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ABSTRACT

The aim of this research was to investigate the relationships between
employee perceptions of leadership dimensions, cultural beliefs and
salutogenic functioning within a multi-cultural workforce. Inter-correlations
and factor analysis of the data (N=300) identified three separate
constructs, namely leadership (comprising perceptions of organisational
climate, supervisory support and team work), cultural beliefs and
salutogenic functioning (comprising of sense of coherence, self-efficacy,
locus of control and hardiness). Many significant correlations existed
between the dimensions of the three constructs. Confirmatory factor
analysis showed that a model of good fit existed, confirming a structural
relationship between leadership dimensions, cultural beliefs and
salutogenic functioning. The nature of these relationships are discussed
and recommendations are formulated towards improved individual,
management, leadership and organisational development.

1 INTRODUCTION

Research into leadership (Ackermannn, Schepers, Lessing & Dannhauser,
2000), cultural beliefs of designated groups of employees (Booysen, 1999) and
salutogenenic functioning (Antonovsky, 1987) in the work environment
(Kossuth,1998; Viviers, 1996), are becoming increasingly important,
particularly in efforts to understand the organisational dynamics in South
Africa. Collectively however, no recorded research could be traced regarding
the relationships between these three constructs in the South African context.

Leadership seems to be influenced by employees’ perceptions of the
organisational climate, the type of supervisory support they receive and their
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perceptions of how teams operate in the organisation (Kossuth, 1998). Re-
search on cultural beliefs (Booysen, 1999) suggests that there are significant
differences in those beliefs of designated groups of employees and that these
preferred beliefs suggest inherent differences in preferred leadership practices
(transactional versus transformational) for different cultural groups (Markus &
Kitayama, 1991). In South Africa, Whites generally prefer a Euro-centric
approach, characterised by individualism and rationality. On the other hand,
Blacks show preference for an Afro-centric approach  based on a humane
orientation and collectivism known as ubuntu  (Mbigi, 1997; Mbigi & Maree,
1995; Christie, Lessem & Mbigi, 1993). It is hypothesised that if leadership is
congruent to the cultural beliefs of the individual and/or group, work
performance will be enhanced.

Research on salutogenic orientations (Antonovsky, 1987) such as sense of
coherence, self-efficacy, internal locus of control and hardiness explains the
extent to which individuals are able to cope with stressful circumstances and
are consequently able to perform their roles satisfactorily. Both national and
international research results increasingly prove the relationship between, on
the one hand salutogenic (Antonovsky, 1979, 1984) and fortigenic functioning
(Strümpfer, 1995) and, on the other hand, various individual behavioural
constructs  and work performance. Strümpfer and Wissing (1998) gave a
summary of such results measured with one of the most widely recognised
salutogenic constructs and scales, namely the sense of coherence
(Antonovsky, 1987). Examples of constructs being correlated with sense of
coherence within the field of work behaviour, are stress, burnout, self-esteem,
life satisfaction, extroversion, independence, conscientiousness, agree-
ableness, role behaviour, powerlessness and social support. Examples relating
to the individual’s organisational behaviour are job involvement, organisational
commitment, powerlessness and organisational change. Especially job satis-
faction has been researched extensively (Strümpfer, 1998). There is, however,
very little research evidence of a relationship between  salutogenic functioning
and cultural beliefs.

This research paper suggests that the individual’s level of functioning (studied
and measured from the salutogenic paradigm), is influenced by and shows
meaningful relationships with his/her perceptions of leadership (climate,
supervisory support and teamwork), on the one hand, and his/her cultural
beliefs, on the other. In terms of employee relations management, it is argued
that the salutogenic functioning individual will demonstrate the necessary
psychological strength to cope with conflict between people, be able to act
constructively as leader in negotiations between factions within the
organisation, and at the same time realise that different cultural beliefs could
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influence people’s perceptions of work performance, satisfaction and
productivity in significant ways.

The central theoretical statement of this research can be formulated as follows:
The  individual employee who experiences the psychological atmosphere of the
organisation as positive, the supervisory / managerial approach as supportive
in the  reaching of goals and commitments, the team as effective and co-
operative, whilst operating form a positive belief system, is the individual with
a high level of salutogenic functioning, manifesting in the understanding of
his/her environment, the experience of emotional sense and the manageability
of work demands. The problem statement underlying this research is whether
positive relationships between these three constructs exist, which could help in
understanding individual development, work performance and effective
employee relations.

2 LEADERSHIP DIMENSIONS

Leadership is based to a large extent on individuals’ perceptions of
organisational climate, supervisory support and teamwork (Kossuth, 1998).

2.1 Organisational climate (OC)

Based on the research of Gelfand (1972), Kline and Boyd (1991), Litwin and
Stringer (1968), Prakasam (1986), and Pritchard and Karasick (1973), climate
is a measure of the psychological atmosphere and the measurable properties
of an organisation, as perceived by employees. Litwin and Stringer (1968)
found eight dimensions (or measurable properties) which satisfactorily
contributed to the measurement of climate. These are organisation structure,
responsibility, reward, warmth, support, standards, conflict handling and
identity.

According to Fiorelli and Margolis (1993), Kottke and Sharafinski (1988) and
Sorensen and Savage (1989) climate impacts on the behaviour of an individual
through the style of leadership. Collins, Davis, Myers and Silk (1964), Litwin and
Stringer (1968) suggest that organisational practices and procedures of an
organisation impact on the climate and influence the behaviour of an individual.
That climate influences the performance of an individual was researched well
by Burke and Litwin (1992), as well as by Day and Bedeian (1991).

2.2 Supervisory support (SS)

Supervisory support can be defined as a positive, constructive and helpful
attitude of the supervisor or manager towards subordinates (Locke & Latham,
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1984) towards the attainment of the goals that they are required to achieve and
which impacts on goal commitment and performance (Locke, Shaw, Saari &
Latham 1981). The four dimensions of supervisory support in the present
research are based on House’s (1981) concept of interpersonal transactions,
and are classified as information support (information about the job), appraisal
support (assistance in setting objectives), instrumental support (assistance with
resources) and emotional support (a caring attitude). A number of researchers
have found positive correlations between supervisory support and worker
behaviour (Constable & Russell, 1986; Pretorius, 1993; Winnbust, Marcelissen
& Kleber, 1982). Others have found significant relationships with work
performance (Bandura, 1982; Carrol & Tosi, 1970; Latham & Saari, 1979).
Kossuth (1998) has found significant relationships between supervisory support
and teamwork.

