is really required in order to satisfy the demands of the question. They 

also emphasised that it is about choosing a position from where the researcher 

can successfully answer the question, and that this may come from different 

perspectives. They also described how sometimes combining traditional 

interpretivist and positivist approaches can prove useful to meet the demands of 

the research question. Within the literature pragmatism is often regarded as a 

possible paradigm when dealing with mixed methods.  

Scholars (Creswell and Plano-Clark, 2011; Saunders et al. 2007) claimed that 

pragmatism is one of the most discussed paradigms that emphasises the 

influences on research questions, which allows the researcher to examine the 

reality from different angles. They also maintained how based on the research 
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question, the researcher seeks to justify the knowledge gained from different 

perspectives, and these may include qualitative and quantitative approaches 

which effectively leads to the accomplishment of research objectives.  

A review of the literature published clearly advocates the use of pragmatism as a 

suitable research paradigm for mixed methods (Creswell and Plano-Clark, 2011; 

Denscombe, 2008; Doyle et al. 2009; Feilzer, 2010; Giacobbi et al. 2005; Greene, 

2008; Hanson et al. 2005; Harrits, 2011; Johnson and Onwuegbuzie, 2004; 

Johnson et al. 2007; Leech et al. 2010; Morgan, 2007; Plano-Clark et al. 2008; 

Venkatesh et al. 2013; Wheeldon, 2010). Johnson and Onwuegbuzie believed that 

pragmatism helps to mix and match approaches that are suitable for answering 

mixed methods research questions. They stated that pragmatism  

“recognizes the existence and importance of the natural or physical world as well 

as the emergent social and psychological world that includes language, culture, 

human institutions, and subjective thoughts. Knowledge is viewed as being both 

constructed and based on the reality of the world we experience and live in” (p.18).  

Therefore from their viewpoint, pragmatism takes a middle ground between 

philosophical debates and does not promote a more restricted single use of a 

paradigm. A pragmatist rather agrees that all paradigms concerning his or her 

position on quantitative and qualitative approaches can remain separate but they 

can still be mixed into another paradigm to derive more useful knowledge 

(Johnson et al. 2007). Hanson et al. (2005) emphasised that pragmatism places 

equal importance on both subjective and objective knowledge. They argued that 

using both ways to analyse data within this paradigm leads to the development of 

new knowledge that is diversified.   

Feilzer (2010) and Johnson et al. (2007) further stated that pragmatism helps to 

promote multiple viewpoints to answer the philosophical assumptions regarding 

mixed research and thus often involves pluralistic approaches. A similar 

viewpoint is taken by Johnson and Onwuegbuzie (2004) who, after mentioning 

briefly the paradigm wars, concluded that a mixed paradigm would be a 

productive way forward. They concurred that the world is becoming more 

complex and dynamic where an integrated approach is needed to resolve new 

problems. However, in their view, pragmatism still cannot help to end the 

philosophical debates. Researchers (Feilzer, 2010; Plano-Clark et al. 2008; 

Venkatesh et al. 2013) agreed that there are alternative paradigms 
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(transformative and critical realism); however pragmatism still is favoured within 

the mixed methods literature and is supported by many scholars.  

After conversing in detail about the epistemological, ontological, axiological and 

methodological issues concerning paradigms within the quantitative and 

qualitative spectrums, Morgan (2007) concluded that pragmatism is clearly more 

suited vision to mixed methods. In his view, when viewed from quantitative and 

qualitative angles, pragmatism promotes abduction (in relation to induction and 

deduction), inter-subjectivity (in relation to subjectivity and objectivity) and 

transferability (in relation to context and generality). This, the author believes, is 

one way forward that could lead to an suitable dialogue on the paradigm wars, 

where an integrated approach is adopted that can effectively answer the research 

questions rather than limiting the researcher to one paradigm.  

From Feilzer’s (2010) viewpoint pragmatists are open to streams of positivism, 

post-positivism and constructivism and interpretivism perspectives on the 

epistemological and ontological levels at which the research is conducted. In her 

view, pragmatists should not be constrained by having to limit the research to 

one stream of philosophy; rather they should remove cognitive boundaries so 

that reality can be examined from multiple perspectives as required by the 

researcher.  

The stance taken by this research falls within the pragmatism paradigm. This 

stems from the fact that the author is interested in gathering and refining the 

data through a systematic manner of observation and statistical analysis to 

identify the underlying relationships between the core concepts (authentic 

leadership and leader accountability) being studied. The author on the other hand 

is also interested in gathering data through non-statistical means, where the 

participants’ own subjective views are studied to acknowledge the emerging 

themes.  

The use of the positivist (quantitative) and interpretivist (qualitative) approaches 

within the paradigm of pragmatism is favoured by the mixed methods 

researchers (Creswell and Plano-Clark, 2011; Feilzer, 2010; Johnson and 

Onwuegbuzie, 2004). The author also believes that the best way to collect data is 

to combine both ways effectively to answer the research question. Venkatesh et al. 

(2013) declared that pragmatists place great importance on answering research 

questions and therefore recommended choosing a paradigm that best fits these 

objectives. Hence keeping in line with the overall objective of this research, it 
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seems appropriate to adopt pragmatism, not only does pragmatism fit well with 

the research problem, but it also supports the mixed methods design which is 

engaged by this research. Thus, Creswell and Plano-Clark confirmed this 

relationship and it thus seems reasonable that a pragmatic position is the correct 

choice for this particular study. Having set out the reasons for the choice of 

pragmatism in this research, it is important to consider how this can be 

contextualised within the boundaries of this investigation, which is explained in 

the following section.  

3.2 Mixed Methods Research Design 

Mixed methods (MM) research is implemented when the researcher combines 

both quantitative and qualitative approaches to answer the research questions in 

a single study (Johnson and Onwuegbuzie, 2004). Johnson and Onwuegbuzie 

proposed that mixed methods offer an alternative route of research where both 

quantitative and qualitative approaches are integrated. There is a large body of 

literature which propagates the use of mixed methods as a third research 

approach, apart from the traditional quantitative and qualitative approaches 

(Bryman, 2006; Chen, 2006; Creswell and Plano-Clark, 2011; Denscombe, 2008; 

Doyle et al. 2009; Fidel, 2008; Hanson et al. 2005; Hesse-Biber, 2010; Ivankova et 

al. 2006; Leech and Onwuegbuzie, 2009; Leech et al. 2010; Miles and Huberman, 

1994; Morgan, 2007; Plano-Clark et al. 2008; Powell et al. 2008; Sale et al. 2002; 

Teddlie and Tashakkori, 2006; Venkatesh et al. 2013; Wheeldon, 2010).  

While conversing over how the general field of mixed methods is currently 

defined, Johnson et al. (2007, p. 129) declared that “mixed methods research is 

an intellectual and practical synthesis based on qualitative and quantitative 

research; it is the third methodological or research paradigm (along with 

qualitative and quantitative research)”. However it must be understood that there 

is not one single agreed upon definition of mixed methods, as Creswell and 

Plano-Clark (2011) declared that there is a definitional ambiguity among the 

mixed methods researchers; some have looked at the approach through a 

methodological lens while others have looked at mixed methods with a 

philosophical emphasis. They argued that these differences are based on the 

ways the researchers have adopted the mixed methods research designs; for 

example, some have tried to use mixed methods designs purely from a 

methodological perspective where the mixing and merging of data was concerned 

while others have used mixed methods designs from a stance of philosophical 
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justification where the research questions needed to be explored from both 

quantitative and qualitative ways while adopting multiple paradigms. Thus these 

approaches have led to multiple definitions of the mixed methods designs. 

However Creswell and Plano-Clark claimed that, the general perception of 

combining qualitative and quantitative methods to achieve the research 

objectives is of prime importance.  

There may be several other reasons why researchers are interested in conducting 

research that is based on a mixed methodological stance. For example, Hanson et 

al. (2005) provided various justifications which include combining and converging 

results from one approach with another, which leads to deeper analysis; using 

results from one study to acknowledge the impact on the same study; using 

different methods; embedding results from one study with another to allow for 

richer participant observation and using various measurement tools and scales to 

collect and analyse data from multiple viewpoints. There may also be other 

reasons why researchers are interested in conducting a mixed methods study, 

which could have foundations in the research objectives.  

While discussing many benefits of using mixed methods research, Hesse-Biber, 

(2010) maintained that it allows generalisations to be made for future studies. 

Doyle et al. (2009, p. 178-179) quoting Bryman (2006), listed “triangulation, 

completeness, offsetting weaknesses and providing stronger inferences, 

answering different research questions, explanation of findings, illustration of 

data, propositions development and testing, instrument development and testing” 

as primary reasons for conducting mixed methods research thus leading to meta-

inferences. Interestingly, Creswell and Plano-Clark (2011) debated that there may 

be other reasons for conducting a mixed methods research. They stated that 

sometimes there is a need to combine both sources of data as one may not be 

enough; also a study might generate surprising results which researchers may 

need to investigate further to determine cause and effect. For this, they agreed 

for a second study as sometimes the researchers need to generalise the initial 

results, and sometimes the nature of the research is so large and complex that 

dividing it into smaller-scale studies requires the adoption of various methods. 

From the discussion so far, it appears that there is support for a range of reasons 

why mixed methods might be the best research design, and researchers who 

adopt this approach are also committed to promoting the mixed methods 

phenomenon to a wider audience.  
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Now relating the whole mixed methods discussion to leadership research, 

scholars (Avolio et al. 2009; Gardner et al. 2010; Lowe and Gardner, 2000; Stentz 

et al. 2012) have reviewed the literature and have acknowledged the use of mixed 

methodology in many studies. Stentz et al. for example, while reviewing the 

leadership literature published in The Leadership Quarterly from 1995 to 2012, 

reported that recently researchers have been implementing mixed methods 

designs as a way to advance theoretical contributions. They also described 

leadership as being multi-dimensional, which has been historically looked at from 

different angles such as leaders, followers and organisational settings. However, 

the use of mixed methods has been limited to encounter research at these levels. 

Therefore, in their meta-analysis of the literature, it is suggested that mixed 

methods can help to provide new insights into multi-levels of future leadership 

research. A similar view is also taken by Avolio et al. who categorically concluded 

that although quantitative research has dominated in the past, more recently the 

use of qualitative research is growing, although they contend that “more future 

research in leadership will be mixed methods” (p.442).  

There are numerous reasons why this research has adopted the mixed methods 

approach. Generally intuitive (Creswell and Plano-Clark, 2011) is one, which 

would help to understand authenticity and accountability from a natural 

perspective that might give new insights to relationships. Thus mixed methods 

allowed multiple ways to look and explore the variables of AL and LA from 

various angles both quantitatively and qualitatively, which to the best of the 

author’s knowledge has not been undertaken in the field. The triangulation of 

quantitative and qualitative approaches helped the researcher to combine and 

merge two sets of data, thus achieving a deeper knowledge of the underlying 

associations. The emerging relations from authentic leadership and leader 

accountability needed to be studied from a pragmatist perspective, so conducting 

interviews extracted participants’ subjective views and generated new findings. 

Once the AL and LA relationships are confirmed through quantitative analysis, the 

qualitative data are explored to correlate and further comprehend the combined 

results. The researcher believes that this would eventually lead to an enhanced 

integrity of the findings on AL and LA when studied from a mixed methods 

viewpoint. Therefore in line with the emerging trend and keeping in mind the 

main research question, it is concluded that the mixed methods research is 

adopted and specifically a convergent research design approach is taken, which is 

explained in the following section.  
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3.2.1 Convergent Mixed Methodology 

Within mixed methodology there are several ways of choosing a research design. 

However the suitability of any design depends on the research needs and 

objectives. Mixed methods researchers have described three major characteristics 

in selecting any design. Creswell and Plano-Clark (2011) argued that when 

choosing a mixed methods design, researchers must determine the priority of the 

quantitative and qualitative strands - which has more relevance to the research 

purpose and which comes first or whether both carry equal importance. The next 

factor is the timing, which relates to when the researchers deicide to collect data 

and in what order and sequence. Sometimes it may be better to conduct a 

qualitative study first and then follow this with a quantitative study or the other 

way round, or perhaps both at a same time. The last factor is mixing, which 

relates to when and how to interpret and analyse the data. Once the choices are 

made about these factors, the next step would be to consider the various design 

modes available within the mixed methods research arena.  

Researchers (Bryman, 2006; Creswell and Plano-Clark, 2011; Doyle et al. 2009; 

Hanson et al. 2005; Johnson and Onwuegbuzie, 2004; Leech and Onwuegbuzie, 

2009; Plano-Clark et al. 2008; Powell et al. 2008; Stentz et al. 2012; Teddlie and 

Tashakkori, 2006; Venkatesh et al. 2013) have proposed that mixed methods 

design typologies consist of various components which include the convergent 

(concurrent) parallel implementation as a suitable mode of design, while others 

include sequential (explanatory and exploratory), embedded, transformative and 

multiphase designs.  

This research is based within the convergent mixed methods design framework 

and therefore it is necessary to fully understand what this method is and how it 

may be beneficial to this research. Creswell and Plano-Clark (2011, p. 70) defined 

convergent parallel design as “when the researcher uses concurrent timing to 

implement the quantitative and qualitative strands during the same phase of the 

research process, prioritizes the methods equally, and keeps the strands 

independent during analysis and then mixes the results during the overall 

interpretation”.  In their view, it is also the most common approach to mixed 

methods which has been also described in the literature as triangulation and 

concurrent methods. The term ‘parallel’ is often defined as when “the same 

concepts need to be addressed in both the qualitative and quantitative data 

collection so that two datasets can be compared or merged” (Creswell and Plano-
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Clark, 2011, p. 184).  The terms, however, can also mean to collect data at the 

same time.  

There is an ambiguity in the mixed methods literature where the terms 

‘convergent’ and ‘concurrent’ have been used interchangeably. This is illustrated 

by Hanson et al. (2005, p. 229) who defined concurrent design as when  

“quantitative and qualitative data are collected and analysed at the same time. 

Priority is usually equal and given to both forms of data. Data analysis is usually 

separate, and integration usually occurs at the data interpretation stage. 

Interpretation typically involves discussing the extent to which the data 

triangulate or converge”.  

This can be seen as a similar definition to convergent design, as both have tried 

to incorporate the collecting, merging and analysing based mixed methodological 

themes. Teddlie and Tashakkori (2006) also took a similar position, while 

debating the concurrent mixed designs. They stated that it entails two different 

forms of data gathering techniques, where inferences are made separately at first 

and then integration is usually achieved at the end. They also highlighted that 

concurrent (convergent) mixed methods allow the researcher to integrate both 

exploratory and confirmatory questions within the same study.  

Powell et al. (2008) drew a further distinction between the concurrent mixed 

methods. In their view, the emphasis can come from either the qualitative or the 

quantitative stances. Sometimes researchers may choose to use the quantitative 

data as being more dominant than qualitative data when analysing, and vice versa. 

Furthermore, Leeuw (2005) discussed in detail different design modes adopted by 

the mixed methods researchers. He proposed that it is possible to have one 

sample and choose different modes of design such as sequential or concurrent 

(convergent). He also stated that literature shows that scholars have adopted two 

different samples and one mode of design. This all depends on the nature of 

research questions and what the researcher is seeking, and therefore can be 

mixed and matched.  

Researchers have also put emphasis on adopting convergent designs for many 

reasons. Some of the most apparent reasons mentioned by Creswell and Plano-

Clark (2011) included that it allows triangulation to converge, compare and 

correlate findings, it can help to formulate a complete understanding of the topic, 

it can further strengthen the results from a quantitative study with qualitative 

data and each dataset can be analysed separately using traditional techniques 
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thus creating an effective research design. Nevertheless they also mentioned the 

challenges of the convergent design which can be timely and costly; need 

extensive skills to overcome the problems of mixing data; and how to handle the 

sample and analysis issues if the datasets do not collaborate. Researchers have 

also conferred various convergent design variants in the literature; however the 

one adopted by this research is the parallel-databases variant, which is when “two 

parallel strands are conducted independently and are only brought together 

during the interpretation”, (Creswell and Plano-Clark, 2011, p. 80).  

Concluding the discussion, it can be acknowledged that this mixed methods 

research investigates the relationship between the components of authentic 

leadership as an antecedent to leader accountability. A convergent design method 

is adopted for this research, which means the quantitative data are collected first 

followed by the qualitative data. The data are analysed and discussed 

independently and then combined at the end to make generalisations.  

Thus, in this research, the quantitative approach is used to investigate authentic 

leadership with independent variables (self-awareness, relational transparency, 

internalised moral perspective and balanced processing) which will positively 

impact the dependent variables (answerability, openness, responsibility) of leader 

accountability for charity leaders and followers.  

The qualitative approach explores authentic leadership and leader accountability 

in detail based on the leaders’ and followers’ perspectives in different charities. 

The primary rationale for collecting both quantitative and qualitative data is to 

associate the two forms of data thus gaining new, deeper and better 

understanding of the research problem. The following section, explores the 

strategies adopted for this mixed methods convergent design research.  

3.3 Research Strategy  

It was mentioned in the previous section that quantitative and qualitative 

approaches are adopted for the purposes of this research. It is essential to 

understand how this research divided these approaches and specifically what 

kinds of strategies were adopted for both methods. Hence the discussion in the 

following sections relates to the quantitative approaches as demonstrated by the 

non-profit and leadership literature. Once a strategy is outlined for this research, 

the discussion then focuses on the qualitative approaches where a relevant 

strategy is also selected for this investigation.  
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According to Bielefeld (2006) most research conducted within the non-profit 

(charity) sector is based on a quantitative approach. Particularly, he is also of the 

view that non-profit research has its own agenda and this can be better achieved 

by aligning itself with the quantitative approach due to its systematic 

measurement and observation of the data. In this light, Hager et al. (2003) 

specifically mentioned that web-surveys are one of the main ways to gather 

quantitative data within the non-profit (charity) sector. The views of Bielefeld 

(2006) and Hager et al. (2003) are not isolated, rather, investigators within the 

leadership domain state something similar as Lowe and Gardner (2000), reviewed 

ten successful years of the top journal in the field - The Leadership Quarterly - 

and declared that from the period 1990-1999, 71% of the research articles 

published have been quantitative, 39% qualitative and 13% mixed.  

A similar trend was noticed in the later period from 2000-2009, when Gardner et 

al. (2010) stated that 87.4% have been quantitative focused whereas only 24.1% 

have been qualitative and only 11.6% have been mixed. It is clear from the 

discussion so far that the research in charity and leadership studies has largely 

been grounded on quantitative foundations. Nevertheless the studies conducted 

during those times have also focused on qualitative and mixed methods.  

Therefore this research seeks to make important methodological contributions by 

adopting a less used approach, a mixed methods design. In order to capture and 

explore full, true and accurate understanding of the research problem, it is viable 

to consider mixed methods approach as it encompasses the strengths of both the 

quantitative and qualitative approaches. Thus this research followed a convergent 

mixed methods design where both quantitative and qualitative studies are 

undertaken separately and analysed. Finally two sets of data are merged 

accordingly. The discussion in the following section explains the web-based 

questionnaire approach, which was utilised for this study.   

3.3.1 Quantitative - Web-based Questionnaire 

Bryman (2004, p. 731) stated that “leadership research has been and almost 

certainly still is a field that is dominated by a single kind of data gathering 

instrument – the self-administrated questionnaire”. A stronger illustration of 

Bryman’s view can be appreciated from the meta-analysis of Lowe and Gardner 

(2000) and Gardner et al. (2010) who reported that common trends emerging 

from nearly two decades of scholarly leadership research emphasise that 

questionnaires are a preferred research tool. Leeuw (2005) debated the need for 
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web surveys and concluded that although problems are visible such as lack of 

human interaction it still may be the fastest and easiest way to obtain information. 

Further reasons for adopting a web-based approach are discussed in section 3.4.1. 

Hence for the purposes of this research, the web-based questionnaire is chosen. 

The reasons for choosing a questionnaire based strategy to collect data is evident 

as the research adopts industry standard recognised leadership tools used to 

measure the authenticity and accountability aspects of the leaders. For example, 

Gardner et al. (2011) specified that Authentic Leadership is measured using an 

Authentic Leadership Questionnaire (ALQ – Self and Rater) and its validity and 

reliability is confirmed.  

Similarly Wood and Winston (2007) reported that Leader Accountability can be 

measured using a Leader Accountability Scale (LAS), and its validity and reliability 

is confirmed in their study, with the exception of LAS (Self) which is being 

developed for the first time in this research and has never been tested in any 

context. Since, ALQ and LAS has been developed and recognised as a standard 

means of testing, both are used in the context of this research as web-based 

questionnaires. Previous literature referring to these concepts has largely relied 

on the quantitative based questionnaire methods, thus this research is consistent 

with the growing body of these investigations. The following section presents the 

other data collection tool for this research – interviews.  

3.3.2 Qualitative - Semi-Structured Interviews 

It has been discussed in section 3.3 that leadership research has also 

implemented interviews as an effective means to collect, analyse and comprehend 

the data. A review of the published literature (Cooper et al. 2005; De Hoogh et al. 

2005; Gardner et al. 2010; Gardner et al. 2011; Johansson et al. 2011; MacNeill 

et al. 2013; McShane and Cunningham, 2012; Murphy and Ensher, 2008; O’Dwyer 

and Unerman, 2008) on authentic leadership, accountability and leadership in 

general, highlighted the widespread use of interviews. In another meta-analysis of 

the qualitative literature published on leadership, Bryman (2004) concluded that 

qualitative research has made crucial contributions in leadership studies. He 

further asserted that researchers must focus on enhancing the use of qualitative 

approaches when studying leaders and followers. He also acknowledged the fact 

that the studies that have used qualitative means to inquire have often generated 

deeper theoretical developments surrounding the notion of leadership. Thus, 
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endeavours to gain a more contextual and interpretative view on leadership 

qualitative studies cannot be ignored.   

In particular, Gardner et al. (2011) identified that a growing trend of qualitative 

studies and in particular interviews, has been noticed when researching authentic 

leadership. Saunders et al. (2007, p. 312) defined semi-structured interviews as 

where “the researcher will have a list of themes and questions to be covered”. 

Subsequently the adoption of interviews is clear and thus, for the purposes of this 

research, the same approach is taken. More specifically, a semi-structured choice 

was made for this research, which allowed the researcher to develop a set of 

questions from the ALQ and LAS. However the interview questions had an open 

approach to new ideas and sub-questions were asked during the interview 

probing the participant to give further examples. This means the researcher 

developed a semi-structured style, which allowed diversified views to be captured 

thus inviting the follower’s subjective opinions about their leaders. In line with 

literature therefore, scholars have employed qualitative means to address 

research problems. The objectives of this study reflect those of the growing body 

of leadership studies, and the qualitative approach fits this investigation. One of 

many reasons for choosing interviews as opposed to other means is because of 

the emphasised impact of personal contact between the interviewer and the 

respondent.  

Saunders et al. (2007) described that the use of personal contact when 

conducting interviews may help the respondents to be more comfortable in 

replying to the concerns and issues being discussed. Therefore by sitting face-to-

face, it was hoped that the respondents were comfortable in replying to the 

questions being discussed. It was deemed not suitable to hold a focus group 

discussion with the participants as they would not be able to provide insightful 

and more specific information about their leaders. This may be to do with the 

privacy concerns, and participants would be more comfortable in a personal one-

to-one sitting, ensuring that their views remained anonymous, as agreed by the 

researcher.  

Also Miles and Huberman (1994) established that qualitative data are rich and 

contextual and allow the researcher to acquire holistic and inside data from which 

to draw clear conclusions. Thus the objective of the researcher in the qualitative 

data phase of this investigation was to conduct interviews, which would allow the 

researcher to understand how authenticity and accountability is perceived by the 

charity workforce in a practical context.  
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Experts such as Bryman (2004) highlighted that many advanced contributions on 

the theoretical developments on leadership studies have been achieved through 

the qualitative methods. The mainstream leadership literature clearly advocate 

the use of qualitative research, for example many authentic leadership experts 

(Cooper et al. 2005; Gardner et al. 2010; Gardner et al. 2011; Johansson et al. 

2011; MacNeill et al. 2013; McShane and Cunningham, 2012) support the use 

qualitative methods to advance new research. These scholars contend that the 

adoption of qualitative methods results in more subjective and deeper 

interpretations of leadership that incorporates the views of leaders and followers. 

In line with this literature, there are many other reasons why qualitative research 

may be more suited to this investigation. For example, it was in the embedded 

nature of the research question to explore the underpinning relationships, 

patterns and conceptual meanings of authentic leadership and leader 

accountability. Furthermore, the author was interested in understanding how the 

interrelationships of authentic leadership such as self-awareness, relational 

transparency, balanced processing, internalised moral perspective were related to 

the leader accountability dimensions such as openness, answerability and 

responsibility. Therefore, it was necessary to take into consideration the 

subjective thoughts of the leaders and followers on these measures; this meant 

that each participant’s action and behaviour had to be explored and the 

underlying reasons. The ultimate objective of taking this approach was to explore 

why and how these ideas are represented by non-profit leaders and followers and 

in what capability they exercise such behaviours. Thus one of the ways to tackle 

this was to conduct interviews with the participants, so that a conversation can be 

developed through which useful information can be gained into how and why 

they recognise authentic-accountable thinking in their charities.  

With a personal interaction between the interviewer and the interviewee, the 

objective was to gain more depth concerning the notions of authenticity and 

accountability. Also, the nature of the questions being asked (please see 

Appendix E, for full breakdown of all questions) required the respondents to give 

specific examples of real life contexts, thus leading to a richer and deeper 

analysis. For example, some of the questions concerning strengths and 

weaknesses of leaders required the respondents to bring their experience in 

relating how they understand these values, and one of the best ways to gain 

access to this useful lifelong knowledge was to have interviews, where they would 

have time and opportunity to say what they want to, in relation to the questions 

being asked. After collecting the qualitative data, the objective was to analyse it 



 

99 

for the purposes of answering the main research question. Throughout the 

coding process the author was interested in discussing themes that explained the 

patterns within the data using thematic analysis and cross case analysis (Miles 

and Huberman, 1994). The aim was to produce meaningful themes from which a 

more comprehensive picture of why and how the authentic-accountable 

understandings were perceived by the participants. These useful themes would 

be linked with the theoretical underpinnings of the authentic and accountable 

leadership, from which the new relationships could be confirmed thereby 

answering the research question effectively.  

Furthermore, cross-case analysis (Miles and Huberman, 1994; Yin, 2014) is also 

adopted for this research which seeks to support the interviews and present a 

much deeper analysis for comparing leaders and followers. These scholars argue 

that in many investigations, often cross-case analysis leads to a better, holistic 

and comprehensive analysis of the data, therefore allowing richer and contextual 

interpretation. This would help the researcher to further interpret the interviews 

to note the key differences in the findings, where possible, so that the merging of 

the data can be effectively made.  

Following the discussions on both quantitative and qualitative approaches and 

the selection of relevant research strategies, it is vital to understand how they are 

used in the context of this research. Thus, the discussion in the following 

sections firstly focuses on phase one, the quantitative stage to explain the 

measuring instruments, technique and procedures, data analysis and data quality 

issues. Secondly, phase two of this research, the qualitative stage, is discussed; 

this also explains the measuring instruments, technique and procedures, data 

analysis and data quality issues. 

3.4 Quantitative Research Phase 1 

The discussion in the following sections focus on a number of important issues 

related to the quantitative aspects of this research. First, the measuring 

instruments are discussed – these are the ALQ and the LAS for both leaders and 

followers. Second, the population and sample issues are explained, followed by a 

brief description on the ethical clearance for this research provided by the 

University of Southampton. Third, the procedures for communication and 

distribution of the questionnaires are stated. Finally, data analysis techniques 
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used to analyse and interpret the results are explained, followed by the relevant 

data reliability and validity concerns.  

3.4.1 Measuring Instruments  

For the purposes of this research, two main instruments were used to gather the 

quantitative data; ALQ (Authentic Leadership Questionnaire) and LAS (Leader 

Accountability Scale). ALQ and LAS are established measures for analysing data. 

The researcher did not construct new items within these tools (with the exception 

of LAS – Self) as they have been designed to fully capture complete understanding 

of authenticity and accountability. The validity and reliability of ALQ and LAS have 

been confirmed which is explained in the following sections.   

3.4.1.1 Authentic Leadership Questionnaire (ALQ) – Self and Rater 

ALQ was developed as a standardised method of measuring authentic leadership, 

and its reliability and validity have been confirmed in various studies (Bamford et 

al. 2012; Gardner et al. 2011; Giallonardo et al. 2010; Hannah et al. 2011; 

Laschinger et al. 2012; Peterson et al. 2012; Peus et al. 2012; Rego et al. 2012; 

Walumbwa et al. 2008; Walumbwa et al. 2010; Walumbwa et al. 2011; Wong et al. 

2009b; Wong et al. 2010).  Scholars have used ALQ in their research and it has 

become a common questionnaire tool to analyse authentic leadership variables.  

ALQ is developed and used in two different streams; individual/ self only/ leader 

perspective and multi-rater/ employee/ follower perspective.  

As described in section 2.3.4 there are four main components of Authentic 

Leadership; therefore a total of 16 items have been constructed, four for each 

component (Please refer to Appendix A, for the full breakdown of what items are 

included for both Self and Rater versions). Items 1 – 5 relate to the Relational 

Transparency, items 6 – 9 relate to Internalised Moral Perspective, items 10 - 12 

relate to Balanced Processing and items 13 – 16 are related to Self-awareness. 

These items are based on the Likert scale (0 - 4) referring to 0 as being ‘Not at all’, 

1 as ‘Once in a while’, 2 as ‘Sometimes’, 3 as ‘Fairly often’ and 4 as ‘Frequently if 

not always’ for both Self and Rater versions. There are similarities between the 

items of the Self version, which is given to leaders who judge themselves and 

those of the Rater version, which is given to followers who judge their leaders 

based on their own understanding and experience.  
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Many studies have been conducted which show evidence for implementing ALQ 

measures in research. Therefore table 15 shows a list of some of these key 

research studies from the growing ALQ literature.  

Table 15 The published reliabilities of the overall ALQ Cronbach’s alpha 

coefficient and for each sub-scale, as reported in the published literature below.   

Reference Cronbach’s 

alpha: 

ALQ (overall) 

Cronbach’s 

alpha: 

Self-

awareness 

Cronbach’s 

alpha: 

Relational 

Transparency 

Cronbach’s 

alpha: 

Balanced 

processing 

Cronbach’s 

alpha: 

Internalised 

moral 

perspective 

 

Mean: 

ALQ 

 

SD: 

ALQ 

Bamford et 

al. (2012, p. 

7) 

0.97 0.93 0.88 0.86 0.89 2.35 0.99 

Giallonardo 

et al. (2010, 

p. 997) 

0.91 0.88 0.71 0.69 0.83 3.05 0.62 

Laschinger 

et al. (2012, 

p. 7) – Study: 

Experienced 

nurses 

0.97 0.93 0.88 0.81 0.89 2.37 0.98 

Laschinger 

et al. (2012, 

p. 7) – Study: 

New 

graduate 

nurses 

0.95 0.93 0.83 0.86 0.84 2.47 0.85 

Peus et al. 

(2012, p. 

336) 

0.94 0.91 0.88 0.88 0.88 3.20 0.87 

Rego et al. 

(2012, 

p.443) 

0.91 0.92 0.86 0.85 0.88 - - 

Wong et al. 

(2010, p. 

894) 

0.97 0.93 0.88 0.86 0.89 2.35 0.99 

Source: Compiled by the author.  

As it can be seen from table 15 that research is growing and ALQ measures are 

constantly showing higher levels of reliabilities in multiple studies as stated 

above. The following section deals with the other important scale of this research 

– LAS.  
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3.4.1.2 Leader Accountability Scale (LAS) – Rater 

It has already been mentioned in section 2.4.3 that Leader Accountability theory 

is a relatively new theory developed by Wood and Winston (2007). They were also 

the originators of LAS; they introduced, measured and validated the use of 

leader’s self-accountability variables into a new direction. Wood and Winston have 

therefore developed a three-scale measure of leader accountability which is based 

on three components (openness, responsibility, answerability) as earlier proposed 

by Wood and Winston (2005). In their study they measured the extent of leader 

accountability using openness, answerability and responsibility scales and found 

that “results indicate the existence of three uni-dimensional scales, each with an 

extraordinarily high degree of reliability” (Wood and Winston, 2007, p.181). As 

shown in Appendix B, the scale was divided into three sections; Responsibility 

with items 1 – 10, Openness with items 1 -10 and Answerability with items 1 – 10. 

The scale adapted the Likert-style, with frequency ranging from 1 (never) to 10 

(always). It is interesting to note that the Leader Accountability Scale (LAS) has 

been designed from the employee/ follower (rater) perspective only. Using this, a 

Rater version was provided to participants to judge their leaders’ accountability 

(Wood and Winston, 2007). 

As regards the published reliabilities of the LAS, according to the knowledge of 

the author there is only one article published which takes into consideration the 

three-factor theory of leader accountability. Therefore Wood and Winston (2007, p. 

167) reported that “Reliability analysis revealed Cronbach alpha coefficients of 

0.98 (Responsibility), 0.99 (Openness) and 0.98 (Answerability)” in their 

investigation. They have also recommended implementing these measures in new 

contexts, which this research seeks to address.  

3.4.1.3 New Leader Accountability Scale (LAS) – Self 

Currently, there is no Self-perception version of the LAS, so the author is 

interested to know the leader’s self-accountability. To address this, a Leader 

Accountability Scale (LAS) Self-perception based on Rater version was developed 

by the researcher, to measure the leader’s accountability within the non-profit 

context. This is one of many original contributions of this work, in particular 

towards the three-factor theory of leader accountability.  

To the best of the author’s knowledge, this is the first time that the LAS (Self) 

scale has been developed and then tested in any field. By implication, this is the 

first time the Self version of the scale has been applied in relation to ALQ within 
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the non-profit context. Therefore the Self version of the scale was developed 

using the same items from the Rater version, by rephrasing the questions. It is 

beyond the scope and context of the present study to validate this new scale in a 

traditional way (Please see Appendix B, where the items were rephrased). In the 

Rater version, for example, one of the items asked to followers for the 

responsibility scale was, 

The Leader: ‘Accepts responsibility for his/her actions within the organization’ 

was rephrased to  

As a Leader, I: ‘Accept responsibility for my actions within the organization’ 

Using the same style, all the items were replaced within the responsibility, 

openness and answerability sub-scales, thus resulting in a similar format to the 

Rater-perception of LAS. So far the discussion has focused on the measurement 

tools; in the following sections, the population and sample issues along with the 

research techniques and procedures are discussed.  

3.4.2 Research Techniques and Procedures  

As stated, this research adopted the web-based survey as the main quantitative 

data-collection technique. It is now appropriate to discuss the population and 

sample sizes issues surrounding the collection of data. Mixed methods 

researchers (Collins et al. 2006; Creswell and Plano-Clark, 2011; Onwuegbuzie 

and Collins, 2007; Teddlie and Yu, 2007) have specifically discussed sampling 

designs. Teddlie and Yu (2007) defined the mixed methods sampling as 

“involving the selection of units of analysis for a MM study through both 

probability and purposive sampling strategies” (p. 87). In their view, there are no 

generic sampling techniques within mixed methods; instead researchers use the 

traditional well-defined ways of quantitative and qualitative methods. As regards 

the convergent mixed methods design (which is adopted by this study), Teddlie 

and Yu and Creswell and Plano-Clark agreed that with convergent (concurrent) 

sampling, researchers can adopt both probability and purposive methods. The 

probability sampling techniques are used for quantitative sets of data whereas 

purposive sampling is used for qualitative data, and both can be independently 

executed.  

As the convergent mixed methods uses two different samples a question arises 

as to how this can be practically implemented. Therefore, from the ideas 

circulated by scholars (Collins et al. 2006; Creswell and Plano-Clark, 2011; 
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Onwuegbuzie and Collins, 2007) it is suggested that within concurrent mixed 

methods designs it is possible to have the same samples (identical) from the 

same population and to have two different samples (parallel) drawn from the 

same population of different sizes and at different timings. Consequently, this 

research derived two different samples from the same population group. The 

discussion in the following sections explains the rationale behind choosing the 

first sample, along with relevant size and method for web-based surveys. 

3.4.2.1 Population  

In 2012, the number of charitable organisations in England and Wales stood at 

162,405, according to the Charity Commission
1

, while in Scotland, it stood at 

23,534 according to the Office of the Scottish Charity Regulator - OSCR
2

. 

Combined, therefore, a total of 185,939 were actively registered with these 

government bodies. Following agreement from the Charity Commission and the 

OSCR, they provided the researcher with an official list of the whole population 

(These agreements for the purposes of this research are attached in Appendix C). 

Given such a large population, it was vital to form opinions about the relevant 

sample sizes for this research, which is explained in the next section. The data 

supplied included basic registered details about the charity such as name, 

corresponding email, registered number, financial information and address.  

3.4.2.2 Sample Size 

As regards the questionnaires, it seemed appropriate to use Random Sampling 

for this research. This method allowed the author to randomly choose charities to 

target from the whole population. The method was quick and allowed easy access 

to the data, which is further explained in section 3.4.2.3 below. Since it was 

impossible to target the whole population, it was feasible that a sample must be 

taken, to satisfy the demands of the research. Therefore using the Survey Size 

Calculations as traditionally outlined by Krejcie and Morgan (1970), which is still 

widely used in social sciences research, the confidence level was declared at 95% 

(consistent with most studies). The confidence interval was declared at 5 (in line 

with most studies) giving a minimum sample size of 384 charities to target.  

It is common to expect low response rates when researching the charity sector 

using web-based surveys (Hager et al. 2003). Therefore to counter this problem, a 

                                           

1

 Available at http://www.charity-commission.gov.uk [Accessed: 14/July/2012]. 

2

 Available at http://www.oscr.org.uk [Accessed: 14/July/2012].  

http://www.charity-commission.gov.uk/
http://www.oscr.org.uk/
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strategy of oversampling was adopted which meant that it was better to initially 

target more charities than a minimum sample of 384. Therefore a minimum limit 

of 43,000 charities was agreed as it represented nearly 23% of the total 

population. The idea of oversampling is supported by Naing et al. (2006) who 

stated that if there is a chance of non-response or missing data in a research 

study then “it is wise to oversample by 10% to 20% of the computed number 

required depending on how much the investigators would anticipate these 

discrepancies” (p.13). Concluding the whole discussion regarding sampling issues 

within the mixed methods studies, other researchers like Onwuegbuzie and 

Collins (2007) declared that for quantitative correlational designs a minimum 

sample size of “64 participants for one-tailed propositions; 82 participants for 

two-tailed propositions” (p.288) is needed, and this assessment is also shared by 

Collins et al. (2006). Therefore this met the requirements of the current research 

where there was a sufficient sample size required to perform the relevant 

statistical analysis.  

3.4.2.3 Random Sampling Method 

For the purposes of the quantitative phase of research, a Simple Random 

Sampling Method was adopted. Teddlie and Yu (2007) defined random sampling 

as “when each sampling unit is a clearly defined population has an equal chance 

of being included in the sample”. (p.79). A random sampling is a simple way of 

choosing items on a random basis from a given list. Random sampling often 

works best with large amounts of data, and reduces the chance of researcher bias. 

Therefore, for the purposes of this research, Microsoft Excel 2010 was used 

where the author generated a list of random charities from a given list of the 

whole population by using a formula. This produced a new randomly selected list 

of charities with relevant email addresses to target, ready to be imported to 

Microsoft Outlook 2010, for mail-merging.  

3.4.2.4 Inclusion and Exclusion Criteria  

Since the list of new randomly selected charities were formed from a larger 

population for web-based surveys, relevant inclusion and exclusion criteria were 

designed to limit the list to the most important attributes constituting the 

research. These criteria are shown in Table 16 below.  

Table 16 Research Inclusion and Exclusion Criteria for ALQ and LAS 

Inclusion Exclusion 
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Registered Number of the Charity Financial History 

Email address of the charity 

(minimum one) 

Address of the Charity 

 Type of the Charity 

The main criterion is the ‘email address of the charity’, which needs further 

clarification. As the databases provided by the Charity Commission and OSCR 

included a range of information as mentioned in section 3.4.2.1, the 

corresponding registered email address was considered to be the primary 

criterion for selecting charities for initial contact. Thus the email addresses 

served as the main point of communication to address all the queries to, 

including the sending of the ALQ and LAS by the investigator. It was anticipated 

that when sending the questionnaires, the email address provided was generic for 

making queries and requesting information. Therefore a cover note was added to 

the email message by the author to emphasise that relevant administrators 

needed to forward this message to all their members and trustees. In this way, 

the privacy of those members who refrained from providing their private email 

addresses was protected and only their own administrators contacted them, 

ensuring confidentiality. It was impossible to acquire the email addresses of all 

the members and trustees since they were not officially provided by the Charity 

Commission and OSCR.  

It is common in many studies (Cheurprakobkit et al.  2002; Harkins et al. 1996; 

Guilherme et al. 2003; Tarquin and Truscott, 2006) that because of the large 

sample size and privacy issues, a relevant department distributes the survey on 

behalf of the researchers. A similar approach was particularly noted in the 

investigation of Rosenstein and O’ Daniel (2008) who requested that the admin 

departments distribute their questionnaires to the relevant medical professionals 

for the purposes of their study of hospitals. Greenlaw and Brown-Welty (2009) 

also highlighted in detail about the use of web-based surveys, strategies adopted 

by researchers to distribute them and relevant response rate issues. They 

asserted that with the increasing use of web-based surveys the response rates 

generally have been high and they also help the researchers to minimise cost and 

time concerns. Therefore, for the purposes of this research, with the unique 

survey distribution method and the use of oversampling, it was predicated that 

the response rate would be high which is discussed in the next chapter.  
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3.4.2.5 Leaders and Followers  

After discussing the sampling issues and chosen strategies, the main focus of 

this section is to identify key research participants. This research targeted two 

broad categories of charity workforces; firstly the leaders category which included 

the Chief Executives, Directors and Founders and secondly the followers category 

which included Board members, trustees, managers, employees and volunteers. It 

was essential to acknowledge that these categories were used as working 

definitions for this research. Since the charities have such a diversified working 

population, it was necessary to divide them into suitable categories. The plan of 

how the research participants viewed the relevant categories they fit in, is further 

explained in later sections.   

Table 17 The Leader and Follower division 

 ALQ LAS 

Self Leaders Leaders 

Rater Followers Followers 

The leaders were asked to complete the ALQ and LAS ‘self’ versions and the 

followers were asked to complete ALQ and LAS ‘rater’ versions of the web-based 

surveys. This allowed the researcher to collect data from both perspectives while 

keeping in mind the main distinction; that the leaders were judging themselves 

and the followers were judging their leaders as they perceived them. Both ALQ 

and LAS were based on the Likert-scale approach and allowed the researcher to 

divide the Self and Rater questions into two different groups; targeting Self-

perception at charity leaders and Rater-perception at charity followers. (Please 

refer to Appendix D for the full overview of what is included in these surveys and 

the different sections for leaders and followers.) 

3.4.3 Procedures  

In this section two important issues are discussed. One relates to the 

identification of the ethical issues of this research and the second relates to the 

procedures which were followed to execute the quantitative phase. The objective 

is to understand the administration of the research procedures.  

3.4.3.1 Ethics 

According to the University of Southampton’s Ethics Research Governance 

Committee (ERGO), every doctoral researcher must submit the required 



 

108 

documentation for clearance before conducting their research. Initially, the ethics 

application for this research was approved for the quantitative data collection. 

Participants’ confidentially was strictly maintained at all times and is discussed 

fully in the next section. The author acted within the Data Protection Act 1998 

and no data or any information were disclosed other than to the research team 

which included, the author and his two supervisors. All the data were maintained 

in the secure University of Southampton’s network in password-protected files. 

Therefore this was consistent in satisifying the demands of being ethical, as 

approved by the University board. The consent forms, participant information 

sheets and other relevant documents are attached in Appendix C with the 

relevant permission letters from the Charity Commission and OSCR and from the 

originators of ALQ and LAS, respectively.  

3.4.3.2 Plan 

It is essential to understand how the data were collected. In line with the 

convergent mixed methods design principles, the quantitative dataset was 

independently collected and analysed separately. The results are reported in 

chapter four. Consequently, after the qualitative data analysis, the two datasets 

were merged to understand the correlated and collaborated relationships 

between the variables, and the new findings emerging from the results were 

reported. The discussion in the following section shows how the collection of the 

quantitative data was planned.  

3.4.3.3 Web-based Questionnaires  

For the purposes of this research, iSurvey from the University of Southampton 

was used as the main platform to host the questionnaires online. iSurvey is the 

University’s main survey generation and research tool for the distribution of 

online questionnaires and web surveys. It also allows easy navigation tools to 

transfer the data from iSurvey to SPSS (Statistical Package for the Social Sciences) 

once all the data have been collected. After running the random sampling on 

Microsoft Excel 2010, a new random list was generated, which was double 

checked for the relevant inclusion and exclusion criteria as discussed previously; 

the list was then mail-merged to the Microsoft Outlook 2010. An email message 

was prepared which introduced the author and the research objectives, and 

informed them how their email details were supplied by the relevant 

governmental bodies.  
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According to Saunders et al. (2007), the use of an email message with clear 

instructions on what to do helps to boost the response rates and ensures the 

effective means of communication. Therefore the email message for this research 

also included an ‘Information Participant Sheet’ with basic research details and a 

‘Consent Form’ asking charities to state their agreement to take part in the 

project. (Please refer to Appendix C, for this email message.) As a non-financial 

incentive, it was agreed that a report with a summary of findings would be sent to 

those charities who requested it, following completion of the research. The use of 

reminders is recommended when administrating the use of internet-based 

questionnaires (Saunders et al. 2007). Therefore three weeks later, a first 

reminder was sent to all the charities asking them to provide their consent if they 

had not done so already. Following that week, a first email was sent to all those 

charities that had indicated their consent to participate in the research. This email 

message had two links to the questionnaires (ALQ and LAS) linked to iSurvey. 

Nearly three weeks later, another reminder was sent to the charities, asking them 

to participate in the research and complete the questionnaires online. After this, 

another two reminders were sent out while the participants were completing the 

survey.  

Finally a last email reminder was sent, highlighting the deadline to complete the 

questionnaire. It was assumed that a minimum of ten minutes was required to 

complete ALQ and LAS. The questionnaire started by asking the Charity Name, 

Age Group and Gender details. After this there were 40 short items based on a 

Likert-scale for leaders and followers to respond to. The ALQ (Self) had 10 items 

to complete and the LAS (Self) had 30 items. Similarly, the ALQ (Rater) had 10 

items and the LAS (Rater) also had 30 items to complete. (Please see ALQ (Self 

and Rater) and LAS (Self and Rater) as attached in Appendix D.) Therefore the 

web-based survey was user-friendly and designed in such a way that it firstly 

allowed the participants to give basic demographic information such as gender, 

and then the questions relating to the authentic leadership were asked followed 

by the questions on leader accountability. At the end of the survey, a debriefing 

sheet was provided which showed further information on Authentic Leadership 

and Leader Accountability and the research in general. This was provided at the 

end, so that the data collected were not biased and participants had judged 

themselves and their leaders from their own experiences not based on an initial 

understanding of the definitions of two theories of leadership. Once the data 

were planned and collected, the next step was to analyse them statistically, that is 

explained in the following sections.  
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3.4.4 Quantitative Data Analysis 

The primary objective of this section is to understand what techniques were used 

to analyse the quantitative survey data. Before discussing the justifications for 

how the data were analysed, it is essential to understand how this research 

divided the independent and dependent variables and their relationships with 

leaders and followers, which is explained in the following section.  

