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Abstract 

Although many cross-cultural leadership studies have been conducted in the past decade, 

relatively little attention has been paid to leadership in Latin America. Perceptions concerning 

the characteristics of outstanding leaders and differences in leadership preferences across 

countries in the region present important issues for organizations. This paper presents a detailed 

analysis of the leadership findings from the seminal GLOBE Project for this region, plus the 

addition of the country Peru. Findings indicate that there are region-wide as well as country-

specific expected leadership behaviors. Our results help managers identify how different 

behaviors may be perceived across countries in Latin America. 

Key Words: Latin America, cross-cultural leadership, cross-cultural management, leadership, 

culture  

  



Leadership in Latin America     3 

 

1. Introduction 

Operating across cultural boundaries has become a global management imperative 

(Sebenius, 2002). The increased interaction between Latin America and other parts of the world 

(e.g., Free Trade Agreements between the U.S. and countries like Colombia and Peru; potential 

European Union and Latin America Free Trade Agreement) calls for more knowledgeable 

managers who can effectively lead people within a Latin American cultural context. With more 

of the world’s attention focusing on economic development in Latin America, business leaders 

are charged with effectively managing operations, yet relatively little research centers on what it 

takes to be an effective leader in this region. Several studies have explored managerial styles 

within individual Latin American countries, however, these studies often only provide 

overarching reviews of literature describing the business environment and research opportunities 

(Dávila & Elvira, 2012; Nicholls-Nixon, Castilla, Garcia, & Pesquera, 2011; Vassolo, De Castro, 

& Gomez-Mejia, 2011) rather than quantitative analyses of expected leader behaviors across 

Latin American countries.  

Some existing literature highlights cultural differences such as preference for paternalistic 

relationships (Martinez, 2005); however, there is little quantitative leadership research in Latin 

America, and even less attention has been paid to the topic of leader attributes (i.e., expected 

leader behaviors). Within a transformational leadership framework, in the past Bass (1997) stated 

that the context (e.g., national culture) in which leadership takes place is likely to influence the 

expectations about leadership behaviors. For instance, the values a charismatic leader invokes to 

inspire a work group can differ based on culture (Javidan & Carl, 2004); one group may be 

inspired by metaphors of becoming a family through their involvement in the business, while 

another group may be inspired by recognition of individual achievements and contributions to 
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team results. Although the leadership skill of developing a vision of the future is required across 

cultures, the expected behaviors the leader portrays are adjusted based on the local context (Fu, 

Tsui, Liu, & Li, 2010).  

To explore such relationships further, several research studies have investigated the tie 

between cultural values and leadership attributes (e.g., House et al., 2004; Brodbeck et al., 2000; 

Koopman, Den Hartog, & Konrad, 1999; Dickson, Den Hartog, & Mitchelson, 2003; Margaona, 

2012). Values and shared schemas emphasized by societal cultures have an effect on value 

systems that become ingrained in peoples’ behavior (Dickson et al., 2003). As described by 

Dorfman, Hanges, and Brodbeck (2004), both societal values and societal practices influence 

people’s shared beliefs about leaders. Thus, over time, people develop shared schemas, or 

prototypes, as part of the socialization process that occurs within the society (Lord & Maher, 

1991). These shared leadership schemas or prototypes at the societal level are what the Global 

Leadership and Organizational Behavior Effectiveness Project (GLOBE) researchers refer to as 

culturally endorsed implicit leadership theory (CLT). The GLOBE Project studied implicit 

leadership attributes and schemas in 62 societies (House et al., 2004) to generate theory 

concerning the shared beliefs about effective leaders among members of an organization or 

society (Dorfman et al., 2004). Their research showed that culture serves as a boundary condition 

for the type of behaviors that leaders are likely to display, as well as which behaviors are likely 

to be perceived as effective or ineffective/non-acceptable.  

Romero (2004) explains that across Latin America some values are shared, while others 

are specific to each country. Therefore, it is reasonable to contend that not all leadership 

attributes are perceived as equally valuable among Latin American countries, but rather that 

some attributes people perceive as effective/ineffective are shared across countries whereas some 
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of those perceptions are likely specific to particular countries. Few studies offer comparative 

quantitative analyses of expected leader behaviors across Latin American countries (for one 

exception, see Lenartowicz & Johnson, 2002). Although Project GLOBE reported leader 

attributes that are universal (positive and negative) and those that are culturally contingent 

(House et al., 2004), very little has been done to define those attributes that are perceived as 

effective (or ineffective) in Latin America, specifically depending on the country in the region.  

The purpose of this study is twofold. First, we seek to identify expected leadership 

attributes that are perceived as effective and ineffective across Latin American countries. 

Second, we seek to identify culturally-contingent leadership attributes in this region. In other 

words, we want to learn which behaviors are perceived as effective in one country, but not 

others. This information can aid global managers in developing a clearer perspective of 

leadership attributes that are highly valued in the Latin American region, as well as those 

attributes that are valued less from one country to another.  

1.1.  Effective Leadership in Latin America 

Theorists have often characterized Latin America as homogeneous (Davis, 1969), 

focusing on the similarities of the region (Olien, 1973). Research on values in Latin America 

does suggest that there are some commonalities across these countries. Romero (2004) argues 

that there is a common culture among these countries which is at the core of the Latin American 

culture. Further, Ogliastri et al. (1999) concluded a notable similarity of values among the ten 

Latin American countries of the GLOBE study. This common culture reflects centralist traditions 

regarding government and religion, due to their similar colonial and economic history (Cardoso 

& Faletto, 1979). This is reflected also in a common legal structure, as most Latin American 

countries have structures based on Napoleonic Code (Vassolo et al., 2011). Additionally, with 
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the exception of Brazil where they speak Portuguese, most Latin American countries share a 

common language linked to Spain (Zea, 1963). 

Although it is out of the scope of this paper to test causal relationships between cultural 

values and leadership behaviors, it is likely that shared cultural values influence leadership 

perceptions across countries in the region. Multiple research studies have grouped national 

cultures based on attitudes or values and have consistently found that Latin American cultures 

tend to form a cluster (Hofstede, 1980; Inglehart & Carballo, 2008; Ronen & Shenkar, 1985; 

Schwartz, 2006), often based on values for personal relationships that show deference for 

hierarchy. Indeed, research has indicated that autocratic and paternalistic leadership styles are the 

most common among Latin American countries (Recht & Wilderom, 1998), which may be 

related to the value given to hierarchical differences in the region.  

Latin American leadership has frequently been characterized as favoring an autocratic 

style (Muczyk & Holt, 2008; Riding, 1985; Romero, 2004). Autocratic leaders are typically seen 

as tough-minded, who assume full responsibility for decision making and policy for both 

individuals and groups (Marken, 1999). Extending this definition, Muczyk and Holt (2008) 

suggest that autocratic leadership “might be more appropriate for societies whose members have 

a high regard for hierarchy and are reluctant to bypass the chain of command” (p. 282). 

Preference for autocratic leadership styles has been suggested through studies in Chile (Abarca, 

Mujluf, & Rodrigues, 1998), Argentina (Majul, 1992), Bolivia (Camacho-García, 1996), and 

Mexico (Dorfman & Howell, 1997).  

Recent research continues to portray the Latin American leader as an authoritarian-

benevolent paternalistic figure (Martínez, 2005; Davila & Elvira, 2012). Paternalism refers to 

making decisions for employees in a parental way that engenders care and loyalty, as well as 
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protecting working relationships (Davila & Elvira, 2012; Pellegrini & Scandura, 2008). In return 

for protection and job security, employees give loyalty and decision-making authority to leaders. 

This concept has historical roots in the “hacienda” system where the “patrón” (owner-boss) 

employed and lorded over the employees and their families (Rodriguez & Rios, 2009). 

Paternalistic leadership is characterized by “centralizing authority and creating symbiotic 

relationships of superior-subordinate work that provokes dependability of mutual loyalties” 

(Davila & Elvira, 2012, p. 2). Although sometimes the concept has evoked pejorative 

connotations (Colella, Garcia, Reidel, & Triana, 2005), effectiveness in business contexts of 

paternalistic leadership has been found beyond the typical regions (i.e., Latin America, Middle 

East, and Asia Pacific) linked with this leader model (Pellegrini & Scandura, 2008). Based on 

two case studies conducted in the banking industry in Chile, Rodriguez and Rios (2009) showed 

that the paternalistic leadership approach was effective, providing that the organizations 

implemented proper performance management systems. In a study of the best medium-sized 

employer of Latin America, Leguizamón, Ickis and Ogliastri (2008) argued that among the key 

reasons for the success of the outstanding companies was the unique leadership style of 

paternalism, which merges an interest in personal growth and autonomy with the more 

conventional aspects of benevolent paternalism. Hence, paternalism appears an effective 

leadership attribute in Latin America.  

Consistent with paternalism, research has shown that good working relationships with 

low conflict are valued in Latin American countries (Osland, Franco, & Osland, 1999). Workers 

may develop social bonds with their supervisors out of necessity to nurture work relationships 

and serve as employment protection (Davila & Elvira, 2005), as institutions and labor laws are 

often inadequate (Bensusan, 2006). Indeed, the importance of social relationships throughout 
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Latin America has been highlighted by many scholars on the region (Albert, 1996; Amado & 

Brazil, 1991; Martinez & Dorfman, 1998; Recht & Wilderom, 1998). This may be illustrated 

also through the importance of family background as one determinant of social respect 

(Trompenaars & Hamden-Turner, 1998) and source of protection when there is limited access to 

institutions (Vassolo et al., 2011). In Latin America, informal firms account for over 40-50% of 

all employees in this region (Garcia-Verdu, 2007) and business informality based on relational 

ties is the norm among the developing countries. Family ties (both literally and figuratively) are 

considered a source of protection in markets with lack of stable institutions and little contractual 

protection (Vassolo et al., 2011). 

In their study, Abarca and colleagues (1998) found that Chilean personnel value pleasant 

and low conflict work relationships. Ogliastri (1998) observed that effective leaders in Colombia 

interact well with others and are relationship-oriented. Accordingly, Kras (1994) reported that 

Mexican managers also tend to be highly relationship-oriented. These single studies paint a 

consistent picture of relational leadership styles in Latin America that is supported by several 

larger cross-cultural studies. Lenartowicz and Johnson (2002) compared managerial values 

across 12 Latin American countries and found similarity in managers’ personal values relating to 

positive and civil social interactions.  

Team-oriented leadership has also been shown as a preferred style in the region (House et 

al., 2004). In a five-country Latin America study, Friedrich, Mesquita, and Hatum (2006) 

surveyed over 700 employees to assess cultural differences in business behaviors. Although the 

researchers did find cultural variability on some behaviors, respondents from all the countries 

reported that organizational achievement was a “direct result of the efforts of all employees who 

share the company’s successes” (p. 65). Further, respondents from these countries (Argentina, 
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Brazil, Chile, Colombia, and Mexico) believed that on projects involving multiple participants, 

all parties were responsible for the outcomes. Appealing to the good of the group would be 

recommended and any appeals that leaders make to self-interest would be largely less effective. 

