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ABSTRACT
AN EXPLORATION OF THE BARRIERS WHICH IMPEDE THE EFFECTIVE
IMPLEMENTATION OF SERVANT LEADERSHIP IN LATIN AMERICAN
EVANGELICAL ORGANIZATIONS: A GROUNDED THEORY STUDY
Keith Robert Anderson
Barry University, 2006
Dissertation Chairperson: Dr. Carmen L. McCrink
Purpose
The founder of the Christian Church, Jesus Christ, modeled a form of leadership
commonly referred to as “servant leadership” which is addressed extensively as such in
extant literature. Although leaders in Latin American evangelical organizations may
express agreement with the notion that servant leadership is what each evangelical leader
should exercise, the apparent paucity of servant leader examples in these organizations
demonstrates there are obstacles which make this leadership style difficult to implement.
What are the barriers which make servant leadership a difficult endeavor for these Latin
American leaders? This study examines the barriers which impede the effective
implementation of servant leadership in Latin American evangelical organizations. It is
believed that by identifying the barriers to servant leadership, Latin American evangelical
leaders will be empowered to develop strategies to overcome the barriers thus enhancing

their servant leadership potential.
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Method

The theoretical framework for the study was based on the seminal writings of
Robert Greenleaf (1977, 1991). Definitions of servant leadership proposed by Laub
(2004) and Jesus Christ (Mark 10:42-45, and Matthew 23:11-12) were also applied. The
cultural framework for the study offered by Hofstede (1997) did not prove itself useful
for this particular study. The research method applied in this study was “grounded
theory.” Grounded theory allows a research theory or theories to emerge from the
participants themselves. The canons and procedures of Strauss and Corbin (1990) and
Charmaz (2000) were applied for data analysis and coding.

Major Findings

An analysis of the data suggested ten major barrier categories to servant
leadership among Latin American evangelical leaders. These ten categories were
developed into ten proposed theories covering the following areas: character issues,
sociocultural elements, family dynamics, issues specific to female leadership,
disobedience to Scripture, spirituality issues particular to Evangelicals, servant leader
terminology and practice, the academic and intellectual preparation of a leader, lack of
vision, and, issues related to followers. The participants also proposed seven strategies
for addressing many of the barriers. Implications and recommendations for future

research studies are given.
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CHAPTER I
THE PROBLEM
Introduction
Three Snapshots

A few years ago, this researcher was helping a colleague obtain a visa for travel to
a Latin American country. The visa had been granted by the government of that country,
and the final step in the process was to get the signature of the consul general. As we sat
in the office, we confidently expected the visa to be signed simply because we had
received a telegram stating that the visa had been granted and would be waiting for us at
the U.S. office. However, much to our surprise, the consul general informed us that even
though we were told the visa was ready to be picked up, he was the one who had final say
in whether or not to sign the visa. “After all,” he said, “Those may be the laws [down]
there, but here, I am the one who makes the rules!”

A missionary in Latin America was once trying to help his seminary students find
a way to help subsidize their seminary education. He took a group of students to a large
retail store and asked to talk to the store manager about hiring these students. “Oh no,”
was the reply, “students should not have to work with their hands!”

As the pastor of a church in Latin America spoke to his congregation, he repeated
his words with passion and fervor, “I am your servant. As Jesus was a servant leader, so
am [. Servant leadership is the model taught in the Bible, and I follow what the Bible
teaches, and so should you.” Though his words were passionate, focused, and

enthusiastic, those sitting on the benches below struggled with what was being said.



They knew that the pastor ran the church with an “iron fist.” Yes, he did serve, but only
when it furthered his own interests.
Background of the Problem

The three snapshots mentioned above provide a collage of the various
perspectives Latin Americans have had in understanding “leadership.” In the evangelical
wing of the Christian church, little doubt surrounds the kind of leadership church leaders
implement. Jesus Christ, the founder of the Church, commanded His followers to lead by
serving. The personal paradigm Christ passed on to his followers was:

42: You know that in this world kings are tyrants, and officials lord it over the

people beneath them. 43 But among you it should be quite different. Whoever

wants to be a leader among you must be your servant, 44 and whoever wants to be
first must be the slave of all. 45 For even I, the Son of Man, came here not to be

served but to serve others, and to give my life as a ransom for many. Mark 10:42-

45 (New Living Translation)

Why is leadership among Latin American evangelical leaders even an issue? One
of the “problems” arises from a simple source: the Bible. Evangelicals profess to adhere
faithfully to the teaching of Scripture, yet in many cases, there appears to be a significant
disconnect observed between what the Bible teaches regarding leadership and what is
practiced by those who implement it. The Bible presents a model of servant leadership,
yet there are evangelical Latin American leaders who appear to practice something else.

The task of looking for answers is crippled by the fact that a survey of the
literature on servant leadership yields a paucity of research studies which focus on
servant leadership. Much of what is available to researchers in this area is data that is not
grounded in research studies. Although literature in the field of servant leadership is

growing, the vast majority of what is offered has little or no empirical research to

substantiate conclusions. Thus, it is hoped that this study will make a significant



contribution to an under-researched area in leadership studies, specifically in the area of
servant leadership.
Statement of the Problem

Within any religious community, there are assumptions, beliefs, values, and
standards which guide the behavior of those who belong to the community of faith.
Evangelical Christianity claims that the Bible is the “rule of faith” that guides the
believer. The Bible contains the written record of the life of Jesus Christ, the founder of
Christianity, and it is believed by evangelical Christians that the leadership “style”
modeled by Jesus Christ is servant leadership (Blanchard & Hodges, 2004; Blackaby &
Blackaby, 2001; Wilkes, 1998). Christ’s words and actions reveal a life of submission to
the Father, or God, with service to others leading to ultimate surrender by offering His
life as a vicarious sacrifice on a Roman cross. If servant leadership is what Jesus modeled
for his disciples, why do his followers, and particularly (for the purposes of this study)
those in the Evangelical Church in Latin America, find it so difficult to follow his servant
leadership paradigm?

Purpose and Significance of the Study

If evangelical leaders are to emulate the servant leadership style of their founder,
why is servant leadership not commonly practiced in all evangelical institutions and
organizations? This study examined servant leadership in light of the difficulties
experienced by Latin American evangelical leaders in the implementation aspects of
servant leadership. It is believed that knowing what keeps evangelical Latin American

leaders from putting servant leadership into practice will help the evangelical church at



large understand an important dimension of its leadership needs and thus be able to serve
constituents more effectively and more biblically.
Research Question

This research study assumed that there are identifiable obstacles which impede
the effective implementation of servant leadership among evangelical Latin American
leaders. Thus, the question which guides the research for this study is the following:
What theory or theories offer the best explanation to identify the factors which impede a
Latin American evangelical leader from implementing the servant leadership style of
Jesus? Another way of looking at this question is: Are there elements in the life
experiences of an evangelical Latin American leader which make it difficult for that
leader to practice an incarnational form of Jesus’ leadership model? Throughout the
research study, the question that was asked: Are there issues, elements, or other factors
which deter a Latin American evangelical leader from implementing a biblical servant
leadership style?