3.4.4.1 Independent (AL) and Dependent (LA) Research Variables 

Two main categorisation of variables were developed for the purposes of this 

study. Authentic Leadership components were classified as independent variables; 

these were then tested against the dependent variables which consisted of Leader 

Accountability components. It was assumed that each dependent variable was 

influenced by many independent variables. For example IV1 is assumed to be 

related with DV1, DV2 and DV3 and similarly IV2, IV3 and IV4 are related with 

DV1, DV2 and DV3. This is shown in figure 5 below. It is important to note how 

these relationships are essentially linked to the research propositions developed 

for leaders and followers. In total, 24 research propositions were developed; 12 

propositions for leaders and 12 propositions for followers, constituted from the 

conceptual framework of this research as discussed in sections 2.5 and 2.6 of the 

previous chapter.  
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Figure 5 IVs and DVs and their relationships 

The analysis of data was completed by first performing the basic demographic 

analysis of the quantitative sample, second by showing the Cronbach’s Alpha for 

ALQ and LAS and then third by checking the data for Pearson’s r correlation to 

determine the actual positive relationships between each of the variables. The 

objective was to establish whether an overall relationship can be identified 

between one DV of leader accountability with four IVs of authentic leadership. 

Finally, multiple linear regression analysis was performed to determine the 

significance of the dependent variables. Further explanation of why these 

methods were adopted is explained in the following sections.  

It can be seen from figure 5, that these relationships can be interlinked, i.e. two-

way, therefore further discussion in this section explores the rationale behind 

these links. Many scholars (Gardner et al. 2005; Shamir and Eilam, 2005; 

Walumbwa et al. 2010) have suggested that self-awareness is one of the most 

crucial components of authentic leadership model. In their view, self-awareness, 

when explored fully, it incorporates many other related concepts like self-

regulation and self-accountability. They also argue how when a leader explores 

the inner dimensions of their personality, which is a developmental thought, 

process (Ilies et al. 2005); helps the leader to achieve higher conscious stages of 

being more responsible. Thus conceptually, self-awareness and responsibility can 

Independent Variables 

(IV) 

(Authentic Leadership)

Self-

awareness

(IV1)

Balanced 

processing

(IV2)

Relational 

transparency

(IV3)

Internalised 

moral 

perspective 

(IV4) 

Dependent Variables

(DV)

(Leader Accountability)

Answerability

(DV1)

Openness

(DV2)

Responsibility

(DV3)



 

112 

be linked, as when the leader reaches higher levels of awareness; the ability to 

demonstrate strong responsibility becomes apparent. However, this connection 

can be understood as a two way relationship whereby self-awareness and 

responsibility is interlinked. Wood and Winston (2005) also discussed the 

important role of responsibility in their three-factor theory of leader 

accountability and showed how responsibility component when fully appreciated 

by leaders, leads to better accountability. Pless (2007) also discussed responsible 

leadership in detail and argued that it is a complicated notion which incorporates 

many other leadership traits. Interestingly, Smith (2012) suggested that 

answerability actually results from being more responsible and within the 

literature sometimes both terms are used interchangeably to denote similar 

meanings.  

Furthermore, according to the views of Avolio et al. (2004) and Wong et al. (2010), 

internalised moral perspective is also about self-regulation where the leaders 

internally assess their morals and actions to guide themselves rather than being 

influenced by the environment and followers. In their view, this can also be 

conceptually linked with some of the aspects of self-awareness as both are 

overlapped in many dimensions such as assessing the strengths and weaknesses. 

Therefore, it can be seen that self-awareness and internalised moral perspective 

is associated with responsibility, accountability, answerability and used in various 

dimensions by the researchers. Within the context of this research, these terms 

are also used interchangeably and this two way relationship is shown in figure 5 

of the variables of authentic leadership and leader accountability.  

Other essential characteristics of authentic leadership model such as relational 

transparency are discussed by Gardner et al. (2005), Mazutis and Slawinski (2008) 

and Wong et al. (2010). These scholars assert that relational transparency is 

about being true, honest and open when dealing with followers. In their view, 

when leaders are exhibiting more signs of being honest and true about the 

feelings of followers, it leads to an open culture whereby respect and values are 

mutually appreciated. According to Mazutis and Slawinski, this in turn impacts 

the way information sharing is conducted within organisations, therefore linking 

the balanced processing element of the authentic model. Thus it can be seen that 

authentic model variables are all interlinked. Other experts like Diddams and 

Chang (2012) suggested that authentic leaders openly share information by 

taking a more objective stance when taking decisions and interacting with 

followers. Furthermore, according to Troster and Knippenberg (2012) and Vaughn 
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et al. (2008), openness plays a greater role in fostering the follower and 

organisational needs and rightfully, Wood and Winston (2005; 2007) incorporated 

this crucial element in their three-factor leader accountability model. From the 

discussion so far, it can be seen that although scholars are relating concepts like 

relational transparency and balanced processing with openness however not from 

a leader accountability perspective, which this research seeks to investigate 

within the context of non-profit. This important association is represented as a 

two-way relationship in this model, which is shown in figure 5, and aims to 

investigate new perspectives on openness (leader accountability) and balanced 

processing and relational transparency (authentic leadership).  

Experts (Wood and Winston 2005; 2007; Wallis and Gregory, 2009) defined 

answerability as when a leader is called upon to answer or explain their decisions 

and actions. In their view the key to answerability lies in acknowledging 

responsibility, which in turn has been conceptually linked with self-awareness, 

balanced processing and relational transparency as discussed within the 

parameters of this research. Furthermore, according to Wallis and Gregory, 

answerability is also connected with accountability, as calling upon someone to 

justify their actions is about holding them accountable. Therefore, it can be 

argued that if a leader excels in gaining more insights into their inner dimensions 

of personality, the better accountable and more authentic, they would be in 

dealing with followers. It appears that the whole focus has been on the need to 

grow and examine one’s self as a leader, and within the literature it has been 

explored by some researchers such as Klenke (2007). This can also be 

conceptually linked with self-awareness and internalises moral perspectives, 

where the focus is on the self-aspects of the personality. This could also mean 

that further investigation is needed to fully comprehend the relationship between 

answerability and self-awareness, balanced processing and internalised moral 

perspectives, which according to the author’s knowledge has never been 

researched within the British non-profit context.  

Conclusively, Northouse (2010) and Yukl (213) indicated that authentic leadership 

is in the early stages of development and further research into new contexts and 

dimensions are needed to fully comprehend the true meanings of the authentic 

model. Likewise, Wood and Winston (2005; 2007) proposed the leader 

accountability theory and argued that further exploration is needed to justify the 

practicality of their theory. As both authentic and accountable theories are in the 

early stages of development it would be interesting to understand what new 
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findings and meaning emerge when both are investigated in relation to each 

other, and therefore this research seeks to address this key gap. As discussed, 

the directional nature of this model is a two way relationship, as the variables of 

authentic and accountable models are used interchangeably to denote the similar 

meanings. However, what they portray within the non-profit context of this 

research is to be appreciated. Thus, when analysing the data, the author, would 

refer back to the relevant literature on both theories and findings from this 

research, to see how these new relationships are understood, what they show and 

the extent to which research question is answered. The next section of this 

chapter seeks to address some of the key reasons for adopting different 

questionnaire analysis methods.  

3.4.4.2 Questionnaire Analysis 

After understanding the relationship between the IVs and DVs of this research, 

the focus now turns to how the data were analysed. An important relationship is 

highlighted from the meta-analysis of Lowe and Gardner (2000) and Gardner et al. 

(2010) regarding the use of popular types of statistical testing when researching 

leadership. When reviewing the period 1990-1999 of The Leadership Quarterly, 

Lowe and Gardner (2000) declared that 69% of the articles published have been 

simple inferential statistics while 35% have been based on regression analysis. A 

related position was taken by Gardner et al. who argued that in articles published 

during the period 2000-2009, simple inferential statistics were reported in 27%, 

regression in 19%, and 14% were ANOVA/ MANOVA-focused.  

A conclusion can be derived from this analysis that most common statistical 

techniques have been inferential and regression, respectively. It seems that 

leadership is best researched under this umbrella and it is suggested from the 

past 20 years of research that these methods have contributed to the 

advancement of leadership studies. Therefore, for the purposes of this research, 

a similar position was taken that included running Multiple Linear Regressions 

and Hierarchical regressions as the main form of statistical analysis along with 

Cronbach’s Alpha and Pearson’s Correlation coefficient, r, Common Methods 

Variance and Exploratory Factor Analysis. However, not to limit the scope of the 

analysis, other techniques such as basic descriptive statistics are also used. For 

this, firstly all the data relating to the gender, age, region and other categories 

such as experience in the sample were explored. Also checking for Mean (M) and 

Standard deviation (SD) was undertaken for each of the authentic leadership and 

leader accountability variables. All the analysis was performed using advanced 
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statistical application SPSS version 22 based on Windows. The researcher 

assumed that these techniques provided sufficient means to analyse the 

quantitative data in order to confirm the underlying relationships between the 

variables and to answer the propositions developed.  

3.4.4.3 Cronbach’s Alpha Analysis 

Tavakol and Dennick (2011, p. 53) defined Cronbach’s Alpha as “a measure of the 

internal consistency of a test or scale; it is expressed as a number between 0 and 

1”. Cronbach’s Alpha is also considered to be the most commonly used measure 

of scale reliability analysis (Field, 2013). Therefore Cronbach’s Alpha was 

performed on both ALQ and LAS to determine the internality reliability and 

validity of the scales being used in this context. Since these have never been 

tested in a UK charity sector before, it was interesting to find out what the scores 

were. It was essential to note the scores of LAS – Self, as this tool was being 

developed and tested for its internal consistency for the first time, according to 

the researcher’s knowledge. The Cronbach’s Alpha was firstly used to check for 

the individual variables for each ALQ and LAS and at the end collectively to check 

for its overall reliability in summing up all the variables of ALQ and LAS, 

respectively.  

3.4.4.4 Pearson’s Correlations 

The primary purpose of using the Pearson’s correlation coefficient r, is to check 

for the strength of relationship between two variables (Field, 2013). The rationale 

for conducting Pearson’s correlation for this research is to explore the 

relationships between the two variables authentic leadership (self-awareness, 

balanced processing, relational transparency and internalised moral perspective) 

and leader accountability (answerability, openness and responsibility). Once these 

relationships are confirmed valid inferences would be highlighted.  

3.4.4.5 Multiple Linear Regressions 

Newton and Rudestam (1999) defined multiple regression analysis as when the 

researcher is interested in examining the relationship between independent and 

dependent variables. More importantly it helps to model the effect on dependent 

variables if, for example, an independent variable is changed. The earlier 

discussion in section 3.4.4.1 matched directly with what the research was trying 

to achieve, i.e. the prediction of antecedent changes on a dependent variable (or 

variables) from one/ many independent variable (or variables).  Field (2013) also 
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advocated the use of multiple regressions to build a model which has many 

predictors.  

Before proceeding further, it is essential to understand, that in order to test for 

the proposed framework of AL and LA, and to answer the research propositions 

developed, a number of multiple linear regressions would be implemented for 

this research, one for every LAS (Self and Rater) answerability, openness and 

responsibility. There were certain reasons for selecting the multiple linear 

regressions instead of simple linear regressions. For the purposes of this 

research, it was therefore important firstly to know the impact of each IV rather 

than the influence of each IV alone without considering the common variance 

between the IVs. For each regression, all the IVs for ALQ (Self); self-awareness, 

balanced processing, relational transparency and internalised moral perspective 

were applied to the answerability model followed by openness, and responsibility 

models. The regression method, Enter was used in SPSS, as it allowed the 

researcher to enter all the predictors into the model simultaneously (Field, 2013). 

Subsequently, each of the regression models was analysed by first understanding 

the variance as explained by the model for all of the ALQ (Self) independent 

variables, R
2

 adjusted and individual impact of every IV on the DV. For this 

research, the issues of multicollinearity including Variance Inflation Factor (VIF) 

and Tolerance Values (Field, 2013) were addressed. Also, within the context of 

this research, four stage hierarchical regression models were also used to 

address the possible issues related to the endogeneity, which are reported in 

chapter 4, sections 4.2.4.4; 4.3.4.4 and  4.8.2.4 respectively.  

Furthermore, within the context of this research, some other quantitative 

methods were not considered. A potential analytical method considered was SEM 

(Structural Equation Modelling); however, the utility of this analytical method was 

questioned. The section below outlines the argument for dismissing SEM as a 

suitable analytical tool.  

Schreiber et al. (2006, p. 323) when defining SEM, state that it can be used “to 

reduce the number of observed variables into a smaller number of latent 

variables by examining the covariation among the observed variables”. They 

contend that in many published SEM studies, it is common to note the complexity 

of models surrounding these observable and unobservable variables and 

therefore researchers are often interested in noting the effects of these on latent 

variables. According to Nachtigall et al. (2003) there are many problems 

associated with the use of SEM, just like any other measurement methods. They 
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argue that often many researchers vaguely interpret their findings with regard to 

the model fit issues; there are potential issues with analysing casual models and 

ambiguities exist with the factor scores. Other problems are associated with the 

model identification and missing data (Ullman, 2006); estimates of the model 

(Boomsma, 2000); path models (McDonald and Ho, 2002); overall fit indices (Hoe, 

2008) and causal modelling (Bullock et al. 1994).  

Given these ambiguities which are related to the application of SEM, the author 

was interested in understanding the impact of already defined and validated 

authentic leadership variables (independent) and leader accountability variables 

(dependent). The objective was not to reduce or increase the variables (like in 

SEM), rather test these behavioural attributes in a new non-profit context and 

there were no unobserved variables or mediating variables involved in this 

research, thus there was no need for developing latent variables – which SEM 

primarily aims to test through observable variables (Bullock et al. 1994; Davcik, 

2014; Nachtigall et al. 2003; Schreiber et al. 2006; Ullman, 2006). Thus the 

position taken by the author also supported the opinion of Schreiber et al. (2006, 

p. 325) as they stated that “the focus of structural modelling is on estimating 

relationships among hypothesized latent constructs”, whereas this research did 

not have any hypothesized latent variables.   

Furthermore, other factors which supported the author’s position of not using 

SEM was because this research has does not have any proposed model, which is 

generally required by SEM (Hoe, 2008; Weston and Gore, 2006; Schreiber et al. 

2006) to test for the manipulation of observable and unobservable variables. 

Ullman (2006) confirmed that SEM is usually based upon established propositions 

whereas this research has a number of variables for ALQ and LAS which has never 

been explored and related in the past literature. According to the research 

conducted by Nachtigall et al. (2003) on the usage and difficulties associated with 

SEM, they conclude that “a wide range of heterogeneous problems like the 

complexity of theory and application, the danger of producing models post hoc, 

neglecting substantive background, high data requirements and others” (p. 8).  

Therefore keeping in mind, these complexities with SEM, the author wanted to 

produce a clear, understandable and comprehensive research that avoids the 

problems related to theory and practice (SEM). The objective was to understand 

how these variables (self-awareness, balanced processing, internalised moral 

perspective, relational transparency, answerability, openness and responsibility) 

are practically demonstrated in the non-profit organisations, and how non-profit 
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leaders and followers exhibit these in their interactions. Nevertheless, it is 

essential to note that some of the most important aspects of SEM include 

correlation, multiple regression and factor analysis (Nachtigall et al. 2003; 

Schreiber et al. 2006; Weston and Gore, 2006), which already has been adopted 

by this research – ensuring that the best of what SEM could potentially offer was 

implemented by this research and avoided which was ambiguous (Bullock et al. 

1994; Nachtigall et al. 2003; Weston and Gore, 2006) as already discussed.   

Once an appreciation of the relevant quantitative methods that have been 

adopted by this research is made – other important issues like reliability and 

validity must be discussed, which is the main focus of the next section.  

3.4.5 Reliability and Validity Issues 

Having established the legitimacy of the quantitative data for this research, the 

following discussion is related to the data quality issues. It must be noted that 

within the mixed methods research design, Venkatesh et al. (2013) and Creswell 

and Plano-Clark (2011) declared that traditional ways of validating quantitative 

and qualitative strands must be conducted independently. Therefore, for the 

purposes of this research, validity and reliability are considered separately, while 

keeping in mind the mixed methods holistic structure.  

The ALQ (Self and Rater) and LAS (Rater) have been used previously in different 

settings and their validity, reliability and quality of the scores are confirmed (as 

already stated in sections 3.4.1.1, 3.4.1.2, 3.4.1.3). It is astonishing to note, 

however, that neither ALQ nor LAS has been validated, tested or applied in any UK 

non-profit (charity) context according to the best of the researcher’s knowledge. 

Therefore for the first time, the reliability and validity of the ALQ and LAS 

combined are tested in a new context, which is one of many original 

contributions resulting from this research.  

3.4.5.1 Quantitative Validity and Reliability 

Various methods were employed to ensure the validity and reliability concerns for 

the quantitative data such as Cronbach’s Alpha to determine the internal 

consistency of both ALQ and LAS. Saunders et al. (2007) and Field (2013) 

declared that reliability within the quantitative nature refers to internal 

consistency. In their view, it concerns the robustness of the questionnaire being 

researched, meaning that the results must be consistent. They also argued that 



 

119 

internal validity on the other hand, concerns the ability of the survey to measure 

what it is intended to.  

Relating this to the context of the research, the scores from ALQ and LAS needed 

to be consistent in order to validate inferences. Therefore, the use of Cronbach’s 

Alpha ensured that the researcher could reduce the threats of internal validity of 

the test scores and thus recognise the relationship among the variables of AL and 

LA. This ensured that scores were meaningful and accurate in measuring the 

constructs of both AL and LA.  The development of a new scale, LAS (Self), also 

used the same number of items as the LAS (Rater) but wording was changed. 

Hence instead of having ‘how you judge your leader as…’ it was changed to ‘how 

you judge yourself as…’ as already explained in section 3.4.1.3.  As both validity 

and reliability of the LAS (Rater) are confirmed, it was hoped that in this research 

similar findings would be discovered. Given the large sample size for the 

quantitative phase of the research, it is predicted that the response rates would 

be high. Therefore making inferences about the data variables was justified along 

with the external validity for both ALQ and LAS. In this way both, internal and 

external validation concerns within the quantitative strand were addressed 

effectively. So far, the way the Quantitative phase of this research was handled 

has been discussed in detail; the following sections are related to the second, 

Qualitative phase of the research.  

3.5 Qualitative Research Phase 2 

In the following sections the discussions focus on a number of important issues 

related to the qualitative phase of this research. First, the measuring instruments 

are discussed, which includes the introduction of semi-structured interviews for 

both leaders and followers. Second, the sample issues are explained which is 

followed by a brief description of the ethical clearance for this research granted 

by the University of Southampton. Third, the procedures for the communication 

and execution of the interviews are described. Finally, the data analysis 

techniques used to analyse the findings are explained, followed by the relevant 

data reliability concerns.  

3.5.1 Semi-structured Interviews 

For the purposes of the qualitative phase of this research, one main instrument 

was used to gather the data; the semi-structured interview. As discussed in 
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section 3.3.2, within leadership studies, the use of interviews is considered a 

multidimensional approach, which aims to capture the interpretative and 

subjective opinions from the participants on the research themes being 

examined.  The interview questions within this research were based on the ALQ 

and LAS, and were structured in a way to capture a complete understanding of 

both theories.  

According to Saunders et al. (2007), there are many ways of developing interview 

questions; however the fundamental basis of this is the academic literature. Thus, 

using the theoretical frameworks of authentic leadership and leader 

accountability, list of questions for both leaders and followers were prepared 

which targeted each question to the corresponding variables of the ALQ and LAS 

respectively. This meant that if self-awareness was being addressed in the web-

based survey then an open-ended question was asked during the interview to 

capture the views on self-awareness, and the same process was repeated for all 

the variables. However, the questions adopted an open ended approach and at 

times the interviewer probed the respondent to provide further examples in order 

to elaborate in greater detail. This technique supports the views of Creswell and 

Plano-Clark (2011), that one of the main features of using interviews within the 

convergent mixed methods design framework is to develop questions exploring 

the same concepts which may have already been explored quantitatively. 

Consequently, each interview began by asking the respondent to introduce 

themselves, followed by the questions as required. In total there were nine 

questions for leaders and another nine questions for followers. This, however, 

does not mean that the interviews were restricted, rather that sub-questions were 

asked when required. (Please refer to Appendix E for the full list of indicative 

questions.) 

The interview questions developed for leaders and followers corresponded to the 

scale items in ALQ and LAS (for full breakdown of which scale item relate to which 

question, please refer to Appendix G). The objective was to capture all the views 

within the ALQ and LAS and to develop a comprehensive set of questions from 

which rich contextual information can be derived.   

Therefore, ALQ (Self) had 16 scale items, from which items 13, 14, 15 and 16 

referred to self-awareness; items 10, 11 and 12 referred to balanced processing; 

items 6, 7, 8 and 9 referred to internalised moral perspective and items 1, 2, 3, 4 

and 5 refereed to relational transparency variables (please see Appendix A). The 

author then attempted to relate the scale items in each variable to the suitable 
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questions pertaining to the same meaning, for example, for scale items 13, 14, 

15 and 16 which referred to self-awareness; interview questions like,  

‘To what extend do you think you are aware of your strengths and weaknesses? 

Please give examples.’  

was developed intended to capture the underpinning dimensions corresponding 

to the self-awareness variables. By prompting the respondent to ‘give examples’, 

useful information which may be related to other scale items was intended to 

capture. Therefore the researcher ensured that the question being asked actually 

corresponded to the nature of the scale items and by asking for further examples 

and keeping an open-ended approach additional questions could be asked during 

the interview which should have been useful in capturing other scale item related 

information. However, at times the researcher noticed that it was necessary to 

design more questions relating to each scale items. For example, ALQ scale items; 

10, 11 and 12 referred to balanced processing for this two questions were 

devised for three scale items e.g.  

‘How do you deal with suggestions and opinions from your followers?’ and  

‘How in your view you analyse all the information before making a decision’.  

Likewise, for LAS which had 30 scale items, of which items 1-10 corresponded to 

the responsibility variable; scale items 11-20 referred to openness and scale 

items 21-30 referred to answerability (please see Appendix D, for full breakdown 

for all LAS scale items). Thus by matching the scale items 1-10 of responsibility, 

questions like  

‘How do you take responsibility for your decisions? Please give examples’ and  

‘How to do you respond to others when you know they have made a mistake?’  

were devised. The aim was to capture as much of the scale item information as 

possible and by further asking open ended questions which arose during 

conversations allowed the researcher to gain further insight into how the 

responsibility component of the leader accountability was fully exercised within 

the understandings of the non-profit leaders. The same process was followed by 

the researcher to devise all the interview questions based on the scale items. 

After when the leaders set of questions were developed, some of the words like 

‘your leader’ were entered into existing questions to compose a follower version. 

For example,  
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‘In your view, how, what you say match with what you do as a leader? Please give 

examples’ (leader version)  

was changed to 

‘In your view, how does what your leader says match with what they do? Please 

give examples’ - for the follower version.  

This ensured the robustness and structure consistent of all the questions 

throughout the development and designing of the interview questions. This 

approach supported the views of Creswell and Plano-Clark (2011) that when using 

convergent mixed methods design framework, it is better to adopt interview 

questions which may be have been previously explored by using quantitative 

measures. Once an appreciation behind adopting interview questions is achieved, 

the focus of the next section is on the procedural activities of this research.    

3.5.2 Research Techniques and Procedures  

It has been stated that this research used semi-structured interviews as the main 

technique for gathering the qualitative data whereas web-based questionnaires 

were used for the quantitative phase, as explained in section 3.4.1.1. It is now 

appropriate to discuss the sample size and methodological issues surrounding 

the collection of qualitative data. It is important to note that the first sample was 

chosen for the quantitative phase of the research and the second sample was also 

taken from the same population for the qualitative phase of the research, as 

described in section 3.4.2. It is common among many mixed methods designs to 

have two different samples drawn from the same population (Creswell and Plano-

Clark, 2011). The discussion in the following sections explains the rationale 

behind choosing the second sample, along with relevant size and method for 

semi-structured interviews. 

3.5.2.1 Sample Size – Interviews 

Marshall (1996) agreed that sample sizes differ from study to study and generally 

tend to be smaller for qualitative studies. Thus, in his judgment, “an appropriate 

sample size for a qualitative study is one that adequately answers the research 

question” (p. 523). Given the mixed methods research constraints, complexities in 

approaching charities, time, budget and other resources, a minimum limit of 

three charities was selected. However, an important decision had to be made 

about the exact number of participants needed. Therefore, within the literature, 
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while discussing various sample sizes recommendations for mixed methods, 

Onwuegbuzie and Collins (2007, p. 288) declared that a minimum of “12 

participants”, would suffice as an adequate sample size to ensure relevant 

qualitative discussion. This meant a minimum number of participants were 

required from the same three charities. The reason for choosing different 

participants from the same charity was because of the relationship between the 

leaders and followers, as already discussed in section 3.4.2.5. For the purposes of 

this research, the followers (participants) were judging against their leaders and 

in turn the leaders (participants) were asked the same questions to judge 

themselves against. Thus in order to ensure the accuracy of this relationship, it 

was essential that participants were divided equally into three charities, that 

agreed to participate. Subsequently, 15 participants agreed to take part in the 

research; five from each charity including one leader from each. This meant that 

in total three leaders and 12 followers constituted the final sample for the 

interviews.  

3.5.2.2 Self-selection Sampling Method 

For the purposes of the qualitative phase of the research, a Self-selection 

Sampling Method was adopted. Saunders et al. (2007) defined this as when 

participants express an interest in taking part in the research. In their view, self-

selection sampling usually starts when the researchers publicise their research, so 

that potential participants become aware of it. They usually take part because of 

their interest in, time available and concerns for the topics studied.  

For the purposes of this research, when the three charities were selected they 

were informed about the research and how it may affect their charity and 

leadership. The process of how this communication was accomplished is further 

explained in the following sections. Considering the two sampling approaches 

(random sampling and self-selection sampling) adopted by this research, the 

author believed they represented logical strategies which helped to collect 

enough data to satisfy the demands of the research question. Thus it was hoped 

that these strategies allowed the research to draw clear meta-inferences from 

both sets of data. The research required the participants’ consent, before 

addressing questions regarding the web-based surveys and interviews; thus the 

sampling strategies adopted by this study were ethical. These strategies were 

both intended to be transferred and generalised as advocated by Teddlie and Yu 

(2007), which the mixed methods design seeks to achieve and which can address 

the current research needs effectively.  
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3.5.2.3 Leaders and Followers 

Discussion was undertaken in section 3.4.2.5 on how this research divided the 

leaders and followers within the non-profit context. Before conducting the 

interviews, the researcher explained to the charities how this investigation is 

divided into collecting data both from leaders and followers. Therefore, each of 

the three charity leaders, was initially asked in what capacity they exhibit their 

leadership and following their agreement to take part in the research, the same 

process was adopted for the followers, who were also asked to explain their roles 

within their charities and give consent to participate. This allowed the researcher 

to divide the participants easily into the relevant categories. Consequently, the 

leaders were asked the questions which addressed the authentic leadership and 

leader accountability perspectives, and similarly followers were asked about their 

perceptions on the same themes in regard to their leaders. (Please refer to 

Appendix E for interview questions.) As explained in section 3.5.2.1, the 

researcher had to ensure that there were at least four participants from each 

charity with one leader and therefore in total this resulted in 15 interviews, with 

three from charity leaders and 12 from employees. This allowed more interactive 

and contextual gathering of the data both from leaders’ and followers’ 

perspectives. 

It is essential to note that within the context of this investigation, all interviews 

that were conducted with followers were directly related to the leaders i.e. each of 

the four followers from each charity were reporting directly back to one and same 

leader. This means in essence, there are three main sets of followers’ data 

corresponding to one leader respectively. In total, in-depth interviews were 

conducted at three charities with 12 followers and three leaders. Thus the leaders 

were treated in relation to their followers within the context of this research. The 

followers chosen were directly reporting back to their leaders on a daily basis; 

this allowed the author to ask direct questions relating to authenticity and 

accountability in relation to each other and then compare what were the 

similarities and differences between the follower’s and leader’s datasets (cross 

case analysis). Therefore the explicit objective was to match leaders and followers’ 

data together to understand how the dimensions of authenticity and 

accountability are exhibited in charity settings and this was the main reason for 

the small number of leaders within the sample of this research. The following 

sections address the key ethical issues for this research.  
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3.5.3 Procedures  

In this section two important issues are discussed. One relates to the ethical 

issues of this research and the second relates to the procedures which were 

adopted to guide the qualitative phase. The objective is to understand the 

administration of the qualitative research procedures involved.  

3.5.3.1 Ethics 

Ethical clearance from the University of Southampton was granted to the 

quantitative phase of the research initially as already explained in section 3.4.3.1. 

A second application was completed which included the details on the second, 

qualitative, phase of the research. This was made separately to ensure the 

accuracy and consistency of the research project and to avoid the embedded 

complexities of conducting the mixed methodological investigation. The 

researcher declared that all the interview recordings would be stored on a secure 

network in password-protected files. The researcher also ensured that the 

transcriptions and coding of the data would remain anonymous and no individual 

leader or follower would be identified personally. A clear ethical procedure was 

adopted as required and this meant that before the start of each interview, all 

details such as location, day and time were recorded and participants were given 

the consent form to sign. At the end of the interview, each participant was given a 

debriefing information sheet, explaining the rationale behind the research and 

descriptions of the relevant research terminology and further reading was also 

provided. (Please refer to Appendix C, for all the required documentation.) 

3.5.3.2 Plan 

The interviews were conducted after the web-based surveys data collection. All 

the interviews were conducted at Development House
3

, which is home to over 20 

national and international charities.  

On the first day the researcher turned up and communicated with a few charities 

randomly. Therefore following a self-selection sampling method, the researcher 

ethically asked the charity workers if they would be interested in taking part in 

this research. If someone agreed, then a consent form and an information 

participant sheet were provided. The researcher briefly explained the rationale for 

the interviews and why he was seeking their collaboration. This ensured that the 

                                           

3

 Full address: 56 – 64 Leonard Street, EC2A 4LT, London.  
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researcher was not selecting individuals purposively; rather everyone could make 

their own decision on whether to participate or not, therefore resulting in an 

effective self-selection sampling approach. If the participants agreed then an 

appointment was booked suited to the participant’s needs.  

The next step was to obtain four more interviews from the same charity with one 

leader, or the one whom everyone reported directly in their office. After this was 

achieved, the researcher then communicated with other charities in the same 

building, where the same steps were performed. This was a complicated process; 

the researcher was turned away on many occasions as some charities were simply 

not concerned about the research or, in particular taking part in any interview. 

Also the researcher had to ensure that a total of five people were recruited from 

the same charity therefore, in a few cases the researcher struggled to find five 

people from the same charity.  

Therefore as a result some charities had to be dropped and alternatives chosen 

where there were five people ready to give interviews. When a minimum of 15 

participants agreed to give their time, the interviews were conducted accordingly. 

Each interview started with the participant signing the consent form and the 

researcher gaining permission to tape-record the interview. The use of audio 

recording to capture the participants’ views is recommended and can help the 

research at later stages through effective transcription of the recordings; however 

Saunders et al. (2007) stated that notes must also be taken during the interviews 

to ensure consistency. Thus, each participant was asked nine questions in total, 

however, throughout the interview, related sub-questions and examples were also 

encouraged. This ensured that participants were giving enough information 

required for valid inferences to be made. The researcher was also taking notes 

throughout the whole process.  

At the end of each interview, a debriefing sheet was provided which included 

detailed information about the research. The interviews were conducted over a 

number of different days and times as suited the participants. Once the data were 

planned and collected successfully, the next step was to analyse the data 

qualitatively which is explained in the following sections.  

3.5.4 Qualitative Data Analysis 

The primary objective of this section is to understand what techniques were used 

to analyse the qualitative data of this mixed methods investigation.  There are 
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many ways of analysing interviews data. Software applications such as NVivo are 

very popular (Saunders et al. 2007). However, many researchers still advocate the 

use of manual coding for analysing interview data (Palak and Walls, 2009); this is 

because it is one of the more superior ways of coding data, and it was adopted 

for this research. The traditional process of qualitative (interviews) data analysis 

is explained by Saunders et al.  after the recording of the interviews, the next 

step is to transcribe the responses; which is the actual reproduction of the 

interview in a written form from the audio recordings. Furthermore, cross-case 

analysis (Miles and Huberman, 1994; Yin, 2014) was conducted to report 

differences in three charities interviewed.  

Thus for the purposes of this research, the interviews were recorded and 

transcribed for both leaders and followers. The intention was to transcribe word 

by word what the respondents had already said thus allowing the rich and 

contextual production of data ready for analysis. In order to overcome the 

difficulties in managing the research process and the time factor in particular, a 

paid touch typist (Saunders et al. 2007) was hired to transcribe the audio-

recordings. These transcriptions were checked again for accuracy and consistency, 

one by one, by the researcher; this helped the researcher to save time. 

Furthermore he was able to make extra notes and when the transcriptions were 

ready, they were checked again and a few adjustments as required were made by 

the researcher. When the researcher was sure that no more additions were 

required, the next step was to analyse the data and for this a ‘thematic analysis’ 

approach was selected. The rationale behind this is explained in the following 

section.  

3.5.4.1 Thematic Analysis 

The use of thematic analysis, which includes categorisation of data into relevant 

coding resulting in themes, is one of the qualitative approaches to data analysis 

that is widely discussed in the field (Attride-Stirling, 2001; Braun and Clarke, 

2006; Creswell and Plano-Clark, 2011; Fereday and Muir-Cochrane, 2006; Miles 

and Huberman, 1994; Punch, 2009; Saunders et al. 2007). According to Braun 

and Clarke, one of the major benefits of applying thematic analysis is the 

flexibility and rich contextual representation of complex data. In their view, the 

data can be thus divided into meaningful categories and sub-categories, and this 

is usually achieved by reading and re-reading the text many times. The use of 

coding into relevant categories enriches the conceptualisation of the data. Thus 
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the whole process can be regarded as a well-documented, interactive, analytical 

approach to qualitative data analysis (Miles and Huberman, 1994).  

Thus, for the purposes of this research, the model of Miles and Huberman (1994) 

was adopted; they argued that there are three main components to the qualitative 

data analysis, data reduction, data display and drawing and verifying conclusions. 

These approaches are iterative and can be taken on a continuous basis 

throughout the data-collection process. Data reduction, in their view, can be 

regarded as a process where summarisation, sorting and organising of the data is 

made. Thus for this research, data reduction was achieved by categorising and 

coding of the data (Saunders et al. 2007). The process was initiated by 

transcribing all the interviews. Next, the categorisation of data was achieved in 

terms of classifying data into useful categories, such as all coding of authentic 

leadership and its related components to one set of categories and then all 

coding of leader accountability and related component to another set of 

categories. According to Punch (2009, p. 176), coding is defined as “tags, names 

or labels, and coding is therefore the process of putting tags, names or labels 

against pieces of the data”. The objective was to relate all the initial coding drawn 

from the relevant participant’s thoughts, ideas and perceptions into a meaningful 

set of themes as related to the two theories of leadership under examination. 

However, this was not a relatively simple task as the researcher had to undergo 

several other stages to achieve a pure data reduction as advised by Miles and 

Huberman. For example, the interview transcripts were read and re-read many 

times before applying the first stage of colour-coding by highlighting merging 

words, phrases and sentences. Once these were selected, a different category for 

each of the sub-unit words and sentences was created. After this a list of new 

categories was identified corresponding to the key authentic leader and leader 

accountability constructs. The use of the side marginal notes strategy was also 

applied, in order to ensure the accuracy and reliability of the coding.  

As the researcher was coding, new ideas emerged, which is classified in the 

literature as memoing (Punch, 2009). The rationale behind this was to note down 

all the new relationships as they form according to the researcher’s knowledge. 

This meant that at the later stages of the process, these relationships can be 

linked to other sets of categories to reflect development of the themes. At the 

end, the researcher had a number of different coding categories and sub-

categories, which included a list of important emerging themes.  
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The second stage in the Miles and Huberman (1994) model is the data display, 

where the use of graphical techniques can be used to organise, compress and 

present the large chunks of data into useful forms to allow systematic emergence 

of themes. For the purposes of this research, the use of tables was adopted; 

where the relevant categories of emerging themes were classified in relation to 

the two theories of leadership (refer to chapters 4 and 5), this allowed the 

researcher to make clear deductions for the relevant discussions. Also given the 

complexities of mixed methodology, the practice of data display was beneficial to 

allow a more accessible form from which to communicate the final summaries of 

the discussions.  According to Miles and Huberman, the last stage in their model 

is of drawing and verifying conclusions thus, once the data reduction and display 

stages were effectively achieved, the conclusions were drawn in relation to the 

literature, answering the research question and presenting new original 

contributions to knowledge within the context and scope of this research. Also 

the interconnections between the variables of the two leadership theories and the 

themes developed were noticed.  

It is also important to note that this research adopted the Miles and Huberman 

model while advocating the deductive stance (Braun and Clarke, 2006). Saunders 

et al. (2007) described the deductive approach in regard to Miles and Huberman’s 

qualitative data analysis model as when the researcher has already devised a 

theoretical understanding and uses the findings to confirm the predetermined 

theory rather than an inductive position where the theory is devised from the data 

collected. It is essential to understand that, for this research, the theoretical 

model is already discussed and the two theories of leadership under investigation 

are declared, in the previous chapter, sections 2.3 and 2.4. Thus the choice of 

selecting the deductive approach was deemed suitable, and by using the 

quantitative and qualitative data the objective was to understand the 

contributions of both theories in a new context - the non-profit sector.  

As it has been mentioned in the previous section that this research takes a 

deductive stance, this means the author takes the already established 

understanding of the authentic leadership and leader accountability and would 

use the findings to confirm the predetermined propositions (Saunders et al. 

2007). This also supports the fact that interview questions in this research were 

actually based on the quantitative scales (ALQ and LAS) and therefore they were 

measuring the similar constructs. Also using interviews the participants would 
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have chance to explain, explore and relate the concepts of authenticity and 

accountability as they understand.      

Therefore, it can be seen from table 18 below, that there were six coding themes 

identified (for leaders) based on what the ALQ and LAS scales were trying to 

measure. They were initially identified by developing the interview questions from 

the ALQ and LAS scales, as already explained in section 3.5.1 of chapter 3 (please 

see appendix G for more details). The research propositions and the evidence 

from where they have emerged has been explained in section 2.6 of chapter 2, 

and therefore, based on these propositions and from the item-scales of ALQ and 

LAS - many coding categories were identified and developed (Creswell and Plano-

Clark, 2011; Saunders et al. 2007). For example, propositions P1, P2, P5, P6, P9 

and P10, were based on the positive relationships between the concepts of self-

awareness, balanced processing of authentic leadership and components of 

leader accountability.  

These propositions were based on the assumption that when questions are asked 

to the leaders and followers, their responses somehow would be related to these 

concepts as the interview questions were designed using ALQ and LAS (see 

appendix G). Within these components were the rooted themes of ‘being mindful 

and conscious’ and ‘self-control/ knowledgeable’, which meant that leaders who 

are aware of their strengths and weaknesses are in better position to explore 

their inner dimensions of personality and lead others. This understanding was 

based on the positions of leading experts (Gardner et al. 2005; Ilies et al. 2005; 

Northouse, 2010; Shamir and Eilam, 2005; Walumbwa et al. 2010; Wong et al. 

2010) who advocated that there is a connection between how leaders understand 

their strengths and weaknesses, that is based on the inner dimensions of the ‘self’ 

of a leader, which in turn raises higher levels of consciousness. These scholars 

argue that leaders can gain these useful insights by being more watchful, having 

a deep knowledge of the self and by exhibiting more control over their selves, 

which is related to the key concept of self-awareness.    

Furthermore, propositions P3, P7, P11, were based on the positive relationships 

between the concepts of relational transparency of authentic leadership and 

leader accountability. Within these attributes, was the embedded theme of ‘being 

a role model’, which meant that when leaders are honest, true, and genuine in 

their relationships with followers, only then they are able to set real role 

modelling examples for others to follow (Northouse, 2010; IIies et al. 2005; 

Walumbwa et al. 2010). This means by exhibiting higher levels of relational 
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transparency where the relationship between the leader and follower is based on 

trust (Gardner et al. 2005), perfect examples of role modelling would emerge, 

and thus this was identified to be a suitable theme addressing these propositions. 

This theme is also conceptually linked with leader accountability theory of Wood 

and Winston (2007), where leaders who have demonstrated sufficient control over 

their individual personalities are usually the ones in better position of authority to 

make impact on followers. These relationships are shown below in table 18 in 

relation to research propositions and two leadership theories in much more 

concise way.  

Table 18 The research propositions (leaders) and their relationship with coding 

categories and two theories of leadership   

Research 

Propositions 

Leaders’ Coding 

Themes 

Relationship to 

Theory 

Relationship to 

Theory 

 

P1 Self-awareness is 

positively related to 

Answerability 

 

P5 Self-awareness is 

positively related to 

Openness 

 

P9 Self-awareness is 

positively related to 

Responsibility 

 

 

Being mindful and 

conscious 

 

Authentic 

Leadership (self- 

awareness) 

 

Leader 

Accountability 

(responsibility) 

 

P1 Self-awareness is 

positively related to 

Answerability 

 

P5 Self-awareness is 

positively related to 

Openness 

 

P9 Self-awareness is 

positively related to 

Responsibility 

P2 Balanced 

processing is 

positively related to 

Answerability 

P6 Balanced 

processing is 

positively related to 

Openness 

P10 Balanced 

processing is 

positively related to 

Responsibility 

 

Self-control/ 

knowledgeable 

 

Authentic 

Leadership (self- 

awareness, 

balanced 

processing) 

 

Leader 

Accountability 

(responsibility) 
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P3 Relational 

transparency is 

positively related to 

Answerability 

P7 Relational 

transparency is 

positively related to 

Openness 

P11 Relational 

transparency is 

positively related to 

Responsibility 

 

 

Being a role model 

 

Authentic 

Leadership 

(relational 

transparency) 

 

Leader 

Accountability 

(responsibility) 

P3 Relational 

transparency is 

positively related to 

Answerability 

P7 Relational 

transparency is 

positively related to 

Openness 

P11 Relational 

transparency is 

positively related to 

Responsibility 

 

 

Self-accountability 

 

Authentic 

Leadership 

(relational 

transparency) 

 

Leader 

Accountability 

(openness) 

P3 Relational 

transparency is 

positively related to 

Answerability 

P7 Relational 

transparency is 

positively related to 

Openness 

P11 Relational 

transparency is 

positively related to 

Responsibility 

 

 

Acceptance of faults 

 

Authentic 

Leadership 

(relational 

transparency) 

 

Leader 

Accountability 

(answerability) 

P4 Internalised moral 

perspective is 

positively related to 

Answerability 

P8 Internalised moral 

perspective is 

positively related to 

Openness 

 

Being focused, 

planned and 

methodical 

 

Authentic 

Leadership 

(internalised moral 

perspective) 

 

Leader 

Accountability 

(answerability) 
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P12 Internalised moral 

perspective is 

positively related to 

Responsibility 

 

Furthermore, propositions P3, P7, P11, were also based on the positive 

relationships between the concepts of relational transparency of authentic 

leadership and leader accountability. Within these attributes were the 

conceptually rooted themes of ‘self-accountability’, which was clearly linked to 

the core understanding of Wood and Winston (2007), who argued that 

responsibility, openness and answerability, were the key elements in shaping up 

the self or personal accountability of the leaders. Therefore, using the core aspect 

of relational transparency, it was argued that only when charity leaders who have 

achieved higher levels of self-accountability can lead others by setting perfect role 

modelling examples (IIies et al. 2005; Yukl, 2013), as the key to set perfect 

example lies in having a deep insight of the self-notions of leader accountability 

(Wood and Winston, 2005). The same propositions were conceptually linked with 

other themes of this research like ‘acceptance of faults’, which meant that leaders 

who display true signs of relational transparency can be thought of those 

individuals who are open and ready to accept when mistakes are committed 

(Mazutis and Slawinski, 2008; Northouse, 2010), in order to exhibit deep 

understanding of being an authentic leader in the eyes of their followers. This 

theme was also conceptually linked with answerability factor of the leader 

accountability theory of Wood and Winston (2007), who argued that effective 

leaders are open to acknowledging mistakes whenever they are committed and 

follow a structured approach to rectify when possible in the best interests of their 

organisation.   

Other leader coding themes like ‘Being focused, planned and methodical’ was 

also conceptually linked with propositions P4, P8, and P12, which were based on 

internalised moral perspective of authentic leadership and leader accountability. 

Walumbwa et al. (2010) argued that internalised moral perspective helps the 

leaders to develop vital internal capabilities like being focussed and structured in 

their thoughts rather than being influenced by others. This is also a self-

regulatory process whereby leaders are developed into authentic leaders who are 

able to influence followers in an effective way (Northouse, 2010). This self-

regulatory process is also conceptually linked with self-accountability notions of 

the leader accountability theory (Wood and Winston, 2007), as leaders who 
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exercise higher levels of self-regulation are the ones who also have deep 

knowledge of self-accountability aspects.  

Other propositions were related to followers within the context of this 

investigation. Thus, there were five main themes based on the followers’ 

propositions. P13, P17 and P21 were based on the positive relationship between 

self-awareness of authentic leadership and leader accountability theories. Within 

these authentic-accountable qualities were the conceptually rooted theme of 

‘leaders’ self-knowledge’, which meant leader’s strengths and weaknesses is 

based upon gaining deep insight and knowledge into one’s self (Ilies et al. 2005; 

Shamir and Eilam, 2005), and therefore those leaders who show higher levels of 

self-knowledge are the ones who are able to lead others in a better way. Having a 

deep knowledge of one’s own self actually helps the leaders to achieve better 

accountability, in terms of becoming more open to followers, being in a better 

position to answer for their actions and show trust when given responsibility 

(Wood and Winston, 2005). Self-awareness is one of the key elements in the 

theory of authentic leadership and has many dimensions (Northouse, 2010; Yukl, 

2013) and therefore within the context of this research, it was also conceptually 

related to ‘leaders as being friendly’ coding category. Only when leaders achieve 

higher levels of self-awareness, it helps to them gain new knowledge about their 

characteristics, which often results in adopting flexible, open and friendly 

behaviour to others (Wood and Winston, 2007). Therefore, these coding 

categories were developed based on these propositions for followers, in order to 

fully explore the inner dimensions of this research.   