These findings corroborate the GLOBE findings that a team-oriented leadership style is favored 

in Latin America. 

Although limited, some of the research done in Latin America points to perceived 

effective leadership styles consisting of authoritarian-benevolent leadership behaviors, as well as 

behaviors that promote teamwork and high quality relationships with low conflict. Given that 

prior research suggests several themes in leadership perceptions, in the current study, we seek to 

understand:  

Research Question 1: Which leadership attributes across Latin America are consistently 

perceived as effective leadership attributes?  

1.2.  Ineffective Leadership in Latin America 

Just as some leadership styles are perceived as effective in the Latin American region, 

there may also be characteristics of leadership that are not valued. Similar to studying effective 

leadership, most research examining ineffective leadership is often conducted in separate Latin 

American countries then extrapolated to the entire region.  

In a recent review, Vassolo, De Castro & Gomez-Mejia (2011) argue that the figure of 

the caudillo (the independent strongman who intercedes to rescue the country from chaos) has 

become a less effective leadership model in Latin America. Based on the source of familiar 

power for the majority of people in these countries, management-employee relationships are 

expected to demonstrate personal and genuine care. Thus, the attribute of autonomous leadership 

may tend to be less effective in Latin America generally, and several individual country data 
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support this argument. For example, in Argentina a mutual loyalty is expected, and this loyalty is 

owed to individuals rather than laws of the land (Atschul, Holzer, Lopez, Preziosa, & Ruffolo, 

2007). In another example, managers in Colombia who are not willing to share themselves 

personally are viewed suspiciously and not easily trusted (Ogliastri, 2007). Further, those same 

managers who focus on primarily short term task accomplishments and contractual agreements 

without long-term relationship building are perceived as cold and lacking respect (Ogliastri, 

2007). Thus, Latin American leaders who display high levels of ego-centrism and narcissism do 

not fit with expectations for leaders being personal, paternalistic, and concerned for the long-

term well-being of the people who work for them (Martinez, 2005). This suggests that leaders 

who overtly focus on protecting themselves at the exclusion of the “family” of workers will not 

be perceived as effective. Therefore, managers who are not warm and caring, interested in 

personal relations, or long-term relationship building are more likely to be perceived as less 

leader-like and less effective (Atschul,et al., 2007; Ogliastri, 2007; Martinez, 2005).  

Similar to the relational-orientation described above, leaders who act autonomously and 

independently may not be viewed as effective across all Latin America countries. However, the 

leadership approach of including employees fully in decision-making may not necessarily be 

perceived well either. For instance, in Mexico highly egalitarian participation in decisions can be 

seen as weakness in a leader (Howell, DelaCerda, Martinez, Bautista, Ortiz, Prieto, Dorfman, 

2007). Thus, including employees in strategic decision-making can be perceived as ineffective 

leadership (Chhokar et al., 2007). Instead, decisions made by hierarchical management levels is 

expected and respected in Mexico. This type of decision-making is perceived as taking positive 

actions on behalf of the workers. This suggests that a distinction needs to be made in the Latin 
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American context between decision-making and leadership. Specifically, although the culture is 

relational and group-oriented, top-down decision-making is clearly the norm and expectation.  

In summary, based largely on studies conducted in separate Latin American countries, 

several leadership styles tend to be perceived as ineffective. Specifically, those behaviors and 

characteristics that are contrary to building long-term relationships, demonstrating personal care 

and loyalty among a “family” of workers, and being an inspiring communicator of the future 

may be less accepted leadership styles. Therefore, managers who focus on short-term results 

with little concern for the personal well-being of the employees are likely to be perceived as 

ineffective leaders. Notably, due to the lack of systematic regional research conducted on 

ineffective leadership in Latin America, this study aims to provide insights into this understudied 

area. Given the trends identified from the limited research in this region, we seek to further 

understand:  

Research Question 2: Which perceived attributes across Latin America are consistently 

perceived as ineffective leadership attributes?  

1.3.  Culturally Contingent Effective Leadership in Latin America 

While sharing similar values, there are numerous unique cultural elements inherent to 

each individual country in Latin America, thereby making each country distinctive (Romero, 

2004). Researchers in anthropology and sociology have long argued that there is abundant 

diversity across Latin American countries (Olien, 1973; Rivera, 1978; Smith, 1970). Although 

little organizational research has been conducted in terms of specific cultural values inherent to 

countries in the region, this variability likely influences leadership preferences.  

In Latin America, general research has shown that there may not be differences across 

countries in terms of leadership perceptions. For instance, Ogliastri et al. (1999) calculated the 
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variation coefficient between countries in 18 cultural scales and 21 leadership factors in ten Latin 

American countries and concluded that there was no difference in leadership expectations 

between countries. The variance in cultural values are likely to influence the culturally implicit 

leadership theories (CLTs) held in the minds of the people in each national culture. Countries 

with similar values may have more similar perceptions of what constitutes effective leadership 

behaviors across countries in the region. 

On the other hand, those values that are country-specific are likely to influence CLTs and 

produce distinct perceptions of leadership attributes that may be considered effective in some 

countries, but not in others. Even when similar leadership styles are endorsed, the behavioral 

enactments of those styles can vary (Bass, 1997). Through his research, Bass suggested that 

variation might be due to specific thought processes, implicit understandings, or common 

behaviors present in one culture but not in another. In fact, research has shown differences in 

terms of leadership preferences for some countries. For instance, Lenartowicz and Johnson 

(2002) found that although integrity was valued in leaders across all Latin American countries in 

their study, other values such as drive, ambition, and independence varied in importance to 

managers in each country, with drive being least important in Peru and most important in 

Bolivia. In a subsequent analysis, Lenartowicz and Johnson (2002) showed that Brazil had the 

greatest number of differences in managerial values compared to other Latin American countries. 

Mexico was the second most culturally distinct country in the region based on managerial values.  

Evidence from a study involving supervisors from Britain, USA, Japan, and Hong Kong 

showed that emic research (i.e., research that investigates how local people think) revealed 

differences in local leadership behaviors (Smith, Misumi, Tayeb, Peterson, & Bond, 1989). 
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However, studies that integrate qualitative (i.e., emic research) and quantitative methods show 

results with a more differentiated pattern.  

Three Latin American countries, part of the GLOBE study, reported results using not 

only quantitative, but also qualitative methodology: Argentina, Colombia, and Mexico (Chhokar 

et al., 2007). This notable qualitative research using unobtrusive measures and participant 

observation questionnaires, as well as analysis of media (newspapers), ethnographic interviews, 

and focus groups was conducted in these countries, plus analysis of cases of successful 

leadership in Colombia. A closer look at this information revealed interesting differences as well 

as some similarities. 

Media analysis was conducted with similar methods in the three countries (Agar, 1998; 

Thomas, 1996). The results portray leadership in Argentina as enacted behaviors implying power 

brokerage and the exercise of authority, corruption and misdemeanor, and institution building. 

The key elements considered by the press to successful leadership in Colombia were integrity, 

performance, negotiation, social solidarity, planning, and the use of force (Ogliastri & 

Wittingham, 2001). Leadership is portrayed in the Mexican press as social supportive behavior, 

directive performance orientation, and negotiating. Content analysis techniques imply the 

association of terms like integrity, corruption and misdemeanor, as a single factor.  

The ethnographic interviews and focus groups conducted in the three countries portray 

detailed leadership patterns. In Argentina, the focus groups highlight the changes under way in 

the country, after so much instability and volatility. They indicate that conditions of uncertainty 

and a struggling democracy result in “a selfish culture” with little commitment and a lack of 

long-term goals. Focus groups devoted 83% of the time to negative experiences. In Colombia, 

interviews and focus groups portray the concept of leadership as opposed to plain management; 
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leadership in this country is based on human relations, vision, participative management, 

integrity, ambitious goals and innovative decisions. In Mexico the study identified the following 

leadership themes as important: “respect for followers and good interpersonal relations, high 

power distance between leaders and followers, and personal charismatic leadership with a unique 

type of collective problem solving.” (Howell et al., 2007, p. 743) The same research, but with 

owners of companies (empresarios) resulted in the importance of the family and the patriarchal 

model, the value of personal relationships between managers and employees, and the 

institutionalization of management practices originated in the United States.  

Overall, Howell et al. (2007) showed that leadership in Mexico was characterized by 

human relations, directive leadership behaviors, and negotiation and bargaining abilities; 

whereas Ogliastri (2007) showed that leadership in Colombia was characterized by human 

relations, performance orientation, vision, personal integrity, participatory management style, 

negotiation and conflict resolution abilities, and inspirational charisma. Finally, Altschul, Holzer, 

López, Preziosa, and Ruffolo (2007) showed that leadership in Argentina was depicted by power, 

independence, commitment and involvement. While Mexico and Colombia have greater 

similarities, Argentina demonstrates disparities regarding leadership preferences. Using 

qualitative studies conducted with similar methods, these results provide a more diverse, deep 

and holistic approach, where differences are highlighted. 

Few other studies that have looked at leadership preferences in Latin America and have 

also found differences across countries. Friedrich, Mesquita, and Hatum (2006) found that 

employees across five Latin American countries reported differing expectations of hierarchy 

within organizations. Specifically, three countries (Argentina, Chile, and Mexico) reported 

greater value to an organization that clearly delineates hierarchy and roles of authority, compared 
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to the other countries (Brazil and Colombia) that preferred lower distance across hierarchical 

lines, as this may impede organizational flexibility. Further, Freidrich and her colleagues 

revealed there were differences regarding how employees in these countries viewed the status of 

managerial positions as a source of power. The findings showed that “Brazilians placed the least 

importance in status as a source of power, much below the average of all other countries, 

whereas Argentines figured significantly above everyone else, thus indicating a greater focus on 

one’s status as a source of power” (p. 62). 

Outside of the studies reviewed above, little research has been conducted to analyze 

specific leadership preferences in other Latin American countries. However, based on the limited 

research, it seems that there are some country-specific leadership expectations that warrant 

further investigation.  

Research Question 3: Are there leadership attributes perceived as effective in one national 

culture, but not in another one (i.e., are there culturally contingent differences among perceived 

leadership attributes reported as effective across the Latin American region)? 

