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Effective leadership in Non-Profit Organisations. 

Abstract 
Purpose – Studying effective leadership in Non-Profit Organisations (“NPO”) can lead to improved organisational performance, increased donor trust, greater social impact, improved employee satisfaction, and increased collaboration.  
Introduction – Streams of literature provide different perspectives and approaches to effective leadership in NPOs.  Researchers and practitioners often draw on multiple streams of literature to develop comprehensive frameworks for leadership development and organisational improvement.  Effective leadership in NPO would be the proposed study and the research question is “How does leadership style impact the organisational performance of NPO?”  This study aims to examine the impact of different leadership styles on the organisational performance of NPOs.  Specifically, the study will investigate the influence of transformational, authentic, servant, and transactional styles on the performance indicators of NPOs such as fundraising, volunteerism, community impact, and employee satisfaction.   
Methodology – The proposed study would be mainly based on qualitative and quantitative data collection and analysis.  Data will be collected through surveys, interviews, and document analysis from a sample of NPOs across different sectors. The quantitative data will be analysed using statistical methods.  
Research significance – The study's findings will contribute to the literature on effective leadership in NPOs by providing insights into the impact of different leadership styles on organisational performance.  The study will also provide practical recommendations for non-profit leaders on how to develop effective leadership strategies to improve their organisations' performance.  It is intended to allow non-profit leaders and managers to benefit from the study. 
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Introduction
The significance of the study
Studying effective leadership in NPO can have several significant implications, including:
a. Improved Organisational Performance: Effective leadership can contribute to improved organisational performance in non-profits. Leaders who understand how to inspire and motivate their teams, develop effective strategies, and manage resources efficiently can help their organisations achieve their goals more effectively.
b. Increased Donor Trust: Non-profits rely heavily on donations from individuals, corporations, and foundations. Effective leadership can help build trust and credibility with donors, demonstrating that the organisation is being run competently and transparently.
c. Greater Social Impact: NPOs exist to make a positive impact on society. Effective leadership can help ensure that these organisations are making the most significant possible impact by aligning the organisation's mission and values with the goals and needs of the community they serve.
d. Improved Employee Satisfaction: Non-profit employees may be motivated by a sense of purpose, but they also need to feel valued, supported, and motivated to perform their jobs effectively. Effective leadership can create a positive work environment, provide clear direction, and encourage professional development, which can lead to higher job satisfaction and employee retention.
e. Increased Collaboration: Effective leadership can foster a culture of collaboration, where different departments and teams work together to achieve common goals. This can help non-profits leverage their resources more effectively and achieve greater impact.
Key Scholars
There are a few key scholars in the field of leadership in NPO, such as:
a. Miriam Wood – She is a renowned scholar in the area of nonprofit leadership and management. Her research focuses on leadership development, social entrepreneurship, and organisational change in the nonprofit sector. Wood's work provides valuable insights into the practices and challenges.  She is an associate of the Yale Program on NPO at Yale University and serves on the board of a number of nonprofit organisations. Wood is the recipient of the 1994 Drucker Prize for Best Article in Nonprofit Management and Leadership. 
b. David Renz – He is a nationally recognised expert and educator on non-profit boards, governance and the leadership of NPO and is a frequent public speaker and workshop leader on these topics.  David teaches and conducts research at the University of Missouri - Kansas City on the topics of nonprofit and public agency leadership and governance, and works with public service organisations to improve their performance, quality and effectiveness. Much of his work involves helping organisations plan and implement major change initiatives. His work has been published in both academic and practitioner publications, including Public Administration Review, Nonprofit Management and Leadership, The Nonprofit Quarterly, Strategic Governance, Leadership Quest, American Review of Public Administration, and Nonprofit and Voluntary Sector Quarterly.  Before joining the University of Missouri, David was a Principal Consultant for Organisational Innovation and Design Associates.  David also has experience as a leader in public administration; he was Executive Director of the Metropolitan Council of the Twin Cities and Deputy Commissioner for Administration for the State of Minnesota Department of Labour and Industry. His professional experience includes major research and development projects for foundations, universities, governments and the private sector. In addition to his extensive consulting work, he has served on government advisory boards and as an officer and board member for a number of local, regional and national NPOs and associations.

c. Mary Tschirhart – She is a renowned scholar in the field of non-profit management and leadership. She has conducted extensive research on topics such as governance, strategic management, and performance measurement in non-profit organisations.