Furthermore, P14, P18, P22, P16, P20, P24 were based on the positive assumed 

relationship between balanced processing and internalised moral perspective of 

authentic leadership and leader accountability theory. Within these attributes 

were the conceptually rooted theme of ‘leading from the front with honesty’, as in 

the eyes of followers only those leaders who are able to process information 

objectivity without taking subjective thoughts of others are the ones who truly 

lead followers (Walumbwa et al. 2010, Wong  et al. 2010). They are the authentic 

leaders who have self-regulated their behaviour, know the importance of efficient 

information and share with followers before reaching a final decision (Northouse, 

2010). It is important to note how some of these coding categories can be 

overlapped for example, one of the main themes identified within the leaders’ 

dataset were ‘being a role model’ and within the context of followers, ‘leading 

from the front with honesty’, can be conceptually linked - as similar questions 
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were asked to the participants and therefore similar themes were identified to 

make the coding robust. This ensured that the reliability and quality of coding 

(Creswell and Plano-Clark, 2011; Saunders et al. 2007) was maintained through 

this research. Table 19 below shows the interrelationships between these themes 

and propositions in relation to authentic leadership and leader accountability.  

Table 19 The research propositions (followers) and their relationship with coding 

categories and two theories of leadership   

Research 

Propositions 

Followers’ Coding 

Themes 

Relationship to 

Theory 

Relationship to 

Theory 

P13 Self-awareness is 

positively related to 

Answerability 

P17 Self-awareness is 

positively related to 

Openness 

P21 Self-awareness is 

positively related to 

Responsibility 

 

 

Leader’s self-

knowledge 

 

Authentic 

Leadership (self-

awareness) 

 

Leader 

Accountability 

(responsibility) 

P13 Self-awareness is 

positively related to 

Answerability 

P17 Self-awareness is 

positively related to 

Openness 

 

P21 Self-awareness is 

positively related to 

Responsibility 

 

 

Leaders as being 

friendly 

 

Authentic 

Leadership (self-

awareness) 

 

Leader 

Accountability 

(responsibility) 

P14 Balanced 

processing is 

positively related to 

Answerability 

P18 Balanced 

processing is 

positively related to 

Openness 

P22 Balanced 

processing is 

positively related to 

Responsibility 

P16 Internalised 

moral perspective is 

positively related to 

Answerability 

 

Leading from the front 

with honesty 

 

Authentic 

Leadership 

(balanced 

processing, 

internalised moral 

perspective) 

 

Leader 

Accountability 

(openness) 
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P20 Internalised 

moral perspective is 

positively related to 

Openness 

P24 Internalised 

moral perspective is 

positively related to 

Responsibility 

 

P15 Relational 

transparency is 

positively related to 

Answerability 

P19 Relational 

transparency is 

positively related to 

Openness 

P23 Relational 

transparency is 

positively related to 

Responsibility 

 

 

Leader and Board 

Accountability 

 

Authentic 

Leadership 

(relational 

transparency) 

 

Leader 

Accountability 

(responsibility) 

P15 Relational 

transparency is 

positively related to 

Answerability 

P19 Relational 

transparency is 

positively related to 

Openness 

P23 Relational 

transparency is 

positively related to 

Responsibility 

 

 

Acknowledging and 

learning from 

mistakes 

 

Authentic 

Leadership 

(relational 

transparency) 

 

Leader 

Accountability 

(answerability) 

Additionally, P15, P19, P23 were based on the assumption that relational 

transparency of authentic leadership is conceptually linked with leader 

accountability components. Within these attributes was the embedded theme of 

‘leader and board accountability’, which meant that followers appreciate those 

leaders who are honest and true in leading others, this means they are able to 

build trust (IIies et al. 2005) and are in comfortable position to be answerable for 

their decisions and actions (Wood and Winston, 2007). Apart from leader 

accountability, the board accountability was also added to ensure that the charity 

context was fully captured. It was anticipated that because the leaders were 
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working with boards, there would be some discussion surrounding how this 

relationship develops in reality.  

Finally, P15, P19, P23 were based on the assumption that there would be positive 

relationships between the constructs of relational transparency and leader 

accountability. Within these attributes was the conceptually rooted theme of 

‘acknowledging and learning from mistakes’. It was expected that followers 

would relate how their leaders are answerable for their mistakes, as leader’s 

accountability depend on the core understanding of key component answerability 

(Wood and Winston, 2007). Furthermore, authentic leaders acknowledge the 

limitations within their personality and work accordingly to improve their 

communication and relationship with followers (Walumbwa et al. 2010; Yukl, 

2013). Finally, it is important to note that this research followed relevant 

suggestions from Saunders et al. (2007) and Creswell and Plano-Clark (2011) as 

discussed above, who articulated that researchers can revise certain elements of 

thematic analysis to suit to their research questions and strategy. Therefore, in 

conclusion these coding themes were conceptually linked (Creswell and Plano-

Clark, 2011) with key components of authentic leadership and leader 

accountability, and the objective was to explore how this theme was manifested 

within the UK charity settings.   

3.5.4.1.1 Step-by-step Data Analysis Stages 

The discussion relating to the justification of using qualitative data analysis has 

already been provided in sections 3.5.4 and 3.5.4.1. The objective in this section 

is to provide further description of the steps taken to organise data into relevant 

coding and themes. Therefore this research relied on the suggestions by 

Saunders et al. (2007) and Creswell and Plano-Clark (2011), who proposed that 

researchers can revise certain elements of thematic analysis to suit to their 

research questions and strategy. Therefore, for the purposes of this research, 

categorisation was based on the predetermined codes which were taken from the 

research propositions and relevant literature as discussed in section 3.5.4.1. After 

acknowledging the themes and the interrelationships the data was further 

analysed and merged with the quantitative data to reach appropriate conclusions 

surrounding the authentic leadership and leader accountability notions.  

After the first stage of transcribing the interviews (leaders and followers), the 

next stage was to re-read the transcripts again and again to make sense of what 

the participants were trying to convey and where the initial research coding 
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categories may apply. For example, the author was using different colour pens 

and highlighters to note down the important phrases, words, sentences and ideas 

which would be needed to explore further to make relationships. The author was 

particularly looking for repetition of words at this stage which would suggest the 

importance from the perception of followers. Also, particular attention was paid 

to the examples to which participants related their authentic-accountability 

experiences in their charities. All these notions were labelled on the sides of the 

interview transcripts. This can be seen in Appendix H, where the colour coded 

interview transcript shows how the author tried to organise and sort the data. 

When this process was being applied by the author, new ideas (memoing) 

emerged (Punch, 2009), which helped the author to relate initial categories into 

new contexts and meanings, from which themes could be matched. For example, 

one of the leaders confirmed, 

‘….I would just happily put my hands up and say, ‘you know, we all make 

mistakes, and this time it hasn’t gone as planned, let’s use this in our advantage..’ 

Leader B 

This was coded under the category of ‘leaders accountability’, where the leaders 

acknowledged that when mistakes are committed, they often work with their 

followers to rectify them. This showed the complex relationship between the 

leaders and followers and how open they were in relating their behaviours to 

others. There were many other examples as well which fell under the same 

category and after grouping up all the notions together - a major theme of 

‘acceptance of faults’ was identified, which summed up the description for these 

coding categories. While this was being executed, the author ensured that 

relevant literature sources for these themes must be noted. For example, this 

theme (acceptance of faults) supported the position of Wood and Winston (2007), 

who argued that leader’s accountability, is based upon the foundational principle 

of being answerable to others about your actions. Also, within the interviews 

there were other responses as well which fell under different categories for 

example,  

‘..I tend to gallop…not necessarily taking into account that everybody else has got 

their specific targets whilst pressures are on..’ Leader A 

This was coded under the category of ‘weaknesses’, as leaders who talked about 

their weaknesses, negative attitudes and shortcomings all were placed under this 

category. There were numerous other strengths and weaknesses from the 
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transcriptions which were related to the inner dimensions of leader’s personality, 

all these notions were grouped under the theme of ‘being mindful and conscious’, 

which summed up all the coding categories relating to the strengths and 

weaknesses of the leaders. Within the literature (Gardner et al. 2005; Ilies et al. 

2005; Northouse, 2010; Shamir and Eilam, 2005; Walumbwa et al. 2010; Wong et 

al. 2010), there is strong evidence, which suggests that there is a conceptual 

relationship between how strengths and weaknesses are perceived and the inner-

dimensions or self-knowledge of the leaders help to shape up these attributes. 

Please see section 3.5.4.1 of chapter 3 for further evidence on how themes were 

related to the key literature and research propositions.   

Furthermore, the same process was applied when analysing followers’ data. For 

example, some of the followers stated,  

‘If I came up with the idea or pick up on something that should be done 

differently she would just say ‘oh yeah of course’, ‘well done’ or whatever..’. 

Participant 11 

‘He is obviously able to filter people’s views to ensure that the right ones…that he 

moves forward on the right ones as opposed to any in particular. So he certainly 

is consultative… ’. Participant 7 

Both of these statements were grouped under the coding category of 

‘communication between leaders and followers’, from which the important theme 

of ‘leaders as being friendly’ was matched, which can be seen in appendix H. 

Following the same approach, many other categories and themes were related, 

which provided the author with further meanings and deep insights into the key 

notions of authentic leadership and leader accountability within the non-profit 

context. This was a complex, rigorous and complicated process, which allowed 

the author to establish reliable and valid interpretations from the data (Creswell 

and Plano-Clark, 2011; Saunders et al. 2007). The author also used various data 

display techniques to group and match the information together - this is shown in 

appendix H, along with the sample interview coding extract. This helped the 

author, to reduce the data into smaller organised categories and themes from 

which further patterns were identified for discussion. Furthermore, the next stage 

was to relate coding categories and themes as identified from the analysis and 

make initial arguments from the literature to provide justifications for the 

findings, which would be discussed and presented in the coming sections of this 
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thesis. Also, after the qualitative analysis, the objective was to merge data with 

quantitative analysis and thus answer the research question effectively.  

The discussion in the following section relates to the important qualitative data 

quality issues.  

3.5.5 Qualitative Reliability and Validity Issues  

Saunders et al. (2007) claimed that reliability within the qualitative spectrum of 

research concerns whether other researchers can reveal similar findings in similar 

contexts. Therefore the question of the research’s subjectivity and bias comes 

into discussion. In their view, one of the ways in which researchers can overcome 

the critical issues of reliability is that findings from particular research cannot 

necessarily be repeated in other contexts as they represent the realities collected 

at a particular time. This may be to do with the fact that people’s understanding 

and knowledge may change according to time and thus when asked similar 

questions in the same context the findings may reveal something similar but not 

exactly the same.  

Therefore, when analysing the data, the researcher ensured that the respondents’ 

views were analysed subject to keeping the main research question in mind. This 

helped the researcher to present findings in such a way that they reflected, 

qualitatively, the respondents’ understanding and perceptions of the authenticity 

and accountability of the themes under examination. Miles and Huberman (1994) 

also discussed the issues related to reliability and validity in qualitative data. In 

their view, qualitative reliability mainly concerns the consistency of the research 

thus the researcher also ensured that the findings are consistent not only in 

respect to the theoretical developments of authentic leadership and leader 

accountability in the literature but also robust in their contributions as new 

knowledge when merged with the quantitative results. In the view of Miles and 

Huberman and Lincoln and Guba (1985), qualitative validity is mainly concerned 

with the truth of the research being conducted in terms of it making sense. 

Therefore, when analysing the qualitative data, the researcher ensured that the 

emergent themes were discussed in the context of the reviewed literature. The 

researcher also ensured that the ultimate objective of adopting the mixed 

methods design was to effectively answer the research question and that the 

analysis undertaken through the qualitative data made sense, in terms of its 

authenticity.  
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Chapter 4:  Quantitative Phase 1 

The previous chapter explored the rationale behind conducting mixed methods 

research design. Within this research, chapters 4 and 5 are dedicated to 

quantitative and qualitative analysis and discussions. The present chapter starts 

with the reporting of the quantitative results from the online questionnaire 

followed by the relevant discussion. The next chapter (five) discusses the main 

findings from the semi-structured interviews. This chapter also presents the 

mixing of the quantitative and qualitative data by following a “side-by-side 

comparison for merged data analysis” (Creswell and Plano-Clark, 2011, p. 223) as 

recommended for the mixed methods convergent designs. This strategy helped 

the researcher to examine how the two datasets (quantitative and qualitative) are 

congruent and correlate with each other. Therefore, the objective is to first 

represent the quantitative analysis and discussion (chapter 4) followed by a 

qualitative analysis and discussion (chapter 5) where at the end a conclusion is 

reached regarding the subsequent merging of research results.  

4.1 Quantitative Results  

In the following sections, discussion focuses on the basic demographics of 

leaders and followers, followed by Cronbach’s Alpha of ALQ and LAS. The results 

also report on the Pearson’s correlations, Common Methods Variance, Factor 

Analysis, Multi-linear Regressions and Hierarchical regressions to acknowledge 

the impact of IVs on DVs for both leaders and followers, thereby answering the 

main research question and the verification of the propositions. 

4.1.1 Data screening for missing data and outliers  

The data entered initially consisted of 1,057 participants with 343 Leaders and 

714 Followers in total. The data were first checked for any missing data and 

second for any outliers. All participants with missing data for the final ALQ (Self) 

IVs and LAS (Self) DVs were removed from the analysis. There is no consensus on 

how much missing data is generally considered a problem (Schlomer et al. 2010).  

Therefore for the Leaders’ dataset, 20 (5.7%) missing values were removed and 

for the Followers’ dataset, there were 23 (3.2%) missing values removed. As 

regards the outliers, the respondents are normally considered as outliers if they 

generated a Z score of  +/- 3.29 (Tabachnick and Fidell, 2001). Therefore for the 

Leaders’ dataset, there were 7 (2%) outliers and for the Followers’ datasets, there 
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were 26 (3.6%) outliers.  As already discussed in the previous chapter, section 

3.4.2.2, by performing sample size calculations (Krejcie and Morgan, 1970), a 

minimum number of 384 charities was required and thus the datasets had more 

than 384 charities resulting in excellent response rates (100%). This may be due 

to the oversampling strategy adopted, which resulted in effective response rates 

for the questionnaires. As expected due to the large sample size of this research, 

the data were slightly non-distributed. However scholars such as Lumley et al. 

(2002) acknowledged that due to large sample sizes the data often tend to be 

skewed and not necessarily normally distributed as is the case with small sample 

sizes. The findings from the Leaders’ datasets are reported first, followed by the 

findings from the Followers’ datasets.  

4.2 Leaders’ Statistical Analysis  

This section provides the descriptive statistics for all the Leaders sampled in this 

investigation. Therefore the Mean and Standard Deviation (SD) values for all the 

LAS (Self) dependent variables and ALQ (Self) independent variables are shown 

below.  

Table 20 Mean and Standard Deviation (SD) for Leaders 

 M SD 

 

Answerability 

 

85.65 

 

10.85 

Openness 84.62 10.21 

Responsibility 86.99 8.95 

Self-awareness 12.18 2.45 

Balanced processing 9.46 1.82 

Relational transparency 16.24 2.32 

Internalised moral perspective                            13.93 1.99 

 

Table 20 shows the mean and standard deviation for all the dependent variables, 

Answerability (M=85.65, SD=10.85), Openness (M=84.62, SD=10.21), 

Responsibility (M=86.99, SD=8.95) and for all the independent variables, Self-

awareness (M=12.18, SD=2.45), Balanced processing (M=9.46, SD=1.82), 

Relational transparency (M=16.24, SD=2.32) and Internalised moral perspective 

(M=13.93, SD=1.99).  

4.2.1 Sample characteristics for Leaders  

The final sample for Leaders comprised 323 participants. The main characteristics 

are shown in table 21 below including the demographic data.  
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Table 21 Leaders’ sample characteristics 

Leaders’ Sample Characteristics 

 

 

Gender  

N (%) 

 

Age  

N (%) 

 

 

 

Number of employees 

N (%) 

 

 

 

 

 

Region 

N (%) 

 

 

Working experience  

N (%) 

                                            

 

 

Leadership training  

N (%)           

 

Male 

Female 

 

18-30 

31-50 

51-65 

66+ 

 

0-20 

20-40 

40-60 

60-80 

80-100 

100+ 

 

England 

Scotland 

Wales 

 

0-10 

10-20 

20-30 

30+ 

 

Yes 

No 

 

 

180 (56.3) 

140 (43.8) 

 

8 (2.5) 

108 (34.2) 

158 (50.0) 

42 (13.3) 

 

214 (66.5) 

40 (12.4) 

24 (7.5) 

5 (1.6) 

8 (2.5) 

31 (9.6) 

 

270 (84.9) 

37 (11.6) 

11 (3.5) 

 

18 (5.6) 

59 (18.3) 

98 (30.4) 

147 (45.7) 

 

239 (74.7) 

81 (25.3) 

 

Table 21 shows the demographic data for all the Leaders sampled in this 

investigation. The gender classification showed that there were slightly more Male 

56% (n = 180) participants than Female 44% (n = 140). The age group varied from 

18-30 (n = 8), to 66+ (n = 42) with the largest group of 51-65 (n = 158). This 

shows that because the participants had leadership roles within their charities, it 

meant they would generally have more experience than others, because they are 

the ones in charge. As reflected, on the other hand there were eight Leaders 

coming from a young group of 18-30.  

A similar finding was also evident in the Working Experience category, which is 

described below. The number of employees category showed that the largest 

groups were 0-20 (n = 214), 20-40 (n = 40) and 100+ (n = 31) and the smallest 

was 60-80 (n = 5). This showed that the majority of the Leaders belonged to the 

charities that had the smallest number of employees between 0-20 (n = 214).  

The next category revealed the region division with England 85% (n = 270) having 

the most charity leaders, followed by Scotland 12% (n = 37) and Wales 4% (n = 11). 

This is generally in line with the total population of the UK non-profits as 

discussed in the previous chapter. The majority of the Leaders had 30+ (n = 147) 
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years of experience followed by the next group of 20-30 (n = 98), with 0-10 (n = 

18) being the smallest group. Finally, most of the participants had undergone 

leadership training in the past with Yes 75% (n = 239) and No 25% (n = 81). The 

following sections present further statistical analysis using Cronbach’s alpha.  

4.2.2 The Cronbach’s Alpha for ALQ (Self) and LAS (Self) 

In order to assess the internal reliability, for the Leaders’ dataset, Cronbach’s 

Alpha was used for all the IVs (self-awareness, balanced processing, relational 

transparency, internalised moral perspective) which represented the ALQ (Self), 

and for the DVs (answerability, openness, responsibility) that represented the LAS 

(Self). Table 22 shows the coefficients for each DV and IV respectively.  

Table 22 Cronbach’s Alpha showing ALQ (Self) and LAS (Self) for Leaders 

Leaders 

 

LAS (Self) 

 

 

 

ALQ (Self) 

 

 

 

 

 

 

Answerability 

Openness 

Responsibility 

Overall 

 

Self-awareness 

Balanced processing 

Relational transparency 

Internalised moral perspective 

Overall 

 

.88 

.84 

.78 

.88 

 

.78 

.65 

.62 

.73 

.76 

 

In general, the internal consistency for both LAS and ALQ was moderate to high. 

This meant that the coefficient alpha for LAS (Self) Answerability was .88, for 

Openness it was .84 and for Responsibility it was .78, which were high scores for 

this measure. An overall combined three-subscale provided a coefficient of .88; 

this means that these variables have relatively high internal consistency. It is 

essential to reiterate that, to the best of the author’s knowledge, this is the first 

time the LAS ‘Self’ version of the scale has been developed, and within the 

context of the current study in particular, it showed high internal consistency for 

all three variables. For the ALQ (Self) the Cronbach’s alpha for Self-awareness 

was .78, Internalised moral perspective it was .73, for Balanced processing it 

was .65 and for Relational transparency it was .62, which were high to moderate 

scores for internal reliability. As regards the two last values of .65 and .62, it is 

important to note that some scholars such as Nunnally (1978) regarded a 

Cronbach’s alpha between the minimum of .5 to the desired .7  and .8 (Field, 
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2013) as accepted reliable measures. Also an overall ALQ four-subscale provided 

a coefficient value of .76 combined in this study. The following sections show 

further statistical analysis using Pearson’s correlations. 

4.2.3 Pearson’s r for ALQ (Self) 

Pearson’s r was used to determine the relationship between all IVs and to check 

the data for multicollinearity issues. One of the ways to decide for potential 

multicollinearity issues is to check the correlation matrix of the predictor 

variables (Field, 2013). The alpha was set to 0.05 for this purpose and the results 

are shown below. 

Table 23 Pearson’s correlation for ALQ (Self) 

 SA BP RT IM 

 

Self-awareness (SA) 

Balanced processing (BP) 

Relational transparency (RT) 

Internalised moral perspective (IM) 

 

 

- 

.62
***

 

.49
***

 

.42
***

 

 

.62
***

 

- 

.41
***

 

.34
***

 

 

 

.49
***

 

.41
***

 

- 

.41
***

 

 

.42
***

 

.34
***

 

.41
***

 

- 

***

p<.001 

As shown in table 23, all the IVs were significantly correlated and there was no 

sign of any possibility of multicollinearity issues, as there was no value above .80 

or .90 (Field, 2013). Thus all the variables were positively associated with each 

other.  It is important to note that self-awareness (SA) .62 had the highest 

correlation among all the variables within the ALQ.  

4.2.3.1 Pearson’s r between ALQ (Self) and LAS (Self) 

The Pearson’s correlation was used to determine the significance of all the 

variables used for this study for the Leaders’ sample and is shown below.  

Table 24 Pearson’s correlation for ALQ (Self) and LAS (Self) 

 Answerability Openness Responsibility 

 

Self-awareness 

Balanced processing 

Relational transparency 

Internalised moral perspective 

 

.62
***

 

.53
***

 

.49
***

 

.35
***

 

 

.62
***

 

.51
***

 

.50
***

 

.47
***

 

 

.55
***

 

.45
***

 

.45
***

 

.28
***

 

    

***

p<.001 

As shown, all the DVs (answerability, openness and responsibility) of LAS (Self) 

showed a significant, moderate positive correlation with all the IVs (self-
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awareness, balanced processing, relational transparency and internalised moral 

perspective) of ALQ (Self).  It is important to note that self-awareness had the 

most positive correlated relationship between all the variables as shown in table 

24.  

So far, the statistical analysis has focused the Cronbach’s alpha and Pearson’s 

correlations. Finally, the last major statistical test was performed on the Leaders’ 

data; multiple linear regressions were applied, where each of the DVs was 

explained along with their best predictors thereby answering the research 

propositions for the Leaders’ datasets.  

4.2.4 Multiple Linear Regressions  

The theoretical model and the reasons behind selecting the multiple linear 

regressions have been explained in the previous chapter, section 3.4.4.5. It is 

important to note that, for the purposes of this research, multiple linear 

regressions was performed for each DV (answerability, openness and 

responsibility) respectively. Therefore the first DV Answerability of the LAS (Self) 

was explored as interpreted in the following section. 

4.2.4.1 Answerability Regression Model 

The total model accounted for 45% of the variance, which was statistically 

significant [R
2

adj=.45, F(4,318)=65.45, p<.001] as shown in table 25 below. For DV 

Answerability, Self-awareness (β = .38, p < .001) was the single best predictor. 

The second best predictor was Relational transparency (β = .22, p < .001), and 

third was Balanced processing (β = .19, p < .001). All these three were the best 

predictors for Answerability; however, Internalised moral perspective (β = .03, p 

< .491) was not significantly associated with Answerability. The Tolerance values 

as shown are above 0.1 and VIF (variance inflation factor) values as presented are 

below 10; thus there were no signs of multicollinearity issues (Field, 2013; Hair et 

al. 1992) for this model. As proposed , the variables Self-awareness, Relational 

transparency and Balanced processing were significantly and positively associated 

with Answerability, hence verifying the propositions P1, P2 and P3 whereas 

Internalised moral perspective was not significantly associated with Answerability; 

therefore proposition P4 was not supported. (Please refer to chapter 2, section 2.6 

for the breakdown of all the research propositions for the Leaders.)  

Table 25 Leaders’ multi-linear regression model for Answerability 
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Answerability b SE B β P Tolerance VIF 

 

Constant 

Self-awareness 

Balanced processing 

Relational transparency 

Internalised moral 

perspective 

 

35.52 

1.66 

1.14 

1.02 

0.18 

 

3.86 

0.25 

0.32 

0.23 

0.26 

 

 

.38 

.19 

.22 

.03 

 

.000 

.000 

.000 

.000 

.491 

 

 

.53 

.59 

.69 

.76 

 

 

1.89 

1.67 

1.43 

1.31 

       

Note, R
2

adj=.45, F(4,318)=65.45, p<.001. 

The next dependent variable, Openness was explored for the Leader 

Accountability theory and is described in the following section.  

4.2.4.2 Openness Regression Model 

The total model accounted for 48% of the variance in Openness and this was 

statistically significant [R
2

adj=.48, F(4,318)=73.97, p<.001] as shown in table 26 

below. Self-awareness again was the single best predictor in this model (β = .36, p 

< .001). The two second-best predictors were Internalised moral perspective (β 

= .19, p < .001) and Relational transparency (β = .19, p < .001) whereas the least 

significant predictor was Balanced processing (β = .14, p < .01). The Tolerance 

values as shown are above 0.1 and VIF values as presented are below 10; thus 

multicollinearity was not a problem for this model. As expected, the variables 

Self-awareness, Internalised moral perspectives and Relational transparency were 

significantly and positively associated with Openness, hence verifying the 

propositions P5, P7 and P8. Balanced processing was also positively associated with 

Openness thus proposition P6 was also verified.   

Table 26 Leaders’ multi-linear regression model for Openness 

Openness b SE B β P Tolerance VIF 

 

Constant 

Self-awareness 

Balanced processing 

Relational transparency 

Internalised moral 

perspective 

 

31.71 

1.51 

0.79 

0.84 

0.96 

 

3.53 

0.23 

0.29 

0.21 

0.24 

 

 

.36 

.14 

.19 

.19 

 

.000 

.000 

.007 

.000 

.000 

 

 

.53 

.59 

.69 

.76 

 

 

1.89 

1.67 

1.43 

1.31 

       

Note, R
2

adj=.48, F(4,318)=73.97, p<.001. 

The last dependent variable, Responsibility was explored for the Leader 

Accountability theory and is described in the following section.  
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4.2.4.3 Responsibility Regression Model 

The model was statistically significant amounting to 35% of the variance [R
2

adj=.35, 

F(4,318)=44.21, p<.001] as shown in table 27 below. Again Self-awareness was 

the best single predictor of Responsibility (β = .37, p < .001), followed by 

Relational transparency (β = .22, p < .001) and Balanced processing (β = .13, p 

< .05). The only predictor not significantly associated with Responsibility was 

Internalised moral perspective (β = -.001, p < .861). The Tolerance values as 

shown are above 0.1 and VIF values as presented are below 10; thus there was no 

signs of multicollinearity issues for this model. As proposed, the variables Self-

awareness, Relational transparency and Balanced processing were significantly 

and positively associated with Responsibility, hence supporting the propositions 

P9, P11 and P10 whereas Internalised moral perspective was not significantly 

associated with Responsibility therefore proposition P12 was not supported.   

Table 27 Leaders’ multi-linear regression model for Responsibility 

Responsibility b SE B β P Tolerance VIF 

 

Constant 

Self-awareness 

Balanced processing 

Relational transparency 

Internalised moral 

perspective 

 

51.47 

1.35 

0.66 

0.83 

-0.04 

 

3.44 

0.23 

0.29 

0.21 

0.23 

 

 

.37 

.13 

.22 

-0.01 

 

.000 

.000 

.022 

.000 

.861 

 

 

.53 

.60 

.69 

.76 

 

 

1.89 

1.67 

1.43 

1.31 

       

Note, R
2

adj=.35, F(4,318)=44.21, p<.001. 

It is important to note that for the multiple linear regressions Answerability, 

Openness and Responsibility, the best predictor in all models was Self-awareness. 

The implications of this and how it is related within the context of this research 

are explored in the later discussion sections. Nearly all of the propositions for the 

Leaders’ sample were supported apart from P4 and P12. The objective of next 

section is to report hierarchical regression models for all the variables in this 

investigation.  

4.2.4.4 Hierarchical Regression Models for Leaders  

The general theoretical model and the rationale behind the multiple regression 

models have already been explained in section 3.4.4.5 of chapter 3 and section 

4.2.4 of chapter 4. The objective of this section is to provide a series of 

hierarchical regression with switching of the independent and dependent 

variables. A four stage hierarchical regression model was thus conducted with 
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answerability as first dependent variable. Self-awareness was entered at stage one; 

balanced processing was entered at stage two; relational transparency was 

entered at third stage and internalised moral perspective at stage four. The same 

process was repeated for switching second dependent variable; openness along 

with the same set of switching independent variables and finally for switching the 

third dependent variable; responsibility  - the same switching process was entered 

for all the independent variables. The hierarchical regression results were 

compared with the multiple-linear regression results to see if the model changes 

and report any errors in the model, where applicable.   

 

The hierarchical regression showed that at Stage one, Self-awareness, accounted 

for 43% of the variance, which was statistically significant [R
2

=.43, 

F(4,334)=62.32, p<.001] as shown in table 28, in dependent variable - 

Answerability. Whereas switching the same variable, Self-awareness in Openness 

explained 48% of the variance, which was also significant [R
2

=.48, 

F(4,328)=74.97, p<.001]. Finally switching the same variable, Self- awareness in 

the last dependent variable, Responsibility explained 37% of the variance, as 

shown in table 28, which was also significant [R
2

=.37, F(4,325)=47.99, p<.001].  

Introducing the second independent, Balanced Processing at Stage two, 

accounted for 43% of the variance, which was statistically significant [R
2

=.43, 

F(4,334)=62.32, p<.001] as shown in table 28, in dependent variable  - 

Answerability. Whereas switching the same variable, Balanced Processing in 

Openness explained 48% of the variance, which was also significant [R
2

=.48, 

F(4,328)=74.97, p<.001]. Finally switching the same variable, Balanced Processing 

in the last dependent variable, Responsibility explained 37% of the variance, as 

shown in table 28, which was also significant [R
2

=.37, F(4,325)=47.99, p<.001].  

Adding the next independent variable, Relational Transparency, at stage three, 

accounted for 43% of the variance, which was statistically significant [R
2

=.43, 

F(4,334)=62.32, p<.001] as shown in table 28, in dependent variable  - 

Answerability. Whereas switching the same variable, Relational Transparency in 

Openness explained 48% of the variance, which was also significant [R
2

=.48, 

F(4,328)=74.97, p<.001]. Finally switching the same variable, Relational 

Transparency in the last dependent variable, Responsibility explained 37% of the 

variance, as shown in table 28, which was also significant [R
2

=.37, 

F(4,325)=47.99, p<.001].  
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Table 28 The hierarchical regression results for the Leaders’ data 
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Variables 

 

 

 

Answerability 

 

Openness 

 

Responsibility 

 

 

b 

 

 

SE B 

 

β 

 

P 

 

R
2

 

 

Toler

ance 

 

VIF 

 

b 

 

SE B 

 

β 

 

P 

 

R
2

 

 

Toler

ance 

 

VIF 

 

b 

 

SE B 

 

β 

 

P 

 

R
2

 

 

Toler

ance 

 

VIF 

 

 

Step 1 

   Self-awareness  

 

 

Step 2 

   Self-awareness 

   Balanced 

Processing  

 

Step 3 

   Self-awareness 

   Balanced 

Processing 

   Relational 

Transparency 

 

Step 4 

   Self-awareness 

   Balanced 

Processing 

   Relational 

Transparency 

   Internalised 

Moral Perspective 

 

 

 

 

 

1.5 

 

 

 

2.1 

1.4 

 

 

 

1.8 

1.6 

 

1.0 

 

 

 

1.5 

1.3 

 

1.0 

 

0.1 

 

 

 

 

 

.26 

 

 

 

.24 

.33 

 

 

 

.26 

.34 

 

.24 

 

 

 

.26 

.33 

 

.24 

 

.27 

 

 

 

.34 

 

 

 

.45 

.22 

 

 

 

.40 

.26 

 

.22 

 

 

 

.34 

.22 

 

.22 

 

.00 

 

 

 

.000 

 

 

 

.000 

.000 

 

 

 

.000 

.000 

 

.000 

 

 

 

.000 

.000 

 

.000 

 

.949 

 

 

.43 

 

 

 

.43 

 

 

 

 

.43 

 

 

 

 

 

 

.43 

 

 

 

.53 

 

 

 

.69 

.58 

 

 

 

.56 

.60 

 

.66 

 

 

 

.55 

.59 

 

.71 

 

.75 

 

 

 

1.9 

 

 

 

1.5 

1.7 

 

 

 

1.8 

1.7 

 

1.5 

 

 

 

1.8 

1.7 

 

1.4 

 

1.3 

 

 

 

 

1.4 

 

 

 

1.8 

.93 

 

 

 

1.7 

1.0 

 

.79 

 

 

 

1.6 

1.2 

 

1.0 

 

.98 

 

 

 

 

.23 

 

 

 

.20 

.29 

 

 

 

.22 

.29 

 

.21 

 

 

 

.28 

.29 

 

.20 

 

.23 

 

 

 

.35 

 

 

 

.43 

.16 

 

 

 

.40 

.19 

 

.18 

 

 

 

.39 

.18 

 

.23 

 

.19 

 

 

 

.000 

 

 

 

.000 

.000 

 

 

 

.000 

.000 

 

.000 

 

 

 

.000 

.001 

 

.000 

 

.000 

 

 

.48 

 

 

 

.48 

 

 

 

 

.48 

 

 

 

 

 

 

 

.48 

 

 

 

.54 

 

 

 

.70 

.61 

 

 

 

.58 

.62 

 

.69 

 

 

 

.56 

.61 

 

.73 

 

.76 

 

 

 

1.8 

 

 

 

1.3 

1.6 

 

 

 

1.7 

1.6 

 

1.4 

 

 

 

1.8 

1.6 

 

1.4 

 

1.3 

 

 

 

1.3 

 

 

 

1.6 

.65 

 

 

 

1.6 

.81 

 

.84 

 

 

 

1.4 

.65 

 

.84 

 

-.13 

 

 

 

.22 

 

 

 

1.9 

.28 

 

 

 

.22 

.29 

 

..21 

 

 

 

.21 

.27 

 

.19 

 

.28 

 

 

 

.37 

 

 

 

.44 

.13 

 

 

 

.44 

.17 

 

.22 

 

 

 

.37 

.13 

 

.22 

 

-.00 

 

 

 

.000 

 

 

 

.000 

.020 

 

 

 

.000 

.004 

 

.000 

 

 

 

.000 

.020 

 

.000 

 

-.003 

 

 

.37 

 

 

 

.37 

 

 

 

 

.37 

 

 

 

 

 

 

.37 

 

 

 

 

 

.52 

 

 

 

.69 

.59 

 

 

 

.56 

.60 

 

.68 

 

 

 

.55 

.59 

 

.73 

 

.74 

 

 

 

1.9 

 

 

 

1.4 

1.7 

 

 

 

1.8 

1.7 

 

1.5 

 

 

 

1.8 

1.7 

 

1.4 

 

1.4 

Note, N= 338, p<.001. 
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Finally, the addition of the last independent variable Internalised moral 

perspective, at Stage 4, explained 43% of the variance, which was statistically 

significant [R
2

=.43, F(4,334)=62.32, p<.001] as shown in table 28, in dependent 

variable  - Answerability. Whereas switching the same variable, Internalised moral 

perspective in Openness explained 48% of the variance, which was also significant 

[R
2

=.48, F(4,328)=74.97, p<.001]. Finally switching the same variable, Internalised 

moral perspective in the last dependent variable, Responsibility accounted for 

37% of the variance, as shown in table 28, which was however not significant 

[R
2

=.37, F(4,325)=47.99, p<.001]. 

The Tolerance values as shown are above 0.1 and VIF (variance inflation factor) 

values as presented are below 10; thus there were no signs of multicollinearity 

issues (Field, 2013; Hair et al. 1992) and no measurement errors were reported 

for these models.  

When all the four independent variables were added at Stage four and switched in 

all three dependent variables, self-awareness was found to be the best significant 

predictor for all three Answerability, Responsibility and Openness variables. The 

least predictor was Internalised Moral Perspective in Responsibility. 

Comparatively, matching this with the earlier results of the multiple-linear 

regression models shows that generally the results are similar for the leaders’ 

datasets confirming the validity and reliability of the findings. For example, as 

already reported in section 4.2.4 that self-awareness was the best predictor in all 

the variables and by further switching the variables within the hierarchical 

regression models confirm the same finding that indeed, self-awareness stands 

out the most power predictor among all the variables in this investigation. 

Furthermore, interrelationships between the variables confirm that by switching 

the variables, the findings are robust and there is no need to further change or 

modify the model based on these regression models. The relevant discussion 

regarding leaders and followers hierarchical regressions is outlined in section 

4.8.2.4.  

 

 

 

 

 



 

153 

Having reported the results from the Leaders’ dataset, the focus in the following 

sections is dedicated to the results of the Followers’ sample.   

4.3 Followers’ Statistical Analysis 

This section provides the descriptive statistics for all the Followers sampled in 

this investigation. Therefore the Mean and Standard Deviation (SD) values for all 

the LAS (Rater) dependent variables and ALQ (Rater) independent variables are 

shown below.  

Table 29 Mean and Standard Deviation (SD) for Followers 

 M SD 

 

Answerability 

 

84.26 

 

15.11 

Openness 84.47 14.01 

Responsibility 84.97 13.24 

Self-awareness 12.51 3.11 

Balanced processing 9.49 2.19 

Relational transparency 16.79 2.91 

Internalised moral perspective 13.82 

 

2.39 

Table 29, shows the mean and standard deviation for all the dependent variables,  

Answerability (M=84.26, SD=15.11), Openness (M=84.47, SD=14.01), 

Responsibility (M=84.97, SD=13.24) and for all the independent variables, Self-

awareness (M=12.51, SD=3.11), Balanced processing (M=9.49, SD=2.19), 

Relational transparency (M=16.79, SD=2.91) and Internalised moral perspective 

(M=13.82, SD=2.39).  

4.3.1 Sample characteristics for Followers  

The final sample for Followers comprised 665 participants. The main 

characteristics including the demographic data are shown below in table 30 below.   

Table 30 Followers’ sample characteristics 

Followers’ Sample Characteristics 
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Gender  

N (%) 

 

Age  

N (%) 

 

 

 

Number of employees 

N (%) 

 

 

 

 

 

Region 

N (%) 

 

 

Working experience  

N (%) 

                                            

 

 

  

 

Male 

Female 

 

18-30 

31-50 

51-65 

66+ 

 

0-20 

20-40 

40-60 

60-80 

80-100 

100+ 

 

England 

Scotland 

Wales 

 

0-10 

10-20 

20-30 

30+ 

 

 

327 (49.5) 

334 (50.5) 

 

55 (8.4) 

226 (34.6) 

258 (39.5) 

114 (17.5) 

 

397 (59.7) 

129 (19.4) 

40 (6.0) 

13 (2.0) 

15 (2.3) 

71 (10.7) 

 

543 (82.5) 

85 (12.9) 

30 (4.6) 

 

79 (11.9) 

108 (16.3) 

189 (28.5) 

287 (43.3) 

 

 

Table 30 shows the demographic data for all the Followers sampled in this 

investigation. The gender division revealed that there were almost the same 

amount of Female 50.5% (n = 334) participants and Male 49.5% (n = 327). The age 

group within this sample varied from 18-30 (n = 55), to 66+ (n = 114) with the 

largest group of 51-65 (n = 258). This shows that majority of the participants 

were aged between 51 to 65 years old. The number of employees category 

showed that the largest groups were 0-20 (n = 397), 20-40 (n = 129) and 100+ (n 

= 71) and the smallest was 60-80 (n = 13). This showed that the majority of the 

followers belonged to the charities that had the smallest number of employees 

between 0-20 (n = 397) this finding is similar to the Leaders’ findings for the 

Number of employees category.  

The next category showed the region division with England 82% (n = 543) having 

the most charity followers, followed by Scotland 13% (n = 85) and Wales 5% (n = 

30). Comparatively this is also similar to the Leaders’ findings for the Region 

division. The majority of the Followers had 30+ (n = 287) years of experience 

followed by the next group of 20-30 (n = 189) with 0-10 (n = 79), being the least 

group. This supports the view that the majority of the participants within this 
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survey had more working experience (30+ years). The following sections present 

further statistical analysis using Cronbach’s alpha. 

4.3.2 The Cronbach’s Alpha for ALQ (Rater) and LAS (Rater) 

For the Followers’ dataset, reliability analysis using Cronbach’s Alpha was 

performed for all the independent variables (self-awareness, balanced processing, 

relational transparency, internalised moral perspective) which represented the 

ALQ (Rater) and for the dependent variables (answerability, openness, 

responsibility) which represented LAS (Rater). Table 31 shows the coefficients for 

each DV and IV respectively.  

Table 31 Cronbach’s Alpha showing ALQ (Rater) and LAS (Rater) for Followers 

Followers 

 

LAS (Rater) 

 

 

 

ALQ (Rater) 

 

 

 

 

 

 

Answerability 

Openness 

Responsibility 

Overall 

 

Self-awareness 

Balanced processing 

Relational transparency 

Internalised moral perspective 

Overall 

 

 

.94 

.91 

.89 

.94 

 

.88 

.79 

.78 

.82 

.89 

In general, the internal consistency for both LAS and ALQ was from moderate to 

high. This meant a Cronbach’s alpha coefficient for LAS (Rater) Answerability 

was .94, for Openness it was .91, for Responsibility it was .89, and an overall 

combined three-subscale provided a value of .94, which were high scores for their 

internal reliability. This also suggested the view that LAS (Rater) has relatively 

high internal consistency for this research. Surprisingly, Wood and Winston (2007) 

also reported similar Cronbach’s alpha coefficients for these variables in their 

research, as they originally proposed the LAS scale. For the ALQ (Rater) the 

coefficient alpha for Self-awareness was .88, for Internalised moral perspective it 

was .82, for Balanced processing it was .79, and for Relational transparency it 

was .78, which were moderate to high accepted scores for internal reliability 

(Nunnally, 1978). An overall combined ALQ four-subscale coefficient provided a 

value of .89, which also meant that the scale in general has high internal 

consistency within this research. The following sections show further statistical 

analysis using Pearson’s correlations. 
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4.3.3 Pearson’s r for ALQ (Rater) 

Pearson’s r was used to determine the relationship between all IVs and to check 

the data for multicollinearity issues. One of the ways to decide for potential 

multicollinearity issues is to check the correlation matrix of the predictor 

variables (Field, 2013). The alpha was set to 0.05 for this purpose and the results 

are shown below.  

Table 32 Pearson’s correlation for ALQ (Rater) 

 SA BP RT IM 

 

Self-awareness (SA) 

Balanced processing (BP) 

Relational transparency (RT) 

Internalised moral perspective (IM) 

 

 

- 

.79
***

 

.68
***

 

.63
***

 

 

.79
***

 

- 

.67
***

 

.61
***

 

 

 

.68
***

 

.67
***

 

- 

.70
***

 

 

.63
***

 

.61
***

 

.70
***

 

- 

***

p<.001 

As shown in table 32, all the independent variables were significantly correlated 

and there was no sign of any possibility of multicollinearity issues. Thus, all the 

variables were positively associated with each other.  

4.3.3.1 Pearson’s r between ALQ (Rater) and LAS (Rater) 

The Pearson’s correlation was used to determine the significance of all the 

variables used for this study for the Followers’ sample and is shown below.  

Table 33 Pearson’s correlation for ALQ (Rater) and LAS (Rater) 

 Answerability Openness Responsibility 

 

Self-awareness 

Balanced processing 

Relational transparency 

Internalised moral perspective 

 

.73
***

 

.67
***

 

.68
***

 

.62
***

 

 

.72
***

 

.64
***

 

.68
***

 

.64
***

 

 

.72
***

 

.67
***

 

.63
***

 

.58
***

 

    

***

p<.001 

As shown, all DVs (answerability, openness and responsibility) of LAS (Rater) 

showed a significant, moderate positive correlation with all the IVs (self-

awareness, balanced processing, relational transparency and internalised moral 

perspective) of the ALQ (Rater). It is important to note that self-awareness had the 

most positive correlated relationship between all the variables as shown in table 

33. 
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So far, the statistical analysis has focused on the Cronbach’s Alpha and Pearson’s 

correlations. Finally, the last major statistical test was performed on the Followers’ 

data; this was multiple linear regressions where each of the DVs was explained 

along with their best predictors thereby answering the research propositions for 

the Followers’ datasets.  

4.3.4 Multiple Linear Regressions  

The theoretical model and the rationale behind selecting the multiple linear 

regressions have been discussed in the previous chapter, section 3.4.4.5. It is 

important to note that for the purposes of this research, multiple linear 

regressions were performed for each DV (answerability, openness and 

responsibility), respectively. Therefore the first DV Answerability of the LAS (Rater) 

was explored as interpreted in the following section. 

4.3.4.1 Answerability Regression Model 

The total model accounted for 61% of the variance, which was statistically 

significant [R
2

adj=.61, F(4,660)=253.92, p<.001] as shown in table 34 below. For 

DV Answerability, Self-awareness (β = .39, p < .001) was the best predictor. The 

second-best predictor was Relational transparency (β = .24, p < .001). Balanced 

processing (β = .13, p < .01) and Internalised moral perspective (β = .13, p < .001) 

were least significantly associated with Answerability. The Tolerance values as 

shown are above 0.1 and VIF values as presented are below 10; thus there was no 

signs of multicollinearity issues for this model. As proposed, the variables Self-

awareness, Relational transparency, Balanced processing and Internalised moral 

perspective were positively associated with Answerability, hence verifying the 

propositions P13, P15, P14 and P16 for followers. (Please refer to chapter 2, section 

2.6 for the breakdown of all the research propositions for followers)  

Table 34 Followers’ multi-linear regression model for Answerability 

Answerability b SE B β P Tolerance VIF 

 

Constant 

Self-awareness 

Balanced processing 

Relational transparency 

Internalised moral 

perspective 

 

20.57 

1.88 

0.87 

1.22 

0.82 

 

2.35 

0.21 

0.29 

0.20 

0.23 

 

 

.39 

.13 

.24 

.13 

 

.000 

.000 

.003 

.000 

.000 

 

 

.32 

.34 

.39 

.46 

 

 

3.07 

2.96 

2.53 

2.17 

       

Note, R
2

adj=.61, F(4,660)=253.92, p<.001. 
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The next dependent variable, Openness was explored for the Follower 

Accountability theory and is described in the following section.  

4.3.4.2 Openness Regression Model 

The total model accounted for 61% of the variance in Openness and this was 

statistically significant [R
2

adj=.61, F(4,660)=260.66, p<.001] as shown in table 35 

below. Self-awareness again was the best predictor in this model (β = .33, p 

< .001) followed by Relational transparency (β = .22, p < .001). The other two 

second-best predictors were Internalised moral perspective (β = .17, p < .001) 

and Balanced processing (β = .17, p < .001). The Tolerance values as shown are 

above 0.1 and VIF values as presented are below 10; thus there was no signs of 

multicollinearity issues for this model. As expected, the variables Self-awareness, 

Internalised moral perspective, Relational transparency and Balanced processing 

were positively associated with Openness, hence supporting the propositions P17, 

P19, P18 and P20 for followers.  