2.  Method 

2.1.  Sample and Data Collection Procedures 

Data for this research were collected using the same sampling procedures and measures 

in eleven countries in Latin America. For ten countries (Argentina, Bolivia, Brazil, Colombia, 

Costa Rica, Ecuador, El Salvador, Guatemala, Mexico, and Venezuela), the data were collected 

during the second phase of GLOBE (i.e., House et al., 2004) predominantly within the years 

1996-1997 according to the detailed protocols reported by Hanges and Dickson (2004) and by 

Javidan, House, Dorfman, Hanges, and Sully de Luque (2006). Briefly, data reported from 

Project GLOBE encompassed a survey of 17,000 middle managers from 951 organizations 
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within three industries (i.e., food, telecommunications, and banking industries) from 62 societies 

(House et al., 2004). The surveys were back-translated by members from each society to ensure 

correct item content and to take into account cultural nuances and local meaning. Each 

questionnaire included information about the survey’s objectives, assuring confidentiality, and 

guaranteeing anonymity.  Two versions of the survey were administered to participants: the 

Alpha version used questions focused at the organization-level, while the Beta version used 

questions focused at the societal-level. Each version included items related to culture as well as 

leadership attributes. The culture items were framed in terms of how the culture is (“practices”) 

and as the culture should be (“values”).  Using cluster analysis, societies were categorized into 

ten culture clusters reflecting the history of the societies under consideration, as well as on 

religious, linguistic, and economic similarities (Gupta & Hanges, 2004). The analysis showed 

that all ten of the Latin countries in the original GLOBE study – Argentina, Bolivia, Brazil, 

Colombia, Costa Rica, Ecuador, El Salvador, Guatemala, Mexico, and Venezuela – belonged in 

one culture cluster.   

Since the initial societal-level data were published, additional data have been collected in 

multiple countries using the same methodology for the original data collection (Hanges & 

Dickson, 2004). In this paper, we include data for Peru
1
. For this country, the data were collected 

in 2010 using the same protocols as the second phase of GLOBE. The Peru data are reported for 

the first time in the current article, therefore additional detail on that portion of the sample is 

provided. The GLOBE Alpha and Beta back-translated versions of the survey used in Colombia 

were adapted for Peru. Between January and May 2010, the researchers contacted human 

                                                             
1 Peru has been the only other Latin American country where data has been collected using the Project GLOBE 

methodology. Analyses were conducted to ensure that the data from Peru is comparable to the rest of the GLOBE 

data. We looked at descriptive statistics, reliability statistics, and conducted a multilevel confirmatory analysis (as 

done in the original GLOBE study) for all the leadership scales with and without the Peru data. Results for both 

datasets (i.e., original GLOBE data and original GLOBE data plus Peru) revealed similar results.  
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resources representatives of the financial, food processing and telecommunication organizations 

(the same three industries used in the earlier data collections) to explain the study’s objectives. 

The companies who accepted the invitation to participate randomly divided managers into two 

groups, who would then complete the Alpha and Beta questionnaires. Participation was 

voluntary and all responses were confidential and anonymous. 

Combining both data collections, surveys were completed by a total of 1,886 middle 

managers within three industries in eleven Latin American countries (i.e., food, 

telecommunications, and banking industries) using the same procedures described above. Sample 

sizes by country were: Argentina (n = 154), Bolivia (n = 103), Brazil (n = 264), Colombia (n = 

290), Costa Rica (n = 115), Ecuador (n = 50), El Salvador (n = 27), Guatemala (n = 116), 

Mexico (n = 312), Peru (n = 313), and Venezuela (n = 142).  

Based on the second phase of the GLOBE data collection, approximately 75% of the 

questionnaires were from men and 25% were from women. The respondents had on average 19 

years of total work experience and about 12 years with their current organization (House et al., 

2004). Among the 313 Peruvian middle managers who participated in the latest data collection, 

57% were men and 43% women. The average age of the respondents was 35 years, the total 

work experience was about 12 years with an average of six years’ experience in the current 

position. The respondents were from over 20 organizations from three industries: financial 

(46%), food processing (47%), and telecommunication (7%). 

2.2.  Measures 

2.2.1.  Leadership. Based on the first phase of GLOBE research project, 112 behavioral 

and attribute descriptors emerged that were determined to contribute to, or impede, outstanding 

leadership (Dorfman et al., 2004). These behavioral and attribute descriptors were statistically 
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grouped into 21 first-order primary leadership factors (i.e., first-order CLTs) that were then 

consolidated into six second-order global leadership dimensions (i.e., second-order CLTs). A 7-

point Likert scale was used to rate different leadership attributes ranged from (1) greatly inhibits 

outstanding leadership to (7) greatly contributes to outstanding leadership (Hanges & Dickson, 

2004). For the purpose of this study, we focus on the 112 leadership attributes, not on the scales 

(i.e., first or second order CLTs). Table 1 displays each of the six global leadership dimensions 

for Latin America, along with the 21 first-order primary leadership factors and the corresponding 

112 individual attributes and behavioral descriptors.  

2.3.   Analyses 

The GLOBE Project set analysis procedures and criteria to identify expected leader 

behaviors that were considered to be positive in all societies included in the original study (Den 

Hartog, House, Hanges, Ruiz-Quintanilla, & Dorfman et al., 1999). In the present study, a 

similar methodology was used to identify those behaviors that are perceived as effective across 

all Latin American countries included in the study. The criteria were as follows: (a) 95% of the 

country-level averages for a behavior had to exceed a mean of 5 on a 7-point scale, and (b) the 

Latin American grand mean score for that behavior had to exceed 6 on a 7-point scale.  

The criteria for a characteristic to be perceived as ineffective across all Latin American 

countries were the same used in the original GLOBE study. The criteria were as follows: (a) 95% 

of the country-level averages for a behavior had to be less than 3 on a 7-point scale; and (b) the 

behavior or item grand mean for all Latin American countries had to be less than 3 on a 7-point 

scale.  

Finally, to assess the attributes that are perceived as effective in one culture but not in 

others (i.e., culturally contingent), all country mean scores for each attribute were calculated and 
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evaluated. To assess this, for each attribute a minimum and a maximum score was calculated. If 

an attribute score was above the midpoint of 4 for some countries and below for others, then that 

attribute was considered culturally contingent. 

3. Results 

3.1.  Research Question 1: Which leadership attributes across Latin America are consistently 

perceived as effective leadership attributes? 

Several attributes that reflect inspirational
2
 and visionary leadership (first-order CLTs) 

were found to contribute to outstanding leadership in all Latin American countries. Similar to 

most of the other countries included in the overall GLOBE study, an inspirational leader in Latin 

America is a confidence
3
 builder, dynamic, motive arouser, positive, and encouraging. Although 

across the 62 countries being a visionary leader includes planning ahead and having foresight, in 

Latin America it is also associated with being inspiring, having a vision, and being able to 

anticipate ,and being future-oriented and intellectually stimulating.  

Much like all other societies in the GLOBE study, outstanding leaders in the Latin 

American region expect leader attributes that reflect team integration (first-order CLT), like 

building teams, coordinating them well, communicating effectively, and keeping members 

informed. Notably different, effective leaders in Latin America are also those who build cohesive 

groups, a characteristic that is not necessarily valued throughout all the 62 countries included in 

the GLOBE project.  

Several other attributes were perceived to contribute to outstanding leadership in both the 

Latin American region as well as the original 62 countries in the GLOBE project. These 

                                                             
2 First-order CLTs are bolded. 

3 All leader attributes are italicized throughout the paper. 
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behaviors fall in the following first-order CLTs: administratively competent, integrity, 

performance-oriented, collaborative, diplomatic, decisiveness, self-sacrifice, and 

malevolent. On the other hand, there were several expected attributes considered as outstanding 

leadership across all Latin American countries, but not considered universally outstanding across 

other societies. These behaviors include: being a good administrator, improvement-oriented, 

group-oriented, collaborative, diplomatic, and convincing among others. A complete picture of 

the expected attributes that constitute an outstanding leader across Latin American countries can 

be seen in Table 2. 

3.2.  Research Question 2: Which perceived attributes across Latin America are consistently 

perceived as ineffective leadership attributes? 

Most of the perceived attributes that impede effective leadership in Latin America can be 

grouped into four first-order CLTs: malevolent, face saver, self-centered, and autocratic. 

There were three other specific attributes (e.g., egocentric, distant, and ruthless) that did not 

relate to any of the first-order factors, but were also considered to impede effective leadership 

across Latin American countries. See Table 3 for a list of all the negative universal attributes for 

this region.  

As with the perceived leader attributes that were reported to be effective in Latin 

America, the data show attributes that are perceived as impediments to effective leadership in 

Latin America and across the world. However, we observe through this level of specificity that 

several negative leader attributes may differ from other regions of the world. Specifically, 

although some of the first-order CLTs that were found to be universal impediments to effective 

leadership in the overall GLOBE Project are similar (e.g., malevolent), it was found that 

particular attributes varied across the Latin American region. For instance, our results show that 
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being cynical, vindictive, hostile, dishonest, and indirect describe ineffective leadership in Latin 

America overall.  

3.3.  Research Question 3: Are there culturally contingent differences among perceived 

leadership attributes reported as effective across the Latin American region? 

Besides expected leadership attributes that are perceived similarly among Latin American 

countries (i.e., universals), our analysis indicates that there exists variance in expected leadership 

attributes that surface differentially across the region. Several culturally-contingent behaviors 

(i.e., expected attributes that were seen as contributing to outstanding leadership in some 

countries, but seen to impede it in others) were identified.  Culturally contingent perceived leader 

attributes across Latin American countries are presented in Table 4 and culturally-contingent 

attributes by country are presented in Table 5. 

In Latin America, the intra-group conflict avoider perceived leadership attributes ranged 

from 3.32 (slightly inhibits outstanding leadership) to 5.59 (somewhat contributes to outstanding 

leadership), showing that this attribute is viewed differently across countries. Although 

considered to somewhat contribute to outstanding leadership in most Latin American societies, 

this attribute is considered to also slightly inhibit outstanding leadership in Colombia, El 

Salvador, and Peru. Although prior research supports the finding that Latin Americans prefer to 

avoid direct conflict at work, the analysis shows that managers in these three countries consider 

conflict-avoidance to inhibit effective leadership. Therefore, in these countries, leaders may be 

expected to be more involved in intra-group conflict and not avert it. 

The self-effacing perceived leadership attribute ranged from a mean of 2.29 (somewhat 

inhibits) to 5.23 (slightly contributes). Being self-effacing (i.e., modest) is considered to be a 

positive attribute in many Latin American countries, except in Venezuela where it shows no 
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impact on outstanding leadership. However in Argentina, Bolivia, and Mexico, being self-

effacing is considered to somewhat inhibit outstanding leadership. Showing modesty is less 

acceptable in leaders in these countries; instead, they may be expected to enact behaviors that are 

somewhat more brash and strident. 

Another perceived leadership attribute, habitual, had a wide range of means from 2.77 

(slightly inhibits) to 5.38 (slightly contributes) across the countries in Latin America. In Bolivia, 

being habitual was considered to slightly contribute to outstanding leadership. However, in the 

majority of the Latin American countries in the sample it was considered to inhibit outstanding 

leadership, except in Argentina and Guatemala where it did not have an impact on outstanding 

leadership. Largely, leaders who are slightly less bureaucratic and procedural are perceived as 

more effective, except in Bolivia where habitual behavior contributes to effective leadership. 

