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¿Cómo es el liderazgo de la juventud latinoamericana? Liderazgo, sexo y país
Como está a liderança dos jovens latino-americanos? Liderança, sexo e país
Many papers studied leadership but not much about leaders in Latin America. We evaluated 427 students from
16 countries in Latin America and Spain participating in the Global Competitiveness Leadership Program
of Georgetown University during 2007-2019 period, trying to find if their leadership profile was different
from those in Europe and USA. We found their profiles are very similar, without significant differences by
country or sex and with high homogeneity in the group, but they could be more characterized as “paternalistic
leaders”(Hiller et. col, 2019) maybe due to country and organizational cultures. The results suggest there is a
significant similarity among leaders, regardless of their sex or country of origin. Different countries, different
sex, similar leadership.

Muchos trabajos ha estudiado el liderazgo pero poco sobre Latinoamérica. Hemos evaluado el liderazgo de 427 jóvenes de
16 países de América Latina y España participantes del Programa de Liderazgo para la Competitividad Global (GCL)
de la Universidad de Georgetown en los años 2007-2019, intentando establecer si hay diferencias significativas con el perfil
de otros líderes en Europa y Estados Unidos, así como en términos de sexo y país. Hemos encontrado que son similares a otros
líderes a nivel mundial, con una alta homogeniedad en el grupo y sin encontrar diferencias significativas por sexo o país,
pero pueden ser caracterizados más como “lideres paternalistas” (Hiller et col. 2019). Los resultados sugieren que hay gran
similitud entre líderes, independientemente de su sexo o país de origen. Diferentes países, diferente sexo, similar liderazgo.

Há muito escrito sobre liderança, mas pouco sobre a América Latina. Avaliamos a liderança de 427 jovens de 16 países
da América Latina e Espanha que participam do Programa de Liderança para Competitividade Global (GCL) da
Universidade de Georgetown nos anos de 2007 a 2019, tentando estabelecer se há diferenças significativas com o perfil de
outros líderes na Europa e nos Estados Unidos, bem como em termos de sexo e país. Descobrimos que eles são semelhantes
a outros líderes em todo o mundo, com alta homogeneidade no grupo e sem encontrar diferenças significativas por sexo
ou país, mas podem ser caracterizados mais como "líderes paternalistas" (Hiller et col. 2019). Os resultados sugerem que
há grande semelhança entre os líderes, independentemente de sexo ou país de origem. Países diferentes, sexo diferente,
liderança semelhante.
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1. Introduction: leaders and leadership
Leadership has been of great appeal since the “Great Man” (Carlyle, 1888) and charisma (Weber,
1946) and went from styles (Lewitt and Lippit, 1938), behavioral (Mayo, 1949), contingencies
(Fiedler, 1967), situational (Hershey-Blanchard, 1969) towards skills-competences (Katz, 1977)
approaches. Transformational theory (Burns, 1978) brought neo-charismatic orientation (Conger
and Kanugo, 1987, 1988) focusing now in goals, not in the leader. XXI Century goes towards shared
leadership (Cox et al., 2003), complex (Marion and Uhl-Bien, 2001) relational (Murrel, 1997; Drath,
2001), paternalistic (Hiller et. col, 2019) and digital (Raghuram et. col., 2018). Today “leadership is
an act of social influence aimed at clarifying where a collective is going and motivating others to
help get there” (Ashford and Sitkin, 2019:456).
Personality, behaviors and relationships of leaders have been evaluated in multiple ways. Two of
the tests broadly used are MBTI (Myers-Briggs Type Inventory) and FIRO-B (Fundamental InterRelational Orientation Behaviors), with many studies in Europe and USA in general population,
managers and leaders (Briggs-Myers et al.; OPP, 2009, 2010, 2016), but limited from Latin
America (Osborn and Osborn, 1996). We cannot conclude if Latin American leaders are similar or
different from managers and leaders in USA and Europe.

Table 1 - Psychological types and functions MBTI in managers USA and Europe

Key words

leadership,
paternalistic, sex,
Latin America.

Palabras clave

liderazgo,
paternalista, sex,
Latinoamérica.

Palavras chave

liderança, América
Latina, paternalista,
sexo.