2.3 Teamwork (TW)

According to Mayo (Dyer, 1987), Trist (1981) and Varney (1989) the
characteristics of sound teamwork are the following: team cohesiveness, clear
member identity, leadership support, clear objectives, conflict resolution,
support by leadership, team roles that are clear to each individual and to other
members of the team, clear individual and team goals, clear understanding of
the structure, practices, policies and systems within the team and agreement
about these amongst all team members, and effective interpersonal
relationships amongst team members. The dimensions that Varney (1989) used
as measures of effective teamwork are clarity of team task, the effectiveness
of the team processes, team performance, interpersonal relationships and team
leadership. Effective teamwork is displayed when there is trust between leader
and team members (Martins, 2000). The atmosphere tends to be informal with
much discussion where virtually everyone participates. The objectives of the
group are well understood, each member listens to the other team members,
and action is taken. Dyer (1987) found that every team member who works
together effectively, applies more effective ways of problem solving, planning,
decision making, co-ordination, integrating resources, sharing information, and
dealing with problem situations in the achievement of goals. This is supported
by Boss (1991) and Buller (1986) with their research into the positive effects of
team building inputs on performance.

3 CULTURAL BELIEFS (CB)

House, Wright and Aditya (1997) defined culture as the common experiences
of individuals which result in shared motives, values, beliefs, identities and
interpretations or meanings of significant events. Tayeb (1996) defined culture
as a set of values that underline attitudes and actions of members of social
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groupings. In his definition of culture, Hofstede (1994) stated that culture is the
collective programming of the mind which distinguishes the members of one
group or category of people from another. All of the above agree that culture is
a collective phenomenon because it is shared by people who live within the
same social environment and cultural belief refers to the individual’s orientation
towards a specific dimension.

Hofstede (1994) argued that the categories upon which cultural distinctions are
based include ethnic groups, genders, social classes and religious groups. He
referred to these as subcultures. Dorfman (1996) maintained that there is ample
evidence to suggest that cultural differences in values and beliefs are
consistent with the different known management practices used in most modern
organisations.

The dimensions of culture in the present research include the four bipolar
dimensions originally described by Hofstede (1980) namely, individualism /
collectivism, masculinity / femininity, tolerance / intolerance for uncertainty, and
power stratification / equalisation. To these Hofstede (1991) added a fifth
dimension namely future / present orientation. Later three more dimensions
were added, namely humane / inhumane orientation (House, 1993), high / low
performance  orientation - which links with the McClelland's (1985) work on
achievement motivation - and assertiveness / non-assertiveness - with its links
with McClelland’s need for power.

An important observation made by Booysen (1999) is that cultural beliefs and
practices expressed in response to questionnaires are not necessarily
predictive of organisational practices. Her views are based on those of House
et al (1997) who maintained that forces other than cultural values and beliefs
have strong influences on organisational practices. They mention in this regard
economic, technological, socio-cultural and political influences. A leader’s
behaviour is usually in accordance with the strategic requirements of the
organisation but also reflects the cultural preferences of the leader’s subgroup
(Booysen, 1999), rather than the preferred cultural beliefs of employees of the
organisation. This is seen as the reason why in South Africa, the leadership
style of organisations still reflects the Euro-centric style and of being dominated
by white males.

4 SALUTOGENIC FUNCTIONING

The salutogenic paradigm (Antonovsky, 1979; 1987; Breed, 1997) focuses on
the origins of health and wellness (Latin salus = health and Greek genesis  =
origins).   Instead  of studying abnormal behaviour, the focus is on locating and
developing   personal  and  social  resources  and  adaptive  tendencies  which
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result in coping behaviour and growth (Cilliers, Pheiffer & Visser, 1995).
Antonovsky (1979) and Strümpfer (1990) suggested that there are four
significant salutogenic strengths, namely the sense of coherence, self-efficacy
(Bandura, 1989) internal locus of control (Rotter, 1990) and hardiness (Kobasa,
1982). They all form part of the relatively new positive psychology paradigm
(Frederickson, 2001; Seligman & Csikszentmihalyi, 2000; Sheldon & King,
2001).

4.1 Sense of coherence (SOC)

Antonovsky (1984; 1987) defined SOC as a global orientation that expresses
the extent to which one has a pervasive, enduring, though dynamic feeling of
coherence manifesting in the following behavioural experiences. (1) The stimuli
deriving from one’s internal and external environments in the course of living
are structured, predictable and explicable. This is called comprehensibility,
where the individual makes sense of the stimuli in the environment. (2) The
belief that resources are available to one to meet the demands posed by these
stimuli. This is called manageability, where the individual is able to cope with
the demands of the environment. (3) The belief that these demands are
challenges worthy of investment and engagement. This is called meaning-
fulness, where the individual is able to identify emotionally and commit effort to
handling these demands. Antonovsky (1979) noted that the strength of the SOC
is connected to a variety of coping mechanisms which he referred to as
generalised resistance resources (GRRs), defined as any characteristic of the
person, the group, or the environment that can facilitate effective tension
management. He identified these as artifactual which include material
resources (money and wealth); cognitive - emotional - intrapersonal and
emotional (knowledge, intelligence and ego identity); valuative - attitudinal -
rationality, flexibility and farsightedness; interpersonal - relational (social
support systems); and macro-socio-cultural for example the cultural norms and
rules which control society’s (including an organisation’s) behaviour.
 
Antonovsky (1987) supported the notion that work has a significant role to play
in shaping a person’s SOC. A work environment which is predictable,
manageable and where the employee can participate in decision making and
has a voice in regulating his/her work, enhances the SOC of the worker
because work is meaningful. Strümpfer supported Antonovsky’s (1987) thought
that work experiences strengthen the SOC. He stated, “all else being equal, I
can hardly see where such an orientation to work as outlined above can lead,
other than to productive performance, recognition, reward, and promotion. In
turn, these experiences would become work-related GRRs that will strengthen
the sense of coherence further” (1990:270).
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4.2 Self-efficacy (SE)

Developed within the broad framework of social / cognitive learning theory
(Bandura, 1989; Gist & Mitchell, 1992; Kirsch 1986), self-efficacy focuses on
the dynamic, triadic, reciprocal, causation relationship between cognition,
behaviour and the environment. It refers to the individual’s belief that he/she
has the capabilities to mobilise the motivational and cognitive resources, and
courses of action needed to meet given situation-demands (Bandura, 1997;
Wood & Bandura, 1989). The individual sets high, challenging and achievable
goals, shows commitment and exercises choice and control over events in
his/her life, which stimulates more success (Gist & Mitchell, 1992; Kirsch,
1986). A responsive, encouraging and rewarding environment, valuing
aspirations, engagement and accomplishments, stimulates self-efficacy further
and improves performance (Bandura, 1997; Barling & Beattie, 1983; Lee, 1988;
Taylor, Locke, Lee & Gist, 1984).