In most Latin American countries being willful (i.e., determined) is considered a positive 

attribute. However, the means for this behavior ranged from 3.29 (slightly inhibits) to 6.41 

(somewhat contributes). Strong, determined leaders are desired, with the exception of Colombia 

where this attribute is considered to slightly inhibit outstanding leadership. In Colombia, this 

attribute may be interpreted as being somewhat inflexible for leaders.  

Conversely, in most Latin American countries, being autonomous ranged from 1.63 

(greatly inhibits) to 4.59 (has no impact). Thus, leaders appearing independent, separate and 

somewhat detached from their employees are perceived as less effective in most of these 

societies, except for Argentina where leader independence has little impact on effective 

leadership, either positively or negatively.  

Further, in three specific Latin American societies, our analysis revealed several thought-

provoking culturally contingent perceived leadership attributes. For instance, being class 
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conscious is perceived as either slightly contributing to, or not having an impact on, outstanding 

leadership for most countries, except for Venezuela. In this country being status conscious is 

perceived to slightly inhibit outstanding leadership. Furthermore, being domineering was 

considered to be either somewhat inhibiting to, or having no impact on, outstanding leadership 

for most countries. In Venezuela, however, this attribute was considered to slightly contribute to 

outstanding leadership. Taken together, these perceived leadership attributes reveal a pattern of 

leader expectations that is less class conscious and more overbearing in this country.  

Being worldly (i.e., having a world outlook), is considered to slightly inhibit outstanding 

leadership in Brazil, but it is considered to somewhat contribute to outstanding leadership in 

other Latin America countries (except in Costa Rica and Guatemala where it shows no impact). 

Thus, Brazilians do not expect their leaders to enact diplomatic or worldly behaviors to the 

degree that managers in other Latin American countries expect in outstanding leaders. It seems 

they seek leaders who are more focused on domestic and internal matters. Further, the attribute 

provocateur (i.e., stimulating unrest) was considered to somewhat inhibit outstanding leadership 

in most Latin American societies, except in Venezuela where this characteristic shows no 

impact. In Brazil, however, it is considered to somewhat contribute to outstanding leadership. 

Thus to some extent, Brazilians expect their leaders to not be afraid to stir up controversy, 

especially within their own society. 

Being cunning is considered to slightly inhibit outstanding leadership in most of the Latin 

American societies, except in Venezuela where this trait is considered to have no impact on 

outstanding leadership. However, in Colombia and Peru it is considered to somewhat contribute; 

thus being calculating and astute tend to be desired leader attribute in these societies. 

Furthermore, in most societies being a micromanager was considered to inhibit outstanding 
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leadership to some extent. However, in Peru, it was considered to slightly contribute to 

outstanding leadership. It appears leaders are expected to keep somewhat of a close watch over 

their followers. Together, these attributes present a profile of a leader who is rather shrewd and 

watchful in Peru, and to a lesser extent in Colombia. 

Finally, being an intra-group competitor, risk taker, and evasive were also attributes that 

had some significant variability across Latin American countries, although to a lesser extent than 

other behaviors described above. See Table 4 to view the range of variability on attributes across 

countries.  

4.  Discussion 

The current study examines the expectations for organizational leadership in Latin 

American countries by detailing the attributes that are commonly perceived as effective and 

ineffective, as well as those that are not shared but are unique to a country’s national culture. 

Specifically, three research questions were investigated in this study: What are the perceived 

attributes associated with effective leadership in eleven countries within Latin America? Which 

attributes are commonly perceived as ineffective? What are the perceived leadership attributes 

that vary significantly in how they are perceived by managers in eleven national cultures? 

By addressing these questions, this study contributes to cross-cultural leadership 

literature by identifying specific attributes that effective leaders in Latin America are perceived 

to display, as well as confirming that although there may be universal attributes of effective 

leadership, the enactment of those leadership behaviors can differ across cultures (Bass, 1997). 

Etic (universals) and emic (culturally-contingent) lenses are important to leadership research, 

especially when this information helps expatriates and local managers be more effective when 

working with people from different cultures (Johnson, Lenartowicz, & Apud, 2006). The results 
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from this study offer unique dimensionality to existing theory regarding leadership behavior in 

Latin America, highlighting style differentiation in each country. 

Although prior research conducted through the GLOBE project (House et al., 2004) 

examined multiple leadership behaviors among the major world cultures, a detailed quantitative 

analysis of individual Latin American countries based on data collected from the GLOBE project 

had not been reported until now. Furthermore, the current analysis included additional data for 

Peru collected in the same manner as the original GLOBE studies, resulting in a final sample of 

eleven countries. By providing an appreciation for the similarities and nuances that exist, this 

comprehensive view of the region offers insight into understanding how different leadership 

attributes are perceived across countries in Latin America. 

4.1.  Theoretical Implications 

Theoretical interpretations of leadership in Latin America appear to group into two 

categories: research reflecting an autocratic model of leadership, and more recent theory 

indicating benevolent paternalism. The commonality of these theories in the Latin American 

context is that they emphasize a relationship-orientation that respects power and authority. These 

descriptions and comparisons are often advanced as arguments to better understand the 

complexities of leadership in this region of the world (Martinez, 2005). However, results from 

GLOBE research reveals that in Latin America charismatic/value-based and team-oriented 

leadership styles are desired. Together, these constructs may be indicative of paternalism theory: 

charismatic as person-centered and team-oriented as a relational style. Further, recent qualitative 

research results suggest humanistic leadership (i.e., compassionate) is typical in Latin America, 

which closely relates to benevolent paternalism theory (Dávila and Elvira, 2012).   
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Our results specifically revealed attributes that help paint a clearer picture of how 

charismatic and team-oriented leadership is likely enacted in Latin America. The attributes that 

distinguish Latin American charismatic leaders include being inspiring, visionary, future-

oriented, and anticipatory. Although these attributes appear to be inherent to charismatic 

leadership, these were universal characteristics in Latin America, but not across the 62 societies 

included in the original study; thus, it is worth highlighting it as part of our results. Additionally, 

effective leaders are perceived as those who build teams and manage them well through close 

relationships and personalized communication resulting in team cohesiveness. A team-oriented 

leader in Latin America tends to be described as an integrator, good administrator, group-

oriented, and collaborative. The attributes listed are consistently recognized as effective by the 

managers in all Latin America countries studied, but not necessarily viewed as effective 

leadership in all other regions of the world.  

Taken together these descriptors help explain how enacting effective charismatic 

leadership in Latin America likely differs from this same leadership style in other regions of the 

world. In Latin America, leadership is expected to reflect more group-oriented relational 

concerns when defining its visions for the future. Employees are inspired by values for 

relationships and people. However, decision-making could still reflect relatively higher power-

distance than other cultures. Thus, although more research on common leadership attributes 

across the region is needed, these results may indicate that an effective leader who displays a 

paternalistic style should be future-focused and inspiring, and should place an emphasis on close 

personal relationships at the same time. Typically, a paternalistic leadership style highlights the 

importance of reciprocating respect for authority and showing care for subordinates. Our results 

confirm universal attributes for Latin America related to charismatic, team-orientation, and 



Leadership in Latin America     27 

 

paternalistic styles, and provide a deeper look into what the leadership relationship ought to look 

like. Additionally, our results suggest that although certain institutions in Latin American 

countries (e.g., state institutions) may be overregulated and model relatively bureaucratic-heavy 

systems, effective leaders are those that can navigate the system well, and engage in more tactful 

and dexterous behaviors. 

Our results also addressed our second research question and showed ineffective 

leadership behaviors in Latin America that were not necessarily considered to be ineffective in 

other regions of the world. An ineffective leader across all countries in this region is one who is 

cynical, vindictive, hostile, and dishonest. Additionally, Latin Americans perceive being indirect 

as detracting from leadership effectiveness, whereas prior research shows cultures in other 

regions of the world (e.g., Middle East and Southern Asia) that regard an indirect leadership 

styles as being effective (Javidan et al., 2006). These findings support the idea that effective 

leaders across the region are expected to be optimistic and relational in their interactions. For 

example, a business leader who is more aloof is likely to be perceived as less effective because 

the lack of interaction with his/her people. Likewise, highly indirect communication styles would 

likely be perceived as ineffective across Latin America (Brett, Behfar, & Kern, 2006). 

Besides profiling effective and ineffective leadership in Latin America, a major 

contribution of this study was to examine the variance in attributions of leadership in Latin 

American countries by comparing common and unique markers of perceived effective 

leadership. Therefore, to address our third research question we highlight attributes that are 

perceived as effective in one Latin American country, but may not be expected of leaders in 

another country. Although prior research reported by GLOBE compared general leadership 
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styles of the Latin American region’s culture to other cultures, the current study examined 

significant differences in specific attributes expected in leaders between countries in this region. 

 As mentioned previously, charismatic leadership is widely respected in Latin America as 

in all regions of the world; however, our results show that there are specific charismatic 

attributes that may not be perceived to be equally effective everywhere. Individual countries are 

affected uniquely by their own historical events, governance, and institutions (North, 1994); thus, 

leadership expectations are likely to differ based on these cultural nuances. For instance, 

although a leader who is a risk taker is likely perceived as effective, in countries like Argentina, 

Bolivia, Brazil, Colombia, and Mexico, these attributes do not necessarily contribute to effective 

leadership. Similarly, a charismatic leader who is willful (i.e., strong-willed and resolute) may be 

perceived as effective in most Latin American countries, except in Colombia where this 

characteristic may be considered to inhibit effective leadership. Although this study does not 

explain why each specific attribute may be perceived as effective in one country and why it 

could be neutral or ineffective in another country in the same region, individual country-level 

variance is theoretically supported by institutional theory’s exposition of unique historical events 

and government leadership over time that shape citizens’ expectations and mental models 

(Chhokar, Brodbeck, & House, 2007; Denzau & North, 1994). The empirical findings of this 

research offer a starting point for identifying leadership attributes relevant for future research. 

Within another major leadership style respected across Latin America, team-orientation, 

differences in specific behavioral attributes emerged for some individual countries. Certain team-

oriented behaviors are not perceived as effective across all Latin American countries. For 

example, expected leader behaviors related to intra-group conflict avoidance show significant 

variance between national cultures in this region, with most perceiving conflict avoidance within 
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groups as a marker of effective leadership. Yet three countries out of eleven significantly rated 

this behavior as a sign of ineffective leadership (i.e., Colombia, El Salvador, and Peru). Thus, it 

is reasonable to conclude that the extent to which conflict should be permitted in the group by an 

effective leader varies based on the country, with people from Colombia, El Salvador, and Peru 

wanting to address conflict in the team by solving it rather than avoiding it. Future research 

could examine the histories of governance and institutions in these countries to identify potential 

explanations for what is driving differences at the national culture level in preferences for facing 

or avoiding group conflict. 