MBTI was developed by Myers and Myers (1980) based upon the Jung (1937, 1971) personality
theory with 4 set of psychological functions and two opposites preferences, generating 16
psychological types (Brigg-Myers et al. 2005). MBTI was validated (Capraro and Capraro, 2002;
OPP, 2009 and Rivera-Mata, 2011) and the factor analysis (Sagino, Cooper and Kine, 2000;
Capraro and Capraro, 2002; OPP, 2009, Rivera-Mata, 2011) confirmed the model. Among European
and USA managers (Table 1) the most frequent types are ESTJ and ENTJ, with frequencies in
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Intuition above general population and women managers higher Feeling than male but lower than
women in general (Ashridge 2004; Hackston 2005; OPP, 2009, 2011; Rivera-Mata, 2011). The higher the
organizational level, the lower values of Feeling (OPP, 2009). In Table 1 we observe a high homogeneity
(33%-56.9% in 2 types (ESTJ 21.6%-40.2%) in all countries (USA, ISTJ), having limited data from Latin
American managers (Osborn and Osborn, 1996) with similar results to Spain.
We found differences in sex in Feeling (women 60%-70%; men 20%-40%) (Briggs-Myers et al, 2005;
McDaid et al, 2005; OPP, 2009) but not among managers. Spanish managers (1,313 males, 839 females)
have high homogeneity (24.4% ESTJ, 24.1% ENTJ), similar in men (25% ESTJ, 24.4% ENTJ) and women
(23.9% ESTJ, 23.9% ENTJ), with statistically significant differences (p<0.001) in sex only Extroversion
(female 86%, male 78%), and Feeling but not in Intuition nor Judgement (Rivera-Mata, 2011). OPP (2007)
also found significant differences in Feelings between male and female managers but with frequencies
below general population. Other study (OPP, 2009) reflect Feeling frequency of 35%, but only 15% in
managers, and women having a 70% in general population but only 37% in manager, indicating that
organizations filter people to management rejecting those with Feeling, choosing male and female
with a preferences for Extroversion (action), Sensing (facts/data) and Judgment (planned/organized).
It seems organizations filter for management only women that “fit” their culture (Kanter, 1977). We
also agree with Tinsley (2016) believing that the narrative of differences between male and female in
leadership maybe is well intentioned, but it seems is not relevant nor effective. We have to change to an
organizational culture discussion (Schein, 1992; Kanter, 1997; Rivera-Mata, 2011) to reduce the gender
gap in business leadership, in line with the law of growing social differences (Putnam,1976:33): social
elites have characteristics different than the general population and the more relevant the organization,
more frequent those characteristics (Coller, 2008:146). Elites theory could be a more effective way to
frame the political gender gap.
FIRO-B (Fundamental Inter-Relation Orientation Behaviors) (Schultz, 1967) measures inter-personal
relationships needs with 3 variables (Inclusion, Control and Affection) and 2 dimensions (expressed and
desired), is validated (Gluck, 1983; Hammer and Schell, 2000, Rivera-Mata, 2011), with 54 questions of
growing intensity and acceptance (Gutmann 1974).
Table 2 - Differences male-female in interpersonal relationships (Myers et al., 1998)

Table 2, from a national representative sample of males and females, partially confirms stereotypical
ideas we have regarding sex; men have higher expressed control (EC) (power, influence, leadership)
than women and women higher Desired Control (DC) (passive subject of power, influencer, leadership)
than men. Also women have more Total Inclusion (TI) and Affection (TA) needs than men. Hammer and
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Schnell (2000) with data from 34,460 managers of 17 countries found differences in EC (4,8) and DC
(3,08). Myers and col. (1998) in general USA population, found men also have higher EC than women and
these more DC and TA and TI. In Table 3, we can conclude female managers have statistically significant
higher needs of inclusion and affection and the men of control (Rivera-Mata, 2011). This is partially
due to the high correlation between Extroversion and Expressed Needs, where there is no statistically
significant differences in the desired needs. It seems there are gender differences in the expression of
needs but not in those needs. Also there is a higher correlation (Rivera-Mata, 2011) between affection
and age than with sex; the higher affection of women managers is due more to be younger than women.
Table 3 - Interpersonal relationships (FIRO) of male and female managers in Spain.

Men and women differ in the expression of their needs, but not in the quantity of them (Gardner and
Gabriel, 2004). Men have higher EC (power, influence, leadership) and women higher DC, affection
and inclusion (Myers et al. 1998). In male and female managers, the expressed control is higher than
in men in general population (Hammer and Schnell, 2000). But it seems leadership in organizations
brings higher control of managers –much higher than general population- maybe at the cost of having
unsatisfied affection needs (Rivera-Mata, 2015). EC have a positive relation (OPP, 2010) with hierarchy. In
similar way, there are no statistically between male and female Spanish managers (Rivera-Mata, 2011).
Osborn and Osborn (1996) compared managers of USA, Canada, and México and found Mexicans have
higher EC (5,6) than USA (4,7) and Canada (4,4), being more expressive (14,6) than those from USA
(11) and Canada (11,3). To answer how is the leadership of Latin American youth, we will evaluate the
following hypotheses:
H1: The psychological type and personality preferences of the Latin American youth is similar to the
leaders of USA and Europe.
H2: The interpersonal relationships of the Latin American youth is similar to those of the leaders in
USA and Europe.
H3: There are no statistically significant differences between male and female Latin American young
leaders in their psychological type, preferences and interpersonal relationships.