Table 35 Followers’ multi-linear regression model for Openness 

Openness b SE B β P Tolerance VIF 

 

Constant 

Self-awareness 

Balanced processing 

Relational transparency 

Internalised moral 

perspective 

 

23.88 

1.48 

1.07 

1.07 

1.01 

 

2.17 

0.19 

0.27 

0.19 

0.21 

 

 

.33 

.17 

.22 

.17 

 

.000 

.000 

.000 

.000 

.000 

 

 

.33 

.34 

.40 

.46 

 

 

3.07 

2.96 

2.53 

2.18 

 

       

Note, R
2

adj=.61, F(4,660)=260.66, p<.001. 

The last dependent variable, Responsibility, was explored for the Leader 

Accountability theory and is described in the following section.  

4.3.4.3 Responsibility Regression Model 

The model was statistically significant, amounting to 57% of the variance [R
2

adj=.57, 

F(4,660)=221.43, p<.001] as shown in table 36 below. Again self-awareness was 

the best predictor of Responsibility (β = .42, p < .001), followed by Balanced 

processing (β = .17, p < .001), Relational transparency (β = .16, p < .001) and 

Internalised moral perspective (β = .11, p < .001). The Tolerance values as shown 

are above 0.1 and VIF values as presented are below 10; thus there was no signs 

of multicollinearity issues. As proposed, the variables Self-awareness, Balanced 

processing, Relational transparency and Internalised moral perspective were all 
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significantly and positively associated with Responsibility, hence supporting the 

propositions P21, P22, P23 and P24 for followers.    

Table 36 Followers’ multi-linear regression model for Responsibility 

Responsibility b SE B β P Tolerance VIF 

 

Constant 

Self-awareness 

Balanced processing 

Relational transparency 

Internalised moral 

perspective 

 

32.95 

1.77 

1.00 

0.72 

0.60 

 

2.15 

0.19 

0.27 

0.18 

0.21 

 

 

.42 

.17 

.16 

.11 

 

.000 

.000 

.000 

.000 

.004 

 

 

.33 

.34 

.39 

.46 

 

 

3.07 

2.96 

2.53 

2.18 

       

Note, R
2

adj=.57, F(4,660)=221.43, p<.001. 

The objective of the next section is now to report hierarchical regression models 

for all the variables in this investigation.  

4.3.4.4 Hierarchical Regression Models for Followers 

The general theoretical model and the rationale behind the multiple regression 

models have already been explained in section 3.4.4.5 of chapter 3 and section 

4.2.4 of chapter 4. The objective of this section is to provide a series of 

hierarchical regression with switching of the independent and dependent 

variables. A four stage hierarchical regression model was thus conducted with 

answerability as first dependent variable. Self-awareness was entered at stage one; 

balanced processing was entered at stage two; relational transparency was 

entered at third stage and internalised moral perspective at stage four. The same 

process was repeated for switching second dependent variable; openness along 

with the same set of switching independent variables and finally for switching the 

third dependent variable; responsibility  - the same switching process was entered 

for all the independent variables. The hierarchical regression results were 

compared with the multiple-linear regression results to see the model changes 

and report any errors in the model, where applicable.   

The hierarchical regression showed that at Stage one, Self-awareness, accounted 

for 70% of the variance, which was statistically significant [R
2

=.70, 

F(4,691)=410.69, p<.001] as shown in table 37, in dependent variable - 

Answerability. Whereas switching the same variable, Self-awareness in Openness 

explained 72% of the variance, which was also significant [R
2

=.72, 

F(4,693)=436.03, p<.001]. Finally switching the same variable, Self- awareness in 
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the last dependent variable, Responsibility explained 66% of the variance, as 

shown in table 37, which was also significant [R
2

=.66, F(4,695)=334.16, p<.001].  

Introducing the second independent, Balanced Processing at Stage two, 

accounted for 70% of the variance, which was statistically significant [R
2

=.70, 

F(4,691)=410.69, p<.001] as shown in table 37, in dependent variable  - 

Answerability. Whereas switching the same variable, Balanced Processing in 

Openness explained 72% of the variance, which was also significant [R
2

=.72, 

F(4,693)=436.03, p<.001]. Finally switching the same variable, Balanced 

Processing in the last dependent variable, Responsibility explained 66% of the 

variance, as shown in table 37, which was also significant [R
2

=.66, 

F(4,695)=334.16, p<.001]. 

 

Table 37 The hierarchical regression results for the Followers’ data 
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Variables 

 

 

 

Answerability 

 

Openness 

 

Responsibility 

 

 

b 

 

 

SE B 

 

β 

 

P 

 

R
2

 

 

Tole

ranc

e 

 

VIF 

 

b 

 

SE B 

 

β 

 

P 

 

R
2

 

 

Tole

ranc

e 

 

VIF 

 

b 

 

SE B 

 

β 

 

P 

 

R
2

 

 

Tole

ranc

e 

 

VIF 

 

 

Step 1 

   Self-awareness  

 

 

Step 2 

   Self-awareness 

   Balanced 

Processing  

 

Step 3 

   Self-awareness 

   Balanced 

Processing 

   Relational 

Transparency 

 

Step 4 

   Self-awareness 

   Balanced 

Processing 

   Relational 

Transparency 

   Internalised 

Moral Perspective 

 

 

 

 

 

1.8 

 

 

 

 

2.3 

1.0 

 

 

 

 

2.2 

1.4 

 

1.2 

 

 

 

 

2.0 

1.3 

 

1.7 

 

1.2 

 

 

 

.21 

 

 

 

 

.17 

.29 

 

 

 

 

.21 

.29 

 

.19 

 

 

 

 

.22 

.30 

 

.18 

 

.22 

 

 

 

.36 

 

 

 

 

.45 

1.4 

 

 

 

 

.43 

.19 

 

.23 

 

 

 

 

.39 

.17 

 

.32 

 

.18 

 

 

 

.000 

 

 

 

 

.000 

.001 

 

 

 

 

.000 

.000 

 

.000 

 

 

 

 

.000 

.000 

 

.000 

 

.000 

 

 

.70 

 

 

 

 

.70 

 

 

 

 

 

.70 

 

 

 

 

 

 

 

.70 

 

 

 

.25 

 

 

 

 

.38 

.25 

 

 

 

 

.27 

.27 

 

.29 

 

 

 

 

.25 

.26 

 

.38 

 

.35 

 

 

 

4.0 

 

 

 

 

2.6 

3.9 

 

 

 

 

3.9 

3.7 

 

3.4 

 

 

 

 

3.9 

3.8 

 

2.6 

 

2.8 

 

 

1.4 

 

 

 

 

 

1.9 

1.3 

 

 

 

 

1.6 

1.6 

 

.98 

 

 

 

 

1.6 

1.6 

 

1.6 

 

1.4 

 

 

 

 

.19 

 

 

 

 

 

.16 

.28 

 

 

 

 

.19 

.28 

 

.18 

 

 

 

 

.20 

.28 

 

.17 

 

.20 

 

 

.29 

 

 

 

 

 

.42 

.19 

 

 

 

 

.35 

.24 

 

.20 

 

 

 

 

.34 

.24 

 

.32 

 

.24 

 

 

.000 

 

 

 

 

 

.000 

.000 

 

 

 

 

.000 

.000 

 

.000 

 

 

 

 

.000 

.000 

 

.000 

 

.000 

 

 

.72 

 

 

 

 

.72 

 

 

 

 

 

.72 

 

 

 

 

 

 

 

.72 

 

 

.24 

 

 

 

 

 

.38 

.25 

 

 

 

 

.26 

.26 

 

.29 

 

 

 

 

.25 

.26 

 

.38 

 

.35 

 

 

 

 

4.1 

 

 

 

 

 

2.6 

3.9 

 

 

 

 

3.8 

3.8 

 

3.4 

 

 

 

 

3.9 

3.9 

 

2.7 

 

2.9 

 

 

1.6 

 

 

 

 

 

2.2 

1.3 

 

 

 

 

1.8 

1.5 

 

.61 

 

 

 

 

1.8 

1.5 

 

1.0 

 

1.5 

 

 

.20 

 

 

 

 

 

.16 

.28 

 

 

 

 

.19 

.28 

 

.19 

 

 

 

 

.20 

.28 

 

.17 

 

.21 

 

 

 

.37 

 

 

 

 

 

.49 

.20 

 

 

 

 

.40 

.23 

 

.13 

 

 

 

 

.40 

.24 

 

.23 

 

.19 

 

 

.000 

 

 

 

 

 

.000 

.000 

 

 

 

 

.000 

.000 

 

.001 

 

 

 

 

.000 

.000 

 

.000 

 

.000 

 

.66 

 

 

 

 

 

.66 

 

 

 

 

 

.66 

 

 

 

 

 

 

 

.66 

 

 

.25 

 

 

 

 

 

.38 

.26 

 

 

 

 

.26 

.27 

 

.29 

 

 

 

 

.25 

.26 

 

.38 

 

.35 

 

 

4.0 

 

 

 

 

 

2.6 

3.9 

 

 

 

 

3.8 

3.7 

 

3.3 

 

 

 

 

3.9 

3.8 

 

2.6 

 

2.9 

Note, N=695 , p<.001. 
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Adding the next independent variable, Relational Transparency, at stage three, 

accounted for 70% of the variance, which was statistically significant [R
2

=.70, 

F(4,691)=410.69, p<.001] as shown in table 37, in dependent variable  - 

Answerability. Whereas switching the same variable, Relational Transparency in 

Openness explained 72% of the variance, which was also significant [R
2

=.72, 

F(4,693)=436.03, p<.001]. Finally switching the same variable, Relational 

Transparency in the last dependent variable, Responsibility, explained 66% of the 

variance as shown in table 37, which was also significant [R
2

=.66, 

F(4,695)=334.16, p<.001]. 

Finally, the addition of the last independent variable Internalised moral 

perspective, at Stage 4, explained 70% of the variance, which was statistically 

significant [R
2

=.70, F(4,691)=410.69, p<.001] as shown in table 37, in dependent 

variable  - Answerability. Whereas switching the same variable, Internalised moral 

perspective in Openness explained 72% of the variance, which was also significant 

[R
2

=.72, F(4,693)=436.03, p<.001]. Finally switching the same variable, 

Internalised moral perspective in the last dependent variable, Responsibility 

accounted for 66% of the variance, as shown in table 37, which was also 

significant [R
2

=.66, F(4,695)=334.16, p<.001]. 

The Tolerance values as shown are above 0.1 and VIF (variance inflation factor) 

values as presented are below 10; thus there were no signs of multicollinearity 

issues (Field, 2013; Hair et al. 1992) and no measurement errors were reported 

for these models.  

When all the four independent variables were added at Stage four and switched in 

all three dependent variables, self-awareness was the best significant predictor 

for all three Answerability, Responsibility, Openness variables, whereas relational 

transparency was concluded to have the least impact on these variables. 

Comparatively, matching this with the earlier results of the multiple-linear 

regression models shows that generally the results are similar for the followers’ 

datasets confirming the validity and reliability of the findings. For example, as 

already reported in section 4.3.4 that self-awareness was the best predictor in all 

the variables and by further switching the variables within the hierarchical 

regression models confirm the same finding that indeed, self-awareness stands 

out the most power predictor among all the variables in this investigation. 

Furthermore, interrelationships between the variables confirm that by switching 

the variables, there findings are robust and there is no need to further change or 

modify the model based on these regression models.   
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4.4 Exploratory Factor Analysis (EFA) for Leaders and 

Followers  

An EFA on the subject ratings of LAS (Leader Accountability Scale) – Self was 

conducted. The EFA test consisted of Maximum Likelihood Extraction Method 

with Kaiser-Meyer-Olkin (KMO) Measure of Sampling Adequacy and Bartlett’s Test 

of Sphericity. The rotation method for this test consisted of Promax with Kaiser 

Normalization and there was evidence that some of the LAS scale items were 

poorly correlated and were thus eliminated from the analysis. Therefore, LA1, LA4, 

LA5, LA7, LA10, LA11, LA13, LA14, LA15, LA19, LA22, LA25, LA29 and LA30 had 

coefficients of lower than 0.2 threshold and were poorly correlated to other factor 

loading variables – this was expected because of the large sample size. The 

removing of these from the test resulted in the scores for KMO with a value 

of .905, which is greater than the accepted threshold of 0.5 (Field, 2013) and the 

Bartlett’s test was also satisfactory with sig. being .000. The Goodness-of-fit test 

was also satisfactory along with the Factor Correlation Matrix with all three 

factors; 1, 2 and 3 being statistically correlated.   

After rotation other variables of Answerability, Openness and Responsibility had 

significance levels of correlation coefficients and thus were kept – LA2, LA3, LA8, 

LA12, LA16, LA18, LA20, LA21, LA23, LA24, LA26, LA27, LA28, LA9, LA6 and 

LA17 respectively. Of these; items LA26, LA23, LA20, LA28, LA21, LA24, LA27, 

LA16, LA3, LA12, LA6 and LA17 load to Factor 1 – Responsibility. Items LA9, LA2, 

LA8 load to Factor 2 – Openness whereas LA18 load to Factor 3 – Answerability as 

shown in Pattern Matrix, table 40. The Total Variance explained by the factor 

analysis is 50.26%, with the Initial Eigenvalues for the three factors as being 

meaningful as they have Eigenvalues of more than 1 (Field, 2013) – respectively; 

5.6 for Factor 1, 1.37 for Factor 2 and 1.02 for Factor 3 were identified for 

improving the construct.   

Table 38 The Pattern Matrix for all three Leader Accountability Scale factors 

 Factor 

 1 2 3 

la26 .747   

la23 .718   

la20 .693   

la28 .686   

la21 .623   

la24 .606   

la27 .559   
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la16 .554   

la3 .516   

la12 .415   

la6 .408   

la17 .390   

la9  .692  

la2  .594  

la8  .590  

la18   .698 

 

It is interesting to note that because of the large sample size for this research, it 

is possible to have a value of .390 (la17) as acceptable. After establishing the 

final structure of the variables it was essential to determine the reliability of the 

improve construct. Therefore Cronbach’s Alpha was conducted showing 

coefficient value of .867, which was excellent (Field, 2013). The next section of 

this chapter considers the Common Methods Variance approach for both Leaders 

and Followers data.    

4.5 Common Methods Variance (CMV) for Leaders and 

Followers 

Within organizational research, many authors have discussed Common Method 

Variance (CMV) technique. Experts (Meade et al. 2007; Min et al. 2016; Podsakoff 

et al. 2003; Podsakoff et al. 2012; Spector, 2006)  reported that CMV can be a 

problem in self-report measures and this may be because employees do not want 

their employers to find out about their views and therefore the question of bias 

arises (Donaldson and Grant-Vallone, 2002). However, the total variance as 

explained by Leaders dataset (ALQ and LAS) was 28.76% and therefore there was 

no sign of any CMV using Harman’s one-factor test within the context of this 

investigation. Furthermore, the total variance as explained by Followers dataset 

(ALQ and LAS) was 56.93% using Harman’s one-factor test. According to Fuller et 

al. (2016, p. 3197), “if researchers truly find more than 70% CMV across multiple 

constructs, the results signal likely fatal flaws in the research including potential 

problems with construct validity”. As there was no reported variance of more than 

70% in both Leaders’ and Followers’ datasets; thus there was no risk of CMV 

(Fuller et al. 2016). It is interesting to note that, according to Jakobsen and Jensen 

(2015) there is no universally accepted guidance on what percentage of variance 

causes problems in a single-factor test. This ambiguity demands further research 
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to fully understand the impact of method effects in organisational settings 

(Donaldson and Grant-Vallone). Conclusively, the variance as explained by 

Followers (56.93%) support the position of Fuller et al. (p. 3197) that “CMV would 

need to be on the order of 70% or more before substantial concern about inflated 

relationships would arise”. As we have already conducted some of the initial 

statistical testing, the objective of the following sections is to start quantitative 

discussions in more detail. Thus, having reported the results from the Followers’ 

dataset in section 4.3, the focus in the following section is dedicated to the 

representation of the research propositions.   

4.6 Research Propositions  

It has already been mentioned in the previous sections that almost all of the 

research propositions have been verified apart from two of the Leaders’ 

propositions. Therefore to acquire a clear understanding of this, tables 38 and 39 

below show the overall propositions. As shown in table 38, all of the Leaders’ 

propositions were supported with the exceptions of P4 and P12.  

Table 39 Research Propositions for Leaders 

Propositions for Leaders  Supported  

 

P1 Self-awareness is positively related to Answerability 

P2 Balanced processing is positively related to Answerability 

P3 Relational transparency is positively related to Answerability 

P4 Internalised moral perspective is positively related to Answerability 

 

P5 Self-awareness is positively related to Openness 

P6 Balanced processing is positively related to Openness 

P7 Relational transparency is positively related to Openness 

P8 Internalised moral perspective is positively related to Openness 

 

P9 Self-awareness is positively related to Responsibility 

P10 Balanced processing is positively related to Responsibility 

P11 Relational transparency is positively related to Responsibility 

P12 Internalised moral perspective is positively related to Responsibility 

 

 

Yes 

Yes 

Yes 

No 

 

Yes 

Yes 

Yes 

Yes 

 

Yes 

Yes 

Yes 

No 

For the Followers’ results, all of the propositions P13 to P24 were supported by this 

research as already discussed in sections 4.3.4.1 to 4.3.4.3. This verification is 

shown in table 39 below.  

Table 40 Research Propositions for Followers 

Propositions for Followers  Supported  
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P13 Self-awareness is positively related to Answerability 

P14 Balanced processing is positively related to Answerability 

P15 Relational transparency is positively related to Answerability 

P16 Internalised moral perspective is positively related to Answerability 

 

P17 Self-awareness is positively related to Openness 

P18 Balanced processing is positively related to Openness 

P19 Relational transparency is positively related to Openness 

P20 Internalised moral perspective is positively related to Openness 

 

P21 Self-awareness is positively related to Responsibility 

P22 Balanced processing is positively related to Responsibility 

P23 Relational transparency is positively related to Responsibility 

P24 Internalised moral perspective is positively related to Responsibility 

 

 

Yes 

Yes 

Yes 

Yes 

 

Yes 

Yes 

Yes 

Yes 

 

Yes 

Yes 

Yes 

Yes 

Concluding so far, the impact of Authentic Leadership on Leader Accountability 

can be regarded as significantly positive. The discussions surrounding the 

reasons for why these propositions were supported by the results of quantitative 

research are examined in the light of the existing literature in the coming 

sections. Therefore, in the following section, a brief conclusion is presented for 

the Leaders’ and Followers’ quantitative results.  

4.7 Summary for Leaders’ and Followers’ Results 

Certain generalisations can be made at this stage; there were many similarities 

between the Leaders’ and Followers’ findings. As regards the data distribution, 

there was generally a similar distribution of Males and Females with other 

demographic details being analysed such as Working Experience and Age groups. 

The Cronbach’s Alpha coefficients for both Leaders and Followers showed high 

internal consistencies for using the ALQ (Self and Rater) and the LAS (Self and 

Rater) within the context of this research. Using multiple linear regressions for 

each of the DVs, Self-awareness was found to be the single best positive predictor 

for Answerability, Openness and Responsibility for both Leaders and Followers. 

However, for the Leaders’ findings, only Internalised moral perspective was not 

supported within the context of this research. The implications arising from this 

is discussed in the following sections.  

4.8 Quantitative Discussions  

In the following sections, a number of approaches are employed to explain and 

discuss the rationale behind the results for the quantitative phase of this research. 
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The discussion is mainly focused on two areas; the results and their relationship 

with the existing literature and the answering of the research question and 

propositions. The discussion also focuses on how the IVs and DVs impact on the 

theoretical framework of the two leadership theories (AL and LA) within the 

context of this study. Most importantly, a number of contributions to knowledge 

are highlighted where necessary and the discussion also provides a summary of 

the Leaders’ and Followers’ findings. Initially the discussion in the following 

sections relates to Leaders’ Findings.  

4.8.1 Leaders’ Discussions  

Starting with the Leaders’ results, the demographic results support the views of 

Clark et al. (2012), who declared that the majority of the charities operate in 

England, followed by Scotland and then Wales. As shown in table 21, the results 

indicated that, within the sample of this research, most of the charities surveyed 

were actually from England, followed by Scotland and Wales. Furthermore, the 

results showed that the majority of the Leaders sampled were actually from the 

charities which had up to 20 employees, as similar findings were reported by 

Clark et al. Therefore certain conclusions can be drawn at this stage, that within 

the sample surveyed the results showed they are consistent and thus may serve 

as a strong means to make valid inferences about the general charity population 

in the UK.   

As shown in table 21, the majority of the leaders surveyed had taken some sort of 

leadership training in the past, and the majority of them have more than 30 years 

of working experience. Thus it could mean that the results of the study indicate 

that leaders as they have described their own authenticity using the measures 

know how authenticity and actability is actually understood practically, since they 

were the ones who answered and stated how they viewed these constructs. Finally 

the results also showed that there are positively correlated associations between 

the IVs and DVs; therefore certain assumptions can be generally made about the 

similarities of the themes under investigation. The discussion in the following 

sections is related to the answering of propositions developed for leaders within 

the context of this research.   
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4.8.1.1 Self-awareness, Relational transparency, Balanced processing, 

Internalised moral perspective and their impact on Answerability 

(P1, P2, P3, P4) 

A number of important results have been highlighted in the previous sections 

regarding Leaders. Table 25 in section 4.2.4.1 showed the regression models on 

the effects of independent variables self-awareness, relational transparency, 

balanced processing and internalised moral perspective on the dependent 

variable answerability. These results indicated that self-awareness had the most 

significant and statistically strong positive effect on answerability. This suggested 

that within the charity sector, self-awareness can be related to answerability. The 

result of this effect is consistent with the first proposition P1, which confirmed the 

impact of this relationship. Thus, as proposed P1, self-awareness of authentic 

leadership served as the strongest positive predictor of answerability of leader 

accountability. The results also indicated that balanced processing was also 

positively associated with Answerability. Thus, as proposed P2, balanced 

processing of authentic leadership is the positive predictor of answerability of 

leader accountability. The results with respect to the relationship of relational 

transparency and answerability are in tandem with proposition P3 that indicated 

the impact of relational transparency on answerability. This meant that relational 

transparency was significantly and positively related with answerability, within the 

context of this study. However, with the first three variables of authentic 

leadership having a positive impact on the answerability variable of leader 

accountability theory, it was essential to note that the proposition P4 was not 

supported and that internalised moral perspective did not serve as the best 

predictor of answerability. This meant that internalised moral perspective was not 

significantly associated with answerability, within the context of this study.  

This can be related to the general criticism of authentic leadership, as often 

leaders tend to be subjective and hide their true self and thus resulting in being 

inauthentic (Ford and Harding, 2011). This behaviour also impacts the overall 

formulation of the authentic model, and, within the context of this study this may 

suggest that, at times, charity leaders struggle to exercise full self-regulation. As 

verified by this particular result, charity leaders may be guided by followers’ 

actions rather than their own. Ford and Harding, thus maintained that often 

leaders adopt opposite behaviours to the standardised model of authenticity 

because of their subjective preferences, which depends on individuals and 

contexts.  
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It is however important to remain aware that, to the best of the author’s 

knowledge, there has been no study to date that investigates the linkage between 

the constructs of authentic leadership and leader accountability within this 

context. Therefore, one of many contributions of this research is to report new 

findings within the non-profit context, which may offer directions for future 

studies. However, there have been many studies, as already discussed in chapter 

2, where the individual impact of authentic leadership on organisations was 

investigated. Therefore, according to scholars (Spitzmuller and IIies, 2010; Wong 

et al. 2010), authentic leadership and perceptions of it have shown positive 

associations - for example -  between transformational leadership, follower’s 

psychological capital and work climate. These scholars have used authentic 

leadership as a valid measure to note the impact of how leaders behave and work. 

Relating this to current discussion, it can be assumed, that similarly, the results 

from this study can also be related to the constructs of the authentic leadership 

in general. For example, it can be concluded in the light of the current discussion 

that charity leaders have demonstrated that by exhibiting more authentic 

behaviours they become better accountable leaders, as the variables of authentic 

leader are the positive predictors of accountability, only with the exception of 

internalised moral perspective which was not significantly associated with 

answerability. The implications of these results also mean that more charity 

leaders have the active influence of authentic leadership in their personality, 

values and ethics the more they will embrace these, the better they will become at 

taking answerability.  

The concept of answerability is very important as has already been discussed in 

chapter 2, section 2.4.2.2; the non-profits struggle to develop a culture of 

transparency and open answerability (Ebrahim, 2003a). Thus, with the help of the 

results as discussed above, it can be argued that charity leaders can actually 

improve their leadership styles by firstly understanding more about their self-

awareness, as it has been the stronger predictor in this finding and also by 

adopting other authentic behaviours. This will eventually lead to perhaps a better 

consideration of how charity leadership can be further improved within the 

parameters of being answerable to the board, the followers, and to the public in 

general. Therefore one of the most important aspects of this finding is for leaders 

to develop an appreciation for self-awareness in particular (Shamir and Eilam, 

2005) in raising the levels of answerability, as it is the single best predictor.  
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4.8.1.2 Self-awareness, Relational transparency, Balanced processing, 

Internalised moral perspective and their impact on Openness (P5, 

P6, P7, P8) 

Table 26 in section 4.2.4.2 showed the regression model on the effects of self-

awareness, relational transparency, balanced processing and internalised moral 

perspective on openness. The results showed that self-awareness had the most 

significant and statistically strong positive impact on openness. This suggested 

that self-awareness of the leaders was positively related to openness within the 

charity sector. The result of this effect is consistent with the proposition P5, which 

confirmed the impact of this relationship. Thus, as proposed P5, self-awareness of 

authentic leadership served as the strongest single positive predictor of openness 

of leader accountability. This meant that self-awareness was most significantly 

and positively associated with openness.  

This finding may also support the view of Walumbwa et al. (2008) that leaders 

who understand their values, strengths and weaknesses, are those with higher 

levels of self-awareness. Therefore, in light of this, it can be argued that raising 

self-awareness levels in charity leaders can create positive impacts in charities. 

The results also indicated that balanced processing was also positively associated 

with openness. Thus, as proposed P6, balanced processing of authentic leadership 

is the positive predictor of openness of leader accountability. The results with 

respect to the relationship of relational transparency and openness are in tandem 

with proposition P7 that indicated the impact of relational transparency on 

openness. This meant that relational transparency was significantly and positively 

related with openness, within the context of this study. Finally, proposition P8 was 

supported, and internalised moral perspective also served as the best predictor of 

openness. This meant that internalised moral perspective of authentic leadership 

is a positive predictor of openness of leader accountability.  

It is important to know that many of the authentic leadership perceptions are 

noted in the literature as having positively impacted many of the organisational 

values; for instance, Gardner et al. (2005) proposed that balanced processing is 

said to be related with leaders being communicative and engaged in the thought 

process, thus portraying their true feelings to the followers.  

The results from this finding also supported the views of Mazutis and Slawinski 

(2008) that by displaying more transparency the leaders develop a culture of 

openness and honesty. As shown it can be concluded that, by having more 
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transparency, charity leaders can develop a working environment where openness 

in dealing with donors, fundraisers, trustees and other beneficiaries plays an 

encouraging role. A similar stance within the context of this study can be taken to 

support the view that relational transparency is positively related with openness 

in leader’s behaviours P7. Therefore, the more charity leaders try to practice 

higher levels of being transparent, the better they may become at exhibiting 

openness and honesty to others. The significance of the overall impact from the 

research propositions is visible, as leaders positively demonstrate authentic 

behaviours, which thus improves the accountability notions in their charities. 

However the present study provided initial evidence for this relationship within 

the charity sector. 

4.8.1.3 Self-awareness, Relational transparency, Balanced processing, 

Internalised moral perspective and their impact on Responsibility 

(P9, P10, P11, P12) 

The regression model as shown in table 27, section 4.2.4.3 provided a strong 

indication of the positive relationships between self-awareness, relational 

transparency, balanced processing and internalised moral perspective on 

responsibility. The results showed that self-awareness had the most significant 

and statistically strong positive impact on responsibility. The result of this effect 

is consistent with the proposition P9, which confirmed the impact of this 

relationship. This meant that self-awareness is said to be related to non-profit 

leader’s responsibility. The results also indicated that balanced processing was 

positively associated with responsibility; thus, as proposed P10, authentic 

leadership is related to responsibility in leader accountability. The findings with 

respect to the constructs of relational transparency and responsibility are in 

tandem with proposition P11 that predicted their positive association. This meant 

that relational transparency was significantly and positively related with 

responsibility for leaders. However, with the first three variables of authentic 

leadership having a positive impact on the responsibility variable of leader 

accountability theory, it was essential to note that the proposition P12 was not 

supported and that internalised moral perspective did not serve as the best 

predictor of responsibility. This meant that internalised moral perspective was not 

significantly associated with responsibility, within the context of this study.  

This means that according to the discussion so far, neither P4 nor P12, is verified 

by this research, which supports the views of Ford and Harding (2011) that 

indeed sometimes leaders do act in inauthentic ways, and in their view this is 
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because of the intersubjective values of the individuals, which they cannot 

overcome in the organisational context. According to Northouse (2010) 

internalised moral perspective is a self-regulatory process where leaders examine 

their inner morals and act accordingly rather than being influenced by others. 

One of the implications arising from these propositions P4 and P12, could be that 

leaders are increasingly faced with external pressures from board members 

(Ospina et al. 2002) and perhaps this may be one of many reasons why charity 

leaders are not internalising their ethics and thus may not be behaving 

accordingly because of the complexities arising from the board members. This is 

one of the problematic areas within the non-profit leadership literature, and 

scholars such as McCambridge (2004) argued that it must be studied from many 

dimensions. It is also important to note that leaders were judging internalised 

moral perspectives based on their viewpoint, thus comparatively, the same 

proposition P24 is supported, as followers’ results showed that their leaders do 

have high levels of internalised moral perspectives and this relation with 

responsibility in that regard is positive, as discussed in the following sections. 

Within the literature it has been argued that it is the responsibility of the non-

profit leaders to acknowledge the importance of improving the non-profit 

organisational effectiveness (NPOE), which remains one of the major challenges to 

the sector (Balser and McClusky, 2005; Papadimitriou, 2007). Relating this to the 

current results, it can be assumed that with more charity leaders embracing the 

values of being authentic and accountable, this can actually improve the leader’s 

responsibility, in becoming better at performing charity activities.  

Therefore it is concluded that in order to raise the importance of responsibility 

which is connected to the important notion of NPOE, it is hoped that one way to 

achieve this within the context of this study is to acknowledge the ways in which 

authentic behaviours can make a difference. Another important problem 

discussed within the general body of the non-profit leadership research is the 

problem of strategic planning and its relationship with governance and board 

issues (Kearns and Scarpino, 1996). This can be related to the fact that non-profit 

leaders often struggle to provide the necessary strategic forecast to the boards. 

This, however, imposes demands on the structure of the charities as not all are 

answerable to the board in their daily running.  

The results of this study revealed new factors connected with the notion of 

responsibility which can provide new dimensions of being more responsible as 

charity leaders. For example, within the reviewed literature, no such relationships 
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have been identified that incorporate the constructs of authentic leadership and 

leader accountability using the scales (ALQ and LAS) within the non-profit sector, 

and specifically in the UK. Therefore, with the important findings revealing new 

ways of engaging in being responsible, it can be argued that better leadership 

can be achieved and through this, the problems of strategic planning and board 

governance can be highlighted and addressed.  

It is also important to understand how the valid measures of ALQ (Self) and LAS 

(Self) have showed high internal consistency within the context of this research. 

The ALQ (Self) measured four IVs and as the Cronbach’s alpha coefficients 

showed high internal reliability. There have been calls made to further 

operationalise and apply this measure in different contexts and organisational 

settings so that the ALQ can be developed (Gardner et al. 2011; Williams et al. 

2012). Thus, by implementing the same tools in this research, it can be seen how 

strongly the theory of authentic leadership is practiced in non-profit leadership, 

and its relations with leader accountability is established. It is also hoped that the 

important relationships emerging from this research can offer new ways of how 

ALQ can be used effectively within the non-profit sector elsewhere such as in the 

Middle East, where the cultural differences may reveal new insights.  

According to the author’s understanding, there has been no research which 

examines this construct in the UK charity setting using such a large sample size. 

Similarly, LAS (Self) has also served as a valid measure within the scope of this 

investigation. It was also the first time, that this measure and its scale items were 

developed using LAS (Rater) and operationalised. Again, using the current sample 

of leaders, the scale proved to be a valid measure in determining the three-factor 

theory of accountability within the non-profit arena, showing high internal 

reliability. Therefore, the application of LAS (Self) in a new context supports the 

development of Wood and Winston’s (2007), theory.  

4.8.1.4 Summary of the Leaders’ Discussion 

An interesting factor to note is that in all three of the multiple linear regressions 

for answerability, openness and responsibility, self-awareness can be identified as 

having the most positive associated relationship, followed by others. Thus it 

could be argued that there was strong evidence to conclude that perhaps self-

awareness can be classified as having the main embedded feature rooted within 

the personality of charity leaders surveyed. The importance of true self and its 

relationship to authentic leadership is posited by Ladkin and Taylor (2010), who 
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agreed that in order to examine the inner dimensions of one’s personality, 

leaders must gain self-exposure. The Leaders’ results of this investigation also 

provided initial empirical support for the positive impact of Authentic Leadership 

on Leader Accountability. These results within the scope of current study 

indicated that there are strong predictive relationships, as all the propositions 

developed for leaders were supported with the exceptions of P4 and P12. Generally, 

the results highlighted the positive correlations among the IVs and DVs. The ALQ 

and LAS scales were used and shown to have high internal consistency for this 

research.  

4.8.2 Followers’ Discussions  

The demographic results of the followers also supported the views of Clark et al. 

(2012), who declared that majority of the charities were located in England, 

followed by Scotland and then Wales. As shown in table 30 in section 4.3.1, the 

results indicated that most of the charities surveyed were actually from England, 

followed by Scotland and Wales. There may also be further reasons such as the 

population characteristics, which implies that there should be more charities in 

England than, for example, in Wales, as not only is the England population 

greater but so is the impact of  workforce and resources, as shown in chapter 2, 

section 2.1.4.1. The results showed that the majority of the followers sampled 

were actually from the charities which had up to 20 employees; similar findings 

were reported by Clark et al.  

Finally, as shown in table 30, the majority of the followers were skilled with more 

than 30 years of working experience. Finally the results also showed that there 

are positively correlated associations between the IVs and DVs for followers and 

therefore certain assumptions can generally be made about their similarities. The 

discussion in the following sections is related to the answering of propositions 

developed for followers within the context of this research.   

4.8.2.1 Self-awareness, Relational transparency, Balanced processing, 

Internalised moral perspective and their impact on Answerability 

(P13, P14, P15, P16) 

Table 34 in section 4.3.4.1 showed the regression model on the effects of self-

awareness, relational transparency, balanced processing and internalised moral 

perspective on answerability. The results showed that self-awareness had the 

most significant and statistically strong positive impact on answerability. This 
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suggested that self-awareness of the leaders was positively related to 

answerability from the followers’ perspective. The result of this effect is 

consistent with the proposition P13, which predicted the impact of this relationship. 

Therefore, as proposed, self-awareness served as the strongest single positive 

predictor of answerability. The results also indicated that balanced processing 

was positively associated with answerability. Thus as proposed P14, authentic 

leadership was the positive predictor of leader accountability using the two 

variables. The findings with respect to the relationship of relational transparency 

are in tandem with proposition P15 that indicated the impact of this on 

answerability. This meant that relational transparency was significantly and 

positively related with answerability, within the context of this study.  

Finally, proposition P16 was supported and internalised moral perspective also 

served as the best predictor of answerability. These results generally showed that 

based on the perception of followers, self-awareness, balanced processing, 

relational transparency and internalised moral perspective all positively impact 

the answerability of the leader. So if a charity leader is showing higher levels of 

these variables, it may be suggested that a strong relationship exists in 

developing further the answerability aspects in terms of acknowledging their 

actions, mistakes and decisions to the followers and board.  

Recently, Smith (2012) called for more research to understand the answerability 

factors of leaders in a broader context, thus the results of this finding support 

this position and it can be rightly concluded that further factors of AL have been 

explored within this research, which could open doors for new areas of concern 

in answerability studies.   

According to Wood and Winston (2007), the answerable leader is the one who 

may be called to explain and justify reasons for their actions and decisions. 

Therefore, with the current findings, valid conclusions can be drawn. It can be 

assumed that the leader being called to answer for their actions and decisions 

may be in a better position if they already had adopted certain elements of 

authentic leadership, which would help them to become more effective. Also it 

was mentioned above that non-profit governance and board play a critical role in 

developing leadership. With the growing problems of non-profit governance, 

leadership and the board-staff relationships (Ostrower and Stone, 2010), it is 

crucial to make further implications as regards to this research. In order to ease 

some of these issues, leaders’ findings showed that developing higher levels of 

relational transparency is linked with answerability; thus the leaders who embrace 
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these values are the ones who may influence the board-staff relations in a positive 

way. Furthermore, issues related to non-profit organisational effectiveness were 

earlier identified in chapter 2 and they mostly related to the poor 

communications between non-profit leaders and followers (Herman and Renz, 

2008). Thus, in the light of current results, it can be reasoned that some 

problems may have an answer in this research. As self-awareness so far has been 

the best single positive predictor in all discussions, it can be reasonably 

concluded that raising self-awareness can actually help leaders to understand 

their strengths and weaknesses as regards to how they interact with followers. 

The results have already shown that self-awareness is a positive trait needed in 

many activities of being accountable such as being answerable, responsible and 

open.   

4.8.2.2 Self-awareness, Relational transparency, Balanced processing, 

Internalised moral perspective and their impact on Openness (P17, 

P18, P19, P20) 

Table 35 in section 4.3.4.2 showed the regression model on the effects of self-

awareness, relational transparency, balanced processing and internalised moral 

perspective on openness. The results showed that self-awareness, again as 

previously discussed, had the most significant and statistically strong positive 

impact on openness. This suggested that self-awareness of the leaders was 

positively related to openness within the charity sector in the perceptions of their 

followers. The result of this effect is consistent with the proposition P17, which 

predicted the impact of this relationship. Thus, as proposed P17, self-awareness of 

authentic leadership served as the strongest single positive predictor of openness 

in leader accountability. This meant that self-awareness was most significant and 

positively associated with openness. Thus, as proposed P18, balanced processing 

of authentic leadership is also the positive predictor of openness of leader 

accountability.  

The findings with respect to the relationship of relational transparency and 

openness are in tandem with proposition P19 that indicated the impact of 

relational transparency on openness. Finally, proposition P20 was also supported 

and internalised moral perspective served as the best predictor of openness. This 

meant that internalised moral perspective of authentic leadership is the positive 

predictor of openness of leader accountability.  
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These results suggest that while all variables as supported by the relevant 

propositions impact on openness, self-awareness is a better predictor of revealing 

how charity leaders display openness in their charities. Therefore from the 

perspectives of followers, the interrelationships between self-awareness and 

openness were apparent. The results of this finding can be related in one sense 

to what Moss et al. (2007) had already investigated, meaning that they examined 

the positive associated relationships between transformational leadership, 

openness and organisational commitment. They found that transformational 

leadership can actually help to increase the levels of openness and being more 

committed. Similarly the leaders’ results showed that self-accountability is 

associated with adopting more authentic behaviours in charities; thus it can also 

inspire followers to become more committed because of the strong accountable 

leadership.  

4.8.2.3 Self-awareness, Relational transparency, Balanced processing, 

Internalised moral perspective and their impact on Responsibility 

(P21, P22, P23, P24) 

Table 36 in section 4.3.4.3 showed the regression model on the effects of self-

awareness, relational transparency, balanced processing and internalised moral 

perspective on responsibility. The results showed that self-awareness had the 

most significant and statistically strong positive impact on responsibility. The 

result of this effect is consistent with the proposition P21, which predicted the 

impact of this relationship. The results also indicated that balanced processing 

was also positively associated with responsibility. Thus as proposed P22, balanced 

processing of authentic leadership is the positive predictor of responsibility of 

leader accountability.  

The results with respect to the relationship of relational transparency and 

responsibility are in tandem with proposition P23 that indicated the impact of 

relational transparency on responsibility. This meant that relational transparency 

was significantly and positively related with responsibility, within the context of 

this study. Finally, proposition P24 was supported and internalised moral 

perspective also served as the best predictor of responsibility. This meant that 

internalised moral perspective of authentic leadership is the positive predictor of 

responsibility of leader accountability. The results from this finding suggested 

that followers viewed all four variables as being important in relating the 

understanding of being a responsible charity leader. In their view, their leaders 

must be able to show greater levels of self-awareness, balanced processing, 
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relational transparency and internalised moral perspective in order to know what 

responsibility consists of based on their perceptions.  

There have been many studies which investigated the impact of authentic 

leadership from a follower’s perspective; for example Peterson et al. (2012) 

examined the relationship between authentic leadership and follower job 

performance. Also Laschinger et al.’s (2012) research showed how important it 

was for nurses to perceive their leaders as showing more authentic leadership 

behaviours in health-care organisations. Thus, within the growing body of 

literature, it is assumed that authentic leadership is being studied from the 

followers’ perceptions of how they understand and view authenticity from their 

perspectives. Hence taking into consideration the importance of the followers’ 

relationship with authentic leadership, it is assumed from the findings of 

followers that they strongly acknowledge the extent to which their leaders reveal 

authentic and accountable leadership qualities. This may also imply that followers 

may be willing to work more closely with leaders who are true, honest and 

authentic in communicating and fostering the growth of the followers.  

4.8.2.4 Hierarchical Regressions for Leaders and Followers  

Kaur and Arora (2015, p. 43) stated that “endogeneity is born in some static 

models due to the results of omitted variables, measurement errors, auto 

correlated errors” and within the context of this research, there were no omitted 

variables, measurement errors or auto correlated errors and thus there were no 

signs for endogeneity reported in any of the hierarchical regression models as 

already discussed in sections 4.2.4.4 and 4.3.4.4. Likewise, Terza et al. (2008) 

discussed that endogeneity generally occurs because of “errors in regression 

covariates” (p. 531), which this investigation did not have, therefore it further 

reiterates the fact that the regression results and all the data analysed within the 

context of this non-profit research is sound and no further modifications can be 

made to the research model.  

While discussing regression models and endogenous regressors,  Abrevaya et al. 

(2010), declared that usually the problem of endogeneity is common in 

econometric models and as the model of this particular research was not based 

on any econometric model, thus there was no such sign for any endogeneity. 

Many experts such as (Castineira and Nunes, 1999; Kaur and Arora, 2015; Terza 

et al. 2008) also support the similar position that in various economic and health 

economic models there are usually signs of endogeneity due to the nature of the 
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data. Furthermore, Abrevaya et al. and Kaur and Arora argue that within 

endogenous regressions, there are usually latent, lagged, continuous, exogenous 

and discrete covariates; which this research did not have nor aimed to test, as it 

has been already discussed that there were a set of fixed independent and 

dependent variables (taken from the literature) and the research only proposed to 

see the effect of each other – which these hierarchical regressions and multiple-

linear regressions have precisely achieved.   

4.8.2.5 Summary of the Followers’ Discussion 

So far it has been discussed that these findings offer new insights to the 

constructs of two leadership theories under investigation. The results of the 

Followers revealed that all the propositions for this research were supported; the 

results were consistent with the theoretical predictions thereby answering the 

main research question that there is a significant positive impact of Authentic 

Leadership on Leader Accountability. Therefore, followers identified that those 

leaders who exhibit more authentic and accountable behaviours lead to more 

effective charity leadership. Also, from the perceptions of the followers, the 

primacy of self-awareness can be regarded as having the strongest positive 

impact on all three leader accountability dimensions - answerability, openness 

and responsibility. This finding is similar to what has already been discussed in 

the leaders’ results that self-awareness was identified as having the most 

profound impact of the three factor leader accountability.  

 

This completes the results and discussions of phase one of this research, the 

quantitative study. The following chapter is dedicated to phase two of this 

research, the qualitative study, where relevant findings and discussions are 

presented. 
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Chapter 5:  Qualitative Phase 2 

In the previous chapter the results and discussions from the quantitative phase of 

this research were presented. The objective of this chapter is to first present the 

findings from the semi-structured interviews for all three leaders followed by the 

relevant discussion. The same style is also adopted for the reporting of the 

findings from the interviews with the followers. It is important to understand that 

while the previous chapter presented the discussions after the results, the format 

is changed for this chapter as the discussions are provided along with the 

findings for both leaders and followers. At the end of this chapter a collective 

summary is provided for the quantitative and qualitative discussions followed by 

the merging of the two sets of data to make generalisations.  

5.1 Leaders’ Findings and Discussions 

In the following sections, the findings from the semi-structured interviews for 

leaders are provided followed by relevant discussions. The process of how the 

thematic analysis was achieved is already explained in chapter 3, section 3.5.4. 

Once the themes emerging from the findings are reported, the relevant 

discussions follow, thereby answering the main research question and the 

propositions developed in the light of the reviewed literature.  

5.1.1 Sample characteristics for Leaders 

In total, three leaders were interviewed from three different non-profit 

organisations. They represented senior leadership roles; for example Leader A 

(female); was the Chief Executive, Leader B (female) was the Direct Marketing 

Officer; and Leader C (Male) was an Executive Director. The three non-profits were 

operating internationally from London. All leaders confirmed they had previous 

leadership experience and interacted with followers at all levels of their charity 

work.  As already discussed in chapter 3, section 3.5.2.1, a minimum sample size 

of 12 participants was required and therefore having 15 participants in total, this 

research effectively had an excellent response rate for the interviews.  
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5.1.2 Being mindful and conscious 

All three Leaders of the charities interviewed were reasonably aware of their 

strengths and weaknesses and placed experience as being a key factor in forming 

that awareness. It appears that as leaders of these charities three interviewees 

were drawing on their lifelong learning and experience as key determinants when 

disclosing strengths and weaknesses. Thus, because the charity leaders had the 

most experience, they were mostly held responsible for the overall running of the 

charity.  It was also clear that leaders were constantly analysing their own 

personality in the light of their own and followers’ actions. When asked about 

how they view their strengths, Leader A responded with 

 ‘leadership skills, transparency, openness, sharing with staff whatever goes on’  

as being the major factors in strengthening the self-awareness levels. Leader A 

was particularly of the view that 

 ‘having worked in the sector for a very long time..’  

experience is a vital element that affects how leadership is executed in their 

charity and what style to adopt in certain situations. When asked about their 

weaknesses, Leader A responded that 

 ‘I tend to gallop…not necessarily taking into account that everybody else has got 

their specific targets whilst pressures are on..’.  