Definitions

Defining leadership is no easy task (Bass, 1990), especially when one considers
that Bennis and Nanus (1997) identified over 850 unique definitions of leadership. Yet, in
the face of a plethora of definitions, it is important to heed Laub (2004) who cautioned,

What happens when we don't create effective definitions? Why are definitions of

leadership and servant leadership so essential? One reason is that if we don't

define it we end up with non-definitions posing as definitions. You see this all of
the time in the leadership literature. (p. 3)



For the purposes of this study, six terms need further clarification.

Leader does not necessarily refer to the person who is in a position of leadership.
Rather, “A leader is a person who sees a vision, takes action toward the vision, and
mobilizes others to become partners in pursuing change" (Laub, 2004, p. 4).

Leadership refers to "An intentional change process to which leaders and
followers, joined by a shared purpose, initiate action to pursue a common vision" (Laub,
2004, p. 5).

Servant leader. The classic definition of a servant leader is given by Robert
Greenleaf (1991) who wrote that “The servant-leader is servant first.... It begins with the
natural feeling that one wants to serve, to serve first. Then conscious choice brings one to
aspire to lead” (p. 13, italics in the original).

Spears (2004) outlined 10 representative characteristics of servant leaders. Six
key constructs describing servant leadership in action are offered by Laub (2004) who
proposed “Servant leaders value people, develop people, build community, display
authenticity, provide leadership, and share leadership" (p. 8). A servant leader is more an
issue of mindset than it is an issue of attributes and behaviors.

First, if servant-leadership is reduced to a collection of admirable qualities and

learned skills that are displayed in organizational settings, it is all too easy to

forget that servant-leadership is, first, about deep identity.... [For Greenleaf]
servant-leadership begins with an enlargement of identity, followed by behaviors.

The reverse order-enlarging behaviors to mask identity-is false, and people know

it. (Frick, 1998, p. 354)

Biblical servant leadership is the leadership model offered by Jesus Christ in the

gospels. This follows the thought of Russell (2003) who stated, “The person who aspires

to genuine servant leadership seeks to follow the footsteps of Christ. Humility and



sacrifice mark Jesus' path, but ultimately, it is the paradoxical route to greatness in the
kingdom of God" (p. 8).

Evangelical as used in this study refers to that branch of the Christian church
which ascribes ultimate authority to scripture (as opposed to the church or tradition),
holds the gospel of Christ as central to its teaching, and teaches personal spiritual
regeneration through faith in the work of Christ. When used as a noun, Evangelical will
be capitalized.

Organization(s) in this study has a broad use. It refers not only to institutions but
also to individual evangelical churches and agencies.

Other terms which may need further explanation will be defined later in the study.

Theoretical Framework

In order to understand servant leadership, it was necessary to base this study on
prior research. The theoretical framework provided by the seminal writings of Robert
Greenleaf (1977, 1991) was foundational to this study, but the specific framework (for
the evangelical context in which this study is imbedded) was taken from the initial work
of Laub (2004) in which definitions for servant leadership are proposed. The theoretical
framework upon which the cultural value dimensions of leadership are understood are
those proposed by Hofstede (1980, 1997). However, as seen in a grounded theory study,
since new theory explains the process of an observed phenomenon, these theoretical
frameworks were of greater service in guiding the research than in the formulation of the

theories.



Limitations

This study has three limitations and one caution. One of the limitations of the
study is inherent in the title by the use of the word Evangelical. Because the population
chosen for the study is centered on a particular sociological group, Evangelicals, it may
be difficult to generalize this study to other populations, particularly those which are not
Evangelical. The second limitation is also based on the target population. Obstacles
experienced by Latin Americans may not be the same obstacles as those experienced by
non-Latin Americans. A third limitation of this study recognizes inherent problems when
a study is based on the self-reporting of the participants who may have previously known
the researcher.

A caution to be heeded is reflected in the fact that Latin America is not a
monolithic culture. Although it is true that Latin Americans have similar roots and share
much in common, there are certainly enough variables to lead one to assume that the
differences among the countries themselves may require further studies which are
country specific and region specific.

Delimitations

This study focuses only on Latin American leaders of the Evangelical Church,
which could affect the generalizability of the study. The study does not go beyond the
boundaries of the evangelical church, but rather is confined to that branch of the Christian
church.

Summary
Three separate vignettes present a picture of leadership perspectives in Latin

America. The specific topic of servant leadership raises initial questions regarding



servant leaders among Latin American evangelicals. One of the fundamental questions
that surfaces focuses on identifying the barriers which impede Latin American
evangelicals from implementing a servant leadership style in their organizations. Are
there identifiable obstacles that impede these leaders from effectively exercising the role
of a servant leader? In order to guide the study, specific terms have been defined; the
theoretical framework provided by Greenleaf (1977, 1991), Laub (2004), and Hofstede
(1980, 1997) have been selected; and the limitations and delimitations have been

identified.



CHAPTER 11
REVIEW OF THE LITERATURE
Introduction

The role of antecedent literature in qualitative studies continues to be a subject of
interest. Creswell (1994) noted that the purpose of a literature review in a quantitative
study is "to provide direction for the research questions or hypotheses” (p. 22).
Determining the purpose of a literature review in a qualitative study is more problematic.
In quantitative studies, the researcher explores the literature in order to justify “the
importance of the research problem” and provide a rationale for “the purpose of the study
and research questions or hypotheses” (Creswell, 2004, p. 79). In qualitative studies, even
though the review serves to justify the basis for the study, Creswell proposed that the
literature for a qualitative study served a different function in that “the literature is not
discussed extensively at the beginning of the study... [in order to allow] the views of the
participants to emerge without being constrained by the views of others from the
literature” (p. 79). Silverman (2000) developed this line of thinking even further and
suggested that the data analysis should be completed before the literature review is
written.