Finally, attributes such as being domineering, worldly, provocateur, cunning and a micro-

manager showed some variability between Latin American countries. Hence, depending on the 

country, these attributes may work for or against the perceived effectiveness of the leader. For 

example, the attribute of cunning is more likely to be respected among leaders in Peru and 

Colombia, although not in most other countries of this region. Therefore, leaders’ exhibiting a 

behavior seen as clever and astute would be considered more acceptable in these countries than 

is reported in the rest of the Latin American sample. Interestingly, being worldly was generally 

perceived as effective, except in Brazil. It seems they seek leaders who are more focused on local 

market, on domestic and internal matters. However, future research could track in more detail the 

likely changes in perceptions and attitudes of Brazilian citizens and business managers as this 

country plays in the center of the world stage more and more. 

Lastly, several of the attributes that varied most across countries in the region fell under 

what has been called a “self-protective” leadership style. Particularly, the attribute of habitual 

(i.e., given to a constant, regular routine) is considered to be reflective of less effective 

leadership; however, in Bolivia it was identified as an attribute that may contribute to effective 
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leadership. Again, the current study does not attempt to explain what historical and institutional 

events make this particular attribute more favorable in Bolivia, but managers new to this country 

may observe behaviors in leaders that resemble habitual characteristics. Conversation with team 

members may uncover why it might be important in that context.  

In sum, a number of leadership attributes are considered to be effective (or ineffective) 

across all Latin American countries studied, yet more nuanced behaviors and attitudes associated 

with global mindsets and forceful approaches to dealing with people require examination of 

leadership country by country. By assessing individual countries’ norms and expectations we can 

get a better idea of the leadership attributes that may produce positive perceptions in one country, 

but not in others.   

4.2.  Practical Implications 

This study and its leadership profiles by country are not an “answer” but rather a place to 

start a discussion about how to effectively lead people in these Latin American countries. 

Knowledge about cultural similarities and nuances can help organizations in terms of personnel 

selection, and training and development programs for employees who will interact with people 

from other cultures (Dickson, Castaño, Magomaeva, and Den Hartog, 2012). A common 

application can be in the design of selection tools and personnel assessments for expatriates 

based on the fit between expatriate’s values, belief system, and leadership concepts with the 

values and expectations from the host country (Caligiuri, 2006). Moreover, to increase leadership 

effectiveness, managers need to be aware of the expectations and values related to leadership in 

the local culture, particularly in a virtual setting where non-verbal communication is minimized 

(Dickson et al., 2012). Expatriate managers can use the leadership attributes highlighted in this 

study to focus their initial observations of how leadership styles that at first may seem universal 
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(i.e., charismatic) but are effectively enacted in unique ways in different countries (i.e., more 

group-oriented goals, “family” metaphors, etc.). 

Integrating prior research with the current profiles from this study, some trends emerged 

concerning leading people in Latin America. First, to work effectively in Latin American 

environments, awareness of the core values of these societies is important: family relationships 

and group cohesion are pivotal in any interaction. Expressing emotions rather than concealing 

them may be more effective overall for a leader, rather than acting in a neutral and impersonal 

way.  As such, scholars have suggested that “leader characteristics such as being friendly and 

compassionate” may be favored in most Latin American countries (Sully de Luque & Arbaiza, 

2005: 2248). 

Another potential implication may be pertinent here. Some of the attributes reflecting 

self-protective leadership were found to be ineffective in Latin America; however, the attribute 

class-conscious was shown to be preferred by over half the sample. Moreover, the only country 

in the region indicating that this leader attribute was ineffective was Venezuela. Given the strong 

cultural underpinnings of in-group collectivism in this region overall (Gelfand, Bhawuk, Nishii, 

& Bechtold, 2004), this cultural influence on leader behavior is explicable. Thus, it is incumbent 

upon individuals to be cognizant of issues related to class-conscious leader behaviors (i.e. class 

divisions) when working in most countries in this region. In other words, leaders working in this 

region may have to be understanding of the meaning of differentiating between classes (groups) 

and recognize the impact in the effectiveness of leaders, even when it is not important or even 

avoided in another culture.  

The universally negative leadership behaviors in Latin America (i.e., being cynical, 

vindictive, hostile, and dishonest) must be interpreted as a part of this relational and even 
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somewhat paternalistic care for subordinates and colleagues at work. These attributes were 

shown as ineffective for the countries within Latin America, but not across all 62 societies 

included in the original GLOBE study, which emphasizes the relative importance of these 

behaviors in this region compared to other parts of the world. 

4.3.  Limitations and Future Research  

Despite its strengths, this study has several limitations. First, the region sample size 

comprised eleven out of 20 countries from Latin America. Although we were fortunate to collect 

additional data from Peru for this analysis, there remain other countries to include when 

comparing leadership perceptions in the region. Second, data from Peru were collected many 

years after the original data were collected for the other 10 countries. It should be noted, 

however, that similar methodological sampling and careful replication of the original GLOBE 

study was followed by the Peru scholars. Although we tested for construct equivalence through 

confirmatory analyses, temporal differences may be confounding the results.  

This relates to another limitation of this study. Since the original GLOBE study was 

conducted well over a decade ago, it is difficult to know if any changes have occurred over this 

time. Replicating this study to see if there have been any changes to leader CLTs across the Latin 

America would allow an examination of any changes over time. Finally, although the measures 

of CLTs assess preferences for leadership attributes and behaviors, leader effectiveness was not 

measured. In other words, these measures do not assess whether these leadership attributes 

actually link to organization performance in these countries. Thus, future research can evaluate 

whether managerial perceptions of effective/ineffective leadership attributes do indeed correlate 

with objective measures of performance. Recent research endeavors may serve as a model for a 

way to link CEO leader behavioral attributes to organizational performance (House et al., 2014). 
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Moreover, future research should investigate the relationship between specific cultural 

values and leadership behaviors in the region. This analysis can paint a more refined picture in 

terms of the specific values that lead to some of the leadership preferences. In terms of preferred 

leadership behaviors, differences between countries found in the present study indicate the need 

for further conceptual development in this area. Conducting in-depth studies of single countries 

that apply quantitative and qualitative methods is an important initial step in this endeavor. 

Several studies provide skillful examples of this mixed-method framework for the countries of 

Mexico (Howell et al., 2007), Colombia (Ogliastri, 2007), and Argentina (Altschul et al., 2007). 

Expanding these studies to a larger number of Latin American countries would enhance our 

understanding of individual country cultural values and leadership patterns. Another step in 

increasing understanding of leadership in the region would be to compare findings across 

countries by using similar quantitative and qualitative methodologies. At this stage, comparisons 

across countries would allow further theory development and theory testing.  

Building on the arguments of this study, quantitative research in this area should engage 

larger sample sizes to facilitate the use of multilevel modeling conducted for more accurate 

statistical significance testing, especially when investigating the societal culture-leadership 

relationship. Furthermore, quantitative research on leadership effectiveness should examine 

mediation models linking cultural values to culturally implicit leadership styles, and comparing 

results across Latin American countries. Such results would shed light not only on the leadership 

preferences in Latin America, but confirm which styles actually drive leadership effectiveness 

(Dorfman, Javidan, Hanges, Dastmalchian, & House, 2012). The recent research of House and 

colleagues (2014) provides a dynamic example of such a study. 
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Another suggestion for future research of leadership in Latin America lies in the study of 

benevolent paternalism (Martinez, 2005; Pellegrini & Scandura, 2008), humanistic leadership 

and other related theories (Davila & Elvira, 2012) in different parts of the world. Such 

approaches move beyond the myth of autocratic leadership in Latin America, and progresses to 

the specific study of industry and business rather than generalizations and stereotypes of business 

leadership based on political history.  

Further research could focus on specific leadership behaviors that may have a weighty 

impact on leadership in organizations. For example, the current study showed that most Latin 

American countries in this sample favor class-conscious leader behavior. These same countries 

report high levels of in-group collectivism (i.e., societies identify with family or other groups 

such as class, caste or tribe). Research assessing the interaction of select cultural dimensions and 

the preference for specific leadership behaviors with leadership effectiveness across different 

groups within a culture could provide insights into workplace problems not easily understood 

from other approaches. 

A final suggestion for future research involves studying the contextual environment of 

leaders in Latin America specifically and developing economies generally. In nascent research in 

the informal economy, there is greater reliance on local collectives. As such, historically there is 

more dependency on relationships and somewhat less on formal structures, rules, and institutions 

compared to the formal economy. Given these dependencies, future research can assess the role 

of shared leadership in the informal economy context, to see if there are differences from the 

formal economy sector in Latin America. 
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5. Conclusions 

Business leaders working in Latin America, and especially those who move around the 

region, need to recognize the similarities and differences in perceptions of effectiveness across 

Latin American countries. Although there are some universal expectations for leadership within 

the region, there are also culturally contingent leadership attributes. Those leaders who are aware 

of these potential differences and are willing to adapt their behaviors accordingly are most likely 

to be perceived as effective. Furthermore, taking into account how national culture impacts 

perceptions of leadership effectiveness may help leaders form a better picture of how to manage 

complexities across cross-cultural contexts that include Latin American cultures.  

 

  



Leadership in Latin America     36 

 

References 

Abarca, N., Mujluf, N., & Rodriguez, D. (1998). Identifying management in Chile: A 

behavioural approach. International Studies of Management & Organization, 28, 18-37. 

Agar, M. (1998). Ethnography manual for leadership study.` Working Paper. Takoma Park, MD. 

Albert, R. D. (1996). Framework and model for understanding Latin American and 

Latin/Hispanic cultural patterns. In D. Landis, & R. Bhagat (Eds.), Handbook of 

intercultural training, 2nd ed. (pp. 327-348). Sage: Thousand  

Altschul, C., Holzer, M., López, M., Preziosa, M. M., Ruffolo, F. (2007). A crisis of guidance: 

Leadership and managerial practices in Argentina. In J. S. Chokar, F. C. Brodbeck, & R. 

J. House (Eds.), Culture and leadership across the world: The GLOBE book of in-depth 

studies of 25 societies. Mahwah, NJ: Lawrence Erlbaum. 

Amado, G., & Brasil, H. V. (1991). Organizational behaviors and cultural context: The Brazilian 

“Jeitinho.” International Studies of Management and Organization, 21(3): 38-61.  

Bass, B. M. (1997). Does the transactional-transformational leadership paradigm transcend 

organizational and national boundaries? American Psychologist, 52, 130-139. 

Bensusan, G. (2006). Las reformas laborales en America Latina [Labor reforms in Latin 

America]. In E. De la Garza Toledo (Ed.), Teorias sociales y estudios del trabajo: Nuevos 

enfoques (pp. 367-384). [Social theories and labor studies: New approaches]. Mexico: 

Cuadernos A. Temas de Innovacion Social Anthropos, UAM-I. 

Brett, J., Behfar, K., & Kern, M. C. (2006). Managing multicultural teams. Harvard Business 

Review, 84(11), 84-91.  



Leadership in Latin America     37 

 

Brodbeck, F.C., Frese, M., Akerblom, S., Audia, G., Bakacsi, G., Bendova, H., et al. (2000) 

Cultural Variation of Leadership Prototypes Across 22 European Countries. Journal of 

Occupational and Organizational Psychology. 73, 1-29. 