However, Leader A placed ‘listening’ as a key ability in order to reach any decision 

and to overcome the leadership weaknesses. Being aware of both strengths and 

weaknesses, Leader A can be described as exhibiting behaviours associated with 

effective leadership. Leader A was also interested in explaining how the 

experience factor was crucial for being more responsible for leading their charity. 

It appeared that self-reflection was the main strength for Leader B, who asserted,  

‘I think I am reasonably aware because I have had the time to really reflect on 

that…’. 

However as being an outspoken leader, the respondent concluded that their 

‘directness…’ was one of many weaknesses. Leader B was, however, a thoughtful 

person who acknowledged that being in an experienced leadership role, ‘one 

should be calmer’. It seemed that Leader B had a balanced view of her leadership 

skills and was constantly reflecting on her strengths and weaknesses.  
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Leader C was clearly more concerned about the followers’ reactions and 

responded keeping them in mind, as being an ‘open and straightforward’ 

experienced leader, sometimes being ‘not the greatest time manager’ and not 

putting ‘strict enough deadlines on members of my team’ tended to cause 

problems when dealing with followers. Leader C, it seemed, was more critical of 

his weaknesses as a leader and was quite honest in describing how these 

impacted on the charity’s followers. Thus it can be concluded that nearly all the 

leaders interviewed were aware of their strengths and weaknesses, acknowledged 

how experience helped them to be more responsible, and explained how these 

impact followers in many ways.  

5.1.3 Self-control/ knowledgeable 

All three leaders interviewed had similar views on how to deal with suggestions 

and opinions from followers, how to respond when they differ, and how to 

analyse information before making a decision. The responses below demonstrate 

how leaders portrayed the use of a self-regulatory process. Leader A for example 

said, 

‘I’m an opinionated person, I’ve been around for a long time, I’ve done the type of 

work that I do here for a long time. I try and find reasons as to why not, but at 

the same time I am also quite confident to say ‘no, it’s not going to happen’, and 

people might find that quite abrupt from time to time…’. 

It seemed that Leader A liked to listen to opinions from followers but would then 

take a personal stand on how a final decision is taken. Leader A also placed 

experience as the main cause in determining how the opinions from followers are 

considered. Experience has also helped Leader A to become a confident, 

responsible and outspoken leader, that was reflected throughout the interview as 

demonstrated in later sections of the findings.  

Leader B, however, took an open-minded strategy in addressing the followers’ 

suggestions and emphasised the fact that experience, knowledge and skills 

shaped followers’ opinions.  

‘I really embrace them, and it’s something that I really like, and this I think is 

something that I learnt when I was working for another voluntary organisation 

abroad where we were working with our hierarchy’.  
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For Leader B, the exchange of knowledge resulting in new ways of engaging 

charitable activities is important as she reflected: 

‘For example, I have started working with some of our interns and there are 

specific criteria and I’m looking into these for them to have. For example the fact 

that they are younger and they might be more knowledgeable of specific 

technologies that I might not be aware of’.  

For Leader C, however it was a concern because not many suggestions and 

opinions were given by the followers. For this Leader C employed a strategy to 

motivate them: 

‘I encourage them. I don’t get nearly enough from my team’.  

One of many possible reasons why this was happening in their charity was 

because of the cultural diversity of the followers, as reflected when he said, 

‘We have about 2000 staff and the vast majority are from communities and 

countries where we carry out work, so rural Afghanistan, or rural Sri Lanka or 

Somalia or wherever it is’.  

After encouraging followers to give suggestions, when asked about how they 

responded if the views given differ, Leader C replied 

‘Like I say, I don’t have dissent as often as I would like to. Well I encourage it’.  

Again, reassurance and motivation were the main factors supporting Leader C. 

However a possible sign of self-regulation was reflected when Leader C later on 

said, 

‘I would like to think that I rarely impose my own view unilaterally on the 

organisation, and will instead will source opinion and measure that and think 

about the different views that I’ve heard before, coming up with a decision 

myself’.  

Thus it appears all three leaders were exercising various leadership skills to 

motivate, communicate and put strategic plans in place to engage with followers. 

When the leaders were asked about analysing the relevant information before 

making a decision, Leader A responded putting the time factor as a decisive. 

‘That all depends in this organisation; it depends very much on time available’.  

Leader A was quick to criticise one of the followers,  
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‘So in other words, if somebody who has come out of uni and does fundraising for 

10 months and, you know, tells me that they know better than me, I might not 

analyse that opinion very greatly…’. 

Perhaps this suggested that the experience factor of the leader, as a sign of 

stronger self-confidence, was reflected. Leader B also demonstrated a similar view, 

by bringing in previous experience, 

‘It’s part of my work in itself and I think part of my background’.  

Leader C however had a more consultative, forward-thinking and open approach 

to analysing information before making a decision. Leader C was clearly more 

interested in propagating a  

‘recommendation for discussion..’  

attitude to attract collective follower feedback. Hence a common theme emerging 

from these findings was identified as being a self-regulatory process of exerting 

self-control/ knowledge whereby leaders also exercise the use of their internal 

morals to guide their communication with followers and to analyse information 

objectively before making a decision. It also shows how leaders engage in 

strategic ways to interact with their followers, to get the message across for 

example as already discussed by emphasising their previous experience of 

working in the charity sector. The findings also indicate how the leaders overall 

take the responsibility of leading their charities by interacting with followers at all 

levels, from individual to group. The self-control also helps the leaders to making 

strategic planning possible; this in turn impacts the overall strategic direction of 

the charities.   

5.1.4 Discussion  

All three non-profit leaders acknowledged having the knowledge of their selves in 

terms of what their strengths and weaknesses are, thus ‘being mindful and 

conscious’ and ‘self-control/ knowledge’ were the resulting themes in this regard. 

The discussion in the present section relates to these themes. These findings 

supported the ideas advocated by Northouse (2010), who explained how 

knowledge of the self of leader is actually called the ‘self-awareness’, which 

differentiates them from being an inauthentic leader. Not surprisingly the non-

profit leaders who agreed to having the knowledge of self were the ones who 

were showing higher levels of self-control in their leadership. This meant that the 



 

185 

non-profit leaders were knowledgeable enough in their views with respect to how 

they understood their positive and negative traits.  

 

Self-awareness in relation to authentic leadership is described in the literature as 

having knowledge about the strengths and weaknesses as being a leader, 

understanding self-exposure, and developing self-refection  (Gardner et al. 2005; 

Shamir and Eilam, 2005; Walumbwa et al. 2010; Wong et al. 2010). These 

scholars asserted how self-awareness forms one of the key components of 

authentic leadership. One of the main features which non-profit leaders cited in 

forming self-awareness was the experience as shown in the findings. They 

identified how their previous working experience in the charity sector has shaped 

their opinions, decisions and responsibilities.  It seemed that non-profit leaders 

placed great importance in the experience factor which is one of the main 

dividing lines between leaders and followers. Perhaps it was one of the 

implications of interviewing only three leaders; all of three happened to be in 

experienced positions within their respective charities which could be the reason 

why they thought - as senior members of the charity - they were the only skilled 

experts.  

 

The non-profit leader findings also show how they were using reactions as a part 

of the self-reflection process which sometimes proved a weakness and sometimes 

a strength for the leader. This is in line with what Ilies et al. (2005) proposed; that 

self-awareness is a developmental process, where leaders analyse their 

personality according their own understanding. It can be assumed from the 

leaders’ findings that leaders think that because they are well aware of their 

strengths and weaknesses; they are in a better position to lead their respective 

charities. This also shows the motivations of the non-profit leaders who can be 

classified as self-regulated persons within the scope of the present findings. Thus, 

as discussed so far, the link between the ‘being mindful and conscious’ and self-

awareness in the literature  and within the context of this study can be drawn.    

 

The non-profit leader’s ‘self-control/knowledgeable’ findings was actually the 

ability to intake the complexities of the charity’s information ranging from daily 

work to raising funds, hiring new staff to dealing with donors. This resulted in the 

majority of the leaders knowing what it was they required from their followers. 

This also meant they had to regulate self-control over their own selves to 

understand the information needs of their followers and how to respond 
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accordingly. Thus, leaders appreciated how they behaved differently according to 

the situation they were in. This also reflected the challenging environment of the 

charities where there was a higher demand for dedication and commitment to the 

non-profit cause.  

 

Subsequently, the main finding ‘self-control/knowledge’ can be related to how 

Walumbwa et al. (2010) and Wong et al. (2010) actually described the ‘balanced 

processing’ element of the authentic leadership. They argued it is the leader’s 

responsibility to objectively analyse all the relevant information and at the same 

time clearly understand the followers’ viewpoints and then make the required 

decision. The non-profit leaders’ findings not only showed how they process the 

information but also the value they placed on acknowledging followers’ needs 

given the limited time and resources charities have. From the findings, it emerged 

that leaders were interested in fully knowing how their followers viewed their 

decisions. They wanted to know what their followers think of their leadership 

capabilities; therefore, listening to their requests during the team meetings, and 

encouraging them to propose new and innovative ideas for example, to raise 

funds to launch new campaigns was very important.  

 

The non-profit leaders also showed the importance of motivating their followers 

to improve their charity working environment. It seemed that non-profit leaders 

were interested in working closely with their followers in order to reach decisions 

about many affairs of the charities in analysing information and data at all levels. 

Thus ‘balanced processing’ and its relationship with the key finding ‘self-control/ 

knowledge’ can be described as leaders having the right knowledge about the 

information requirements of the followers regarding their charitable work and 

making decisions in the manner best suited to them.  

5.1.5 Being a role model 

When discussing how what they say matched with what they do, being a role 

model was the emerging theme resulting from the main findings. ‘Role model’ 

can be defined in this context as when leaders try to set perfect examples to their 

followers, where communications and interactions between them are regular. This 

also meant that leaders had taken open, clear and firm approaches to their 

leadership behaviours; this was clear throughout the discussions. This was 

particularly true for Leaders A and C; however not so for Leader B, who struggled 
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to set a good example in many ways which is explored later. Leader A responded 

by setting a simple approach; she was 

‘quite straight to the point’  

where clear instructions were made and a process agreed was followed. This 

enabled Leader A to successfully interact with the followers in a transparent way 

thus setting a good example. Furthermore, Leader A explained that 

‘That’s why I said at the beginning, that’s what I’ve done, that’s how the whole 

process is followed, exactly what we’ve agreed on at the beginning.’ 

It seems that Leader A is fully aware that she needs to make the whole process 

clear for everyone to agree to and follow. Once all the arrangements have been 

made, Leader A expects followers to act accordingly.  

Leader B was struggling in the charity to set a clear example to be followed 

possibly because of her unbalanced attitude, as confirmed when asked to explain 

further:  

‘Yes I think I could be better than that. In terms of when…I don’t know, the way 

they perceive, especially your managers as being the examples that you follow 

sometimes. I can maybe come even into a situation where I get quite pally with 

my …with the interns. So many things even about my private life might come out 

that maybe shouldn’t do’.  

It seems Leader B was aware of the problem with her leadership style, and it may 

be related to her weakness of being a direct person, as she has already 

acknowledged it. Leader B’s attitude towards the followers may not represent one 

of the best ways to be followed and it seemed appropriate that the behaviour was 

not consistent enough for followers to build the important element of setting an 

example, which plays a crucial role in followership. Furthermore, perhaps 

personal integrity plays an important role in shaping Leader B’s leading by 

example, as  

‘like today I got in really stressed because I had a terrible journey and it just 

came out and I was like, ‘sorry’…you know there’s no containment of the emotion 

outside which I think should be done for them to really look at you as a leader’.  

Thus, Leader B’s attitude can be regarded as not setting an example of a role 

model, where the Leader is struggling to set a good example. It appears that 

Leader B does want to make a good impact and thus perhaps in the future, would 
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actually end up being a role model for followers in their respective charity.  

Leader C’s attitude, on the other hand, was of more of an encouragement, as 

confirmed 

’I encourage them…’ 

This attitude was particularly reflected when Leader C stated, 

‘…it’s also creating an environment that I guess encourages open communication, 

transparency…’ 

It seems that Leader C was setting good examples in many ways for followers to 

work effectively. The constant appraisal of being encouraging from a leader’s side 

is always welcoming for followers where they appreciate their leader’s example 

and thus may create a transformational working culture within the charity. The 

findings also indicated how important it was for the leaders to be more open and 

transparent in their approach, so followers can easily try to follow them. 

5.1.6 Discussion 

One of the main findings that emerged from the leaders’ interviews was the 

ability of ‘being a role model’ as interpreted in the previous section. The leaders 

were of the opinion that working in the charities environment leaders have to 

show commitment, loyalty, and dedication to the mission of the charity. This 

helped to build the image of the leader and in turn supported the followers’ 

perception of an effective leader, and they look up to them as being the ones to 

imitate. Leaders agreed how on a regular basis they have to set perfect examples; 

this meant they have to act according to what they preach. For example, leaders’ 

findings supported the fact that first they had to ensure that they have carried out 

the right communication, made themselves clear over what is actually expected 

and then acted according to what they have told followers to do, thus reflecting 

one’s true actions. This important finding can actually be linked with ‘relational 

transparency’ of the authentic leader, which stated that leaders have to be honest, 

genuine and true in order to lead followers with perfect examples (Northouse, 

2010; IIies et al. 2005; Walumbwa et al. 2010). It is also interesting to note how 

the general description of relational transparency of these scholars tends to fit 

within the context of non-profit leaders. In order to exhibit relational 

transparency, the authentic leaders have to be truthful in their relationships with 

followers; this entails also ensuring clear communication.  
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The leaders’ findings showed how they were interested in effectively 

communicating with followers, for example, during team meetings to general 

talks while having breaks; all counted to the formation of the communication 

pillar. The most important feature coming from these communications was the 

ability of the leader to portray them as honest and transparent. This actually 

gained the followers’ trust, which helped them to view their charity leader as a 

perfect example to follow. This finding also supported the view of Gardner et al. 

(2005) who concurred that positive role modelling is essential for authentic 

leaders to foster follower development in terms of building more confidence and 

hope. Therefore, within the context of the present study, this is one of the most 

important characteristics of being a non-profit leader with exhibiting more 

positive modelling.  

5.1.7 Self-accountability 

All three leaders took serious and personal responsibility for their decisions. Thus 

an emerging theme of self-accountability was apparent when talking about how 

their actions are reviewed.  Leader A was fully aware that all the key business 

decisions made so far while in the role was her sole responsibility although these 

were undertaken following consultations  with the Board Members.  

‘You know, hard decisions needed to be made, I made those decisions. I did 

consult with my Board because clearly this is not something that I can just pluck 

out of the air when I’ve been in here six weeks. But you know, and I take 

responsibility for that..’ 

Leader A’s concern was of taking on Board Members’ views. This reflects the 

complex nature of the environment in which the charities survive due to the way 

they are structured, the Board plays a significant role in shaping up the charity’s 

present and future strategy. It was interesting to note how after taking into 

consideration the views of the Board Members, Leader A was quick to admit her 

responsibility for the overall final decision taken from the followers’ perspective. 

Leader A was thus communicative and persistent on the choices made and solely 

acknowledged full responsibility. This shows the self-confidence of the leader 

even though at the time of the study she had only held her current post for just 

six weeks. As Leader A was new, dismissals of the previous team members were 

made 



 

190 

‘I mean there have been a lot of difficult decisions here. I’ve had to make half the 

team redundant when I first came in here, and of course I take responsibility for 

that’. 

What is astonishing about all those actions is that Leader A was admitting wholly 

to all the decisions made. This shows the confidence of Leader A, who has 

perhaps been through different situations in the past where she had to make 

important decisions and stood by the consequences because of being in the 

powerful leadership role. It also highlights the experience factor of Leader A, as 

she had been in the charity sector for over 40 years doing fundraising, 

‘…as I’ve done fundraising for the last 40 years…’ 

Leader B also admitted being a responsible leader, where clear instructions were 

set and deadlines given for projects when working in teams. Responsibility in 

Leader B’s view is more of a collaborative activity where followers need to have an 

in-depth understanding of the work: 

‘For example I am working on a newsletter now, and there are different sections 

that I need from different people so I made this clear plan of who needs what by 

when with a name next to it. So that everyone is accountable for what they are 

doing…’.  

Hence, by promoting a cooperative working approach with followers where 

constant engagement of them is required, the final responsibility lies with Leader 

B: 

‘So I think if ultimately that newsletter doesn’t hit the door at the time then it will 

be my fault because I was responsible for having it done at that time, and also 

pushing others to…’ 

It seemed that Leader B was more interested in following an action-oriented 

strategy with the followers, where crucial project stages need to be completed on 

time. Compared with Leader A’s style, Leader B can be classified as more of a 

collaborative person, who works with the followers and at the end admits to 

taking overall responsibility for that task.  Leader C also took seriously his 

responsibility for the decisions made and ensured that ownership also lies with 

the leader.  For Leader C, answerability was the driving factor in owning 

responsibility for the decisions made, as 
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‘Well ultimately I own the decisions that are taken by the organisation, so the 

Board holds me to account for the functioning of the organisation..’ 

Again a reference to the Board Members is made, with mention to owning the 

responsibility. Given the nature of the charity, Leader C knows that every decision 

is monitored and he is made accountable for it. It can be argued that the theme 

of self-confidence is linked with the leadership effectiveness, as when leaders 

become more self-confident, they perform leadership in more effective ways. The 

findings showed how leaders placed the utmost importance in acknowledging the 

sole responsibility for making decisions.  

However, the need for the leaders to be held accountable to the Board Members 

for the decisions they make is also a key factor in the leader’s view of taking 

responsibility. There were also references made to the influence of the Board 

Members as some charities were governed in such a way that Board management 

executed their control in the decision-making process. Therefore leaders who 

held higher levels of self-accountability also become more decisive in taking 

responsibility and this is portrayed in the above findings.  

5.1.8 Discussion 

The theme of ‘self-accountability’ was reflected throughout the leaders’ findings, 

and its significance is multidimensional. The leaders’ findings indicated that 

taking full responsibility for the decisions made at their charities was the key to 

understanding the notion of self-accountability. The findings indicated that some 

charities were structured in a way where the sole authority of making and owning 

final decisions rested with the leaders. However, a few charities were structured 

in such a way that allowed more power to the Board Members who governed the 

charity and took the final decisions. The findings showed that this was a two-way 

process where there was a mutual communication between the leaders and the 

board governance. What was crucial, in understanding the nature of this 

relationship, was the actual acceptance of answerability where a leader was 

answerable to the Board and also at times to followers where mistakes were made 

and also to perhaps to themselves, as being self-aware, mindful and conscious, 

self-controlled and knowledgeable leaders.  

 

Thus the concept of self-accountability was apparent and this essential finding 

can also be connected with the ‘relational transparency’ variable of authentic 

leadership. IIies et al. (2005) and Northouse (2010) exposed how leaders who 
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showed higher levels of being open and honest have the potential to be held 

accountable for their actions, and are willingly to lead others can be rightly 

regarded as relationally transparent authentic leaders. They argued how 

important it was for leaders to acknowledge the ways in which mutual trust and 

relationships can be built with their followers. It was reflected in the leaders’ 

findings that they were not only interested in developing a strong bond of 

intimacy with followers but also making them feel confident that they were being 

responsibly managed by their leaders. However, what could be regarded as a new 

component in understanding the notions of self-accountability and relational 

transparency within the context of this investigation was the mention of the 

experience of leaders. There was an example where leader placed a strong sense 

of having working in the charity sector for a long time, as perhaps being the 

ultimate reason of showing strong commitment of taking the responsibilities. It 

seemed if the charity leader was most experience, it could lead into better ways 

of understand the self-accountability mechanisms.  

5.1.9 Acceptance of faults 

When leaders talked about explanation of their shortfalls to followers, openly 

admitting of mistakes was identified as being the dominant opinion. All leaders 

agreed that mistakes do happen; they clearly communicate these with followers 

and have the confidence in rectifying and agreeing to a solution. The findings 

also reflected the nature of being an answerable leader, who understands the 

reasons for the decisions and openly admit if mistakes happen. There was 

however, a variation in the approach taken by the leaders. For example, Leader A 

clearly made bold statement by first replying that 

 ‘I don’t make mistakes…’  

This view was perhaps based on the vast experience gained working as a leader 

of many charities.  Leader A was therefore in a commanding position in the 

current charity and thus reflected at all levels. However later on Leader A 

admitted to the fact that this behaviour gets noticed in the charity and there have 

been an instance where this sort of ‘directing’ attitude was questioned by one 

follower. Leader A then responded by agreeing that  

‘I felt and explained that clearly at this stage in a crisis situation this had to 

happen  and also I am not a particularly naval-glazing person..’ 
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So important communication was made to explain the behaviour in that particular 

instance but Leader A was quick to declare the self-assured personality. Leader A 

tried to blame this attitude 

‘I look at my own behaviour in that, but also I’m going to be 60 in two weeks’ 

time. I would need a personality transplant to very drastically change the way I 

work in an organisation’.  

Nevertheless the awareness of being in the current state of self-confidence and 

persistence was the crucial factors in helping the leader to communicate and 

explain the mistakes to the followers. Leader B however displayed a more careful, 

open and planned approach when admitting making a mistake by saying 

‘I would just happily put my hands up and say, ‘you know, we all make mistakes, 

and this time it hasn’t gone as planned, let’s use this in our advantage.’  

It showed the Leader’s achievement oriented behaviour, as not just concerned 

about acknowledging the mistakes but using it in a better way for everyone. After 

admitting to a mistake, Leader B was quick define the ‘advantage’ as 

‘..in a sense that lets use this as a lesson learnt for the future and this is 

something that we shouldn’t be doing, and the next time we are going to 

implement a project like that, we are going to have a clear understanding of what 

to do and what not to do and this will be what not to do’. 

It seemed Leader B was interested in taking a friendly and open approach where 

acknowledging that mistakes happen but turning the same mistake into a lesson 

learnt was initiative.  This perhaps suggests that Leader B welcome to 

constructive feedback and then deal with a suitable action to answer any 

objections raised by the followers.  

Leader C responded to the same question by admitting that when the mistake is 

exposed to more senior management, Leader C admits whereas not so fully to 

followers.  

‘I would say that I’m very honest with my peers, my senior management team 

colleagues about shortcomings but less so with employees’. 

This behaviour was based on the hierarchal structure of the charity. Being the 

only representative of the charity in the UK, it seemed that Leader C gained 

strong self-confidence and a determined stand to the followers but was open to 

the top leadership. Leader C’s behaviour could also reflect the power of leading 
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the followers and perhaps not being questioned by them. Thus concluding, 

admitting to mistakes and taking a planned, user-friendly and communicated 

approach were the common features. It is also important to notice how within the 

three charities, common factors of leaders’ mistakes and admitting and working 

with followers is evident, thus leading to the notions of being answerable leaders.  

5.1.10 Discussion 

It was surprising to note how openly non-profit leaders acknowledged their 

mistakes, thus developing the key finding of ‘acceptance of faults’. All leaders 

admitted that they have made mistakes in the past as being a leader and what 

was more interesting was their admission to these faults. They all agreed how 

they have acknowledged these but in a positive developmental way rather than 

for its sake. This showed the experience, maturity and honesty of the non-profit 

leaders, where whatever their leadership role is; if a mistake is made they are 

quick to accept it. An interesting question rises here, who determines what a 

mistake is. The findings showed how majority of the times it was a mutual leader-

follower process, which led to the acknowledgement of the mistakes from the 

leader’s perspective. The findings showed that the mistakes leaders mostly 

referred to as were not strategic or financial but rather administrative in nature 

and mostly was to do with the daily running affairs of the charity. This showed 

the flexibility of being a non-profit leader, where one’s position in the charity is 

open to interpretation from followers.  

 

This can be connected to the ideas of Mazutis and Slawinski (2008), who argued 

that the ‘relational transparency’ of the authentic leaders actually help them to be 

open, willing to learn from their mistakes in an honest and transparency way. 

They also conclude that this leads to the development of mutual trust between 

the leaders and followers, which was also reflected in the non-profit leaders’ 

results. The findings indicated how leaders permitted constructive feedback from 

followers when mistakes happened. This allowed followers to give views and 

alternative solutions which were often discussed in a positive way by the charity 

leaders. The results also showed how this in turn supported the building of 

healthy relationships between the leaders and followers in the charity, because of 

open and transparent leadership skills.  
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5.1.11 Being focused, planned and methodical 

It was interesting to note how the leaders’ behaviour changed when for example 

asked about how they would respond to the followers when they make a mistake 

and how they deal with information sharing. Leaders demonstrated that followers 

should have the ability to accept mistakes and work as a team member. Therefore, 

aspects related to planning, being task focused and methodical were identified as 

being the main emergent themes. Responding to a follower’s mistake, Leader B 

took an open and constructed approach to rectify the mistake by working 

together with the follower. Leader B also acknowledged follower’s lack of 

attention as one of the major factors in mistakes being committed at work. 

Leader B said:  

‘What I find that annoys me a bit more is either being unresponsive or not 

listening to when some is giving you a brief of a project’.  

Therefore Leader B expects the followers to take full notice of what is being said 

and work accordingly, resulting in a directive behaviour. Leader B also wanted 

followers to be ‘pro-active’ and play an interactive part in projects whereby 

constant communication plays an important part; she also promoted the idea of 

planning as a key factor in avoiding making mistakes, thus encouraging a 

collaborative working style.  Leader B was also very open to sharing information 

with followers thus promoting a healthy interactive channel.  

‘I think it’s important to share as much information so that everyone knows what 

everybody is doing while projects are going on and whether you can get involved’.  

It appears that Leader B wanted to develop a deeper cooperation with the 

followers when dealing with information. This resulted in having short morning 

meetings every day so the agenda was set as to what activities followers were to 

engage in. This also helped the leader to have a clear vision and build 

relationships with the followers.  

Comparatively Leader A was also open to promoting effective information sharing 

with followers. Leader A adopted an open approach where exchange of views and 

information is constant. Leader A can be regarded as a transparent person where 

most of the information is shared across the team members, as confirmed when 

replied by declaring 

‘Everybody gets to see my report that goes to the trustees’.  
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It probably reflects the self-confidence of Leader A; the vast experience gained 

working in a charity sector has helped the leader to develop an information-

sharing culture in the charity.  However there is another part of this behaviour 

which resulted in the leader adopting a directive, methodical and systematic way 

when dealing with the follower’s mistakes. Leader A responded by agreeing to the 

fact that mistakes are questioned as to how and why they have happened, thus 

requiring a responsive attitude from the followers.  

‘I question what’s happened’. 

Leader A also likes to give her opinions on the matter, see how the followers react, 

and see what counterproductive plans they make. This shows that Leader A is 

playing a monitoring role that incorporates a micro-manage approach to dealing 

with followers. This also highlights the fact that Leader A is focused on the 

followers’ needs and how they can be better managed to avoid committing the 

same mistakes in the future. Organisational skills such as planning to avoid 

committing the same mistakes were important to Leader C. It appeared that 

dealing with mistakes was a two-way process where clear strategies, plans and 

procedures were required, as confirmed by the following response: 

‘I think we all make mistakes and I’m certainly very aware of my own 

shortcomings and I don’t expect other people to have none, and so what I expect 

of people is to be honest about their shortcomings, and if they’ve made a mistake 

and they’ve been unaware of the mistake and I’ve picked them up on, it for them 

to accept that they have made a mistake and for us to talk about how to improve 

next time’.  

This shows that Leader C has a flexible and negotiation approach where 

authenticity to admitting to mistakes is very important as it leads to stronger 

trust relationships. This on the other hand perhaps indicates that when a follower 

commits a mistake and does not admit to it, Leader C responds in a more 

diplomatic and political way. Thus Leader C’s helpful and supportive attitude 

demonstrates the harmony that exists between him and the followers. When 

Leader C was asked how he deals with information-sharing with followers, the 

response was 

‘Well we have regular meetings; I have meetings with different members of staff 

on a one-to-one basis or on a departmental basis quite regularly’.  
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This shows a methodical approach taken by the Leader, where a clear working 

strategy is being executed as means to develop communications between the 

followers. It seems that Leader C wanted to transmit information as part of a daily 

routine to keep followers updated about the charity’s activities. Clearly, 

organisational and elements of planning, being focused and having a methodical 

approach to dealing with follower mistakes and information-sharing was apparent.  

5.1.12 Discussion 

The last major finding was the ability of the charity leaders of ‘being focused, 

planned and methodical’. These results were mainly related to the ability of how 

leaders would respond if their followers made mistakes. There was a mixed 

response in the sense that each leader had his or her own action plan depending 

on the situation and the follower; however, in general, the theme of taking a 

planned, focused and productive approach was visible. Given that it has already 

been established in the previous discussions that charity leaders were happy to 

accept their faults, the results further showed how leaders were committed to 

adopting a clear planned approach when their followed committed mistakes. 

Some of the crucial elements as advocated by the charity leaders were planning, 

information-sharing and having a negotiated approach to their follower’s faults.  

In this context, the variable ‘internalised moral perspective’ of authentic 

leadership as described by Northouse (2010) and Walumbwa et al. (2010) can be 

helpful to understand the non-profit leaders’ results. In the scholars’ views, 

internalised moral perspective is the ability of the authentic leader to understand 

one’s own internal ethics and act accordingly rather than being influenced by 

others. It is astonishing to note how the leaders’ findings support the fact that 

even when they were aware of others’ (followers’) faults, being leaders of their 

charities, they acted according to their own understanding of how to deal with 

them by setting a clear proactive approach. The findings showed how leaders had 

made regular evaluations of their internal morals which helped them to be logical 

in dealing with the followers.  

5.1.13 Further Discussions 

Overall, Leader B had a very clear, logical and systematic approach to followers, 

where personal insight build from previous work experience and history plays a 

crucial role. This helped Leader B to become a more analytical and objective-

oriented leader. Leader A was a self-confident person who knew their leadership 
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style, has extensive experience working in a charity sector and thus has 

developed a directive approach to work; although she is often regarded as an 

opinionated person. Part of this is to do with the leader’s background as well, 

such as cultural differences. Leader A is a very open, straightforward and bold 

leader who knows what they do and when. Leader C is a complex person, with 

high levels of self-awareness but at the same time adopting an encouraging 

attitude towards the followers. Leader C particularly demonstrates the sense of a 

situational leadership, where different reactions and behaviours are required for 

different situations.  

It is interesting to note the diversity in the leadership behaviours that the charity 

leaders demonstrated. For example, along with being role models who wanted to 

set good examples for their followers, they also admitted at times where things 

go wrong and rectified their approach. This led to the leaders’ awareness of their 

strengths and weaknesses and allowed them to develop a friendly working 

relationship with volunteers of their respective charities. Therefore, based on the 

findings from this study, common themes emerging from the leaders’ interviews 

were identified as self-awareness, self-regulation, being a role model, self-

accountability, acknowledgment of mistakes, and being focused, planned and 

methodical.  

So far the focus of the discussion has been on the linkages between the research 

findings and the variables of authentic leadership. With the leader accountability, 

as being the other important theory under investigation in this research, the 

following discussions address how the leaders’ findings can be conceptually 

linked with the core aspects of leader accountability. Hence, it is crucial to 

understand how the findings ‘being mindful and conscious’, and ‘self-control/ 

knowledgeable’ can be associated with the variable ‘responsibility’ of leader 

accountability theory. It has been already discussed that within the leaders’ 

findings, the knowledge of the self with the inherent factor of experience was 

visible when interpreting ‘being mindful and conscious’ and self-control/ 

knowledgeable’.  

These findings, however, have another dimension from which they can be better 

understood, as the leaders talked about experience being the key determinant in 

differentiating them from followers. Thus, this meant as the charity leaders have 

the most experience, hence it is ultimately their responsibility to lead the charity 

and be answerable for any mistakes. Pless (2007) discussed the general 

characteristics of being a responsible leader and in her view taking ownership of 
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the responsibilities that leadership entails in the key to success. Wood and 

Winston (2007) related the notion of responsibility to their leader accountability 

theory and proposed that leaders should willingly lead others; and this results in 

them taking full responsibility for their actions. In the light of this literature, as 

shown from the findings of the non-profit leaders, they meaningfully accepted the 

prime responsibility of dealing with followers, resolving issues of conflicting 

interests for example arising from funds, building trust, managing daily affairs of 

the charities and communicating at all levels. The leaders’ findings also 

demonstrated the value of self-regulation, which meant leaders were constantly 

engaging in improving their leadership skills, which also helped them to become 

more open and responsible. Hence, a conceptual connection can be understood 

between the findings ‘being mindful and conscious’, ‘self-control/ 

knowledgeable’, and ‘responsibility’ factors.  

It is also essential to understand how another key finding, ‘being a role model’, is 

actually closely related to the concept of ‘openness’ of the leader accountability 

theory. Troster and Knippenberg (2012) defined the term ‘openness’ as the 

capability of the leader to listen, engage and communicate with an open minded 

approach. This meant the leader had to be flexible, understand the followers’ 

needs, listen to their concerns and thus act according to the best interests of the 

organisation. In the light of this description, the leaders’ findings of ‘being a role 

model’ can be closely matched with the ‘openness’ variable of the leader 

accountability. The findings indicated how the charity leaders were striving hard 

to set perfect examples to follow, communicated with followers to give 

instructions about the charitable activities and motivated them to achieve the 

strategic interests of their respective charities.  

The leaders’ findings showed how open, transparent and consistent the charity 

leaders were in trying to set practical role model examples, where followers can 

imitate them. There was, however, one of the leaders of the charity who was 

struggling to build a reputable image of being a role model. This however did not 

mean that the leader believed in the concept of setting a perfect example, but 

rather due to the nature and complexities of their charity, this meant that this 

specific leader embarked on this in different ways. Consequently, being a role 

model also meant that leaders were loyal to their charity’s mission. This perhaps 

reflected the real nature of working in the charities, where leaders are often 

recruited and lead on the basis of achieving the mission objectives. An interesting 

point of due consideration is the connectedness of being an open leader with the 
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‘relational transparency’ variable of authentic leadership. For example, Gardner et 

al. (2005) stressed how authentic leaders are the ones who have greater levels of 

openness and transparency. Thus, in their view, relational transparency is truly 

reflected in one’s action when the leader exhibits an open approach in building 

trust and relationships with others. Therefore being a role model can be regarded 

as a multidimensional finding which is connected to openness of the LA and 

relational transparency of the AL as well.  

The concept of ‘self-accountability’ within the scope of this investigation can be 

regarded as having a close association with the ideas of ‘responsibility and 

accountability’ as described by the scholars (Beu and Buckley, 2001; Card, 2005; 

Lindkvist and Llewellyn, 2003; Soares, 2003; Wallis and Gregory, 2009). From the 

findings of this study, it can be argued that those charity leaders who exhibited 

higher levels of responsibility in terms of taking full ownership and authority of 

decision making were the ones who showed greater levels of self-accountability, 

as reflected in their leadership behaviours at their respected charities.  

As already explained in the previous discussion, self-accountability was reflected 

in the findings as when leaders were sometimes called to answer to the Board 

regarding their decisions. This meant that charity leaders had to self-regulate and 

reflect on their actions, ethics and decisions, which essentially led to the 

developing thoughts of raising higher levels of self-accountability. Once this 

realisation was made, as indicated in the findings, only then were the charity 

leaders were more effective in behaving consistent with their values at their 

charities and also consistently with the followers. The findings also supported the 

views of Wood and Winston (2007) who regarded the responsible leader as 

someone who willingly takes ownership of leading the organisation and making 

decisions. Thus, self-accountability can be related to the notions of responsibility 

of the three-factor leader accountability theory.  

Evidently, it can be argued that the key findings ‘acceptance of faults’  and ‘being 

focused, planned and methodical’, are connected to the notion of ‘answerability’ 

of the leader accountability theory. It has already been established how important 

the acceptance of mistakes was to the charity leaders. They all appreciated the 

concern for being called to explain their actions and also to respond honestly 

when perhaps a follower pointed out a mistake. The findings disclosed how 

mistakes in the past have led leaders to work even more closely with their 

followers. This has in turn resulted in leaders showing higher levels of honesty 

and gaining the followers’ trust, thereby allowing one’s authenticity to be judged 
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by their followers. However, it was the important element of being answerable 

which mostly amounted to the building of the acceptance of mistakes by the 

charity leaders. The findings showed how leaders were responding to their 

followers’ reactions to mistakes, and adopted planned counterproductive 

measures to work together for better solutions. The findings also showed how 

leaders used these situations to skilfully be in an answerable position and at the 

same time to show authentic signs of being accountable leaders in their charities.  

Wood and Winston (2007) defined answerability as when a leader can be called to 

answer for their actions, beliefs and decisions and the findings from the 

interviews with the charity leaders can thus be linked to how they have defined 

the answerability concept. It is essential to note how there are apparent signs of 

authenticity and accountability within the scope of this charity research, however, 

to the best of the author’s knowledge, to date the themes have never been 

researched in this manner. Having made the relevant connections between the 

constructs of authentic leadership, leader accountability and the leaders’ findings, 

it is helpful to know how these results are interlinked; table 41 below shows this 

illustration in a much more precise way.  

Table 41 Main Leaders’ Findings and their relation to Authentic Leadership and 

Leader Accountability theories  

Key research Leaders’ 

findings  

Relation to Authentic 

Leadership variables 

Relation to Leader 

Accountable variables 

 

Being mindful and 

conscious 

Self-control/ knowledgeable 

 

Self-accountability 

Being a role model 

Acceptance of faults 

Being focused, planned and 

methodical  

 

Self-awareness 

Self-awareness and Balanced 

processing 

 

 

Relational transparency 

Relational transparency 

Relational transparency 

Internalised moral 

perspective 

 

Responsibility  

Responsibility 

 

 

 

Responsibility 

Openness  

Answerability 

Answerability 

It is also remarkable to understand how the variables of authentic leadership and 

leader accountability can be linked with the key findings of the current 

investigation. For example, being mindful and conscious is not only conceptually 

linked with self-awareness but also to responsibility. These conceptual linkages 

are in many aspects also overlapping, as already discussed. Likewise self-control/ 

knowledgeable is linked with self-awareness, balanced processing and 

responsibility. The important element of self-accountability is thus connected to 
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relational transparency and responsibility. Being a role model is connected with 

the notion of relational transparency and openness. The key attribute of 

acceptance of faults and being focused, planned and methodical is related to 

relational transparency, internalised moral perspective and answerability.  

Hence, in the light of the present discussions, these themes can be further 

explained as having coherent whole relationships.  In the findings, it can be 

noticed how from being a mindful and conscious leader, who exhibits self-control 

over their actions, accepts mistakes and is open to rectifying them, the leader 

could hence be regarded as a role model. It is interesting to note that, in practice, 

these themes as shown by the findings are simultaneously displayed by the 

leaders; for example a charity leader who was self-aware was actually the one who 

was also willing to accept mistakes and thus set perfect examples for followers. 

These relationships as confirmed by this research effectively help to answer the 

main research question, What is the impact of Authentic Leadership (self-

awareness, balanced processing, relational transparency, internalised moral 

perspective) on Leader Accountability (answerability, responsibility, openness)? 

Therefore, using the findings and their conceptual relationships, it can be argued 

that the relationship and impact is evident whereby some of the key elements of 

the research findings are connected to the variables of authentic leadership and 

also at the same time connected to the variables of leader accountability.  

This strong relationship is not only apparent in the present findings, but also 

influential in actually building the self-awareness, balanced processing, and 

relational transparency and internalised moral perspective characteristics. This in 

turn implies that non-profit leader exhibits authentic behaviours which also 

develop the accountability of the leader in terms of being answerable, responsible 

and open in dealing with followers and leading their charities. Therefore, it is 

astonishing to note how the key findings relating to non-profit leaders support 

the general characteristics of the theories of authentic leadership and leader 

accountability. However, according to the author, no single study has yet 

investigated this essential link in the non-profit context. Thus, concluding, it can 

be argued that in the light of the current discussion this research question has 

been explored with the variables of authentic leadership having close positive 

related conceptual relationships with the variables of leader accountability, within 

the context of this study. The significance of the above discussions supports the 

idea that the impact of the variables of AL on answerability of the leader has been 

shown.  
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The confirmed relationships within the scope of this research can also help to 

improve overall effectiveness of the non-profit leadership. As Wood and Winston 

(2007) agreed, one of the primary purposes of developing the three-factor 

leadership theory of accountability was to actually improve leadership 

effectiveness. However, what is important is the key notion of the ‘self-

accountability’ of the non-profit leadership which can  regarded as very important 

to the leaders’ discussion, because in essence it was the responsibility element of 

the leaders which was the actual result of undertaking enough self-accountability 

reflection. The notion of self-accountability was multidimensional, it can be 

interrelated with many other constructs such as self-awareness, relational 

transparency, balanced processing, internalised moral perspectives, and other 

variables of answerability and openness. Hence, self-accountability and the 

emphasis on knowing the self can be seen in the findings as the unified 

conclusion in terms of answering the core of the research question. It is 

essentially the overall self-accountability of the leader, in the charity context, 

which helps the leader to know how to perform better. This also supports the 

developmental process of the charity leaders, where the ability to know the inner 

dimensions of the self is apparent, as confirmed by these findings.  

5.1.14 Summary for Leaders  

To the best of the knowledge of the researcher, this study represents the first one 

where the variables of AL and LA have been investigated in the UK non-profit 

context. Hence, it can be argued from the discussions so far that many of the 

main leaders’ findings are interconnected with each other and with the core 

concepts of authentic leadership and leader accountability. One of many original 

contributions of this research means the linkage of the two theories of leadership 

is explored within the UK non-profit context, and as far as the researcher is aware, 

there has not been a similar attempt - even in the general body of the growing 

non-profit literature to use the semi-interviews based on ALQ and LAS scales. Also 

findings can be linked to the larger body of the non-profit leadership literature, in 

how the results from the current study can help to improve the current 

understanding of non-profit governance, which in turn impacts the Board 

governance in particular, sets strategic direction, helps to further strengthen 

NPOE, and thus improves the overall accountability of the charity. 
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5.2 Followers’ Findings and Discussions  

In the following sections, the findings from the semi-structured interviews 

conducted with the followers are provided, followed by relevant discussions. The 

process of how the thematic analysis was achieved is already explained in chapter 

3, section 3.5.4. Once the themes emerging from the findings are reported, the 

relevant discussions follow thereby answering the main research question and the 

propositions developed in the light of existing literature.  

5.2.1 Sample characteristics for Followers 

In total, 12 followers were interviewed from three different charities, four 

participants respectively from each. All three non-profits were functioning 

internationally from London. The followers were chosen from the same charities 

as their leaders. Followers held various roles ranging from being a volunteer, 

fundraiser, database admin assistant, researcher, designer, and senior 

programme officer. A total of five males and seven females were interviewed. All 

followers confirmed they interacted with their leaders and have working 

experience with them within their charities.  

5.2.2 Leader’s Self-knowledge 

When the followers were to describe their leaders’ strengths and weaknesses 

from their point of view, nearly all the participants responded to both. 

Participants 1 to 11 replied with various comments: ‘passionate, knows exactly 

what she wants, enthusiastic, open, understands the priorities, in control and 

very reasonable person’, suggesting a very comprehensive spectrum of the 

leaders’ strengths. It is important to note that nearly all the participants were of 

the view that they are aware of their leader’s positive attributes, which helped 

followers to be become more interactive, communicative and authentic. 

Participant 3 noted that the reason why their leader was possibly aware of their 

strengths is 

‘…given their vast experience’ 

A similar view was held by Participant 10, who confirmed their leader had ‘…30 

years’ experience in our charity’. So exposure to past experience was identified 

as one of the reasons. Participant 6 also stressed the experience factor: ‘..he 

knows the organisation from the last nine years…’. Thus working in the same 
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charity for many years serves as one of the main reasons why followers value 

their leaders’ strengths. Another important aspect was highlighted by Participant 

9 who gave credit to their leader’s style which helped them to analyse the leader’s 

approach within the charity. Many of the participants hold the view that their 

leaders who take an interest in the work are keen to develop their charity further; 

a mission-oriented aspect is thus reflected from the followers’ perspective. It also 

shows the importance of the charity’s mission and how determined the leaders 

are working with followers to achieve common goals. Some participants who were 

of the view that their leaders are not particularly self-aware, as Participant 12 was 

of the opinion that  

‘I don’t think they are very aware at all to be perfectly truthful’.  

When asked further to give an example of why this is the case, the participant 

replied, 

‘I think just by observing her for however long it’s been…nine months, she seems 

to be very sure of herself and always assuming that whatever she says is correct. 

Which is not actually the case, and she gets very defensive if you ever point out 

anything that is not what she says’.  

Perhaps it was the personal observation of the follower which resulted in forming 

a negative opinion of the leader. This was also reflected when asked to give a 

positive strength if possible, and the answer was ‘none’.  

Regarding the weaknesses of their leaders, there were mixed responses. 

Participants 9, 10 and 11 shared a similar view as comments were,  

‘Haven’t seen any weakness to her till now (Participant 10)’.  

‘Well, I’ve only been working with her for about six to eight months. I feel like I 

don’t….I can’t think of any weakness…(Participant11).  

Perhaps it suggests the fact that some followers were reluctant to ascribe any 

weaknesses to their leaders, possibly because of not knowing them for a long 

time. Other followers were quick to list many weaknesses with their leaders as 

Participant 1 said ‘…can be a little too aggressive..’. Participant 2 gives reasons of 

‘trust’: Participant 3 said their leader lacked sufficient knowledge in their view, 

and Participant 6 said their leader did not give enough time because of the 

travelling. Participant 12 was of the view that their leader ‘…seems to be very sure 

of herself and always assuming that whatever she says is correct, which is not 
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the case..’, pointing to their leader’s defensive approach in dealing with charity 

issues. An interesting point was raised by Participant 9 who agreed that during 

the last team meeting a weakness was mentioned and their leader was aware of it 

and agreed to work on it. Therefore an overall sense of strengths and weaknesses 

was confirmed by the participants.  

These findings, however, can be generalised under a common theme of self-

knowledge, meaning followers see their leaders as being aware of their positive 

and negative qualities, which in turn leads them to exhibit more responsibility. 

This also supports the fact that followers themselves have the knowledge of how 

to classify their leaders, based on the experiences they have had in the past 

working in their charities. It is interesting to note that many of the participants 

list strengths along with the weaknesses when describing their leaders; it perhaps 

builds on the personality aspects of the leaders where different traits are 

observed in different situations resulting in followers’ subjective opinions.  

5.2.3 Leaders as being friendly 

When followers were asked on how leaders react to their suggestions and what 

happens if they differ, nearly all agreed that leaders were open, consultative and 

empathic, and give constructive feedback when required. Participants 1 to 11 with 

the exception of 12 replied with comments such as ‘quite good, discusses it, very 

open, will listen and gives logical explanation to it’. It can be noticed that, 

generally, followers were of the view that their suggestions are usually taken on 

board by the leaders, and appreciated. This perhaps gives a sense of commitment 

to the followers, where further strengthening of the leader-follower interaction 

happens. Followers also believed that giving opinions helped them to grow with 

confidence in the charities and helped them gain further trust in their leaders. 

