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ABSTRACT 
 
Title:  Transformational leadership and economic efficiency – Can a charismatic leader in an administration for 
care motivate the subordinates to improve the economic performance? 
 
Author: Tony Pehrson 
 
Supervisor: Thomas Danborg and Anders Hederstierna 
 
Department: School of Management, Blekinge Institute of Technology 
 
Course: Masters’s thesis in business administration, 10 credits. 
 
Background and Problem Discussion: Skövde Kommun is a public organization and one of many tasks is to 
provide help and service to the aged and handicapped in the city. This is done through the administration for 
care. After many years with poor economic performance the politicians in Skövde decided 2002 to restructure 
the elderly care in Skövde. In January 2004 a new chief administrator was recruited and one of the most 
important issues was to improve the activities within the administration for care and department for elderly.  
Something, which was strongly emphasized, was the goal to increase the economic performance and having a 
budget in balance, i.e. achieve economic efficiency. 
 
The interest for this study was to see if the new chief administrator had the competence, leadership skills and 
charisma enough to restructure the organization and improve the economic efficiency, i.e. make sure the budget 
show a surplus. During 2004 and 2005 the chief administrator focused on the restructuring of the organization 
and strongly emphasized respect for the economic resources.  
 
Purpose: Through a pilot study describe and analyse the concept of Transformational leadership and its impact 
on economic results? 
 
Method: A quantitative method and the thesis could be viewed as a pilot study, which means that I try my 
method in one organization and hopefully develop a concept for further research. The measure instrument is a 
questionnaire, which was worked through with statistical methods to define charisma as a part of the 
phenomenon. The result from the questionnaire was then compared to the organization’s economic performance. 
 
Theory: Studies on leadership are a large research field and new theories on management and leadership 
constantly evolve. An interesting leadership style, which has had a lot of attention the last decades, is 
transformational leadership. A transformational leader can create a vision, can engage and motivate the 
employees in a way so they do their best to achieve the goals of the organization, both quantitative and 
qualitative. A central part in transformational leadership is charisma. Charisma is a leaders ability to practice a 
diffuse but strong influence over other people’s opinions, values and performance. 
 
Findings: The managers in the administration for care answered a questionnaire with 17 statements about 
charisma and the result of these statements gave an average score, which indicate that the chief administrator is 
above-average charismatic. In the findings I also present the organization’s economic performance. 2005 was the 
first year since 1996, the administration had a budget surplus, i.e. the costs were lower than the budget frame.  
 
Analysis: The respondents, in the same questionnaire, also scored the experienced charisma previous years 
compared to today. The results from the questionnaire were then compared to the economical development and 
the findings indicate there are some relationship between the charismatic chief administrator and improved 
economic performance 
 
Conclusion: In the study I found some empirical evidence or indicators, which support the idea that a 
charismatic leadership can improve the performance, the productivity and the efficiency. However, other factors 
can also have impact on economic performance besides transformational leadership. 
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1. INTRODUCTION 
1.1 Background 

 
In the beginning of the 20th century the interest for management and organization began to increase, and methods 

how to organize work in a best manner were discussed and practiced. A reason to this new interest was problems 

with productivity and motivation among the workers. One of the old truths in managing the employees was to 

see them as lazy and having a view that they do not want to take responsibility and only work for the salary. 

Another view was to see the workers as independent individuals who like to work and find it meaningful to take 

responsibility. The new in this was that the human being not only has arms and legs, but also a brain to think 

with. A central part in this way of thinking was; if the staffs get increased responsibility through decentralization, 

then motivation, engagement and productivity also will increase. The first view was called theory X and the 

second theory Y.1 Our knowledge about organizations is thus constantly changing, and the development of 

knowledge often has an impression of time. The new maybe is not very new, but expressed in a new way. 

 

In today’s complex and quickly changeable life of business, the conditions and the environment for companies 

constantly change and organizations which in the future want to be competitive have to adapt to these new 

conditions. Those who don’t will probably loose against its competitors and eventually disappear from the 

market. It seems that competition constantly increase and theories and methods, which were successful 

yesterday, will tomorrow become obsolete. New theories evolve, for instance how to organize the businesses, 

new structures, new ways of dealing with the staff, new technology changes the way of communicate and 

researchers and consultants come with new theories of leadership and leadership styles. The reason to all these 

new theories is not only because of new ways of organizing work depending on the changing environment and 

changing competition but also a way of doing business itself. There is a lot of money in consulting in these 

issues and as with, for instance, fashion in clothes, there are trends and fashion in management theories as well.  

 

Reasons to new theories of management and leadership styles could for instance be: 

• Changing business structures – increased service production 

• Changes in human needs and values 

• Increased turbulence in the environment 

• Increased competition among organizations 

 

These changes may need new ways of managing people. A leadership style, which might help to adapt to all 

these changes, is through transformational leadership.  

1.2 Discussion of the Problem 
 
In 2002 the politicians in Skövde decided to restructure the elderly care in Skövde. The purposes were many; one 

purpose was that in the future the elderly should live longer in their own houses and departments. The decision 

about this was because the politicians had seen this was a trend in Sweden and because there was evidence this 

was what the elderly wanted. Another purpose was economy. The budget for the elderly care had not been in 

balance for several years. Crisis conciseness did not exist and every employee and politicians at all levels did not 

                                                
1 McGregors Theory X and Y. Matteson/Ivancevich, 1999, p. 40 ff 
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do anything to stop the department from bleeding. Getting extra funding at the end of the year usually solved 

upcoming deficits. When the books were closed and a deficit remained, the politicians, after more or less truly 

explanations from the management, forward the deficit further and always managed to get it depreciated to zero. 

So, the department could start the New Year from zero and at the end of the year it look all the same again.  

 

But something happened. The politicians became tired of these deficits, especially when nothing was done to at 

least decrease the deficit. The administration was in a crisis. The politicians wanted a change, at least a turn 

around where they could see some effort to decrease the deficits. It was clearly that the management at that time 

did not have the skill or willingness to do this turn around. They were used to run “business as usual”. It came 

though to a point where the chief administrator felt he had come to a point where he was done and could not 

accomplish no more, but instead of staying and at least trying to fulfil the politician’s demands of having a 

budget in balance, he chooses to quit. After he quit the job it was a time of vacuum, a temporary manager filled 

the place but her task was in principal to make the administration stay over the surface until a new permanent 

chief administrator was recruited. However, this so called temporary solution, last for almost one year and six 

months. 

 

In January 2004, the new chief administrator was recruited. The recruiting process had been long and rigorous 

and one of the main qualities when looking for a new candidate was, besides leadership skills, strength and 

motivation to have a budget in balance.  

 

1.2.1 The Problem 
 

In my thesis I want to examine a major question or hypothesis: 

- Is there any correlation between transformational leadership and economic efficiency? 

My hypothesis is that the answer to the question is yes. The reason why I believe so is based on the following 

assumption: A transformational leader can create a vision, can engage and motivate the employees in a way so 

they do their best to achieve the goals of the organization, both quantitative and qualitative. 

 

The following model can summarize the problem: 

 

 

 

 

 

 
Figure 1: View of the conceptual model that will be used Source: My own2 

 

When searching for empirical evidence, focus will be on the leaders charisma, which is seen as a major part of 

the concept “transformational leader”.  

                                                
2 Subsequent figures that are my own will have no source 

Transformational 
leadership 

Engaged and 
motivated staff 

Economic 
efficiency 

+/- +/- 
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1.3 Problem demarcation 
 
When doing a project or writing a thesis it is often difficult to be concrete on what to study and what to leave 

behind. One has to be as broad as possible to cover the interesting parts of the issue but at the same time be so 

narrow and concrete so you only cover the most important.  

 

In this thesis the focus will be on transformational leadership, which means I will only briefly describe some 

other common and known theories about leadership.  

 

The study will exclude those employees who seldom have direct daily physical contact with the chief 

administrator, which means the studied objects will mainly be other managers and leaders. Of course the effects 

of transformational leadership have impacts on all the employees at all levels, but most of the effects go through 

the lower management.  

 

Another demarcation is that I will not illustrate any differences in leadership style depending on gender, i.e. I 

will not describe any possible differences in male or female leadership. This is and interesting area of studying 

but will not be covered in this thesis.  

 

Even if the administration contains both the department of elderly care and the department of handicapped, the 

thesis will focus on the department of elderly care. The reason to this is because all the changes, the problems, 

the restructuring and the economy mainly concern the department for elderly care. The department for 

handicapped has not experienced any or just a little of the above mentioned problems and restructuring.  

 

1.4 Purposes 
 
1.4.1 Main purpose 
 
The main purpose with this thesis is through a pilot study describe and analyse the following: 

-The concept of Transformational leadership and its impact on economic results? 

The main purpose will be examined through the theoretical framework and the data I will receive from a 

questionnaire which measure charisma, i.e. transformational leadership. The information from the respondents 

will then be compared to the economic results from the administration, which will be found in annual reports. 

With this purpose I want to see if there exist any correlation or relationships. 

 
1.4.2 Other purposes 
 
Other important purposes which I will describe is the following questions or hypothesis: 

- Does the administration for care in Skövde has a transformational leader? 

- Is it possible to accurately measure transformational leadership? 

- Is there any empirical evidence of correlations between transformational leadership and economic efficiency 

and is it possible to quantify such a relationship? 

anders hederstierna
Kommentar [3]: Mer metod än syfte 
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- Describe the conditions under which management and politicians work in when allocating the existing 

recourses. 

-If transformational leadership have other benefits on an organization besides economic efficiency. 

 

1.4.3 The Purpose’s theoretical and practical relevance 
 

Theoretical relevance 

In spite of enormous amount of literature that deals with leadership and management, I couldn’t find any 

Swedish research, which explicitly penetrates the relation between transformational leadership and economic 

efficiency. This thesis can therefore be a contribution for further research and studies.  

 

Practical relevance 

There is no doubt that this subject is of great interest. In every organization the importance of leadership skills is 

emphasized. The studied area has a direct practical relevance since it can change the searching profile when 

recruiting managers. Recruiters may search for other qualities and skills than they do today and did previously, 

for instance, could turnaround experience be more demanded and important than experience from political 

managed organizations. Further, transformational leadership skills might be more valued than formal education. 

 

1.5 Presentation of the studied organization 
 
Information concerning the town of Skövde and the administration for care and the department of the elderly 

care will be presented in Appendix 1. Here, it will be more of a summary to get an overview. To read more I also 

recommend the official web site: http://www.skovde.se/. On the site the interested can find all information 

needed to evaluate the whole organization, its services, its visions and its strategies. However, most of the 

information on the web site is in Swedish.  
 

1.5.1 Skövde Kommun3 
 
The town of Skövde, with its population of around 50 000 inhabitants is conveniently situated between west 

Europe´s two largest lakes, at the foot of the flat-topped hill Billingen. The town is the hub of a region that has 

around 200 000 inhabitants. Skövde is conveniently situated on the main train line. This means that it is only one 

hour from Gothenburg and two hours from Stockholm by train. The main sources of employment in the area are 

the two Volvo engine plants, the regional hospital, the Ministry of Defense and the Local Authority. There are 

also many people working with education and training, both in the public and the private sectors.  

  

Local self-government has a long tradition in Sweden. Strong emphasis is placed on the importance of providing 

local inhabitants with opportunities to monitor and influence the decision-making process. The right wing is in 

majority in Skövde municipal council and consists of 61 members. The council establishes local policies, sets the 

budget and local income tax rate. It also decides what committees there should be as well as their structure and 

operating methods.  

                                                
3 The official website – http://www.skovde.se 

anders hederstierna
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The municipal council executive committee of Skövde is supervising the administration of the local government 

affairs. The committees also keep it informed about the activities of all the other specialized committees in order 

to draft the general budget. There are nine specialized committees as well as six geographically subdivided 

municipal committees. 

 

As in almost every town, Skövde’s area of responsibilities and tasks is to provide information, service and help 

in mainly the following areas and issues: Public works, Environmental health, Elderly care, Planning and 

building, Leisure and recreation, Cultural affairs, Social services, Schools and Education. Skövde Community as 

an employer has about 4.500 employees.  
 

1.5.2 The Administration for care and department for elderly care 
 
The administration for care (elderly and handicapped) is responsible for contribution to elderly and handicapped 

and the activities are mainly managed from “Socialtjänstlagen (SoL)”, “Lagen om stöd och service till vissa 

funktionshindrade (LSS)” and “Hälso- och sjukvårdslagen (HSL)”. 

  

The activities contains the following (in Swedish): 

• insatser i hemmet såsom hemvård, trygghetslarm mm  
• dagverksamhet såsom dagcenter, dagsjukvård mm  
• särskilda boendeformer såsom äldreboenden, gruppbostäder mm  
• anhörigstöd såsom anhöriggrupper, avlösning mm  
• rehabilitering 

The administration has about 1 440 employees and most of them are women, about 1 300. The administration is 

divided in two departments, one for elderly care, which has about 1.000 employees, and one for handicapped 

care, which has about 400 employees. To support these departments there are also functions for economy, 

personnel, planning and development. An organizational chart is presented in Appendix 1.  

 

In 2002 the politicians in Skövde took the decision to restructure the elderly care. One purpose was that in the 

future the elderly should live longer in their own houses and departments and the decision to do this restructuring 

was the politicians had seen this was a trend in Sweden and there was evidence this was what the elderly wanted. 

Another purpose, probably the strongest, was economy. The reason was the budget for the elderly care had not 

been in balance for several years, instead the deficit had been larger and larger for every year. But the 

restructuring has been stressful and frustrating for many, not at least for the elderly according to their relatives. 

Many negative articles have been published the last years, and in an article in SLA 3rd of February 2006, the 

political chairman of the administration for care (Kaj-Eve Enroth) reply to all the negative articles, which he 

believed were unfair and exaggerated. In the article Kaj-Eve argue for the necessity to restructure the elderly 

care – both for the best of the elderly and of course also for the economy.4  

 

                                                
4 SLA, 3 February 2006, p. 2 

anders hederstierna
Kommentar [6]: Borde det inte finnas en 
engelsk översättning också? 



- MBA THESIS -  
__________________________________________________________________________________________ 

  -11 - 

 
1.5.3 The Economy 
 
The administration for care has been struggling with deficits since 1996. Crisis conciseness did not exist and 

every employee and politicians at all levels did not do anything to stop the department from bleeding. The first 

positive result in many years was 2005 which appeared a surplus of about skr 3 millions. The turning point was 

2004 when the restructuring and the hard work started to pay off. Unfortunately, the administration needed more 

time to adapt and reorganize so 2004, despite all the effort, ended with a deficit. A strongly expressed goal for 

2006 is to have a budget in balance and for the first quarter 2006 the prognosis looks positive.  For the receivers 

of care, i.e. the elderly and their relatives this is probably not good news. For about two years now we have 

almost daily read in the local newspapers how bad the elderly care are and that more resources should and must 

be invested.5 Talking about budget in balance and scarce resources is not what the aged in the town want to hear.  
 

1.5.4 The Chief administrator 
 
The present chief administrator was after a long process recruited in the beginning of January 2004. The 

previous permanent chief administrator quit the job in fall 2002 and the recruiting process started. Meanwhile, 

the manager of the department for elderly care covered the vacancy from October 2002 to January 2004. A 

reason why it took so long to recruit a new chief administrator was because it was difficulties in finding the most 

proper candidate, one with qualified experience and documented leadership skill.  

 

The recruiting process was long and rigorous and one of the main qualities when looking for a new candidate 

was the strength to have a budget in balance. Another quality was, as mentioned, leadership skill and a third 

quality was the ability to implement the decisions that have been made so far. The fourth quality was of course to 

force the whole organization to reconsider its old operations and search for other ways to do the job. The 

demands and the expectations on the new manager seem to be tremendous. One possible male candidate 

withdraws his application when he realized the challenge, but finally it seems that they found what they were 

looking for, a 50-year-old woman, with a bachelor degree in social work and with long experience as a manager 

within the area. The chief administrator, despite she is the leader of an organization that has over 1400 

employees, has only about 10 co-workers reporting directly to her. A consequence of this is she has to use a kind 

of indirect leadership6. Thus, she expresses here ideas and leadership style mostly through the department 

managers who in turn directly interact with the first-line managers. They in turn interact directly with the 

operating employees.  

 

 

 

 

 

 

                                                
5 SLA, 11 feb, 2006, p.5 
6 Bass and Avolio, 1994, p. 27 ff 
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2. METHODOLOGY 
 
My intention with this chapter is to describe my scientific approach and also to make a better understanding for 

the methodology I have chosen. I believe it, for two reasons, will help the understanding of the outcomes in this 

thesis; First, the reader can follow the progression of the work with my methodology clearly in mind, and second 

the reader can judge the relevance of my work.  

2.1 Background to methodology 
 
When writing a master thesis, one important thing to achieve is a “methodological maturity”. The term is in itself 

somewhat questionable since it might lead you to believe there is a tight line between being methodologically 

mature or not. The way we understand this “maturity” is that we are getting to terms with the fact there are 

different methods to conduct research. Being mature in this sense means that you acknowledge this fact, and 

then, out of your interest, make a conscious choice of methodology.7 

 

Since researching can be done with several methods it is important to choose a method, which is relevant for the 

study. The question of methodology in research is therefore of utmost importance. In the following I will give an 

explanation to why I have chosen the specific methodology and what kind of impact this might have on the 

thesis.  

2.2 The evolution of methodology 
 
Over the centuries, the way science has been conducted has been changed in many different shapes, some of 

them similar to the science of today, some completely different. If we look for similarities we see that the ancient 

Greeks, just like today, believed that problems could be solved with logic, which is that our existence is tangible 

with human thought. On the other hand, it can also be said that they conducted no fieldwork what so ever but 

completely relied on the human thought, which is quite different from today.8 Although we can make 

comparisons like these, it is not very fruitful. To be able to understand the science of, for example, the 15th 

century we must also take into consideration the implications the scientist were working under. These were times 

when the position of the church was very strong, in fact so strong that two hundred years later, Giordano Bruno, 

was executed when he denied the idea that the earth was the central planet in the solar system.9 

 

With the publication of Newton’s “Philosophiae Naturalis Principia Mathematica”10, the hegemony of the church 

were finally broken. Newton strongly argued against using either metaphysics or religious assumptions in 

science. With this we are getting closer to the method positivism.  

 
2.2.1 Positivism 
 
 
The ideas within positivism are old and it derives from the empiricism of the 17th century and ideas that the 

enlightened thinkers thought to be crucial for progress.11 The father of the term “positivism”, as a whole concept, 

                                                
7 Ingeman Arbnor, 1978 p.7 
8 Georg Henrik von Wright, 1989 p. 24 f 
9 Filosofilexikonet, 1988 p. 80 
10 Filosofilexikonet, 1988 p. 389 f 
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was Auguste Comte who lived during the 19th century (1798-1857).12 Comte was convinced the science of nature 

was superior, and that you only with empirical studies could reach real and true knowledge. 