Caligiuri, P. M. (2006). Developing global leaders. Human Resource Management Review, 16, 

219-228.  

Camacho-Garcia, M. A. (1996). Análisis organizacional del las Pymexas Metalmec nicas de 

Cochabamba. Cochabamba, U.M. San Simons: FCEyS. 

Cardoso, F. H., & Faletto, E. (1979). Dependency and development in Latin America. Berkeley 

and Los Angeles, CA: University of California Press. 

Chhokar, J. S., Brodbeck, F. C., & House, R. J. (2007). Culture and leadership across the world: 

The GLOBE book of in-depth studies of 25 societies. Mahwah, NJ: Lawrence Erlbaum. 

Colella, A., Garcia, F., Reidel, L., & Triana, M. (2005). Paternalism: “Hidden” discrimination. 

Paper presented at the meeting of the Academy of Management, Honolulu, Hawaii. 

Davila, A., & Elvira, M.M. (2005). Culture and human resource management in Latin America. 

In M. M. Elvira & A. Davila (Eds.), Managing human resources in Latin America: An 

agenda for international leaders (pp. 3-24). Oxford, UK: Routledge. 

Davila, A., & Elvira, M. (2012). Humanistic leadership: Lessons from Latin America. Journal of 

World Business, 47, 548-554. 

Davis, S. M. (1969). United States versus Latin America: Business and culture. Harvard 

Business Review, 47(6): 15-24. 

Den Hartog, D. N., House, R. J., Hanges, P. J., Ruiz-Quintanilla, S. A., & Dorfman, P. W. 

(1999). Culture specific and cross-culturally generalizable implicit leadership theories: 



Leadership in Latin America     38 

 

Are attributes of charismatic/transformational leadership universally endorsed? The 

Leadership Quarterly, 10(2): 219-257. 

Denzau, A. T., & North, D. C. (1994). Shared mental models: ideologies and institutions. Kyklos, 47(1), 

3-31.  

Dickson, M. W., Castano, N., Magomaeva, A., & Den Hartog, D. N. (2012). Conceptualizing 

leadership across cultures. Journal of World Business, 47(4): 483-492.  

Dickson, M. W., Den Hartog, D. N., & Mitchelson, J. (2003). Research on leadership in a cross-

cultural context: Making progress, and raising new questions. Leadership Quarterly, 

14(6): 729-769. 

Dorfman, P. W., Hanges, P. J., & Brodbeck, F. C. (2004). Leadership and cultural variation: The 

identification of culturally endorsed leadership profiles. In R. J. House, P. J. Hanges, M. 

Javidan, P. W. Dorfman, & V. Gupta (Eds.), Leadership, culture, and organizations: The 

GLOBE study of 62 societies (pp. 668-720). Thousand Oaks, CA: Sage Publications. 

Dorfman, P. W., & Howell, J. P. (1997). Managerial leadership in the United States and Mexico: 

Distant neighbors or close cousins? In C. S. Granrose & S. Oskamp (Eds.), Cross-cultural 

workgroups (pp. 234-264). Thousand Oaks, CA: Sage Publications.  

Dorfman, P. W., Javidan, M., Hanges, P. J., Dastmalchian, A., & House, R. J. (2012). GLOBE: 

A twenty-year journey into the intriguing world of culture and leadership. Journal of 

World Business, 47(4): 504–518.  

Friedrich, P., Mesquita, L. & Hatum, A. (2006). The meaning of difference: Beyond cultural and 

managerial homogeneity stereotypes of Latin America. Management Research, 4(1): 53-71. 



Leadership in Latin America     39 

 

Fu, P. P., Tsui, A. S., Liu, J., & Li, L. (2010). Pursuit of whose happiness? Executive leaders’ 

transformational behaviors and personal values. Administrative Science Quarterly, 55, 

222-254. 

Garcia-Verdu, R. (2007). The informal sector: what is it, why do we care, and how do we measure it? 

Perry G. E., Maloney W. F., Arias O. S., Fajnzylber P., Mason A. D., Saavedra-Chanduvi J., 

editors. Informality: exit and exclusion. Washington, DC: World Bank Publications.  

Gelfand, M. J., Bhawuk, D. P., Nishii, L., & Bechtold, D. (2004). Individualism and 

collectivism. In R. J. House, P. J. Hanges, M. Javidan, P.W. Dorfman, & V. Gupta (Eds.), 

Culture, leadership, and organizations: The GLOBE study of 62 cultures. Thousand 

Oaks: Sage Publications. 

Hanges, P. J., & Dickson, M. W. (2004). The development and validation of the GLOBE culture 

and leadership scales, In R. J. House, P. J. Hanges, M. Javidan, P. W. Dorfman, & V. 

Gupta (Eds.), Leadership, culture, and organizations: The GLOBE study of 62 societies 

(pp. 121-151). Thousand Oaks, CA: Sage Publications. 

Hofstede, G. (1980). Culture’s consequences: International differences in work-related values. 

Beverly Hills, CA: Sage. 

House, R. J., Dorfman, P. W., Javidan, M., Hanges, P. J., & Sully de Luque, M. (2014). Strategic 

leadership across cultures: The GLOBE study of CEO leadership behavior and 

effectiveness in 24 countries. Thousand Oaks, CA: Sage Publications. 

House, R. J., Hanges, P. J., Javidan, M., Dorfman, P. W., & Gupta, V. (2004). Leadership, 

culture, and organizations: The GLOBE study of 62 societies. Thousand Oaks, CA: Sage 

Publications. 



Leadership in Latin America     40 

 

Howell, J., DelaCerda, J., Martinez, S., Bautista, J., Ortiz, J., Prieto, L., & Dorfman, P. (2007). 

Societal culture and leadership in Mexico. In J. S. Chokar, F. C. Brodbeck, & R. J House. 

(2007). Culture and leadership across the world: The GLOBE book of in-depth studies of 

25 societies. Mahwah, NJ: Lawrence Erlbaum. 

Inglehart, Ronald, and Marita Carballo. 2008. "Does Latin America exist? A Global Analysis of Cross-

Cultural Differences. Perfiles Latinoamericanos, 16(31), 13-38 

Javidan, M., & Carl, D. E. (2004). East meets west: A cross-cultural comparison of charismatic 

leadership among Canadian and Iranian executives. Journal of Management Studies, 41(4): 665-

691.  

Javidan, M., House, R. J., Dorfman, P. W., Hanges, P. J., & Sully de Luque, M. (2006). 

Conceptualizing and measuring cultures and their consequences: A comparative review 

of GLOBE’s and Hofstede’s approaches. Journal of International Business Studies, 37, 

897-914. 

Johnson, J. P., Lenartowicz, T., & Apud, S. (2006). Cross-cultural competence in international business: 

Toward a definition and a model. Journal of International Business Studies, 37(4): 525-543.  

Kras, E. S. (1994). Modernizing Mexican management style: With insights for U.S. companies 

working in Mexico. Las Cruces, NM: Editts Publishing. 

Koopman, P. L., Den Hartog, D. N., & Konrad, E. (1999). National culture and leadership 

profiles in Europe: Some results from the GLOBE study. European Journal of Work and 

Organizational Psychology, 8(4): 503-520. 

Leguizamón, F., Ickis, J., & Ogliastri, E. (2008). San Nicolás pharmacy. In A. Davila, & M. 

Elvira (Eds.), Best HRM practices in Latin America. Oxford: Routledge. 



Leadership in Latin America     41 

 

Lenartowicz, T., & Johnson, J. (2002). Managerial values in Latin America: A twelve-nation 

comparative study. Management International Review, 42(3): 279-307. 

Lord, R., & Maher, K. L. (1991). Leadership and Information processing: Linking perceptions 

and performance. Boston: Unwin-Everyman.  

Majul, L. (1992). Los Dueños de la Argentina: La cara oculta de los negocios. Buenos Aires, 

Argentina: Sudamericana. 

 Margaona, Elisa (2012). Selecting And Developing Organizational Leaders In Latin America: 

La Cultural Importa. Consulting Psychology Journal: Practice And Research, 64 (4), 

295-306.  

Marken, G. A. (1999). Improving your leadership skills. Public Relations Quarterly, 44, 40-41. 

Martinez, P. G. (2005). Paternalism as a positive form of leadership in the Latin American 

context: Leader benevolence, decision-making control and human resource management 

practices. In M. Elvira & A. Davila (Eds.), Managing human resources in Latin America: 

An agenda for international leaders (pp. 75-93). Oxford, UK: Routledge. 

Martínez, S. M. & Dorfman, P. W. The Mexican Entrepreneur: An Ethnographic Study of the 

Mexican Empresario.  International Studies of Management & Organization,  28 (2), 

Latin American Management Styles, 97-124 

Morrison, A. J. (2000). Developing a global leadership model. Human Resource Management, 39(2-3): 

117-131.  

Muczyk, J. P., & Holt, D. T. (2008). Toward a cultural contingency model of leadership. Journal 

of Leadership and Organizational Studies, 14(4): 277-286. 



Leadership in Latin America     42 

 

Nicholls-Nixon, C. L., Davila Castilla, J. A., Sanchez Garcia, J., & Rivera Pesquera, M. (2011). 

Latin America management research: Review, synthesis, and extension. Journal of 

Management, 37(4): 1178-1227. 

North, D. (1994). Economic Performance through Time. American Economic Review, 84(3),  

359–368. 

Ogliastri, E. (1998). Culture and organizational leadership in Colombia. Retrieved from 

http://www.hs-

fulda.de/fileadmin/Fachbereich_SW/Downloads/Profs/Wolf/Studies/colombian/colombia

n.pdf.  

Ogliastri, E., & Wittingham, M. (2001). Unternehmensfürung in Kolumbien—Eine qualitative 

studie. En Diehl & Helfrich (Eds.), Kolumbien im Fokus. Einblicke in Politik, kultur, 

Umwelt, Vervuert, Frankfurt/Main, 2001. (El liderazgo colombiano. Un estudio de los 

medios escritos de comunicación, Diálogos sobre Gestión II, Colciencias y Corporación 

Calidad, Bogotá, 2000). 

Ogliastri, E. (2007). Colombia: The human relations side of enterprise. In J. S. Chokar, F. C. 

Brodbeck, & R. J. House (2007). Culture and leadership across the world: The GLOBE 

book of in-depth studies of 25 societies. Mahwah, NJ: Lawrence Erlbaum. 

Ogliastri, E., McMillen, C., Altschul, C., Arias, M. E., Bastamente, C., Davila, C., Dorfman, P., 

Ferreira, M., Finmen, C., & Martinez, S. (1999). Cultura y liderazgo organizacional en 10 

paises de America Latina. El estudio Globe. Academia Revista Latinoamericana de 

Administración, 22, 29-57.  