The Role of a Literature Review in Grounded Theory Studies

The purpose of a grounded theory study is “to generate or discover a theory, an
abstract schema of a phenomenon that relates to a particular situation” (Creswell, 1998,
pp- 55-56). This being the case, then the role of a literature review may vary from the role

it may have in other research traditions.
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The function of a literature review in a grounded theory study prior to doing the
study itself is viewed as less critical than in a quantitative study. Strauss and Corbin
(1998) support the notion that even though analysts from other research traditions may
implement extensive reviews of the literature prior to beginning the field research, it is
not necessary to do so beforehand in a qualitative study. These theorists fear that an
extensive review of the literature may limit the researcher or even hinder the researcher
through the influence of prior information. Their rationale is that "it is impossible to
know prior to the investigation what the salient problems will be or what theoretical
concepts will emerge” (p. 49). Hence, the initial review of the literature is intended to
give the researcher a basic familiarity with the subject to be studied, giving care to allow
the theories to emerge primarily from the study rather than the literature. Thus, the role of
the literature is to serve as another voice to support or add additional perspectives to the
emerging theories as well as enhance the researcher’s theoretical sensitivity (Strauss &
Corbin, 1990). Creswell adds, “In grounded theory studies, case studies, and
phenomenological studies, literature will serve less to set the stage for the study”
(Creswell, 2003, p. 30).

Overview of the Literature Review

The literature review for this particular study focuses on foundational areas which
serve as the backdrop for this analysis. These areas are classified into the following
groups: general leadership studies, servant leadership, and works which address the issue
of leadership and culture. This third area was selected because the focus of the research

was on Latin American leaders, not Anglo American. The review concludes by
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addressing specific topics which are relevant to this particular study, namely the Latin
American leadership styles known as caciquismo and caudillismo.

When commencing the study, it was anticipated that a concentration on these four
areas would shed light on issues such as: What is servant leadership? What is the context
within which the theory of servant leadership has emerged? Are there studies which
address the issue of leadership and culture, particularly in the Latin American culture?
Are there studies which give particular attention to any barriers impeding the effective of
servant leadership in a Latin American culture? If the focus of the study is servant
leadership among Latin American evangelical leaders, what is the Biblical model of
servant leadership these leaders are to follow?

It was also anticipated prior to study commencement that the review of the
literature would contribute to what has emerged as a significant theory in this study. The
key in the process was to allow the study to determine the major impediments to the
effective implementation of servant leadership among Latin American evangelical
communities and then compare the theories with what has been discussed in the literature
review.

Leadership Studies
Leadership Studies in General

A comprehensive overview of leadership studies required extensive treatment.
Fortunately, there was helpful literature which took a broad (and at times detailed) look at
leadership and leadership studies in general. The massive work by Bernard Bass, Bass &
Stogdill’s Handbook of Leadership, is still without its equal in spite of the fact it was

published 16 years ago (1990). This 1182-page volume (with 189 pages of double
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column references) is the most complete one-volume survey of leadership studies yet
published. The third edition (the first two editions were published in 1974 and 1981)
contains eight major sections covering a broad spectrum of leadership studies.

Various recent works offer good overviews in the area of leadership studies. One
of the most recent resources for the treatment of leadership theories is the third edition of
Leadership: Theory and Practice by Northouse (2004). Although not overly detailed, this
particular work gives an excellent overview of the major leadership theories, including a
helpful analysis of the strengths and weaknesses of each theory.

Another comprehensive treatment of major leadership theories is the fifth edition
of Yukl’s Leadership in Organizations (2001). Although Yukl primarily discussed the
topic of managers and manager effectiveness, a brief discussion on servant leadership is
relegated to the chapter on ethical leadership. The anthology edited by Wren (1995)
offered a different approach to leadership studies. This work brings together 64 articles
on leadership categorized under 13 major headings. The articles include entries as ancient
as Plato’s Republic, as well as Robert Greenleaf’s seminal article entitled Servant
Leadership. Although the tendency of the articles favored those written in support of
transformational styles of leadership, Wren attempted to be balanced in his presentation.

The eighth edition of Hersey, Blanchard, and Johnson’s (2000) Management of
Organizational Behavior: Leading Human Resources offered an excellent apologetic for
situational leadership and helpfully situated their presentation within the context of other
leadership studies, yet unfortunately did not include much discussion on servant
leadership. A useful section of their work is their demonstration of how situational theory

works with theories of motivation, management theories, and other leadership styles.
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Shorter summaries and overviews of leadership theories can be found in articles
by Heifetz (1998) and Siegrist (1999). An excellent overview of leadership studies has
been put together by Drury (2005) for access on the Internet. One of the strengths of
Drury’s website is that it is geared toward the evangelical pastor and offers suggestions
on how each leadership theory may be implemented within a church leadership context.
A briefer, yet helpful, overview of leadership studies may also be found at the website of
the Southwest Educational Development Laboratory (2005).

Despite the many excellent general treatments of leadership, it should be noted
that very few of those studies specifically address the subject of servant leadership as a
major leadership style. Servant leadership, as it developed, did not attract the attention of
many scholars.

Specific Leadership Theories

Servant leadership theory did not emerge in a vacuum. It was born within the
context of other leadership styles, and possibly influenced more by the Judeo-Christian
teachings of the Bible than by contemporary leadership theory. In order to understand the
context in which servant leadership theory emerges, it is necessary to understand some of
the antecedent theories.

It is not the purpose of this review to present a summary of all the leadership
theories which have been developed but only those which this researcher intuitively
suspects have potentially made the greatest impact on Latin American evangelical
leaders. Chemers (2003) divides contemporary leadership theory into six periods: Great

“man” and charisma (19™ century), leadership traits (1920s and 1930s), styles and
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behaviors (1940s and 1950s), contingency models (1960s and 1990s), transformational
leadership (1980s and 1990s), and leadership and collective efficacy (2000s).

For the purposes of this study, the following leadership theories have been
selected as offering studies foundational for this unique class of leaders: trait theory, style
and situational leadership, transactional leadership, and transformational leadership.

Trait theory. Early leadership studies focused on leadership traits with the
assumption that leaders were born with certain leadership characteristics such as
dominance, motivation, extroversion, and integrity (Northouse, 2001). Leadership was
viewed in terms of the innate qualities of those individuals who were great men
throughout history. As leadership studies developed, there were attempts to establish a
standard configuration of qualities with which certain individuals were born, thus
propelling them into leadership. One of the first researchers to systematize the study of
leadership traits, while arriving at the conclusion that there was no consistent
combination of traits common to all leaders, was Ralph Stogdill (1948, 1974). Stogdill
was able to carry out an extensive study in which he demonstrated it was not statistically
possible to predict effective leadership based solely on traits (1948). Others, such as
Northouse, have surveyed the various approaches to “trait theory” suggesting that five
traits are central to the various lists which have been proposed by researchers. These five
traits are intelligence, self-confidence, determination, integrity, and sociability. Earlier
studies attempted to establish correlations between identifiable traits (such as height,
weight, physical appearance, and emotional control) and leadership (Bass, 1990). In spite
of the value of looking at leadership through the trait lens, the lack of consistent

agreement on a standard list for all leaders has obligated this perspective on leadership to
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currently be relegated to the backwaters of leadership studies. Although the Great Man
theories may not have the research support needed to offer a definitive response to the
key characteristics of what constitutes that Great Man, there is little doubt that a
perception exists which intuitively leads people to believe that certain individuals are
born to lead (Kirkpatrick & Locke, 1991; Likert, 1961). On the positive side, these
studies drew research attention to leadership issues providing benchmarks for leadership
qualities which could serve as a basis for further research (Northouse, 2001).