The key stream of literature (relevant key theories)
a. Transformational Leadership: Transformational leadership theory emphasises the leader's ability to inspire and motivate followers to achieve their full potential.  This theory suggests that leaders who exhibit charisma, provide intellectual stimulation, and foster individualised consideration can have a positive impact on their followers and the organisation's performance.
b. Authentic Leadership: Authentic leadership theory focuses on leaders who are genuine, self-aware, and transparent. This approach suggests that leaders who display authenticity can build trust, enhance employee engagement, and create a positive organisational culture.
c. Servant Leadership: Servant leadership emphasizes the leader's role as a servant to others, prioritizing the needs of their team members and stakeholders. This approach suggests that leaders who serve others can promote collaboration, empathy, and ethical behaviour within the organisation.
d. Emotional Intelligence: Emotional intelligence theory suggests that effective leaders in NPO should possess and apply emotional intelligence skills. These skills include self-awareness, self-regulation, empathy, and effective relationship management, enabling leaders to understand and manage their own emotions and those of others.
e. Transactional Leadership: Transactional leadership was first described by Max Weber in 1947 and by Bernard Bass in 1981.  This style is the one most often used by managers.  The focus is on the basic management procedures to control, organise and plan in the short term.
f. Social Impact Measurement: Non-profit leaders face the challenge of effectively measuring and communicating their organisation's social impact. The ability to demonstrate the outcomes and effectiveness of their programs and initiatives is increasingly important for attracting funding, engaging stakeholders, and ensuring accountability.
g. Technology and Digital Transformation: The integration of technology and digital transformation has become a significant factor in non-profit leadership. Leaders need to adapt to technological advancements, leverage digital tools for fundraising, communication, and program delivery, and navigate the ethical considerations associated with data privacy and cybersecurity.
Possible weaknesses of the studies
While there is a significant body of literature on effective leadership in NPO, there are also some weaknesses and gaps in the research.  Some of these weaknesses and gaps include:
a. Lack of Consensus on Effective Leadership: While there are several streams of literature on effective leadership in NPO, it appears that there is still no consensus on what constitutes effective leadership in this context.  Different leadership styles may be more or less effective depending on the organisation's size, sector, and mission.
b. Limited Focus on Non-Profit Governance: While leadership is undoubtedly important in NPOs, governance structures also play a critical role in organisational performance.  There is a need for more research on how governance structures impact leadership effectiveness and organisational performance in NPOs.
c. Lack of Longitudinal Studies: Most studies on leadership in NPOs are cross-sectional, providing a snapshot of leadership effectiveness at a specific point in time.  Longitudinal studies that follow organisations over time would provide insights into how leadership strategies evolve and impact organisational performance over time.
Research Question: How do different leadership styles impact the organisational performance of NPOs?
Aim of the Study: This study aims to investigate the impact of different leadership styles on the organisational performance of NPOs. Specifically, the study will examine the influence of transformational, servant, authentic, strategic, and shared leadership styles on the performance indicators of NPOs such as fundraising, volunteerism, community impact, and employee satisfaction.
Expected Contribution: The study's findings will contribute to the literature on effective leadership in NPOs by providing insights into the impact of different leadership styles on organisational performance.  The study will also provide practical recommendations for non-profit leaders on how to develop effective leadership strategies to improve their organisations' performance.  This research can help NPOs become more effective and efficient in achieving their missions and making a positive impact on society.  It would be useful to public organisations to be aware of the leadership impact on the organisation’s performance.  

How Important is the topic within the discipline of business and management today?
The topic of effective leadership in NPO is highly relevant and important within the discipline of business and management today. NPOs play a critical role in addressing social, environmental, and economic problems, and effective leadership is crucial for the success of these organisations.
There has been a growing recognition in recent years that the leadership practices that are effective in for-profit organisations may not be sufficient for NPOs, which have different goals, stakeholders, and constraints.  Non-profit leaders need to balance the demands of multiple stakeholders, including the government, donors, volunteers, beneficiaries, and regulators, and navigate complex legal and regulatory frameworks.
Effective leadership in NPO requires a unique set of skills and competencies, including the ability to inspire and motivate employees and volunteers, build partnerships and collaborations, raise funds and generate resources, and measure and communicate impact.  Research on effective leadership in NPOs can help identify best practices and inform the development of training and support programs for non-profit leaders.
Overall, the study of effective leadership in NPOs is an important and timely topic within the discipline of business and management, with significant implications for the success of NPOs and the achievement of their missions.
Literature review 
This section will focus on literature related to leadership styles and organisational performance.  Leadership is a critical factor in the success of NPOs as pointed out in Yvonne Harrison and Vic Murray's article (Harrison & Murray, June 2012).  For NPOs operating in complex and dynamic environments that require effective leadership to achieve their mission and objectives (Tchirhart & Bielefeld, 2012), the most effective nonprofit leaders are those who can look at a situation from multiple frames and act in ways that address the needs highlighted by each view. The concept of behavioural complexity is also discussed, which captures how leaders respond to competing expectations of numerous constituencies by assuming numerous roles. Behavioural complexity theory suggests that leaders need to balance roles rather than see them as either-or options, just as they need to look at situations from multiple perspectives.
In recent years, there has been a growing interest in the impact of different leadership styles on the performance of non-profit organisations. This literature review provides an overview of the key streams of literature on leadership styles and their impact on the performance of NPOs.