Olien, M. D. (1973). Latin Americans: Contemporary peoples and their cultural tradition. New 

York: Holt, Rinehart & Winston. 

http://www.jstor.org/pss/2118057
http://www.jstor.org/pss/2118057
http://www.hs-fulda.de/fileadmin/Fachbereich_SW/Downloads/Profs/Wolf/Studies/colombian/colombian.pdf
http://www.hs-fulda.de/fileadmin/Fachbereich_SW/Downloads/Profs/Wolf/Studies/colombian/colombian.pdf
http://www.hs-fulda.de/fileadmin/Fachbereich_SW/Downloads/Profs/Wolf/Studies/colombian/colombian.pdf


Leadership in Latin America     43 

 

Osland, J. S., Franco, S., & Osland, A. (1999). Organizational implications of Latin American 

culture: Lessons for the expatriate manager. Journal of Management Inquiry, 8, 219-234. 

Pellegrini, E. K., & Scandura, T. A. (2008). Paternalistic leadership: A review and agenda for 

future research. Journal of Management, 34, 566-593. 

Recht, R., & Wilderom, C. (1998). Latin American’s dual reintegration. International Studies of 

Management & Organization, 28, 3-17. 

Riding, A. (1985). Distant neighbors: A portrait of the Mexicans. New York: Random House. 

Rivera, J. (1978). Latin America: A sociocultural interpretation. New York: Irvington Publishers. 

Rodriguez, D., & Rios, R. (2009). Paternalism at a crossroads: Labour relations in Chile in 

transition. Employee Relations, 31(3): 322-333. 

Romero, E. J. (2004). Latin American leadership: El Patrón & El Líder Moderno. Cross Cultural 

Management: An International Journal, 11, 25–37. 

Ronen, S., & Shenkar, O. (1985). Clustering countries on attitudinal dimensions: A review and 

synthesis. Academy of Management Review, 10, 435-454. 

Schwartz, S. H. (2006). Value orientations: Measurement, antecedents and consequences across 

nations. In R. Jowell, C. Roberts, R. Fitzgerald, & G. Eva (Eds.), Measuring attitudes 

cross-nationally—Lessons from the European social survey. London: Sage. 

Sebenius, J. K. (2002). The hidden challenge of cross-border negotiations. Harvard Business Review, 

80(3): 76-85.  

Shen, J. (2005). International training and management development: Theory and reality. Journal of 

Management Development, 24(7): 656-666.  

Smith, P. B., Misumi, J., Tayeb, M. H., Peterson, M., & Bond, M. H. (1989). On the generality of 

leadership styles across cultures. Journal of Occupational Psychology, 62, 97-110. 



Leadership in Latin America     44 

 

Smith, T. L. (1970). Studies of Latin American societies. Garden City, NY: Anchor Books. 

Sully de Luque, M. & Arbaiza, L. (2005).  Human Resource Management in Peru.  In M. Elvira & A. 

Davila (Eds.).  London: Routledge.  

Thomas, J. (1996). Pilot study: Media analysis and the country study manual. Mimeo. 

Trompenaars, A., & Hampden-Turner, C. (1998). Riding the waves of culture: Understanding diversity 

in global business (2nd ed.). New York: McGraw-Hill. 

Vassolo, R. S., De Castro, J. O., & Gomez-Mejia, L. R. (2011). Managing in Latin America: 

Common issues and a research agenda. Academy of Management Perspective, 25(4): 22-

36. 

Zea, L. (1963). The Latin-American mind. Norman: University of Oklahoma Press. 

 

  



Leadership in Latin America     45 

 

Table 1 
Second-Order Factors, First-Order Factors, and Leader Attributes and Behaviors Descriptives  

Second-Order Factors First Order Factors Leader Attributes/Behaviors Min Max Mean SD 

Charismatic/Value-Based 
Leadership: A leadership 

dimension that reflects ability to 

inspire, to motivate, and to 

expect high performance 

outcomes from others based on 

firmly held values 

Decisive Decisive 6.00 6.62 6.32 0.23 

 
Intuitive 4.34 6.47 5.72 0.60 

 
logical 5.21 6.20 5.80 0.29 

 
Willful 3.29 6.41 5.29 0.96 

Inspirational Confidence builder 5.83 6.63 6.31 0.24 

 
Dynamic 6.14 6.68 6.42 0.19 

 
Encouraging 5.85 6.65 6.25 0.25 

 
Enthusiastic 5.57 6.22 5.99 0.18 

 
Morale Booster 4.38 6.69 6.09 0.63 

 
Motivational 5.35 6.49 6.02 0.29 

 
motive arouser 5.85 6.86 6.40 0.26 

 
Positive 5.43 6.82 6.20 0.45 

Integrity Honest 5.21 6.92 6.29 0.45 

 
Just 5.82 6.86 6.28 0.33 

 
Sincere 5.32 6.55 5.94 0.39 

 
Trustworthy 5.84 6.82 6.45 0.35 

Performance-oriented Excellence-oriented 5.83 6.92 6.40 0.29 

 
Improvement-oriented 6.11 6.69 6.34 0.19 

 
Performance-oriented 5.56 6.31 5.88 0.22 

Visionary Able to anticipate 5.90 6.37 6.14 0.16 

 
Anticipatory 5.13 6.61 6.02 0.43 

 
Foresight 5.76 6.41 6.07 0.16 

 
Future-oriented 5.77 6.43 6.03 0.19 

 
Inspirational 6.00 6.84 6.34 0.28 

 
Intellectually stimulating 5.62 6.35 6.01 0.23 

 
plans ahead 5.78 6.52 6.22 0.23 

 
Prepared 4.52 6.57 6.02 0.55 

 
Visionary 5.68 6.57 6.14 0.27 

Team-Oriented Leadership: 
A leadership dimension that 

emphasizes effective team 

building and implementation of 

a common purpose or goal 

among team members. 

Administratively 

Competent 
Administratively Skilled 5.87 6.73 6.36 0.25 

 
Good administrator 5.53 6.53 6.16 0.27 

 
Orderly 5.41 6.20 5.78 0.28 

 
Organized 4.73 6.16 5.77 0.39 

Collaborative team 

orientation 
Collaborative 5.98 6.39 6.12 0.13 

 
Consultative 5.06 5.99 5.45 0.27 

 
Fraternal 4.41 5.44 5.10 0.29 

 
Group-oriented 5.51 6.63 6.17 0.31 

 
Loyal 4.85 6.25 5.85 0.38 

 
Mediator 4.37 6.24 5.73 0.51 

Diplomatic Diplomatic 5.08 6.55 6.08 0.46 
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Table 1 
Second-Order Factors, First-Order Factors, and Leader Attributes and Behaviors Descriptives  

Second-Order Factors First Order Factors Leader Attributes/Behaviors Min Max Mean SD 

 
Effective bargainer 4.82 6.61 6.06 0.46 

 
Intra-group conflict avoider 3.32 5.69 4.46 0.95 

 
win/win problem-solver 5.68 6.53 6.13 0.30 

 
Wordly 3.48 5.70 4.85 0.68 

Malevolent Cynical 1.27 2.43 1.67 0.33 

 
Dependable 5.36 6.78 6.26 0.38 

 
Dishonest 1.06 1.90 1.37 0.26 

 
Egotistical 1.43 3.05 2.13 0.47 

 
Hostile 1.06 2.04 1.42 0.29 

 
Intelligent 4.78 6.69 6.23 0.54 

 
Irritable 1.30 2.53 1.94 0.30 

 
Non-Cooperative 1.29 3.58 1.78 0.65 

 
Vindictive 1.37 2.19 1.64 0.27 

Team integrator Clear 4.63 6.59 6.12 0.56 

 
Communicative 5.95 6.62 6.34 0.20 

 
Coordinator 6.00 6.65 6.32 0.22 

 
Informed 5.73 6.67 6.36 0.26 

 
Integrator 5.74 6.49 6.07 0.25 

 
Subdued 1.81 3.34 2.44 0.46 

 
Team builder 5.90 6.59 6.32 0.21 

Participative Leadership: A 

leadership dimension that 

reflects the degree to which 

managers involve others in 

making and implementing 

decisions. 

Autocratic Autocratic 1.87 3.27 2.48 0.45 

 
Bossy 1.59 3.99 2.63 0.68 

 
Dictatorial Individualistic 1.49 3.01 2.17 0.50 

 
Domineering 2.05 4.54 3.21 0.68 

 
Elitist 1.94 2.93 2.37 0.27 

 
Ruler 1.66 3.83 2.75 0.57 

Non-participative Individually oriented 2.46 3.42 2.91 0.33 

 
Micromanager 1.60 4.83 3.18 1.01 

 
Nondelegator 1.59 3.33 2.18 0.50 

 
Non-egalitarian 1.97 3.96 2.40 0.55 

Humane-Oriented 

Leadership: A leadership 

dimension that reflects 

supportive and considerate 

leadership but also includes 

compassion and generosity. 

Humane orientation Compassionate 3.46 4.79 4.21 0.37 

 
Generous 4.30 5.33 4.92 0.29 

Modesty Calm 4.31 5.96 5.42 0.49 

 
Modest 4.20 5.65 5.24 0.42 

 
Patient 5.19 5.86 5.54 0.21 

  
Self-effacing 2.29 5.23 4.27 0.99 

Autonomous Leadership: A 

newly defined leadership 
dimension that refers to 

independent and individualistic 

leadership attributes. 

Autonomous Autonomous 1.63 4.59 3.35 0.82 

 
Independent 1.67 4.47 3.67 0.83 

 
Individualistic 1.67 4.30 2.56 0.70 

 
Unique 4.09 5.04 4.56 0.29 



Leadership in Latin America     47 

 

Table 1 
Second-Order Factors, First-Order Factors, and Leader Attributes and Behaviors Descriptives  

Second-Order Factors First Order Factors Leader Attributes/Behaviors Min Max Mean SD 

Self-Protective Leadership: 

From a Western perspective, 

this newly defined leadership 

behavior focuses on ensuring 

the safety and security of the 

individual and group through 

status enhancement and face 

saving. 