Style and situation. The weaknesses of the trait theories led two universities, Ohio
State and the University of Michigan, to expand Stogdill’s work and include leadership
style and behaviors as important components of leadership (Northouse, 2001). Task
behaviors and relational behaviors were identified as two crucial dimensions of
leadership, thus suggesting that traits alone did not determine effective leadership. A third
approach viewed the leader’s style as a missing component in how leadership was to be
viewed. The major proponents of the style approach were Blake and Mouton (1964,
1978, 1985), who developed a leadership grid which attempts to situate a leader’s style
on a grid bounded by an axis of concern for people and another axis quantifying a
leader’s concern for results.

Situational leadership traces its roots as a theory to the late 1960s and, as a
continually revised theory, looks at the issue of leadership situations and identified
additional components to effective leadership, stating that leadership has both a directive
and a supportive dimension (Blanchard, Zigarmi, & Zigarmi, 1985; Hersey & Blanchard,
1977, 1993; Hersey, Blanchard, & Johnson, 1996; Hersey et al., 2000). To this was added

the dimension of a follower’s abilities and motivation. Thus, various combinations could
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be applied contingent upon the strength or weaknesses of these factors. These researchers
identified four leadership styles which would be applied according to the situation. These
four styles are: directing, coaching, supporting, and delegating. Situational leadership is
still a widely used and taught leadership style (Ivancevich, 1999).

Transactional leadership. James Burns (1978) is credited with directing the
attention of leadership studies toward the areas of motivation and morality, and his
contribution reflects a watershed in leadership studies. Burns identified two leadership
styles: the transactional and transformational. These two styles may be contrasted in the
following way: transactional leadership is essentially a bargaining process in which a
leader (the one who initiates the process) and a follower negotiate a transaction in such a
way that the leader is benefited, and the self-interest of the follower is served. An
exchange takes place, and there is "transactional gratification" (Burns, 1978, p. 258). A
transformational leader (or "transforming" as Burns called it) engages others "in such a
way that leaders and followers raise one another to higher levels of motivation and
morality" (p. 20). He explained that "transforming leadership ultimately becomes moral
in that it raises the level of human conduct and ethical aspiration of both leader and led,
and thus it has a transforming effect on both" (p. 20, italics in the original).

Transformational leadership. Transformational leadership theory has dominated
the field of leadership studies for the past 20 years. Much of this can be attributed to the
work of Bass and colleagues (1985) who built on the theories of James Burns. Pearce and
Sims (2002) stated that, “The historical bases of the transformational leadership
behavioral type are drawn from the sociology of charisma (Weber, 1946, 1947),

charismatic leadership theory (House, 1977), and transforming/transformational
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leadership (Bass, 1985; Burns, 1978)” (p. 174). Bass (1997) himself saw his own work as
elaborating on that of Burns.

Under the general rubric of transformational leadership are variations in emphases
such as charismatic leadership (Conger & Kanungo, 1987), visionary leadership
(Sashkin, 1988), “SuperLeadership” (Manz & Simms, 1989), and the “new leadership”
(Bryman, 1992). Of those who have researched transformational leadership, Bass stands
as one of the major contributors. Pearce and Sims (2002) summarized Bass’ contribution
to the development of transformational leadership theory in the following way:

The behaviors contained in Bass's (1998) model include (a) charismatic

leadership (or idealized influence), (b) inspirational motivation, (c) intellectual

stimulation, and (d) individualized consideration. Thus, these three theoretical
traditions form the basis of transformational leadership. Representative behaviors
of this type include (a) providing vision, (b) expressing idealism, (c) using

inspirational communication, (d) having high performance expectations, (e)

challenging the status quo, and (f) providing intellectual stimulation. (p. 175)

Transformational leadership theory has been applied in various areas of leadership
such as in the health care industries (Schwartz & Tumblin, 2002), education
(Sergiovanni, 1990, 1996), business (Collins, 2001; Kotter, 1988; Kouzes & Posner,
1987), non-profits, (Drucker, 1990), and religious organizations (Darling, 1994;
Malphurs, 1996; Maxwell, 1993, 1995, 1998, 2000, 2002, 2004).

Contemporary proponents for the application of transformational leadership styles
would include the following representatives: Avolio and Yammarino (2002), Bennis
(1989, 2003), Bennis and Nanus (1985), Blanchard (1998), Blanchard, Hybles, and
Hodges (1999), Covey (1990), DePree (1989, 1992, 1997), Kotter (1988, 1996, 1999),

Kouzes and Posner (1987), Maxwell (2000, 2004), and Tichy and Devanna (1997).
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Servant Leadership

History of Servant Leadership

As a theory, “servant leadership” is increasingly becoming a focus of research
attention. It is referenced by respected researchers (Bass, 2000; Covey, 1994; Senge,
1997; Wheatley, 1994) and is the focus of many research articles and monographs.
Though it can be argued that servant leadership was a leadership model many years
before Robert Greenleaf (1977, 1991) began promoting his theories, today Greenleaf is
known as the father of contemporary servant leadership theory. Greenleaf’s writings have
formed the basis of servant leadership studies since his seminal article, 7The Servant as
Leader.

Greenleaf’s theory, which serves as a theoretical framework for this dissertation,
offers the following definition of a servant leader:

The servant-leader is servant first.... It begins with the natural feeling that one

wants to serve, to serve first. Then conscious choice brings one to aspire to lead.

That person is sharply different from one who is leader first, perhaps because of

the need to assuage an unusual power drive or to acquire material possessions. For

such it will be a later choice to serve-after leadership is established. The leader-

first and the servant-first are two extreme types. Between them there are shadings

and blends that are part of the infinite variety of human nature. (Greenleaf, 1991,

p. 13, italics in the original)

How does one know that the leader is a true servant leader? To this, Greenleaf
(1991) applies a test. He stated:

The best test, and difficult to administer, is: Do those served grow as persons? Do

they, while being served, become healthier, wiser, freer, more autonomous, more

likely themselves to become servants? And, what is the effect on the least

privileged in society; will they benefit, or, at least, not be further deprived? (pp.

13-14, italics in the original).

Greenleaf's seminal work on leadership, The Servant as Leader, written ca. 1969,

has continually attracted attention. Although not necessarily a writer of lengthy treatises,
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he did manage to write at least 34 published articles which have supplied scholars with a
significant amount of material. His thoughts form the basis for most contemporary, non-
religious, servant leadership studies. Of particular relevance for this study are Greenleaf’s
thoughts on the servant leadership roles of institutions in which he views the function of
institutions as people-building or putting people first (Greenleaf, 1991).

