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orientation, while a low LPC score indicates a task orientation. Fiedler’s logic
was that individuals who rate their least preferred co-worker in a relatively
favorable light on these scales derive satisfaction out of interpersonal
relationship; those who rate the co-worker in a relatively unfavorable light get
satisfaction out of successful task performance. This method reveals an
individual’s emotional reaction to people with whom he or she cannot work. It
is also stressed that it is not always an accurate measurement.

As advocated by Fiedler (1964), the effectiveness of a leader is determined by
the degree of match between a dominant trait of the leader and the
favourableness of the situation for the leader. The dominant trait is a personality
factor causing the leader to be either relationship-oriented or task-orientated
(Dunham, 1984). Leaders who describe their preferred co-worker in favourable
terms, with a high LPC, are purported to derive major satisfaction from
establishing close relationships with fellow workers. High LPC leaders are
said to be relationship-orientated. These leaders see good interpersonal relations
as a requirement for task accomplishment.

Leaders who describe their least preferred co-worker in unfavorable terms,
with a low LPC, derive major satisfaction by successfully completing a task
These leaders are said to be task-orientated. They are more concerned with
successful task accomplishment and worry about interpersonal relations later.

According to Gannon, (1982), the major factor in Fiedler’s theory is known as
situational favourableness or environmental variable. This is basically defined
as the degree to which a situation enables a leader to exert influence over a
group. Fiedler then extends his analysis by focusing on three key situational
factors, namely, leader-member, task-structure and position-power. Each factor
is defined as follows

1. Leader-member relations: the degree to which the employees accept
the leader.

P Task-structure: the degree to which the subordinates’ jobs are
described in detail.
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3. Position-power: the amount of formal authority the leader possesses
by virtue of his or her position in the organization,

For leader-member relations, Fiedler maintains that the leader will have more
influence if they maintain good relationships with group members who like,
respect, and trust them, than if they do not. Fiedler explains that task-structure
is the second most important factor in determining structural favourableness
He contends that highly structured tasks, which specify how ajobisto be done
in detail, provide a leader with more influences over group actions than do
unstructured tasks. Finally, as for position-power, leaders who have the power
to hire and fire, discipline and reward, have more power than those who do
not. For example, the head of a department has more power than a filing clerk

By classifying a group according to the three variables, it is possible to identify
eight different group situations or leadership styles, These eight different
possible combinations were then classified as either task orientation or
relationship grientated. Task-orientated leadership was successful in five
situations, and relationship-orientated in three.

According to Fiedler (1964), a task-orientated style of leadership is more
effective than a considerate (relationship-orientated) style under extreme
situations, that is, when the situation is either very favorable (certain) or very
unfavorable (uncertain). Task-orientated leadership would be advisable in a
natural disaster, like a flood or fire. In an uncertain situation the leader-member
relations are usually poor, the task is unstructured, and the position power is
weak. The one who emerges as a leader to direct the group’s activity usually
does not know any of his or her subordinates personally. The task-orientated
leader who gets things done proves to be the most successful. If the leader is
considerate (relationship-orientated), he or she may waste so much time in
disaster that things may get out of control and lives might get lost

As Gannon (1982) further elaborated, the consideration style of leadership

seems to be appropriate when the environmental or certain situation is
moderately favourable or certain, for example, when (1) leader-member
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relations are good, (2) the task is unstructured, and (3) position power is weak.
For example, research scientists do not like superiors to structure the task for
them. They prefer to follow their own creative leads in order to solve problems.
Now under a situation like this a considerate style of leadership is preferred
over the task-orientated style

If a leadership situation is being chosen for a particular candidate, a situation
(work team, department, etc.) should be chosen which matches his/her LPC
profile (very favourable or unfavourable for task-orientated leaders and
intermediate favourableness for relationship-orientated leaders).(Dunham,
1984). As Bedeian & Gleuck (1983) observed, despite shortcomings, Fiedler’s
contingency theory represents an important addition to our understanding of
effective leadership.