 

Seventy years later at the universities of Vienna, Prague and Berlin, to name a few, groups of researchers 

gathered in what became known as “circles”.13 Their aim was to establish a unified science with a philosophy, 

which would be the base for their science and its methods, but also solved problems through analysis and 

critique of the different sciences research. The most influential of these circles was probably the “Vienna 

Circle”, where a spirit of anti metaphysics had been cultivated.14 

 

In our days, positivism has in many ways received a bad reputation but one should be careful to criticize it 

without knowing what positivism stands for. Positivism of today, according to Rosengren and Arvidsson, 

contains of:15 

 

1. Quantifying 
2. Formalization of concepts and theories 
3. Objective methods and techniques 
4. Empirical observation to determine if the theory is plausible 

(Own interpretation from Swedish to English) 
 

Behind all this, it is a clear standpoint in the questions of ontology and the view upon the human being. In the 

question of ontology, Rosengren and Arvidsson, are clearly realistic, which means they believe there is “a 

reality” which is independent if you experience it, or, can experience it. Further, the view upon the human being 

is deterministic which means that you can tell what a person will do in a given situation as long as you have all 

the background to the situation.  
 

2.2.2 Hermeneutic 
 

Hermeneutic, which usually is seen, as the opposite of positivism is a Greek word, which means “interpretation 

of message, interpretation of texts”.16 Paradoxical, it was up till the 16th century a methodology, which gave rules 

on how to interpret the bible (since it was seen as containing profound truths) in a correct manner.  

 

The hermeneutics, taking standpoint in for example the works of the German philosopher Wilhelm Dilthey who 

believed the natural science approach explain the human being, while the hermeneutical approach gives a true 

base for understanding.17 They therefore make a clear line to what they believe are the areas that the natural 

sciences can explain, and what the social sciences in the shape of hermeneutics can explain. To be able to 

                                                                                                                                                   
11 Halfpenny/McMyler, 1994 p. XIII 
12 Gunnar Eriksson, 1990 p.82 
13 Filosofilexikonet, 1988 p. 67, 569, 576 
14 Halfpenny/McMyler, 1994 p.169 f 
15 Rosengren/Arvidsson, 1983 p.3 
16 Filosofilexikonet, 1988 p.227 
17 Rune Wigblad, 1992 p.12 
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understand anything about the human being, the hermeneutics say we must look at the whole. We cannot 

understand the parts without knowing the whole and vice versa.18  

 

When it comes to how knowledge evolves, the hermeneutics recognize the fact that there in the scientific world 

is a constant struggle between different approaches. Scientists gather around somebody whose ideas they believe 

in. A good example of this is the earlier mentioned “Vienna-circle” where the leading researcher was Moritz 

Schlick.19 It is not until you start questioning the basics of the science you are within; you can see you are 

actually in some kind of scientific paradigm. To break out from this paradigm is not always easy but to gain new 

knowledge it is essential. We can see that this fit when quoting Ingeman Arbnor: 

 

 “En ny och djärv teori vinner anklang först efter att de gamla forskarna dött ut.”20 

 

2.3 Science theories and its relation to methodology 
 
When you chose a methodology you do this as a reflection on how your view upon science theory is constituted. 

It is also a question of what kind of problem it is you want to probe or investigate. This means that if you, for 

example, adhere to the “positivistic school” you will be best off if you choose a methodology in accordance with 

this, so the results of your research are plausible for you.21 This is definitely something to strive for so that the 

interactions between the two (science theory/problem) do not end up in a conflict where you cannot tell whether 

you believe in the results or not. I illustrate this with a model from Björn Bjerke.  

  

 

 

 

  

  

 

Figure: 2, The interaction between problem, basic assumptions and chosen methodology 
Source: Björn Bjerke, Att skapa nya affärer, 1989 p. 153 
 

Since I wanted to investigate whether there is a relationship between transformational leadership and economic 

efficiency and also be able to show it with figures as a backup for my findings, the best methodology that could 

be chosen was the positivistic one. With this methodology I could work with the figures and I could be objective 

to my findings in a manner that no other methodology would allow me to be.  

 

 

 

 

                                                
18 Johansson/Liedman, 1987 p.94 
19 Mårtensson/Nilstun, 1988 p.29 
20 Ingeman Arbnor, 1978 p.84 
21 Björn Bjerke, 1989 p. 153 
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2.4 How I perceive science 
 
When we go to a restaurant, we do it because we enjoy the food, which is served. We do not judge the quality of 

the food with reference to what technique the chef has used. Some techniques may actually be better, but in the 

end, it is the taste and look of the food we judge. Many times the same can be said about scientific research. It is 

not so much a question on what method that has been used but rather if the results are plausible and if we feel 

they fit into our view of the world. The comparison between food and scientific research may seem farfetched 

but given some consideration when we see there are many things we do not analyse, but rather take for granted 

since this is what we are accustomed to.  

 

I feel that the positivistic view on leadership might not be the most plausible method, but since the result on my 

thesis will be quantified and measurable, I believe this method will be most appropriate. If I don’t measure I 

might miss valuable information. I quote Gudmund Hesslow on this matter: 

 

“Det kan hända att den valda mätmetoden inte är tillfredsställande I alla avseenden, men 
det är uppenbart att någon form av kvantifiering faktiskt kan vara av värde. Den ofta 
framförda anklagelsen att den som försöker mäta psykiska tillstånd jämställer människan 
med fysikaliska ting, är helt enkelt struntprat.”22 

 

It is an act of balancing that has to be in my mind; I want to measure and draw conclusions from the collected 

data, but I have to be careful so I do not make statements about things that spring from data, which has not been 

measured or is irrelevant.  

 

The thesis can be seen as a pilot study, where I have a possibility to test my method, measures and hypothesis 

empirically. If doing a before and after study it will show if my hypothesis have any relevance. If so, it could be 

a starting point for further studies, research and investigations. Further and more comprehensive research could 

be done by other students, or as projects within organizations or larger projects within co-operative organizations 

and other public administrations.  

2.5 A quantitative or qualitative approach to the study 
 
Researchers in the field of organizational theory and leadership are usually divided in two camps, one that use 

qualitative research methods which prime purpose is to understand the studied field, often called a hermeneutic 

study and the other camp uses a quantitative method to measure i.e. a positivistic approach. Because of the 

complexity to study such an intangible phenomenon as leadership, some researchers suggest the best method to 

catch organization and leadership is to combine the two methods, thus use both qualitative and quantitative data. 

This method is called “Triangulering”, or hybrid-method.23 This method is preferred by many consultants and in 

practice (Peter/Waterman and Deal/Kennedy).  

 

Much research on leadership seems to have a hermeneutic approach where the researcher tries to understand the 

studied phenomena and make conclusions without measuring. I believe it is interesting to see if it is possible to 

                                                
22 Alvar Ellegård et al, 1989 p.119 
23 Henning Bang, 1990 p. 142 ff 
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do the research with a positivistic method. Since my project has the purpose to see if transformational leadership 

can have any impact on economic efficiency, I believe a positivistic, quantitative method based on empirical data 

is most fruitful for the outcome. However, the findings also have to be analysed and understood.  

2.6 Critiques of the chosen methodology 
 
It is often expressed that organizational behaviour in a broad sense cannot be measured and quantified, i.e. using 

a positivistic methodology. How can anyone quantify leadership, culture or another intangible phenomenon and 

eventual relationship to an economic measure? The essence of the critique is that – It cannot be done with any 

substantial outcome as the result! In the book “An introduction to organizational behaviour” one can read about 

the problem with a natural science approach (positivism) and the study of organizational behaviour.24 In the book 

Smith describe the problems with positivistic methods when measuring attitudes and feelings. Further, he 

describe the lack of accurate instruments since we start trying to measure behaviour and attitudes only a few 

decades ago. Other scientific disciplines like physics and chemistry have more laws to follow are older and are 

more advanced. A possible way to deal with this problem is to use different methodologies and to take the best 

out of each. Henning Bang argues for this, triangulation, which I mentioned above. In his book 

“Organisajonskultur” he state the following: 

 

“Ved å studere et fenomen fra flere synvinklar har vi store mulighet for å avgöre om 
resultatene våre er holdbare eller om de skyldes svakheter vid de enkelete metoder. Her 
ligger det underforstått en antakelse om att svakheter in én metode opvejes av styrkene i 
en annen metode”.25 

 
This might be an idea that appeals to many of us since it seems to be a stalemate in the conflict between the two 

methodologies (positivism vs. hermeneutic). With triangulation we would be able to generalize, validate and also 

make reliability tests. One of the most prominent sociologists ever, Max Weber argue against this method: 

 
“Medelvägen ligger inte en hårsmån närmare sanningen än de mest extrema 
partsinlagorna och att sanningen inte uppstår genom en syntes av flera praktiska 
synsätt.”26 

 

In some research, however, I believe triangulation as a method can be useful, especially when the researcher 

want to be sure to completely cover the topic or when the used method don’t give all the answers wanted.  

 

2.7 How I gather data 
 
I have decided to use a quantitative method.27 The thesis can be viewed as a pilot study.28, which means that I 

will try my method in one organization with quite a few respondents and hopefully develop a concept for further 

research. The measure instrument will be a questionnaire, which will be worked through with statistical methods 

to define charisma as a part of the phenomenon “Transformational leadership in relation to economic 

efficiency”. In the questionnaire the Likert-scale will be used and that because this scale is especially designed to 

                                                
24 Smith et al, 1984 p.284 f. 
25 Bang, 1990, p.71 
26 Sten Andersson, 1979, p.103 
27 Wiedershein/Eriksson, 1991 p.155 
28 Ghauri/Grönhaug, 2005 p. 134 
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measure attitudes towards different phenomena by asking the respondents to answer how they feel about a 

certain phenomena. The questionnaire is structured so it follows the same pattern as I have in my conceptual 

model.29 Open questions are avoided in order to get as distinct as possible and the results will be quantified to 

see if the respondents experience the concept of transformational leadership, i.e charisma within the 

organization. The Likert-scale is to be characterized as an ordinal scale, which means that we will be able to tell 

that one variable have more influence than another but not how much more.30 I here give an example of what the 

questionnaire looks like. In Appendix A2 you can see it in its entirety.  

 

A questionnaire of Charismatic Leadership style 
 
INSTRUCTIONS:  Rate the current chief administrator Ann-Christine Jenvén, on the items 
below. Use the following 5-point scale: 0 (not at all), 1 (once in a while), 2 (sometimes), 3 
(fairly often), and 4 (frequently). 
 
1. Makes me feel good to be around her. 0 1 2 3 4 
 
2. Commands respect from everyone. 0 1 2 3 4 
Figure 3: An example of the questionnaire 
Source: Dubrin, page 85 
 

The questionnaire – a part of the Multifactor Leadership Questionnaire (MLQ) - can be found in the book 

“Leadership” (Dubrin, page 85) and the scale on the items of the questionnaire should be from “not at all” to 

“frequently”, using a 5-point scale. To the questionnaire I will attach information about why I do the study and 

also a short explanation of the meaning of transformational leadership and charisma. Se the attached letter in 

Appendix A2 (in Swedish).  

 

Some other information from the respondent’s may be of interest to investigate but will not be included in this 

thesis. It could be some demographic and/or biological aspects that influence how the respondent’s answer the 

questionnaire, for instance; age, gender, education, working experience and years at work. Another researcher 

could have this in mind for studies in the future. 

 

When collecting the data and analysing the results and if the evidences for charisma are small or none, maybe 

the study will contribute to other projects, for instance if cultural factors, communications skills, motivational 

factors or visions are important when managing an administration for care and a department for elderly care.  

 

The result of the questionnaire will be quantified and I will then see if these quantified data can be related to 

economic efficiency. This will be done with a statistical approach, i.e. a regression analysis.31 A regression 

equation can be viewed as an attempt to employ information on an independent variable X, to explain the 

behaviour of a dependent behaviour, Y.32 

                                                
29 Holme/Solvang, 1991 p.179 
30 Ghauri/Grönhaug, 2005 p. 78 f. 
31 Ghauri/Grönhaug, 2005 p. 183 ff 
32 Paul Newbold, 1991, p. 483 f 
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Data for the study have also been gathered through literature, articles and public information. This was the 

starting point for my theoretical framework and a way of investigating previous research on the topic. Searching 

for references on literature, articles and reports was through databases on the Internet and articles through the 

library at BTH. I used word as; Leadership, Transformational leadership, charisma, economic efficiency, 

efficiency in public organisations. Information was also gathered from the studied organization.  

 

2.7.1 The Targeted respondents 
 

The respondents of the survey will be the first line managers, employed at Skövde Community at the department 

for elderly care. I will exclude those few managers who have recently been recruited (during this year) because 

they do not have the experience of the department’s history. The reason I choose only first line managers is 

because they are direct responsible for the decisions that are made, both organizational and economical 

decisions. They are also responsible for the day-to-day activities. 

 

The answers in a survey are the most important of all, especially since there is no contact between the researcher 

and the respondents except for the answers. My goal with the survey is that I get close to a 100 percent 

answering rate from the targeted respondents and in order to fulfil this goal I will both distribute and collect the 

questionnaire at a manager meeting where many of them participate. Those of them who not will be present, I 

will mail or personally visit. This way has clear advantages to only sending the survey out by mail; 

 

1. I get a physical contact with each respondent and when I collect the answers I can make sure they have 
answered all the questions 

2. I will not have to deal with the problem of respondents who do not answer. 
 
I hope this will help me get a better basis for my investigation and analysis of the results and findings. 
 

2.7.2 Analysis of absent answers (externally and internally) 
 

To be able to make any conclusions from the answers of the questionnaire I must have a high percentage of 

answers, both in form of incoming forms but also that these are completely filled in. I hope the former problem 

will not occur since I am close to all the managers and can remind them if they forget. The latter I can also deal 

with, because I will do an explanation of the concept “Transformational leadership” and “charisma” so that the 

respondents are answering the questions in respect of my explanation. Part of the explanation is also to ensure 

the respondents that, the survey will not be used by the management to sort out those characters or managers 

who have a “wrong” view on the chief administrator. I will strictly use the answers only in this study.  

 

2.7.3 Validity 
 

An often-used explanation of the term validity is “the Instrument’s ability to measure what it is supposed to 

measure”.33 I know there might be confusion about the concept transformational leadership, but as I said before, 

I will try to eliminate this with a complementary explanation for the respondents. There might also be problems 

                                                
33 Wiedersheim/Eriksson, 1991 p.27 
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with the fact the instrument itself is foreign and is not customized to the Swedish “reality”, but I hope this will 

not cause any problems. In order to help the managers to understand the meaning of “Transformational 

leadership” and charisma, the survey will include a short explanation of what it means and stands for.  

 

2.7.4 Reliability 
 
Rosengren/Arvidsson define reliability as being: 

“Graden av tillförlitlighet hos en mätning, d v s den stora eller mindre frånvaron av 
slumpmässiga (osystematiska) mätfel…”.34 
 

This means, in other words, that you rid the survey from questions, which might not measure the things it was 

supposed to. Although this have been done, there are still factors which can influence the survey and the 

respondents: 

 
• the instrument itself 
• the ones who are conducting the measurement 
• the surroundings of the measurement 
• the measured object 

 
There might however be some problems in reliability if the respondents do not take the time necessary to read 

through the questionnaire. There is not much I can do about this problem than hope this will not be the case. The 

same if some of the respondents have had a terrible day and therefore answer the questions in anger. I cannot do 

anything about that either. I hope, though, everyone answer the statements/questions truthfully. 

 

The reliability of the results can in just one study be doubtful. It does not only depend on which method the 

researcher chooses, but also how the respondents will answer: 

 

“If anonymous questionnaires are distributed as a way of collecting member perceptions 
some people still will be reluctant to present their true feeling.”35 
 
 

Respondents will fear the questionnaires are coded in some way to identify the respondents and therefore it is 

difficult to get the true answers, though you ensure the respondents full anonymity.  

 

The instrument (which measure charisma) I will use in this thesis is a questionnaire developed by the Bernard M. 

Bass.36 It is a instrument with 17 questions/statements the respondent should answer on a scale, 0 to 4, and 

depending on the answers the researcher can quantify the result and consequently see if the measured object, i.e. 

the chief administrator has charisma or not and also the level of the measured charisma. The respondents will in 

this study also judge how they feel about the level of charisma today compared to previous years.  

 

When it comes to economic performance for the administration, one can find it in the closing of the books for 

2001 to 2005. Some of that information will be described in the findings and can also be found in Appendix 1.  

                                                
34 Rosengren/Arvidsson, 1983 p.61 
35 Ralph H Kilman, 1984. p.23 
36 Dubrin, 2004, p. 85 
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3. THEORETICAL FRAMEWORK 
 

3.1 Introduction 
 
“It’s up to management to manage” was an expression of Fredrick W Taylor and even if we say and believe we 

have left his theories and views behind us, much of his ideas are still in practise in many organizations.37 I will in 

this chapter give the reader a theoretical framework, which will be helpful when understanding the evolution of 

leadership and management. Further I will shortly describe the concept of economic efficiency, how it is seen 

and some evidence that transformational leadership can be correlated to performance or economic efficiency. 

Finally, an important purpose with this chapter is to give the reader a framework to relate to when judging the 

chapters with findings, analysis and conclusions. 

3.2 History of management and leadership 
 
Today, more than hundred years after management was applied in the big organizations in the 1870’s, it is 

obvious that management is something, which today is practised within all the institutions in the society.38 

Leadership and management have been practised, as long as there have been humans on earth. Once people 

started to co-operate and live together, there has always been someone in the group who have received the role 

as the leader. It could have been the oldest and wisest, it could have been the one who was able to bring food to 

the rest, and it could have been the one who protect the others from intruders. So, even thousands and thousands 

of years ago, there was some form of leadership and the role as a leader were given to the one with some desired 

or needed skill.  

 

In the article “The history of Management” the authors give the reader a summary of the development of 

management and leadership.39 According to them, documented management principals have been used since 

3000 BC, first in Iraq where Sumerian priests were the first to keep written records as a means of recording 

business transactions. The early Egyptians (according to translations from papyri), 1300 BC, recognized the 

importance of organization and administration in bureaucratic states. Further, Socrates (400 BC) defined 

management as a skill separated from technical knowledge and experience. There are more examples in the 

article but these few show that management is not a modern phenomenon. One of the first books which dealt 

with leadership and which sometimes are still in practice is “Il principe” written 1513 by Nicolo Macchiavelli.40 

He wrote the book as a kind of handbook for the prince in Florence. Many have analysed the book and wonder if 

he wrote it about the Prince, for the Prince or against the Prince. Whatever the reason, Machiavellis ideas are still 

in practice among leaders and politicians all over the world. We use to say the main ideas in the book are that a 

leader should “rule and divide”. The meaning of this is that a leader can be cruel and evil if the causes are good.  

 
The more modern view on leadership and management is not older than about 100 years, and a reason to the 

interest for the subject by that time was a wish to organize and manage the production in a manner, so the 

outcome developed and increased.   