Transformational Leadership:
Transformational leadership is a style of leadership that inspires and motivates its followers to realise their full potential and exceed their expectations. It is characterised by leaders who are visionary and charismatic and who can inspire and empower their followers to achieve their goals (Peng, et al., 2020).  This article further stated that the perceived work impact mediates the relationship between transformational leadership and affective commitment by providing employees with a sense of purpose and meaning in their work.  When employees perceive that their work has a positive impact on the organisation and its external clientele, they are more likely to feel a sense of personal importance and fulfillment in their work.  Transformational leaders who are able to communicate the importance of their employees' work and provide them with a sense of autonomy and empowerment are more likely to foster this sense of perceived work impact, which in turn leads to higher levels of affective commitment among employees.  Such a leadership style can be observed through four distinct but interrelated dimensions: idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration (Bass & Avolio, 1994). 
In the non-profit sector, it was explored (Ott, et al., 2015) that transformational leadership is important.  A study (Valero, et al., 2014) found that transformational leadership has a positive and statistically significant effect on perceived organisational resiliency, which suggests that identifying leaders with transformational traits is important for building a resilient organisation in both the public and nonprofit sectors.  Such leadership style can help leaders build a shared vision and purpose for the organisation, inspire employees and volunteers to work towards a common goal and foster a culture of innovation and creativity, as encouraging innovation and creativity, empowering people, and creating a culture of learning and experimentation are all characteristics of transformational leadership (Renz & Herman, 2016).  Non-profit organisations often rely heavily on the motivation and commitment of their employees and volunteers to achieve their mission, and transformational leadership can help leaders tap into this potential by empowering and supporting their followers.
Several studies have found a positive relationship between transformational leadership and organisational performance in non-profit organisations. For example, William Nicholson II (Nicholson II, 2007) found that transformational leadership positively influenced fundraising performance in non-profit organisations by building trust with donors and then implementing transformational leadership. Similarly, Avolio and Zhu (Avolio, et al., 2004) found that there is a significant and positive relationship between transformational leadership and engagement & commitment.  It was further stated that transformational leadership often involves developing and communicating a compelling vision and mission for the organisation, empowering employees and volunteers to take ownership of their work, providing support and resources to help them achieve their goals, and recognizing and rewarding their contributions to the organisation. Therefore, non-profit leaders who adopt a transformational leadership style are more likely to create a positive work environment that fosters innovation, creativity, and collaboration, leading to improved organisational performance and social impact.
Overall, transformational leadership is a relevant and effective leadership style in the non-profit sector, where leaders must inspire and motivate employees and volunteers to work towards a common goal and achieve the organisation's mission.