In Fiedler’s theory, the positional power is defined as the amount of formal
authority the leader possesses by virtue of his or her position in the organization.
However, this cannot be applied into the context of the present research study
per se because the Tsunami camp leaders did not operate in the same sphere as
a business organization to which the theory applies. Therefore, for this research
the author has considered the power of the leaders as explained by French and
Raven (1959). They defined power as the ability to influence the behaviour of
others. To have power is to be able to change the behaviour or the attitude of
others. They identified five sources of power as described below:

i Reward Power — is based on one’s ability to reward another for
desired behaviour and performance.

il Coercive Power — is the ability of a person to punish others and,
thereby, to influence their behaviour and performance.

iii.  Expert Power —is based on the belief that the influencer has some
relevant expertise or special knowledge that the influenced does
not posses.

7%
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iv.  Referent or Charismatic Power-is related to one’

s personality and

other personal characteristics. If a person has a strong personality

and appearance that can influence others, then

it is the referent

power. Generally, such people are preferred by others, to modify

their own behavior.

v.  Legitimate or Authority power — is the legitimate freedom given
to a position in the organizational hierarchy to make decisions and

to take action.

FRAMEWORK OF STUDY

The Conceptual Model derived from the literature survey for this research is

depicted in Figure 1.

FIGURE 1.
Conceptual Model

Personality

|
|
factors \ |
- |
- Behaviour of an

Effectiveness of
Camp
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Contextual / }
|

Source: Author’s concept

With the assumption that effective leadership results in effective camp
management, the study focused on the personality and contextual factors

contributing to leadership
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OPERATIONALIZATION

This study examines the relationship between leadership behaviour on the one
hand and its related independent variables on the other hand, viz. personality
factors and contextual factors. The concepts stated in the model are defined
below.

1. Behaviour of an Effective Leader

For the purpose of this research, behaviour of an effective leader has been
considered as his approach towards people or the task. If his primary concern
is for the satisfaction of people needs, he is considered a people leader. In
order to measure the leadership styles, the T-P leadership questionnaire revised
by Sergiovanni et al (1969) was used.

2. Personality Factors
The big five personality factors discussed earlier can be summarized as
i Surgency or extraversion refers to the sociability, talkativeness and

assertiveness of a person.

ii.  Agreeableness refers to the level of one’s orientation towards other
people, and whether one is good-natured, cooperative and trusting.
This is a measure of one’s propensity to defer to others.

iii. Conscientiousness refers to how “structured” one is and whether a
person is responsible, dependable, persistent and achievement-
oriented.

iv.  Emotional Stability refers to the tendency of ‘not to worry” or
whether the person is calm, enthusiastic and secure

v.  Culture or openness lo experience or openness o ideas is the
tendency to be speculative and imaginative.

s
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3. Contextual Factors

i Leader-Member relations — This refers to the level of confidence,
trust and respect the subordinates or followers have in the leader.
It shows the acceptance of the leader and how much the followers

like the leader.

il.  Task-structure — This measures the extent to which the tasks
performed by the followers are structured. A structured task has
set procedures or instructions.

iti.  Power of the leader — in Fiedler’s Contingency Model power refers
to the power inherent in the leader’s position or the positional
power. As discussed earlier, this was adopted to suit the reality of

Tsunami camp leaders

According to the framework discussed above, associated concepts, variables
and indicators can be tabulated as given in Table 1.

TABLE 1.
Concepts, Variables and Indicators
Concept Variable Indicator
Personality Extraversion Sociability, talkativeness, risk taking
Factors and assertiveness
Conscientiousness Structuredness, dependability, persistency
and achievement-orientation
Agrecableness Propensity to defer to others,
Cooperativeness, trustworthiness
Emotional stability Calmness, fecling of security, enthusiasm
Openness to experience Speculation, imagination, innovativeness,
and dissemination of knowledge
Contextual Leader-Member Relations| Good relations, trustworthiness and
Factors support given to leader
Task -structure Clear instructions, rules and regulations
Power of the leader Influence on followers
Behaviour of Autocratic leadership Task orientation, high productivity
Leader Laisscz-faire leadership people orientation, high morale

Source: Author’s concept
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The measurements in relation to the indicators in the above Table were the
related specific questions in the questionnaires administered.

