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Abstract

Small and Medium Enterprises (SMEs) have been found to
contribute immensely to economic growth in many countries
throughout the world. Although SMEs can be a solution to
the socio-economic challenges that have bedevilled
Zimbabwe for a long period of time, such potential is
militated by high failure rate blamed largely on leadership
challenges. If SMEs are to survive and achieve sustainable
success, much emphasis should be focused on engendering
effective leadership. The study sought to identify the
determinants of effective leadership in the context of
Zimbabwean SMEs. Quantitative research employing a
survey strategy was conducted. Primary data was collected

Area, chosen using proportional stratified sampling. The
study found that ubuntu, culture and traditional leadership
were positively correlated to effective leadership while
history of the country and stage of economic development of
the country were negatively correlated to effective
leadership. The study concluded that the determinants of
effective leadership in the context of Zimbabwean SMEs are
ubuntu, culture, history of the country and stage of
economic development of the country. Leaders of
Zimbabwean SMEs are encouraged to lead in line with the
philosophy of ubuntu. They should also value group
solidarity and good social and personal relations.

from 241 participants from Bulawayo’s Central Business
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1. Introduction and background

Small and Medium Enterprises (SMEs) have been found to contribute immensely to economic growth in many countries
throughout the world (Albloshi and Nawar, 2015) X1, In Zimbabwe they can be a solution to the socio-economic challenges that
have bedevilled the country for a long period of time (Nyamwanza, Paketh, Makaza and Moyo, 2016) 4. However, such
potential is militated by the high failure rate plaguing SMEs. Mudavanhu, Bindu, Chigusiwa and Muchabaiwa (2011) 9
reported that only 15% of SMEs in Zimbabwe are likely to survive beyond three years. Although many reasons have been
brought forward as the likely causes of such a higher failure rate, the most outstanding ones have to do with leadership
challenges experienced in SMEs (Daka, Sandada and Mbasera, 2017; Saasongu, 2015; Bomani, Fields and Derera, 2015;
Karedza, Sikwila, Mpofu and Makurumidze, 2014; Dumbu and Chadamoyo, 2012) & 44 3.17. 8] Nemashakwe, Zinyemba and
Gumbe (2022) 31 have concluded that leadership in Zimbabwean SMEs is not effective. If Zimbabwean SMEs are to survive
and achieve sustainable success, much emphasis should be focused on engendering effective leadership. As such, the purpose
of the study was to identify the determinants of effective leadership in the context of Zimbabwean SMEs.

1.1 Problem statement

The majority of Zimbabwean SMEs have been failing to survive and achieve sustainable success as a result of effective
leadership challenges. However, it is not clear what effective leadership in the context of Zimbabwean SMEs should be and
what determines it.

1.2 Research objective

The study was guided by the following objective:

1. To determine the relationship between ubuntu, culture, history of the country, stage of economic development of the
country and traditional leadership on one end and effective leadership on the other end.
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1.3 Research hypotheses
The following hypotheses were formulated for the study:

Table 1: Hypotheses formulated

Hypotheses

Hol There is no relationship between ubuntu and effective leadership
Hal| There is a relationship between ubuntu and effective leadership

Ho2| There is no relationship between culture and effective leadership
Ha2| There is a relationship between culture and effective leadership

Ho3 There is no relationship b_etween histqry of the country and

Ha3 effective leadership

There is a relationship between history of the country and effective
leadership

There is no relationship between stage of economic development
of the country and effective leadership
There is a relationship between stage of economic development of
the country and effective leadership

Ho4

Ha4

There is no relationship between traditional leadership and

Ho5 effective leadership
Ha5|There is a relationship between traditional leadership and effective
leadership

2. Literature review

2.1 Leadership

Although leadership is one of the essential topics in human
sciences (Hogan and Kaiser, 2005) 23, it has proved to be
difficult to define (Silva, 2016) 1. This has resulted in
many definitions and descriptions (McCleskey, 2014) [?5],
Northouse (2015, p.3) B9 has defined leadership as “a
process whereby an individual influences a group of
individuals to achieve a common goal”.