Servant Leadership:
Based on a 2019 journal in Leadership Quarterly (Eva, et al., 2019), servant leadership is distinct from other value-based leadership approaches in terms of its overarching motive and objective. While other leadership approaches primarily aim to advance the organisational bottom line in both financial and non-financial terms, servant leadership focuses on followers' growth in multiple areas, such as their psychological well-being, emotional maturity, and ethical wisdom. Servant leaders act as stewards, treating followers as individuals entrusted to them to be elevated to their better selves.  The focus on follower development is maintained with a concern towards the larger community and a commitment to be accountable for their well-being.  Furthermore, servant leadership is a (1) other-oriented approach to leadership (2) manifested through one-on-one prioritizing of employees' individual needs and interests, and (3) an outward reorienting of their concern for self towards concern for others within the organisation and the larger community.  A servant leader works toward serving employees, helping them, listening to them, and caring for them with a focus on developing their personal growth, and fulfilling their personal interests. 
In the non-profit sector, servant leadership is particularly relevant because it aligns with the sector's focus on serving communities and addressing social issues.  As highlighted above, Servant leaders prioritise the needs and well-being of their employees, volunteers, and stakeholders, which can lead to improved organisational performance and social impact.
Several studies have found a positive relationship between servant leadership and organisational performance in non-profit organisations.  For example, it was found (Hu & Liden, 2011) that servant leadership positively influenced employee job performance and organisational citizenship behaviour in non-profit organisations.  Similarly, (Ngah, et al., 2021) found that servant leadership positively influenced volunteer satisfaction and commitment in non-profit organisations, and the important mediator effect of job satisfaction on servant leadership's relation to volunteering and organisational citizenship behaviour in nonprofits is revealed. Volunteers report that they are satisfied with the communication of the vision and mission of the NPO and confirm that support networks are available to them when problems arise related to volunteering and that they have autonomy in the performance of their volunteer duties.  Servant leadership in the non-profit sector often involves developing and maintaining strong relationships with employees, volunteers, and stakeholders, empowering them to make decisions and take ownership of their work, and creating a positive work environment that fosters collaboration and teamwork. Servant leaders prioritise the needs of their followers, which can lead to increased motivation, job satisfaction, and commitment.
Structural empowerment plays a significant role in mediating the relationship between servant leadership and organisational commitment. A study (Allen, et al., 2018) found that creating empowering organisational structures is a mechanism through which servant leaders positively influence organisational commitment. The direct effects of servant leadership on organisational commitment were not significant, but the moderate relationship was mediated by structural empowerment.
Overall, servant leadership is a relevant and effective leadership style in the non-profit sector, where leaders must prioritize the needs of their employees, volunteers, and stakeholders to achieve their mission and address social issues. Servant leaders can create a positive work environment that fosters collaboration, teamwork, and innovation, leading to improved organisational performance and social impact.

Authentic Leadership:
As explained by (Rhine, 2015), authentic leadership is a root construct for multiple leadership theories and refers to a leader’s ability to have a genuine, honest, and inherent emotional connection to, and logical backing behind, his or her words and deeds. Authentic leaders have a deep sense of who they are as individuals, both in relation to their work and non-work lives. However, authenticity is determined largely by followers' or stakeholder perceptions of that authenticity.
The difference between authentic leadership in the for-profit sector versus the nonprofit sector is highlighted by (Gilstrap, et al., 2015), the precepts of authentic leadership clearly saturate the nonprofit sector in terms of leadership training, organizational duties, and communication management responsibilities.  Nonprofit organisations have launched extensive training opportunities for future leader development under the stewardship of status quo managers. In so doing, managerial assumptions have catapulted chief executives and board members into principal leadership roles within nonprofits and focused training efforts thereon—a ubiquitous training paradigm that likewise transmits the importance of “living the mission” and celebrating socially appropriate ethical codes.  As mentioned in the same article, some leaders even used the difference-making assessment to contrast the authenticity of their experiences in nonprofit organisations with previous for-profit work experiences. Therefore, the concept of authentic leadership in the nonprofit sector seems to be more focused on mission identity and ethical codes, whereas, in the for-profit sector, it may be more focused on financial performance and quarterly reports.  Therefore, in the non-profit sector, authentic leadership is particularly relevant because it aligns with the sector's focus on social impact and ethical leadership.  Authentic leaders prioritise ethical behaviour and transparency, which can lead to improved trust and credibility with stakeholders and donors.
Several studies have found a positive relationship between authentic leadership and job satisfaction, organisational commitment and employees’ job performance in non-profit organisations.  For example, (Avolio, et al., 2005) examined the process by which authentic leaders impact follower attitudes and behaviours, and they found that authentic leadership has a positive impact on follower job satisfaction, organisational commitment, and job performance. 
Authentic leadership in the non-profit sector often involves developing and maintaining strong relationships with stakeholders and donors, being transparent about the organisation's goals and strategies, and prioritizing ethical behaviour and social impact. Authentic leaders are true to themselves and their values, which can lead to improved trust and credibility with stakeholders and donors.
Overall, authentic leadership is a relevant and effective leadership style in the non-profit sector, where leaders must prioritize ethical behaviour and social impact to achieve their mission and build trust with stakeholders and donors. Authentic leaders can create a positive work environment that fosters engagement, commitment, and social impact, leading to improved organisational performance and social impact. 