4.3 Locus of control (LOC)

Introduced by Rotter (1966), the LOC concept derives from social learning
theory with its focus on reinforcement in the acquisition of knowledge and skills.
LOC is defined as the extent to which the individual perceives that he/she has
control over a given situation. The differentiation between external and internal
LOC lies in the experience of freedom (Antonovsky, 1991), attribution and
cognitive performance (Rotter, 1966). The predominantly external individual
tends to feel out of control, to see no relationship between own behaviour and
events, to attribute the cause of events to the environment, others and fate, and
to feel anxious, frustrated and helpless. The predominantly  internal individual
tends to feel in control, to see a relationship between own behaviour and
outcomes, to attribute the cause of events to the self, to feel empowered and
masterful and thus to experience less stress. Cognitively the internal individual
acquires larger amounts and more diverse kinds of information. Work-wise, the
external perceives performance as dependent on incentives, and believes that
the withdrawal of these will lead to a loss in production (Erwee & Pottas, 1982).
The internal perceives his/her own skill and judgement as a means to solving
problems, and success not as entirely dependent on the existence or non
existence of incentives (Garson & Stanwyck, 1997). He/she attends more to
own self-development, shows more initiative, develops more constructive
relationships with subordinates, is more participative, enterprising and achieves
better results than an external (Foley & Clifton, 1990; Payne & Manning, 1988).



South African Journal of Labour Relations: Autumn 200272

4.4 Hardiness (HAR)

As the salutogenic construct best known to psychologists (Strümpfer, 1990),
hardiness is seen as a global personality construct that moderates stress-health
relationships (Kobasa, 1979). From existential personality theory, she proposed
three concepts which she regarded as being relevant to this “optimistic”
orientation, namely commitment, control and challenge (Kobasa, 1982).
Together, these constructs comprise the personality style of stress-resistance
or hardiness.

The three concepts are defined as follows (Kobasa, 1982). Commitment
(versus alienation) is a belief in the truth, importance and value of what one is
and what one is doing. It is also the tendency to involve oneself actively in a
number of situations in life, such as work, family, friendship and social
organisations. Control (versus powerlessness) is a tendency to believe and act
as if, by and large, one can influence the events of one’s life through what one
imagines, says or does, with an emphasis on personal responsibility. According
to Strümpfer (1990), this component partly overlaps with internal-external locus
of control. Challenge (versus threat) is an expectation that change, rather than
stability, is the norm in life and that change will present one with opportunities
and incentives for personal development.

Persons high in hardiness easily commit themselves to what they are doing
(rather than feeling alienated), generally believe that they can at least partially
control events (rather than feeling powerless) and regard change to be a
normal challenge or impetus to development (rather than a threat).

4.5 The salutogenic profile

Salutogenic functioning is seen as consisting of the following behaviour (see
also Viviers & Cilliers, 1999). On the cognitive level, the individual is able to
view stimuli from the environment in a positive and constructive manner, and
to use the information towards effective decision making. On the affective level,
the individual functions with self-awareness, is confident, self-fulfilled, views
stimuli as meaningful and feels committed towards life in a mature manner. On
the motivational level, the individual has intrinsic motivation, perceives stimuli
as a challenge which directs his/her energy to cope, solve problems and
achieve results. The interpersonal characteristics entail the capacity to form
meaningful and rewarding relationships with others at work and in society.
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5 AIM, DESIGN AND HYPOTHESIS

The aim is to determine whether positive relationships exist between the above
leadership dimensions, cultural beliefs and salutogenic functioning, and to
ascertain the nature thereof. A survey design with quantitative measurement of
and statistical analyses on the three constructs was used. The following
hypotheses were tested:

H1 A positive relationship exist between the leadership dimensions (organisa-
tional climate, supervisory support and teamwork) and cultural beliefs H2 A
positive relationship exist between the leadership dimensions (organisational
climate, supervisory support and teamwork) and salutogenic functioning H3 A
positive relationship exist between cultural beliefs and salutogenic functioning

6 METHOD

6.1 Population and sample

The research was conducted in a high-technology organisation. The population
consisted of all the employees, from which a representative sample (N=300)
was drawn. The gender ratio was 63% male / 37% female, and the race
distribution 29% Black / 27% Coloured / 11% Indian / 33% White. The mean
age was 30 years (SD=0,66) and qualifications ranged from N3 (matriculation)
to post-graduate.

6.2 Measuring instruments

The following eight measuring instruments were chosen because (1) of their
conceptual congruence to the above definitions of the constructs and (2) their
acceptable Cronbach alpha coefficients (which will be given in brackets)
indicating the reliability of each instrument.

! Leadership - consisting of organisational climate, supervisory support
and team work (three instruments)

• The Organisational Climate Questionnaire (Kossuth,1998)
measuring 14 climate dimensions namely decision making,
organisational structure, role clarity, standards, conflict handling,
supervision, communication, team building, responsibility, reward,
job satisfaction, job tension, propensity to leave and contribution
to profits. (Cronbach alpha = 0,86, Kossuth 1998)
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• The Supervisory Support Questionnaire (House, 1981) measuring
four dimensions namely information, appraisal, instrumental and
emotional support. (Cronbach alpha = 0,96, Kossuth, 1998)

• The Teamwork Survey (Varney,1989) measuring five dimensions
namely task, process, performance, interpersonal behaviour and
leadership. Although no previous standardisation data was found,
this specific research showed a Cronbach alpha coefficient of
0,92, confirming the questionnaire’s reliability in the present study.

! Cultural beliefs

• The Sub-cultural Values Questionnaire (Booysen, 1999) based on
the cultural beliefs research of Hofstede (1980) and McClelland
(1961), measuring eight dimensions namely uncertainty
avoidance, assertiveness, gender equality, future orientation,
power differentiation, collectivism, humane orientation and per-
formance orientation. (Cronbach alpha = 0,60, Booysen, 1999)

! Salutogenic functioning - consisting of sense of coherence, self-
efficacy, locus of control and hardiness.