2.2 Ubuntu as a determinant of effective leadership
Ubuntu is a philosophy which shapes the way of life of the
people of sub-Saharan Africa (Ambrosio, 2018; Koenane
and Olatunji, 2017) [ 18 |t treasures the values of
community, harmony, sharing and caring and has potential
to offer moral guiding values in leadership (Meylahn and
Musiyambiri, 2017) 81, Scholars such as Galperin and
Alamuri (2017) ™; Ngunjiri (2016) B7; and Msila (2015) 27
have advocated for leadership development and practice in
Africa based on ubuntu.

2.3 Culture as a determinant of effective leadership

A link between culture and leadership has been recognised
by research (House, Javidan, Hanges and Dorfman, 2002)
(14 This shows that culture is an important factor in
understanding  effective leadership in  organisations
(Nwadike, 2011) #9, This is the reason why Kuada (2010)
(91 opined that leadership is less understood when society’s
culture is not taken into consideration. Culturally, Africa as
a continent differs from other continents (Thwala, 2018) (81,
Literature on African culture and leadership shows that there
are divergent views relating to how African culture
influences leadership. There is one group of scholars who
believe that the uniqueness of African culture enhances
effective leadership and another group which blames
African culture for the ineffective leadership prevailing on
the continent (Kuada, 2010) 9],

2.4 Traditional leadership as a determinant of effective
leadership

Africa as a continent has a rich heritage of leadership
(Masango, 2002) 4, However, this pre-colonial heritage

www.multiresearchjournal.com

was negatively affected by colonialism (Haang’andu and
Be’land, 2019) 12, Although colonisation was aimed at
economic domination, the aim was not going to succeed
without political and cultural domination hence the
demonization of the traditions of the indigenous people by
the colonial authorities (Makaudze, 2017) 2%1. Concepts that
have been at the centre of effective leadership such as the
sharing of leadership (Eyong, 2017) I and decentralisation
(Ndlovu and Dube, 2012) 331 were part of the pre-colonial
leadership heritage of Africa. This is the reason why
scholars such as Nicolaides and Duho (2019) [¥8: Makaudze
(2017) 31, Okantey (2014) ™I and Msila (2014) 281 have
encouraged the continent to look back with the aim of
adopting relevant practices that have been deserted but have
a potential to enhance effective leadership.

2.5 Effective leadership

Effective leadership is a critical component necessary for an
organisation to succeed (Kumar and Matheen, 2019) 29,
When effective leadership is present, employees will be
satisfied, engaged and enthusiastic to come to work and go
an extra mile (Dalluay and Jalagat, 2016) [). Employees who
are led by effective leaders are committed to their work
(Naile and Selesho, 2014) B4 and are prepared to take on
additional responsibilities whenever they arise. Research has
shown that effective leaders support the careers of their
employees (Litano and Major, 2016) 4 and unceasingly
scan for ways to inspire employees to achieve organisational
goals consistently (Igbaekemen, 2014) %],

3. Methodology

The study guided by the positivism philosophy and the
deductive approach adopted a quantitative research design.
The design was chosen because of an association between
positivism philosophy and quantitative research (Saunders,
Lewis and Thornhill, 2016) 31, Quantitative design was also
chosen because it also uses a language of variables and
hypotheses (Neuman, 2014) B8, The study adopted a survey
strategy conducted through the use of a questionnaire to
allow for the collection of quantitative data which was
analysed statistically with the use of both descriptive and
inferential statistics (Saunders et al., 2016) *1. Primary data
was collected from a sample of 300 participants from
Bulawayo’s Central Business Area, chosen using
proportional stratified sampling. The technique was chosen
because the researchers had knowledge regarding the
population under study (Jawale, 2012) !¢l and so as to
reduce human bias in the selection of cases to include in the
sample (Sharma, 2017) 4], Statistical Package for the Social
Sciences (SPSS) version 23 was used for data analysis. Both
descriptive statistics in the form of frequency distributions
and inferential statistics in the form of correlation analysis
were used. T-statistics and p-values were used to test
hypotheses.