                                                
37 Ljungberg/Larsson, 2001, p.202  
38 Drucker, 1988, p.163 
39 Journal of Management History, no 1 1995, p. 59 f 
40 Nicolo Machiavelli, Il Principe (Fursten) 1987 
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There are many definitions on what leadership is about and one which pretty well cover the subject is: 
 

“Leadership is the behaviour that one or another individual in a group, organizational unit or 
organization show up, which are aimed for systematic influence on others with the purpose that 
the group or organization shall solve determined tasks and reach determined goal.”41 
 

This definition cover much of what leadership is all about, i.e. with power, threat’s, motivation and/or personal 

skills influence other to behave in a desired or wanted way. Leadership is about expressing visions; developing 

shared values and creating an environment, which improve the business and motivate the employees.  

 

In this thesis it is not meaningful to describe or mention all of the researchers who have contributed to 

organization theory, history of management or all the so-called classics within the area. I will though here briefly 

mention a few of the classics, which I see as extra important to be familiar with.  

 

3.3 Theories in management and leadership 
 
There are lots of theories, a huge amount of literature and models, which describe best ways in leadership, and 

leadership is sometimes seen as a universal recopy to almost every social problem.42 We expect a leader to 

convince and inspire us and we also expect him or her to create co-operation and strive for goals that go beyond 

our interests. Leadership thus is a subtle process and deals with a mutual affection where mind, feeling and 

action are united to create co-operation and to fulfil purposes and values as both leader and the led can accept 

and follow. Of course, many researchers and theories have contributed and had influence on the leadership areas 

but the researchers/studies below are seen as extra important to the contribution of the leadership theory: 

 

The research at the University of Michigan 

The results from the ”Michigan studies” were that leaders for departments with good results seem to have 

behaviour, which was more co-worker-oriented. Leaders for departments with poor results were more of 

production-oriented.43 The first style involves more concerns of the subordinates and the other more of control 

and guidelines of the subordinates and of course concerns about the technical equipment. 

 

Ohio State University-research.  

The research, which started in 1945, began with a definition of leadership: Behaviour by an individual when he 

manages the activities in a group against common goal. With the help of interviews of managers and their 

subordinates plus observations, the researchers meant that leader behaviour could be described with the help of 

two factors - Consideration and Initiation of structure:44 

 

“Consideration. Reflects the extent to which an individual is likely to have job relationships 
characterized by mutual trust, respect for subordinates’ ideal, and consideration of their feelings. 
A high score is indicative of a climate of good rapport and two-way communication. A low 

                                                
41 Abrahamsson/Andersen, 1998, p. 82 
42 Bolman/Deal, 1997, p. 334 f 
43 Abrahamsson/Andersen, 1998, p. 88 
44 Abrahamsson/Andersen, 1998, p. 90 
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score indicates that the supervisor is likely to be more impersonal in his relationships with group 
member.” 
 
Initiating Structure. Reflects the extent to which an individual is likely to define and structure 
his role and those of his subordinates toward goal attainment. A high score on this dimension 
characterizes individuals who play a more active role in directing group activities through 
planning, communicating information, scheduling, trying out new ideas, etc.  

 

The factor consideration describes in which grade a leader show consideration about the welfare for the others in 

the group. The factor Initiating structure describes in which grade the leader initiate activity in the group and 

organizes the way work shall be done.  

 

Robert R.Blake and Jane S Mouton presented results from the Ohio-States-studies in a pedagogic form with help 

of their “managerial grid”. The managerial grid constitutes a frame to understand and practice effective 

leadership.45 Focus is on style and not personal qualities. The results from the Ohio-states-studies proved that 

leaders use different styles dependent of the actual situation. The leadership styles can differ from, or be a 

combination of, result orientation or human orientation. The essence of Blake and Moutons theory is that; 

leadership cannot be practised if not both tasks and humans are involved.  

 

Fiedlers contingency theory. Fiedler was one of the first researcher to develop a theory which took into account 

both situational factors and leadership skills, something that has improved our knowledge about leadership. The 

contingency theory says that each situation demands its special type of leadership and those who participate in 

the management process must change their behaviour.46  

 

“The theory holds that the effectiveness of a task group or of an organization depends on 
two main factors: the personality of the leader and the degree to which the situation gives 
the leader power, control, and influence over the situation or, conversely, the degree to 
which the situation confronts the leader with uncertainty.”47 

 
Fiedler argues for two main leadership style, one where the leader is more tasks motivated and one where the 

leader is more relationship-motivated. The findings from Fiedlers research was that in some situations the task-

motivated leader performs well but not in other situations. The same with the relationship-motivated leader – in 

some situations the leader performs well, but not in others.  

 

Even if Frederick Winslow Taylor was not an academic researcher his contribution to organizations and 

management is tremendous. With his “The principles of Scientific Management (1911) he created a theory of 

how the work should be organized to increase productivity and performance. Taylor’s idea with management 

was to secure maximum welfare for the employer as well as for the employee, i.e. division of the surplus48. The 

management should understand and have knowledge of the principals for the work but not be involved in the 

production itself. The management tasks are to make decisions, come with solutions and ideas and the workers 

main task is to produce. And for the workers to be really effective, the work should be divided in several parts 

                                                
45 Abrahamsson/Andersen, 1998, p. 92 
46 Matteson/Ivancevich, 1999, p. 231 ff 
47 Matteson/Ivancevich, 1999, p. 232 
48 Matteson/Ivancevich, 1999, p. 12 
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and each worker specialize in one or few of these parts. Whereas scientific management focused on employees 

as individuals and their tasks, general administrative management theory dealt with total management 

organization.49   

 

Fayols administrative school. Henry Fayol was the “founder” of the administrative school and he identifies the 

features of a good plan of action and outlines the method of drawing up a plan.50 According to Fayol all activities 

demands planning, organizing, order giving, coordination and control to function properly. The preparation of 

the plan of action is one of the most difficult and most important matters because it is necessary to know what is 

possible and what is wanted. This can be seen as the essence of administration and a good plan for action is: 

unity, continuity and precision.   

 

According to Harold Koontz, the many varieties of approaches to management theory have led to confused and 

destructive jungle warfare – “The management Theory jungle”.51 Koontz classify the major schools of 

management theory into six main groups: 

 

The Management Process School  

This approach perceives management as a process of getting things done through and with people operating in 

organized groups. This theory regards management as a universal process, regardless of the type of the 

enterprise. This theory is often classified as the “traditional” or “universal” school and the father of the theory 

was Henry Fayol.  

 

The Empirical School 

The “empirical” school include those scholars who identify management as a study of experience. If we study 

the experience of successful managers, or the mistakes he or she does, we will understand and learn to apply the 

most effective kinds of management techniques. The critics of this theory concern the usefulness of previous 

experience to fit a new situation.  

 

The Human Behavior School 

This theory is based on the central thesis, that since managing involves getting things done with and through 

people, the study of management must be centered on interpersonal relations. Supporters to this school are those 

who emphasize human relations as an art the manager should advantageously understand and practice.  

 

The Social System School 

A school, which is related to the human behavior school, is called the social system school. This theory includes 

those researchers who look upon management as a social system, that is, a system of cultural interrelationships. 

Perhaps the father of this theory was Chester Barnard and the essence of the theory was that problems were 

solved best when cooperating.  

 
                                                
49 Journal of Managment History, No 1, 1995, p. 62 
50 Matteson/Ivancevich, 1999, p. 69 ff 
51 Matteson/Ivancevich, 1999, p. 50 ff 



- MBA THESIS -  
__________________________________________________________________________________________ 

  -24 - 

The Decision Theory School 

This theory concentrates on rational approach to decisions. The selection from possible alternatives is the basis 

for action. The approach of this school is to deal with the decision itself, or with the persons or organizational 

group making the decision, or with an analysis of the decision process. This theory has arisen through such 

problems as utility maximization, marginal utility and economic behaviour under uncertainty. Decisions are thus 

often made through logics and mathematics.  

 

The Mathematical School 

Any school of management can use mathematical methods but Koontz have chosen to group those theorists who 

see management as a system of mathematical models and processes. The belief of this school is that planning 

and decisions making is a logical process, which can be expressed in terms of mathematical symbols and 

relationships. This school use models to express problems.  

 

According to Koontz, management is the art of getting things done through and with people and much of the 

management theory jungle is caused by the unwillingness or inability of the management theorists to understand 

each other. Since the researchers often deal with the same objects they have to understand each other better.  

 

Even if only a few theories have been shortly described we can quite clear see management as a complex process 

and therefore, is a multidisciplinary field of study. Management is thus a combination of science, art, philosophy, 

social sciences, psychology and industrial psychology.52  

 

3.3.1 Different leadership styles 
 
There are many different leadership styles and it is not easy to say or argue for which one is the best or most 

appropriate. Different stages in the organizations lifecycle, or different specific situations might need a certain 

type of leadership style. After a turnaround and if the organization is on track again, the organization might need 

a leader with other personalities or qualities than the previous leader.  

 

In an article in Harvard Business Review, Daniel Goleman, present six leadership styles.53 Each one of these 

styles has its basis on different kinds of emotional intelligence. The six leadership styles are as follows: 

 

• The coercive style – demands immediate adaptation 
• The authoritative style – mobilize the employees toward a vision 
• The affiliate style – create emotional connection and harmony 
• The democratic style – builds consensus through participation 
• The pacesetting style – expect excellence and self management 
• The coaching style – will empower the individual for the future 

 
Research studies have shown that those leaders who use several styles will achieve the best results and the most 

effective leaders can change style when needed. All of the six leadership styles above have a measurable positive 

effect on the organizations atmosphere, which in turn can have effects on the economic performance.  

                                                
52 Journal of Management History, no 1 1995, p. 75 
53 Daniel Goleman, 2000, p. 78 ff 
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3.3.2 Tools for leadership 
 

Every manager and leader use tools to achieve the desired goals. It can, for instance be the employee, the 

leadership style, the organizational culture, the economical resources and through decentralization.54 They can 

play on the feelings of the employees and some managers use history, myths, rituals or physical artefacts to 

express ideas or to manage in desired direction. The tools can be used consciousness or unconsciousness and 

therefore they can be used to manipulate the employees, both in positive and in negative ways.  

 

An important tool, which will be noticed through this thesis, is communication, which can be very powerful if 

used well. Communication can take many forms, for instance through oral or written words, how to wear clothes 

and which type of clothes, how to move and walk etc. A strong voice, a decent suite and a powerful body 

language will give, at least for some employees, more respect in, for instance, a bank environment than a weak 

voice, dirty jeans an a shy approach. The importance of communication skills will be further described in the 

next part.  

 

All these tools can be a management advantage and used to develop the performance of the organization. Used 

well they can be the difference between success and failure.   

 

3.4 The importance of communication skills 
 
To understand the whole and have a feeling for the big and small is fundamental in leadership. To communicate, 

talk and listen straight and clearly is more important than ever. Communication skill can be learned but is also an 

attitude and view of how to practice leadership. In the book “Att välja ledare” Natur & Kultur, 2005, the author 

(Svenolof Karlsson) has interviewed over hundred corporate leaders, consultants and researchers about what is 

good leadership. 55 The results of these interviews are not clear but Svenolof argue especially for communication 

skills. Communication skills are also an important part in the concept of transformational leadership. 

 

Research has shown that effective leaders also are effective communicators. Bernard M. Bass found substantial 

evidence there exist a positive relationship between communication skill, satisfactory leadership and 

management performance.56 Consequently, leaders to be successful must be persuasive and dynamic 

communicators. James M. Kouzes and Barry Z. Posner underscore the importance of colourful language in 

communicating a vision: 

 

“Language is among the most powerful methods for expressing a vision. Successful leaders 
use metaphors and figures of speech; they give examples, tell stories, and relate anecdotes; 
they draw word pictures; and they offer quotations and recite slogans.”57 

 

                                                
54 Jouko Arvonen, 1989, p. 36 f 
55 Personal & Ledarskap, nr 1 2006, p.20 
56 Dubrin, 2004, p. 363 ff 
57 Dubrin, 2004, p. 364 
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Not only the spoken or written words are communication. An important aspect of communication is also the 

body language. How we look, are dressed, behave, move and similar. This form of nonverbal communication is 

complementary to the other parts in communication.  

 

According to Dubrin, charismatic and transformational leaders communicate their visions, goals and directives in 

a colourful, imaginative and expressive manner.58 Leaders create and encourage an open and comfortable 

communication climate where all members of the organization can feel they can argue for their viewpoints. In 

the book “Improving organizational effectiveness through transformational leadership” the use of language of 

meaning through symbols, slogans and the like are critical in this process.59  

 

3.5. Transactional leadership 
 
Many of the different leadership theories and leadership style mentioned above can have several positive 

contributions to organizations and they should not therefore be avoided or rejected as non-usefulness or obsolete 

only because transformational leadership in this thesis is described as an outstanding leadership style in many 

situations. Also transactional leadership, which can be said to be, a common name for several leadership styles 

will in the following be described.  A model or figure with transactional leadership behaviour besides the 

implications of transformational leadership can be seen under 3.6 (Figure 4).  

 

Bass and Riggio describe the different types of leadership styles, which can be classified as part of the concept of 

transactional leadership.60  Transactional leadership in holds or consists of contingent reward (CR), 

management-by-exception (MBE) or “non-leadership” – laissez-faire (LF). They all occur when the leader 

rewards or disciplines the subordinate, depending on his or her performance. 

 

Contingent Reward (CR). Contingent reward leadership involves the leader assigning or obtaining follower 

agreement on what needs to be done with promised or actual rewards offered in exchange for satisfactorily 

carrying out the assignment. Contingent reward is transactional when the reward is a material one and when the 

leader has make clear what the subordinate can expect to receive when the performance goal is achieved.  

 

Management-by-Exception (MBE). This corrective transaction tends to be more ineffective than contingent 

reward and more ineffective than the concept of transformational leadership. The corrective transaction may be 

active (MBE-A) or passive (MBE-P) and the differences between the two is thus, in active MBE, the leader 

actively monitor deviances from standards, mistakes and errors in the follower’s assignments and take corrective 

action as necessary. In the passive MBE (MBE-P) the leader waiting passively for deviances, mistakes and errors 

to occur and then taking necessary corrective action. Both MBE-A and MBE-P may in some circumstances be 

both required and effective depending on the situation, some situations need correction immediately because of 

safety requirements or short time schedules. Practise passive MBE might be a solution when the leader has a 

large number of subordinates reporting directly to him or her and therefore cannot interfere in the daily activities. 

                                                
58 Dubrin, 2004, p. 75 
59 Bass & Avolio, 1994, p. 45 
60 Bass and Riggio, 2005, p. 8 f 
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Laissez-Faire Leadership (LF). This leadership style is seen as avoidance or absence of leadership and is 

therefore by definition the most inactive and most ineffective of them all. Laissez-Faire represents a 

nontransaction, because necessary decisions are not made, actions are delayed, responsibilities as a leader are 

ignored and authority remains unused. In essence, the leader avoids practicing leadership.  

 

In some respects every leader practice each style to some amount, and the challenge is to have a mix, which 

increases the overall effectiveness of the leader.  

 
3.6 Transformational leadership 

 
There are much written about transformation and transformational leadership. In almost every book, which 

describes different theories about leadership, one can read about transformational leadership and some of the 

researchers contribution to the concept will be described. First of all, managers interested in transformational 

change have to be skilled in managing transformation.61 A necessary transformation of old routines, rigid 

systems and inefficient performance need a leader and management who have the competence and willingness to 

deal with the tensions which will come forward when doing a turnaround. To quoting Atwater & Bass:  

 

“…the transformational leader tries to move members to transcend their self-interests for 
the good of the group and the organization. This requires continual attention by the leader 
to remind members of the importance of their collective efforts.”62 

 

The implication of the quote is; the transformational leader shall make sure, through intellectual stimulation, that 

the old ways of doing the work should be questioned and furthermore, convince all employees the importance of 

new realities and structures. Everyone in the organization must learn to restructure their mind so they move away 

from old assumptions and truths, which otherwise will hold back the organization. 

 

James Macgregor Burns (1978) use the word “transformational leadership” and what he mean is; the leadership’s 

objective or goal is to make changes that break through the organization’s old structure and options. This 

leadership style is new oriented, has visions about the future, inspire the employees’ and can make true 

changes.63 Transformational leadership is thus a kind of value-based management and is about playing on 

subordinate’s feelings. Transformational leadership consist of four elements:64 

• The leader forms a vision, one that not only is about profitability and expansion, but also often about 
strive to improve and develop the activities.  

 
• The leader inspire the employee’s to perform something extra, often by appearing themselves as visible 

role models and through active use of symbols. 
 

• The leader take into consideration the individual who will be followed up on a personal level and the 
co-workers will receive a feeling of being important and to be respected.  

 
• The leader stimulates the co-workers intellect by giving them new challenges. 

                                                
61 Gareth Morgan, 1997, p. 293 f 
62 Bass & Avolio, 1994, p. 73 
63 Jouko Arvonen, 1989, p. 147 
64 Jacobsen/Thorsvik, 202, p. 505 f 
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In the 1990s, researchers increased their attention to the transformational leadership style. According to its most 

active proponent and enthusiast, Bernard Bass, interest and research in transformational leadership in the 

previous decade had increased enormous.65 In fact, transformational leadership is the most important of a bundle 

of newly emergent types that collectively comprise the New Leadership, an approach to cross-disciplinary 

leadership studies that has grown out of disillusionment with directions taken in research and theory in the early 

1980s.66 Other closely related and allegedly new types are charismatic and visionary leaders. Transformational 

leadership or charismatic leadership contains four components: charisma or idealized influence (attributed or 

behavioural), inspirational motivation, intellectual stimulation, and individualized consideration. Followers 

identify with the charismatic leaders’ aspirations and want to emulate the leaders. According to Bass and Avolio, 

transformational leaders do more with colleagues and followers than set up simple exchanges and agreements. 

They distinguish between the four I’s and argue that the followers should behave according to these four I’s if 

they want to achieve superior results:67 

 

1. Idealized influence 

The charismatic leadership constitute a symbol and model for other individuals. Followers identify with 

the leaders and want to emulate them. 

2. Inspirational motivation 

The co-worker tries extra hard to achieve the organizational and the group’s goals, and the leader has 

high expectations on them. Enthusiasm and optimism are displayed. 

3. Intellectual stimulation 

In that sense that good ideas will be encouraged and come forward and that it is easy to observe the 

meaning with the things that are done. The leader thus stimulates the follower’s creativity.  

4. Individualized consideration 

The leader will acknowledge the individuals in the group and the relationship among them. The leader 

pays attention to each individual by acting as a coach and mentor. A two-way exchange in 

communication is encouraged and the leader is visible through “management by walking around”.  

 

The figure below can summarize the importance of the four I’s in comparison to other leadership styles or 

techniques, which in much can be summarized as transactional leadership models, which is described in part 3.5. 