• The Sense of Coherence Questionnaire (Antonovsky, 1987;1993)
measuring three dimensions namely comprehension, manage-
ability and meaningfulness. (Cronbach alpha = 0,85, Kossuth,
1998 / = 0,89, Basson & Rothmann, 2001)

• The Self-efficacy Questionnaire (Tipton & Worthington, 1984)
measuring the construct in a single score. (Cronbach alpha =
0,78, Kossuth, 1998)

• The Locus of Control Questionnaire (Rotter, 1975) measuring
internal locus of control. (Cronbach alpha = 0,65, Kossuth, 1998)

• The Personal Views Survey (Hardiness Institute, 1985) measuring
three dimensions namely commitment, control and challenge.
(Cronbach alpha = 0,75, Funk, 1992)

6.3 Data collection

The measuring instruments were computerised (in English and Afrikaans). The
data was collected by inviting the sample to attend pre-arranged sessions
during a work day in groups of 30. A psychologist who is fully trained in the
appropriate computer software, administered the battery. Each session lasted
approximately three and a half-hours. The computerisation ensured that each
respondent answered every item.
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6.4 Data processing

The data was analysed by means of the Statistica (1999) Statsoft package and
the following statistics are reported:

• Descriptive statistics.
C Reliability of the instruments - the Cronbach alpha coefficients. Clark

and  Watson (1995) and Nunnally and Bernstein (1994) suggested that
a Cronbach alpha of between 0,5 and 0,6 is satisfactory for research
purposes.

C Inter-correlations - Pearson-product moment correlation coefficients.
C Exploratory factor analysis. The research measured 39 observed

variables through the eight measuring instruments. As a basis for
establishing (close up) a model in this research, the data representing
the variables were factor analysed. The orthogonal transformation
matrix rotated factor pattern method was used to determine the factor
structure of the variables. The retention of the factors is based on
certain rule of thumb principles. For principal-components analysis, it
can be argued that the Kaiser criterion of retaining factors, with
eigenvalues greater than one, appears to be the most appropriate
(Ford, MacCallum & Tait, 1986). Because not all statisticians agree
(for example Floyd & Widaman, 1995), a commonly used rule for
specifying factors was used, namely that only variables with loadings
greater than 0,40 on a factor should be considered significant and
used in defining a factor (Comrey, 1978).

C Confirmatory factor analysis. Because exploratory factor analysis has
limited value for the specification and testing of an hypothesis relating
to model structure, confirmatory factor analysis was done, allowing the
researcher to specify hypotheses and providing information to
determine whether the observed data confirm the hypothesised model
structure. SEPATH in Statistica (1999) is used to specify and analyse
such models and thereby validate the data. It measures the fit of the
hypothetical model to the data (goodness-of-fit statistics) and
measures and tests specific elements of the model, such as structural
parameters (Browne & Cudek, 1993; Hughes, Price & Marrs, 1986;
MacCallum, 1998).

7 RESULTS

7.1 Descriptive statistics

The descriptive statistics are reported in Table 1.
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TABLE 1: DESCRIPTIVE STATISTICS

VARIABLE N MEAN MIN MAX ST DE
OC 1  Decision making 300 2,770 1,200 4,600 0,651
OC 2  Organisational structure 300 3,466 1,200 5,000 0,729
OC 3  Role clarity 300 3,636 1,800 5,000 0,700
OC 4  Standards 300 3,834 2,400 5,000 0,542
OC 5  Conflict handling 300 3.231 1,000 5,000 0,713
OC 6  Supervision 300 3,528 1,400 5,000 0,781
OC 7  Communication 300 3,100 1,200 5,000 0,687
OC 8  Team building 300 3,077 1,200 4,800 0,645
OC 9  Responsibility 300 2,757 1,200 4,400 0,563
OC 10 Reward 300 2,931 1,000 5,000 0,846
OC 11 Job satisfaction 300 3,610 1,000 5,000 0,837
OC 12 Job tension 300 3,220 1,400 4,800 0,675
OC 13 Propensity to leave 300 2,296 1,000 4,800 0,850
OC 14 Contribution to profits 300 3,120 1,000 5,000 0,779   
SS 1 Information 300 3,516 1,000 5,000 0,860
SS 2 Appraisal 300 3,509 1,000 5,000 0,814
SS 3 Instrumental 300 3,429 1,000 5,000 0,844
SS 4 Emotional 300 3,662 1,000 5,000 0,857
TW 1 Task 300 3,906 1,916 5,000 0,641
TW 2 Process 300 3,435 1,142 5,000 0,768
TW 3 Performance 300 3,441 1,000 5,000 0,800
TW 4 Interpersonal 300 3,631 1,272 5,000 0,731

TW 5 Leadership 300 3,443 1,111 5,000 0,751
CB 1 Uncertainty avoidance 300 4,78 2,500 7,00 0,894
CB 2 Assertiveness 300 4,141 2,250 6,500 0,803
CB 3 Gender equality 300 3,353 1,000 5,800 0,995
CB 4 Future orientation 300 4,591 2,000 7,000 0,957
CB 5 Power differentiation 300 4,163 2,000 7,000 0,799
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CB 6 Collectivism 300 4,524 2,250 6,250 0,705
CB 7 Humane orientation 300 5,077 2,000 7,000 0,960
CB 8 Performance 300 4,618 2,666 6,666 0,649
SOC 1 Comprehension 300 4,236 2,454 6,545 0,730
SOC 2 Manageability 300 4,983 3,200 6,600 0,697
SOC 3 Meaningfulness 300 5,474 2,250 7,000 0,831
SE Self efficacy 300 2,714 1,407 5,185 0,554
LOC Internal 300 8,256 0,000 17,000 3,816
HAR 1 Commitment 300 3,172 1,800 3,933 0,394
HAR 2 Control 300 3,215 2,352 3,941 0,320
HAR 3 Challenge 300 2,633 1,666 3,722 0,360

7.2 Reliability of instruments

The Cronbach alpha coefficients and total dimensions of the eight instruments
suggested that the data were reliable in that respondents tended to answer in
a consistent manner:

C Leadership: Organisational climate = 0,85 / 14 dimensions; super-
visory support = 0,96 / 4 dimensions; team work = 0,95 / 5 dimensions.

C Cultural beliefs = 0,50 / 8 dimensions.
C Salutogenenic functioning: SOC = 0,85 / 3 dimensions; self-efficacy =

0,80 / 1 dimension; LOC = 0,71 / 1 dimension; hardiness = 0,85 / 3
dimensions.