The writings of Greenleaf have influenced a host of both researchers and popular
authors in the area of leadership. An excellent collection of his writings has been brought
together in Servant Leadership (1991) as well as The Servant-Leader Within: A
Transformative Path (2003). Earlier, Frick and Spears (1996) published a number of
Greenleaf’s previously unpublished essays in their edited volume. The material contained
in the volume is an invaluable source of articles on servant leadership. The tone for this
volume is set by Robert Greenleaf. Other articles from the edited book, particularly those
written by Joe Batten, Peter Block, Kenneth Blanchard, and John Gardiner, are cited in
order to address specific issues of servant leadership.

The Greenleaf Center for Servant-Leadership in Indianapolis
(http://www.greenleaf.org/) is a good source for materials on servant leadership. Spears,
president and CEO of the Center, has taken a leading role in promoting Greenleaf's
philosophy of leadership as noted in the aforementioned works.

Servant Leadership Theory

In spite of Greenleaf’s groundbreaking writings over 20 years ago, it has been
noted that although there are an increasing number of studies conducted in the area of
servant leadership, "academic research on servant leadership is still in its infancy” (Stone,

Russell, & Patterson, 2004; Drury, 2004; Northouse, 2001). Yet, Russell and Stone
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(2002) observed, "Many theorists and researchers espouse Servant leadership as a valid
model for modern organizational leadership. However, Servant leadership theory is
somewhat undefined and not yet supported by sufficient empirical research" (p. 153). As
of three years ago, these researchers pointed out that "the theory lacks sufficient scientific
evidence to justify its widespread acceptance at this point in time" (p. 145) calling the
servant leadership literature “indeterminate, somewhat ambiguous, and mostly anecdotal"
(p. 145).

Research on servant leadership theory lags far behind nearly all other major
theories, yet there is growing evidence that servant leadership theory is having a
significant influence on contemporary leadership thinking. Journal articles and books on
servant leadership are continually being produced even though "little empirical research
currently supports the servant leadership concept” (Russell & Stone, 2002, p. 149). This
has resulted in few conceptual models upon which to base servant leadership theory.
Russell and Stone offered a servant leadership model based on attributes discussed in
servant leadership literature. Page and Wong (2000) developed a conceptual framework
for measuring servant leadership and identified four components of servant leadership.
Their study was further refined by Dennis and Winston (2003), who confirmed 3 of 12
factors proposed by Page and Wong. The three factors are: vision, empowerment, and
service.

Various doctoral dissertations are helpful with both general and specific
applications regarding servant leadership. Foster (2000) examined the barriers to servant
leadership, a theme which resonates with this study. Foster's focus was on the barriers in

large corporations in the United States and offered suggestions on how to overcome
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organizational barriers. Colandelo (2000) addressed democratic leadership styles and
followership issues. Giving evidence to the fact that empirical studies on servant
leadership are still embryonic, Patterson (2003) proposed a theoretical model for servant
leadership resulting in seven constructs presented as virtues: love, humility, altruism,
vision, trust, empowerment, and service.

Recent articles have contributed to the research base on servant leadership. Stone,
Russell, and Patterson (2004) compared transformational and servant leadership and
reached the conclusion that the difference between the two types of leaders is one of
focus. These authors compared the attributes of both leadership styles and pointed out
some significant overlaps. They concluded that,

The principal difference between transformational leaders and servant leaders is

the focus of the leader. While transformational leaders and servant leaders both

show concern for their followers, the overriding focus of the servant leader is
upon service to their followers. The transformational leader has a greater concern

for getting followers to engage in and support organizational objectives. (p. 354)
Schwartz and Tumblin (2002) argued for the implementation of servant leadership within
healthcare organizations, admitting that the dominant leadership style within most
healthcare organizations was transactional leadership. Lubin’s (2001) study found
congruency between visionary behaviors and 9 out of 10 servant leadership
characteristics.

In recent years, the School of Leadership Studies at Regent University has
sponsored conferences (round-table discussions) on servant leadership, producing some
excellent papers focusing specifically on various dimensions of servant leadership. In a

2004 conference, considerable attention was given to defining and fine-tuning the

concept of servant leadership. Laub (2004) proposed to cut through the confusing maze
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of definitions by offering a typology for servant leadership studies. His typology begins
by defining leader, leadership, follower, and management before attempting to define
servant leadership. Ndoria (2004) asked the question whether one is born with a natural
inclination toward servant leadership or whether servant leadership is a learned behavior.
She presented the case that servant leadership behavior can be developed. Jefferson
Ndoria (2004) examined the language of servant leadership, and Hellend (2004) offered
an interpretive biography of how Maestro Henry Charles Smith became a servant leader.

Selected papers presented at the first conference sponsored by the School of
Leadership Studies at Regent University are also relevant to this study. Patterson’s
(2003)and Dennis and Winston (2003) made valuable contributions. Laub (2003) offered
an instrument (Organizational Leadership Assessment tool) that he designed to assess the
level of servant leadership implementation in an organization.

Biblical Leadership

Because this study focuses on servant leadership among an evangelical
population, it is necessary to review what Evangelicals have written on this subject. This
literature is divided into four categories: general leadership principles taken from the
Bible, literature based on Jesus as a leader, literature which focuses specifically on a
Biblical servant leadership style, and a presentation of leadership literature in Spanish.
Biblical Leadership Theory

In recent years the number of books and articles on leadership based on the Bible
has grown exponentially as interest in applying good leadership principles in the
evangelical church gains momentum. The studies applied in these instances are, for the

most part, personal studies of the individual authors who may or may not explain the
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principles used to examine the Biblical record. Although the preferred methodological
procedure of the authors is to start with Biblical principles, quite often these authors
attempt to combine the latest in leadership research with Biblical principles. One of the
most well-known of these authors is Maxwell (1993, 1995, 1998, 2000, 2002, 2004) who
qualifies as both a Biblical and transformational leadership theorist. Maxwell's tendency
is to oversimplify by reducing the leadership "how to’s" down to "grocery lists." Like
Maxwell, Hybles (2002) advocates Biblical leadership principles and underscores the
crucial importance of practicing Biblical leadership in the church.

Anderson (1997) does not specifically base his work on servant leadership
principles, but he does implicitly espouse servant leadership in his presentation. The
Biblical terms used in his work for describing leadership are shepherd, mentor, and
equipper. The father and son study by the Blackabys (Blackaby & Blackaby, 2001) is one
of the finest and most complete studies of Biblical leadership to date. Although the
language tends to be more transformational in content, servant leadership is certainly the
underlying premise. "According to the Bible, God is not necessarily looking for leaders,
at least not in the sense we generally think of leaders. He is looking for servants”
(Blackaby & Blackaby, p. xi).