Transactional leadership:
Transactional leadership is a leadership style that focuses on maintaining the status quo and ensuring that tasks are completed efficiently and effectively.  In this style, leaders use rewards and punishments to motivate followers to achieve specific goals. Transactional leaders work within existing systems and structures to ensure that the mission is appropriately pursued. They promote organisational stability and incremental improvements.  This style is well-suited to organisations that do not need major changes (Tchirhart & Bielefeld, 2012).
Transactional leadership is defined in a study (Nicholson II, 2007) as the exchange of valued things, economic, political or psychological, between leaders and followers without a call to a greater purpose.  In organisations with transactional leadership, followers agree with, accept, or comply with the leader in exchange for praise, rewards, and resources or in order to avoid disciplinary action. Nicholson further cited that Bass (Bass, 1985) claims that transactional leadership is characterized by four behaviours: claims that transactional leadership is characterized by four behaviours: 
1. Contingent reward. The transactional leader clarifies the work that must be accomplished and uses rewards or incentives to achieve results. 
2. Management by exception (active). The transactional leader monitors followers’ performance and takes corrective action when deviations from standards occur. 
3. Management by exception (passive). The transactional leader intervenes only after standards have not been met or problems have arisen. 
4. Laissez-faire. The transactional leader avoids making decisions and does not intervene unless absolutely necessary
While transactional leadership has been found to be effective in some contexts (Tchirhart & Bielefeld, 2012), it has been less studied in the non-profit sector compared to other leadership styles such as transformational, servant, authentic, strategic, and shared leadership.
Some studies have found that transactional leadership can have a positive impact on the performance of non-profit organisations. For example, a study (Purwanto, et al., 2020) found that transactional leadership can be effective in situations where there are clear and specific goals that need to be achieved, and where employees are motivated by rewards and punishments. According to the same study, transactional leadership has a positive and significant effect on work performance in public health centres.  This leadership style can be useful in settings where employees are already skilled and experienced, and where they are able to work independently towards specific goals. However, it may not be as effective in situations where creativity and innovation are required, or where employees need more guidance and support from their leaders.  However, it is further mentioned that it is important to note that transactional leadership may not be as effective in situations where creativity and innovation are required, or where employees need more guidance and support from their leaders. Therefore, it is important for leaders to consider the specific needs and goals of their organization when choosing a leadership style.
Overall, while transactional leadership has been studied in the context of non-profit organisations, its effectiveness may depend on the organisation's size, sector, and mission. Further research is needed to better understand the impact of transactional leadership on the performance of non-profit organisations and its comparative effectiveness with other leadership styles.

Methodology
In this Doctor of Business Administration (DBA) dissertation, the research methodology refers to the systematic approach used to gather and analyse data in order to address the research questions or objectives of the study.  The introduction of some research methodologies is as below:
a. Quantitative Research Methodology: Quantitative research involves the collection and analysis of numerical data to explore relationships, patterns, and trends. This methodology typically uses structured surveys, questionnaires, experiments, or secondary data analysis. Statistical techniques are employed to analyse the data and draw conclusions. Quantitative research is often used to test hypotheses, measure variables, and generalize findings to a larger population.
b. Qualitative Research Methodology: Qualitative research focuses on understanding the subjective experiences, meanings, and social contexts of individuals or groups. This methodology involves techniques such as interviews, focus groups, observations, or document analysis. Data analysis techniques may include thematic analysis, content analysis, or narrative analysis. Qualitative research provides in-depth insights into complex phenomena and allows for a rich understanding of the research topic.
c. Mixed-Methods Research: Mixed-methods research combines both quantitative and qualitative approaches. This methodology involves collecting and analyzing both numerical and non-numerical data to gain a comprehensive understanding of the research problem. The researcher may use sequential or concurrent data collection and analysis processes, integrating the strengths of both quantitative and qualitative methods.
d. Case Study Research: Case study research involves an in-depth investigation of a specific organisation, group, or phenomenon. It often employs multiple data collection methods, such as interviews, observations, and document analysis. Case studies provide rich, detailed insights into specific contexts and are useful for exploring complex and unique phenomena.
e. Action Research: Action research is a participatory approach where the researcher collaborates with practitioners or stakeholders to identify and solve organizational problems. It involves cycles of data collection, reflection, and action to improve practices or processes. Action research is often conducted in real-world settings and aims to create practical and actionable knowledge.
f. Experimental Research: Experimental research involves the manipulation of variables to test cause-and-effect relationships. It typically utilizes random assignment of participants to experimental and control groups and involves pre-and post-testing. Experimental research allows for rigorous control over variables and is useful for studying causal relationships.
g. Survey Research: Survey research involves the collection of data from a large number of participants using standardized questionnaires or surveys. It provides a snapshot of the opinions, attitudes, or behaviours of a specific population. Survey research allows for generalizability and statistical analysis of data.
It is believed that a mixed-methods as mentioned in c. above is the most appropriate method for this dissertation.  This methodology should also be appropriate for the data collection and analysis techniques necessary to address the research problem effectively.  The concept map of this research is shown in Appendix 1.  

