GCG GEORGETOWN UNIVERSITY - UNIVERSIA

ENERO - ABRIL 2020
pp: 34-47

VOL. 14 NUM. 1

ISSN: 1988-7116

37

How is the leadership of the Latin-American youth? Leadership, sex and country

38

H4: There are no significant differences between young leaders of the different countries of Latin
America in their psychological type, psychological preferences and inter-personal relationships.

2. Sample and methodology
We studied 457 participants in the GCL program of Georgetown University (GU). They are young (2434 years; 51.8% women, 48,2% men) of 18 countries of Latin America, Caribe, Puerto Rico, Portugal
and Spain, University graduate and professional and social experience, being accepted –and fundedafter a rigorous selection process. Main countries are Colombia (n=67), Ecuador (n=57), Brazil (n=48),
Panama (n=34), Mexico (n-29), Peru (n=30), Venezuela (n=28), Chile (n=24), Bolivia (n=23) and Spain
(n=23). We want to compare MBTI and FIRO-B from Europe and USA (limited from Latin America), with
the sample to see similarities among them and with reference groups. We conducted a descriptive
analysis with quantitative variables calculated trend and dispersion (mean, mode, variance, standard
deviation, minimum, maximum, significance) and qualitative variable frequency tables (number of
cases and percentages). We conducted two variables analysis between dependent and independent
variables, contingency tables and the t of Student test for the quantitative (FIRO-B) evaluating the
statistical significance, obtaining the confidence intervals (CI 95%). The Chi-Square test was used for the
qualitative variables (MBTI type and 4 functions). We established significance if p<0.05, with an strength
and confidence interval at 95%. We will review now the results of the hypotheses.

3. Results and discussion
Here after we well analyze the results of the hypotheses:
H1: The psychological type and personality preferences of the Latin American youth is similar to the
leaders of USA and Europe.
Table 4 shows the most frequent type is ESTJ (24.9%), as European managers (20.1%-40.2%), Mexicans
(36.3%) and second most frequent in USA (15.8%). There is a high homogeneity; two most frequent types
are 49.6% of total, as Spain (56.7%-51.4%) and Mexico (64.9%), being lower in Europe (32.7%) and USA
(32.8%). There is a lack of diversity in the Hispanic management world and in the sample. Also higher
Intuition (N) in the sample (51.2%) than business leaders (32.4%-50.2%) and higher Extroversion (85.4%
vs. 66%-76%). We can compare with general population -but with limitations due to using different test,
online and we could not find validation studies. The sample is more extroverted than general population
(85.4% vs. 50.5%-50.6%), with lower Intuition (54% vs. 67.4%-66.7%), and lower Feeling (20.8% vs. 37.2%41.9%) and higher (70.7% vs. 55.7%-57%). We found statistically significant ( p<0.05) differences between
the sample and Spanish and Mexican managers, being similar to the USA managers and Europe-2018
(except in the 85.4% Extroversion and lower Intuition).
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The hypothesis is partially confirmed. There are some statistically significant differences but also many
similarities between the leadership of the sample with leaders in USA and Europe, especially in the high
homogeneity in ESTJ/ENTJ and in the functions, except in Extroversion (action orientation).
Table 4 - MBTI in the sample compared with several references groups

H2: The interpersonal relationships of the Latin American youth is similar to those of the leaders in
USA and Europe.
Table 5 shows values of interpersonal needs compared with management leaders in USA, Canada,