The model is to be viewed in the sense, the four I’s are the most active and effective way of leadership and the 

Laissez-Faire style is the most inappropriate or most passive and ineffective. Between those styles there are 

many different leadership styles, which can be effective and/or active, but according to Bass and Riggio none of 

the other styles can have the same impact as the four I’s model.  

                                                
65 Bass & Avolio, 1993, p. 50 
66 Bryman, 1992, p. 21 
67 Bass & Avolio, 1994, p. 3 f 
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Figure 4: Model of the full range of leadership 
Source: Bass and Riggio, “Transformational leadership”, 2005, p. 9 
 

Transformational Leadership often starts with the development of a vision, a view of the future, which will 

excite and convert potential followers. 68 This vision may be developed by the leader, by the senior team or may 

emerge from a broad series of discussions. 

 

The next step, which in fact never stops, is to constantly sell the vision. This takes energy and commitment, as 

few people will immediately buy into a radical vision, and some will join the show much more slowly than 

others. The Transformational Leader thus takes every opportunity and will use whatever works to convince 

others to buy the vision. The transformational leader has though to be careful in creating trust, and their personal 

integrity is a critical part of the package they are selling. In effect, they are selling themselves as well as the 

vision and consequently, if the employee’s do not buy the idea of the vision it is possible they do not buy any of 

the leader’s ideas. 

 

But a vision without strategies for action can easily be an etherised “Per Gynt-fantasy”.69 Therefore is it 

important to follow the vision and make sure it follows by concrete plans, but also strategies of actions to 

achieve the goals. 

 

The final stage for a transformational leader is to remain up-front and central during the action. Transformational 

leaders are always visible and will stand up to be counted rather than hide behind their troops. They show by 

their attitudes and actions how everyone else should behave. They also make continued efforts to motivate and 

inspire their followers, constantly doing the rounds, listening, soothing and enthusing. Leader seeks to influence 

their followers with a high level of commitment to a vision. One of the methods the Transformational Leader 

uses to sustain motivation is in the use of ceremonies, rituals and other cultural symbolism, so in this way, the 

transformational leader is also a cultural carrier and a cultural creator.  

 

                                                
68 Dubrin, 2004, p. 73 f. 
69 Kaufmann Geir & Kaufmann Astrid, p 473 
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Transformational Leaders, by definition, seek to transform. They often encounter the need to transform 

organizations from low performance to acceptable performance, or from acceptable performance to high 

performance.70 When the organization does not need transforming and people are happy as they are, then such a 

leader will be frustrated. Like wartime leaders, however, given the right situation they come into their own and 

can be personally responsible for saving entire organizations. The picture below can summarize the idea of how 

transformations take place. 

 

 

 

 

 

 

 

 

 

 

 

Figure 5: Summary of how transformations take place 
Source: The book “Leaderhips” by Dubrin, 2004, p. 81 
 

As one can see, there are quite a few steps the leader has to go through thoroughly before a transformation takes 

place. However, since a transformation can be stressful and painful for employees and stakeholders, the leader 

has to be persistent and not give after for opinion and negative statements.  

 

One of the most important ingredients in transformational leadership is, as mentioned, charisma. Charisma 

involves both the behaviour of the leader and the employee’s reactions such as trust, respect and admire. In 

addition to measures of transformational leadership, many researchers have been interested mostly in the 

elements of charisma and some have even used the terms charismatic and transformational and meant the same. 

 

3.6.1 Charisma 
 
Charisma is a leaders ability to practice a diffuse but strong influence over other people’s opinions, values and 

performance.71 The word charisma is a Greek word meaning divinely inspired gift72 and in leadership theory it is 

seen as a special positive quality of leaders. When we talk about leadership and leaders we often use expressions 

as charisma and charismatic. Charisma is also an important ingredient in the concept of transformational 

leadership and can be seen as a source of power, and is then called personal power.73 Individuals with charisma, 

energy, strength, political skill, communication skill and ability to formulate visions will get a sort of power 

which is independent of other sources of power. When we refer to charismatic leaders we usually mean the 

                                                
70 Dubrin, 2004, p. 80 f 
71 House et al, 1991, p. 336 
72 Dubrin, 2004, p. 63 
73 Bolman/Deal, 1997, p. 201 
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leaders personal skills. The person who has those personal skills can create enthusiasm and the employees can 

trust on the leaders competence and his or her ability to perform well.  

 

The concept of charismatic leaders can be traced back to Max Weber, who believed that people with charisma 

was borne with it.74 More recent research has though showed evidence that charisma can be built; high position, 

communication skill, using of media etc are elements, which can be used in a strategy to create pictures of 

charismatic leaders. The research, which will be described later, has also shown that charismatic leaders can 

achieve very strong effects on employees. 

 

Some of the most important factors in charismatic leadership are:75 

1. A level of performance beyond the usual within all involved parties. 

2. The leader is shown a high level of trust, loyalty and is devoted by those who are led. 

3. Great enthusiasm for the leader and his or her ideas.   

4. Both the leader and the led are willing to great personal sacrifices for the cause and for reaching a 

common goal. A strong engagement for the organization (organizational commitment), which makes 

them willing to connect to a cause, that is bigger than them.  

 

Dubrin points out six definitions of Charisma and Charismatic Leadership and the sources he use come from 

Max Weber (1-2), Bass (3 and 6), Gary A Yukl (4) and Kouzes & Posner (5):76 

 

1. A certain quality of an individuals personality by virtue of which he or she is set apart from ordinary 

people and treated as endowed with supernatural, superhuman, or at least specifically exceptional 

powers or qualities (sexist language changed) 

2. A devotion to the specific and exceptional sanctity, heroism, or exemplary character of an individual 

person, and of the normative patterns revealed or ordained by that person 

3. Endowment with the gift of divine grace 

4. The process of influencing major changes in the attitudes and assumptions of organization members, 

and building commitment for the organization’s objectives 

5. Leadership that has a magnetic effect on people 

6. In combination with individualized consideration, intellectual stimulation, and inspirational leadership, 

a component of transformational leadership 

 
The charismatic leader may also be described in a manner like the figure below:  
 
 
 
 
 
 
 

 
                                                
74 Jacobsen/Thorsvik, 2002, p. 507 
75 Kaufmann & Kaufmann, 1998, p. 472 
76 Dubrin, 2004, p. 64 
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Figure 6: Main characters of charismatically leadership 
Source: Kaufmann & Kaufmann, 1998, p. 472 
 
 
The figure above (in Swedish) describes how the charismatic leader creates a vision, formulate common goals 

and show interest in development of the subordinates. These activities by the charismatic leader has influence on 

the behaviour of the co-worker in that they will be more aware of what they are doing, they get attentive of the 

legitimacy on their needs and finally they become motivated to work for the best of the organization before their 

own benefits. One of the most important ingredients in charismatic leadership is thus, which also the figure 

shows, the involvement of a relationship between the leader and the subordinates.  

 

According to Robert J. House, who defines charisma in terms of effects, there are nine charismatic effects:77 

• Group members’ trust in the correctness of the leaders beliefs 
• Similarity of group members’ beliefs to those of the leader 
• Unquestioning acceptance of the leader 
• Affection of the leader 
• Willing obedience to the leader 
• Identification with and emulation of the leader 
• Emotional involvement of the group members or constituents in the mission 
• Heightened goals of the group members 
• Feeling on the part of group members that they will be able to accomplish or contribute to, the 

accomplishment of the mission 
 

In the book by Dubrin, he reduces the nine effects to three dimensions: referent power, expert power and job 

involvement. Referent power is the leaders ability to influence others that stems from the leader’s desirable traits 

                                                
77 Dubrin, 2004, p. 66 
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and characteristics, Expert power is the ability to influence others because of the leader’s knowledge, skills or 

abilities and job involvement which mean the leaders ability to be committed to the job and have job satisfaction.  

 

Research has confirmed that charismatic leadership often can create very strong effects. In studies it has been 

found that charismatic leadership in considerable degree increase both working motivation and working 

performance.78  

 

On the model below, which first was presented under 1.2.1 The problem, one can see the emphasize on charisma 

as a central part of transformational leadership. 

 

 

 

 

 

 
Figure 7: Charisma as a central part in transformational leadership. 

 

Some consciousness should be in order though, since charismatic leaders, if their purposes are not good, can use 

their charisma and power in undesired ways.  

 

3.6.2 Impacts of transformational leadership 
 

As already mentioned, transformational leadership might have impact on the economic efficiency within 

organizations and as will be described further in 3.9 and 3.9.1 research have found evidence and correlations 

between transformational leadership and economic and organizational performance. Besides this interesting 

relationship there are, according to Bass and Riggio, other impacts with transformational leadership, which can 

be useful and important to organizations.79 Implicitly these other aspects and/or impacts were described 

previously and will also be described in the following. Some other concrete impacts are: 

 

The subordinates to a transformational leader can feel commitment, loyalty and/or satisfaction to the 

organization, to the task itself, to one’s personal career, to one’s own values and beliefs or to the organization as 

a whole. Leaders can use inspirational motivation to build motivation and to build emotional commitment to a 

mission or goals.  

 

According to findings transformational leaders have more satisfied followers than non-transformational leaders. 

Leaders who are inspirational and show commitment to the organizations, and who show genuine concern for the 

subordinates and their needs have more satisfied followers.  

 

                                                
78 Kaufmann & Kaufmann, 1998, p. 474 
79 Bass and Riggio, 2005 
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Transformational leaders can have impact on follower’s sense of optimism about the organizations efforts and 

overcome negative feelings and frustrations, which in the long run can facilitates and improve group 

performance.  

 

Another impact, which can be used and developed with a transformational leader, is the coping with stress. 

Effectiveness of transformational leadership involves reducing feelings of stress as well as providing tools to 

help them eliminate or decrease stress and the feeling of crisis.  

 

Other leaders and managers learn from the transformational leader and improve their own capabilities and 

capacity as a leader. In this way, the transformational leader act as a role model or mentor to other leaders and 

managers. 

 

3.6.3 The Dark Side 
 
The history is full of charismatic leaders who have used their power for own or evil purposes. This is called “The 

dark side of Charismatic Leadership”.80 Since people are willing to follow the charismatically leader he or she 

can use that power for unethical or unmoral purposes.  

 

According to Dubrin some people believe charismatic leadership can be exercised for evil purposes. It has been 

observed that some charismatic leaders are unethical and lead their organizations toward illegal and immoral 

ends. Some charismatic leaders neglect their social responsibility and all they do is for their own welfare and 

purposes. Unethical charismatic leaders have some or all of the following characteristics: 

 

• They are primarily interested in fulfilling their own needs and visions 
• They control and manipulate their follower to support their own interests 
• They do what is best for themselves instead of what is best for the organization 
• They have an authoritarian leadership style 
• They are insensitive for the needs and desires of the employees 
• They criticize and censures other opinions 
• They communicate only in one direction 
• They demand unconditional respect for their decisions and undermine the employees ability to work 

independently 
• They do not allow initiatives and often demand blind loyalty from subordinates 

 

The leaders with some or all of the characteristics above can be very destructive and maybe we do not see the 

destroying behaviour until it is too late. These leaders can have a strong engagement, great visions, and strong 

communication skill and at first we follow them with great enthusiasm but unfortunately these leaders can create 

chaos and damage for the organization before they become discovered and we figure out what they really are. 

The dark side of charismatic leadership is unfortunately not rare in organizations, businesses and politics, history 

and corporate scandals constantly reminds us. According to Bass, the dynamics of transformational leadership 

originally were expected to be the same, whether beneficial or harmful to followers. Burns though, believed that 

                                                
80 Dubrin, 2004, p. 86 f 
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to be authentic transforming, leaders had to be morally uplifting.81 This is now the most common conception 

among researchers.  

3.7 Motivated employees 
 
For a leader to be successful, whether the leadership style is to have engaged and motivated employees. Of 

course, we all have different needs and different aspects in life, which motivate and inspire us. Some believe we 

are only in it for the money, some that we are motivated if we can have influence on our job. It is not just one or 

a few things, which motivate us on work; the issue is more complicated than that. The research, however, seem 

to conclude that in organizations where we feel comfortable, have control over a lot of our doings, have a decent 

salary, a manager who sees us and a good working environment, the employees are the most motivated. 82 In the 

book “Behavior in organizations” one can further read about things that motivate us on work. 

 

In the book “Processbaserad verksamhetsutveckling”83 the authors describe the importance of ”Empowerment” 

as a motivator for employees. Empowerment, with help of knowledge and an allowing organizational culture, 

gives the employee: 

 

• Authority which are in harmony with given responsibility 
• Ability to take charge of the authorities 
• Power and joy to take charge of the authorities 

 

Empowerment is about having a positive view on humans and to believe on the employee’s capabilities. Some 

researchers express empowerment as essential if the organization wants to be successful, and to be competitive 

the management must adopt new ways of thinking and leave the old top down management behind – they should 

transform to new ideas: 

To build a sense of community, inspiring workers to seek and accept empowerment, demands 
creating a strong sense of mission, identifying the company’s values, and showing every person 
how his or her work fulfils that mission. Shared values, a common mission, and awareness of 
one’s role in fulfilling that mission create a harmonious organization with enthusiastic 
employees.84  
 

For the charismatic leader to be successful it is of course important with motivated staff to fulfill the idea of the 

leader. The challenge for transformational leaders is to implement a sense of power in others by changing their 

internal beliefs about themselves. If this is the truth, will be analyzed through the questionnaire on charisma. 

 

 

 

 

 

 
Figure 8: The questionnaire will measure if the employees feel they have a charismatic leader 

                                                
81 Bass & Riggio, 2005, p. 13 
82  Greenberg/Baron 1997. 168 ff 
83 Ljungberg/Larsson, 2001, p. 125 
84 Thomas H Johnson, 1992, p.199 
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If the leader has the charisma described, and he or she believe in motivated and empowered employee’s this will 

give a powerful advantage when doing a turnaround and improve the activities and economic performance. 

Besides the importance of increasing motivation and empowerment among all subordinates, transformational 

leaders are also those who stimulate the managers to improve and develop their own leadership capacity.85  

 

3.8 Economic efficiency 
 
There has since the beginning of the industrial revolution been a discussion about productivity and efficiency 

and the ways to improve these fundamental variables of economic performance. Because of competition, 

managers all over the world have tried to produce more output with lower or the same input and many methods 

have, for more than a century, been used in organizations in the strengths to do better.  

 

Productivity can be described as the quota of the quantity of output and the quantity of input. The measure itself 

does not say anything of how well the resources have been used.86 

 

  Productivity         =       Output 
    Input 
 
The term efficiency is a sort of continuum to the term productivity, but often more difficult to measure. It can be 

said to measure the value of output in respect to input.87  

 

  Efficiency         =       Value of output 
    Value of input 

The measure of efficiency has a close connection with the performance of the organisation, the resource 

allocation and also the fulfilment of the explicit goals. A change that increases value within the organization can 

be seen as an efficient change and any change, which decreases value, is an inefficient change. Perloff (author to 

Microeconomics) describe a process which is economically efficient as minimizing the cost of producing a 

specified amount of output.88 

 

Paul E Mott define organizational effectiveness as: 

 

“…the ability of an organization to mobilize its centers of power for action, production and 
adaptation. Effective organizations are those that produce more and higher quality outputs and 
adapt more effectively to environmental and internal problems than do other, similar 
organizations.”89 

 

He also defines efficiency as the achievement of the greatest output for the least input. For a private business 

increased performance and economic efficiency, is tools to constantly deal with its competitors. Organizations, 

which are attacked by competitors, are those that are the most effective, but in many public organizations 

                                                
85 Bass & Riggio, 2005, p. 3 
86 Christian Ax et al, 2002, p.19 f 
87 Ibid p. 17 f 
88 Jeffrey M. Perloff, 2004, p. 691 ff 
89 Paul E Mott, 1972, p. 17 
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competition is not very common.90 With the use of clear management by goals this can in some cases replace the 

lack of competition.  

 

However, there is not only one thing, which makes an organization successful; rather it is a combination of many 

things. Some of these things can be summarized as:91 

 

1. Structure variables 

2. Decision making 

3. The needs of the organization an its individuals 

4. The importance of leadership 

5. Behaviour of the leader and the current situation 

 

In Paul E Motts research it was found some evidence that leadership can have influence when building effective 

organizations, but also the fact that needs and motivation of the employees matter.  

 

In this thesis the measure of economic efficiency will not explicitly involve variables such as quality, goals and 

other variables, yet they are important as well. The interest for this study is to see if the actual resources the past 

years have been allocated and used in a economic efficient way, i.e. if the budgets hold or not. If the organization 

did not use more resources than budget, there was an economic efficiency. But, if the budget frames for some 

reasons have been changed or if accounting procedures have been changed in a way, this must be considered. 

The costs in the department for elderly care are mostly costs for human resources. Costs for other resources; 

machines, buildings and similar are small. 
 

3.8.1 Economic efficiency in public organizations 
 
A public sector is often known as an organization, which need and have desired results that are decided through 

collective decisions.92 This relationship is exclusively different between the public and the private. All public 

activities must be prioritised within a budget frame. Measurement over productivity development in the public 

sectors usually shows a depressive picture and in many cases the productivity is negative or insignificance.93 In a 

private business, when you shall decide whether to invest or not, the business controller do an investment 

analysis, for instance a cost and revenue calculation, to see if the investment is profitable. In some respects this 

can be done even in a public organization but often you instead have to do a cost and benefit analysis, where the 

costs can be calculated quite easily but to calculate the benefits will be more difficult. So, to argue for economic 

efficiency in a public non-profit organization is a sensitive issue. It is so because it could be different views 

depending on who pays for the service provided, who uses the services, who runs the organization, who evaluate 

and set the goals for the organization. Depending on the view, other aspects could be more important than pure 

economics; for instance, quality, frequency, and fulfilments of goals, time and other variables.  

                                                
90 Per Borg, 1996, p. 55 f 
91 Ibid, p.176 ff 
92 Per Borg, 1996, p. 26 
93 Per Borg, 1996, p. 17 
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When thinking of public organizations in general and municipals in particular, the first that come to our mind is 

not high performance and economic efficiency. Instead we think of high bureaucracy, rigid routines, 

incompetence, and frustrated and negative employees, demanding citizens, negative publicity and angry 

taxpayers. And all this is not new, we have heard this for decades and even if we sometimes can see that this 

negative picture not always is true, it has become like a natural law, which cannot be changed. Much of this 

frustration can be explained by the fact that politicians often rule public organizations. But something has 

happened, there has been a turnaround, in the sense that greater focus nowadays is on economy. 94 Politicians up 

value the economical goals to priority number one and more and more communities today sees the financial 

goals as the most important, which is actually a turnaround compared to 10 years ago.  

 

It is easy to understand, however, there could be conflicts between the political decisions and the management 

who shall execute these decisions. The politicians feel obligated to fulfil the demands and wishes from the voters 

and the management has to struggle with those demands, at the same time, as the resources are limited.   

 

An administration, which often is in focus in discussions of economic and efficient matters, is the department for 

elderly care and the department for handicapped people. These departments are known as never holds a budget, 

where the demands for more service are bottom-less and no matter what is doing, it is not enough. The elderly 

care has always, in many aspects, been questioned. Not its existence but how to sustain and develop a good 

elderly care.  