METHODOLOGY

A predominantly qualitative approach was adopted considering the nature of
the research. The content analyzed in this study consisted of the replies of the
leaders to the interviewers’ questions about the leadership role they played in
the post-Tsunami situation. The answers of the followers also helped to validate
the answers given by the leaders. For the content analysis, themes were derived
from statements made by leaders about themselves in the context of leadership

1. Questionnaire Analysis
Instruments designed to collect data for the study are depicted in Table 2.

TABLE 2.
Instruments Designed to Collect the Data Required for the Study

Types of Data Survey Techniques

Respondent- Leaders and | Demographic Data Through questionnaires

followers
Dependent variable- Structured Standard Questionnaire
Leadership behaviour
Unstructured Observations
In-depth Interviews
Independent variable Structured Big 5 Personality

Personality factors

(Leaders and followers in
different form)

Questionnaire

Contextual factors

Structured (for followers)
Unstructured

Questionnaire
In-depth interviews

Source: Authors’ Concept
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2. Measurement of Personality Factors

The standard questionnaire relating to Big Five Personality test of Lussier &
Achua (2004) was administered to the leaders. This same questionnaire was
altered and given to the followers for the purpose of data triangulation. In
arriving at the final rates for the personality dimensions of the leader, the score
given by the leader himself/herself was weighted to 50%, and the scores of the
two followers are weighted to 25% each so that a total of 100% is achieved.

3. Measurement of Situational Factors

Fiedler’s Contingency Model (1964) was used to analyze the behaviour of
leaders in different situational factors. For this purpose leader-member relations,
structure of the task and the power of the leader had to be analyzed. A
questionnaire was prepared by the author, using a five-point Likert scale, to
get the follower’s perceptions of these factors

4. Identification of Leadership style

Standard T-P Leadership questionnaire given by Sergiovanni et a/ (1969) was
administered to the leaders. The sample base was split into three categories
(authorized leaders, voluntary leaders and inmates who assumed leadership
roles). The dependent variable (Leadership Style) in the research was based on
three styles, namely, task oriented (autocratic) leadership, shared leadership
and people oriented (laissez-faire) leadership style.

5. Sample Selection
In this research, the sample base was selected from Tsunami camps in Kalutara,

Ambalangoda, Galle and Matara districts of Sri Lanka. The total sample consists
of 40 leaders and 40 followers (inmates) from different camps.
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DATA ANALYSIS

Data analysis was attempted with the focus on personality and contextual factors
contributing to effective camp leadership. The details are discussed below.

1. Results of Contextual Factor Analysis

The results of the Big-five Personality test based on the study of 40 leaders are
as shown in Table 3.

TABLE 3.
Personality Characteristics of Leaders
Personality Characteristic No. of Leaders Scoring the Highest
Conscientiousness (C) 14
Extraversion (E) 10
Emotional Stability (ES) 6
Agreeableness (A) 6
Openness to Experience (OE) 4
40

_—

Source: Survey Data

Though each leader had a personality characteristic which was more prominent
than the others, the average scores for the personality characteristics among
the leaders was approximately equally distributed. Table 4 gives the scores
obtained by the leaders.

TABLE 4.

Personality Factors of Leaders

Personality factor Average Score

Conscientiousness (C) 303

Extraversion (E) 30.5

Emotional Stability (ES) 30.1

Agreeableness (A) 303

Openness to Experience (OE) 29.7
150.8°

—_—

Source: Survey Data
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On average, the Big Five Personality characteristics were equally high among
all 40 leaders. The maximum possible score for each character is 35, and on
average, they had scored 30 for each of the characteristics. Although each of
them had one prominent characteristic, the difference between the scores for
the different characteristics was marginal. Therefore, the average of these
characteristic was 20% for all.

2. Results of Contextual Factor Analysis

A qualitative approach was adopted for the data collection of contextual factor
variables from the leaders through in-depth interviews with the leaders. The
data collected was verified using structured questionnaires administered to the
followers.

