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Leadership constituted a topic of high interest for researchers and practitioners alike for years. 

Numerous studies have focused on leadership styles, particularly charismatic leadership, as an 

antecedent to organizational achievements. However, most researchers neglected to consider 

the followers’ perception of their leader’s performance. Understanding and accommodating 

the needs of the followers is essential to the leader’s success. The current study investigates 

the influence of charismatic leaders on dispersed teams in non-vocational educational 

institutions in Lebanon. This quantitative study utilized two structured questionnaires to 

investigate the charismatic leadership during the COVID-19 crisis from the perspective of 

educators who work in virtual teams. Five hypotheses on the effect of crisis-bound charismatic 

leadership on distant educational teams were tested. The relation between the number of years 

of experience and charisma was not explored since the majority of respondents fell in the 

category of five years or more at the institution. A total of seventy-seven respondents 

completed the survey online. Statistical analysis, using the software SPSS-23, showed that 

neither gender nor level of education affected the followers’ perception of charismatic 

leadership during crises. Nonetheless, the study findings showed a strong positive correlation 

between charismatic leadership and the ability to lead in a crisis, concluding that charismatic 

leaders emerge in times of stress.  
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Leadership in organizations is a subject that has excited the interest of researchers in the past few 

decades. The term ‘leader’ demonstrates a connotation of power, dynamism, and command in mind. 

The introduction of charisma as a major variable in effective leadership intrigued many researchers 

to dive into the realm of this seemingly indescribable characteristic. A charismatic individual is 

always associated with the description of a skilled orator demonstrating a clear vision (Yukl, 2013). 

Charisma was first introduced in the 1920s by the German sociologist Max Weber; however, his 
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ideas were too theoretical. In the 1970s, Robert House transformed the theory of charismatic 

leadership into a more testable concept. In short, this theory tries to explain the reasons that cause 

followers of a certain leader to willingly exert remarkable effort and make personal sacrifices to 

reach the organization’s goals (Luenendonk, 2020). The literature includes several research 

publications on the effect of charisma on the efficiency and effectiveness of organizational 

leadership (Cherulnik et al., 2001; Davis, & Gardner, 2012; Gardner, 2003; Vergauwe et al., 2018). 

Conger and Kanungo (1987) offered a theory of charismatic leadership while assuming that 

charisma is an attributional phenomenon. As technological advancement excelled and globalization 

spread with the birth of the twenty-first century, leadership faced one of its biggest hurdles; 

managing virtual teams. The influence imposed by a charismatic leader can be easily detected when 

in direct communication with his/her subordinates. However, charismatically governing a team in 

a different city or even in a different country can prove to be quite challenging (Hoch & Dulebohn, 

2017).  

     This research investigates the influence of charismatic leaders on dispersed teams in non-

vocational educational institutions in Lebanon. With the conclusion of the year 2019, a viral 

outbreak started to threaten the health of humans in many countries. In 2020, the threat spread, 

leading to a global COVID-19 pandemic. One of its major implications was a national lockdown 

whereby people stayed quarantined and were obliged to work remotely. Consequently, universities 

were obliged to transform their optional distance learning preference into the current compulsory 

norm. Administrative leaders had to act fast and address newly born challenges and, at the same 

time, were compelled to manage their academic staff remotely (Fernandez & Shaw, 2020b). 

Leadership in Literature 

Early theories focused on the characteristics of a successful leader, while later ones considered the 

role of the followers and the nature of leadership (Bolden et al., 2003). The trait approach 

considered that critical leadership characteristics should be present in a person in order for him or 

her to be recruited into a leadership role (Yaslioglu & SelenayErden, 2018). This concept faced a 

large amount of criticism as research could not be consistent in identifying these traits. It was 

abandoned until the emergence of charisma as the main ingredient of contemporary leadership 

(Alimo-Metcalfe, 2013). As investigation into the importance of management in corporations 

gained further interest, the research on Leadership evolved from the trait approach to the leadership 

style trend, which focused on leader behavior (Salehzadeh, 2017). Again, research did not find any 

consistent patterns regarding the effect of these behavioral styles on essential variables such as 

employee satisfaction, effectiveness, and productivity (House, 1971; Larson et al., 1974; Yukl, 

2013).  