 

In an article in the journal “Dagens Samhälle” nr 4, 2006, one can read about how an IT-consult (Ulf Norring) 

who, from a private business with no previous experience of public organizations, was hired to the community 

Krokom as a chief administrator for the administration of social service. In three years he made a turnaround, 

from 19 millions in deficit to a budget in balance. Many were critical to the recruitment but when he started to 

deliver results some of the criticism disappeared.95 His contributions to the organization, according to himself, 

are business-oriented leadership and improved management control systems.  

 

Below on the conceptual model we have focus on economic efficiency, which will be correlated with charisma 

to see if we can find any relationships. In many public organizations a budget in balance is equal to economic 

efficiency. 

 

 

 

 
 

Figure 9: Budget in balance as the measure of economic efficiency 

 

                                                
94 Dagens Samhälle, nr 5, 2006, p. 16 
95 Dagens Samhälle, nr 4, 2006, p.5 
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To follow the budget and to see if the organization is on track it is important to use accurately systems for 

management accounting 96 and therefore it is also important with accounting systems which give instruments to 

follow the development. It is not though only a question for the management and the controller; instead the 

management must implement economical thinking in the entire organization.  
 

3.8.2 Competence and leadership as a tool for increased efficiency 
 
With accurately designed management and structure, plus developed and effective processes, the environment 

for high efficiency is good. But, the organization also need competent employee’s who shall work under those 

structures and also use and adapt to the processes. Thus, competence is one of the fundamental and necessary 

ingredients in achieving increased efficiency in a public organization.97 Of course this counts for every 

organization, whether it is public or private.  

 

It is obvious that the management must have knowledge and competence in economic thinking since it is the 

managers who shall execute the decisions and also are responsible for their unit’s economical outcome. But this 

is not enough to improve economic efficiency; furthermore all of the employee’s should have a basic knowledge 

of economy and resource allocation. If all employees have the same basis, the understanding will improve and 

the co-operation could increase. The highest efficiency will be reached when all people in an organization strive 

in the same direction i.e. it is about working together in a in a structure with common processes. 

 

In this thesis I have emphasised the importance of leadership to be successful and it is no difference in public 

organizations. In all leadership it is about taking responsibility for the activities and performance in the actual 

organization, whether it is a private business or a political public organization. The leader has to deliver results 

and constantly improve the performance.98 The public leader, with ambition, shall have a sharp goal picture and 

a vision for the development of the organization and: 

 

• Identify the strategic issues 

• Have goals and measure them 

• Concentrate on reaching these goals 

 

So, visions, goals, strategies and plans for action is all-important factors, which a leader shall concentrate on. 

Successful leadership in public organizations is thus about a strong will concerning basic values and aims.  

 

According to Per Borg this can be summarized in the following:99 

 

 Successful public leadership = willingness x ability x perseverance 

 

                                                
96 Per Borg, 1996, p. 88 
97 Per Borg, 1996, p. 105 
98 Per Borg, 1996, p. 138 ff 
99 Per Borg, 1996, p. 146 ff 
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Resistance to change will always be there, from politicians, from other managers, from employee’s and from the 

public, but the leader has to have the willingness to do the necessary changes despite the resistance. The leader 

also has to have the qualities and knowledge to convince the organization of the need for change but also to 

accomplish with the mission. Since public organizations have many interests to cover, it is also important the 

leader is persistent to all the demands, which come from all different areas. As one can see, the conditions for a 

leader are quite the same in a public organization as in a private business.  

 

3.9 Relationship between transformational leadership and economic efficiency 
 
Working in a community has though some important differences compared to a private business. If you work in 

a private business under tough economic and competitive conditions and constantly have to improve productivity 

and efficiency, you will, to remain on market, improve your performance and achieve better results. On the 

opposite, “in the public elderly care business” you know, no matter what you do, you stay in market and can 

keep on doing what you always has, no more and no less – the conditions for doing a good job or improve the 

results will not be there. You work in a “permanent, successful fiasco”. But since public organizations nowadays 

are facing scarce resources and more and more older people, they have to improve the productivity and 

efficiency in a manner that previously was not necessary. Adjustments to new circumstances have become truly 

important.  

 

The more serious problems with profitability, the more important and clear the leadership mission has to be.100 It 

is always important with legibility in leadership but especially in times when there are lacks in performance.  

 

With the above descriptions on transformational leadership and economic efficiency, they will now be tied 

together. 

 

Studies on relationships between transformational leadership and efficiency can be controversial because it is not 

easy to separate some aspects of the leadership style and then through empirical research investigate if these 

particular aspects are correlated with another measure, in this case to economic performance.  

 

I believe it is possible to do such a research, but one has to do it carefully. The area of empirical research has to 

be tight and just a few parts in the concept of transformational leadership should be used when put it together 

with economic efficiency. Further, even if the pilot study mainly cover the elderly care in the community of 

Skövde. For future research and to compare with similar communities which has struggled with the same issues 

and objective it would be interesting to do a bigger and more comprehensive study. With just one object to study 

one can find some evidence or clues but with more empirical data the evidence that there are correlations 

between transformational leadership and economic efficiency will be stronger, or weaker if no correlations can 

be found. This area is interesting for further studies, since, if there are relationships, this can change the way of 

recruiting managers and chief administrators. It is also interesting because transformational leader also can be 

                                                
100 Red: Sjöstrand och Holmberg, 1992, p.67 
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seen as cultural creators and therefore the study may indicate that other factors, such as cultural factors, 

communication style or influencing style also play an important role to improve performance. 
 

3.9.1 Empirical evidence 
 
Much research has been done to find evidence for correlations between culture and performance. There is some 

empirical evidence, which support the idea that a strong organizational culture and a charismatic leadership 

improve the performance and the productivity and efficiency. One of the most popular and famous is: Peters and 

Waterman, in Search for excellence.101 In their book they strongly argue that such a relationship truly exists. 

However, when using real scientific research methods, the evidence is vague, from strongly agree to disagree. 

Bass, in the book “Transformational leadership”, refer to several research project and the sum and outcome of 

these, prove there are substantial evidence that transformational leadership correlates significantly with measures 

of leadership effectiveness.102 Even if Bass believe in the correlation, he realizes leadership and leadership 

outcomes are a complex issue.  

 

When looking of the relationship between transformational leadership and performance, several studies have 

been conducted and two of them are described in Dubrins book “Leadership” which point out there can be a 

relationship between transformational leadership and performance:103  

 

The first study was an investigation to see if transformational leadership was correlated with business unit 

performance in a Canadian financial institution. A modification of the MLQ Charismatic Leadership Scale was 

developed and used on 78 upper managers. The conclusion from the research was that there was a relationship 

between transformational leadership and positive contribution to business unit performance.  

 

The second study was made in military units, with 50 field companies in Israel Defence Forces. The researchers 

hypothesized that the more a leader engages in charismatic behaviours, the higher the performance appraisal by 

his or her superior. Analysis of data indicated that performance was positively and strongly correlated with 

transformational leadership. Thus, it pays off to be a leader who emphasizes ideology and being a positive role 

model.  
 

In another investigation by Geyer and Speyrer, they proved that leaders who are seen as charismatically have 

performed higher productivity.104 The researchers studied transformational leadership in the Austrian bank 

society and in their research they studied the phenomena carefully, with transformational leadership indicators 

and objective measures on productivity.  The results showed obvious and distinct correlations with productivity. 

Studies has also been conducted where researchers investigated organizations and the results of those studies 

                                                
101 Peters & Waterman, 1990 
102 Bass & Riggio, 2005, p. 25 ff 
103 Dubrin, 2004, p. 83 f 
104 Geyer and Speyer. 1997 
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showed that; charismatically leaders actually succeed with creating better productivity and better motivation and 

satisfaction among workers in groups which previously performed lower productivity.105 
 

3.9.2 Strategic trap 
 
Successful organizations tend to be those with well-crafted strategies, which contain a vision of where the 

company is going, but also are equally able to translate the vision into operational actions, which enable specific 

objectives to be achieved. If the indications are the organization lacks a clear vision, and indeed shows no 

evidence of being able to develop a direction, the likelihood is that the organization is, or will be, shortly under 

performing. Crafting a strategy has much to do with the quality of a company's management so if there are lacks 

in the management it is likely that the strategies will not be successful. Strategic management involves four basic 

components:106 

 

1. Environmental scanning 

2. Strategy formulation 

3. Strategy implementation 

4. Evaluation and control 

 

Strategies can therefore be seen as systematic guidelines, which help the organization to sustain and develop in 

the long run. The essence of strategy is choosing to perform activities differently than rivals do and it is the 

creation of a unique and valuable position, involving a different set of activities. According to Michael E Porter, 

organizations always must improve operational effectiveness to achieve superior profitability 107 and operational 

effectiveness is necessary, but the management should not forget strategy and strategic positioning. 

 

Economic efficiency is a complicated phenomenon and it has at least two dimensions; internal efficiency and 

external efficiency. In many cases, decisions on matters concerning improved internal efficiency, will lead to 

reduced experienced customer quality.108 Christian Gröönroos, professor in Business Administration argue 

against mistakes often made by management in service organisations, especially in public organizations. He 

called these mistakes the “Strategic Trap”.109 The essence of his arguments is that if the organizations to much 

focus on cutting costs, without consider customer value, quality and the working environment, the organization 

can be caught in the “strategic trap”. This process can be truly damaging for the organization, the employees 

experience less motivation, the sickness will increase, the services potential quality will decrease and the 

customers will be disappointed.  

 

The process of cutting costs can thus be captured in a bad circle, which is hard to break – the service quality 

continue to decrease and the management may come to a point where the decisions made have to be 

                                                
105 Howell/Frost, 1989, p. 243 ff 
106 Journal of Managment History, no 1 1995, p. 72 
107 Michael E. Porter, Nov-dec 1996, p. 63 
108 Christian Grönroos, 2004, p.202 ff. 
109 Ibid p. 202 ff 
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reconsidered. Thus, to be successful, the management has to focus both on efficiency in resources and processes 

as well as on quality and these do not have to be in opposition which some seem to believe.  

 

3.10 The conceptual model 
 
In this theoretical framework I have described the different parts, which shall be included in the thesis, and it was 

important to do this since it increases the understanding of how the work progressed and also an understanding 

of how the investigation will be presented and analysed. Also, the chapters with findings, analysis and 

conclusions should have strength and background in this chapter of theory. Below I tie it all together: 

 

 

 

 

 

 
Figure 10: The model as it will be used in the study 

 

One should look at the model, as that the questionnaire will tell if the chief administrator has charisma, i.e. is a 

transformational leader and to what degree. In the questionnaire the respondents also have to estimate how they 

felt previous years, up to five years back in time. This will then, in a regression analysis, tell if there are any 

correlations between the results from the questionnaire and economic results five years back in time. A budget in 

balance is the final outcome, but this has been proceeded with a lot of assignments, processes and hard work, 

which could not been accomplished without a leader who inspires the subordinates to follow the expressed 

direction and also execute the plans for action which are the results from the decided strategies. Even if the 

correlation in a regression analysis will not give any direct answer, the findings might anyway tell us if there are 

any relationships in a sense that charismatic leadership have impact on the performance within the organization, 

actually and experienced.  
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4. FINDINGS 
 

4.1 Answers on the questionnaire 
 
Below I will present the results from the answers on the questionnaire, which have been used, and also in 

summary the results from the respondents view when considering five years back in time. The respondents 

answered 0 to 4 on a Likert-scale, where 0 was the lowest and 4 the highest. 

 

                 Respondents                 
Results 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 Total 
Statement 1 3 4 2 2 2 4 3 2 3 2 4 2 3 3 2 2 43 
Statement 2 3 3 3 3 2 3 3 2 4 3 4 3 3 2 2 3 46 
Statement 3 2 3 2 3 1 3 3 3 4 0 4 2 3 3 2 2 40 
Statement 4 2 4 3 2 1 3 3 2 3 2 4 2 3 2 1 1 38 
Statement 5 3 4 3 3 2 3 2 3 4 0 4 2 3 2 3 2 43 
Statement 6 3 3 2 2 1 3 3 3 4 2 4 2 3 1 1 2 39 
Statement 7 3 3 3 1 1 2 3 3 4 0 4 2 3 2 2 1 37 
Statement 8 2 2 2 1 2 2 1 2 3 2 3 3 3 2 1 1 32 
Statement 9 2 3 3 0 1 3 3 3 3 2 3 2 4 1 1 1 35 
Statement 10 2 4 2 1 3 2 3 3 4 2 4 2 3 2 2 3 42 
Statement 11 3 3 2 2 2 3 2 3 4 2 4 3 3 2 2 2 42 
Statement 12 2 3 2 2 2 2 4 3 2 1 4 2 3 1 1 2 36 
Statement 13 3 4 2 1 1 3 2 2 3 1 4 2 4 1 1 1 35 
Statement 14 2 3 2 1 1 2 1 2 3 1 3 2 3 1 1 1 29 
Statement 15 2 4 2 2 2 3 3 3 2 3 4 3 3 1 1 2 40 
Statement 16 2 3 3 1 1 3 2 3 2 4 3 2 3 1 1 2 36 
Statement 17 2 3 2 2 1 3 3 2 3 2 3 2 4 1 1 3 37 
                    
Total: 41 56 40 29 26 47 44 44 55 29 63 38 54 28 25 31    650 

Table 1: The results of the respondents 

 

The department for elderly care has for the moment 27 managers and 16 of them have answered the 

questionnaire. Three of the managers who have not answered are on the sick list, one is on vacation, one is home 

with a newborn and one has expressly declined to answer. The rate of answer is 59 % but when exclude those 

who are not at work and the one who did not want to answer the rate of answer is 76 %.  My goal was to reach 

100 % but I soon realized it was almost impossible and I think 76 % percent is enough to draw conclusions from 

the study.   

 

The score according to the questionnaire is: 

• 0 - 17 The chief administrator has below-average charisma. 
• 18 - 36 The chief administrator has about average charisma. 
• 37 - 50 The chief administrator has above-average charisma 
• 51 - 68 The chief administrator is highly charismatic 

 

On average when take into account all respondents the score is: 40,6 (650 / 16). The result directly shows that 

the respondents, on average, feel the chief administrator act and behave as a charismatic leader. However, when 

taking a closer look on each respondent, we can see there are tremendous differences in their opinion. None have 
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scored the chief administrator as a below-average charismatic leader; some feel though the charisma is about 

average or above average. Four respondents feel the chief administrator is highly charismatic, which corresponds 

to 25 %.  

 

4.1.1 Previous years 
 

 In my study I also, wanted the respondents to remind themselves how they, compared to today, felt previous 

years, both with the present chief administrator, but also with previous one. I am aware it can be difficult to 

judge something they experienced a few years ago but I wanted to get an overall picture and be able to relate the 

answers to the economic results. The results for previous years were as following: 

 

           Respondents         
Prev. Years 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 Total 
1 year ago 2 4 2 2 2 3 3 2 1 3 2  2 2 2 3 35 
2 year ago 2 4 2 2   3 2  1 2  2 2 2 3 27 
3 year ago 2 3 2 2   4 4  1    2 2 1 23 
4 year ago 3 1 2 4   4 4  1    1 0 1 21 
5 year ago 3 1 2 4   3 4  1    1 0 1 20 
Total: 12 13 10 14 2 3 17 16 1 7 4 0 4 8 6 10  126 

Table 2: The results previous years 

 

The interpretation here is the same as the questionnaire but here the respondents should summarize the feeling of 

charisma previous years compared to today. All of the respondents have been employed for at least a year but 

some of them have only one or a few years of employment as a manager and therefore did not judge every year 

in the survey.  

 

• 0 – 1 The result is below compared to today  
•    2 The result is on the same level compared to today 
• 3 – 4 The result is above compared to today 

 

Now, when looking at the average score for the previous years we can see it declines: 

1 year ago 2,33 
2 years ago 2,25 
3 years ago 2,30 
4 years ago 2,10 
5 years ago 2,00 
 
The differences between the years are not very large but it give us a little clue of how the respondents felt 
previous years compared to today. However, when looking at each respondent the figures differ a lot.  
 
 
4.1.2 Absent answers 
 
Unfortunately all respondents did not answer the questionnaire or participate in the survey, but those who did, 

answered all of the statements. I believe a reason to this was because they found the questions easy and therefore 

understood the meaning of all the statements. To make it easier for them to understand the questions I interpreted 

the questionnaire from English to Swedish (see Appendix A2). It was though important to not loose the meaning 
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of the questions so I was very careful to interpret the questionnaire in a way so the meaning and the implication 

was the same as the original. 

 

Some of the respondents have only been manager for a few years and I believe this was the reason to why some 

of them did not filled in all of the previous years, but it could also been because they did not want to, or did not 

remember, but for me the reason was lack of experience and history. I know for fact the department has some 

quite newly recruited managers.  

 
4.2 The economic results 2001 to 2005 

 
As mentioned earlier, the budget 2005 was in balance for the first time since 1996. Below is the official results in 

thousands skr from 2001 to 2005 presented and the figures come from the closing of the books 

(Omvårdnadsnämndens bokslut 2001-2005). The internal result for 2004 is closer to zero than the official figures 

depending on some internal adjustments and reallocation, but I will here use the official figures.   
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Diagram 1- Result development from 2001 to 2005 

 

The results in the diagram show clearly how the entire administration for care has suffered economically the last 

years. The figures have fluctuated dramatically, from more than 23 million skr deficits in 2003 to a surplus of 

almost 3 million skr in 2005. Considering the figures it is clearly a large turnaround in only two years.    

 

The new chief administrator started early in 2004 to analyse the organization and the work with re-allocating the 

recourses started in spring 2004. Most of the ongoing activities were questioned and it was a strong emphasises 

on carefulness and respect for the economy and budget. A large program with lay-offs began at the same time 

and for the first time in many years the crisis consciousness among managers and other employees were 

implemented. Those managers with units, which had the largest deficits according to prognosis in 2004, had a 

physical meeting with both the chief administrator and the administrations accountant and the purpose with those 

meetings was first to receive an explanation of the reasons to the deficits, second to agree upon a plan for action 

to improve the figures. Those meetings had a strong symbolic value to the managers since the chief administrator 

made it quite clear that respect for the economy was essential to succeed.  
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The meetings was obligated but not intended to be stressful for the managers, but more of a dialogue and a 

mutual agreement of how the economical problems could be solved. The budget issues were normally a question 

for the department manager and the accountant but now when the chief administrator show direct interest in the 

manager’s daily struggles and the economical problems, the managers felt they were seen and at the same time 

realised it was serious times. This clearly interest from the chief administrator and obvious awareness from the 

managers had direct positive effect on the unit’s prognosis.  