Biblical servant leadership. Evangelical literature that specifically focuses on
Biblically-based servant leadership is not extensive, since many studies include servant
leadership within a larger framework of leadership. Yet, there are monographs that
suggest a systematic look at a servant leadership paradigm taken from Scripture.

One of the most recent additions to the body of Biblical leadership literature is

offered by Burke (2004). Although he only dedicated one chapter specifically to servant
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leadership, it is clear the servant leadership style permeates his thinking. One of the best
entries on Biblical servant leadership is offered by Blanchard and Hodges (2003). Not
only did the authors get at the core of what is Biblical servant leadership, but they
combine its implementation with a situational leadership style, demonstrating a creative
and potentially effective combination of models.

A classic entry was first written by Sanders in 1967 with the latest revised edition
published over ten years ago (Sanders, 1994). Sanders combined the principle of servant
leadership with what could be called Biblical trait theory by presenting a series of traits
and skills of a Biblical leader guided by the principle of submission to God.

Rinehart’s (1998) monograph on Biblical servant leadership is appropriately titled
Upside Down: The Paradox of Servant Leadership. The title of this work betrays its
conclusion. Similarly, the title of Cedar’s (1987) book, Strength in Servant Leadership,
also attempts to highlight the contrast between a misguided view of leadership and
Biblical servant leadership. Foss (2001) looked at the principles of servant leadership but
drew less from Scripture than the other studies in this category. Erwin’s (2000) sequel to
an earlier work offered a simple presentation of the various characteristics that make up a
servant leader. Miller’s (1995) interpretation of Scripture yields 10 keys to servant
leadership. The overall thrust of these works present servant leadership as the Biblical
paradigm for evangelical leaders and followers. Biblical leaders are viewed as strong
leaders who served others and turned the leadership paradigm of their day upside down.

Leadership style of Jesus. Though more attention is given in the literature to
Biblical leadership in general, there is a good selection of works devoted to the leadership

style of Jesus. Wilkes (1998b) offered an excellent study which identified 7 principles
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Jesus applied as a servant leader. Youssef (1986) proposed 18 leadership principles based
on the life of Jesus, while Erwin (1997) suggested 14 leadership principles based on his
life. Eight principles are culled from the life of Jesus in the Gospels, and 6 are taken from
one of the Apostle Paul’s texts from his letter to the Philippians. Hildebrand’s (1990)
presentation of Jesus’ leadership style is one of the more comprehensive ones of this
group and, in general, takes a chronological and linear look at the life of Jesus, culling
leadership principles as Jesus moves through life on his way to death. Another entry
which endorsed Jesus’ leadership style is the parable written by Blanchard et al. (1999).
Their view is summarized in the following way, "We believe there is a perfect
practitioner and teacher of effective leadership. That person is Jesus of Nazareth, who
embodied the heart and methods of a fully committed and effective servant leader" (p. xi,
italics in the original). Miller (1996) based his study on the kingdom Jesus came to
establish and lead.

It may be worth noting that the question of whether Jesus was a transformational
leader (with a focus on organizational goals) or a servant leader (with a focus on the
individual) has attracted very little attention. Murdock’s (1996) The Leadership Secrets of
Jesus, and Jones’ (1995) Jesus CEO: Using Ancient Wisdom for Visionary Leadership
are two popular works which should be mentioned since they specifically addressed the
leadership style of Jesus.

Biblical Leadership Literature in Spanish

Original studies in Spanish on Biblical leadership are not common and, as a

consequence, an overwhelming number of works in Spanish on Biblical leadership are

translations from English texts. Of these, the following are noted: Blackaby and Blackaby
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(2004), Hybels (2003), Miller (1999), Murdock (2002), Sanders (1995), and Wilkes
(1998a). At least 15 of John Maxwell’s books on leadership have been translated.

Original works in Spanish include the work of Batista (1998), who looks at
servant leadership through the eyes of a Puerto Rican. In his study, Batista mentioned that
a leader's motives may be an obstacle to obeying “kingdom” principles (p. iii) and he
lamented the fact that many Christian leaders have been “hypnotized” by contemporary
leadership theories which do not synchronize with kingdom principles. Although brief
and sketchy, what Batista offered was one of the best original works in Spanish on
servant leadership for the Christian community.

The work of Jiménez (1997) does not directly address the issue of servant
leadership. Rather, Jiménez focused on the authority of six different kinds of church
leaders without ever dipping into leadership research other than the Biblical text. A study
with stronger research support was offered by Sanchez (2001), who based much of his
study on contemporary leadership research. Although he appeared to espouse a
transformational leadership style preference, he did state that the goal of leadership is to
serve. This is similar to the work by Yoccou (1991), who proposed that good leadership
will reproduce itself in its followers; however, this particular examination does not touch
on any leadership studies other than pastoral and spiritual works based on the Bible.
Larson (1995), although not a Latin American, has written a book in Spanish designed to
be used in an open university setting, where the reader can study leadership in a remote
setting. It is the most complete original study on leadership in Spanish and includes
references to leadership research. Larson also pointed to the leadership of Jesus as the

leadership model to be implemented.
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Leadership and Culture

The focus of this dissertation is on servant leadership in Latin America. Thus, it is
necessary to examine the research which examines leadership, and to some extent,
management, in a cross-cultural setting in order to have a better understanding of the
intersection between the role of the leader and the place of culture as it impacts
leadership and management.
Leadership Theory—Western

Evidence supports the view that links a significant amount of leadership theory to
studies and researchers from North America (House, Wright & Aditya, 1997). This view
did not escape the observation of Den Hartog, House, Habges, Ruiz-Quintanilla, and
Dorfman (1999) who maintained House’s assertion by noting the North American
connection between the empirical evidence and the dominant leadership theories
(Boehnke, Bontis, DiStefano, & DiStefano, 2003; Brain & Lewis, 2004; Shahin &
Wright, 2004). Boehnke et al. referred to this view as “American-centric” (p. 5). A quick
perusal of Bass’ (1990) revised edition of his Handbook offers 189 pages of references
confirming this North American perspective. Bass devoted a section to “Leadership and
Diverse Groups,” and addressed the subject of “Leadership in different countries and
cultures.” In a Korean study, Son (2000) concluded that traditional measures of
leadership may be too Western. He suggested that, “since there was no discrimination by
the respondents between authoritative and democratic leadership styles, the concepts
embedded in these traditional measures of leadership may be too grounded in Western

conceptions of leadership to serve well in the Korean context" (abstract).