     One of the main limitations of behavioral theories was its inability to adapt effective leadership 

to different situations. Research today suggests that the leadership style is contingent upon the 

surrounding environmental variables, including the situations at hand, the people involved, and the 

time available to complete tasks. Situational models encourage flexibility in style depending on the 

situations faced (Fiedler, 1964, 1967; Fiedler & Chemers, 1974; Hidayat et al., 2020). Moreover, 

successful leadership relies on matching the proper personality to the situation and not the opposite 

(Northouse, 2010). One of the main critical approaches to this theory stated that if his theory were 

true, then individuals with leadership roles in organizations should be rotated around the 

organization as tasks and situations changed, which is impractical (Nastiezaie & Musavinejad, 

2018). 
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     At the dawn of the last decade of the twentieth century, researchers recognized that managers 

and leaders are two separate entities and that there was a surplus of the former and a shortage of 

the latter (Zaleznik, 1990). A leader can be identified either by who he is or by the actions, 

responsibilities, and obligations he endows (Epley, 2015). Leadership was classified as being 

transactional or transformational. In the current era, successful organizations have adopted team-

oriented practices. The key to success resides in a strong team leader with a clear vision and a skill 

to convey it to the followers to gain their commitment and motivate them to work efficiently 

towards achieving the company goals (Cherry, 2019). Transactional leadership focuses on the 

performance of the staff members, overlapped by a system of rewards and penalties and the 

opportunity for upward mobility (Bryant, 2003). The main characteristics of transactional leaders 

include focusing on short-term goals, following procedures and policies, rejoicing in efficiency, 

and adamant about changing. They use rewards and punishment to pinpoint strengths and weed out 

weaknesses among staff. This leadership style cherishes the status quo and if forced into change, 

will implement within the existing systems and structures (Bass, 2000; Young et al., 2020). On the 

other hand, transformational leadership is considered the most studied among all theories on 

leadership (Judge & Piccolo, 2004). Such leaders have a thirst for change and seem to 

fundamentally reform the company they head (Kull, 2003). They are portrayed by a compelling 

vision and influential communication skills that endorse powerful messages into their followers’ 

ideologies. As a result, these followers are inspired to seek the organization’s objectives over self-

interest (Kreitner & Kinicki, 2004; Kwan, 2020). The literature reveals that transformational 

leaders possess four core behaviors: 1) charisma or idealized influence, 2) inspirational motivation, 

3) intellectual stimulation, and 4) individualized consideration (Hyland et al., 2018). 

     The transformational leadership theory directed the focus on studying how a leader can enhance 

the performance of his/her team to elevate the levels of accomplishment (Herman, & Chiu, 2014). 

In came the concept of charisma, which appeared first in Max Weber’s 1974 research work (Joosse, 

2014). He described a charismatic leader as exceptional and has the vision to find a solution for 

crises, attracting followers through his character and behavior to reach repeated success. Most 

theories of charisma focused on how leaders change people instead of responding to them (House 

et al., 1997; Meslec et al., 2020). In a sense, charisma and transformational leadership are 

analogous, but theoretically they diverge (Antonakis, 2012). Transformational leadership is more 

comprehensive, depending on influence to reach empowerment. In contrast, charismatic leadership 

arises from certain character attributions that yield a certain X-factor known as charisma (Meindl 

et al., 2001). 

     In the business world, Charisma is associated with leaders showing a dominant personality 

admired by followers and gaining their trust and devotion (Meindl et al., 2001; Meslec et al., 2020). 