 

4.2.1 Budget frames 
 

It is easy to see there are a lot of activities in the administration for care, and especially in the department for 

elderly care. Totally the yearly budget frame is about 600 million skr, but the resources have to cover all the care 

and service for aged and handicapped people in Skövde. Since the organization is very labour intensive, most of 

the resources are used to salaries to all of the employees, and of all the employees most of them are working with 

the physical care in direct contact with the user. The budget frames and the costs for 2001 to 2005 are presented 

in the diagram below.  
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Diagram 2: The budget and costs for the administration of care 
Source: Omvårdnadsnämndens bokslut för åren 2001 till 2005 
 

One can see how the budget frames have increased dramatically from 2001 and the major reason to this are more 

resources to the department for handicapped. This department has very strong regulations to follow and the 

government of Sweden has strongly obligated the cities in Sweden to fulfil the purposes according to those 

regulations. The costs for the department of handicapped is however not fully covered from the government, 

which mean the department itself, has to cover a lot of the costs. These not covered resources come mainly from 

other departments, including the department for elderly care. The department for elderly care has, despite 

increased needs, therefore not received resources in the same amount as the increased needs. From 2001 to 2005 

the administration increased its budget with 21 percent, but most of the increase was consequently directed to the 

department for handicapped people.  
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5. ANALYSIS 
 

5.1 The answers on the questions 
 
In the following, all the questions or statements will be analysed according to the respondent’s answers. Every 
question should be judged in a 5-point scale from 0 to 4 and the respondents had to choose among 0 (not at all), 
1 (once in a while), 2 (sometimes), 3 (fairly often), and 4 (frequently). 
 
 
1. Makes me feel good to be around her 
In this statement the respondents should judge whether the manager/respondent feel good to be close to the chief 
administrator. This statement is together with statement no 5 the one with second highest total score, 43. The 
average score is 2,7, thus closer to fairly often, than sometimes. On this question none has scored 0 or 1, but 
eight have scored 2. According to the answers most of the respondents thus feel comfortable being near her.  
  
2. Commands respect from everyone 
This statement received the highest score, 46, with an average score of 2,9. 10 respondents gave 3 on the scale. 
The answers clearly show she is respected and act in a manner, which gives her respect. To be a good leader this 
is essential, because if you are not respected or act in a respectful manner you can never get a true acceptance 
from the subordinates and consequently you cannot accomplish with the mission.   
 
3. Is a model for me to follow 
This statement has quite a high average score, 2,5, but when looking at each respondents we can see that one 
manager gave the score 0 and one another gave 1. On the other hand, two respondents gave 4. This show there 
are differences in the managers opinion whether the chief administrator is a model to follow or not. Obviously, 
there are some managers who do not think so and others who feel the opposite.  
  
4. In my mind, she is a symbol of success and accomplishment 
Three respondents scored 1 and two respondents scored 4, so there are different opinions among the managers 
how they see the work and strengths of the chief administrator. Clearly, she has been successful in focus on 
economy, but some respondents either think it is not enough or might think the focus has been too strong on 
economy and forgotten other aspects of success. The average score was 2,4, between sometimes and fairly often. 
 
5. I am ready to trust her capacity and judgment to overcome any obstacle. 
The average score on this question is 2,7, which is near ”fairly often”, but the spread is big, from 0 to 4. 
However, according to the answers, the managers in general have trust in her capacity. The judgment here 
reflects in much, the chief administrators strengths to have a budget in balance and to do a turnaround of the 
entire organization. The obstacles in that work have been many but she, according to the respondents, has 
succeeded well.   
 
6. Is an inspiration to us 
Here, the respondents gave an average score of 2,4, and none scored 0. Moreover, the spread between 2 and 3 is 
almost the same. Most of the respondents thus feel she is an inspiration to the people within the organization. To 
be an inspiration to others is a true leadership skill and should therefore be maintained and developed further in 
the future. 
  
7. Makes me proud to be associated with her 
This is quite interesting since this statement says something of how the managers feel about being associated 
with the chief administrator. The average score is 2,3, which I expected to be higher. One respondent gave 0 and 
three gave 1. If she is seen as a charismatic leader I believe the average score should be higher than it actually 
was.  
  
8. Has a special gift for seeing what is really important for me to consider 
This statement received an average score, which is the second from bottom, 2,0, which is quite remarkable. None 
gave her 4 on this question. Most of the managers gave a 2, which is not that bad, but since four respondents 
gave 1 the average score went down. This is something that the chief administrator should consider since it is the 
managers who execute many of the decisions which comes from the chief administrator.  
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9. Increases my optimism for the future 
One respondent gave a 0 and four gave a 1, which is remarkable since much of the work from the chief 
administrator deals with the future. The average score was 2,2 and a reason to the low score could be that the 
organization has gone through a “steel-bath” during the past two years. Even if the politicians and the chief 
administrator can see a positive future, this have not reached the managers. They have to struggle with day-to-
day problems and have difficulties to see the whole picture. This is an important task to communicate and 
something the chief administrator should work more on.  
  
10. Inspires my loyalty for the organization 
In many organizations devotion and loyalty can be created and developed by the manager, but it can also be a 
result of the culture and history. The employees can feel proud ness to belong to a certain organization where its 
name, reputation or products are demanded and appreciated.  
 
The question gave an average score of 2,6, which, together with question 11 came on third place. Three 
respondents gave a 4 and five gave a 3. What is quite remarkable is that one respondent gave a 1. This grade can 
have many reasons and it is not necessary it depend on the chief administrator. In whole, the average score 
though show that she in deed has influence on the respondents.  
 
11. I have complete faith in her 
Question 11 has the same average score as question 10, 2,6 that lies between sometimes and fairly often. On this 
question two gave a 4 and none gave a 1. Compared to question 10, most of the answers are 2 and 3. To be 
successful in the management mission it is essential the managers have faith and trust in the leader. If the leader 
does not act in a trustful manner and communicate in a manner, which at least seems faithful he or she will never 
be accepted and consequently will fail in his or her mission. The average score, in general, show quite clear the 
managers have faith in the chief administrator. 
  
12. Excites us with her visions of what we may be able to accomplish if we work together 
Statement 12 is a little bit of a disappointment since the creation of a vision and strategies to reach the expressed 
vision is of utmost importance for a charismatic or transformational leader. The average score on this is 2,3, 
which is not very high, compared to other questions. It is not the worst but far from best. Three respondents gave 
a 1, two gave 4 and only three gave a 3. The chief administrator has created a vision but obviously this vision has 
not been communicated in a desired and clear direction. Too many managers have not received it, have not 
understood it or have not accepted it. Since a vision is an important management tool, the chief administrator has 
to do more to make everyone work and act according to the vision.  
 
13. Encourages me to express my ideas and opinions 
Also this question should be considered, since the average score is only 2,2. When taking a closer look on the 
answers we can see that six respondents gave a 1, but on the opposite three gave a 4. However, that so many as 
six gave a 1 is not good. One or two respondents giving this score might be normal but six. Almost 40 % of the 
respondents do not feel the chief administrator encourages them to express their ideas and opinions. Even if this 
result does not reflect how the majority feel it is a clock of warning.  
  
14. Encourages understanding of points of view of other members 
If question 13 was a clock of warning, the score of this question is even worse. This question had the lowest 
average score of them all – only 1,8, which is below sometimes. No one scored a 4 and seven scored a 1, which 
is over 40 %. It is difficult to figure out why so many of the managers feel this way, but if the chief administrator 
do not do anything to change this, it can be a restraint for open minded activities in the future. According to the 
answers, the managers and other co-workers, when restructuring or re-organizations shall take place will be a 
silent group. This is a terrifying scenario. To be successful as a leader, he or she should encourage ideas and 
opinions from all members of the organization.  
 
15. Gives me a sense of overall purpose 
This statement was given an average score of 2,5, which lies between sometimes and fairly often. Only two 
respondents answered 1 on this question, which means that most of the managers feel the chief administrator 
give the managers a sense of overall purpose. This question is quite close to the statement, which deals with a 
vision (12). An overall purpose could be different to a vision since purposes deal much with what we do today, a 
higher meaning and a part of why we go to work everyday, but in a broader sense even the vision can be 
included. So the managers, in whole, feel an overall purpose but somehow miss the vision.  
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16. Has a sense of mission that she transmits to me 
On statement 16 only one respondent gave the score 4, and four gave a 1. The average score was 2,3, which is on 
the lower part from middle. Also this statement is quite close to statement 12 and 14, since the mission of an 
organization is actually what it is all about. Without a mission, overall purpose and a vision we can hardly talk 
about an organization at all. All organizations need this, at least to be successful.  
 
17. Makes everyone around her enthusiastic about assignments 
The final question on the questionnaire, gave an average of 2,3. One respondent gave a 4 and three gave a 1. Six 
respondents gave a three on this statement (fairly often). This question is also important in a charismatic 
leadership, i.e. to have enthusiastic managers. In this statement the enthusiasm dealt with assignments. The 
enthusiasm in the answers in not too convincing but is not too bad either. The spread in the answers of the 
respondents might be found in the assignments itself and not in the leadership style of the chief administrator. If 
the assignments or tasks that are received by the managers are not in parity with wanted or expected the 
enthusiasm probably will not be on top either.  
 
 
An overall analysis of all the answers on the questions shows that the managers, in general, scored “sometimes” 

and “fairly often”. In average the score lies between 2,3 and 2,5, which is a little bit above the mean value. The 

two questions that differ from the others are question number 2 and question number 14. Question number 2 

(respect), which had an average score of 2,9 lies close to 3 (fairly often). To command and receive respect is 

essential to a leader since the opposite, i.e. lack of respect can make it difficult or even impossible to lead in a 

positive manner. Respect could be negative if it is built on fear but if built on a mutual positive way it might 

make things work smoother and also be an advantage when doing a turnaround.  

 

The lowest average score was only 1,8, which is below “sometimes”. The question was “Encourages 

understanding of points of view of other members”. Together with question 8 (2,0) this question can be 

expressed as a feeling of distance between the chief administrator and the managers and the rest of the 

employees. Of course, it is not easy for a chief administrator who runs an administration with above 1400 co-

workers to be close to everyone, to be visible, to interfere in the daily activities or communicate with everyone. 

But a little bit more of “Management by walking around” could at least create a feeling of participation. If it is 

not possible to be more physical close, communication through managers could and should be improved. If the 

chief administrator increases her understanding for the managers and other members’ daily activities and 

struggling, probably much of the experienced distance would disappear.  

 
5.2 Each respondent’s score 

 
After the analysis of each answer we now take a closer look on how each respondent has answered the 17 

questions/statements, in order to look at the differences how they feel about the chief administrator. In average, 

with 16 respondents, the score was 40,6, and according to the questionnaire it means the chief administrator has 

a little bit above-average charisma (37-50). But the result point out quite large differences between each 

respondent, from 25 to 63. There are five respondents/managers who have given the total score under 30 and 

four respondents that have given above 51 (highly charismatic). 

 

None of the respondents believe the chief administrator has below-average charisma, which can be interpreted as 

a feeling the organization actually has a charismatic leader. In total, all respondents feel that the chief 

administrator has about average charisma to highly charismatic. Six of the respondents have scored “about-
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average” charisma, which is 37,5 %. The percentage might be low according to the beliefs before I started this 

study, but if we consider those who believe the chief administrator has above average and is highly charismatic 

the percentage is thus 62,5 %, which is closer to my belief before starting this study.  

 

When analysing each respondent and how they have answered the questions it is difficult to see any clear 

patterns. What is possible to see however is that, the respondent who gave the highest total score, 63, did not 

give any figures below 3. The second and third highest total score include one respective three 2’s. The 

respondent with the lowest total score, 25, included ten 1’s, only one 3 and none 4. The respondent with the 

second lowest total score, 26, included nine 1’s and also only one 3.  

 

The one respondent who have most spread in its answers gave the total score of 29. This respondent/manager 

gave 0 on three statements; 3 (is a model for me to follow), 5 (I am ready to trust her capacity and judgment to 

overcome any obstacle) and 7 (makes me proud to be associated with her). Obviously, this manager does not, on 

these questions, agree at all. On statement/question 17 though, this respondent gave a 4 (Makes everyone around 

her enthusiastic about assignments).  

 

What is positive is it seem the respondents have taken time to fill in the questionnaire properly and read all the 

questions before answering. Something really interesting is the difference and the spread among the 

respondents/managers about how they feel about the chief administrator. It is truly a heterogeneous group who 

are managers within the administration. Their opinions, whether the chief administrator is an average or highly 

charismatic leader, might not cause a problem for the organization since all of them in some sense have an 

agreement that she in fact is charismatic. Their opinion on each question though differ in a way it is difficult to 

have a clear line how the respondents experience the chief administrator.  

 
5.2.1 The Score today compared to previous years 
 
To get a picture of how the managers experience the charisma today compared to previous years (5 years back in 

time), also with another chief administrator I wanted in this study the managers/respondents also to score, in a 

summary, if the charisma was lower or higher than today. All managers have not been employed for 5 years so 

for some of them only a few years have been scored or compared.  

 

In general we can see that the total score previous years, compared to today, is lower. Five managers have scored 

0 or 1 for four respective five years ago. One manager has scored 2 for the same years and two respondents have 

scored 4 for the same period. In that we can conclude the present chief administrator has a little more charisma 

than previous chief administrator. The present chief administrator has been employed since January 2004 and 

even if the evidence that she has more charisma than previous chief administrator is small we can conclude this 

is the fact. If we look at the average for each year we see the differences are small: 

 

1 year ago 2 years ago 3 years ago 4 years ago 5 years ago 

      2,33         2,25        2,30        2,10       2,00 
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The score interpretation is 0 – 1 “The result is below compared to today”, 2 “The result is on the same level 

compared to today” and 3 – 4 “The result is above compared to today”. With this in mind we see the score is on 

level compared to today but it is a little bit higher than four and five years ago. It was at that time the previous 

chief administrator worked in the organization. Three years ago, it was a temporary solution, when the manager 

of the elderly department temporary filled this place.  

 

When looking at the answers and result we can see the temporary chief administrator has about the same level of 

charisma as today and as the present chief administrator. But one has to remember the fact the temporary 

manager did not has the purpose to do a turnaround, did not has full responsibility and also did not has to 

struggle too hard with the economy. The task for the temporary chief administrator was, in principal, to hold the 

position until the recruitment of the permanent chief administrator was done and finished.  

 
5.3 The economy in the administration 

 

The figures for the administration of care are those presented when the books were closed and the result for each 

year was finished. A problem with the figures is that they reflect the differences between budget and actual 

outcome, which means, that no matter how hard the management and the administration works, if the budget is 

not accurately accounted, or the politicians do not meet the demands that exists or increases, the budget and the 

outcome do not properly reflect the reality. As mentioned in the theory chapter, a budget in balance is seen as the 

measure on economic efficiency, so in that sense the administration for care the year 2005 achieved economic 

efficiency for the first time in many years.  

 

For instance, the budget for 2004 was in millions skr 548 and the outcome was 562. The same for 2005 was 

budget 562 and the outcome 559. What the figures tells us is that we used 14 millions skr more resources than 

budget in 2004, and 3 millions skr less resources than budget in 2005. It does not though tell us if the budget was 

correct accounted. Maybe the activities were more effective in 2004 compared to 2005 but circumstances outside 

our control in the end reflected a budget frame, which was not enough, and consequently the administration 

showed a deficit. At the end of the year it could be a lot of extra costs the management did not count on when the 

budget first were presented, half a year before the new budget year started.  

 

Since the total budget frame is over half a billion skr, 14 million skr in deficit is not much compared to the total, 

but still a lot of money. The divergences for the actual years in percent are as follows: 

 

  2001   2002   2003   2004  2005 

 -0,73% -2,39% -4,49% -2,59% 0,52%  

 

In a budget which has a turnaround of over 500 millions skr it is easy to see how a few percents in divergences 

will make millions. Since most of these millions are costs for labour, it is there the management has to try to 

rationalize. Of course there are some costs for buildings, technical equipment, cars, articles of consumptions 

etcetera but these costs are small in comparison to costs for labour. So one move to turnaround the economy is to 

cut off staff. This was done in 2004 when about 100 employees were told they should be fired. The work with 
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lay offs took a lot of energy and frustration since no one was familiar with this kind of assignment. There was no 

tradition with lay offs within the organization and consequently it took longer and demanded more energy than 

expected. In the end, there were not 100 persons who had to quit; instead solutions to decrease the number of 

employees were made in a more positive manner. Some get the opportunity to retire, some get the opportunity to 

quit with a bonus, and some choose to quit by their selves.  So the negative aspects of the lay offs were not that 

bad, on the contrary, the work gave a lot of positive effects and one of the most positive effects was that now for 

the first time a crisis consciousnesses arose. There had been bad times even in the past but then the problems 

with the economy were solved with extra resources that were transferred to the administration. This would not 

happen again - from now the administration has to solve its own economical problems.  

 

The work with lay offs, consequently, lead to a rationalization within all areas, every crone spend were counted 

and questioned. The managers and other subordinates started to realize it this time now was serious, and 

therefore everyone started to use the resources in a more careful manner. The comprehensive work paid off 

during 2004 and even more during 2005. Even if many employees are getting tired of all the rationalizations that 

take place they still work hard to reach the expressed goal for 2006, which is a budget in balance.  

 

5.4 The Statistical approach 
 
Now when I do the statistical approach to see if there are any statistical relationship between the variables, i.e. 

charisma and budget in balance, both for this year and previous years I use the regression analysis. The material 

is not that large so a statistical approach is necessary to see eventual relationship but it is interesting to use this 

method, for instance, to prepare for further studies in the future.  

 

 

The calculation shows a negative correlation of R -0,17.  

 

 
This is not the answer I hoped for in my hypothesis about the correlations. I hoped there would be a positive 

correlation between a charismatic leader and economic efficiency, i.e. a budget in balance. The calculation 

showed a negative correlation coefficient of R –0,17, which is far from my hypothesis and expectations. With 

more material to work on, with more respondents maybe the figures would be different, but this is only 

speculation. Even if the statistical approach did not helped me in my study, I can still see many contributions 

with a transformational leadership, charisma and its impact on economic performance.  