7.3 Inter-correlations

No overall significant positive correlation exists between the leadership
dimensions and cultural beliefs  (r = 0,025). The significant positive correlations
between the various dimensions of leadership and cultural beliefs are indicated
in Table 2. Assertiveness as a cultural belief (defined as an autocratic
management style) correlates negatively with eight of the leadership
dimensions, namely conflict handling, team building (as climate dimensions),
all four supervisory support dimensions (informational, appraisal, instrumental
and emotional) as well as task and leadership (as team work dimensions).
Collectivism correlates positively with eight of the leadership dimensions,
namely structure, standards, job tension, and all five the team work dimensions
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(task, process, performance, interpersonal and leadership); gender equality
positively with five of the leadership dimensions, namely structure,
communication, reward, job tension (as climate dimensions) and process (as
team work dimension); future orientation positively with two of the leadership
dimensions, namely role clarity and standards; performance positively with job
satisfaction and negative with propensity to leave (both as climate dimensions);
and uncertainty avoidance and humane orientation positively with standards (as
climate dimension).

TABLE 2: CORRELATIONS BETWEEN LEADERSHIP DIMENSIONS AND
CULTURAL BELIEFS

CULT/
LEAD  

CB1 CB2 CB3 CB4 CB5 CB6 CB7 CB8

OC1
OC2
OC3
OC4
OC5
OC6
OC7
OC8
OC9
OC10
OC11
OC12
OC13
OC14
SS1
SS2
SS3
SS4
TW1
TW2
TW3
TW4
TW5

 0,05
 0,01
 0.01
 0,16**
 0,03
 0,05
 0,01
-0,01
-0,06
-0.00
 0,04
-0,00
-0,01
 0,07
 0,01
 0,00
 0,01
-0,02
 0,10
 0,09
 0,08
 0,00
 0,00

-0,08
-0,09
-0,05
-0,04
-0,11*
-0,02
-0,08
-0,14**
-0,07
-0,08
-0,06
 0,05
-0,05
-0,05
-0,11*
-0,13*
-0,16**
-0,17**
-0,13*
-0,09
-0,07
-0,09
-0,16**

 0,10
 0,15**
 0,10
 0,02
 0,09
 0,03
 0,12*
 0,10
 0,06
 0,15**
 0,10
-0,14**
-0,04
 0,08
 0,06
 0,03
 0,10
 0,05
 0,06
 0,12*
 0,06
 0,04
 0,10

 0,01
 0,06
 0,13*
 0,12*
 0,04
 0,08
 0,04
 0,03
-0,03
 0,02
 0,08
-0,03
-0,04
 0,03
 0,01
 0,02
 0,06
 0,02
 0,10
 0,10
 0,06
 0,05
 0,03

-0,01
 0,02
-0,06
 0,01
 0,01
 0,02
 0,05
-0,06
-0,07
-0,07
-0,07
 0,06
-0,02
-0,06
 0,05
 0,01
 0,06
 0,09
 0,01
 0,01
 0,01
 0,03
 002

 0,08
 0,21***
-0,03
 0,14**
 0,01
 0,06
 0,04
 0,08
-0,07
 0,02
-0,05
 0,12**
 0,01
 0,00
 0,08
 0,05
 0,06
-0,01
 0,11*
 0,11*
 0,14**
 0,13*
 0,12*

 0,01
 0,10
-0,07
 0,11*
-0,04
-0,02
 0,00
 0,05
-0,09
 0,00
-0,01
 0,10
 0,06
-0,04
-0,02
-0,00
-0,04
-0,08
 0,07
 0,03
 0,08
 0,05
 0,02

-0,04
 0,02
 0,04
 0,03
 0,03
 0,02
 0,01
-0,04
-0,03
-0,03
 0,11*
-0,02
-0,15**
 0,02
 0,08
 0,11
 0,08
 0,08
 0,06
-0,02
-0,01
 0,05
 0,06

*p < 0.05, ** p< 0.01, *** p< 0.001
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C Hypothesis 1

Firstly, this hypothesis is rejected in terms of the lack of an overall relationship
between the leadership dimensions and cultural beliefs. This is supported by
Booysen (1999) who maintained that cultural beliefs and practices expressed
in response to questionnaires are not necessarily predictive of organisational
practices. Her views were based on the findings of House et al (1997), namely
that forces other than cultural values and beliefs have strong influences on
organisational practices. A leader’s behaviour is usually in accordance with the
strategic requirements of the organisation rather than the preferred cultural
beliefs of employees (Booysen, 1999). The main finding concurs with that of
Booysen (1999), namely that there is no significant link between employee’s
belief systems and leadership in the organisation. These seem to be two
different issues. Secondly the hypothesis is not rejected in terms of the various
significant relationships between the dimensions of both constructs. Organisa-
tional standards, structure and job tension, relate primarily to gender equality
and collectivism, and secondary to (negative) assertiveness, to future
orientation and performance. This may indicate that an employee who
espouses a belief in an autocratic management style is unlikely to view
supervisory support as a preferred style of leadership. This may also indicate
that in an organisation operating form clear set rules and regulations, a culture
develops where employees are treated equally resulting in effective perfor-
mance and strategic management. Team work relating to collectivism may
indicate the emergence of a traditional African non-autocratic management
style based upon equality as a value.

An overall significant positive correlation exists between the leadership
dimensions and salutogenic functioning (r  = 0,35, p < 0,001). The significant
correlations between the various dimensions of leadership and salutogenic
functioning are shown in Table 3. The three dimensions of sense of coherence
correlate positively with most of the leadership dimensions and negatively with
job tension and propensity to leave. Self-efficacy correlates negatively with
seven of the climate dimensions (structure, role clarity, standards, conflict
handling, supervision, job satisfaction and contribution to profits), supervisory
appraisal support and all five the team work dimensions.  Locus of control
shows negative correlations with five culture dimensions namely decision
making, role clarity, responsibility, job satisfaction, contribution to profits, and
one team work dimensions namely task. Commitment as dimension of
hardiness, correlates positively with all the leadership dimensions and
negatively with job tension and propensity to leave; control correlates positively
with all except for supervision and communication and negatively with job
tension and propensity to leave. Challenge as dimension of hardiness shows
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only four correlations namely negatively with structure and positively with role
clarity, responsibility, task and interpersonal.