According to the responses from the followers, 26 out 0of 40 (65%) leaders had
good leader-member relations. All leaders had scored less than moderate scores
for the task structure. Therefore, it was concluded that the leaders had an
unstructured task to be performed in the disaster situation. Only six leaders
(15%) had a weak power position and all others had strong charismatic power.

3. Results of Leadership Style Analysis
Figure 2 contains the distribution of leadership style among leaders.

FIGURE 2.
Distribution of Leadership Style among leaders

Leadership Style
15%

50%

35%

B Atocratic M Shared O Laissez-faire |

Source: Survey Data
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According to the data gathered from the questionnaire, 50% of the leaders had
a shared leadership style. This means that they are high in task orientation as
well as in the people concern. Another 35% were concerned primarily about
the task. Therefore, concern for the task is a major characteristic of the leaders
who emerged from the Tsunami.

4. Relationship between Big Five Personality factors (Independent
Variable) and Leadership Style (Dependent variable)

The relationship between the leadership style and the five personality factors
is given in Table 5.

TABLE 5.

Prominent Personality Factors among Different Leadership Styles
Leadership| Personality Factors No. of
Style Leaders

Conscien- | Extraversi-| Emotional Openness

tiousness | on Stability ness to

Experience

Shared 14 6 - - - 20
Autocratic g 4 6 - 4 14
Laissez-
faire - # - 6 - 6
Total 14 10 6 6 4 40

Source: Survey Data

From the Table it is evident that those a with a shared leadership style have
scored highest on conscientiousness. It indicates how the basic aspects of
conscientiousness such as responsibility, dependability, and persistence can
be linked to a leader who is more of a collaborator with his team members.
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5. Relationship between Contextual Factors (Independent Variable) and
Leadership Style (Dependent Variable)

The relationship between leadership style and the contextual factors is given
in Table 6.

TABLE 6.
Contextual Factors and Different Leadership Styles
Contextual factors
Leadership Style Leader-Member Task structure Power of the
Relations Leader

Shared Good Unstructured Strong
Autocratic Poor Unstructured Strong
Laissez-faire Good Unstructured Weak

Source: Survey Data

It was seen that those leaders who had a shared leadership style had good
leader-member relations, unstructured task and strong leader-power. Those
who had an autocratic style had poor leader-member relations, unstructured
task and a strong leader-power. On the other hand, laissez-faire leaders had
good leader-member relations, unstructured task and weak leader-power.

6. Findings of the Personality Assessment

In a Tsunami camp environment, conscientiousness is an essential element. As
is expected most of these leaders were “structured” in their work. All of them
had prepared registers of inmates, skill analyses of potential employees and
various other documents to support them in the management of the camp
These were done without anyone’s guidance. They were responsible and
dependable. Most of the leaders managed large amounts of aid that the camps
had received. In order to account for them, they had prepared registers in which
the donors had written how much was given and signed. They were achievement
oriented. Most of the leaders were single minded about getting the inmates
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settled back in a better environment than what they were before the Tsunami,
and more financially sound.

The next highest category consisted of those who were extroverts. Most of the
leaders were sociable and talkative. They communicated easily with donors
and others in authority and were able to convince people to support them.
Most of the leaders, who were appointed by the inmates themselves, were
selected on the basis of their ability to communicate especially with foreigners
who came to the camps to make donations as indicated to the researchers.
Some of the leaders were able to speak English, and that was the reason for
their appointment as a leader by the others. They were also assertive and
energetic.

Six leaders had agreeableness as their prominent personality characteristic while
another six had emotional stability. That is, these two factors were seen in
varying degrees among the leaders. Agreeableness speaks about one’s level of
orientation towards other people, and whether one is good-natured, cooperative
and trusting. This is a measure of one’s propensity to defer to others. Those
who score high on this factor were usually co-operative, possibly submissive,
and concerned with the well-being of others. High scores indicate that they
value harmony. In a Tsunami camp environment where there is no structured
managerial hierarchy and designated power assigned to leaders, it was seen
that leaders with people skills were able to rally the people around them. They
were empathetic, did not challenge the followers, and were not argumentative.
They did not try to have their own way on issues

Emotional stability is the tendency to be calm. There were 24 leaders who had
this factor as the most prominent of their personality characteristics. Their
high scores indicate their positive emotional stability. They were calm, alert,
relaxed, enthusiastic, secure and rational. They were not anxious or worried
Most of them said there were no critical incidents which they can remember.