 
5.5 Correlations between charisma and budget in balance? 

 
The material is of the size so it is easy to handle without any statistical or mathematical methods, but it is always 

an advantage to use a statistical approach when doing a quantitative investigation. According to the presented 

material and answers, we could have easily figured out the results of the study without statistics. We can from 

the material see that the current chief administrator has charismatic skills and we can see she has accomplished 

with the mission i.e. in only two years, to do a turnaround and succeed with having the budget in balance.  
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                      1 year ago 2 years ago 3 years ago 4 years ago 5 years ago 

Mean value on charisma        2,33         2,25        2,30        2,10       2,00 

Costs/budget %     0,52 %      -2,59 %              -4,49 %      -2,39 %             -0,73 % 

 

Table 3: Correlations between charisma and budget in balance 

 
In this simple table we can see there are no clear relationship between charisma and budget in balance but we 

can imagine the fact there are some clues. For instance we see, 1 year ago, the mean value of charisma were 2,33 

and at the same time the budget compared to actual costs show a surplus with 0,52 %. Two years ago, when the 

current chief administrator was employed the mean value on charisma was 2,25 and the budget showed a deficit 

on 2,59 %. This is not a visible correlation compared to 1 year ago but it was two years ago all of the hard works 

started. If nothing had been done at that time, and the administration was allowed to still bleeding, the 

costs/budget, would probably been even worse. Interesting to see is, the mean value for the temporary chief 

administrator, which was 2,30 (three years ago) and at the same time costs/budget was –4,49 %. My hypothesis 

with the positive effects on performance and economy seem to be reversal. At first look maybe I have to 

reconsider my hypothesis a little but I can still feel there are evidence on a correlation between charisma and 

economic performance. When looking at the last two years we can see the mean value are lower, 2,10 and 2,00 

and the budget/costs in percent are –2,39 respective –0,73. What we should remember though is the large 

increase in the need and demand a few years back in time, which was described earlier without any substantial 

increase in resources. So in that sense, if the turnaround never had started the budget deficit probably would be 

larger compared to actual results.  

5.6 How to use the result of the questionnaire 
 
The result is weak but the study show there is, according to the respondents, a charismatic chief administrator 

that runs the administration for care. For her to do now is to maintain those results, both through continuity in 

showing good economic performance but also to lift forward the good results that so far have been attained. I 

also suggest her to thoroughly communicate it internally as well as externally. It is important though, to not only 

focus on the economical aspects but also on the quality of the activities.  

 

The first step to form a culture has been taken, which the employees, the politicians and also the inhabitants can 

remember and relate to in the future. In the long run this will develop and strengthen the organizational culture. 

The chief administrator now has the opportunity to, both in words and action, show all the involved that 

everyone has part of the positive turnaround, including herself and the management group.  

 

To move on, take another step, I would recommend the chief administrator to be more visible “on the floor”, 

practice management by walking around, visit the units, talk to the managers and the employees. By involving 

the subordinates she encourage them to not only be part of the problem, but also be part of the solution. This I 

believe will also strengthen the loyalty further and also increase the morale among all employees.  
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6. CONCLUSIONS 
 

Despite this investigation about charisma, charismatic leaders and their contribution to the performance in 

organizations one have to remember the fact it is the people inside the organizations that do the job, Those who 

actually work there and execute all the decisions should also receive credit. Without them all the charisma is, if 

not worthless, at least not that important. So in this sense it is a kind of mutual agreement where the leader is 

charismatic and the employees accept and follow the leader and her ideas. Together, both the leader and the 

employees can achieve a lot when implementing the formulated strategies. 

 

For the first time in the organization one can see a collective grip on the activities and that the politicians and 

management group within the administration now realise that the activities cannot go on as they used to when 

looking in the mirror. But this is not an easy journey, when considering the findings on the questionnaire, there 

are a lot of tensions and some do not feel comfortable with this new situation. Some like it as it was before and 

probably miss the old times, other realize that the old times never will come back and therefore try to do the best 

of the situation, and some feel it is about time to do something at the bleeding organization and the unstructured 

activities. They probably feel so since they also are taxpayers and want the taxes they pay should be used as 

good and effective as possible. However, the employees who feel this way do it because it is changing times and 

not all feel all right with it, and that is something, which can be very stressful for some employee. Therefore it is 

important that all feelings are catch and considerate. It is important the chief administrator accepts other opinions 

and relies on her talent and competence to meet and overcome those negative feelings, which actually exists 

among managers.  

 

Earlier it was more important with technical skills to perform well but it has changed to a more of people skill to 

be successful. An organization to be successful, need skilled, loyal, interested and engaged employees to achieve 

its operational and strategic goals. The leaders role is to force the subordinate to achieve those goals and with a 

charismatic leader this work would be easier. But, the subordinates cannot be fooled, so if the charisma or the 

charismatic style is not genuine, the subordinates will discover it and the positive effects will disappear and can 

even be devastated for the entire organization. This was also described in the theoretical framework.  

6.1 Conclusions from the questionnaire 
 
I believe the questionnaire used was relevant for the study and I also believe it fulfilled its purpose, which was to 

measure if the current chief administrator is charismatic or not. It is always difficult to measure and quantify 

feelings and one can never be really sure the respondents express their true feelings. The validity of using the 

questionnaire I though believe is high, since the instrument does not have any open questions, which have to be 

interpreted and closely and comprehensive analysed. So in that sense the instrument and the survey has a high 

validity, then maybe other questions could be used to study the same phenomenon but I believe the creator of the 

instrument has done a good job to cover all the important aspects of charisma. When it comes to the instruments 

reliability it is more difficult to know if the reliability is high or not, since it in much depends on the actual 

respondents. Do they answer as they feel or do they try to manipulate the study or are they afraid of not being 

anonymous? These questions can have impact on the reliability. 
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Another important possibility to the reliability is the language and the meaning of words. The instrument is 

developed in United States and meant for the market “over there”, and this study deal with Swedish conditions, a 

Swedish organization and a Swedish leader. To make it easier for the managers who should answer the 

questionnaire I interpreted the instrument from English to Swedish. I did it carefully so the meaning of each 

question did not get lost. I think this increased the answer ratio since I know some of the managers are not 

familiar with business English. If I had not interpreted the instrument and the managers still would have 

answered the questions I am afraid some of them would have misunderstand some of the questions/statements.  

The interpreted questionnaire can be found in Appendix A2.  

 

6.2 Charismatic chief administrator? 
 
When looking back at the results, according to the statements in the questionnaire, and the average score of 

charisma, we can conclude the chief administrator is a charismatic leader. She received a mean value of 40,6, 

which is above-average charisma. Since the score for above-average charisma is between 37-50 it is a few points 

over the lower limit. If we draw another conclusion from the material it would be – the administration have been 

successful in the recruiting process when they employed the current chief administrator.  

 

The current chief administrator has, according to this study and answers on the questionnaire, most of the 

following charisma characteristics: 

 

-Are respected by her subordinates 

-Makes people around her to feel good 

-The subordinates trust her capacity and judgment 

-Inspires the loyalty for the organization 

-The managers have faith in her.  

-Is a model to follow 

-Give a sense of an overall purpose 

 

The following is also important characteristics in charismatic leadership and was described in the theoretical 

framework, but for the chief administrator they are weaker: 

  

-Do not encourage understanding of points of view of other members 

-She has not a special gift for seeing what is really important for the managers to consider 

-She does not increase the managers’ optimism about the future 

-She does not encourage the managers to express their ideas and opinions.  

 

The characteristics which the chief administrator are not so strong at, can though be developed further if she 

think or consider them important to develop, which could be an advantage when the work with restructuring the 

organization and economy continuous. These four characteristics which gave quite a low average score is also 

important in the concept of transformational leadership, or charisma and especially when the organization is 

facing a major turnaround, where all activities and resources shall be handled and reallocated with strength and 
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resolution. Under these circumstances, to not listen or encourage opinions from subordinate might be a mistake. 

It is ultimately the politicians and the chief administrator who has the responsibility for the turnaround and 

restructuring but if the other subordinates or managers do not feel participate in the work they shall execute, it is 

not certain the outcome will be so strong or well done as expected or wanted.  

 

Another interesting aspects of the outcome of charismatic leadership, is the leaders ability to deal with frustration 

and stress within the organization. According to Bass and Riggio,110 this is an important issue for the 

transformational leader and which can have effect in the entire organization. The administration for care has 

many years suffered from ineffective activities, bad performance and economic deficits. When the decision to 

restructure the department for elderly care, many became scared, frustrated, alienated and stressed and 

consequently the turnaround took a lot of energy from all employees. With a charismatic chief administrator this 

stress and frustration can be, if not eliminated, at least decreased. With a vision of the future, showing the good 

examples, and emphasize the feeling of an organization which is on track again, the work can continue with less 

resistance. With this in mind the chief administrator has to further develop the characteristics that, according to 

the findings, are weaker.  

 

6.3 The study 
 
To summarize the study we can now again see the model that I first presented in the introduction chapter. What 

the model now tells us is that the administration, according to 16 respondents, has a charismatic chief 

administrator and that she for 2005 achieved the expressed goal to have a budget in balance. She has also, in 

much, succeeded in doing a turnaround, i.e. to force all subordinates to do what they ought to do, which is to 

focus on economy without loosing too much in quality and without deteriorating the working environment too 

much. Through her charismatic leadership style and strong emphasis on important issues she has accomplished 

to improve the activities in a way so the economic efficiency increased. 

 

 

 

 

 

 
Figure 11: The model once again 

 
The main purpose in this thesis – to investigate “The concept of Transformational leadership and its impact 

on economic results” – have been studied. Even if the evidence is weak I believe such a relationship actually 

exists, yet not strong enough to see them as facts without more research.   

 
When we look at the other purposes I wanted to describe I can feel this have been fulfilled, which I explain in the 

following:  

                                                
110 Bass and Riggio, 2005, p. 57 ff 
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• The department for elderly care in Skövde has a transformational leader! The result has shown 

this is the case; especially when looking to which degree the chief administrator is a 

charismatic leader. 

 

• I believe it is possible to accurately measure transformational leadership! Even if this pilot 

study did not show any clear evidence for this, previous research had done similar but more 

comprehensive studies with positive results. Some researcher probably will not agree to this 

and the main reason for that is maybe different methodological scholars. 

 

• Is there any empirical evidence of correlations between transformational leadership and 

economic efficiency and is it possible to quantify such a relationship? This study shows some, 

but weak, correlation, which means further research, have to be done before this can be some 

proof with any substantial. I believe, though, it is possible to quantify eventual relationship, 

but it should be done with care, since there can be a lot of other aspects, besides a charismatic 

leadership that have impact on economic efficiency. 

 

• Describe the conditions under which management and politicians work in when allocating the 

existing recourses. Public organizations differ from a private business, but when it comes to 

allocation of resources they often face the same problems. They want a larger output than 

input. This has clearly been described in this study. 

 

• If transformational leadership have other benefits on an organization besides economic 

efficiency? The study has proved that transformational leadership and charisma is very useful 

in organizations, especially when restructuring and doing a turnaround. The transformational 

leader can have influence in behaviour, act as a culture creator, as a culture carrier, create 

visions about the future, so of course there are a lot of benefits to the organization and to those 

who works there. This has also been thoroughly described in the study, both explicitly and 

implicitly. 

 

When it comes to the investigation according to the problem “Is there any correlation between 

transformational leadership and economic efficiency?” the result of the study is not too positive. The study 

has showed that the chief administrator in general was charismatic, however, the spread between the opinions of 

respondents/managers were large so it is not possible to conclude the results as facts. When thinking of previous 

years compared to today some respondents felt the current and present chief administrator is much more 

charismatic but others felt the opposite, which made the average result not as high as expected. This thus made 

the correlation a little bit of a disappointment.  

 

A fact, however, is that the study has showed an interesting area for further studies. Transformational leadership 

and charisma can have a positive impact on the activities within organizations, and even on economic 
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performance. This pilot study has, even if the evidence is vague; point out that this area of research is interesting 

and that future studies might find new and more evidence.  

 

With the right focus, using the existing resources in the best manner and with motivated employees and 

dedicated management it is possible to do a turnaround, i.e. change an economic deficit to a surplus.  

 

There are unfortunately some dark clouds concerning the economy, which can be observed. For instance the 

budget for 2007 and especially 2008 will as it looks right now not be in balance. There are needs and demands, 

which have been pushed on the future but now must be realized. The scarcity is for 2007 about 3 millions skr 

and for 2008 almost 18 millions skr. So, consequently a lot of hard work has still to be done.  

 

Even if this pilot study mainly focused on transformational leadership and its eventual relationship with 

economic efficiency one cannot, to be successful, forget the aspects of the services quality and customer value. If 

only focus on economic issues and cutting costs it is likely that the organization in the long run will be captured 

in the strategic trap, which I described under 3.9.2.  

 

6.3.1 The Method 
 

When starting the work with this thesis I was a little bit confused which method to use or which method was 

most appropriate according to the study I wanted to do. After a while I felt the hermeneutic approach would not 

help me since I did not have the time needed and I also wanted to be as accurate as possible which I felt the 

hermeneutic method was not in the type of study I wanted to do. I then decided to use a quantitative method and 

the one I started with was the positivistic one.   

 

During the spring when the work prolonged, I felt the chosen method might not give me all the answers I 

wanted. So in the end I can now feel my study, observations and conclusions have a mix of more than one 

method. The method actually used is some sort of triangulation, where I used a quantitative method but then 

interpreted the answers. A reason to this might be because I am a member of the administration and have inside 

information. I have been aware of this dilemma but thought I could stay objective and only rely on the quantified 

results. Hopefully, which I also believe, I have succeeded with this but it probably led to the use of different 

methods.  

 

My thesis supervisor, Thomas Danborg, has during the study given me some advice and also enlightened me in 

some matters so I got on track again when my reasoning and discussions fell outside the frames. 
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7. COMMENTS 
 
It is not necessary there always is the talent manager or positive leadership skills, which make an administration 

or organization successful. Of course the employees contributions also are important. In Hjo (a neighbour 

community, 25 km from Skövde) the administration for care also, 2005, succeeded with a budget in balance.111 

However, it seems the prescription there was hard work and hard work. For 2006 the responsible believe there 

will be a deficit of about 3 million skr and the reasons to the bad economic result is, according to an expressed 

statement, outside of their control. The chief administrator in Hjo also argue for the difficulties to rationalize 

more in the direct activities, instead they now have to make the politicians more aware of the need for extra 

resources. It seem they struggle with the same problems as Skövde, and of course many other cities and 

communities. When doing this study I started with a hypothesis, which in some aspects have been confirmed, but 

not in other aspects. The most difficult with this study was to interpret how much of the relationship depends on 

the efforts of the chief administrator and how much depends on other steps and measures. It would be interesting 

to do a follow-up in a year or two. 

 

Since this was a pilot study, future studies can, for instance, considerate the following: 

 

• Do more similar studies to improve or disapprove the empiric evidence of the relationship between 

charisma and economic efficiency 

• In future studies only concern about the presence or absence of charismatic leadership in organizations 

• Do a broader study of the phenomenon that in holds many organizations in the same area 

• Develop instruments to find leaders with charisma when recruiting 

• Finding ways to locate and encourage people with charisma inside the organizations  

• Research or studies to see if there are any differences in transformational leadership and charisma 

depending on gender, i.e. in male or female leadership style.  

 
It would be an advantage for further research and investigation, if the questionnaire and the used model will be 

used on a broader range, with more managers, more studied objects and also during a longer period. This can 

contribute to new knowledge, understanding and new ways of recruiting and develop managers and leaders.  

 

 

 

 

 

 

 

                                                
111 SLA, 19 juni 2006, p. 19 
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APPENDIX A.1 
 

A.1.1 Skövde Kommun 
 

The town of Skövde, with its population of around 50 000 is conveniently situated between west Europe’s two 
largest lakes, at the foot of the flat-topped hill Billingen. The town is the hub of a region that has around 200 000 
inhabitants. Skövde is conveniently situated on the main train line. This means that it is only one hour from 
Gothenburg and two hours from Stockholm by train. The main sources of employment in the area are the two 
Volvo engine plants, the regional hospital, the Ministry of Defense and the Local Authority. There are also many 
people who work with education and training, in both the public and the private sectors.  
  

Local self-government has a long tradition in Sweden. Strong emphasis is placed on the importance of providing 
local inhabitants with opportunities to monitor and influence the decision-making process. The right wing is in 
majority in Skövde municipal council. It consists of 61 members. The council establishes local policies, sets the 
budget and local income tax rate. It also decides what committees there should be as well as their structure and 
operating methods. The municipal council executive committee of Skövde is supervising the administration of 
the local government affairs. The committees also keep it informed about the activities of all the other 
specialized committees in order to draft the general budget. There are nine specialized committees as well as six 
geographically subdivided municipal committees. 
 

A.1.2 Organization 
 

Below the community’s organizational chart is presented (in Swedish). The municipal council executive 
committee of Skövde is supervising the administration of the local government affairs. There are nine 
specialized committees as well as six geographically subdivided municipal committees. Since it is a political 
ruled organization it is the respective committee who has the responsibility for the activities. However, the 
politicians do not interfere in the daily activities. The administration for elderly care is one of the largest 
administrations in the whole organization.   

 
Figure 12: Organizational chart for Skövde Kommun 
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A.1.2.1 One of the biggest employers in Skövde 
  

More than 4 000 employees in almost all areas in the society contribute each and one to make Skövde to a good 
city to live in.  The responsibility for our employees is wide. It is a question of success and future for the 
community to continue to develop competence, work spirit, satisfaction and safety on our working places.  
 
For growth and renewal in the region we work across the lines with the business companies, the public life and 
the social economy. Alone is not strong and therefore, the municipalities in Skaraborg co-operate in the common 
organization Skaraborgssamverkan.”   
 

A.1.3 The products and services 
 
As in almost every town, Skövde’s area of responsibilities and tasks is to provide information, service and help 
in mainly the following areas and issues: Public works, Environmental health, Elderly care, Planning and 
building, Leisure and recreation, Cultural affairs, Social services, Schools and Education. The service and 
activities is mainly financed through taxes, some contributions come from the government and some from the 
inhabitants who pay for services they use, for instance childcare. Because of the similarities with other towns, 
Skövde is trying to differentiate, to lift forward the things that make people move in, live, work and stay. Skövde 
sees itself as the regions capital city, almost 50 000 inhabitants and have a strategic location in Skaraborg, 
between the two lakes Vättern and Vänern.  
 

Skövde has a plan to develop the town and one can read about it in the folder Vision and Strategy, validity 
development Skövde 2000, in Swedish “Vision och Strategi – Hållbar utveckling Skövde 2000”. The aspects that 
the document focus on is as follows: 
 
Skövde needs a vision because all of those who live here expect a long run future responsibility from the town’s 
political management. Therefore the town’s wishes, direction and goal shall be expressed in a long termed 
vision. Through the vision we can increase the common consciousness about future and the environment and 
through this create a broad engagement. In this way we increase the possibilities to reach the up drawn goals. 
The essence of the vision is as follow:  
 
We shall profile Skövde and make a plan that states how we shall bring the message to the inhabitants and the 
environment. Possible tools are for instance a paper for households, information and discussions through the 
homepage on Internet, future days in the city hall and marketing further. External marketing activities shall 
be directed and based on targeting group thinking.  
 

A.1.3.1 The community’s SWOT-analysis 
 
SWOT-analysis is at tool for organizations to define its strengths, weaknesses, opportunities and Threats, 
specially compared to other organizations.112 The analysis should be dynamic in the sense, to be really useful; it 
also will have a judgment about the future. 
 