Mexico and Spain. Expressed Inclusion (EI) (5.64) is similar to the rest (except Canada) but also high
values of Desired Inclusion (DI) (5.7), higher than all reference groups, making Total Inclusion (TI) (11.34)
also the highest value among all groups. Expressed Control (EC) (supervision, order, leadership) has
high values (5.57), but the Desired Control (DC) (2.42) is the lowest among all groups. The higher the
organizational ladder, the higher EC and lower DC (OPP, 2010) ; in this case, the sample is not from a high
management group, but fits the profile. Expressed Affection (EA) (5.77) and Desired Affection (DA) (6.44)
are the highest of all. High EC and low DC can generate perception of “authoritarian leadership” (Schell
and Hammer, 1993). When EC and DC are high, people could be seen as “perfectionist”. Finally, like this
case, where CE is high and CD low but Expressed Inclusion (EI) and Affection (EA) is high, people could
be seen “paternalistic”. Paternalistic leadership is conceptualized as the simultaneous enactment of two
seemingly paradoxical leadership behaviors: benevolence/caring for others (high EI-EA) and authority/
control/power (high EC) (Hiller et. col, 2019:165). Maybe this leadership is more frequent in Latin America
–as indicated in the sample-, due to the regional and organizational culture and high presence of family
businesses, as it is more prevalent in non-WEIRD (western, educated, rich and democratic) cultures
(Ma & Tsui, 2015; Mansur, Sobral & Goldzsmith, 2017; Pellegrini & Scandura, 2018). We can conclude
there is a high similarity in the needs of the sample compared with reference groups in USA and Europe,
although there also differences, specially the low Desired Control and High Inclusion and Affection. The
hypothesis is partially confirmed. Latin American young leaders are very affective and inclusive, “good
paternalistic leaders” but “bad followers” (CE).

GCG GEORGETOWN UNIVERSITY - UNIVERSIA

ENERO - ABRIL 2020
pp: 34-47

VOL. 14 NUM. 1

ISSN: 1988-7116

39

How is the leadership of the Latin-American youth? Leadership, sex and country

40

Table 5 - Relational needs (FIRO-B) of the GCL sample compared with reference groups

H3: There are no statistically significant differences between male and female Latin American young
leaders in their psychological type, preferences and interpersonal relationships.
In Table 6 below we indicate the results of the psychological type and functions of the sample, segregated
by sex, and compared with male and female groups of general population from UK-USA and male and
female managers in Spain. Male and female have high homogeneity (51.1% men; 48.1% women) in
the first two types (ESTJ/ENTJ). GCL participants are very similar in their personality –and therefore
behaviors-; this probably could be due to the strict selection criteria and process. In psychological
functions, men and women in GCL are similar in Extroversion-Introversion, Sensing-Intuition and there
are only statistically significant differences in the Thinking-Feeling function, with a higher Feeling in
women (24.1% vs.17.5%). Thinking is over-represented in males and Feeling in women (OPP, 2016).
Feeling is typical of women (65%-75%), but in female managers population drops to the 15%-25%; Feeling
characteristic of women in general population could not be an advantage but a problem for women to
move ahead in the leadership business ladder (Rivera-Mata, 2011).
Table 6 - Type and psychological functions of sample (sex) and compared with other groups
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Table 7 - Interpersonal needs of GCL sample (sex), compared with reference groups

Table 7 indicates differences of inter-personal relationship needs between men and women in the
sample, comparing with general population, and male and female managers in USA and Spain. There
are no statistically significant differences in Inclusion and Affection in the sample between men and
women, nor in total needs, both expressed and desired. The only statistically significant difference we
found in sex was Total Control (TC) but not in each of its elements: Expressed Control (CT) and Desired
Control (DC). We believe this is just an statistical effect where the aggregate of 2 difference (EC- DC)
with 0.06 significance have a difference significance of 0.01, but we do not have practical relevance.
Control is associated with supervision/ command/ leadership (Expressed) and desired (need) of being
supervised/commanded/led (Desired) (Schnell and Hammer, 1993). Therefore, we can conclude men
and women in the sample do not have any statistically significant differences, but both groups, male and
female GCLs have a much higher Control than people with any sex in general population and similar to
males and female in managers population. We confirm again that there is high similarity among “leaders”
regardless of their sex and they are different, male and female, from general population. Hypothesis H3
is confirmed. Hypothesis H3 is confirmed.

H4: There are no significant differences between young leaders of the different countries of Latin
America in their psychological type, preferences and inter-personal relationships needs.
Table 8 shows preferences and types in the sample of several countries. Almost in all the countries

evaluated the most frequent types are ESTJ/ENTJ and with high homogeneity (35%-58% in 2 types).
We found few statistically significant differences (p<0.05) in J-P. In Argentina and Brazil, where in both
counties also ESTJ/ENTJ are the most common types. Therefore, we can confirm the hypothesis almost
completely.
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Table 8 - MBTI GCLs (countries) compared with general population in Latin America countries