Conflict Inducer Intra-group competitor 3.87 5.55 4.77 0.50 

 
Normative 4.32 5.62 5.16 0.36 

 
Secretive 1.96 3.32 2.57 0.43 

Face saver Avoids negatives 1.86 3.39 2.71 0.48 

 
Evasive 2.89 4.65 3.37 0.53 

 
Indirect 2.16 3.00 2.71 0.26 

 
Non-explicit 1.76 2.97 2.34 0.34 

Procedural Cautious 3.51 4.83 3.99 0.41 

 
Formal 4.02 5.43 4.87 0.48 

 
Habitual 2.77 5.38 3.45 0.74 

 
Procedural 4.24 6.10 5.27 0.50 

 
Ritualistic 2.70 4.32 3.57 0.42 

Self-centered Asocial 1.59 3.42 2.08 0.53 

 
Loner 1.48 2.53 1.96 0.30 

 
Nonparticipative 1.40 3.15 1.89 0.48 

 
Self-interested 1.47 4.02 2.54 0.90 

Self-sacrifice Convincing 5.65 6.49 6.07 0.23 

 
Risk taker 3.58 5.96 4.77 0.91 

 
Self-sacrificial 4.53 5.76 5.09 0.37 

Status-conscious Class conscious 3.34 5.76 4.66 0.67 

 
status-conscious 4.50 5.39 4.97 0.28 

Other 

 
Ambitious 5.31 6.43 5.85 0.28 

 
Arrogant 1.35 3.62 2.07 0.64 

 
Cunning 2.12 6.38 3.61 1.39 

 
Distant 1.41 2.39 1.88 0.30 

 
Egocentric 1.49 2.73 1.92 0.34 

 
Intra-group face saver 4.52 5.87 5.09 0.43 

 
Provocateur 1.57 5.70 2.75 1.15 

 
Risk Averse 2.04 3.54 2.79 0.46 

 
Ruthless 1.42 2.46 1.85 0.34 

 
Sensitive 4.63 6.35 5.51 0.50 

 
Tender 1.88 4.61 2.64 0.74 

 
Tyrannical 1.37 3.56 1.84 0.63 

  
Ambitious 5.31 6.43 5.85 0.28 

Note: Descriptive statistics are based on the aggregated data from eleven countries. N = 11. 
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Table 2 

Universal Positive Leader Attributes in Latin America 
First Order CLTs Item 5

th
 Percentile Mean SD 

Charismatic II: Inspirational     

 Confidence builder 5.83 6.31 0.24 

 Dynamic 6.14 6.42 0.19 

 Motive Arouser 5.85 6.40 0.26 

 Encouraging 5.85 6.25 0.25 

 Positive 5.43 6.20 0.45 

 Motivational 5.35 6.02 0.29 

Charismatic I: Visionary     

 Plans ahead 5.78 6.22 0.23 

 Inspirational 6.00 6.34 0.29 

 Able to anticipate 5.90 6.02 0.16 
 Visionary 5.68 6.14 0.27 

 Foresight 5.76 6.07 0.16 

 Future-oriented 5.77 6.03 0.19 

 Intellectually Stimulating 5.62 6.01 0.23 

 Anticipatory 5.13 6.02 0.43 

Team II: Team Integrator     

 Communicative 5.95 6.34 0.20 

 Coordinator 6.00 6.32 0.22 

 Informed 5.73 6.36 0.26 

 Team builder 5.90 6.32 0.21 

 Integrator 5.74 6.07 0.25 

Administratively Competent     

 Administratively Skilled 5.87 6.34 0.25 

 Good administrator 5.53 6.16 0.27 

Integrity     
 Trustworthy 5.84 6.45 0.35 

 Honest 5.21 6.29 0.45 

 Just 5.82 6.28 0.33 

Performance-oriented     

 Improvement-oriented 6.11 6.34 0.19 

 Excellence-oriented 5.83 6.40 0.29 

Team I: Collaborative team 

orientation 

    

 Group oriented 5.51 6.17 0.31 

 Collaborative 5.98 6.12 0.13 

Diplomatic     

 Win/win problem-solver 5.68 6.13 0.30 

 Diplomatic 5.08 6.01 0.46 

Decisive     

 Decisive 6.00 6.32 0.23 

Self-sacrifice     
 Convincing 5.65 6.07 0.23 

Malevolent (reverse coded)     

  Dependable 5.36 6.26 0.38 

Note: Bold attributes = universal characteristics in Latin America, but not across the 62 

societies included in the original study. 

Universal positive status of attributes in Latin America are based on the following criteria: 

a. Grand mean for all countries > 6.00 

b. 5
th
 percentile > 5.00 
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SD = Standard deviation 

Table 3 

Universal Negative Leader Attributes in Latin America 

First Order CLTs Item 95
th

 Percentile Mean SD 

Malevolent     

 Egotistical 2.66 2.13 0.47 

 Irritable 2.27 1.94 0.30 

 Non-cooperative 2.11 1.78 0.65 

 Cynical 2.04 1.67 0.34 

 Vindictive 2.03 1.65 0.27 

 Hostile 1.78 1.43 1.20 

 Dishonest 1.69 1.37 0.26 

Self-Centered     

 Loner 2.42 1.96 0.30 

 Non-participative 2.16 1.89 0.48 

 Asocial 2.56 2.08 0.53 

Autocratic     

 Elitist 2.54 2.37 0.27 

 Dictatorial 2.85 2.17 0.50 

Face Saver     

 Indirect 2.98 2.71 0.26 

 Non-explicit 2.70 2.34 0.34 

Other Items*     

 Arrogant 2.64 2.07 0.64 

 Egocentric 2.15 1.92 0.34 

 Distant 2.32 1.88 0.30 

 Non-egalitarian^ 2.48 2.40 0.55 

 Non-delegator^ 2.78 2.18 0.50 

 Ruthless 2.34 1.85 0.34 

 Tyrannical 2.20 1.84 0.64 

 

Note: Bold Attributes = universal characteristics in Latin America, but not across the 62 

societies included in the original study. 

Universal negative status of attributes in Latin America are based on the following criteria: 

a. Grand mean for all countries s < 3.00 

b. 95
th
 percentile < 3.00 

SD = Standard deviation 

*These items did not load into a factor 

^Items belong to the Participative first order CLT when reversed scored 
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Table 4 

Culturally Contingent CLT Attributes in Latin America 

First Order CLTs Item Min Max Mean SD 

Diplomatic      

 Intra-group conflict avoider 3.32 5.59 4.46 0.95 

 Worldly 3.48 5.70 4.85 0.68 

Autocratic      

 Domineering 2.05 4.54 3.21 0.68 

Conflict Inducer      

 Intra-group competitor 3.87 5.55 4.77 0.50 

Decisive      

 Willful 3.29 6.41 5.29 0.96 

Modesty      

 Self-effacing 2.29 5.23 4.27 0.99 

Procedural/Bureaucratic      

 Habitual 2.77 5.38 3.44 0.74 

Self-sacrifice      

 Risk taker 3.58 5.96 4.77 0.91 

Status Conscious      

 Class conscious 3.34 5.76 4.66 0.67 

Face Saver      

 Evasive 2.89 4.65 3.37 0.53 

Autonomous      

 Autonomous 1.63 4.59 3.35 0.82 

Other Items      

 Cunning 2.12 6.38 3.61 1.39 

 Micro Manager 1.60 4.83 3.18 1.00 

 Provocateur 1.57 5.70 2.75 1.15 

 

Note: Culturally contingent attributes are those that have a range above and below the scale mid-

point (i.e., 4) depending on the country; SD = Standard deviation 
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Table 5 

Means and Standard Deviations for Culturally Contingent Attributes by Latin American Country 

  

Intra-group 

conflict Worldly 

Intra-group 

competitor Willful Self-effacing Habitual Risk-taker 
Argentina Mean 5.61 5.55 4.98 6.26 2.29 3.80 3.90 

 

SD 1.03 1.03 1.79 0.82 1.15 1.47 1.85 

Bolivia Mean 5.39 5.70 3.87 6.41 2.79 5.38 3.98 

 
SD 1.31 1.08 1.85 0.75 1.58 1.45 1.74 

Brazil Mean 5.27 3.48 4.82 4.86 4.74 2.99 3.58 

 

SD 1.82 1.87 1.92 1.93 1.60 1.59 1.98 

Colombia Mean 3.32 5.39 4.47 3.29 5.23 2.81 4.16 

 

SD 1.88 1.23 1.93 2.01 1.40 1.31 1.88 

Costa Rica Mean 3.64 4.42 4.54 5.01 5.20 3.43 5.66 

 
SD 2.02 1.73 2.02 1.91 1.44 1.79 1.59 

Ecuador Mean 4.24 4.80 5.55 5.90 4.69 2.86 5.71 

 

SD 1.99 1.70 1.78 1.62 1.85 1.61 1.64 

El Salvador Mean 3.46 4.54 4.23 5.32 4.75 3.48 5.96 

 
SD 1.90 1.79 1.93 1.80 1.78 1.58 1.25 

Guatemala Mean 3.93 4.11 5.49 5.06 4.63 3.69 5.69 

 

SD 1.97 1.72 1.73 1.85 1.67 1.77 1.48 

Mexico Mean 5.06 5.33 4.95 5.64 3.39 3.18 3.88 

 

SD 1.73 1.56 1.92 1.67 1.76 1.43 1.98 

Peru Mean 3.44 4.75 4.94 4.17 4.85 3.55 4.56 

 
SD 1.74 1.58 1.77 2.20 1.63 1.50 1.67 

Venezuela Mean 5.69 5.35 4.63 6.29 4.35 2.78 5.35 

 

SD 1.66 1.42 1.97 1.07 2.13 1.51 1.92 

Total Mean 4.46 4.86 4.77 5.29 4.27 3.45 4.77 

  



Leadership in Latin America     52 

 

Table 5 

Culturally Contingent Attributes by Country for Latin America (cont.) 

  

Class Conscious Evasive Autonomous Cunning Micro Manager Provocateur Domineering 

Argentina Mean 4.51 3.24 4.59 3.03 1.87 3.06 2.05 

 

SD 1.58 1.71 1.87 1.79 1.01 1.64 1.27 

Bolivia Mean 5.76 3.24 4.20 2.67 3.38 2.31 3.68 

 

SD 1.14 1.84 1.96 1.71 1.70 1.52 1.88 

Brazil Mean 5.46 3.12 1.63 2.46 1.60 5.70 2.97 

 

SD 1.42 2.05 1.15 1.92 1.03 1.54 1.90 

Colombia Mean 4.22 2.89 2.96 6.38 3.63 2.24 3.14 

 
SD 1.81 1.87 1.94 0.94 1.72 1.62 1.73 

Costa Rica Mean 4.87 2.96 2.86 3.28 2.55 1.92 2.80 

 

SD 1.78 1.89 1.73 2.16 1.70 1.60 1.80 

Ecuador Mean 5.16 3.20 3.20 2.92 2.84 1.57 3.33 

 

SD 1.39 2.13 2.06 2.10 1.86 1.28 1.98 

El Salvador Mean 4.32 2.92 2.73 3.40 2.72 2.46 3.12 

 

SD 1.77 1.98 1.82 2.12 1.84 1.90 2.01 

Guatemala Mean 4.95 3.20 3.31 3.19 3.06 1.88 2.58 

 

SD 1.71 2.05 1.95 2.31 1.88 1.52 1.80 

Mexico Mean 4.30 3.94 4.12 2.12 4.31 2.37 3.98 

 
SD 1.86 1.76 1.95 1.54 1.80 1.73 1.89 

Peru Mean 4.40 3.68 3.59 6.00 4.83 3.07 3.17 

 

SD 1.78 1.88 1.79 1.16 1.73 1.81 1.69 

Venezuela Mean 3.34 4.65 3.67 4.27 4.14 3.68 4.54 

 

SD 1.98 2.06 2.03 2.31 1.81 2.28 1.95 

         

Total Mean 4.66 3.37 3.35 3.61 3.18 2.75 3.22 

 