In the document “Budget- and activity plan 2005-2007”, the reader can observe the SWOT-analyze which has 
been made for Skövde Kommun: 
 

Strengths 
• The engagement and broad competence by the personnel 
• Excellent and attractive plants that satisfy the most events 
• Skövde is an established school city with good reputation 
• Suitable rooms with good standard within most activities 

 
Weaknesses 

• Recruiting problems within several areas of work 
• Competence renewal can be better 
• Inadequate internal co-operation 

                                                
112 Bengtsson/Skärvad, 2001, p. 23 
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• Personnel recruiting strategy is missing 
• Existing vision and strategy has not been reconsidered in several years 

 
Opportunities 

• New technique give possibilities to extended service 
• Developing the supply of arrangements 
• Marketing of Skövde as a place to meet 
• Developing of the co-operation with different partners 
• Skövde can be developed to a regional center 
• Be sharp to those we are for 

 
Threats 

• The working tasks are managed and increases through new directives/legislations from central/regional 
authorities without bringing new resources 

• Lack of land for expansion 
• Bad knowledge of the environment 
• Bad economic growth 
• Unhealthy in working life 
• Lack of priorities 

 

A.1.4 Economy 
 

The economy in the community was 2002 and 2003 negative, with a turnaround in 2004.   
The development of the economy has been, in millions skr: 
  

2001 2002 2003 2004 2005  

Result: +36,0 -5,5 -54,5 +40,3 +46,4 

 

It was a tremendous turnaround from 2003 to 2004, with 100 million-skr improvements. It was not a one-year 
happening since 2005 continued in the same direction. With this surplus there are many demands from the 
citizens and some political parties. The citizens want increased service or lower taxes, and some political parties 
want to consolidate the economy for the future.  
 

A.1.5 The administration for care and department for elderly care 
 

The politicians in the committee for care are responsible for the elderly care in Skövde Kommun, but the 
management board with the chief administrator has the role to execute the decisions of the politicians. This is the 
political model in Sweden. In reality, most of the initiative to decisions is actually taken by the management 
board and the politicians receive a foundation or suggestion so they can take a decision, which has already been 
taken. This can seem strange but the politicians can’t be involved or have knowledge of all activities  
 
The administration for care (elderly and handicapped) is responsible for contribution to elderly and handicapped 
and the activities are mainly managed from “Socialtjänstlagen (SoL)”, “Lagen om stöd och service till vissa 
funktionshindrade (LSS)” and “Hälso- och sjukvårdslagen (HSL)”. 
  
The administration has about 1 440 employees and most of them are women, about 1 300. Most of the works are 
performed by medical educated women and men such as nurses, assistant nurses and personal assistants and 
similar. The administration is divided in two departments, one for elderly care, which has about 1.000 
employees, and one for handicapped care, which has about 400 employees. Most of the employees are directly 
involved in the direct care and service to the elderly. To support the departments and the employees there are 
also functions for economy, personnel, planning and development.  
 
The administration offer and provide services in a long range of activities, such as; senior apartments, home for 
aged, rehabilitation, activation, training, day centres, leisure, transportation, assistance, consulting, alarms, 
homecare, technical equipments etc. It is an expressed goal that the individual and individual needs shall be in 
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centre and treated with respect and with consideration to the individual’s integrity. All this is with the purpose to 
help the elderly to live as normal as possible and with a high quality of life. 
 

A.1.5.1 Organization 
 

Below the organizational chart for the administration of care is presented. As one can see, the Chief 
administrator (Förvaltningschef) has nine subordinates/managers who report directly to her. The two department 
managers have in turn several units with first-line managers. The manager for the department of elderly care has 
26 directly reporting first-line managers. The manager for the department of handicapped people has 21, so 
together they have 47 first-line managers working. At the bottom one can see there is a recruiting center 
(Vakansförmedling), which is a unit that serve the whole administration with temporary employees when 
needed. 
 

 
Figure 13: Organizational chart for the administration of care 
 
 
The whole organization has about 1440 employees and about 150 of the total are so called white-collars, i.e. they 
are not directly involved in the caring activities. During 2005 it was a large reorganization, where new units were 
created. For instance, a new food-unit, a new unit for nurses, a new function that shall work with development 
more strategically. These functions main purpose is to support the other units and functions.  
 
A.1.5.2 Economy in the administration for care 
 

The administration has a total budget of about 600 millions skr, so it is a large organization and most of it is 
salaries, i.e. costs for employees. So, the organization is truly a labour-intensive organization.  
 
The administration for care has been struggling with deficits since 1996. Crisis conciseness did not exist within 
the organization and nor employee or politicians did not take the necessary steps to stop the department from 
bleeding. So, in 2002 the politicians in Skövde took the decision to restructure the elderly care. One purpose was 
that in the future the elderly should live longer in their own houses and departments. Another purpose, probably 
the strongest, was economy. The reason was that the budget for the elderly care had not been in balance for 
several years, instead the deficit had been larger and larger for every year. 
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The first positive result in many years was 2005 which appeared a surplus of about skr 3 millions. The turning 
point was 2004 when the restructuring and the hard work started to pay off. Unfortunately, the administration 
needed more time to adapt and reorganize so 2004, despite all the effort, ended with a deficit. A strongly 
expressed goal for 2006 is to have a budget in balance and for the first quarter 2006 the prognosis looks positive.  
 

The department for handicapped has in principal a budget in balance. But the reason to this is not because of 
focus on economic efficiency or respect for budget, instead the reason is mostly because of the legislation that 
demands the organization to fulfil all its obligations according to the law (LSS). This means also that resources 
from the department for elderly care have been transformed to the department for handicapped. The consequence 
of this is, even if much of the economical problems occur in one department, the other has to pay. 
 
The administration as an entity has 2005 shown great budget respect. The costs are about 1,7 million skr below 
budget and the revenue is about 1,2 million skr above the budget. For the first time since 1996 the 
administrations show a surplus.  
 

Through a large amount of activities the costs have been decreased with about 18 millions skr from 2004 to 
2005. The savings can be found in all areas; the administration, through a more effective recruitment of 
temporary staff, through new more effective and powerful IT-system that helps the managers to run their 
activities in a more effective way. Also a lay off by 100 employees during 2004 helped the administration to get 
control of the costs. The lay off in itself did not save that much money but it has a strong symbol value since 
everyone then knew it now was serious times.  
 
Unfortunately, even if the organization now is on the right track, there are still many problems. The needs and 
demands for care are increasing and the politicians have also decided that old deficits shall be paid back. The old 
accumulated deficits, 23 millions skr, are therefore a kind of a heavy “rucksack” which the management has to 
carry for years. However, the management hope that the remaining old deficit should be repaid in 2008 when the 
restructuring is completed. 
 

A.1.5.3 The new direction 
 
As mentioned, the transformation and restructuring of the administration accelerated during 2005 and an 
important reason to this was a consultant (Jan-Inge Hansson) from Öhrlings Price Water House Cooper – 
KomRev. The chief administrator took initiative to invite the consultant and the consultants mission was to 
develop and strengthen the management board to increase its performance and team spirit. Previously the 
management board was seven individuals, working for their own best and now the goal was to work together and 
support the chief administrator.113 The development program started in 2004 and last for almost a year. During 
this time it was a lot of frustration, anger, tension, but also laughs, discussions, ideas and strength. The program 
was successful and the management board now work as a team and stand behind the chief administrator. The 
program was necessary to succeed with the transformation of the administration. After the program, the 
management board should work more with strategic issues, follow the performance of the administration and to 
make sure the decisions are followed and implemented. So, even the management board had to transform. 
 
In May 2006, the chief administrator gathered all the managers to inform about the transformation, what has 
been done and what to come. The meeting could be seen as a symbol of action where the new direction was 
presented. With words and a few overhead pictures the chief administrator tried to convince the managers that a 
new future was around the corner. It was presented in a few steps and simple messages. 
 
 
 
 
 
 
 
 
 

                                                
113 Uppdrag, mål och handlingsprogram för ledningsgruppen Omvårdnadsförvaltningen Skövde Kommun, 2005. 
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Step 1. 
1996-2004 – deficits 
2005 – a surplus 
Prognosis 1 for 2006, a budget in balance 
 
WE RUN THE ACTIVITIES WITHIN THE BUDGET FRAME! 
 
Step 2. 
Develop the plan for activities 
The political boards shall develop an activity plan within the frames and within the investment budget, which the 
political authority board has decided.  
The activity plan shall in the long run be seen as the only management document and all the others shall have a 
supporting role.  
 
THE BASIS IN ALL THE ACTIVITIES IS THE BASIC VALUES 
………….. 
Management and follow-ups: 
 
The activities are in harmony with the recourses 
A new system for resource allocation has been implemented 
Recruitment of one more accountant to help the managers 
The “map” helps us to truly follow the economy 
 
The well functioning organization…is based on…: 
 
Shared values 
Shared goals 
Participation and understanding 

We all see our contribution to the whole i.e. is part of the results, which lead us to… the fact that we have an 
identity and an ability to deal with our development. 
 
Now, we go…. 
 
From  To 
Goals  result 
What is missing  what we have 
Keep budget  what we got for the money 
Passive victim  Active employee’s 
Tradition  Renewal and development 
Low profile  Proudness 
The present  the future 
 

 

The presentation and messages had quite a strong affect on the managers since it now stood clear to them that the 
past no longer did exist; no matter how much they wanted it. It was now new times; new efforts and they have to 
adapt themselves to these new times.  
 

A.1.5.4 Budget and activity plan 2007, 2008 and 2009 
 

In the document “Budget- och verksamhetsplan för Omvårdnadsnämnden åren 2007, 2008 och 2009” (Budget – 
and activity plan for 2007, 2008 and 2009) the reader can observe the administrations goals, vision, activities and 
plans for action the three years to come. The document describes the two departments, for elderly and for 
handicapped and the focus is on the elderly since these activities demands most of the resources. This document 
should be seen as the administrations general view of the activities.  
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The basic values in the administration are:  

 

• Safety 

• Responsibility 

• Respectful treatment 

 

These are the external values i.e. how the employee’s should see the caretaker. In fall 2006 the point is, the same 
should be developed and implemented internally, i.e. to develop values, which should be implemented inside the 
organization with a purpose to strengthen the culture.  
 

In the budget and activity plan one can read the managements vision about the future: 

 

“Those who need different kinds of care or other support in their daily life should as far as 
possible have the possibility to live as independent and full worthy citizens in the society”.  
 

 
The document further describe how the need and demand probably will increase in the future and that these 
needs and demands will give consequences on the activities of the administration. Since the recourses are 
limited, both now and in the future, other actions also have to be done. The administration have to use the 
resources more carefully, educate all employee’s in new thinking where respect for budget and the economy 
have to increase. This mean, for instance, that other ways to organize the units and staff to meet the demand has 
to be done, other ways of scheduling, other achievements than today and previous.  
 

The administration has also made a SWOT analyse and it is as follow: 

 

Strengths 
• Development against a structure, which is better adapted to the needs of the individual.   
• High competence within the administration. 
• Effective substitute recruitment 
• Budget in balance 

 
Weaknesses 

• Difficult to change old patterns 
• Statically schedules decreases the possibilities to run the activities effectively 
• High level of sickness 

 

Threats 
• Future recruitments of competence 
• Increased needs and demands concerning social psychiatry 
• Increase needs because of medical development 
 

Opportunities 
• Competence development of the employee’s 
• Rehabilitating achievements and activating behavior will decrease the needs for care and 

consequently better quality of life  
 

This swot-analysis was made 2005 and is still of interest. However, some of the points are now actually obsolete, 
so the swot analysis has to be revised in a few years. That is a work for the management board.  
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APPENDIX A.2 
 
Hej!    
 
Jag är I slutfasen av min MBA-utbildning vid Blekinge Tekniska Högskola och har endast projektarbetet kvar. 
MBA-utbildning är en internationell påbyggnadsutbildning i ekonomi och management. Som projektarbete har 
jag valt att studera förekomsten av transformativt ledarskap och karisma inom organisationer samt vilken 
betydelse det kan ha. 
 
Ni har blivit utvalda att svara på min enkät och jag hoppas ni vill hjälpa mig i det här arbetet. 
 
Jag skulle därför vilja att ni så noggrant som möjligt svarar på alla frågor i enkäten nedan. Att fylla i den tar 
endast några minuter och ni kommer att vara helt anonyma i sammanställningen. Ni kan svara på frågorna och 
skicka tillbaks ifylld enkät via mail eller också printa ut, svara och skicka med internposten eller i vanligt kuvert. 
Viktigt för mig är dock att ni svarar – så ta några minuter genast och fyll i. 
 
 
Nedan kommer först en kort beskrivning vad transformativt ledarskap är och innebär samt en beskrivning av vad 
karisma är. 
 
Transformativt ledarskap (transformational leadership) 
 
Transformativt ledarskap är ett slags värdebaserad ledning och består av bl a fyra ”element”: 
 

• Ledaren formar en vision och som inte bara handlar om lönsamhet och expansion utan handlar ofta om 
att sträva efter att förbättra och utveckla verksamheten. 

 
• Ledaren inspirerar de anställda att prestera något extra, ofta genom att framstå som synliga rollfigurer 

och genom aktiv användning av symboler. 
 

• Ledaren tar hänsyn till individen som följs upp på ett personligt plan och medarbetarna får en känsla av 
att betyda något och vara respekterad. 

• Ledaren stimulerar intellektet hos medarbetarna genom att ge dem nya utmaningar. 
 
 
Karisma (Charisma) 
 
Karismatiska ledare har personliga egenskaper som gör dem framgångsrika. De skapar entusiasm och får 
förtroende och lojala medarbetare. Karismatiska ledare formulerar visioner som fångar upp kollektiva intressen 
och målar gärna upp bilden av ett framtida tillstånd som kan uppnås om alla sluter upp och samarbetar kring 
målen samt visionen.  
 
Studier har visat på att karismatiska ledare kan få starka effekter på motivation och resultat. Ledaren skapar en 
vision om framtida mål, formulerar gemensam förståelse av målen och är intresserad av medarbetarnas 
personliga utveckling.  
 
 
Stort tack för din medverkan! 
 
Tony Pehrson 
 
 
 
The MLQ Charismatic Leadership Scale 
 
INSTRUCTIONS:  Rate your current chief administrator Ann-Christine Jenvén, on the items below. Use the 
following 5-point scale: 0 (not at all), 1 (once in a while), 2 (sometimes), 3 (fairly often), and 4 (frequently). 
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1. Makes me feel good to be around him or her. 0 1 2 3 4 
 
2. Commands respect from everyone. 0 1 2 3 4 
 
3. Is a model for me to follow. 0 1 2 3 4 
 
4. In my mind, he or she is a symbol of success and  0 1 2 3 4 
 accomplishment. 
 
5. I am ready  to trust his or her capacity and judgment 0 1 2 3 4 
 to overcome any obstacle. 
 
6. Is an inspiration to us. 0 1 2 3 4 
 
7. Makes me proud to be associated with him or her. 0 1 2 3 4 
 
8. Has a special gift for seeing what is really important 0 1 2 3 4 
 for me to consider. 
 
9. Increases my optimism for the future. 0 1 2 3 4 
 
10. Inspires my loyalty for the organization. 0 1 2 3 4 
 
11. I have complete faith in him or her. 0 1 2 3 4 
 
12. Excites us with his or her visions of what we may be 0 1 2 3 4 
 able to accomplish if we work together. 
 
13. Encourages me to express my ideas and opinions. 0 1 2 3 4 
 
14. Encourages understanding of points of view of other 0 1 2 3 4 
 members. 
 
15. Gives me a sense of overall purpose. 0 1 2 3 4 
 
16. Has a sense of mission that he or she transmits to me. 0 1 2 3 4 
 
17. Makes everyone around him or her enthusiastic 0 1 2 3 4 
 about assignments. 
 
Consider your answers above, and now think of how you experienced the manager’s charisma previous years 
and also with another chief administrator compared to today. Summarize and answer below. The answers 
previous years will give a picture of more or less charisma than today. 
                               Less charisma                    Same                    More charisma 
 
1 year ago  0 1 2 3 4 
2 years ago  0 1 2 3 4 
3 years ago  0 1 2 3 4 
4 years ago  0 1 2 3 4 
5 years ago  0 1 2 3 4 
 
Scoring and interpretation 

• 0 - 17 Your manager has below-average charisma. 
• 18 - 36 Your manager has about average charisma. 
• 37 - 50 Your manager has above-average charisma. 
• 51 - 68 Your manager is highly charismatic 
 

SOURCE: Adapted with permission of The Free Press, a Division of Simon & Schuster, Inc., from Leadership and 
Performance Beyond Expectations by Vernard M. Bass. Copyright 1985 by The Free Press. 
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Appendix A 2.1 The questionnaire translated into Swedish 

 
Enkät för att se om det förekommer ett karismatiskt ledarskap 
 
INSTRUKTION: Studera påståendena nedan och markera det alternativ du tycker bäst stämmer in på nuvarande 
förvaltningschef, Ann-Christine Jenvén. Använd följande 5-poängsskala: 0 (inte alls), 1 (någon gång),  
2 (ibland), 3 (ganska ofta), och 4 (ofta). 
 
1. Det känns bra att vara I hennes närhet. 0 1 2 3 4 
 
2. Är respekterad. 0 1 2 3 4 
 
3. Är en förebild för mig att ta efter. 0 1 2 3 4 
 
4. Utifrån mitt sätt att se det är hon en symbol för framgång och  
 prestationer. 0 1 2 3 4 
 
5. Jag har förtroende för hennes kapacitet och bedömningar att  
 övervinna och hantera hinder. 0 1 2 3 4 
 
6. Är inspirerande. 0 1 2 3 4 
 
7. Känner mig stolt att vara kollega med henne. 0 1 2 3 4 
 
8. Har en förmåga att se vad som är viktigt för mig att beakta. 0 1 2 3 4 
 
9. Ökar min optimism inför framtiden. 0 1 2 3 4 
 
10. Gör att jag känner lojalitet för organisationen. 0 1 2 3 4 
 
11. Jag har fullständigt förtroende för henne. 0 1 2 3 4 
 
12. Väcker vårt intresse med sina visioner om vad vi kan åstadkomma  
 ifall vi arbetar tillsammans. 0 1 2 3 4 
  
13. Uppmuntrar mig att uttrycka mina idéer och åsikter. 0 1 2 3 4 
 
14. Uppmuntrar förståelse för synpunkter från andra medarbetare. 0 1 2 3 4 
 
15. Ger mig en känsla av ett övergripande syfte. 0 1 2 3 4 
 
16. Har en känsla av ett uppdrag som hon överför till mig. 0 1 2 3 4 
 
17. Får personer runt henne att bli entusiastiska inför uppgifter. 0 1 2 3 4 
 
Beakta dina svar ovan och tänk nu hur du upplever chefens karisma tidigare år och även tidigare chefs karisma 
jämfört med idag. Sammanfatta och svara nedan. Svaren för tidigare år ger en överblick av mer eller mindre 
karisma jämfört med idag.  
                               Mindre karisma                  Samma                    Mer karisma 
 
1 år sedan  0 1 2 3 4 
2 år sedan  0 1 2 3 4 
3 år sedan  0 1 2 3 4 
4 år sedan  0 1 2 3 4 
5 år sedan  0 1 2 3 4 