Participants were confident about providing specific examples on how leaders 

deal with their suggestions for example Participant 11 explained, 

‘If I came up with the idea or pick up on something that should be done 

differently she would just say ‘oh yeah of course’, ‘well done’ or whatever’.  

This can be noted as a reassuring component of the leader’s attitude, where 

constant affirmation of the followers’ views is given. This can also be a hint of a 

good cooperate environment where values are appreciated by the leaders. 

Participant 12 was however of the view that the leader does not deal with 

suggestions in an effective way, 
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‘Not very well. Going back to what I said before, she seems to think she’s always 

right so gets quite defensive if you..’  

Perhaps it was the personality of the leader, in this instance, where the particular 

view of the follower was not appreciated. Participant 7 gave further insight into 

what happens if the follower’s suggestions differ from their leader’s views:  

‘He is obviously able to filter people’s views to ensure that the right ones…that he 

moves forward on the right ones as opposed to any in particular. So he certainly 

is consultative… ’. 

Thus, being friendly and having an open attitude to followers was very important 

and this was reflected in many instances, where followers were happy to talk 

about their past experiences. Also the findings indicated how again and again 

references were made to their leaders being friendly was actually one of many 

positive traits of being a charity leader.   

5.2.4 Discussion 

The majority of the followers agreed that their leaders are generally aware of their 

strengths and weaknesses, resulting in the development of ‘leader’s self-

knowledge’ and ‘leaders being friendly’ themes.  From the perceptions of the 

followers, their leaders had a number of strengths such as being confident, 

communicative and encouraging, and they also had a number of weaknesses such 

as being too direct and sometimes demanding. It was interesting to note that the 

majority of the followers were confident enough and happy to discuss the traits 

of their leaders; perhaps this suggested a close interaction and relationship 

between them. Nevertheless, it is important to understand that in the followers 

view, self-awareness in their leaders was built on two factors, positive and 

negative traits. These findings supported the importance of self-knowledge and 

self-regulation as noted by scholars (Gardner et al. 2005; Ilies et al. 2005; 

Northouse, 2010; Shamir and Eilam, 2005) who argued that in order to show self-

awareness, leaders must know themselves and achieve higher levels of self-

perceptions. In the light of this view, the followers confirmed that their leaders 

knew themselves how strong or weak they were, and also followers acknowledged 

and took notice of this during their communication and interactions with their 

leaders. Thus, self-awareness can be related to the self-knowledge in the current 

study. Other scholars (Walumbwa et al. 2010; Wong et al. 2010) have also 

discussed the importance of knowing strengths and weaknesses and this 
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constituted one of the main pillars of authentic leadership; self-awareness. Thus 

those who know and understand themselves will be in a better position to 

become more self-aware, and this is reflected in the current findings of the study. 

Some of the followers cited experience as being the important factor in their 

relationship with the leaders.  

Followers explained how the vast knowledge of not just the self, but also about 

the charity sector, fundraising, making presentations and meeting with 

beneficiaries was reflected in the personality of their leaders. This from the views 

of followers is even more apparent when their leaders related their past 

experiences, and set clear agendas and strategic objectives for the future. This in 

followers’ opinions made the whole culture of working in the charities more 

enjoyable and comfortable. The other key issue was of leaders being friendly; 

followers acknowledged how the behaviours of their leaders were natural, in 

terms of being friendly, polite, accessible, authentic, open and passionate. 

Perhaps this finding can be understood as an extension of the first, meaning that 

friendly attitudes can actually be classified as one of the main strengths of their 

leadership. It can also be noted how this supported the general positive 

perceptions of followers when observing the leaders they interacted within their 

respective charities. Therefore, self-knowledge which differentiates between right 

and wrong and exhibiting friendly attitudes were noted by followers as being very 

important.  

5.2.5 Leading from the front with honesty 

Nearly all the participants were in agreement that their leaders analyse and share 

all the relevant information before making a decision. This was probably because 

of the fact that if leaders were happy to exchange views, as demonstrated in 

previous discussion then surely they would be open to information analysis and 

sharing, hence displaying an exemplary manner for their followers to emulate. 

For example, Participant 6, described this as follows: 

‘Usually it’s a variety of ways. Most of the time it’s in personal meetings; if it’s 

relevant to the whole office then he has a group presentation and a meeting 

which would be called on an ad-hoc basis’.  

In Participant 8’s view, their leader shares information by taking time and 

presenting it in a logical and coherent way that is accessible to everyone. This 

approach also helps their leader to answer any questions that the followers have. 
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This promotes an effective way of information-sharing where there is a constant 

feedback mechanism in place emphasising the openness of the leader. 

Sometimes the information-sharing was noticed as a collaborative process where 

teamwork was required to reach a decision, as confirmed by Participant 6. A 

similar view was shared by Participant 5, who agreed that their leader requires 

input from the followers. This helps to create an honest working environment 

where a follower is free to give opinions and their leader is willing to take those 

on board. Participants also agree that sometimes information varies according to 

the nature of the opinion, and the roles and delegations. This sometimes 

complicates the information-sharing process as for example, leaders require 

certain information in different formats; this could be regarded as a time-

consuming activity in their daily working routine. A typical example of how most 

followers regard this process is exhibited in Participant’s 1 response, 

‘She will research it, one example is we are doing the Gift Aid programme where 

we are making sure all of our donors have signed up for the Gift Aid, and she 

looked into how the bigger charity organisations are going about this like with 

their campaigns, and she’s realising that emails are not as relevant say as letter 

campaigns now. People want more face-to-face things with their charity. So she 

did research that quite well and she was really thorough about it’.  

In brief, an excellent information flow also supports a healthy working culture in 

a charity. Thus, the ultimate responsibility for providing an effective platform for 

information-sharing for their followers to perform better in an honest and open 

way lies with the leader.  

Furthermore, most of the participants were of the belief that their leaders actions 

match with what they say. So in other words, the leaders set perfect examples to 

be followed, and their actions support their words. Participants were happy to 

confirm that their leaders were doing what they were saying. Participant 10 for 

example explained that, 

‘She is always leading from the front, she is always encouraging us to do certain 

things…’.  

Participant 3 had a similar view,  

‘they do really take forward what they say they are going to. Just really 

exceptional’.  
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It seems that nearly all the participants were comfortable relating back to 

previous situations in which leaders have taken charge and led from the front, 

and set perfect examples to be followed. This was not a one-way process; 

followers could add their input as well, such as taking opinions on board. Hence, 

when their leaders were taking relevant steps in setting honest and friendly 

examples, followers felt more committed to their charitable activities. Also 

followers were of the opinion that their leaders were doing what they actually told 

them to do, in that their actions were consistent with what they said they would 

do.  

5.2.6 Discussion 

Another key factor which was apparent in the followers’ findings was about 

leaders ‘leading from the front with honesty’. The majority of the followers 

acknowledged the fact that their leaders were setting good examples to follow. In 

their view, the rationale behind leading from the front with honesty was the 

ability to exchange and process information in an effective manner, rightly so by 

setting examples for their followers. Nearly all the followers discussed how 

important information-sharing was within their charities and this happened at all 

levels, from team meetings to general talks with colleagues. This reflected the 

complex environment in which the charities survive and leaders are at high risk of 

engaging information in an inefficient manner. Findings from the interviews with 

the followers also indicated how leaders were logical, clear and methodical in 

their approach to discuss and give examples before allocating projects to team 

members. The findings also showed how important it was for their leaders to 

match with what they do, in terms of whether the actions of leaders were 

consistent with what they were telling others to do. This perhaps was the direct 

opportunity for the followers to disclose how important the authenticity of the 

leaders was in their view, and it was reflected in the findings that most of them 

believed that their leaders’ actions were consistent.  

This key finding can be thus related to two important variables of authentic 

leadership ‘balanced processing’ and ‘internalised moral perspective’. The 

findings of the study are closely associated to what some scholars such as 

Northouse (2010),  Walumbwa et al. (2010), and Wong  et al. (2010) debated. In 

their view, balanced processing is the ability of the leader to process information 

in a clear way, hence making the right inferences for others to follow and also 

guiding them to make accurate decisions. The findings of the study revealed that 
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leaders are consistent in processing information in the right manner and this was 

appreciated by the followers, who were the recipients of these communications in 

their charities. Scholars (Northouse, 2010; Walumbwa et al. 2010; Wong and 

Cummings, 2009b) regard the internalised moral perspective as the self-

regulatory process of the leader where they use ethics to guide themselves in 

tougher situations rather than being influenced by others, which may result in 

them being fake or inauthentic. This can be carefully matched with how the 

followers’ findings describe their leaders, as internally, being; ethical and self-

regulatory, and externally setting a perfect example to follow, in transparent and 

honest ways.  

Therefore the key finding ‘leading from the front with honesty’ can be regarded 

as having connections with the two variables of authentic leadership. It is 

interesting to note that within the current findings, the variable ‘balance 

processing’ also is related to the information-processing and sharing of the 

leaders, which in turn results in ‘leading from the front’ which can be related to 

the internalised moral perspective overall. Therefore balance processing is 

actually embedded within the variable ‘internalised moral perspective’ in the 

followers’ perceptions. This is crucial, as in practice the behaviours exhibited by 

the charity leaders were ongoing and simultaneous and thus it can be rightly 

argued that certain findings may be embedded with others, as reflected in the 

present discussion.  

5.2.7 Leader and Board Accountability   

It was important to know how followers highlighted the leader and Board 

accountability influence in their charities. Followers also indicated how open and 

honest leaders were in exhibiting the levels of responsibility. Initially followers 

talked about leaders taking responsibility for their decisions, and nearly all the 

participants agreed apart from the Participants 1 and 4, who explained that, 

‘She doesn’t…she delegates but she knows that ultimately it’s her…who is 

responsible for it as a leader…’.  

Perhaps it was the style adopted by this particular leader; however Participant 1 

did not want to make a negative comment as they have not been in the current 

role long enough. Taking responsibility is one of the key elements of an effective 

leadership, and followers in this sample confirmed that responsibility lies firstly 

with the leadership of the charity, and secondly they are also responsible for their 
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decisions and actions. However, an interesting comment was made by Participant 

6, which suggested that certain decisions can be overruled by the Board members 

who have the final authority in the running of their charity, 

‘in some cases it’s been overridden by the directors which is a different situation 

in the board meetings so they have the right to say that’. 

Therefore, it hints at the fact that even being in a senior leadership role, 

sometimes leaders are faced with challenges where decisions have to be made in 

conjunction with the respective Board members who have the ultimate 

governance of the charity. However, this depends on the way the charity is 

structured and governed as in some charities the decision is not be overruled by 

the Board members as the final jurisdiction lies with the leader. Participant 10 

supported this view and declared 

 ‘…she is the one who is managing the whole charity, she’s the top…whatever 

decisions anybody is taking, like she is the one ultimately responsible for that as 

well because everybody is working under her.’  

A similar view is also shared by Participant 9, who agreed that their leader takes 

into consideration the perspectives of the trustees before making the final 

decision; however, the concluding decision is still made by their leader and the 

final authority and responsibility rests with the leader, not the trustees. 

Furthermore, referring to the classification of responsibility, Participant 2 raised 

an important point that decisions of both kinds, positive and negative are 

respected by their leader. This shows that if a wrong decision has been made the 

leader is ready to accept that mistake and take ownership of the problem. 

Therefore it was interesting to see how simultaneously, followers were making 

the connections between the leaders’ responsibility and Board accountability.  

It is also important to know how followers viewed this from their perspectives in 

terms of being in the middle between the two. Followers’ findings showed that 

they viewed their leaders as being honest, transparent and open in revealing 

overall leadership excellence in their respective charities when dealing with 

followers. Also this resulted in the advancement of mutual trust between the 

leader-follower interactions. Therefore, in the current findings it was essential to 

note how the role of decision-making led to the owning of responsibility from two 

perspectives; the leaders and the Board management.  
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5.2.8 Discussion 

Another essential finding, which followers gave emphasis to was of ‘leader and 

Board accountability’. In the findings from the interviews with the followers’ 

nearly all the participants agreed that their leaders were taking appropriate 

measures in accepting full ownership of the decisions made in their charities. The 

findings indicated how complex this task was, as sometimes leaders were 

independent in making choices about charities and sometimes they faced 

external pressures from the board members and trustees. However, the general 

trend to note was that followers mostly agreed that the final responsibility of the 

decision-making process rests with the leader. This, however, did not mean that 

followers and other members of the Board were not taken into consideration, as 

each charity’s structure was different some required final approach of the Board 

members before the decisions were made and some did not. One of the 

interesting elements constructing the pillar of taking responsibility for the final 

decisions was the capacity of their leaders to be open and transparent. The 

findings showed how important it was for the leaders to show honest, open and 

friendly behaviour when dealing with followers, because they were the first to be 

affected by the actions taken. The findings indicated that leaders understood the 

nature of decision-making and responsibility in their charities, and this meant 

that the pressures of being at the top did not hinder them from behaving in a 

manner not suited to them. Relating the whole discussion to authentic leadership, 

it can be claimed that the findings can be closely matched with how ‘relational 

transparency’ has been described in the literature. IIies et al. (2005) and 

Northouse (2010) defined how relational transparency can be understood when 

discussing authentic leaders. They argued that it is the ability of the leader to be 

genuine, honest and transparent in dealing with followers. In their view, this leads 

to the building trust between leaders and followers, a component needed to 

create transparency in any workplace. The findings of this study showed how 

important it was for charity leaders to exhibit higher levels of openness, honesty 

and transparency, when making decisions. It was reflected in the findings that 

once the charity leaders were exhibiting these signs only then could followers 

accept their leaders as being responsible.  

5.2.9 Acknowledging and learning from mistakes 

Followers gave their views on what happens if their leader committed a mistake. 

Nearly all responded positively - with the leader having to rectify the mistake, 
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explain the problem and agree upon a solution; hence they all worked together to 

resolve the issue. Many participants were of the understanding that if a mistake is 

committed by their leaders, they communicate effectively and clearly inform their 

followers. Furthermore, many participants explained if they commit a mistake 

their leaders display a friendly, transparent and supportive attitude to help them 

to resolve the problem. Therefore, the findings indicate that it was a collaborative 

process where each was helping the other, in overcoming any shortcomings.  

Only Participants 7 and 12, however were of the opinion that their leaders do not 

fully explain why a certain mistake was committed by them; similarly when a 

mistake is committed by a follower their feedback is not constructive. Participant 

7 even went further to say,  

‘..saying one thing and doing another or, you know, that kind of thing – he just 

pretends it didn’t happen’.  

From the opinions of Participants 7 and 12, it can be argued that when their 

leaders make a mistake, they tend to hide it, knowingly. This can set a bad 

example if a leader is not being authentic enough to lead from the front. This 

however, cannot be generalised for all the leaders, as followers had different 

perceptions of their leaders based on different experiences.  

Furthermore, Participant 6 drew a comparison between for-profit and non-profit 

organisations and how their leaders behave differently when making a mistake. 

Participant 6’s view was that their non-profit leader has been very friendly and 

interactive whereas in their past experience with for-profit leaders, the latter have 

not generally been very welcoming. Therefore a clear distinction between both 

styles of leadership was identified by this participant. It was reflected in the 

followers’ findings that there was a sense of firstly acknowledging the mistake, 

recognising the problem both from the leaders’ and the followers’ perspectives. 

After this often a solution-oriented strategy was adopted, where overcoming and 

resolving the issue was of prime importance.  

At the end, it was reflected that the whole process was made a learning exercise 

where there was no ‘blame game’. This generally is a strong indication of healthy 

working cultures in which the charities operated as shown by the findings.  
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5.2.10 Discussion 

One of the last major findings from the interviews held with the followers was the 

‘acknowledging and learning from mistakes’. The majority of the followers agreed 

how important it was for their leaders to know when and how they have 

committed a mistake. It was a like a learning process where firstly the acceptance 

was made by interacting with followers, secondly a proposed working solution 

was generated by communication and thirdly this resulted in effective outcomes 

where - at the end - the lessons learnt from the negative experience was given 

huge importance. Hence followers’ findings revealed how they understood this 

developmental learning process as a progressive way forward in their charities. A 

similar style was noted when findings confirmed how leaders responded to the 

followers’ mistakes. The findings indicated how leaders were often positive, open 

and helpful in adopting productive working solutions rather than playing a blame 

game. Therefore the majority of the findings confirmed that leaders were friendly 

and took a constructive approach to followers in dealing with their mistakes. 

These mistakes were generally classified by the followers as daily office 

administrative faults such as not understanding the meeting agendas or often not 

understanding what the leader wanted them to do. It can be seen how this finding 

can be associated with the ‘relational transparency’ variable of authentic 

leadership. As already explained in the previous discussion, relational 

transparency can be regarded as a state in which the leader is open, honest, 

friendly and transparent in dealing with followers. The findings of this study can 

be related to the conclusions drawn by the academics Northouse (2010), Ilies et 

al. (2005) and Walumbwa et al. (2010), who classified authentic leaders as 

exhibiting these features, which in turn leads to the development of mutual trust 

and harmony among the followers. Perhaps it was the mutual learning process 

adopted by the leaders which can be regarded as one of the more effective ways 

to achieve a better understanding of collective working within the charities.  

5.2.11 Further Discussions 

It was the followers’ perceptions which were investigated regarding their leaders’ 

behaviours, actions and values. Therefore participants were followers and 

responded according to how they felt and wished to judge their leaders according 

to the past experiences, knowledge and communication between them.  Nearly all 

the participants agreed that their leaders are self-aware in terms of their 
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strengths and weaknesses, and most of the leaders were identified as being 

friendly and honest and possessing open attributes.  

Most of the participants also agreed that their leaders take full responsibilities for 

their actions and if they do wrong they are fully committed to admitting this and 

working towards the required solutions. Nearly all the participants supported the 

idea that their leaders work closely with them, interacting at all levels and thus 

promoting a culture of information-sharing in a transparent way. A few 

participants were a little negative regarding their leaders’ behaviour, in terms of 

not being fully aware of what they do, and when decisions go wrong they do not 

behave in a consistent way. Therefore, based on the findings from this sample, 

common themes emerging from the interviews were identified as leader’s self-

awareness, leaders as being friendly, leading from the front with honesty and 

openness, leader and Board accountability, and acknowledging and learning from 

mistakes.  

So far the focus of the followers’ discussion has been on the connectedness 

between the findings and variables of authentic leadership. Hence the following 

discussion shows how the same findings can also be related to the variables of 

the second leadership theory under investigation; leader accountability. As 

already discussed, the key follower findings - ‘leaders self-knowledge’ and 

‘leaders as being friendly’ - are thought to be similar, in the sense that followers 

understand their leaders as having higher levels of self-knowledge, which was 

built from reflecting the leaders’ own strengths and weaknesses which have often 

resulted in leaders adopting a friendly attitude. This was essentially the key 

feature of being friendly, which was noted in the followers perceptions as being 

one of the major strengths of the charity leaders. The findings also indicated how 

knowing one’s self was linked to developing self-awareness (Gardner et al. 2005) 

of being an effective charity leader, who was also accountable and responsible at 

the same time to the Board members and to the followers.  

The findings also showed how important the element of experience was in 

shaping the ability to take full responsibility for the decisions taken by the 

leaders. Thus the notions of being friendly and leaders’ self-knowledge can be 

conceptually associated with the variable ‘responsibility’ of the leader 

accountability theory. As defined by Wood and Winston (2007) accountable 

leaders are those who willingly take the responsibility, lead the organisation and 

make relevant decisions. The findings can be related as the followers recognised 

the notion of self-knowledge as giving birth to many other attributes such as 
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being friendly, accountable and responsible. Therefore within the current findings, 

it can be reasonably argued that ‘leader and board accountability’ was also 

closely matched with the concept of responsibility.  

Generally, within the large body of leadership and organisational studies 

literature researchers (Beu and Buckley, 2001; Card, 2005; Lindkvist and Llewellyn, 

2003; Soares, 2003; Wallis and Gregory, 2009) have discussed responsibility and 

accountability interchangeably as many of the foundations of the two terms are 

unified. Therefore locating the whole discussion, within the context of this 

research, it is concluded that the important follower finding of ‘leader and board 

accountability’ is interrelated with responsibility. Essentially, it is the 

responsibility of the non-profit leaders, as reflected in the findings, to maintain 

close working relationships with the Boards as, for example, one of the leaders 

investigated was actually accountable to the Board for their actions and final 

decisions and they regarded this as one of the major fractions of being a 

responsible leader. Thus concluding so far, ‘leader’s self-knowledge’, ‘leaders as 

being friendly’ and ‘leader and board accountability’ can be theoretically related 

to how responsibility is conceptualised within the scope of this research.  

Another important feature discussed in the followers’ findings is ‘leading from 

the front with honesty’. Interestingly as already discussed leading from the front 

with honesty was rooted as having information-sharing as a core element. This 

meant that followers were analysing their leaders in the light of how information 

processing is shared in their charities. As reflected in the findings, the element of 

sharing meant that it was a two-way communication process between the leaders 

and followers.  

Relating this whole conceptual appreciation to the three-factor theory of leader 

accountability, it can be reasoned that this finding has a relationship with 

openness. Intellectuals (Troster and Knippenberg, 2012; Wood and Winston, 2007) 

defined openness as an attribute in a leader which results in an open, honest and 

transparent sharing of ideas and information. Thus, linking to what these 

scholars have already said, the conceptual associations between the theme 

‘leading from the front with honesty’ can be related with openness.  

The results as discussed in the previous sections addressed how important it was 

for followers to see their charity leaders in effective roles thus setting perfect 

examples to follow. This often meant, as reflected in the findings, that followers 

were looking at how their leaders view the information and communication 
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channel between them. Once this was given priority from both sides, it was also 

seen as reflected in an open working culture where collaborative relationships 

were promoted. The implications arising from this can also be supported by the 

view of Vaughn et al. (2008) who contended for further research into the arenas 

of openness in a broader context. Subsequently, with the followers’ findings 

offering new insights such as information-sharing, mutual trust and authentic 

behaviours in charities, this may shed some light on how openness is 

contextualised in new settings.  

One of the last major findings from the interviews with the followers’ was 

‘acknowledging and learning from mistakes’. As already discussed this finding is 

significant as it represented the ability of the charity leaders not only to realise 

when mistakes are made but also to adopt a project management approach in 

eradicating the issues. This was appreciated in the perceptions of followers as 

reflected in the findings.  Connecting this to the three-factor theory of leader 

accountability, it can be seen that a sense of acknowledging was actually the 

result of leaders being in the answerable position in the first place. It was leaders 

who acknowledged the fact that they can be held answerable to the followers for 

what they do in their charities. This was also true for the Board relations as some 

leaders were held answerable to them, depending on the way charities were 

structured. It is essential to note how the issue of being answerable is manifested 

in the followers’ findings as they were ones drawing relevant conclusions based 

on their understanding. It was also important to observe how the charity leaders 

viewed the whole exercise as a learning curve rather than as a blame game.  

The findings suggested that almost all leaders had an open, transparent and 

friendly approach in learning from what had gone wrong and how they can 

improve the situation. Conceptually, as the relationship between acknowledging 

from mistakes and being answerable was visible, it can be concluded that this 

was related to answerability (Wallis and Gregory, 2009; Wood and Winston, 2007). 

The significance of this finding also supported the view of Smith (2012) who 

called for further research into how answerability can be better understood in the 

broader context.  

Table 42 below shows the conceptual relationships between the constructs of 

authentic leadership and leader accountability as understood from the followers’ 

findings.  
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Table 42 Main Followers’ Findings and their relation to Authentic Leadership and 

Leader Accountability theories 

Key research Followers’ 

findings  

Relation to Authentic 

Leadership variables 

Relation to Leader 

Accountable variables 

 

Leader’s self-knowledge 

Leaders as being friendly 

Leading from the front with 

honesty 

 

Leader and Board 

accountability 

Acknowledging and learning 

from mistakes 

 

Self-awareness  

Self-awareness 

Balanced processing and 

internalised moral 

perspective 

Relational transparency 

 

Relational transparency 

 

Responsibility 

Responsibility 

Openness  

 

 

Responsibility 

 

Answerability 

It can be seen that all the findings can be interlinked with the concepts of 

authentic leadership and leader accountability and as already discussed based on 

the relevant literature, the relationships are noticeable in the findings. It is also 

important to note how all these can be simultaneously connected, for example, 

leader’s self-knowledge can be seen as having a close association with self-

awareness of authentic leadership and responsibility for leader accountability. 

Similarly, leading from the front with honesty is linked with the themes of 

balanced processing and internalised moral perspectives and also with openness. 

The leader and Board accountability is thus connected to relational transparency 

and responsibility. Finally, acknowledging and learning from mistakes is 

perceived to have a close relationship with the themes of relational transparency 

and answerability. Some conclusions can be made at this stage regarding these 

notions, for example it is suggested that the findings within the current sample 

have provided rich contextual information with deeper insights into the areas of 

concern which have been never studied together, according to the understanding 

of the author.   

Hence, in the light of the current discussion, it can be anticipated that all the 

features - as demonstrated in the findings - can be placed into certain 

generalisations. For example the findings indicted that leaders revealed authentic 

and accountable behaviours thus often considered self-aware individuals, charity 

leaders were also seen as role models. Followers viewed their leaders through a 

positive lens, where they often displayed transformational attributes not 

transactional ones. In the light of previous discussions, it can be argued that 

these relationships, as confirmed lead effectively to answer the main research 

question; What is the relationship of Authentic Leadership (self-awareness, 

balanced processing, relational transparency, internalised moral perspective) with 
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Leader Accountability (answerability, responsibility, openness). Using the findings 

and discussion so far, it is claimed that these relationships are evident in multi-

dimensional ways as already discussed, as some of the key findings are 

conceptually related to the variables of authentic leadership and leader 

accountability. These relationships are not individualised but collective, meaning 

that the behaviours displayed by the charity leaders are authentic and also 

accountable at the same time. The authenticity of the leaders is linked with their 

accountability; therefore as the leaders achieve higher levels of authenticity this 

helps them to become better accountable leaders. With the profound impact of 

both authentic and leader accountability theories being apparent in the current 

findings of this research, it can be concluded that the research question has been 

answered.  

The focus of the discussion so far has been on the linkages between the 

authentic and leader accountability theories. It has already been established how 

the important findings from this research can be conceptually linked with one 

another in the light of the respective literature mentioned above. However, in 

chapter 2, relevant themes emerged which were the areas of non-profit leadership 

concern and they were identified as governance, strategic planning, 

organisational effectiveness and accountability of the non-profits. The focus of 

the following discussion is on these themes and how they can be related to the 

main findings of this investigation.  

The issue of leadership in non-profit board governance has been discussed in the 

literature and its important relationship is apparent (Inglis et al. 1999; Low, 2006; 

Stone and Ostrower, 2007). These scholars mentioned how the essential role of 

leadership is the main force behind the governance of the smallest to the largest 

non-profits, and that it can make a huge difference. The importance of board-

leader relationships has been discussed in the leader’s findings of ‘self-

accountability’ and the followers’ findings of ‘leader and board accountability’. 

These findings indicated how leaders managed to maintain working relationships 

with their Board members, in regards to the final authority and responsibility. 

Non-profit leaders agreed that some decisions have to be made in consultation 

with the Board members; however, some were left to the initiatives of the leader, 

depending on the way the charity is governed. The findings indicated that leaders 

held ultimate answerability to the Board in how certain decisions were made, if 

held accountable. These findings also indicated how leaders were concerned with 

behaving honestly when asked by the Board to explain one’s position. This shows 
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the greater value that non-profit leaders placed on being accountable and 

authentic. Further insight into the relative themes of authentic and accountable 

leadership can provide new answers to appreciate how non-profit governance can 

be better practiced. Thus these findings support the ideas of McCambridge 

(2004), who emphasised that leadership needs to be further examined in order to 

fully understand the embedded complexities of non-profit governance.  

The next major issue discussed in chapter 2, was of Non-profit Organisational 

Effectiveness (NPOE). Scholars (Balser and McClusky, 2005; Herman and Renz, 

2008) examined the role of leadership and NPOE. They described how in their 

view the leaders have the capability to manage the multiple needs of various 

stakeholders, build their trust and eventually exercise the right of authority with 

their backing. Thus, if an effective leadership, in their view, will eventually lead to 

the placing of better protocols of NPOE. Relating this argument with the findings 

of this research, it has been already deduced that increasing the levels of ‘self-

accountability’ and ‘leader and board accountability’ are related to leader 

effectiveness. Hence, the higher levels of self-accountability that leaders show, 

the better NPOE can become in many ways.  

Therefore, in the light of the present findings, it can be argued that being 

authentic and accountable can be regarded as small steps in the right direction to 

dealing with many of the ongoing NPOE issues. The findings of this study also 

suggest how charity leaders have adopted various strategy-making plans to work 

more efficiently. These findings showed the importance of strategic planning as 

being one of the key elements comprising the decision-making processes. One of 

the important themes related to the concepts was self-control which were related 

to leaders’ strategic development. These findings can be supported by the study 

of LeRoux and Wright (2010) who described the important role of non-profit 

leaders and the value of strategic planning.  

In general, the findings of this study show the significance of being an 

accountable leader. This in turn impacts the overall accountability of the charity 

in many ways. The findings showed how effective leaders at the top, who had 

authenticity and accountability qualities were the ones leading their charities in a 

successful way, having good relationships internally with followers and good 

relationships externally with board members, donors and other stakeholders. The 

findings of this study support the lateral non-profit accountability as proposed by 

Christensen and Ebrahim (2006). They described how lateral non-profit 

accountability is about responding to the internal needs of the non-profits such 



 

222 

as dealing with volunteers and setting measures to achieve the mission objectives. 

Once this is effectively achieved, only then can lateral accountability of the non-

profit be set. They discussed how certain measures had to be taken, for example, 

from writing of reports to staff meetings, to help to set the culture of 

accountability. This was clearly evident in the leaders’ findings where they were 

interested in gathering information from followers in various ways, from 

motivating them to making demands on them. The findings supported the lateral 

accountability developmental processes as leaders were giving priority to the 

overall running of their charities.   

Comparatively, the current findings did not reveal detailed insight of the other 

two accountability concepts developed by Christensen and Ebrahim (2006) such 

as upward and downward accountability. Perhaps it was the nature of the 

interview questions, which focused more on the leader-follower interaction rather 

than discussing in depth the relationships with donors and trustees as advocated 

by the upward and downward accountability mechanisms. The findings also are 

similar to Christensen and Ebrahim’s research findings where they discussed how 

lateral accountability naturally emerges from any non-profit as the leaders mostly 

communicate with their staff on a daily basis, not with other beneficiaries on such 

a regular basis. In terms of adopting internal accountability measures with their 

followers, the findings revealed that charity leaders did not adopt harsh measures; 

rather they were more friendly, flexible and transformational in their approach to 

help followers work effectively.  

Therefore, concluding the discussion so far, it can be argued that the findings 

from the interviews with the leaders and followers in this investigation strongly 

supported, how, in many ways, non-profit governance, strategic planning, 

organisational effectiveness and accountability can be further enhanced and 

practiced in more authentic and better accountable ways. However, there are also 

many implications that emerge from this. For example these core concepts have 

not been primarily researched using the tools adopted, because the major 

premise was to investigate the key leadership behaviours of authentic leadership 

and leader accountability not those topics specifically. However, the findings can 

be generalised and some conclusions can be reached about those topics and new 

ways can be thus be promoted in those arenas.   
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5.2.12 Summary for Followers 

To the best of the author’s knowledge, this is the first time that the constructs of 

authentic leadership and leader accountability were examined within the UK 

charity context from the followers’ perspectives. With the close conceptual 

relationships as confirmed in the previous discussions, it can be maintained that 

in the perception of followers, the charity leaders are seen as behaving more 

authentically and accountably, not only to others but also to themselves. The 

charity followers within these findings were committed, enthusiastic and willing 

to work more closely with leaders who had integral skills of revealing more 

authentic and accountable ways of engaging in charities. Therefore in the light of 

these discussions it can be argued that the followers’ findings support the claims 

of Fields (2007) and Gardner et al. (2005) who declared that authentic leadership 

- when examined from the followers’ perspectives - can be concluded as authentic 

followership.  

5.3 Commonalities between the Leaders’ and Followers’ 

Discussions 

There were many similarities among the findings from the leaders’ and followers’ 

interviews. Before discussing those in detail, it is helpful to state some 

implications. The findings examined how leaders in this study perceived their 

behaviours. Thus, the focus of the leaders’ findings was on themselves and where 

necessary in relation to others. The findings also reflected the perceptions of 

followers in terms of how they understand the authenticity and accountability of 

their leaders. This meant, within the context of the current research, that there 

were deep insights into new perspectives and the objective of the research 

question was precisely to investigate this relationship.  

The whole discussion of the leaders and followers can be summarised to note 

certain similarities. Hence one of the first common aspects to note is that of self-

awareness; leaders and followers both showed concerns about developing 

strengths and weaknesses and the experience factor as being the key in raising 

the self-awareness levels of the charity leaders. Therefore, being mindful and 

conscious (from leaders’ findings) and leaders’ self-knowledge (from followers’ 

findings) are related. The leaders acknowledged that they are aware of their own 

personalities and followers confirmed that their leaders have the relevant self-

knowledge of actually understanding their self-awareness.  
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The second common feature to note from both sets of findings is that of being a 

role model (leaders) and leading from the front with honesty (followers). Both can 

be similar; for example leaders believe they are the role models in setting perfect 

examples for followers and followers also believe their leaders were actually 

leading from the front with honesty. Thus a link between both sets of findings 

was visible. This perhaps suggested the reliability of the findings whereby 

different sets of data have confirmed the same examined parameter.  

A third common characteristic to note is about self-accountability (leaders) and 

leader and board accountability (followers). It is astonishing to note how leaders 

talked about taking the responsibility for the final decisions, which resulted in the 

conceptual development of self-accountability, as discussed. The same idea was 

also reflected in the followers’ discussion that their leaders were taking effective 

responsibilities in terms of running the daily affairs and owning the overall 

strategic direction. Both leaders and followers, in the findings of this investigation 

revealed the importance of the Board governance and accountability, as in some 

charities the final decision had to be made in partnership with the Board whereas 

in others it was at the sole discretion of the leader.  

The fourth common characteristic arising from the leaders’ and followers’ 

discussions is about the acceptance of faults (leaders) and acknowledging and 

learning from mistakes (followers). It is remarkable to note how the findings of 

this study indicated the mutual link between the acknowledging of the mistakes 

thus avoiding the blame game, secondly proposing the devised action plans to 

eliminate the problems and finally treating the whole experience as a learning 

process from both leaders’ and followers’ perspectives. Also it can be argued that 

in the current findings a sense of knowing the mistake, whether made by the 

leader or the follower, is evident. As discussed, this has reflected in a positive 

way for the charities which led to the further strengthening of mutual trust. Table 

43 below shows these relationships in a clearer way.  

Table 43 Commonalities between the Leaders’ and Followers’ Findings 

Leaders’ Findings  Followers’ Findings Common Research Findings 

 

Being mindful and conscious 

Self-control/ knowledgeable 

Being a role model 

 

Self-accountability 

 

Acceptance of faults 

Being focused, planned and 

 

Leader’s self-knowledge 

 

Leaders as being friendly 

 

 

Leading from the front with 

honesty 

Leader and Board 

 

Self-knowledge  

 

 

 

 

Role model 

 

Accountability 
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methodical  accountability 

Acknowledging and  

learning from mistakes 

 

Acknowledging mistakes 

The following section of this chapter discusses some of the key differences within 

these findings and presents a cross-case analysis for this investigation.  

5.4 Cross-case Analysis  

In the previous sections, in-depth analysis of the leaders and followers’ interviews 

was conducted. The objective of this section is to present a cross-case analysis 

(Miles and Huberman, 1994; Yin, 2014) for three charities - matching the key 

differences in leaders and followers data. This is completed in four-stages, first; 

three sets of the leaders and follower’s data are matched together, second; three 

charities are reported individually and collectively thereby identifying the main 

differences and finally; the cross-case analysis in relation to the quantitative data 

is explained to make further analysis.  

It is important to note that following the detailed analysis of in-depth interviews, 

in section 5.3; the leaders and follower’s data have been matched to describe the 

major similarities between these findings. However, the objective in this section 

is to note the major differences in matching the leaders and followers’ findings 

along with the relevant cross-case analysis.  

5.4.1 Case Context  

It has been previously mentioned in section 5.1.1, that this research consisted of 

three charities and the main head office was located in London, where the 

interviews were conducted. The following table reveals the sample of cases.  

Table 44 Main characteristics for all charities 

Charity Founded Focus Interviews 

Charity A  1983 Humanitarian, 

Development 

Non-

Governmental 

Organisation  

4 Followers and 

1 Leader 

Charity B  1990 Humanitarian, 

Emergency 

Relief, 

4 Followers and 

1 Leader 
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Rehabilitation 

and 

development  

Charity C  1982 Non-

Governmental 

Organisation, 

Children’s 

rights, 

Education, 

Humanitarian 

4 Followers and 

1 Leader 

 

In total, there were 15 in-depth interviews conducted at these respective charities, 

which was a sufficient and adequate sample size (Onwuegbuzie and Collins, 2007) 

for this research. The sample leaders’ and followers’ characteristics have been 

described in sections 5.1.1 and 5.2.1 respectively.  

5.4.1.1 Charity A 

Charity A is a dedicated non-governmental, humanitarian and developmental 

charity with most of the key operations conducted in Asia. Established over 30 

years ago, the services are provided for children, women and disabled men to 

help their physical and growing needs. The objective is to support communities 

and families in providing basic services such as livelihoods and providing 

assistance during natural disasters in emergency situations. There are over 140 

staff with a main office in London, which provides leadership and project 

management support.  

5.4.1.2 Charity B 

Charity B is a leading charity, with a focus on developing humanitarian causes, 

providing food and shelter assistance, improving rehabilitation, providing 

protection and human rights guidance, and responding to disasters through a 

systematic approach to emergency relief services. The charity also has operations 

around the world in different cities with over 1300 staff including volunteers 

participating in complex projects in vulnerable communities. This charity also has 

a main office in London.  
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5.4.1.3 Charity C  

Charity C is specialised childcare trust, with an emphasis on providing assistance 

through improving children’s rights, education and eliminating poverty and 

sickness. The charity is very much project oriented in approach where through 

different projects, funds are generated and spent on supporting children’s 

essential healthcare and shelter needs. The charity particularly attracts grants, 

funds and donors within the UK through different awareness events. The main 

office in London provides the leadership vision and supports the operations both 

within the UK and abroad. Once the context and nature of these charities is 

understood, the following section starts by matching the leaders and the 

followers at Charity A.  

5.4.2 Leader and Followers at Charity A 

5.4.2.1 Straightforward, open and challenging  

Participants 3, 4, 9, 10 were directly reporting to Leader B at Charity A. From 

section 5.1, it can be argued that Leader B had a direct approach to the followers. 

Leader B’s past working experience also played a great role in shaping the current 

leadership at Charity A. Leader B talked about weaknesses in detail and she 

acknowledged that her attitude as being a leader was somewhat problematic,  

“My directness maybe. Sometimes I would like to be a little bit…. I think I can be 

very diplomatic but I think of a way of emotionally expressing them that came 

come across in a bit of an aggressive way. Yeah, a bit too… while as a leader one 

should be calmer.” Leader B 

Interestingly, one of the followers - Participant 10 did not notice her directness 

and emotional behaviour as being a potential weakness. Participant 10 further 

concluded that, 

“Haven’t seen any weakness to her till now, but I’ve seen her more towards …she 

is good - she checks which gives me an idea that she knows how… I’m only 

looking to her strengths, I haven’t seen her weaknesses.” Participant 10 

A similar stand was taken by another follower - Participant 9, who explained that, 

“Off the top of my head I can’t remember the weakness that was mentioned. I can 

remember from the last team meeting that a weakness was mentioned and that 

my manager was like aware of that, and kind of recognised that that was an area 

for improvement”. Participant 9 
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Furthermore, a similar view was taken by Participant 4, who concluded that 

Leader B was a very open leader who was not afraid to talk about her weaknesses; 

acknowledge them, and improve communication with the followers. Likewise, all 

Leader B’ followers agreed that she was a very open and flexible leader and was 

happy to acknowledge when something went wrong.  

Leader B’s quality of being open while giving her views during team meetings 

were also appreciated by all the followers. In particular, Participant 4’s sums up 

the whole situation very well, 

“We get asked a lot for our opinions and things and we are very involved in the 

decision-making process even if we don’t always necessarily form part of that, we 

kind of feel like we are which is brilliant; and yes I think suggestions and things - 

they are always welcome and I think we are quite... not critical of each other but I 

think we are aware that we can be and we can make suggestions… and there’s 

an open line of communication there.” Participant 4 

This does not change any decision making for Leader B, i.e. when asked about 

differences of opinions with the followers, the response was: 

“It depends on how I value that point of view” Leader B 

Leader B’s unique approach to the followers was perceived as being very 

supportive, as one of the followers - Participant 9 said that, 

“If you’ve got any suggestions for her she is willing to accept it and she doesn’t 

like argue a lot or anything, it’s like moderate. She’s always very controlled”. 

Participant 9 

An important distinction was made by one of the followers - Participant 4, who 

said that, 

“…so she will listen to suggestions and things and she will take that onboard and 

try to understand it in her own way and then kind of base that with past 

experiences”.  Participant 4 

The excellent listening and supportive skills were further elaborated by Leader B 

herself; she explained how sometimes a suggestion from one of the followers 

may be challenged and therefore she often takes a direct approach,  
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“I’ve listened to him and listened to him and I was like ‘look, I’ve been doing this 

for quite a few years, I hear what you’re saying but we are going to do what I 

say” Leader B 

Leader B as being in a commanding position did not impact the followers 

negatively, as Participant 10 believed that, 

“I think she discusses it with everybody and in terms of if there is some sort of 

conflict between views she will still listen to it and if somebody is be able to 

convince her she will go with it.” Participant 10 

However, in Leader B’s opinion she can still improve her leadership skills and try 

to act as being more authentic - who is always seeking to influence the followers 

in a positive way. She also does not like to micro-manage the followers:  

“I don’t like to micro manage people. If I’ve briefed you well enough then you 

should know exactly what you are doing” Leader B 

The same claim was also acknowledged by the followers, as Participant 10 said, 

“Yes, I think everybody is aware of what is going on in the organisation at the 

same time because we have a daily meeting, like a five- to ten-minute meeting 

with like whatever is happening, whatever work will be done in a day, and what is 

happening to our organisation” Participant 10 

It seems that all the followers were very positive about their leader’s behaviour, 

however, there is one particular example where one of the followers carefully 

criticised her,  

“She is slightly forgetful, so when she has a lot of work to do and then forgets to 

share something, and is usually very open. I mean as a charity we are very open 

with strategy and documents and things” Participant 4 

It is important to note that Participant 4 initially started off by talking more 

positively about the leader; however, when the conversation developed (during 

the interview) and more questions were asked - Participant 4’s view changed a 

little. In the comment above, when a criticism was made, Participant 4 quickly 

followed up, by re-iterating the fact that Leader B was very open leader. This hints 

out the fact that the followers enjoy a flexible but also very conscious working 

relationship.  
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When encouraged the followers to provide more insight into how Leader B may 

behave differently, Participant 4 said:  

“She very rarely does something that isn’t what she is meant to do and it’s quite 

nice to have that clear direction..” Participant 4 

Furthermore, Leader B was of the opinion that, 

“I think it’s always clear I mean within the work that we are doing and I think it’s 

important because we are working in a team, however small that is, that there is 

a clear understanding of who’s in charge of what.” Leader B 

From the current discussions, it appears that all the followers were comfortable 

and happy with Leader B’s approach. There are not much differences between the 

findings of Leader B and the followers - rather more commonalities which has 

already been reported in section 5.3. The only major difference which is apparent 

from these findings is the attribute of being straightforward, which is being 

perceived as being challenging, at times by the followers. These findings indicate 

how true Leader B’s attitude is, in regard to the followers - she is an open leader 

and this is acknowledged by the team at Charity A.  

These major differences between Leader B and the followers’ findings support the 

position of Yukl (2013) and Northouse (2010) as they have discussed that when 

the relationship between the leaders and followers are based upon the pillars of 

trust and openness – this grows the organisation internally through effective 

communication. Leader B’s quality of being open, puts her in a comfortable 

position (IIies et al., 2005), with the followers and this also supports the stand of 

Wood and Winston (2007), whose three-factor leadership theory has openness as 

being a key attribute of leader’s accountability. According to Wood and Winston, 

those leaders who exhibit more openness are more successful in showing higher 

levels of leader’s accountability to others and to themselves. It is important to 

understand how Leader B’ followers portray a good example of constructive 

criticism of the leader, which is based on their interaction.   

There is a common understanding between the leaders and followers of 

appreciating the self-knowledge of each other, i.e. both understand the strengths 

and weaknesses, which supports the position of many experts (Gardner et al. 

2005; Shamir and Eilam, 2005; Walumbwa et al. 2010; Wong et al. 2010), who 

argue that raising high levels of self-exposure and self-knowledge helps to 

develop more self-awareness. Furthermore, these findings at Charity A, confirmed 
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what Walumbwa et al. (2010) had already concluded that other variables of 

authentic leadership, such as internalised moral perspective which is often linked 

with self-awareness - help the leaders and followers to develop a culture of 

mutual harmony, which is very much apparent in the findings of Charity A.  

5.4.2.2 Charity A Case Findings  

Charity A’s culture can be thought as being very open, flexible and collaborative 

environment with a strong appreciation for authenticity especially, self-awareness 

and self-accountability (Gardner et al. 2005; Wood and Winston, 2007). The 

relationship between Leader B and the followers is very friendly even at times, 

when Leader B has a direct approach - it is still appreciated and taken positively 

by the followers because they trust in her leadership. This results in a mutual 

collaborative working environment (Yukl, 2013), where the leader and the 

followers all appreciate each other to grow and learn from the shared 

experiences. 

Perhaps it supports the fact that Leader B’s working history, experience, and 

knowledge was the key in setting the current environment at Charity A. She was 

able to relate her previous expertise in dealing with the followers and in turn they 

were being supported to engage in various activities across the charity from 

designing websites to raising funds and attending events. In conclusion, there are 

not many differences between the leader and the followers, apart from leader B 

being more straightforward and demanding at times, to which the followers react 

differently. The next section of this chapter, relates the leader and followers at 

Charity B.  