TABLE 3: CORRELATIONS BETWEEN LEADERSHIP DIMENSIONS AND
SALUTOGENIC CONSTRUCTS

 SAL/
 LEAD

SOC1 SOC2 SOC3 SE LOC HAR1 HAR2 HAR3

 OC1
 OC2
 OC3
 OC4
 OC5
 OC6
 OC7
 OC8
 OC9
 OC10
 OC11
 OC12
 OC13
 OC14
 SS1
 SS2
 SS3
 SS4
 TW1
 TW2
 TW3
 TW4
 TW5

 0,25***
 0,22***
 0,25***
 0,24***
 0,18**
 0,09
 0,20***
 0,25***
 0,21***
 0,13*
 0,14**
-0,17**
-0,11*
 0,15**
 0,09
 0,11*
 0,10*
 0,08
 0,32***
 0,23***
 0,20**
 0,23***
 0,19***

 0,28***
 0,26***
 0,31***
 0,29***
 0,20***
 0,14**
 0,22***
 0,29***
 0,18**
 0,13*
 0,23***
-0,17**
-0,21***
 0,21***
 0,14**
 0,18**
 0,14**
 0,13*
 0,40***
 0,25***
 0,30***
 0,33***
 0,27***

 0,23***
 0,21***
 0,25***
 0,25***
 0,16**
 0,18**
 0,13*
 0,23***
 0,12*
 0,15**
 0,32***
-0,15**
-0,27***
 0,24***
 0,16**
 0,23***
 0,17**
 0,14**
 0,40***
 0,23***
 0,26***
 0,27***
 0,25***

-0,07
-0,10*
-0,13*
-0,16**
-0,12*
-0,10*
-0,08
-0,07
-0,08
-0,06
-0,12*
-0,03
 0,09
-0,15**
-0,05
-0,11*
-0,05
-0,05
-0,24***
-0,16**
-0,13*
-0,14**
-0,10*

-0,17***
-0,07
-0,11*
-0,09
-0,09
-0,03
-0,06
-0,08
-0,20***
-0,07
-0,11*
 0,09
-0,04
-0,13*
-0,02
-0,01
-0,02
-0,00
-0,15**
-0,10
-0,06
-0,09
-0,06

 0,24**
 0,23***
 0,32***
 0,27***
 0,26***
 0,14**
 0,22***
 0,26***
 0,29***
 0,23***
 0,32***
-0,31***
-0,25***
 0,28***
 0,23***
 0,30***
 0,24***
 0,26***
 0,41***
 0,23***
 0,29***
 0,35***
 0,30***

 0,14**
 0,13*
 0,27***
 0,19**
 0,20***
 0,09
 0,18
 0,17**
 0,21***
 0,12*
 0,22***
-0,16**
-0,11*
 0,18**
 0,15**
 0,21***
 0,16**
 0,19**
 0,36***
 0,16**
 0,16**
 0,29***
 0,20***

-0,05
-0,11*
 0,11*
-0,04
-0,01 
-0,08 
-0,01
 0,02
 0,18**
-0,09
 0,05
-0,08
 0,05
 0,08
-0,02
 0,03
-0,02
 0,04
 0,13*
-0,00
 0,05
 0,12
 0,05

*p < .05, ** p< .01, *** p< .001

• Hypothesis 2

This hypothesis is not rejected because of the overall and dimensional
significant positive relationships between the leadership dimensions and
salutogenic functioning. This supports findings by Kossuth (1998) as well as
findings of Strümpfer (1998), linking SOC to job satisfaction. In this regard Gist
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and Mitchell (1992) and Kirsch (1986) maintained that a responsive and
rewarding environment which values accomplishments, stimulates self-efficacy.
Gardell and Johansson (1981) found that a person’s SOC is positively modified
when he/she is encouraged to exercise control over work processes.
Antonovsky (1987) maintained that a work environment which is predictable
where the employee can participate in decision making and has a voice in
regulating his/her work, enhances the SOC of the worker because work is then
experienced as meaningful. These results suggest that leadership characte-
rised by positive work climate, good supervisory support and team work
strengthens the salutogenic functioning of individuals. This is especially true for
SOC (all three dimensions) and hardiness (commitment and control). In terms
of the salutogenic profile it could be said that leadership style influences the
individual’s cognitive, affective, motivational and interpersonal behaviour. 

An overall significant positive correlation exists between cultural beliefs and
salutogenic functioning (r  = 0,38, p < 0,001). The significant correlations
between the various dimensions of cultural beliefs and salutogenic functioning
are shown in Table 4. The three dimensions of sense of coherence show nine
correlations with cultural belief - comprehension correlates positively with
uncertainty avoidance and humane orientation and negatively with assertive-
ness; manageability positively with both future and humane orientation;
meaningfulness positively with future orientation, collectivism and humane
orientation and negatively with power distance. Self-efficacy shows negative
correlations with five cultural beliefs dimensions and one positive with power
distance. Locus of control shows a positive correlation with assertiveness. The
hardiness dimensions commitment and  control show four correlations - positive
with future / humane / performance orientations and negative with
assertiveness. Challenge shows negative correlations with uncertainty
avoidance and assertiveness.
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TABLE 4: CORRELATIONS BETWEEN CULTURAL BELIEFS AND
SALUTOGENENIC CONSTRUCTS

 CULT 
 BELIE/  
 SALU

CB1 CB2 CB3 CB4 CB5 CB6 CB7 CB8

 SOC1
 SOC2
 SOC3
 SE
 LOC
 HAR1
 HAR2
 HAR3

 0,14**
 0,10
 0,07
-0,21***
-0,04
 0,01
 0,02
-0,12*

-0,16**
-0,09
-0,08
 0,03
 0,14**
-0,15**
-0,15**
-0,21***

 0,06
 0,04
-0,02
 0,01
-0,04
 0,06
 0,09
 0,05

 0,06
 0,13*
 0,17**
-0,17**
-0,08
 0,15**
 0,16**
 0,02

-0,04
-0,11
-0,15**
 0,10*
 0,01
-0,09
-0,07
-0,01

 0,06
 0,07
 0,18**
-0,18**
-0,02
 0,01
 0,07
-0,07

 0,19***
 0,26***
 0,33***
-0,29***
-0,09
 0,15**
 0,11*
 0,04

-0,08
 0,01
 0,04
-0,10*
 0,07
 0,13*
-0,00
-0,10*

*p < .05, ** p< .01, *** p< .001

C Hypothesis 3

This hypothesis is not rejected because of the overall and dimensional
significant  relationships between the constructs cultural beliefs and salutogenic
functioning. The negative correlations between the cultural belief assertiveness
(autocratic management style) and internal LOC and hardiness suggest one’s
autocratic style having a negative impact on individuals’ LOC and hardiness.
Furthermore, the significant correlations between the cultural belief future
orientation (planning for the future) with meaningfulness, commitment and self-
efficacy suggest that a philosophy of planning for the future enhances one's
overall levels of resilience and salutogenic functioning. A significant finding, that
the cultural belief of humane orientation correlates highly significantly with SOC,
self-efficacy and hardiness, suggests that a leadership style characterised by
a humane approach will enhance levels salutogenic functioning. A belief in
performance orientation correlates significantly with commitment, control and
self-efficacy. This suggests that a person who focuses on performance and
results is likely to be committed, in control of his/her destiny and will be
confident because he/she is achieving results. Antonovsky (1987) maintains
that certain GRRs experienced by an individual in the work place will enhance
his/her levels of salutogenic functioning. Important in this regard are con-
gruence with the valuative-attitudinal GRRs of the person, interpersonal-
relational (social support systems) GRRs and the macro-socio-cultural GRRs
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such as the cultural norms and rules which a person believes are important to
and controls his/her behaviour. The extent to which a person’s personal belief
system is supported by and is congruent with the values and norms of the
organisation, will impact on that person’s level of salutogenic functioning. Thus
one can assume from the above that an understanding of the cultural belief
system of the different sub groups will go a long way to enhancing the
performance of individuals in an organisation.