Openness to experience was the least common personality factor. Most leaders
had a wide range of interests. They were interested in social events, various

outdoor activities, as revealed to the researchers, that helped them to handle
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most of the camp situations effectively. It was noted that most leaders had
previous experience with regard to the rescue and rehabilitation of flood victims.

7. Findings of the Context Analysis

The research was based on three situational factors that determine which
leadership style will be effective. These were Leader-Member relations, Task
Structure and Leader-Power. Data for this aspect was gathered through in-
depth interviews with leaders and structured questionnaires given to followers

7.1 Leader-Member Relations

This refers to the level of confidence, trust and respect the followers have for
the leader. Most leaders had a good relationship with the followers. Although
this was not apparent at the beginning of their camp life, later the followers
were very reliant on the leaders.

7.2 Task Structure

The questionnaire completed by followers regarding the task structure of the
leaders and qualitative data gathered during the in-depth interviews
unanimously showed that the task was unstructured. The necessities to run a
camp were supplied by the government through the Divisional Secretariats of
the area. There was no systematic procedure adhered to in the delivery of these
goods. Therefore, the supply chain of the camps was unstructured. A camp
could be thought of as a system in which there are various sub-systems such as
food supply, stores, administration and security. Since the camps were not
meant to be long term, all these systems in most of the camps were
dysfunctional. The leaders, therefore, had many a struggle to keep these sub-
systems integrated and the main system in working order.

7.3 Power of the Leader

Most of these camp leaders did not have designated authority to carry out
camp functions. Such people have an extraordinary or heroic personal ability
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and they are capable of having profound and extraordinary effects on their
followers,

None of the leaders interviewed referenced their own position in society as a
platform for assuming a leadership role. They mainly operated from personal
bases of influence.

8. Findings on the Leadership Styles

It was seen that 50% of leaders had been having a shared leadership style. This
means that they are high in task orientation as well as concern for people.
Another 35% were concerned primarily about the task. Only 15% of the leaders
had a laissez-faire leadership style. Therefore, concern for task is a major
characteristic of the leaders who emerged from the Tsunami. Task-orientated
leadership would be advisable in natural disasters, such as a flood or fire. In an
uncertain situation the leader-member relations are usually poor, the task is
unstructured, and the position power is weak. The one who emerges as a leader
to direct the group’s activity usually does not know any of his or her subordinates
personally. The task-orientated leader who gets things done proves to be the
most successful. If the leader is considerate (relationship-orientated), he or
she may waste so much time in the disaster, which may possibly lead things to
get out of control and lives to be lost

However, they have to be concerned about both the task and the people because
in a disaster situation both are equally important. The people concerned were
the victims of one of the most devastating of the natural disasters of our times
The trauma they had had to undergo was very severe and their mental condition
had to be brought to normalcy through gentle caring. Therefore, the leader in a
Tsunami camp had to be concerned about people. Also in a disaster situation
where quick actions are needed and the task structure is disorganized the leader
has to give equal importance to the task. Therefore, the shared leadership
emerged as the prominent style. It is possible to have an effective leader who
has a laissez —faire style, if there are other leaders in the camp, with autocratic
or shared leadership style, to enhance the productivity of the camp
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9. Findings on the Relationship between Personality Factors and
Leadership Style

All 14 leaders who had scored highest for the conscientiousness aspect of the
personality had a shared leadership style. These leaders who were structured
in their approach to work managed the task well. Their responsibility towards
others would have helped them to manage the people aspect well. Out of the
ten extrovert leaders, three had a shared leadership style, while the other two
had an autocratic leadership style. It could be assumed that extroverts have a
shared leadership style because extroversion implies a personality which seeks
relationships with others.