28

Studies of National Cultures

Only a handful of studies apply an internationally comprehensive approach to the
subject of leadership regionally across cultures. One of the most significant studies to
date is an enormous research project called Project GLOBE (House, Javidan & Dorfman,
2001). Over 150 scholars representing 61 different countries and all the major regions of
the world (except Antarctica) collaborated in a research project which focused on cross-
cultural leadership studies. The meta-goal of GLOBE was "to develop an empirically
based theory to describe, understand, and predict the impact of specific cultural variables
on leadership and organizational processes and the effectiveness of these processes"

(p. 492). The results of this research project have contributed to the understanding of
leadership and culture around the world.

The study produced by Brodbeck, Frese, Akerblom, Audia, and Bakacsi (2000)
and published as Cultural Variation of Leadership Prototypes Across 22 European
Cultures was based on the European sub-sample of the GLOBE study. These researchers
applied a 112-question instrument to 6,052 middle-level managers. One of the findings of
the study revealed that the perceptions of the followers greatly influence the style of
leadership.

Multicultural Leadership and Management Studies

House et al. (2001) observed, “Clearly, what is expected of leaders, what leaders
may and may not do, and the influence leaders may have vary considerably as a result of
the cultural forces in the countries or regions in which the leaders function" (p. 536).

These expectations are imported when multicultural workers enter into the workforce in
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the United States. Thus, it is important to look at the research which addresses the
multicultural dimensions of leadership in the North American culture.

Various studies and monographs look at cross-cultural dimensions of leadership
within the context of North American culture. One of the best collections addressing this
topic is the edited volume by Early and Erezs (1997) entitled New Perspectives on
International Industrial/Organizational Psychology. These researchers contributed to a
lengthy work to an overview of cross-cultural leadership studies carried out from 1989 to
1996. One of the intentions of the study was to update studies done after Bass (1990)
completed his Handbook. This important work discusses issues such as international
research, motivation, power relationships, and other relevant topics written by experts in
the field.

Bass’ (1990) Handbook dedicated an entire chapter to leadership in different
countries and cultures. The justification for including such a chapter was based on the
growing impact countries around the world were having on internationalization. Bass
brought together over 100 studies that focused on managerial motivations, attitudes, and
behaviors and how they were impacted by differences in cultural or sub-cultural groups.
Bass included studies that look at similarities and differences, noting that differences
among countries are the rule rather than the exception when one investigates the origins
of their leaders in the public and private sectors. He also dedicated a significant amount
of text to characteristics which describe cultures, focusing particularly on cultural values.
He noted that, "four dimensions of values that are of particular consequence are
traditionalism vs. modernity, particularism vs. universalism, idealism vs. pragmatism,

and collectivism vs. individualism" (p. 772). Each one of these dimensions may be placed
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on a continuum with specific countries located on some point of the continuum. By doing
this, cultures and values for each country could be compared and contrasted. There is
some overlap between Bass’ and Hofstede’s (1980) dimensions.

A helpful contribution to the study of leadership and culture is the fourth edition
of Ferraro's (2002) The Cultural Dimension of International Business. Because of
increasing global interdependence, cultural anthropologists are becoming more involved
in business and commercial issues. Of particular interest is chapter five, which analyzes
contrasting cultural values. Some of the values noted by Ferraro were taken from
Hofstede's (1980) dimensions. Although this handbook is helpful for highlighting cultural
issues for those leading in cross-cultural situations, the focus of the book is more on
cross-cultural managers overseas than those in the United States.

A fascinating study by Leithwood and Duke (1998) reviewed cross-cultural
educational leadership. The study examined articles published in English-language
educational administration journals, going back to 1988. The researchers pointed out that
when leadership research is done across different cultures, two starting points are
possible: a grounded approach and a framework-dependent approach. The grounded
approach, "begins with the collection of evidence about some aspect(s) of leadership,"
while the framework-dependent approach "begins with one or more existing conceptions
of school leadership" (p. 32). Leithwood and Duke applied the grounded approach.
Cross-cultural Leadership

There are those who argue that one style of leadership works across cultures. Bass
(1990) reported that "despite the wide variations in leadership preferences and behavior,

Likert's argument is that, regardless of culture, there is one best way to lead" (p. 788). For
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Likert (1963), the style of leadership which spans differences in culture is the democratic
participatory approach.

Another study presented the perspective that there are leadership universals. Den
Hartog, House, Habges, Ruiz-Quintanilla, and Dorfman (1999) argued for a controversial
position, “namely that attributes associated with charismatic/transformational leadership
will be universally endorsed as contributing to outstanding leadership" (p. 219). Others
focus on an emphasis or principles. In the study by Boenke et al. (2003), one of the major
findings was that among the six different regions of the world, variations in emphasis was
detected and “that the main dimensions of leadership for extraordinary performance are
universal. Only a few variations in emphasis exist among six different regions of the
world" (p. 5). The leadership behavior they proposed is transformational behaviors. They
concluded:

The clear implication of this study is to encourage all leaders to use

transformational behaviors to generate this performance. Although leaders’

applications of these behaviors will need to adapt to national differences, the

transformational leadership style will universally help leaders work more
effectively with people to reach their needs and create exceptional performance.

(p. 14)

Yet there are those who beg to differ. Newman and Nollen (1996) point out that
differences in national cultures call for differences in management practices. House,
Wright, and Aditya (1997) stated that, "Clearly, what is expected of leaders, what leaders
may and may not do, and the influence leaders have vary considerably as a result of the
cultural forces in the countries or regions in which the leaders function" (p. 536).

There are those who question applying the vocabulary of generalized leadership
behaviors across cultures (Smith, 1997). For example, one wonders if charismatic

leadership would be interpreted the same way by all members of a multicultural team?
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The input given by Smith suggested that the behavior may be interpreted in various
culture-specific ways.

So is a global definition of charisma possible? There does exist a substantial
empirical literature (Bass & Aviolo, 1993) suggesting that charismatic leadership is
valued in many countries around the world. Furthermore, it has been persuasively argued
that charismatic leadership is particularly required in developing countries characterized
by high-power distance and collectivist values (Jaeger & Kanungo, 1990; Sinha, 1995).
However, the Bass questionnaire is U.S.-designed and has been used in other countries in
an imposed etic manner, with few checks made on the meanings imputed to it in other
cultures. Charisma may be best thought of as a quality that is global but imputed to
leaders on the basis of behaviors that are culture-specific.

There were a few articles that look at related issues from a North American
perspective. One such article, which looked at the issue of bosses, was written by Manz
and Simpson (1998). The article by Newman and Nollen (1996) examined the fit between
national culture and management practices. The subject of business culture is addressed
by Deal and Kennedy (1998). The dissertation by Castro (2000) examined the issue of
servant leadership in educational settings through a study conducted in Chile and the
Philippines. Related cultural studies looked at leadership training in Asia. Conner (1996)
examined the relationship between culture and adult leadership training in Thailand and
Hwang (1992) studied the Biblical and cultural influences on leadership in Korean

churches.
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Theoretical Models of Cultural Values

Great efforts have gone into the endeavor of looking at cultures from a global
perspective in order to discern whether or not there are common themes around which all
cultures gather. Some significant studies have been carried out which address this issue in
great detail.