7.4 Exploratory factor analysis

Table 5 shows the 5-factor exploratory factor analysis model (in bold). The
model explains the relationship between the dimensions. It separates the
leadership construct into two, namely a team building (supervisory support and
teamwork) and a climate factor. It also separates the cultural beliefs construct
into two, namely a transformational (gender equality, power differentiation,
collectivism and humane orientation) and a transactional factor (uncertainty
avoidance, assertiveness, future orientation and performance). It retains
salutogenic functioning in one factor. Thus, the 5-factor model is Factor1 -
Team Building, Factor 2 - Salutogenic Functioning, Factor 3 - Transformation,
Factor 4 - Organisational climate and Factor 5 - Transaction.

TABLE 5:  THE 5- FACTOR EXPLORATORY FACTOR ANALYSIS MODEL

DIMENSIONS  F 1   F 2   F 3   F 4   F 5  
OC 1  Decision making 0,157 0,103 0,030 0,829 -0,048
OC 2  Organisational structure 0,283 0,054 0,166 0,728 -0,003
OC 3  Role clarity 0,283 0,220 -0,104 0,551 0,103
OC 4  Standards 0,295 0,131 0,219 0,663 0,110
OC 5  Conflict handling 0,522 0,072 -0,066 0,616 -0,009 
OC 6  Supervision 0,602 -0,060 0,056 0,518 0,080
OC 7  Communication 0,411 0,018 0,006 0,749 -0,032
OC 8  Team building 0,385 0,156 0,102 0,637 -0,098
OC 9  Responsibility 0,015 0,260 -0,267 0,517 -0,142
OC 10 Reward 0,172 0,001 -0,057 0,792 0,006
OC 11 Job satisfaction 0,398 0,158 -0,171 0,601 0,162
OC 12 Job tension -0,199 -0,103 0,300 -0,65 -0,016
OC 13 Propensity to leave -0,324 -0,013 0,064 -0,643 -0,150
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OC 14 Contribution to profits 0,387 0,134 -0,132 0,606 0,060
SS 1 Information 0,827 0,002 -0,047 0,296 0,030
SS 2 Appraisal 0,804 0,057 -0,070 0,343 0,054
SS 3 Instrumental 0,843 0,003 -0,101 0,305 0,060
SS 4 Emotional 0,866 0,015 -0,154 0,241 0,013
TW 1 Task 0,620 0,350 0,146 0,405 0,046
TW 2 Process 0,631 0,128 0,216 0,449 -0,030
TW 3 Performance 0,532 0,166 0,243 0,465 -0,071
TW 4 Interpersonal 0,620 0,275 0,227 0,269 -0,087
TW 5 Leadership 0,753 0,147 0,109 0,414 -0,169
CB 1 Uncertainty avoidance -0,030 -0,019 0,415 0,072 0,540
CB 2 Assertiveness -0,163 -0,286 0,010 0,028 0,272
CB 3 Gender equality 0,000 0,102 -0,441 0,142 0,090
CB 4 Future orientation 0,015 0,015 -0,010 0,038 0,688
CB 5 Power differentiation 0,158 -0,174 0,243 -0,100 -0,280
CB 6 Collectivism 0,072 0,060 0,716 0,022 -0,073
CB 7 Humane orientation -0,060 0,278 0,612 -0,015 0,192
CB 8 Performance 0,161 0,003 -0,134 -0,100 0,612
SOC 1 Comprehension -0,028 0,641 0,151 0,236 -0,100
SOC 2 Manageability 0,071 0,757 0,160 0,211 0,087
SOC 3 Meaningfulness 0,124 0,668 0,196 0,156 0,211
SE Self efficacy -0,042 -0,492 -0,264 0,041 -0,329
LOC Internal 0,102 -0,569 0,016 -0,110 0,050
HAR 1 Commitment 0,226 0,749 -0,144 0,156 0,100
HAR 2 Control 0,179 0,765 -0,123 0,024 0,118
HAR 3 Challenge 0,071 0,653 -0,222 -0,17 -0,16
Expl.Var 6,724 4,286 2,127 7,459 1,704
Prp.Totl 0,172 0,110 0,060 0,191 0,040

Bold indicates significance
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7.5 Confirmatory factor analysis

Table 6 shows the parameter estimates and structural relationships for the 5-
factor (3-construct) model. All of the parameter estimates are significant with
the exception of assertiveness and power differentiation as cultural belief
dimensions. The model shows a reasonable fit with a Steiger-Lind RMSEA
index of fit of 0,10. (A good fit = < 0,10, MacCallum, 1998)

TABLE 6: PARAMETER ESTIMATES AND STRUCTURAL RELATION-
SHIPS FOR THE FIVE-FACTOR (3-CONSTRUCT) MODEL

FACTORS PAR 
EST

STAN
ERRO

T STAT PROB.
LEVEL

1 TEAM - SUPERVISION 0,568 0,039 14,666 0,000

2 TEAM - INFORMATION 0,781 0,038 20,407 0,000

3 TEAM - APPRAISAL 0,712 0,037 19,355 0,000

4 TEAM - INSTRUMENTAL 0,786 0,037 21,526 0,000

5 TEAM - EMOTIONAL 0,783 0,037 20,934 0,000

6 TEAM - TASK 0,433 0,033 13,131 0,000

7 TEAM - PROCESS 0,517 0,039 13,171 0,000

8 TEAM - PERFORMANCE 0,476 0,042 11,214 0,000

9 TEAM - INTERPERSONAL 0,421 0,039 10,781 0,000

10 TEAM - LEADERSHIP 0,611 0,041 15,061 0,000

11 SALUTOGENIC - COMPREHENSION 0,442 0,041 10,862 0,000

12 SALUTOGENIC - MANAGEABILITY 0,523 0,036 14,618 0,000

13 SALUTOGENIC -
MEANINGFULNESS

0,559 0,044 12,725 0,000

14 SALUTOGENIC - INTERNAL LOC -1,728 0,219 -7,878 0,000

15 SALUTOGENIC - COMMITMENT 0,312 0,020 15,551 0,000

16 SALUTOGENIC - CONTROL 0,247 0,017 14,911 0,000

17 SALUTOGENIC - CHALLENGE 0,190 0,021 9,049 0,000

18 SALUTOGENIC - SELF-EFFICACY -0,264 0,032 -8,301 0,000
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19 SALUTOGENIC - GENDER
EQUALITY