However, what is difficult to explain is that some extroverts were autocratic in
their style. It was observed that despite these leaders being extroverts and having
anetwork of friends, their dealings with their followers were ‘at arm’s length.”
Also, these leaders considered the camp management as an achievement of a
personal goal. They took pride in running an effective camp

10. Findings on the Relationship between Contextual Factors and
Leadership Style

The government had appointed a Grama Niladhari (literary meaning “village
officer”) for all the camps and they were run under the authority of a Divisional
Secretariat. However, in most camps the prominent leadership role was played
by others who were volunteers or even camp inmates themselves. The failure
of the authorized leaders in this context was because they were not accustomed
to a situation that arose after the Tsunami. In their former role as a government
official they had formal positional power and there were rules and procedures
to be followed in carrying out a task. The emergency that came about due to
the Tsunami disrupted all the formal structures and rendered the situation
chaotic. Therefore, the formal leaders became ineffective in most places and
instead a dynamic leadership emerged. This phenomenon was observed and it
was found that those leaders who had a shared leadership style had good leader-
member relations, unstructured tasks and strong power. Those who had an
autocratic style had poor leader-member relations, unstructured tasks and a
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strong leader power. On the other hand, laissez-faire leaders had good leader-
member relations, unstructured tasks and weak leader power.

Leaders who chose to lead by serving to satisfy spiritual aspirations were the
ones engaged in camp management activities solely for the purpose of doing a
service to the inmates. In addition, leaders can emerge from the unique
circumstances of the moment. No myth about a person’s past or present status
as a leader should keep one from considering others as potential leaders. These
leaders assumed a leadership role only after the disaster. They candidly admitted
that they were merely housewives or labourers before the disaster. However,
life changed for them after the disaster. The additional responsibility of
assuming the leadership role did not seem to overwhelm or burden these female
leaders.

Unlike most authorized leaders in Tsunami camps, these leaders were effective.
They saw that the government contribution towards camp management was
not sufficient and, therefore, acted on their own to produce an outstanding
performance. They had all found funds from rich businessmen for the running
of their camps, and for the livelihood development of the victims. Their
achievement orientation would have given rise to this effort

CONCLUSIONS AND RECOMMENDATIONS

For leaders to be effective, they would need to adapt their leadership style to
the situation. Since leaders are limited in their ability to change their basic
personalities and leadership styles, the situation should be changed or a leader
should be chosen whose style matches the existing situation. It is believed that
leaders can vary their styles to meet the requirements of a situation and that
they can learn to become more effective leaders.

Based on the findings of the research, several recommendations can be made
especially in the context of disaster management. They are described as follows:

-111-




image24.jpeg
Sri Lankan Journal of Management, Vol. 11, Nos. 3 & 4: Vol. 12, Nos. 1 & 2

1. Personal Qualities:

Leaders in a disaster should try to identify their own personal leadership
qualities, and where possible, develop and expand them to the best of their
ability. Both leadership and managership are necessary in a leader in a disaster
situation for effectively dealing with the key activities of decision making in
an unstructured environment

2. Adoptability:

In a disaster situation, success and effectiveness comes from more than just
education and training in technical skills. Being receptive to change, open to
experience and flexible are key ingredients in effective disaster management

3. Professional competence:

Leaders in a disaster situation should aim to develop a high standard of
knowledge, skills and abilities appropriate to the task and circumstances.
Essentially (and especially applicable to the disaster management role) this
competence means knowing what to do and how to do it. Such competence is
of major importance because it inspires respect and trust in the leader

4. Communication skills:

The ability of a leader to communicate clearly and accurately with colleagues
is arother key leadership requirement. This applies not only when a team or
organization is committed to demanding, and perhaps, hazardous tasks but it
also helps the leader to transmit a sense of purpose and integrity.

5. Appropriate style:

Different tasks tend to require different leadership emphases and characteristics.