5.4.3 Leader and Followers at Charity B 

5.4.3.1 Improving leadership  

Participants 5, 6, 7, 8, were directly reporting to Leader C, at Charity B. From 

section 5.1, it can be argued that Leader C is a complex leader with higher levels 

of self-awareness, encourages the followers and often displays great signs of 

situational leadership where actions and reactions depend on what the context is 

at Charity B. Leader C is also criticised for not acting in accordance with what he 

says and often overrules certain views of the followers. Leader C himself 

describes some of the major weaknesses as being, 
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“I’m not the greatest time manager and therefore perhaps I don’t impose strict 

enough deadlines on members of my team….” Leader C 

Many followers are of the opinion that as a leader, he knows his weaknesses, as 

Participant 5 confirmed that: 

“I think he is aware of his strengths and weaknesses and when he does make 

mistakes he does admit that he has made a mistake, and he would reflect back on 

it and say ‘Ok I think I made a mistake when I made that decision.’ Participant 5   

Comparatively, other followers were comfortable in communicating with the 

leader and held him in high esteem. A comment by Participant 5 sums up in a 

cohesive way what the majority of them had to say about their leader’s 

performance:  

“I think he’s a very good communicator, and communicates really well both 

verbally and in writing. I think he has some kind of… when I say leadership skills 

this is the capacity to bring people together to the decision, to the common 

decision. So he wouldn’t take the decision himself, but ensure all the group that 

he’s talking to or he’s managing come to a decision together.” Participant 5 

Leader C also allows people to work in their own flexibility in terms of managing 

the workload and has a very open approach where anyone can ask questions as 

Participant 8 confirmed that,  

“…he is very happy to leave me very much independent and to decide on my own 

and do my own things and in a way it is good because then I feel confident not to 

just to go to him for every small thing. Just to do my own thing - and whenever 

there is a burning issue then we discuss or talk about how to fix that…” 

Participant 8  

Majority of the followers said that he is very consultative in his approach and 

often allows others to think and plan according to the situation, as confirmed by 

one of the followers,  

“…so he doesn’t tell you have had the wrong decision like that, you now like you 

have somebody who would definitely say ‘well I don’t think you are making 

right…’, but what he does is try to explain, try to present the person his point of 

view basically, and he gives a logical explanation to it…” Participant 5  

So if there is any conflict or a difference of opinion, Leader C has a planned 

approach to work, and often takes on board all the followers for mutual decision 
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making rather than acting alone. This is further confirmed by Participant 8, who 

affirmed that, 

“…Well it is more like an open discussion, to find the solution not just to criticise 

each other. So this is how we deal with these things to find a solution so that we 

resolve an issue, not to point fingers as each other - whether this was someone 

else’s problem out there in the field…” Participant 8 

It seems there is a general consensus among the followers that they are very 

close and often take leader’s decisions explicitly. It also appears that Leader C is 

leading the charity upfront, with taking more responsibility and ownership for 

daily operations. This was confirmed when he affirmed that, 

“…Well ultimately I own the decisions that are taken by the organisation, so the 

board holds me to account for the functioning of the organisation and there’s not 

an opportunity for me to say to them, ‘well it’s not my fault, it’s this guy’s fault’ 

because ultimately the buck stops with me. So that’s the approach I take and I 

own the decisions that we take as an organisation….” Leader C 

It is interesting that the board has been mentioned by Leader C as being one of 

the main authority to which he is accountable to. Therefore, the leader is careful 

to respond to the needs of the board; management and followers, in order to 

ensure that all parties are kept up-to-date and informed. This shows the maturity 

of Leader C and the environment in which Charity B operates.  

It is interesting to note, how one of the followers was quick to blame the leader 

for his shortcomings as confirmed,  

“So basically what happened is like the decisions that he made that thought were 

the right ones ended up being a bit more complicated. It wasn’t a smooth process. 

So he did realise that it wasn’t a smooth process once he sat down with each 

manager and realised it’s not as he thought it was. So what he does, he had to re-

think about it and basically changed the process. Taking into consideration the 

hurdles that he’s seen….” Participant 5  

However, it is interesting to note when the leader is criticised, he quickly realises 

the situation and works in accordance with the needs of the followers to improve 

communication and relationship. This shows the concern for Leader C and his 

way of dealing with the followers. Another follower - Participant 7, also monitors 

Leader C closely and concludes that,  
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“…he could be more methodical in his analysis, so sometimes he makes decisions 

too rapidly and that when he does make decisions he is particularly concerned 

with the external relations…” Participant 7 

Apparently, this comment contradicts to what other followers have already said 

that Leader C has a very structured approach to problem solving. This 

discrepancy in the findings becomes further complicated when, the same follower 

acknowledges that at times, Leader C, 

“…says things and then does different things; for example he will say something 

over the phone about ‘going to do this’, and then either in a meeting he will say 

the opposite, or with other people, he will go and do the opposite, which can lead 

to confusion and things…. Participant 7 

It appears that in general, Participant 7 has a very critical view of Leader C. This 

may be due to many reasons, and one of them being the history of differences 

that exist between Participant 7 and Leader C, for example - they always had a 

difference of opinion on many activities from school projects to fund raising.  

Furthermore, it is interesting to note that there was a clear sign of advocacy 

based charity practice (Leroux and Goerdel, 2009) as confirmed,  

“…He thinks that it’s more important to keep the ministry officials, the authorities 

and the public happy in terms of getting the person who will look right for the 

organisation as opposed to the person who will be most capable in the role 

because it’s got a lot of attention, you know it is a high profile role and the 

recruitment of it attracts a lot of attention and so to… for the sake of our 

organisation’s face….” Participant 7 

In addition to many differences that exist between Participant 7 and Leader C, 

this was also an evidence for some advocacy-based charity practices. It shows 

how sometimes the leader had to make certain decisions, which did not go in line 

with what Participant 7, had wanted to do. However, as the final authority was 

with the leader, all the decisions taken were in the best interests of Charity B.  

Generally, Leader C enjoyed a good working relationship with the followers 

however, only Participant 7 was particularly more open in his thoughts on the way 

leadership is seen by the followers. It is also interesting to note how the same 

leader can be perceived differently by a same group of followers, as shown in the 

findings above. Most of the criticism of Leader C is based on his structured 

approach to dealing with certain operations of the charity rather than being 
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subjective or personal. Therefore, Leader C does demonstrate higher levels of 

self-awareness and internalised moral perspective, which supports the position of 

Gardner et al. (2005) and Wong et al. (2010). Leader C and followers agree about 

having a deep understanding of working relationship, which shows how 

connected the workforce is. Leader C’s responsibility of being accountable to the 

board at Charity B, also supports the position of Wood and Winston (2007), that 

accountable leaders are responsible for their code and conduct and are 

answerable to others. Moreover, it seems that some followers want Leader C to 

improve further on few aspects of the leadership - mostly relating to acting in 

accordance with what he says. However, in general, there are not many 

differences between the understanding of leader and followers as already 

discussed.   

5.4.3.2 Charity B Case Findings 

At Charity B, Leader C and the followers are generally respected and trusted by 

each other. The leader acts as a mentor for followers to grow and responds to 

when they make mistakes. The culture is mostly positive and the followers believe 

in their leader as being someone who is knowledgeable enough in his behaviour. 

The findings also suggest that the leader and followers demonstrate high 

understanding of self-awareness, balanced processing, internalised moral 

perspective and answerability (Gardner et al. 2005; Shamir and Eilam, 2005; 

Walumbwa et al. 2010; Wong et al. 2010; Wood and Winston, 2007). At Charity B, 

the consultative approach is appreciated where through mutual exchanges; the 

information is processed objectively, thus supporting the key value of being an 

authentic leader (Ilies et al. 2005). Some followers are quick to criticise the leader 

for their mistakes, which are mostly to do with structural approach of leading 

others. For example, in their opinion, Leader C is growing and learning, which 

places him in a great position to work with rather than someone who plays a 

blame game. However, they do think that Leader C can further improve his 

performance by acting in accordance with what he says.  

There is little confusion at Charity B, as some believe that their leader is very 

effective while others believe they are learning and at times are complicated to 

deal with. In particular, participant 7 was very critical, which supports the 

assumption that negative role modelling and misunderstandings emerge, thus 

negating some of the key values of the leader accountability like responsibility 

(Wood and Winston, 2005). However, it is interesting to note that, even though 

the differences exist at Charity B, there isn’t much organisational politics 
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involved, which truly reflects the charitable working environment. Moreover, in 

one follower’s opinion, Charity B can be viewed as advocacy-based (Leroux and 

Goerdel, 2009; Garrow and Hasenfeld, 2014), where the leader is constantly 

trying to make the officials and ministers happy to raise additional funding in a 

particular country, rather than listening to one of the follower’s concern about 

recruiting the person that he wanted to. So differences like these cause little 

confusion in some of the followers’ understanding. 

5.4.4 Leader and Followers at Charity C 

5.4.4.1 Internal differences and misunderstandings  

Participants 1, 2, 11, 12 were directly reporting to Leader A at Charity C. From 

section 5.1, it can be concluded that Leader A was a self-confident, opinionated, 

open and culturally influenced leader. She had spent a long time working for 

many organisations, was clear about her experiences. When asked about 

describing how she viewed her greatest weakness she stated that,  

“I tend to gallop not necessarily taking into account that everybody else has got 

their specific targets to meet whilst pressures are on, etc” Leader A  

While reiterating the fact that she was a bold leader - she acknowledged that 

when differences emerge with the followers, she often tells them,  

“…actually I think I know better….” Leader A 

She was quite confident in her attitude and placed experienced as being the 

major factor in shaping this behaviour. She further acknowledged that being a 

leader, she knows better than most of the team members, and she knows what 

should be included and excluded in policy documents, for example, 

“It just means that some opinions are not reflected at all in the final draft, and as 

long as people know that it’s not because I haven’t heard, its simply because I’ve 

considered it and not found it relevant or important, etc., and that feedback will 

come back.” Leader A  

As a result of her difficult personality, one of the followers - Participant 1 

acknowledged Leader A to be: 

“…very forceful…… too aggressive and she doesn’t realise her own… and how 

that could put someone off in a sense”. Participant 1 
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This may highlight the fact that there are several misunderstandings emerging 

between Leader A and the followers at Charity C and this was mainly because of 

the leader’s attitude.  

However, it is interesting to note that not everyone followed the same criticism of 

Participant 1. Comparatively, another follower - Participant 2 had a totally 

different view, 

“…it’s hard for me to say because she’s just so amazing, like I love her! Basically 

she is very clear-headed, clear thinking…” Participant 2 

This maybe because Participant 2 had previously acknowledged that she recently 

joined the charity and thus may take more time to realise her personality and the 

style of leadership, however her initial thoughts were positive. Comparing this to 

Participant 1’s views, these comments represent a total different perspective and 

it is interesting to note how sometimes within Charity C; same leadership 

behaviour is perceived differently, depending on the followers’ understanding.  

Leader A’s assertiveness was further noticed when she was quick to respond 

about how she may react to some of the follower’s opinions: 

“…quite confident to say ‘no, it’s not going to happen’, and people might find that 

quite abrupt from time to time but I base that on my previous experience and also 

from time to time as in I just haven’t got time to argue endlessly about this 

particular matter simply because decisions need to be made; and as I’ve done 

fundraising for the last 40 years, I think I probably know better than you having 

done 10 months of fundraising” Leader A 

Again, putting experience as being a major element in shaping her leadership 

style, she was always quick to make a clear statement about the followers. 

However, this was taken positively by one of the followers, Participant 11,  

“Whereas I’m probably a bit less experienced and if someone under me said 

something like that to me I’d probably be like you know ‘whatever’, do you know 

what I mean? But yes, she’s excellent at that and I think that comes down again to 

her being a very clear thinker and she doesn’t take things personally, like it’s all 

about the work which I really value actually.” Participant 11 

Therefore, it seems that Leader A’s style and behaviour is perceived as being 

open, responsible but also at the same time as being someone who is looking 

after the needs of the followers and listening to their concerns when required. 
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Although she was being criticised by some followers as described above, and 

Participant 1 was again particularly open about Leader A, that she was very strict 

with some volunteers and interns, 

“…sometimes a volunteer will try to do their own work or do things their way, she 

is the head so she is firm with that…” Participant 1 

It was interesting to note that apparently the same intern was interviewed, who 

joined the charity recently; however the same intern/ follower - Participant 11 was 

actually very positive, 

“Oh brilliantly. She’s really good. That’s one of the best things about her and I 

hope that it’s something that I can be more like....” . Participant 11 

Therefore, with Leader A’s forward looking attitude and aggressiveness, there 

was still an appreciation from the followers as they acknowledged her expertise 

in matters where they lacked experience. Nevertheless, Leader A acknowledged 

that, 

“For instance I was recently told by my finance manager that this was not the way 

we present budgets in this organisation and I absolutely insisted it was going to 

be my way simply because this is the way I do it and I’ve been here ten months so 

it’s the first budget I’ve set in this organisation and it went to the board” Leader A 

It shows how after an initial conflict, Leader A challenged and emerged as 

someone who insists and forces executive decisions on the followers, as she 

believes that being in a position of power – she has the expertise for taking the 

full ownership, risk and responsibility of what goes on at Charity C.  

Furthermore, it is clear that Leader A is leading the charity in a crisis situation, as 

she explains that she is very confident and do not make wrong decisions,  

“I don’t make mistakes! Let me think about that. When we had my three hundred 

and sixty degree probationary interview, one of the staff said that he felt I was 

directing… I was directing rather than leading and I felt and explained that 

clearly at this stage in a crisis situation this had to happen and also I am not a 

particularly naval-gazing person..” Leader A 

One of the followers, Participant 11 acknowledged that during the performance 

reviews, Leader A clearly defines the objectives and informs the followers where 

the problem may be with regard to their job activities. So it shows how the trust 
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is prevailed at Charity C through mutual communication and exchange of 

knowledge.  

It is also interesting to note how the followers never mentioned any cultural 

differences; however Leader A acknowledged that, 

“…But then I’m not English, I’m Dutch and the Dutch are renowned for being 

really direct and really ‘in your face’, and I guess part of that could be seen by 

people as a weakness as in you need to go around the houses a bit more, you 

need to puff things out a bit more, you can be a bit brutal….” Leader A 

Maybe because the leader was coming from a different background, it made 

sense for the leader to justify her actions (of being too open, bold and forceful) 

on culture (Yukl, 2013). From the current discussions, it appears that there is a 

conflicting evidence of exhibiting all the positive values at Charity C. There are 

differences i.e. how leadership is understood at Charity C, which gives rise to 

internal divisions between the followers’ understanding of their leader’s 

authenticity. Thus Leader A cannot be fully described as being a strong leader at 

Charity C, because of the apparent differences in the followers’ understanding. 

On the contrary, these findings, however, confirm some of the other key 

authentic leadership values such as self-awareness (Gardner et al. 2005; 

Walumbwa et al. 2010), as Leader A is fully aware of her strengths and 

weaknesses, which results in her being bold and confident.   

It is interesting to note how Leader A’s position at Charity C does not 

demonstrate enough appreciation of some of the key attributes of Wood and 

Winston’s (2007) three-factor theory, as there is a tension between the leader and 

followers’ understanding of developing a transparent platform where all 

dimensions of accountability are truly exhibited. However, at Charity C, Leader A 

does answer the followers’ concerns, which supports the fact that the leader is 

always willing to be answerable regarding any conflicting issues. This may 

emphasise the answerability factor of Wood and Winston, where the leaders 

develop an answerable culture in their organisations i.e. the leader should know, 

when and what is expected, and they can be held accountable. Other findings 

within the context of Charity C do not, for example, fully support the position of 

Vaughn et al. (2008), who asserted that organisations must develop a 

multidimensional approach to openness in a broader context, where the leaders 

and followers fully appreciate each other.    
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5.4.4.2 Charity C Case Findings 

At Charity C, Leader A’s style of leadership can be classified as being very bold, at 

times, very complicated in terms of expressing her opinions and forcing the 

followers to act. At Charity C, the leader is happy to state that she is the boss and 

having worked in the industry for many decades she probably knows better than 

the followers. However at the same time, the followers are quite optimistic about 

the leader’s approach and have some degree of trust in her leadership, as she 

makes the correct strategic and operational decisions.  

Therefore Charity C can be classified as little complicated where there are 

concerns about how operations are conducted. However, at the same time Leader 

A ensures that she has all the confidence of the followers, before making a final 

decision, which wins the trust of many followers (Northouse, 2010). This may 

suggest that at Charity C, things go through a process where disagreements and 

differences of opinion are raised, and tackled effectively by the leader.  

However, at times the leader is also criticised for being not too open and over-

confident, which may cause hindrance to practicing the true values of authenticity 

and accountability (Walumbwa et al. 2010; Wood and Winston, 2005). This also 

results in developing misunderstandings and internal differences between the 

leader and the followers. However, Leader A is aware of these concerns and is 

quick to conclude that maybe because of the cultural background; these issues 

are emerging. Yukl (2013) has rightly concluded that leadership and culture is 

very much connected, and this is evident in Charity C context. However, Leader A 

seems to be in a comfortable position in dealing with these issues as other 

followers do trust (Northouse, 2010) in her leadership, even though divisions do 

exist as discussed. 

So far, the data has been matched between the leaders and followers at each 

charity and all of the key differences have been discussed. The objective of next 

section is to explore the unit-case analysis collectively (Miles and Huberman, 

1994; Yin, 2014) to make sense of the larger picture in all charities.  

5.4.5 Cross-case analysis for Charities A, B and C  

It can be seen from the current discussion, that there are more similarities 

between the leaders and followers’ datasets (which have been addressed in 

section 5.3) than differences. However, during the convergence and divergence of 

these datasets, there are few notable differences, which have been reported and 



 

241 

discussed in the previous sections. Therefore, the aim of this mixed 

methodological investigation is to report both the similarities and differences 

among the leaders, followers and charities to make the analysis more robust.   

Therefore, when making a comparative analysis it can be seen that Charity A has 

a very open, flexible and cooperative working culture, which supports some of 

the core authentic notions of self-awareness, responsibility and openness, 

whereas, Charities B and C are restricted in some of the authentic behaviours. For 

example, Charity B’s culture of exercising bold and forceful decisions, do not fully 

support some of the authentic leadership principles as advocated by the leading 

experts (Gardner et al. 2005; Ilies et al. 2005; Northouse, 2010; Shamir and 

Eilam, 2005). Similarly Charity C has other issues related to the relational 

transparency, which may contradict some of the moral values of authentic 

leadership and leader accountability (Yukl, 2013; Wood and Winston, 2007). This 

however, still does not negate that authenticity and accountability attributes are 

not practiced at all by the leaders and the followers, rather they depend on 

situations to which the leaders and followers behave differently.   

Also Charity A’s environment of promoting more openness clearly supports some 

notions of the leader accountability theory (Wood and Winston, 2007). This shows 

how the leaders and followers are engaged in authentic and accountable practices 

which lead to the success of their charity. Furthermore, Charity A serves as a 

better example of two leadership theories rather than Charity B and C, where 

often leaders are criticised by their followers, for not acting in accordance with 

what they preach. The picture gets further complicated when Leader A at Charity 

C is criticised for being over-confident  and bold, which impacts the way authentic 

leaders foster the development of followers (Walumbwa et al. 2010; Wong et al. 

2010). Furthermore, at Charity B, where the leader is sometimes blamed for 

having an ineffective methodological approach, causes potential concerns for true 

self-accountable leader (Wood and Winston, 2005).  

It is also interesting to note that in the followers’ understanding, leadership at 

Charities B and C can be further improved by leaders being more friendly and 

taking an honest approach. This shows the disparity in the followers’ mind at 

these respective charities where at times the leaders often act differently to what 

they preach. Nevertheless, the leaders at these respective charities acknowledge 

the shortcomings and look forward to working with followers to improve 

relationships. Furthermore, the experience factor also emerged as being an 

important attribute in Charities A and C whereas in Charity B, it was not. The 
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leaders at Charities A and C had already established the psychological edge of 

being more experienced than their followers, which in turn impacted the 

followers to be humble and respond more positively to their leaders’ decisions. 

At Charities A and B, the leaders are active in supporting and sustaining the close 

working relationships with the followers whereas as being a commanding leader, 

Charity C suffers from some of the most common authentic values (Fields, 2007) 

as there is less evidence for the authentic followership. There is more evidence to 

support the assumption that more followers were comfortable at Charity A to 

develop authentic and accountable values rather than at Charities B and C. The 

following table illustrates how some of the key notions from the two-theory 

leadership support the results from this comparative cross-case analysis.  

Table 45 Key themes in cross-case analysis  

Charities Participants  Leadership theories Example categories  

Charity A Leader and 

Followers matched 

Authentic 

Leadership (self-

awareness, balanced 

processing, 

relational 

transparency, 

internalised moral 

perspective) 

Leader 

Accountability 

(responsibility, 

openness, 

answerability) 

Straightforward, 

open and 

challenging 

Charity B Leader and 

Followers matched 

Authentic 

Leadership (self-

awareness, balanced 

processing) 

Leader 

Accountability 

(responsibility, 

answerability) 

Improving leadership 

Charity C Leader and 

Followers matched 

Authentic 

Leadership (self- 

awareness, balanced 

processing, 

Internal differences 

and 

misunderstandings 
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internalised moral 

perspective) 

Leader 

Accountability 

(responsibility, 

openness) 

 

It is interesting to note that only Charity B showed some evidence for advocacy 

based services rather than Charities A and C. At Charity B, the leader was clearly 

involved in supporting the collaborative politically motivated relationships with 

the governmental officials (Leroux and Goerdel, 2009) in the best interests of the 

charity. This supports the fact that (as already outlined in section 5.4.1.2) this 

particular charity has operations in many other countries, and therefore according 

to the context and nature of each country, the leader takes a different approach. 

This was however, criticised by one of the follower regarding the way the 

recruitment was handled. Generally, when a leader at advocacy-based charity 

takes such a decision, it is often appreciated by the followers (Almog-Bar and 

Schmid, 2014); however, in the case of Charity B, this position was not supported 

because Charity B was not a dedicated advocacy-based charity rather 

humanitarian/ service oriented in nature, however; there were signs of some 

advocacy-based practices as confirmed by the leader’s actions. This may also 

support the assumption that leadership at Charity B is very complicated, thus 

taking different practical approaches and as a result, improving leadership was a 

key noted theme in this regard from the followers’ perspectives.  

At Charity C, the leader concluded that perhaps cultural background (Dutch) 

should be given more attention; as this shaped her to become more bold, direct 

and often forceful to the followers. Perhaps this was purely subjective to the 

leader at Charity C; because similar issues related to culture were not highlighted 

by other leaders and followers at Charities A and B respectively. It is important to 

note how culture can actually help the leaders to develop transparency and 

openness (Mazutis and Slawinski, 2008; Yukl, 2013). Thus, overall the working 

atmosphere at Charity C was more influenced by the leader’s direct approach 

rather than being more authentic or accountable.  

Furthermore, the leader at Charity A can be concluded as being more authentic 

and accountable often exhibiting more self-awareness, openness, responsibility, 

balanced processing and relational transparency behaviours, when dealing with 
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followers, as compared to the leaders at Charities B and C. This, however, does 

not imply that leaders at Charities B and C are not authentic or accountable 

rather; they lacked certain qualities like being more transparent and showing 

more internalised moral perspectives in leading the followers.  

It is interesting to note how in reality some of the authentic-accountable values 

were exhibited by leaders and sometimes seen differently through the perception 

of their followers. This shows the complexity, maturity and challenging 

environment (Yukl, 2013) in which the charities operate. Thus it is necessary for 

leaders to demonstrate more responsible leadership where the followers’ growth 

and needs are taken into consideration. For example, at Charity A, important 

qualities like self-awareness, balanced processing, relational transparency, 

internalised moral perspective, responsibility, openness and answerability played 

a great role as compared to the Charities B and C respectively. At Charity B, core 

authentic leadership values like self-awareness and balanced processing were 

more apparent, as shown in table 45 compared to others, like relational 

transparency. Also, at Charity C, along with the key values of authentic 

leadership, some of the core principles of the leader accountability were evident 

like responsibility, as shown in table 45. Also, at Charity A, because of the mutual 

trust that exists between the leader and followers - the culture of openness was 

apparent, which supported the position of (Troster and Knippenberg, 2012), who 

maintained that leaders who exercise higher levels of openness can impact the 

followers, which in turn also verifies the opinion of Wood and Winston (2007), 

that openness is indeed a significant element in shaping the leader’s 

accountability in any organisation. 

Furthermore, the notable differences across all the charities as shown in table 45, 

show a better picture of how authentic leadership and leader accountability is 

practiced in a non-profit context. For example, by improving the way leader 

interacts with followers at Charity C, role modelling can help to build effective 

relationships. One of the major concerns of the followers at Charity C was for 

their leader to act according to what he says, for example during a phone 

conversation something was said and it was communicated differently during the 

team meeting, as already discussed in section 5.4.4.1. In this regard, some 

crucial values of leader accountability theory (Wood and Winston, 2007), like 

being answerable to followers in a flexible way can further enhance the way 

leader interacts with others. Also at Charity B, internal differences and 

misunderstandings can be further eradicated by following more authentic 
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leadership principles like being open and showing greater levels of relational 

transparency (Gardner et al. 2005), thus improving the overall leadership.   

In conclusion, self-awareness is evident throughout the findings across all the 

leaders, followers and charities. However, the dimension of raising and exploring 

self-awareness is different across all the charities, where the leaders exercise 

their own individual styles and behaviours, suiting to the context and needs of 

the individual charity. This self-reflection leads to various differences in which the 

way leadership is seen through the eyes of followers in these charities. 

Furthermore, Charity A can be thought of as having to display more core values 

of the authentic leadership (Gardner  et al. 2005) and leader accountability 

theories (Wood and Winston, 2007) rather than Charities B and C. The following 

section of this chapter relates some of these key findings from the cross-case 

analysis to the main quantitative findings of this research, where applicable.   

5.4.6 Cross-case and Quantitative Analysis  

One of the ways to improve this research further is to possibly match leaders and 

followers collectively using further quantitative methods, and as within the 

context of this investigation, due to the time, budget and other constraints it was 

not possible to do that. This places certain limitations on the quantitative part of 

the results, and thus the findings and their interpretation may be influenced by 

this. However, the cross-case analysis matched between the leaders, followers 

and respective charities have already showed the possibility for authentic and 

accountable leadership behaviours. This assumption may also be true when the 

leaders and followers are matched for the quantitative results, therefore further 

establishing the facts of this investigation.  

Therefore the multiple linear regressions (sections 4.2.4 and 4.3.4 of chapter 4) 

and hierarchical regressions (sections 4.2.4.4 and 4.3.4.4 of chapter 4) have 

shown that self-awareness is the best predictor among all variables within the 

context of this research. In matching the data between leaders and followers, 

from the qualitative cross-case analysis (section 5.4), self-awareness was also 

seen as having the most appreciated and known quality. Therefore, using 

quantitative and qualitative stands, self-awareness so far has made the most 

impact on all the variables as discussed above. Further discussion in the next 

section merges the quantitative and qualitative findings in more detail by adding 

the cross-case analysis findings.  
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5.5 Merging Quantitative and Qualitative Data 

The Quantitative and Qualitative strands of this research have been independent 

in that both are conducted, analysed and discussed separately and are only mixed 

at the end of the discussion stage (Creswell and Plano-Clark, 2011). So far both 

strands have been studied from their own perspectives, using mixed methods 

convergent design. A merging of both datasets is achieved in the following 

sections where the overall conclusions can be drawn about the research questions 

and propositions of this investigation.  As already discussed in chapter 3, section 

3.2, there are many ways in which the merging/ mixing of the datasets can be 

made including side-by-side comparisons which is adopted for this study as 

recommended by Creswell and Plano-Clark. This is one of many effective ways of 

pulling both strands of data together in a summary table to make valid 

comparisons of convergence or divergence of the results.  

Table 46 Main research findings from Quantitative and Qualitative strands for 

Leaders and Followers 
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Quantitative Findings Qualitative Findings 

Leaders Followers Leaders Followers 

 

Answerability 

Self-awareness 

Relational transparency 

 

Answerability 

Self-awareness 

Relational transparency 

 

Being mindful and 

conscious 

 

Leader’s self-

knowledge 

Balanced processing 

Internalised moral pers.  

Internalised moral pers. 

Balanced processing 

 

Self-control/ 

knowledgeable 

 

Leaders as 

being friendly 

Openness 

Self-awareness 

Relational transparency 

Openness 

Self-awareness 

Relational transparency 

Being a role model Leading from 

the front with 

honesty 

 

Internalised moral pers. 

Balanced processing 

 

Internalised moral pers. 

Balanced processing 

 

Self-accountability Leader and 

Board 

accountability 

 

Responsibility  

Self-awareness 

Balanced processing 

Relational transparency 

Internalised moral pers. 

Responsibility  

Self-awareness 

Balanced processing 

Relational transparency 

Internalised moral pers. 

Acceptance of faults 

 

 

 

Being focused, planned 

and methodical 

 

 

 

 

 

 

 

Acknowledgi-

ng and 

learning from 

mistakes 

  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Both datasets have been analysed, interpreted and discussed separately and 

relevant conclusions have already been drawn. As regards the quantitative strand, 

it has already revealed that self-awareness was found to be the best single 

positive predictor for all three variables of the leader accountability theory - 

answerability, openness and responsibility. The next best predictor of these, was 

relational transparency, in both leaders and followers’ findings. However two of 

the propositions (P4 and P12 as highlighted in italics in table 46) were not 

supported by the leaders’ results. The third-best predictor findings were therefore 

mixed in some cases it was balanced processing and in others it was internalised 

moral perspective.  

Straightforward, open 

and challenging (Leader 

and Followers, cross-

case analysis)  

Improving leadership 

(Leader and Followers, 

cross-case analysis) 

Internal differences and 

misunderstandings 

(Leader and Followers, 

cross-case analysis) 
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Comparatively, the followers’ results showed that all propositions were verified as 

shown in chapter 4, section 4.4. Generally, the results showed a significant 

positive impact of authentic leadership on leader accountability in both leaders’ 

and followers’ findings and thus these can be related.  As regards the qualitative 

strand, it has already been discussed that many important related themes 

emerged from the findings. These have already been discussed in relation to the 

two leadership theories and relevant conclusions have been drawn. It is 

interesting to note how similar the leaders’ and followers’ findings were; for 

example, the self-knowledge theme was apparent in both, followed by being a 

role model, dealing with accountability and acknowledgement of mistakes. The 

focus was on understanding the ‘leader’ behaviours, styles and attitudes taking 

into account the perceptions of the followers and leaders themselves. Hence, the 

results showed that important relationships between authentic leadership and 

leader accountability were interrelated within the context of this investigation.  

From table 46, some comparisons can be made from both strands. It is clear that 

the ‘self-referent’ factor is visible in both, for example the self-awareness in the 

quantitative results and self-knowledge and self-accountability in the qualitative 

findings. It is essentially the ‘self’ of the leader which was investigated and the 

results from both strands show the critical importance of knowing and 

understanding the self, which may serve as an antecedent to self-knowledge, self-

control and self-accountability. This ‘self’ notion supports the self-based model of 

Gardner et al. (2005), in which they posited that authentic leadership is 

essentially composed of self-awareness and self-regulation. In their model, 

balanced processing, relational transparency and internalised moral perspective 

are declared under self-regulation whereas self-awareness is treated on its own. 

Given that the interrelationships between other themes mentioned in table 46 has 

already identified made in section 5.3, within the parameters of this research role 

modelling and acknowledging the mistakes can also be thought as self-regulated 

factors. This reflects embedded notions of relational transparency, balanced 

processing and internalised moral perspectives. Therefore the qualitative findings 

of this research support the views of Gardner et al. in mapping authentic 

leadership under self-awareness and self-regulation themes. The findings also 

support the views of many other theorists (e.g. Ford and Harding, 2011; Ilies et al. 

2005; Klenke, 2007; Shamir and Eilam, 2005)  who emphasised the role of the 

‘self’ in advancing the authentic leadership model, as already discussed in 

chapter 2, section 2.4.2.  
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Furthermore, the cross-case analysis (section 5.4 in chapter 5); hierarchical 

regression models (sections 4.2.4.4 and 4.3.4.4 in chapter 4); CMV (section 4.5 in 

chapter 4) and EFA (section 4.4 in chapter 4) of this investigation showed that 

self-awareness stands out being the best predictor among all the variables. It is 

important to note that these testing did not reveal new factors rather the existing 

model was confirmed and verified, not only quantitatively, but also through 

qualitative cross-case analysis - that self-awareness is the most important 

component in the two-leadership theories investigated.   

The results and findings of this research also confirmed the views of Ladkin and 

Taylor (2010), who maintained that authentic leadership is rooted within the 

notion of ‘true self’. It is the inherent quality of the leaders to have self-exposure 

to their own inner personality. This research confirmed that charity leaders are 

self-activated individuals in their own view, but followers’ findings also confirmed 

the same perception. Concluding, other scholars (Northouse, 2010; Yukl, 2013) 

have discussed similar notions to self-knowledge, self-regulation and self-control 

as being the embedded factors strengthening the overall self-awareness of 

leaders. Therefore, this research supports the growing body of literature which 

promotes the self-dimension of the authentic leadership development.  

Furthermore, it could be argued that practising higher levels of self-awareness 

could help to eradicate some of the notable differences (found in the cross-case 

analysis, table 46). For example, improving leadership and resolving internal 

differences among the followers could be theoretically linked with self-awareness 

(Gardner et al., 2005), as through recognising the weaknesses that cause these 

misunderstandings could help charity leaders to develop a collaborative working 

environment.   

Once the appreciation of self-awareness has been discussed from the perspective 

of authentic leadership, it is interesting to note what this ‘self’ notion implies to 

the understanding of leader accountability theory. The research supports the 

opinions of (Frink and Klimoski, 2004; Hall et al. 2004; Hall et al. 2007; 

Hoogervorst et al. 2010; Rus et al. 2012; Wood and Winston, 2005 and 2007), 

who discussed the primacy of the self in developing the leader’s accountability. 

These scholars have called for further research to explore self-dimensions of 

leaders, in order to broaden the appreciation of leader’ accountability. 

Responding to the growing concerns of these leadership experts, this research 

attempted to fill this important gap by investigating a leader’s accountability 

individually and collectively in relation to authentic leadership. Therefore from the 
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discussions so far, one of the major contributions of this research is to recognise 

the role of self-awareness in strengthening the leader’s accountability. As this 

research has confirmed that personal insight is necessary in order to practice 

authenticity and accountability, self-awareness may thus be attributed as fourth 

emergent factor in leader accountability theory. The author believes that, in order 

to draw valid conclusions regarding how accountability can be further researched 

from the lens of leaders, it is necessary to explore the self-inherent values, as 

shown in this research. This means that apart from traditional leader 

accountability variables responsibility, openness and answerability – self-

awareness may hold the key to understanding not only these themes but also 

those of authentic leadership.  
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Chapter 6:  Conclusion  

The purpose of this chapter is to provide an overview of the research process, 

summary of how the research question and propositions have been addressed, 

main contributions to knowledge, some limitations of this research and finally 

present directions on future work based on this investigation. First, the whole 

study is summarised in the following section.  

6.1 Revisiting Authentic Leadership and Leader 

Accountability in a Non-profit Context  

The objective of this study was to examine the impact and relationship of 

authentic leadership on leader accountability in a non-profit context. Thus in 

order to explore the rationale behind this, a number of important steps were 

taken. In chapter two, the literature relating to the three notions was presented. 

The discussion focused on the broader context in which the non-profit sector was 

situated thereby identifying the external influences such as SLEPT (social, legal, 

economic, political and technological), which shape the sector. The discussion 

also focused in detail on the various contributions of the UK non-profit sector in 

particular, where certain factors such as income distribution of the charities, 

location diversity and different types of charitable activities were discussed. Once 

the broader context of the non-profits was established, the next step was to 

explore what this sector entails in terms of locating leadership problems.  

Therefore within the literature, essential problems related to the non-profit 

governance, organisational effectiveness, accountability and strategic planning 

were discussed. These themes were the generalised problems which were 

apparent while researching the non-profit leadership aspect. Therefore in order to 

explore further and to improve the non-profit leadership two emerging and new 

theories of leadership were debated. The objective was to explore in detail the 

rationale behind the variables which constituted these theories and the relevant 

research conceptual framework was proposed to address this.  

The main research question and a number of propositions were also developed 

which predicted the positive associations among all the variables of the two 

leadership theories. This then generated the main research question of this 

investigation, ‘What is the impact of Authentic Leadership on Leader 

Accountability in a Non-profit context?’.  



 

252 

In order to answer this question and the research propositions, a mixed methods 

design was chosen which was discussed in chapter 3. Subsequently, and 

consistent with the mixed methodological stance, pragmatism was chosen as a 

valid paradigm which guided the quantitative and qualitative research strategies 

further.  

This meant that the investigation was divided into two major components; the 

first phase consisted of quantitative data and the second phase of qualitative 

data. The choice of online questionnaire was deemed suitable in line with the ALQ 

and LAS scales already developed and validated for the measurement of 

authenticity leadership and leader accountability. Thus the web-based survey was 

conducted successfully and a total of 1057 leaders and followers participated in 

the survey from across England, Wales and Scotland. In order to analyse the data 

gathered many statistical approaches were adopted which included basic 

demographic analysis, Cronbach’s Alpha, Pearson’s Correlations,  Multiple Linear 

Regression models, Common Methods Variance (CMV), Exploratory Factor 

Analysis (EFA) and Hierarchical Regression models. Therefore, the results as 

presented in chapter 4 were consistent and out of 24 propositions formulated for 

this research, 22 were supported by the results with the exception of two (in 

multiple regressions) and one (in hierarchical regressions). This meant that in 

total, six main regression models predicted the linear relationship between the 

independent and dependent variables of this research. Conclusively, the impact 

was significantly positive and the research question and nearly all of the 

propositions were successfully answered.  

In phase two of this research, 15 semi-structured interviews were conducted with 

three leaders and 12 followers at three different charities in London. The 

interviews allowed a face-to-face meeting with each of the participants where the 

subjective perceptions of authenticity and accountability were researched. 

Furthermore, cross-case analysis was conducted matching the leaders and 

followers’ findings. The objective was to understand how the dimensions of 

authentic leadership such as self-awareness, relational transparency, balanced 

processing and internalised moral perspective were acknowledged by the charity 

workforce. Similarly the author was interested in examining interpretatively how 

the boundaries of leader accountability were understood in the UK charity sector. 

The findings as discussed in chapter 5 were consistent in confirming the 

relationship between the two theories and the insights gained into relevant 
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themes was discussed. Thus quantitatively and qualitatively, the research 

question and propositions were answered successfully.  

It was important to note the similarities between the quantitative and qualitative 

findings of this research. The focus was to understand the relationships 

underpinning the variables of authentic leadership and leader accountability. 

Therefore, using mixed methods designs, self-awareness was evident as being 

the most positively impactful and influential in shaping the authenticity and 

accountability of the non-profit leaders. Similarly, other traits such as balanced 

processing, relational transparency, internalised moral perspective, answerability, 

responsibility and openness were also considered to be the main factors apparent 

within the results and findings of this research. Furthermore, notable differences 

were reported in the cross-case analysis as highlighted in section 5.4.5 of chapter 

5.  

Using the results from this study many generalisations can be made within the 

non-profit context. For example the problems as identified in the literature such 

as the issues of bad governance, unethical accountability practices, and 

ineffective strategic planning can be eradicated up to a certain degree with the 

adoption of such traits such as self-awareness, which means knowing the inner 

self of the leaders, thus resulting in improving the overall leader effectiveness of 

the charity sector. Also with the emerging themes of authenticity and 

accountability being strongly influenced by and related to each other, it can be 

assumed that the critical issues of the accountability practices, financial 

corruption and unethical behaviours can be challenged with the notions of 

authentic leadership and leader accountability, as this research has shown. The 

rooted variables - as investigated within the scope of this research - can be 

thought of as small initial steps towards making the non-profit leadership better, 

which in turn impacts the governance, strategic planning, effectiveness and 

accountability issues. However, more critical, multi-dimensional, wider scaled 

research endeavours are required in order to realise a broader and more 

definitive judgment of this issue.  

6.2 Limitations 

The author has taken the necessary steps within the context and scope of this 

research to ensure that a robust, effective and organised investigation was 
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conducted. However, as with any research the present study also carries some 

limitations.  

First, there were some methodological issues related to the mixed methods 

research design adopted for this investigation. As with most mixed methods, 

complexities arise due to its embedded nature. In many mixed methods studies, 

researchers often first conduct a quantitative study, which generates issues that 

are then elaborated on through qualitative investigation. However, due to the 

nature of the research question, it was not necessary to conduct a qualitative 

study as a follow up, because nearly all of the propositions developed were 

supported and therefore there were no critical issues of further development. 

Instead, it was deemed necessary to conduct interviews to confirm the same 

correlated relationships. Also, in adopting the mixed methodology approach, the 

author experienced a number of problems in terms of the structure of the 

research. Considerable time was required to plan and execute the study with the 

appropriate steps and constant reporting at the different sections of the thesis 

was required to ensure the accuracy of the mixed methods design.  

Second, the results and findings are only validated within the context of the non-

profit sector in the UK environment. Any potential linkages between the two 

theories in other contexts and organisational settings are still to be tested. 

Therefore, because of the time, budget and research constraints it was not 

possible to conduct the study in multiple settings thus limiting the scope of the 

findings. Also there may be potential concerns about the sample size of the 

leaders as only three leaders were sampled for this investigation. However, 

relevant discussions concerning the qualitative sample sizes have been addressed 

in chapter 3, and this research met the minimum sample size requirement 

(Onwuegbuzie and Collins, 2007).  

Third, within the mixed methods approach, some researchers have attempted to 

quantify the qualitative phases of the research. This means that the initial results 

of the quantitative phase are often followed up by the quantifying of the 

qualitative data. The purpose of doing this is to show that data are more 

comprehensive and that complicated statistical analysis can be performed on 

them. However, as highlighted in chapter 3, necessary measures were adopted to 

ensure the consistency of the statistical analysis performed and the reliability of 

the scales and tools used to report the results successfully confirmed the 

proposed relationships of this research. Thus there was no need to further 
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expand the statistical analysis; instead an alternative method was adopted to 

check for the same relationships using other non-statistical tools and techniques.  

Fourth, the interview questions were based on the ALQ and LAS items; this meant 

that the questions developed were checking for the same variables as the original 

scales. This implied that these questions were limited to the strict boundaries of 

authentic leadership and leader accountability only. Therefore, if an unstructured 

approach was taken for this research, perhaps it may have given more choices to 

the participants to discuss what they wanted to in terms of their own 

understanding of the authenticity and accountability of leaders. However, this 

would have resulted in the confirmation of other variables which may not have 

been related to the concepts of authenticity and accountability; thus it would have 

been outside the scope of the present research. The prime objective of the 

present study was to understand the embedded relationships between already 

defined constructs of authentic leadership and leader accountability.  

Furthermore, the research did not have any control variables, and it would have 

been interesting to note the impact of these variables on ALQ and LAS. These 

control variables could have been incorporated from other leadership theories or 

from non-profit organisational problems. However, as already mentioned above 

the objective of this research was to use established constructs within the 

authentic-accountable theories and the author was only interested in analysing 

these variables, to understand the impact in a new context rather than adding 

control variables, as already discussed.  

Finally, according to the understanding of the author, repetition was noted on 

many occasions as the study sought to confirm the same relationships from the 

differing perspectives of leaders and followers. This meant that the results and 

findings reported were often similar, as shown in chapters 4 and 5 respectively. 

However, because of the nature of the research question and the developed 

propositions it was necessary to test the same underpinning relationships from 

multiple perspectives in order to confirm the predicated associations.  

6.3 Scholastic Contributions 

The objective of this section is to explicate the academic contributions resulting 

from this investigation. The discussion first addresses the methodological and 

theoretical contributions followed by the practical contributions.  
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6.3.1 Methodological and Theoretical 

This research has revealed many methodological contributions to the non-profit, 

authentic leadership and leader accountability disciplines. As mentioned in 

chapter 2, non-profit scholars (Alcock and Kendall, 2011; Ebrahim, 2003a; 

Herman and Renz, 1998; Kaplan, 2001; Low, 2006; McCambridge, 2004; 

Morrison and Salipante, 2007; Ostrower and Stone, 2010) have argued for better 

and more effective leadership which could help ease some of the critical issues 

the non-profits face such as accountability, board relations and governance. 

Therefore, the results of this research represented initial steps into new 

understandings of the leadership characteristics embedded in the UK non-profit 

organisations. The research contributed in establishing the need for non-profit 

leaders to exhibit more integrated authenticity and self-accountability, in 

overcoming many other critical issues such as governance. Also this research 

demonstrated that by adopting more characteristics of the authentic leadership 

and leader accountability theories, the charities can actually become better at 

tackling these problems.  

The research findings indicated that charity leaders need to have more knowledge 

and awareness of the practices of authenticity and self-accountability which are 

vital to the success of charities as apparent within the conclusions of this 

research. It can also be assumed that this research offers new ways of achieving 

non-profit leadership effectiveness by adopting better leadership qualities in 

order to strengthen and improve the operations of the charities in the UK. Also 

the research non-profit conceptual framework which predicted the positive 

influence of these constructs was successfully supported by the results and 

findings of this research. This meant that methodologically the framework 

developed was sound as it was tested empirically using mixed methodology.  

This research also contributed to the general growing body of the authentic 

leadership literature. Many leadership experts (Avolio et al. 2004; Avolio et al. 

2009; Cooper et al. 2005; Gardner et al. 2005; Gardner et al. 2011; Hsieh and 

Wang, 2015; Ilies et al. 2005; Klenke, 2007; Michie and Gooty, 2005; Owusu-

Bempah et al. 2011; Shamir and Eilam 2005; Sparrowe, 2005; Walumbwa et al. 

2008; Yukl, 2013) have called for further developments in authentic leadership 

theory-building work. Therefore, responding to these challenges, the research 

contributed to the theory of authentic leadership in many ways. According to the 

knowledge of the researcher, it is the first mixed methods study undertaken in 

the UK context on authentic leadership theory. Second, the variables of the theory 
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were researched individually using the quantitative (ALQ) and qualitative 

(interviews) methods, thus validating the results and findings collectively. Third, it 

is the first study within the UK non-profit context which related how authentic 

leadership is understood and represented at both the leaders’ and followers’ 

levels. Fourth, authentic leadership theory has never been studied using such a 

large sample size. Furthermore, cross-case analysis and hierarchical regressions 

also validate the reliability and robustness of these findings within the non-profit 

context and the findings indicate that self-awareness is indeed the best predictor 

among all variables. Finally, authentic leadership has never been studied in 

relation to the leader accountability theory and therefore this opens up new 

dimensions for further research. Consequently, this research has shown that 

authentic leadership can help leaders to become more effective and better at 

performing leadership operations.  

Scholars (Hall et al. 2004; Hall et al. 2007; Hoogervorst et al. 2010; Frink and 

Klimoski, 2004; Wood and Winston, 2005 and 2007) suggested for further 

research into examining the leader’s accountability in more detail. Thus, in 

response to these calls, this research adopted the theory proposed by Wood and 

Winston (2005 and 2007). Therefore, and again to the best of the author’s 

knowledge, this endeavour is the first mixed methods research and in particular, 

first using the LAS (Self) and interviews to understand the way in which notions of 

leader accountability are exhibited. Wood and Winston’s (2005 and 2007) studies 

were the original in establishing the theoretical contributions of the leader 

accountability framework and thus it has never been studied using the qualitative 

approach or LAS (Self). Therefore for the first time the interview questions were 

developed using the quantitative scales and this is also the first study ever to 

apply the LAS (Self) scale.  Second, it is the first study to apply the leader 

accountability theory to the UK charity context, as this has never been studied 

independently using the proposed theory. Third the research had a large sample 

size which meant the results on the leader accountability theory were not only 

validated but also reliable and consistent using the statistical analysis. Finally, it 

was the first research to incorporate other emerging theories such as authentic 

leadership.  