-0,268 0,073 -3,698 0,000

20 TRANSFORMATIVE - POWER
DIFFERE

0,075 0,056 1,343 0,179

21 TRANSFORMATIVE -
COLLECTIVISM

0,553 0,098 5,652 0,000

22 TRANSFIORMATIVE - HUMANE
ORIENT

0,546 0,105 5,225 0,000

23 CLIMATE - DECISION MAKING 0,539 0,032 16,975 0,000

24 CLIMATE - ORGANISATIONAL
STRUCT

0,551 0,036 15,296 0,000

25 CLIMATE - ROLE CLARITY 0,442 0,037 11,869 0,000

26 CLIMATE - STANDARDS 0,387 0,028 13,968 0,000

27 CLIMATE - CONFLICT HANDLING 0,562 0,035 16,044 0,000

28 CLIMATE - COMMUNICATION 0,570 0,032 17,713 0,000

29 CLIMATE - TEAM BUILDING 0,474 0,033 14,505 0,000

30 CLIMATE - RESPONSIBILITY 0,286 0,032 9,070 0,000

31 CLIMATE - REWARD 0,656 0,042 15,796 0,000

32 CLIMATE - JOB SATISFACTION 0,613 0,042 14,547 0,000

33 CLIMATE - JOB TENSION -0,459 0,035 -12,997 0,000

34 CLIMATE - PROPENSITY TO LEAVE -0,590 0,043 -13,814 0,000

35 CLIMATE - CONTRIBUTION TO
PROFITS

0,574 0,040 14,463 0,000

36 TRANSACTIONAL - UNCERTAIN
AVOID

0,538 0,102 5,286 0,000

37 TRANSACTIONAL -
ASSERTIVENESS

0,115 0,063 1,833 0,067

38 TRANSACTIONAL - FUTURE
ORIENT

0,573 0,108 5,294 0,000

39 TRANSACTIONAL -
PERFORMANCE

0,201 0,052 3,891 0,000
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Table 7 shows the Steiger-Lind RMSEA index of fit for each of the measuring
instruments. The findings indicate that the instruments are valid for the purpose
of which they are being used. The empirical data thus seem to fit the theoretical
model.

TABLE 7: STEIGER-LIND RMSEA INDEX OF FIT FOR EACH OF THE
MEASURING INSTRUMENTS

CONSTRUCT / INSTRUMENT RMSEA GOODNESS OF FIT
Sense of coherence 0.08 Good fit
Self-efficacy 0.08 Good fit
Locus of control 0.05 Very good fit
Hardiness 0.06 Very good fit
Organisational climate 0.07 Good fit
Supervisory support 0.08 Good fit
Teamwork 0.07 Good fit
Cultural beliefs 0.10 Reasonable fit

The relationship between leadership dimensions and salutogenic functioning
was established both in the literature review (Bandura,1982; Burke & Litwin,
1992) and in the empirical findings. The relationship between cultural beliefs
and salutogenic functioning was also established in the literature review
(McClelland, 1985) and the empirical findings. In this regard, Booysen (1999)
said that Hofstede’s value belief theory implies that external cultural forces
influence individual values, which in turn influence behavioural intentions, which
are then enacted behaviourally. Whilst no positive correlation could be
established empirically between the leadership dimensions and cultural beliefs,
it can be assumed that there needs to be congruence between the leadership
approach in the organisation and the cultural belief systems of the individuals
in order for individuals and organisation to perform effectively. Dorfman (1996)
maintained that there is ample evidence to suggest that cultural differences in
values and beliefs are consistent with different management practices. This
suggests that a particular leadership approach is likely to be framed from the
perspective of the cultural background of the leader or organisation rather than
taking into account the beliefs of individual sub groups. The important point
here is that the relationship between the leadership dimensions, cultural beliefs
and salutogenic functioning, is intertwined. Whilst there is no apparent direct
relationship between what one believes and the leadership style of the
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organisation, one’s cultural beliefs will be addressed to the extent that the
leadership style espouses the general beliefs of all employee groups. This is
the point where the model becomes closely related where the leadership style
incorporates the best of the different belief systems thus satisfying sub groups
whilst at the same time ensuring that the "best” style will still achieve the
company goals.

8 CONCLUSION, LIMITATIONS AND RECOMMENDATIONS

The present study highlighted the that both the leadership dimensions and their
use in the organisation and the cultural beliefs of subgroups of individuals, will
influence the ability of the individuals to cope with the demands of the work
situation through their levels of salutogenic functioning. These in turn will
influence performance. The purpose of a diagnostic survey such as that
represented by this study, is to highlight where problems exist in the
relationships between leadership dimensions, cultural beliefs and salutogenic
functioning. Thereafter, interventions can be introduced to create the optimum
leadership approach for the organisation that takes into account the appropriate
values of the subgroups that will support the leadership style. Once this
congruence is established, then there ought to be the correct ingredients to
foster optimum performance in the organisation.

In terms of employee relations, the following could be concluded. The
salutogenic functioning individual involved in disputes and negotiations, with its
strong focus on resolving interpersonal and intergroup conflict and the
facilitation of mutually accepted solutions, seems to have the necessary
psychological strength to act as an objective leader, to listen effectively to
various viewpoints which are always coloured by various cultural beliefs, and
to create a supportive environment for effective conflict resolution. Thus the
employees involved can move to higher levels of maturity, job satisfaction and
productivity.

It is important to note that the research results are based on one organisation
only. Whilst the sample was large enough to justify the findings in this instance
it is nevertheless recommended that the research be extended to other
organisations to establish if the results can generalised to other situations.
Senior executives, organisation development practitioners and training
managers should be enlightened about these findings so that they are in a
position to look at alternative ways of improving the performance in their
organisations. It is suggested that organisational development inputs take
cognisance of the above relationships in the design and implementation of
inputs, especially on the individual manager and leader level. It seems that the
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individual’s salutogenic coping skills form a solid basis for effective leadership
as well as creating a supportive culture.
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