4. Findings

4.1 Response rate

Of the 300 questionnaires that had been distributed to
research participants, 241 were returned, giving a response
rate of 80.3%. The returns were considered enough for
statistical analysis of data to proceed (Saunders et al., 2016;
Cohen, Manion and Morrison, 2011) 4551,
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Table 2: Spearman correlation matrix values

Dimension Effective leadership

Ubuntu 0.487
Sig 0.000

N 241

Culture 0.391
Sig 0.000

N 241
Traditional leadership 0.192
Sig 0.003

N 241
History of the country -0.484
Sig 0.000

N 241
Stage of economic development of the country -0.377
Sig 0.000

N 241

4.2 Spearman correlation

To quantify the strength and direction of the monotonic
relationship between the proposed independent variables
(ubuntu, culture, history of the country, stage of economic
development of the country and traditional leadership) and
the dependent variable (effective leadership) a spearman
correlation test was conducted. The results are shown in
Table 2 below.

Table 2 above shows that the correlation coefficients for
ubuntu, culture and traditional leadership were all positive,
ranging from 0.192 to 0.487 while the coefficients for
history of the country and stage of economic development of
the country were negative, ranging from -0.377 to -0.484.
The findings also showed that ubuntu, culture, traditional

leadership, history of the country and stage of economic
development of the country were all significant at 5% level
of confidence.

4.3 Research Hypotheses

Five hypotheses were formulated and table 3 below shows
the t-statistics and the p-values for the hypotheses and
whether the hypotheses were supported or not by empirical
findings. The hypotheses that ubuntu, culture, history of the
country and stage of economic development of the country
contributed to effective leadership were supported by
research findings. However, study findings failed to support
the hypothesis that traditional leadership contributes to
effective leadership.

Table 3: Hypotheses results

Original Sample Sample Mean |Standard Deviation | t-statistics |p-values Hypothesis/Decision
Ubuntu contributes to effective leadership 0.564 0.127 0.043 2.952 0.021 H1 Accepted
Culture contributes to effective leadership 0.678 0.377 0.138 2.734 0.011 H2 Accepted
History of the country contributes to 0.553 0.354 0.109 3251 | 0030 | H3 |Accepted
effective leadership
Stage of economic development of the 0.424 0.882 0.278 3174 | 0046 | H4  Accepted
country contributes to effective leadership
Traditional leadership contributes to Not
effective leadership 0.345 0.377 0.344 1.0945 | 0.126 H5 Accepted

Table 3 above showed that the t-statistics values for H1, H2,
H3 and H4 were greater than 1.96, ranging between 2.734
and 3.251. However, the t-statistics value for H5 was
1.0945, which was less than 1.96. The p-values for H1, H2,
H3 and H4 were less than 0.05 while the p-value for H5 was
greater than 0.05.

5. Discussion

The objective of the study was to determine the relationship
between ubuntu, culture, history of the country, stage of
economic development of the country and traditional
leadership on one end and effective leadership on the other
end. A Spearman correlation test was conducted to establish
the monotonic relationship between these variables and
validate the different hypotheses.

5.1 Ubuntu

A Spearman coefficient (rho) of 0.487 showed that Ubuntu
is positively related to effective leadership and is also
significant at 5% level of significance. A rho of 0.487
showed that the relationship between Ubuntu and effective

leadership was moderate (Saunders et al., 2016) [l
Findings of this study are consistent with the findings of
Brubaker (2013) M. An analysis of the findings showed that
leaders were not leading their followers in line with the
philosophy of Ubuntu. This however, is in contrast to the
findings of Muchiri (2011) ?°! who found that successful
managers in Southern and Eastern African organisations
practiced Ubuntu. Out of the seven statements that had been
presented to respondents to assess whether the role played
by Ubuntu in engendering effective leadership was valued,
between 79.2% and 83.4% of the respondents answered in
the negative on six of the statements. Out of the five
statements that had been presented to respondents to assess
whether leadership was effective, the majority of the
respondents, between 66.8% and 84.2% were of the view
that leadership was not effective. These findings can be
interpreted to mean that leadership was not effective
because leaders were not leading in line with the philosophy
of Ubuntu. Findings showed that leaders were not respecting
the dignity of their followers and were not caring for them.
Employees were not free to express their opinions and
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divergent views were not tolerated by leaders. Findings also
showed that the interests of individuals took precedence
over the interests of the group. As such, we can infer that as
the practice of Ubuntu increases, so does effective
leadership. This is in line with calls for Ubuntu to be
included in leadership practices on the African continent
(Galperin and Alamuri, 2017; Ngunjiri, 2016; Msila, 2015)
[11, 37, 27]