The adaptation by a leader of an appropriate leadership style is obviously
necessary for speedy action through team work.
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It is expected that the findings of this research will be beneficial to pro-actively
manage disaster situations, with a view of helping humankind in general
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Study of Leadership Roles Played by Tsunami Camp
Volunteers

Ajantha Dharmasiri

ABSTRACT

The purpose of this study was to identify common personality
characteristics, and contextual factors that lead to leadership behaviour
in voluntary leaders who emerged in the Tsunami disaster. Golbderg’s
(1981) Big Five Personality Factors were selected to represent the
personality factors whilst contextual factors were represented by Fiedler’s
(1964) Contingency Model. As the sample for the study, forty leaders were
selected from fifteen camps in the area from Panadura to Matara in the
southern coastal belt of Sri Lanka. The commonalities were evident where
in the Big Five Personality Factor Analysis, all forty leaders obtained high
scores for Conscientiousness, Extraversion, Agreeableness, Emotional
Stability and Openness to Experience. It was found that these leaders had
to work in a situation where the task was unstructured, and to be effective,
they needed to have either good leader-member relations and /or power.
Further, it was seen that in a disaster, a leader has to be equally concerned
about both the task and the people. The findings of the study shed light on
understanding the role of leadership in a disaster and insights into better
planning on post-disaster recovery.
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INTRODUCTION

One of the most recent disasters to strike the world which caused a great loss
of lives and economic upheaval was the Tsunami of 26" December 2004, The
total number of deaths caused by the Tsunami in Sri Lanka amounted
approximately 40,000. The displaced victims were given shelter in camps,
The resettlement were delayed mainly due to slow state machinery, and as
such managing the Tsunami camps became an important function. The role of
leadership in providing necessities for items to the camp inmates, whilst
ensuring the smooth functioning of the required support services, required a
proper leadership role.

RESEARCH PROBLEM

The Tsunami camp leaders by virtue of the position they hold, were able to
reverse adverse trends and uplift the more disadvantaged sections of the
community. These camp leaders were generally not the so-called educated,
intellectual leaders of eminence. It was interesting to see how they offered
their best, in terms of leading to improve the wellbeing of camp inmates. As
such, the research problem was to find what personality and contextual
factors made those individuals who were effective leaders in Tsunami
camps to volunteer to assume leadership positions.

OBJECTIVES OF THE RESEARCH

This research was intended to examine the collective experience of leaders in
disaster situations and their personality styles, primarily to determine if there
are any common personality characteristics that are evident amongst most
leaders, and also to determine the dominant characteristics that drive them to
be leaders. As such, the objectives of the research can be stated as:

1. Investigate the relationships, personality factors, and contextual factors
(affecting/having with) the Tsunami camp leadership
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2. Identify patterns and common themes emerging in relation to the
personality factors and contextual factors leading to effective camp
leadership

SIGNIFICANCE OF THE STUDY

Despite its devastating impacts. The Tsunami provided a rich research reservoir
for understanding human behaviour. As a pioneering move, this research
attempted to identify the personality characteristics of camp leaders, in order
to understand the effect of personality on leadership in disaster management
It was expected that such findings would shed light on participation and
voluntary work in social activities in disaster situations.

RESEARCH METHODOLOGY

This research was conducted among a convenient sample of forty leaders and
eighty followers in Tsunami camps situated in Kalutara, Ambalangoda, Galle
and Matara Districts of Sri Lanka.

Primary data collection was based on questionnaires and in-depth interviews.
A standard questionnaire was administered on the samples of leaders to
determine the personality characteristics of camp leaders and their leadership
style. The same questionnaire was modified to obtain responses from the
inmates relating to their perception of leader-personalities. In-depth interviews
were held with the leaders to determine the contextual factors. A structured
questionnaire was given to the followers to get their perception of contextual
factors of the leader. These were then analyzed to determine any commonality
that was evident amongst these leaders
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LITERATURE REVIEW

According to Burns (1978), a one of the universal cravings of our time is a
hunger for compelling and creative leadership. Leadership is one of the most
observed and least understood phenomena,

As further illustrated by Burns (1978), a leader should have a vision, and work
towards translating that vision into action. Stacey (1992) observed that for this
to happen, vision should be effectively communicated to the followers. Care
should be taken by the leader to avoid a culture of dependency and conformity
in which followers take no pro-active incentives, and do not think independently.