Table 8 shows the preferences of general population in several Latin America countries, using a test
similar to MBTI (Neris Type Explorer, online, not validated); general population of Latin America the
preferences are Extroversion (56,6%), Intuition (66.7%) Thinking (58.1%) and Perception (55.7%), similar
to those in Spain, but with higher Extroversion (59.1% vs. 50,5%) and with similar frequencies in identical
preferences in all Latin American countries indicated. We do not have data segregated by sex. Like in
Tables 6 and 7, we observe a very high similarity among male and female leaders, different from the
general population.
Table 9 indicates values of inter-personal relationship needs by country, with similarities and some

differences. In Total Needs (TN) only Ecuador (28.56) and Uruguay (37.00) from the 12 countries show
statistically significant differences (p<0.05). Besides that, there are some differences (Argentina DC,
México EI, Ecuador DC, Spain EA). Therefore, in psychological types, psychological functions and well
as inter-personal relationship needs, we can confirm that there are no significant differences among the
different countries in Latin America in the sample, although we found some minor statistically significant
(p<0.005) differences.
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Table 9 - Inter-personal needs (FIRO-B) from the GCL sample (by country)

4. Limitations, conclusions and recommendations
We do not know much leadership; better theorizing is required (Asford and Sitkin, 2019:458). Society
and leadership is changing at a higher speed than our ability to understand it. We still use models based
on individual “leaders” occupying positions of authority or power and, theoretically; we are still in the
‘Great Man” (and now woman) theory of the XIX Century. We are still conceptualizing leadership as an
individual factor and not as a collective influence (Ashford and Sitkin, 2019).
We know even less about women and leadership. Many studies follow fashions, political pressures
and trends and limit our ability to diagnose better the problem of the reduced access of women to
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leadership positions. We can hardly find the right answers and design social, political, business and
personal policies that could effectively diagnose, reduce and eventually eliminate the leadership gender
gap. Maybe we should reframe the leadership gender gap as ineffective practices of promotion and
leadership development differences in the organizations and we should focus in having a gender-blind
meritocracy in organizations. Also elite theory, better that organizational leadership theories regarding
sex differences could be more effective to understand why women do not achieve equal power in the
political and business world.
The sample is limited, in population, country, age distribution and lack of national representative samples
to compare. The sample, young (24-34) Latin American was compared with data from managers (we
assumed much older) in USA and Europe. We did not evaluated age where we previously found (RiveraMata, 2011) that age was a more relevant variable than sex to understand leadership differences
between men and women. We did not evaluate differences of sexual or religious orientation, nor even
economic level. The statistical method was a simple descriptive approach; with other hypotheses and
methods (correlations, regressions, etc.) maybe could have reached different or more rich and specific
conclusions.
How is the leadership of the Latin American youth? Based upon the theoretical review and empirical
analysis we can conclude the Latin American young leaders are very similar to those in USA and Europe.
Both men and women, and without significant differences among them, are focus on action (not so
much in reflection), centered in analyzing –and communicating- with facts and data (less with models
and trends/possibilities), who take decisions in an “objective (task) way (but very little in a subjective,
centered in the persons/relationships) and they like planning and organizing (but less so changes). They
are very similar in sex and different from males and females if their countries; they are “leaders”. In interpersonal relationships they are –regardless of their sex- very “relational” (inclusive/affective) and they
want to control and not to be controlled, what can make them very effective but with possible conflicts
with others –specially with peer “leaders”. Good leaders, bad followers, but they, male and female, could be
characterized as “paternalistic leaders” (Hiller et col. 2019) due to their high Expressed Control, Affection
and Inclusion. One clear feature of the group is the high homogeneity, or lack of diversity, regardless the
50/50 in sex and 16 countries) and consequently of their leadership. In comparative terms we have seen
this homogeneity among themselves, regardless of sex and country, but they are very different from
general population, as managers in USA and Europe. Leaders share same characteristics, different from
the general population Different sex and country, similar leadership.
Based upon the conclusion we can make some recommendations. Increase studies of Latin American
youth and number of variables (sex, age, sexual orientation, countries, economical level, etc.) as well
as longitudinal studies to see changes over time. For the GCL-GU program we would recommend to
increase diversity –in real terms of personality and not only based upon country/sex/sexual orientation-;
the age range could enrich the group with broader perspectives (at the cost of group homogeneity/
affinity) avoiding the problem of endogeneity in leadership programs ((Reyes et col. 2019), and limiting
the risk of “groupthink” (Turner and Pratkanis, 1998) where the group, rejects a way of thinking different
from the one of the dominant group and increasing the effectiveness of these young leaders to face
present and future challenges of the region and the world.
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