The study tested the hypothesis that there is a relationship
between Ubuntu and effective leadership. The p-value for
Ubuntu on effective leadership was 0.021 and was less than
0.05 (Firmansyah and Maemunah, 2021) [%1, The t-statistic
was 2.952 and was greater than 1.96 (Nawanir, Teong and
Othman, 2013) *2. As such the hypothesis was accepted and
it was concluded that Ubuntu has a positive relationship
with effective leadership. The current study has partly
addressed the weaknesses of Ubuntu highlighted by
Brubaker (2013) ™ that most studies were conceptual,
qualitative and confined to South Africa. The current study
adopted a quantitative design and focused on SMEs in
Zimbabwe which assisted in broadening the scope of
Ubuntu outside South Africa.

5.2 Culture

A Spearman coefficient (rho) of 0.391 revealed that culture
is positively related to effective leadership and is also
significant at 5% level of significance. A rho of 0.391
showed that the relationship between culture and effective
leadership was moderate (Saunders et al., 2016) 1. An
analysis of the findings showed that leaders did not value
the role played by culture in engendering effective
leadership. 80.1% of the respondents were of the view that
leaders were not valuing group solidarity while 78.8% were
of the view that leaders were not valuing good social and
personal relations. The majority (89.2% and 90.8%) of the
respondents were also of the view that leaders did not
believe in consensus and compromise respectively. As a
result of this analysis, we can infer that this was the reason
why leadership was not effective. The findings support the
assertion by Kuada (2010) 19 that leadership and
management practices in Africa must emphasise on
compromise and consensus. The study tested the hypothesis
that there is a relationship between culture and effective
leadership. A p-value of 0.011 was achieved and was less
than 0.05 (Firmansyah and Maemunah, 2021) 1%, The t-
statistic for culture on effective leadership was 2.734 and
was above 1.96 (Nawanir et al., 2013) B2, As such the
hypothesis was accepted and it was concluded that culture
has a positive influence on effective leadership. As leaders
value group solidarity and good social and personal
relations, effective leadership will increase. Additionally, as
leaders believe in consensus and compromise, effective
leadership will also increase.

5.3 History of the country

A Spearman coefficient (rho) of -0.484 revealed a negative
correlation between history of the country and effective
leadership. The relationship was significant at 5% level of
significance. A rho of -0.484 showed a moderate
relationship between history of the country and effective
leadership (Saunders et al., 2016) 1. An analysis of the
findings showed that the majority (90% and 84.6%) of the
respondents believed that leaders were domineering and
discriminated against followers respectively. The majority
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(81.3%) were also of the view that leaders made followers
look inferior. The findings agree with Kuada (2010) ™ who
found that leaders in African organisations discriminate
followers by providing special opportunities and privileges
to followers closest to them and subservient to their
interests. It can be inferred from the findings that as leaders
decrease domineering behaviour and begin not to
discriminate against followers, effective leadership will
increase (Nemashakwe, Zinyemba and Gumbe, 2023) [34,
Additionally, as leaders desist from making followers look
inferior, effective leadership would also increase.

Zimbabwe like most African countries underwent a
protracted period of colonisation. During this dark period,
colonialists dominated indigenous people. They also
discriminated against and made indigenous people look
inferior with long lasting effects. Unfortunately, because
these behaviours were profoundly entrenched, they were
assumed and continued by African leaders after the end of
colonisation and passed on to successive generations of
leaders. That is the reason why scholars such as Ocheni and
Nwankwo (2012) 12 have argued that the selfish behaviours
exhibited by leaders in Africa are a result of the effects of
colonialism. As a result of the harmony of interest between
the African petty bourgeoisie and the colonialists, African
leaders across the board have continued to lead in the same
manner as the colonialists did (ibid). The study tested the
hypothesis that there existed a relationship between the
history of the country and effective leadership. The p-value
was 0.030 and was less than 0.05 (Firmansyah and
Maemunah, 2021) [, The t-statistic for history of the
country on effective leadership was 3.251 and was above
1.96 (Nawanir et al., 2013) B2, As such the hypothesis was
accepted and it was concluded that history of the country
has a significant effect on effective leadership.