This study also represents the first time in which the constructs (self-awareness, 

relational transparency, balanced processing, internalised moral perspective, 

answerability, openness and responsibility) of authentic leadership and leader 

accountability have been conceptually related to each other. This research divided 
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these constructs into independent and dependent variables, which form the basis 

of the conceptual framework developed for this investigation. As already shown 

in chapters 4 and 5, studying two theories jointly revealed many similarities.  

There are two major contributions in regards to the authenticity leadership and 

leader accountability literature in this regard. The results and the findings of this 

research showed that self-awareness can be regarded as the main emerging 

factor common in both theories. This means that, self- awareness can be posited 

as a potential fourth emerging factor, component or variable of leader 

accountability along with responsibility, openness and answerability. In general, 

authenticity can also be viewed as a confirmed antecedent to leader 

accountability theory as a new factor within the scope of this research.  

Therefore this research places utmost importance on understanding and evolving 

the individual personality of the charity leaders, and in particular knowing the 

self-insight of the leaders concerned. This confirms many of the propositions 

made by Gardner et al. (2005) in their seminal article; they proposed the self-

based model of authentic leadership. The results of this research support the 

position of Gardner et al. in confirming that self-awareness is indeed considered 

the most important and essential feature of the self-based model. In their view, 

other variables such as balanced processing, relational transparency and 

internalised moral perspective refer to self-regulation in the self-based model, 

which is also supported by this research. Also supported herein are the views of 

Ladkin and Taylor (2010) in promoting values of true self within the authentic 

leadership model. Therefore the self is apparent within the centrality of this 

research. This meant a more robust approach was adopted by this research that 

in pursuing a multidimensional approach to the non-profit problems by paying 

particular attention to the leadership thought. It was perhaps the rooted features 

of authentic leadership and leader accountability which provided sufficient 

grounds for answering the research propositions and the main question.  

Other contributions include the leader-follower dyadic relationship which was 

systematically researched in this investigation. Responding to the neglected issue 

regarding the follower perception of authentic leader (Yukl, 2013), this 

investigation makes novel contributions. The results and findings explicated how 

authenticity and accountability are perceived by the charity leaders and how 

followers comprehend the same phenomena. Therefore, the similarities between 

the emerging relationships of leader-follower interactions were thoroughly 

discussed in section 5.3 of chapter 5.  
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Also the convergent mixed methods design strategy was effective in producing 

the successful outcomes for this research. As already discussed in chapter 3, 

attention was given to the way the research plan and relevant stages were 

conducted, which reflected the nature of using the convergent design. Often with 

mixed methods studies, the embedded complexities lead to many problems 

(Creswell and Plano-Clark, 2011); however, within this research the approach was 

clear and logical and it is evident in the results and findings that successfully 

answered the research question. The way this research approached the leaders 

and followers distinction is also of due importance. The leaders were judging 

themselves whereas followers were judging leaders based on their exposure to 

them. This meant the gathering of the data was collected and analysed from both 

perspectives effectively. Furthermore, this mixed methods research treated the 

complex cross-case analysis and hierarchical regressions in such a way that 

validity and reliability is confirmed within the context of this investigation.  

In many authentic leadership studies (Bamford et al. 2012; Gardner et al. 2011; 

Giallonardo et al. 2010; Hannah et al. 2011; Laschinger et al. 2012; Peterson et al. 

2012; Peus et al. 2012; Rego et al. 2012; Walumbwa et al. 2008; Walumbwa et al. 

2010; Walumbwa et al. 2011; Wong et al. 2009b; Wong et al. 2010), only a 

singular approach is usually taken to explore the concepts. This means ALQ 

(Rater) was mainly given to the followers only, and only in few cases was it 

administrated to leaders. However with this research, combined Self and Rater 

ALQs were investigated in a single study.  

The idea of oversampling (Naing et al. 2006) as explained in chapter 3, adopted 

for this research is also innovative. Often in many academic studies the issues 

related to the response rates are problematic (Saunders et al. 2007) and in 

particular because of the low rates in researching the non-profits (Hager et al. 

2003), the oversampling strategy was effective for the quantitative phase of the 

research. This generated a considerably large sample size for the online 

questionnaire in this research.  

Conclusively, it can be argued that this research has made a number of novel 

additions to knowledge within the field of management studies. In particular 

significant partial contributions have also been made to the general non-profit, 

authentic leadership and leader accountability literature where there were calls 

for increased empirical evidence. This research also intersects with other 

disciplines such as ethical leadership, as this shares the common grounds of the 

moral dimensions of leadership (Brown and Trevino, 2006; Northouse, 2010; Yukl, 
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2013) in terms of promoting authentic values.  Therefore conclusions from this 

research can aid in further developing the key leadership ideas in other related 

fields.  

6.3.2  Practical 

The problems mentioned in the previous section are essentially related to the 

non-profit practices. Therefore, seeking to investigate the knowledge by 

conducting quantitative and qualitative approaches this research has shown that 

the practices concerning authenticity and accountability are crucial in reality. The 

research established that the perceptions of these theories are visible not only in 

the current results and findings but that they are also advocated to be ideal 

characteristics to adopt. The results showed that if the notions of authentic 

leadership and leader accountability are practiced by the charity leaders, this 

would result in developing an effective model of leadership. This in turn can 

provide practical solutions to many of the problems currently faced by the 

charities such as unethical behaviour and financial scandals.   

The results and findings of this investigation also hold crucial evidence in terms 

of structuring the leadership training programmes in practice. Within the 

leadership literature there has been considerable debate surrounding the 

improvement of the leadership selection, development and training (Murphy and 

Ensher, 2008; Northouse, 2010; Yukl, 2013). Therefore, with the conclusive 

evidence of this research, certain generalisations can be made. For example, if 

the leaders exhibit more personal traits of being authentic and accountable, there 

are more chances of selecting and developing those leaders, thereby reducing the 

possibilities of further financial corruptions, unethical behaviours including 

sexual scandals, and improving the overall leadership competencies.  

Further practical demonstration on these training and coaching can be achieved 

in many forms. Based on the main findings of this research, it is clear that more 

authentic and accountable behaviours should be promoted within the charity 

sector. Therefore charities may adopt more authentic-accountable led training 

based on the main variables of this research. For example, charity leaders may be 

encouraged to raise more self-awareness levels by aligning the charity’s mission 

and objectives (Alcock and Kendall, 2011) using the authentic leadership based 

model. This means on one side, the leaders would be reminded of the charity’s 

main purpose and what the leader can do from his own initiatives to improve the 

performance (Northouse, 2010). Thereby discovering more on the self-awareness 
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(strengths and weaknesses) spectrums of leader’s personality - charity’s mission 

and objectives can be impacted in a positive way. Also the key role of values in 

developing leader’s personality (Avolio and Gardner, 2005) can be further 

encouraged thereby promoting more authentic behaviours at charities.  

Also the training could focus more of the other aspects of the authentic 

leadership such as balanced processing. Charity training could incorporate further 

elements of information processing lessons for the leaders whereby they are 

trained in dealing with the pressures of information overload and taking an 

objective approach to information when making critical charity decisions and 

dealing with followers (Clapp-Smith et al. 2009). Leaders are faced with increasing 

pressures of information processing and therefore authentic leadership led 

training with insights to balanced processing’ dimensions would further help the 

leaders to overcome the daily challenges (Diddams and Chang, 2012). Training 

may also include aspects from internalised moral perspectives of the authentic 

leadership model. This means that the leaders should be reminded of the need to 

constantly self-regulate their internal moral behaviours (Avolio et al. 2004; 

Northouse, 2010), in order to influence followers using personal values at 

charities. This will ultimately led to enhanced leader-follower relationships 

thereby positively impacting the charity performance.  

Furthermore, other variables such as relational transparency of the authentic 

model are also conceptually linked with leader accountability theory. The inner 

dimensions of relational transparency include features like being real, genuine 

and truthful when dealing with followers (Northouse, 2010) and consequently 

these also overlap with many essential characteristics of the leader accountability 

model. For example, main elements of this theory include responsibility, 

openness and answerability (Wood and Winston, 2005: 2007), and these are 

based on the moral dimensions of being true and real to oneself as a leader and 

to others. Furthermore, charity focused training for leaders can include 

discussions on these leadership qualities, which would impact the way non-profit 

leadership is executed once the awareness of being self-accountable is promoted 

on a larger scale. This could also be achieved by providing leaders with leader 

accountability scales while at training sessions, so that further open discussions 

on these core values can be achieved. It is essential that these values are given 

more emphasis in practice as they could help to overcome many of the current 

challenges faced by the charity sector (Alcock and Kendall, 2011). Therefore, 

based on this research it is hoped that if leaders are exposed more to the 
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authentic-accountable behaviours, and if these are constantly practiced, then 

charity performance could be positively impacted as shown by this research.   

This research may also provide initial contributions towards understanding non-

profit policy-making. The results and findings of this research can be used by 

governments and other analysts to understand the inner dimensions reflecting 

how non-profit leaders and followers value the importance of authenticity and 

accountability. As already discussed in chapter 2, section 2.1.2, SLEPT (social, 

legal, economic, political and technological) factors were described to map the 

non-profit sector. SLEPT factors influenced the way the sector is defined and this 

research can provide insights into how certain factors can be better understood. 

For example, the issue of Charities Act was discussed by Morris (2011), who 

argued that the measures have always been taken by the governments to tighten 

and strengthen the laws governing charities in the UK. Insights into how 

accountability and authenticity are practiced by the charity leadership can open 

up new dimensions of the Charities Act; for example by promoting the need for 

charities to have in place certain selection procedures to recruit those leaders 

who exhibit more traits of being honest and open. In the long run, this may 

impact how the charities are regulated by perhaps introducing complex 

accountability measures by the governments, with a focus on the identification, 

selection and recruitment of authentic and accountable leaders.  

6.4 Recommendations and Future Research 

Further research into the same concepts as explored by this investigation is 

encouraged whether in different regions such as the US, contexts such as the 

private sector or using different methodologies. While discussing the future of 

non-profit leadership, Hesselbein (2004, p. 4) stated that “the greatest challenge 

of this nonprofit century is to provide the leadership, the competence, and the 

management that will determine the quality and the performance of the twenty-

first-century society”.  Therefore, with this in mind, it can be concluded that this 

research has shown that non-profit leaders need to embrace and practice 

authenticity and accountability abilities, if they are going to successfully meet the 

future challenges faced by the non-profits.  

This research also opens many dimensions for future research not only in the 

non-profit arena but also in the leadership fields. For example, as this research 

incorporated two emerging theories of leadership, important conceptual linkages 
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were revealed which were not previously studied. Therefore, following the same 

conceptual understanding of merging the two similar theories within the 

leadership literature, it can be hoped that further advancements may also reveal 

similarities if researched collectively.  

As this research also already demonstrated the novel contributions, one of many 

ways to further strengthen the leadership of non-profits is to examine the notions 

of ‘self’ in more detail. For example, practices related to the other variables of 

authentic leadership can be linked with other theories of leadership to explore 

how the understanding of self is valued by the leaders, perhaps in other contexts 

and cultures. As already discussed, this research confirms the position of Gardner 

et al. (2005) - that self-awareness and self-regulation are the essential 

characteristics of promoting authenticity and effective leadership. It will be 

interesting to consider how the proposed self-based model of Gardner et al. can 

be applied in new contexts and perhaps the findings can be matched with this 

research to derive new meanings.  

Also as the current study was designed on the mixed methodological strand, 

further research may be conducted by researching one strand in greater detail. 

For example conducting in-depth interviews on a wider scale with more leaders 

might reveal different results.  

Results of this investigation have been interpreted through the lens of CMV (Min 

et al. 2016), and this could be one of many ways to improve this research further. 

However, it is important to note that the total variance explained by the 

Follower’s data was 56.93% and it did not have any potential impact on the 

theoretical model and variables studied as Fuller et al. (2016, p. 3197) confirmed 

that “CMV would need to be on the order of 70% or more before substantial 

concern about inflated relationships would arise”. Thus for future purposes, this 

research could be further improved by reducing or controlling for CMV by 

following guidelines in the literature. Therefore, according to Podsakoff et al. 

(2003), there are usually two kinds of methods to control common method biases; 

one refers to statistical technique and the other non-statistical. The latter, is 

further explored as one of the procedural remedies to reduce and overcome CMV 

is explained by Min et al. (2016) as temporal separation, which can be adopted 

dividing the likert questionnaire between predictor and criterion variables. Thus, 

one of the possible ways to adopt this approach is to briefly educate participants 

by a cover story about the concepts of authenticity and accountability, this would 

help them to understand the psychological division and then advise them to 
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answer the questions. Furthermore, as advised by Min et al. along with the 

temporal separation, further advanced statistical testing, more complicated than 

Harman’s one-factor may be employed. A similar approach is also recommended 

by Jakobsen and Jensen (2015) that designing survey items can be useful to 

overcome a problem of CMV. This means in future if someone intends to conduct 

research on individual items of these core concepts, authenticity and 

accountability like; self-awareness, balanced processing, relational transparency, 

internalised moral perspective, openness, answerability and responsibility - these 

survey trait-items could be designed on a scale in such a way that it may help to 

reduce the potential impact of CMV on future studies by giving a cover story to 

the participants. Furthermore, the variables used in this research have been 

examined individually; this research has shown that self-accountability can be 

possibly regarded as the fifth variable in authentic leadership theory. Therefore 

further research using these five variables can now be conducted in relation with 

other emerging leadership theories to observe and report new insights, perhaps 

in public or private sector organisations.    

Additionally, this research may also impact the way the leadership selection is 

completed practically in organisations. Therefore further research into how 

leadership not only in the non-profit sector but also in the private and public 

sectors can be enhanced using the ALQ and LAS tools such as judging the 

person’s authenticity, moral perspectives and accountability. This may also be 

crucial to the critical leadership roles in many organisations.   
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Appendices 

  

Authentic Leadership Questionnaire (ALQ Version 1.0 Self) 

Instructions: The following survey items refer to your leadership style, as you 

perceive it. Please judge how frequently each statement fits your leadership style 

using the following scale: 

 

Not all all: 0,  

Once in a while: 1 

Sometimes: 2 

Fairly often: 3 

Frequently, If not always: 4 

 

Items 

As a leader I… 

Frequency 

 

1. say exactly what I mean  0    1    2    3    4 

2. admit mistakes when they are made   0    1    2    3    4 

3. encourage everyone to speak their mind  0    1    2    3    4 

4. tell you the hard truth  0    1    2    3    4 

5. display emotions exactly in line with feelings  0    1    2    3    4 

6. demonstrate beliefs that are consistent with actions  0    1    2    3    4 

7. make decisions based on my core values  0    1    2    3    4 

8. ask you to take positions that support your core values  0    1    2    3    4 

9. make difficult decisions based on high standards of ethical conduct  0    1    2    3    4 

10. solicit views that challenge my deeply held positions  0    1    2    3    4 

11. analyze relevant data before coming to a decision  0    1    2    3    4 

12. listen carefully to different points of view before coming to 

conclusions 

 0    1    2    3    4 

13. seek feedback to improve interactions with others  0    1    2    3    4 

14. accurately describe how others view my capabilities  0    1    2    3    4 

15. know when it is time to reevaluate my position on important issues  0    1    2    3    4 

16. show I understand how specific actions impact others  0    1    2    3    4 

 

These scales are used with permission from the original authors. Copyright © 

2007 Authentic Leadership questionnaire (ALQ) by Bruce J. Avolio, William L. 

Gardner, & Fred O. Walumbwa. All rights reserved in all medium. Distributed by 

Mind Garden, Inc. www.mindgarden.com.  

http://www.mindgarden.com/
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Authentic Leadership Questionnaire (ALQ Version 1.0 Rater) 

Instructions: The following survey items refer to your leader’s style, as you 

perceive it. Judge how frequently each statement fits his or her leadership style 

using the following scale: 

 

Not all all: 0,  

Once in a while: 1 

Sometimes: 2 

Fairly often: 3 

Frequently, If not always: 4 

 

Items 

My Leader: 

Frequency 

 

1. says exactly what he or she means  0    1    2    3    4 

2. admits mistakes when they are made   0    1    2    3    4 

3. encourages everyone to speak their mind  0    1    2    3    4 

4. tells you the hard truth  0    1    2    3    4 

5. displays emotions exactly in line with feelings  0    1    2    3    4 

6. demonstrates beliefs that are consistent with actions  0    1    2    3    4 

7. makes decisions based on his or her core values  0    1    2    3    4 

8. asks you to take positions that support your core values  0    1    2    3    4 

9. makes difficult decisions based on high standards of ethical conduct  0    1    2    3    4 

10. solicits views that challenge his or her deeply held positions  0    1    2    3    4 

11. analyzes relevant data before coming to a decision  0    1    2    3    4 

12. listens carefully to different points of view before coming to 

conclusions 

 0    1    2    3    4 

13. seeks feedback to improve interactions with others  0    1    2    3    4 

14. accurately describes how others view his or her capabilities  0    1    2    3    4 

15. knows when it is time to reevaluate his or her positions on 

important issues 

 0    1    2    3    4 

16. shows he or she understands how specific actions impact others  0    1    2    3    4 

 

These scales are used with permission from the original authors. Copyright © 

2007 Authentic Leadership questionnaire (ALQ) by Bruce J. Avolio, William L. 

Gardner, & Fred O. Walumbwa. All rights reserved in all medium. Distributed by 

Mind Garden, Inc. www.mindgarden.com.  

 

Authentic Leadership Questionnaire Scales: 

http://www.mindgarden.com/
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Each scale consists of these item numbers. Average the item value to get the raw 

score for the scale.  

Transparency: 1, 2, 3, 4 & 5 

Moral/ Ethical: 6, 7, 8 & 9 

Balanced Processing: 10, 11 & 12 

Self Awareness: 13, 14, 15 & 16  

These scales are used with permission from the original authors. Copyright © 

2007 Authentic Leadership questionnaire (ALQ) by Bruce J. Avolio, William L. 

Gardner, & Fred O. Walumbwa. All rights reserved in all medium. Distributed by 

Mind Garden, Inc. www.mindgarden.com.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

http://www.mindgarden.com/
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Leader Accountability Scale (LAS – Self) 

The following scale items refer to your leadership style as you perceive it. Please 

judge yourself how frequently each item relates to your leadership style using the 

following scales: 

Items for the Responsibility Scale 

 

Items 

As a leader I: 

Frequency 

 (Never)                    (Always) 

R1. Demonstrate a sense of obligation to 

constituents when making decisions 

 0  1  2  3  4  5  6  7  8  9  10 

R2. Accept responsibility for my actions 

within the organization 

 0  1  2  3  4  5  6  7  8  9  10 

R3. Clearly define for constituents where my 

responsibilities end and theirs begin 

 0  1  2  3  4  5  6  7  8  9  10 

R4. Provide constituents with safe ways to 

address grievances against myself 

 0  1  2  3  4  5  6  7  8  9  10 

R5. Avoid making excuses for mistakes  0  1  2  3  4  5  6  7  8  9  10 

R6. Avoid blaming others for mistakes  0  1  2  3  4  5  6  7  8  9  10 

R7. Am willing to face the truth, even when it 

does not fit my personal preferences 

 0  1  2  3  4  5  6  7  8  9  10 

R8. Accept responsibility for the future 

direction and accomplishments of the group 

 0  1  2  3  4  5  6  7  8  9  10 

R9. Accept ownership for the results of my 

decisions and actions 

 0  1  2  3  4  5  6  7  8  9  10 

R10. Look to myself first when the group’s 

results are disappointing 

 0  1  2  3  4  5  6  7  8  9  10 

Items for the Openness Scale 

 

Items 

As a leader I: 

Frequency 

 (Never)                    (Always) 

O1. Behave consistently from one person to 

the next 

 0  1  2  3  4  5  6  7  8  9  10 

O2. Demonstrate consistency in public and 

private behavior 

 0  1  2  3  4  5  6  7  8  9  10 

O3. Identify personal actions – popular or not 

– as my own 

 0  1  2  3  4  5  6  7  8  9  10 

O4. Openly listen to when people offer 

perspectives that are different from my own 

 0  1  2  3  4  5  6  7  8  9  10 

O5. Avoid isolating from constituents in  0  1  2  3  4  5  6  7  8  9  10 
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performing my duties 

O6. Openly explain my decisions  0  1  2  3  4  5  6  7  8  9  10 

O7. Openly declare my values  0  1  2  3  4  5  6  7  8  9  10 

O8. Am a role model  0  1  2  3  4  5  6  7  8  9  10 

O9. Interact openly and candidly with 

constituents 

 0  1  2  3  4  5  6  7  8  9  10 

O10. Keep records that are accessible to 

constituents 

 0  1  2  3  4  5  6  7  8  9  10 

Items for the Answerability Scale 

 

Items 

As a leader I: 

Frequency 

 (Never)                    (Always) 

A1. Apologize to constituents for my 

mistakes 

 0  1  2  3  4  5  6  7  8  9  10 

A2. Explain the reasons for my decisions  0  1  2  3  4  5  6  7  8  9  10 

A3. Answer questions from constituents  0  1  2  3  4  5  6  7  8  9  10 

A4. Provide explanations for the performance 

shortfalls without making excuses 

 0  1  2  3  4  5  6  7  8  9  10 

A5. Inform constituents of the process by 

which I arrive at decisions 

 0  1  2  3  4  5  6  7  8  9  10 

A6. Explain to constituents why suggested 

action was not taken 

 0  1  2  3  4  5  6  7  8  9  10 

A7. Provide regular progress reports about 

personal commitments I have made to 

constituents 

 0  1  2  3  4  5  6  7  8  9  10 

A8. Welcome constructive feedback of my 

actions 

 0  1  2  3  4  5  6  7  8  9  10 

A9. Openly admit my mistakes to constituents  0  1  2  3  4  5  6  7  8  9  10 

A10. Take quick action to deal with the 

consequences of a mistake 

 0  1  2  3  4  5  6  7  8  9  10 
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Leader Accountability Scale (LAS – Rater) 

The following scale items refer to your leader’s style as you perceive it. Judge how 

frequently each item relates to your leader’s style using the following scales: 

Items for the Responsibility Scale 

 

Items 

The Leader: 

Frequency 

 (Never)                    (Always) 

R1. Demonstrates a sense of obligation to 

constituents when making decisions 

 0  1  2  3  4  5  6  7  8  9  10 

R2. Accepts responsibility for his/her actions 

within the organization 

 0  1  2  3  4  5  6  7  8  9  10 

R3. Clearly defines for constituents where 

his/her responsibilities end and theirs begin 

 0  1  2  3  4  5  6  7  8  9  10 

R4. Provides constituents with safe ways to 

address grievances against him/her 

 0  1  2  3  4  5  6  7  8  9  10 

R5. Avoids making excuses for mistakes  0  1  2  3  4  5  6  7  8  9  10 

R6. Avoids blaming others for mistakes  0  1  2  3  4  5  6  7  8  9  10 

R7. Is willing to face the truth, even when it 

does not fit his/her personal preferences 

 0  1  2  3  4  5  6  7  8  9  10 

R8. Accepts responsibility for the future 

direction and accomplishments of the group 

 0  1  2  3  4  5  6  7  8  9  10 

R9. Accepts ownership for the results of 

his/her decisions and actions 

 0  1  2  3  4  5  6  7  8  9  10 

R10. Looks to himself/herself first when the 

group’s results are disappointing 

 0  1  2  3  4  5  6  7  8  9  10 

Items for the Openness Scale 

 

Items 

The Leader: 

Frequency 

 (Never)                    (Always) 

O1. Behaves consistently from one person to 

the next 

 0  1  2  3  4  5  6  7  8  9  10 

O2. Demonstrates consistency in public and 

private behavior 

 0  1  2  3  4  5  6  7  8  9  10 

O3. Identifies personal actions – popular or 

not – as his/her own 

 0  1  2  3  4  5  6  7  8  9  10 

O4. Openly listens when people offer 

perspectives that are different from his/her 

own 

 0  1  2  3  4  5  6  7  8  9  10 

O5. Avoids isolating from constituents in 

performing his or her duties 

 0  1  2  3  4  5  6  7  8  9  10 

O6. Openly explains his/her decisions  0  1  2  3  4  5  6  7  8  9  10 

O7. Openly declares his/her values  0  1  2  3  4  5  6  7  8  9  10 
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O8. Is a role model  0  1  2  3  4  5  6  7  8  9  10 

O9. Interacts openly and candidly with 

constituents 

 0  1  2  3  4  5  6  7  8  9  10 

O10. Keeps records that are accessible to 

constituents 

 0  1  2  3  4  5  6  7  8  9  10 

Items for the Answerability Scale 

 

Item 

The Leader: 

Frequency 

 (Never)                    (Always) 

A1. Apologizes to constituents for his/her 

mistakes 

 0  1  2  3  4  5  6  7  8  9  10 

A2. Explains the reasons for his/her decisions  0  1  2  3  4  5  6  7  8  9  10 

A3. Answers questions from constituents  0  1  2  3  4  5  6  7  8  9  10 

A4. Provides explanations for the 

performance shortfalls without making 

excuses 

 0  1  2  3  4  5  6  7  8  9  10 

A5. Informs constituents of the process by 

which he/she arrives at decisions 

 0  1  2  3  4  5  6  7  8  9  10 

A6. Explains to constituents why suggested 

action was not taken 

 0  1  2  3  4  5  6  7  8  9  10 

A7. Provides regular progress reports about 

personal commitments he/she has made to 

constituents 

 0  1  2  3  4  5  6  7  8  9  10 

A8. Welcomes constructive feedback of 

his/her actions 

 0  1  2  3  4  5  6  7  8  9  10 

A9. Openly admits his/her mistakes to 

constituents 

 0  1  2  3  4  5  6  7  8  9  10 

A10. Takes quick action to deal with the 

consequences of a mistake 

 0  1  2  3  4  5  6  7  8  9  10 

These scales (Rater) are adopted with permission from the original authors. 

Wood, J. A. and Winston, B. E. (2005). Toward a New Understanding of Leader 

Accountability: Defining a Critical Construct, Journal of Leadership and 

Organizational Studies, Vol. 11, No.3, pp. 84-94. 

Wood, J. A. and Winston, B. E. (2007). Development of three scales to measure 

leader accountability, Leadership & Organization Development Journal, Vol. 28, 

No. 2, pp. 167-185.  
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ERGO Application Questionnaire Participant Consent form 
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ERGO Application Questionnaire Debriefing form 
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ERGO Application Interviews Information and Consent form 
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Please note that, Interviews Debriefing form was the same as Questionnaire form, 

as it only contained the information on Authentic Leadership and Leader 

Accountability with references.  
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Initial email message sent to the charities when conducting Questionnaires.  

 
Dear All 
  
My name is Khurrum Siddiq and I am a doctoral researcher at the Southampton Management 
School, University of Southampton.  I am approaching you to ask your permission to include your 
organisation in my PhD research. The study intends to examine the relationship between 
Authentic Leadership and Leader Accountability in Charities across the UK. The aim is to explore 
the relevance of these two ideas within charities as no previous research has been undertaken in 
this area and we believe that findings would be beneficial in adding value to the concept of 
leadership within the Charity sector. I have attached a brief participant information sheet that 
provides some more detail on the aims of this research.   
  
The study would involve the completion of a short questionnaire, which should take no longer 
than 10 minutes to complete.  We would like to ask for your help to distribute this questionnaire 
to your board and your employees. The study is completely confidential and no personal 
information will be collected; this also means that no charity will be identified, but all data will be 
analysed in aggregate format. We have received ethical approval through the University of 
Southampton.  
  
Your contribution would be extremely valuable to filling gaps in research surrounding new and 
emerging ideas on Leadership.  If you agree in principle to support this study, please could you 
reply to this email. If you have any further questions about the study, please do not hesitate to 
contact me. 
  
Thank you very much for your support and I look forward to hearing from you. 
 
 
Best regards 
 
Khurrum Siddiq 
 
Doctoral Researcher 
Organisational Behaviour & HRM Group 
School of Management 
University of Southampton 
University Road  
United Kingdom 
S017 1BJ 
07980320874 
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Email message (with links) sent to the charities when conducting Questionnaires.  

 

Dear All 

 
Many thanks for your consent to participate in my research. Here are the two links below for the 
questionnaires:  
 
 
For Board Members/ Trustees / Managers/ Employees/ Volunteers, please complete this 
questionnaire https://www.isurvey.soton.ac.uk/5937   
 
For Leaders/ Directors/ Founders, please complete this questionnaire 
https://www.isurvey.soton.ac.uk/4885   
 
 
I would really appreciate it if you could please circulate this email to your all of your employees, 
volunteers and members. Your contribution would be extremely valuable in filling the current 
gaps in research that surrounds new and emerging ideas on Leadership. This questionnaire will be 
online until 11 January 2013. If you have any further questions about the questionnaire, please do 
not hesitate to contact me. 
 
Thank you very much for your support and I look forward to hearing from you. 
 
 
Best wishes 
 
Khurrum Siddiq 
Doctoral Researcher 
Organisational Behaviour & HRM Group 
School of Management 
University of Southampton 
University Road  
United Kingdom 
S017 1BJ 

 

 

 

 

 

 

 

https://www.isurvey.soton.ac.uk/5937
https://www.isurvey.soton.ac.uk/4885
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Leaders Questionnaire (ALQ and LAS) 
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Follower Questionnaire (ALQ and LAS) 
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Interviews schedule and list of questions.  
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Sample Leader Interview Extract 
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Sample Follower Interview Extract 
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This section shows how the interview questions were developed from ALQ 

and LAS surveys for Leaders and Followers.  

Authentic Leadership questions for Leaders: 
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Web-Survey items (Authentic Leadership 

Questionnaire – ALQ Rater) 

As a leader I…. 

Interview Questions 

 

Self-awareness Self-awareness 

Seek feedback to improve interactions with 

others. 

1) To what extent do you think you 

are aware of your strengths and 

weaknesses? Please give 

examples.  

 Accurately describe how others view my 

capabilities. 

Know when it is time to reevaluate my position 

on important issues. 

Show I understand how specific actions impact 

others. 

 

Balanced Processing Balanced Processing 

Solicit views that challenge my deeply held 

positions. 

1) How do you deal with 

suggestions and opinions from 

your followers? 

2) How in your view you analyse all 

the information before making a 

decision?  

Analyze relevant data before coming to a 

decision. 

Listen carefully to different points of view before 

coming to conclusions. 

 

Moral\ Ethical  Moral\ Ethical  

Demonstrate beliefs that are consistent with 

actions. 

1) In your view, how, what you say 

match with what you do as a 

leader? Please give examples.  

 

Make decisions based on my core values. 

Ask you to take positions that support your core 

values. 

Make difficult decisions based on high standards 

of ethical conduct. 

 

Transparency Transparency 

Say exactly what I mean. 1) To what extent do you share 
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Leader Accountability questions for Leaders: 

            Web-Survey items (Leader Accountability 

Scale – LAS Self) 

As a leader I…. 

Interview Questions 

Responsibility Responsibility 

Demonstrate a sense of obligation to constituents 

when making decisions. 

1) How do you take 

responsibility for your 

decisions? Please give 

examples.   

2) How do you respond to 

others when you know they 

have made a mistake? 

 

Accept responsibility for my actions within the 

organization. 

Clearly define for constituents where my 

responsibilities end and theirs begin. 

Provide constituents with safe ways to address 

grievances against myself. 

Avoid making excuses for mistakes. 

Avoid blaming others for mistakes. 

Am willing to face the truth, even when it does not 

fit my personal preferences. 

Accept responsibility for the future direction and 

accomplishments of the group. 

Accept ownership for the results of my decisions 

and actions. 

Look to myself first when the group’s results are 

disappointing. 

 

Openness Openness 

Behave consistently from one person to the next. 1) How actively do you listen to 

others when views differ from 

your own? Please give 

examples. 

Demonstrate consistency in public and private 

behavior. 

Admit mistakes when they are made. information with your 

colleagues/ followers? 

 Encourage everyone to speak their mind. 

Tell you the hard truth. 

Display emotions exactly in line with feelings. 
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Identify personal actions – popular or not – as my 

own. 

Openly listen to when people offer perspectives 

that are different from my own.  

Avoid isolating from constituents in performing my 

duties. 

Openly explain my decisions. 

Openly declare my values. 

Am a role model. 

Interact openly and candidly with constituents. 

Keep records that are accessible to constituents. 

 

Answerability Answerability 

Apologize to constituents for my mistakes. 1) How do you explain your 

shortfalls/ mistakes to 

employees/ followers? 

 

Explain the reasons for my decisions. 

Answer questions from constituents. 

Provide explanations for the performance shortfalls 

without making excuses. 

Inform constituents of the process by which I arrive 

at decisions. 

Explain to constituents why suggested action was 

not taken. 

Provide regular progress reports about personal 

commitments I have made to constituents. 

Welcome constructive feedback of my actions. 

Openly admit my mistakes to constituents. 

Take quick action to deal with the consequences of 

a mistake. 

Authentic Leadership questions for Followers: 
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Web-Survey items (Authentic Leadership 

Questionnaire – ALQ Rater) 

My leader…. 

Interview Questions 

 

Self-awareness Self-awareness 

Seek feedback to improve interactions with 

others. 

2) To what extent do you think 

your leader is aware of their 

strengths and weaknesses? 

Please give examples.  

 Accurately describe how others view my 

capabilities. 

Know when it is time to reevaluate my position 

on important issues. 

Show I understand how specific actions impact 

others. 

 

Balanced Processing Balanced Processing 

Solicit views that challenge my deeply held 

positions. 

3) How does your leader deal with 

suggestions and opinions from 

you and your colleagues? 

4) How in your view do you think 

your leader analyses all the 

relevant information before 

making a decision?  

Analyze relevant data before coming to a 

decision. 

Listen carefully to different points of view before 

coming to conclusions. 

 

Moral\ Ethical  Moral\ Ethical  

Demonstrate beliefs that are consistent with 

actions. 

2) In your view, how does what 

your leader says match with 

what they do? Please give 

examples.  

 Make decisions based on my core values. 

Ask you to take positions that support your core 

values. 

Make difficult decisions based on high standards 

of ethical conduct. 

 

Transparency Transparency 

Say exactly what I mean. 2) To what extent does your leader 
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Leader Accountability questions for Followers: 

 

            Web-Survey items (Leader Accountability 

Scale – LAS Self) 

My leader…. 

Interview Questions 

Responsibility Responsibility 

Demonstrate a sense of obligation to constituents 

when making decisions. 

3) How does your leader take 

responsibility for their 

decisions? Please give 

examples.   

4) How does your leader 

respond to others when they 

know they have made a 

mistake? 

 

Accept responsibility for my actions within the 

organization. 

Clearly define for constituents where my 

responsibilities end and theirs begin. 

Provide constituents with safe ways to address 

grievances against myself. 

Avoid making excuses for mistakes. 

Avoid blaming others for mistakes. 

Am willing to face the truth, even when it does not 

fit my personal preferences. 

Accept responsibility for the future direction and 

accomplishments of the group. 

Accept ownership for the results of my decisions 

and actions. 

Look to myself first when the group’s results are 

disappointing. 

 

Openness Openness 

Behave consistently from one person to the next. 2) How actively does your leader 

Admit mistakes when they are made. share information with his/her 

colleagues? 

 Encourage everyone to speak their mind. 

Tell you the hard truth. 

Display emotions exactly in line with feelings. 



 

338 

Demonstrate consistency in public and private 

behavior. 

listen to others when views 

differ from their own? Please 

give examples. 

Identify personal actions – popular or not – as my 

own. 

Openly listen to when people offer perspectives 

that are different from my own.  

Avoid isolating from constituents in performing my 

duties. 

Openly explain my decisions. 

Openly declare my values. 

Am a role model. 

Interact openly and candidly with constituents. 

Keep records that are accessible to constituents. 

 

Answerability Answerability 

Apologize to constituents for my mistakes. 2) How does your leader explain 

their shortfalls/ mistakes to 

their employees/ followers? 

 

Explain the reasons for my decisions. 

Answer questions from constituents. 

Provide explanations for the performance shortfalls 

without making excuses. 

Inform constituents of the process by which I arrive 

at decisions. 

Explain to constituents why suggested action was 

not taken. 

Provide regular progress reports about personal 

commitments I have made to constituents. 

Welcome constructive feedback of my actions. 

Openly admit my mistakes to constituents. 

Take quick action to deal with the consequences of 

a mistake. 
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Leader interview coding transcript and themes extract.  
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Leaders’ coding categories and relevant themes. 

Some Responses Coding Categories Themes  Relation to 

Theories  

‘..leadership skills, 

transparency, openness, 

sharing with staff…’ LA 

 

‘..I tend to gallop…not 

necessarily taking into 

account that everybody 

else has got their 

specific targets whilst 

pressures are on..’ LA 

 

Strengthens (+) 

 

 

 

Weaknesses (-) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Being mindful and  

conscious 

 

 

 

 

 

 

 

 

 

AL 

 

 

 

AL 

 

 

 

 

 

 

 

 

 

 

LA 

‘..not the greatest time 

manager’ LC 

 

 

‘having worked in the 

sector for a very long 

time..’ LA 

 

Self 

> strategy +  

Weaknesses (-) 

 

Experience 

    > Self 

‘I’m an opinionated 

person’ LA 

 

‘I’ve been around for a 

long time..’ LA 

 

 

Taking a balanced 

approach 

 

Experience  

    > Self 

 

 

 

 

 

 

Being mindful/  

conscious  +  Self-

control 

 

AL/ LA 

 

 

‘I listen it doesn’t always 

necessarily come over..’ 

LC 

 

 

Communication  

         > L & F 

 

 

AL/ LA 
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‘actively listen..’ 

 

 

Communication 

        > L & F 

 

AL 

‘one should be calmer..’ 

LB 

 

 

‘open and 

straightforward..’ LC 

 

‘strict enough deadlines 

on members of my 

team..’ LC 

 

 

Self 

> strategy 

 

Followers’ reactions 

 

 

Followers’ reactions 

 

 

 

 

Being mindful  and 

conscious 

AL 

 

 

LA 

‘…I really embrace them, 

and it’s something that I 

really like..’, LB 

 

‘For example, I have 

started working with 

some of our interns and 

there are specific criteria 

and I’m looking into 

these for them to 

have….’ LB 

 

Self 

> strategy 

 

 

Exchange of 

knowledge 

 Self-control/ 

knowledgeable 

 

 

Self-control/ 

knowledgeable 

 

AL/ LA 

 

‘I encourage them. I 

don’t get nearly enough 

from my team’…LC 

 

‘We have about 2000 

staff and the vast 

majority are from 

communities and 

countries where we 

carry out work, so 

rural… ‘ LC 

Motivation     

Reassurance  

        > F 

 

Followers’ diversity  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

LA 
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‘Like I say, I don’t have 

dissent as often as I 

would like to. Well I 

encourage it…’ LC 

 

L knowledge 

        > F  

 

 

 

 

Self-control/ 

knowledgeable 

AL 

‘I would like to think that 

I rarely impose my own 

view unilaterally on the 

organisation, and will 

instead will source 

opinion and measure…’ 

LC 

 

‘So in other words, if 

somebody who has come 

out of uni and does 

fundraising for 10 

months…’ LA 

 

‘It’s part of my work in 

itself and I think part of 

my background..’. LB 

 

L knowledge 

         > F 

 

 

 

 

 

 Criticism  

 

 

 

 

 

Experience/ culture  

      > Self 

AL/ LA 

 

‘recommendation for 

discussion..’ LC 

 

‘ In terms of when…I 

don’t know, the way they 

perceive, especially your 

managers as being the 

examples that you follow 

sometimes..’. LB 

 

‘…it’s also creating an 

environment that I guess 

encourages open 

communication, 

Communication  

         >L & F 

 

Communication  

        > L & F 

 

 

 

 

 

Culture 

 

 

 

 

Role model 

 

 

 

 

 

 

Role model 

 

 

 

LA 
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transparency…’ LC 

 

‘You know, hard 

decisions needed to be 

made, I made those 

decisions. I did consult 

with my Board because 

clearly this is not 

something that…’ LA 

 

 

‘I mean there have been 

a lot of difficult decisions 

here. I’ve had to make 

half the team redundant 

when I first came in 

here, and of course I 

take responsibility for 

that’...LA 

 

‘…as I’ve done 

fundraising for the last 

40 years…’ LA 

 

Leader and Board 

Accountability  

 

 

 

 

 

 

Communication  

      > L & F 

 

 

 

 

 

 

Experience  

      > Self 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Self-accountability 

 

LA 

 

 

 

 

 

 

 

LA 

‘For example I am 

working on a newsletter 

now, and there are 

different sections that I 

need from different 

people so I made this 

clear plan of who needs 

what by when with a 

name next to it. So that 

everyone is accountable 

for what they are 

doing…’ LB 

 

‘Well ultimately I own the 

decisions that are taken 

Communication  

> L & F + 

Leader 

Accountability  

 

 

 

 

 

 

 

Leader and Board 

Accountability  

 

LA 

 

 

 

 

 

 

 

 

 

 

LA 
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by the organisation, so 

the Board holds me to 

account for the 

functioning of the 

organisation..’ LC 

 

‘I don’t make 

mistakes…’ LA 

 

‘I would just happily put 

my hands up and say, 

‘you know, we all make 

mistakes, and this time 

it hasn’t gone as 

planned, let’s use this in 

our advantage..’ LB 

 

‘..in a sense that lets use 

this as a lesson learnt 

for the future and this is 

something that we 

shouldn’t be doing, and 

the next time we are 

going to implement a 

project like that, we are 

going to have..’ LB 

 

‘I would say that I’m 

very honest with my 

peers, my senior 

management team 

colleagues about 

shortcomings but less so 

with employees’. LC 

 

Self  

>confidence 

 

Leader 

Accountability  

 

 

 

 

 

 

Communication  

        > L & F 

 

 

 

 

 

 

 

 

Leader and Board 

Accountability  

 

 

 

 

Acceptance of faults 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Acceptance of faults 

LA 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

LA 
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‘What I find that annoys 

me a bit more is either 

being unresponsive or 

not listening to when 

some is giving you a 

brief of a project…’. LB 

 

‘I think it’s important to 

share as much 

information so that 

everyone knows what 

everybody is doing while 

projects are going on 

and whether you can get 

involved’. LB 

 

Communication  

           >L & F 

 

 

 

 

 

Communication 

          >L & F 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Being focused, 

planned and 

methodical 

 

 

 

 

 

AL/ LA 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

AL/ LA 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

‘Everybody gets to see 

my report that goes to 

the trustees’. And  ‘I 

question what’s 

happened…’. LA 

 

‘I think we all make 

mistakes and I’m 

certainly very aware of 

my own shortcomings 

and I don’t expect other 

people to have none, and 

so what I expect of 

people is to be honest 

about their 

shortcomings…’ LC 

 

‘Well we have regular 

meetings; I have 

meetings with different 

members of staff on a 

one-to-one basis or on a 

departmental basis quite 

Leader and Board 

Accountability  

 

 

 

Self 

> strategy 

 

Weaknesses (-) 

 

 

 

 

 

 

Communication  

        > L & F 
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Followers’ coding categories and relevant themes.  

regularly..’. 

Some Responses Coding Categories Themes  Relation to 

Theories  

‘..passionate, knows 

exactly what she wants, 

enthusiastic, open, 

understands the 

priorities, in control and 

very reasonable 

person..’, F1-11 

 

‘I don’t think they are 

very aware at all to be 

perfectly truthful’. F12 

 

‘I think just by observing 

her for however long it’s 

been…nine months, she 

seems to be very sure of 

herself and always 

assuming…’ F12 

 

‘Haven’t seen any 

weakness to her till 

Strengthens (+) 

 

 

 

 

 

 

Weaknesses (-) 

 

 

 

Strengthens (+) 

 

 

 

 

 

 

No  weaknesses (-) 

Leaders’ Self-

knowledge  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Leaders’ Self-

AL/LA 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

AL/LA 
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now..’ F10 

 

 

‘…given their vast 

experience..’ F3 

 

‘…30 years’ experience 

in our charity..’. F10 

 

‘..he knows the 

organisation from the 

last nine years…’ F6 

 

 

 

 

 

Experience 

       > Self  

 

Experience  

       > Self  

 

Experience  

        > Self  

 

knowledge  

 

 

 

 

 

 

 

 

 

 

Leaders’ Self-

knowledge  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

‘…quite good…, 

discusses it, very open…, 

will listen and gives 

logical explanation to 

it…’. F1-11 

 

‘If I came up with the 

idea or pick up on 

something that should 

be done differently she 

would just say ‘oh yeah 

of course’, ‘well done’ or 

whatever..’. F11 

 

‘He is obviously able to 

filter people’s views to 

ensure that the right 

ones…that he moves 

forward on the right 

ones as opposed to any 

in particular. So he 

certainly is 

consultative… ’.F7 

 

Communication  

         L > F 

 

 

 

Communication 

          L > F 

 

 

 

 

 

 

Communication  

          L > F 

 

 

 

 

 

 

 

 

Leaders as being 

Friendly 

 

 

 

 

 

 

 

 

 

 

 

 

AL/ LA 

 

 

 

 

 

 

 

 

 

 

 

 

AL/ LA 
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‘Usually it’s a variety of 

ways. Most of the time 

it’s in personal meetings; 

if it’s relevant to the 

whole office then he has 

a group presentation 

and a meeting which 

would be called on an 

ad-hoc basis..’. F6 

 

‘ She will research it, one 

example is we are doing 

the Gift Aid programme 

where we are making 

sure all of our donors 

have signed up for the 

Gift Aid, and she looked 

into how..’ F1 

 

Positive role model 

 

 

 

 

 

 

 

 

 

Positive role model 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Leading from the 

front with honesty  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

AL/LA 

‘She is always leading 

from the front, she is 

always encouraging us 

to do certain things…’. 

F10 

 

‘..they do really take 

forward what they say 

they are going to. Just 

really exceptional..’. F3 

 

Positive role model 

 

 

 

 

Positive role model 
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‘…She doesn’t…she 

delegates but she knows 

that ultimately it’s 

her…who is responsible 

for it as a leader…’. F1 

 

‘..in some cases it’s been 

overridden by the 

directors which is a 

different situation in the 

board meetings so they 

have the right to say 

that’. F6 

 

Communication 

           > L  

 

 

 

 

Communication/ 

relationship  

           > L 

 

 

 

 

 

 

 

 

 

 

 

 

 

Leader and Board  

Accountability 

LA 

 

 

 

 

 

 

 

 

 

 

 

 

LA 
‘…she is the one who is 

managing the whole 

charity, she’s the 

top…whatever decisions 

anybody is taking, like 

she is the one ultimately 

responsible..’ F10 

 

 

Communication  

           > L 

 

‘..saying one thing and 

doing another or, you 

know, that kind of thing 

– he just pretends it 

didn’t happen…’. F7 

 

 

Communication/ 

relationship  

          > L 

 

Acknowledging and 

learning from 

mistakes 

 

AL/ LA 