One of the most, if not the most, important figure of modern history in the study
of national cultures is the Dutch social scientist Geert Hofstede. Hofstede has written
prolifically since the appearance of Culture’s Consequences in 1980 in which he
presented his initial four dimensions of culture and values: power distance, uncertainty
avoidance, individualism versus collectivism, and masculinity versus femininity, each
viewed as opposite poles on a scale. These four values formed the basis for interpreting
cultures and were based on two surveys (1968 and 1972) producing 116,000
questionnaires for IBM employees in a total of 40 countries. His brief definition of
culture is "mental programs." This definition is taken from the world of computers and
technology.

In 1991, Hofstede reformulated his study (expanding to 53 countries) and added a
fifth dimension, long-term vs. short-term orientation. These five dimensions have become
a standard model for looking at cultures and though there are critics, the tendency has
been to refine rather than refute. As will be seen, many studies have followed Hofstede's
lead in interpreting cultural values. It is anticipated that his theories will form the basis
for many of the suggestions in the conclusions of this study.

After the initial publication of his two major studies, Hofstede (1998, 1999a

1999b) continued researching the subject and published articles addressing the need for
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international businesses to pay attention to the cultural dimensions of what they do. Few
researchers in the study of national culture dimensions have been quoted or referenced as
frequently as Hofstede (Bing, 2005).

Hofstede has not been without his critics. The title of one study reflects the
conclusions of its author: Hofstede Never Studied Culture (Baskerville, 2003). Another
recent study offers a critique of Hofstede’s fifth national culture dimension (Fang, 2003).
Bond (2002), writing from the Chinese University of Hong Kong, postulated that too
many have given Hofstede more credit than he deserves, thus keeping further productive
studies from being created. Roberts and Boyacigiller (1984) critically reviewed
Hofstede's first edition comparing it with four other projects from the 1970s. Smith
(2002) suggested that any serious cross-cultural study should give this review attention.

Those who support Hofstede's work are many. A Russian researcher, Naumov,
analyzed Russian culture using Hofstede's dimensions (Naumov & Puffer, 2000).
Hofstede’s theories have also been applied to the culture in South Africa (Eaton & Louw,
2000), as well as India (Vishwanath, 2003). A study looked at phobic anxiety in 11
nations using Hofstede's dimensions as its theoretical model (Arrindell et al., 2004).
Although broad use of Hofstede's dimensions does not prove his conclusions are correct,
it is safe to say that his work has found a significant place among cross-cultural
researchers.

Another Dutch social scientist, Fons Trompenaars (1994), conducted similar
research and published his results a few years after Hofstede’s second major study.
Trompenaars researched 30 companies across 50 countries. Based on the results of his

research on international businesses, he proposed the following seven categories of
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culture: the universal versus the particular, individualism and collectivism, affective
versus neutral, specific versus diffuse, status by achievement and economic development,
the concept of time, and one's relationship to nature. Trompenaars was careful to apply
results in practical ways for those who work cross-culturally overseas.

The Project GLOBE study is the third and most recent international study which
examined global culture (House et al., 2001; House, Javidan, Hanges, & Dorfman, 2002).
This project expanded Hofstede's dimensions and proposed nine total dimensions:
uncertainty avoidance, power distance, collectivism I, collectivism II, gender
egalitarianism, assertiveness, future orientation, performance orientation, and humane
orientation. It can be seen that some of Hofstede's dimensions have been re-categorized
and made more specific. Hofstede (1999a) supported the idea that as the development of
theories and management continue over time, theories will become more international in
nature as leadership and management principles are adapted to national cultural value
systems.

Positive responses to the many studies conducted in the area of cross-cultural
leadership may be seen in the many programs developed to offer help to those who desire
to receive training in cross-cultural skills and sensitivity. One such program is discussed
by Smith (1996). This program is a 10-day multicultural leadership training program
applied in a multicultural school environment. The program is designed to assist leaders

in knowing how to work in multiculturally diverse environments.
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Latin American Leadership

A review of the literature regarding Latin American leadership styles indicated
repeated references to cacique and its related term caudillo. A cacique may be defined
simply as a ruler or chief and is explained by Kautzmann (1998) in the following way:

A type of Latin American powerbroker that tends to lack the charismatic qualities

described above. These sociologists apply the name cacigue to powerful, informal

bosses on the local and state levels. The wealth and power of the caciques result
from patron-client relationships enabling them to broker resources to which they

have exclusive access. (p. 30-31)

The term caudillo means leader and is virtually a synonym for cacique. The
Columbia Encyclopedia defines a caudillo as “military strongman” (7The Columbia
Encyclopedia, 2001). Kautzmann (1998) clarified the difference between the two terms
citing Diaz (1972) and Friedrich (1965), who explained that “Some reserve the term
caudillo for leaders who gained power on a national level” (p. 22).

For the purposes of this grounded theory study, the most relevant information on
caciques in evangelical institutions comes primarily from four doctoral dissertations by
Comiskey (1997), Kautzmann (1998), Prillaman (1998), and Wierenga (1996).
Comiskey’s dissertation topic did not specifically address the issue of caciquismo (a
state, mindset, or activity associated particularly with a cacique leadership style), but it
did devote a significant portion to the issue of authority and caciquismo as it affects
leadership in Protestant evangelical church cell groups. Kautzmann gave his attention to
the issues of power, authority, and loyalty within the evangelical church in Venezuela.

Prillaman’s dissertation looked at both Biblical and caudillaje (like caciquismo but

implemented by caudillos) leadership patterns among evangelical church leaders in
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Bolivia. The dissertation by Wierenga addressed the issue of authoritarian and
participatory leadership styles, specifically in a new church environment in Venezuela.

The dissertation by Torres (1999) is helpful in demonstrating cultural differences
between Brazilian and American styles of leadership. Other dissertations were helpful in
understanding cross-cultural issues without specifically addressing the issue of the
cacique style of leadership. Glicks’s (2001) dissertation examined the issue of leader-
effectiveness in cross-cultural environments.

Three dissertation studies focused on specific kinds of leadership styles in
Venezuela. The study by Reyes (1997) explored leadership effectiveness of department
chairpersons in a specific university. Ramos (1998) compared the leadership styles of
high school principals in Alabama (United States) and Venezuela. Wierenga (1996)
studied the tension between authoritarian and participatory leadership styles.

Literature which specifically compared caciquismo or caudillismo with servant
leadership was minimal. Kautzmann’s study (1998) offered the best treatment of the
exercise of servanthood in a culture of caciques. He stated “that it is not a simple matter
for a leader to act as a servant while at the same time maintai