5.4 Stage of economic development of the country

A Spearman coefficient (rho) of -0.377 revealed that stage
of economic development of the country is negatively
correlated to effective leadership and is significant at 5%
level of significance. A rho of -0.377 showed that the
correlation between stage of economic development of the
country and effective leadership was moderate (Saunders at
al., 2016) 1, Research findings showed that 86.3% of the
respondents believed that employees were afraid to
challenge their leaders while 86.7% were of the view that
employees were afraid to demand accountability from their
leaders. 88% of the respondents believed that employees
were afraid to demand transparency from their leaders. An
analysis of the findings showed that as fear of followers to
challenge their leaders and demand accountability and
transparency increases, effective leadership decreases. These
findings support the assertion by Kuada (2010) ! that when
African employees are at work, they are cautious because
they are afraid to invite the anger of their superiors. This
goes to the extent of employees being reluctant to question
certain things at work that might be in the best interest of the
organisation (ibid).

Zimbabwe as a nation has been experiencing a prolonged
period of economic challenges which has lasted for more
than two decades. Although the country had enjoyed
promising economic development the first decade after
independence, things began to change with the adoption of
the Economic Structural Adjustment Programme (ESAP)
policies in 1991. As a result, a number of companies closed
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resulting in high unemployment (Mavengere, 2015) 24,
Although the introduction of the multi-currency system in
2009 had restored hope, the situation has continued to
worsen over the years, aggravated by a number of additional
factors. This has negatively affected the development of the
country resulting in the standard of living of the majority
plunging. The result has been employees abstaining from
any act that has a potential of negatively affecting their job
security such as challenging their superiors and demanding
transparency and accountability.

It can be inferred that as fear of followers to challenge their
leaders and demand accountability and transparency
decreases, effective leadership will increase. This is because
the more developed a country is, the more job opportunities
are available on the market. As such, employees will
challenge their leaders, demand accountability and
transparency because they do not fear to lose their jobs. The
study tested the hypothesis that there is a relationship
between the stage of economic development of a country
and effective leadership. A p-value of 0.046 was achieved
and was less than 0.05 (Firmansyah and Maemunah, 2021)
[0, The t-statistic for the stage of economic development of
the country on effective leadership was 3.174 and was above
1.96 (Nawanir et al., 2013) B2, As such the hypothesis was
accepted and it was concluded that the stage of economic
development of the country has a significant influence on
effective leadership.

5.5 Traditional leadership

A Spearman coefficient (rho) of 0.192 showed that although
traditional leadership was positively related to effective
leadership, the relationship was weak (Saunders et al., 2016)
1, The hypothesis that there is a relationship between
traditional leadership and effective leadership was rejected.
This was because a p-value of 0.126 was achieved and was
greater than 0.05 (Firmansyah and Maemunah, 2021) [29,
The t-statistic for traditional leadership on effective
leadership was 1.0945 and was less than 1.96 (Nawanir et
al.,, 2013) B2 As such it was concluded that traditional
leadership has a minimal effect on effective leadership. As
such the study did not validate the call by Nicolaides and
Duho (2019) B8l to take a journey back to the continent’s
roots and adopt neglected practices based on African
traditions.

6. Conclusion

The study concluded that ubuntu, culture, history of the
country and stage of economic development of the country
have a significant effect on effective leadership while
traditional leadership has a minimal effect on effective
leadership. As such, the study concluded that the
determinants of effective leadership in the context of
Zimbabwean SMEs are ubuntu, culture, history of the
country and stage of economic development of the country.

7. Recommendations

Leaders of Zimbabwean SMEs are encouraged to lead in
line with the philosophy of ubuntu. They should respect the
dignity of their employees and care for them. Employees
should be allowed to freely express their opinions and
leaders should be prepared to tolerate divergent views that
result. In order to engender effective leadership, the interests
of the group should take precedence over individual
interests. Leaders are also encouraged to value group
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solidarity and good social and personal relations. In
addition, they should believe in consensus and compromise.
For leadership to be effective, it is recommended that
leaders in Zimbabwean SMEs should decrease their
domineering behaviour and desist from unnecessarily
discriminating against followers. Additionally, leaders
should abstain from making followers look inferior.
Effective leadership requires followers who are not afraid to
challenge their leaders when the need arises. It also
flourishes when followers are not afraid to demand
transparency and accountability. Future researchers may use
the determinants of effective leadership to come up with an
ideal model for Zimbabwean SMEs.
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