Psychologists are of the view that the personality of a person has a great impact
on his behaviour. Personality is “the sum total of characteristics that differentiate
people or the stability in a person’s behaviour across different situations”
(Feldman, 1997). Consistency and stability are the two main factors attributed
to classify the personality of an individual. Personality also includes traits,
interests, inclinations and prejudices that generally lead to the development of
one’s general habits and outlook. The concept of habit refers to the development
of an individual’s thoughts, emotions and the perceptions of the environment
and reactions to the external environment as a whole.

Much of personality theory involves things that are only accessible to the
individual. It engulfs a person’s inner thoughts and feelings (Hergenhahn, 1990)
The concepts of personality factors contributing to leadership can be seen as
the central focus in many research studies Digman (1997), Griffin &
Bartholomew (1994), John (1990), McCrae & Costa (1996) to name a few.
The Big Five Personality Factors enumerated by Goldberg (1981) seemed more
appropriate in the context of this study.

According to Goldberg (1981), five basic dimensions encompass most of the

significant variations in human personality. He described such factors as
follows:
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1. Surgency or Extraversion:

This refers to one who is sociable, talkative and assertive. It also shows how
energetic one is. People who score low on this factor prefer to work alone, and
can be perceived as cold, difficult to read, even slightly eccentric

2. Agreeableness:

This refers to one’s level of orientation towards other people, and whether one
is good-natured, cooperative and trusting. This is also a measure of one’s
propensity to defer to others. High scores indicate that they value harmony
while low scores indicate they like having their way, or at least, on issues
Those who score high on this factor are usually co-operative, can be submissive,
and concerned with the well-being of others. People who score low on this
factor can be challenging, competitive, sometimes even argumentative

3. Conscientiousness:

This shows how “structured” one is, Someone who is responsible, dependable,
persistent and achievement-oriented is described here. High scores indicate
that they pursue fewer goals in a purposeful way and they are productive,
disciplined and single tasking. People who score low on this indicate that they
are more easily distracted, perceive many goals and are more hedonistic. They
are often less structured, less productive, but can be more flexible and inventive,
and can also be multitasking

4. Emotional Stability:

This is the tendency to be calm. High scores indicate positive emotional stability.
People who score high on this factor are usually calm, relaxed, enthusiastic,
secure and rational. Those who score low are alert, anxious, occasionally
worried. They may sometimes be perceived as lazy and incapable of taking
things seriously. They show negative emotional stability.
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5. Cultured or Openness to Experience or Openness to Ideas:

This is the tendency to be speculative and imaginative, Someone who is
artistically sensitive and intellectual is described here. High scores indicate a
wide range of interests, fascination with novelty, innovation, curious and
sometimes unrealistic. People who score low on this factor are down-to-earth,
practical, and sometimes obstructive of change. They are more conventional
and find comfort in the familiar.

According to Bedeian & Glueck (1983), the first and perhaps the most popular
situational theory to be advanced was the ‘Contingency Theory of Leadership
Effectiveness” developed by Fiedler (1964). This theory explains that group
performance is a result of the interaction of two factors known as leadership
style and situational favourableness. In Fiedler’s model, leadership effectiveness
is the result of interaction between the style of the leader and the characteristics
of the environment in which the leader works (Gray & Starke, 1988)

The first major factor in Fiedler’s theory is known as leadership behaviour.
This is the consistent system of interaction that takes place between a leader
and work group. According to Fiedler, an individual’s leadership style depends
upon his or her personality and is, thus, fixed (Bedeian & Gleuck, 1983)

As explained by Gray & Starke, (1988), in order to classify leadership behaviour,
Fiedler (1964) developed an index called the least-preferred co-worker (LPC)
scale of 1 to 8. Leaders are asked to describe this person on a series of bipolar
sealies such as those shown below:.

Unfriendly 12345678 Friendly
Uncooperative 12345678 Cooperative
Hostile 12345678 Supportive
Guarded 12345678 Open

The responses to these scales (usually sixteen in total) are summed and
averaged: a high LPC score suggests that the leader has a human relations
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