Appendix 1 demonstrates the concept map.   
[image: ]



















References
Allen, S., Winston, B. E., Tatone, G. R. & Crowson, H. M., 2018. Exploring a model of servant leadership,empowerment, and commitment in nonprofit organizations, s.l.: Wiley-Jack, Joseph and Morton Mandel School of Applied Social Sciences (Case Western Reserve Univesity).
Avolio, B. J. et al., 2005. Unlocking the mask: A look at the process by which authentic leaders impact follower attitudes and behaviors.. The Leadership Quarterly, 16(3), pp. 801-823.
Avolio, B. J., Zhu, W., Koh, W. & Bhatia, P., 2004. Transformational leadership and organizational commitment: mediating role of psychological empowerment and moderating role of structural distance. Journal of Organizational Behavior, pp. 951-968.
Bass, B. M., 1985. Leadership and performance beyond expectations. New York: The Free Press.
Bass, B. M. & Avolio, B. J., 1994. Improving Organizational Effectiveness through Transformational Leadership. s.l.:Sage Publications.
Eva, N. et al., 2019. Servant Leadership: A systematic review and call for future research. The Leadership Quarterly, Volume 30, pp. 111-132.
Gilstrap, C., White, Z. M. & Spradlin, A., 2015. Authentic Leadership Communication - Nonprofit Leaders and the Constituted Self. Journal of Nonprofit Education and Leadership, 5(2), pp. 47-67.
Harrison, Y. D. & Murray, V., June 2012. Perspectives on the Leadership of Chairs of Nonprofit Organization Boards of Directors: A Grounded Theory Mixed-Method Study. 
Hu, J. & Liden, R. C., 2011. Antecedents of team potency and team effectiveness: An examination of goal and process clarity and servant leadership. Journal of Applied Psychology, pp. 851-862.
Ngah, N. S., Abdullah, N. L. & Suki, N. M., 2021. Servant Leadership, Volunteer Retention, and Organizational Citizenship Behavior in Nonprofit Organizations: Examining the Mediating Role of Job Satisfaction. Nonprofit and Voluntary Sector Quarterly, 51(5).
Nicholson II, W. D., 2007. Leading Where it Counts: An Investigation of the Leadership Styles and Behaviors that Define College and University Presidents as Successful Fundraisers. International Journal of Educational Advancement, pp. 256-270.
Ott, S. J., Dicke, L. A. & Meyer, K. C., 2015. Understanding Nonprofit Organizations: Governance, Leadership, and Management. s.l.:Westview Press.
Peng, S., Liao, Y. & Sun, R., 2020. the influence of transformational leadership on employees' affective organizational commitment in public and nonprofit organizations: A Moderated Mediation Model. Public Personnel Management.
Purwanto, A. et al., 2020. Effect of transformational and transactional leadership style on public health centre performance. Journal of Research in Business, Economics, and Education, 2(1).
Renz, D. O. & Herman, R. D., 2016. Nonprofit Leadership and Management. 4th ed. s.l.:Jossey-Bass.
Rhine, A. S., 2015. An Examination of the Perceptions of Stakeholders on Authentic Leadership in Strategic Planning in Nonprofit Arts Organizations. THE JOURNAL OF ARTS MANAGEMENT, LAW, AND SOCIETY, Volume 45, pp. 3-21.
Tchirhart, M. & Bielefeld, W., 2012. Managing Nonprofit Organizations. s.l.:John Wiley & Sons.
Valero, J. N., Jung, K. & Andrew, S. A., 2014. Does transformational leadership build resilient public and nonprofit organizations?. Disaster Prevention and Management, Volume 24, pp. 4-20.




image1.png
Mediator Variable — affected by the
independent variable — explains how IV
affect DV (e.g. age range of the staff)

Transformational
H1
Authent
entic ~ 2
Organisational Culture Organisational
Leadership Styles (IV) N ov H ST oranee
{1 Ha
Ha
Transactional

IV~ Independent Variable
DV — Dependent Variable

H~ Hypothesis