Such a commanding personality can remodel the work atmosphere and the organization’s vision 

(Northouse, 2010). Many scholars attempted to identify the virtues of charismatic leadership. Beyer 

(1999) proposed that a leader should have charismatic vision to be deemed outstanding. Other 

research found supportive evidence that charismatic leadership tends to appear during crisis. 

Followers admire a leader in action during turbulent times, labeling him charismatic (Crayne & 

Medeiros, 2020; Mumford et al., 2008). Followers are considered an essential variable as they 

associate the charismatic character with those in leadership roles. Since these leaders are behavioral 

models in an organization, charismatic leadership could be detected at different levels in a 

corporation; however, the more authoritative the position, the more exposure and greater influence 
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(Meindl et al., 2001). Several studies have also tackled the perception of a charismatic leader based 

on followers’ gender or social and educational status. Zhang et al. (2020) studied followers’ gender 

perception of charismatic leaders and the potential negative implications. Other studies have 

focused on the gender of the leader and its relation to charisma (Brands et al., 2015; Rink et al., 

2019). 

Charismatic Leadership in Education 

On the topic of leadership in education, the literature concentrated on studying the effect of different 

leadership styles on educational organizations. One of the major tasks of such leaders is to persuade 

middle management about the importance of development objectives and the attainment of needed 

resources (Ozgene, 2020; Schratz , 2009). This requires the presence of a character that blends 

charisma with confidence. This charismatic approach can be detected from body language, which 

could be as simple as a warm smile. Avolio and Bass (1995) showed that the language of 

charismatic personalities attracts followers and aligns them towards the intended mission. Their 

speeches are usually strong, convincing, and conveying confidence. With this blend, people within 

the orbit feel safe, happy, and on board (Kominiak, 2016).  

     With the rising challenges of the twenty-first century, such as innovations in technology and 

globalization, the roles of educational leaders are radically changing at a spontaneous pace. It is not 

enough anymore to be a good manager to lead an educational organization into success. The 

leader’s effective and inspirational leadership has become key to large-scale educational 

improvement (OECD, 2020). Influential leadership requires the proper environment to emerge. 

Bass and Stogdill (1990) showed that charisma being an exceptional attribute can be perceived 

differently by followers based on the individual, the exceptional situation at hand, and how they 

interact. Conger (1989) contemplated that the more favorable the situation to charisma, the less 

charismatic features needed for a leader to be labeled as charismatic by his followers. Howell 

(1997) went further to state that people by nature are adamant to change and could feel helpless 

and frustrated  when encountering it and will therefore seek and embrace authority of a charismatic 

leader.  

     A proficient and well-supported leadership team can cultivate a sense of ownership and 

determination in how staff members perform their job. Rewards are consistently ranked among the 

top incentives for job commitment and satisfaction. Rewards could be classified as either intrinsic 

or extrinsic and a blend of both has shown to best formula for success. Research shows the more 

emphatic teachers are towards the decision-making process at the educational institute, the higher 

the impact and commitment achieved. Teacher moral and materialistic incentive, efficacy, work 

environment, and professional autonomy are crucial for employee satisfaction in education. 

Educators, in particular, look up to a charismatic leader who emits honesty, firmness, consistency, 

influential communication, and reasonable support (Goodboy & Bolkan, 2011; Hargreaves, 2000; 

Mulford, 2008).  

Charismatic Leadership during the COVID-19 Crisis 

The last quarter of 2019 witnessed the rise of the COVID-19 virus, which, by the year 2020, became 

the worst pandemic crisis since the Spanish flu (Walsh, 2020). It became the major destabilizer of 

the world economy affecting global public and private sectors (UNESCWA, 2020). Corporations 

had little time to counter the repercussions through their crisis management teams and find 

alternative plans to minimize damage. Leadership styles had to be revisited and altered towards 
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adapting to this unprecedented situation. Almost all famous leaders in history have overcome 

bottleneck situations, but the COVID-19 predicament seems to be prolonged if not an existential 

endeavor. In such a case, effective leadership is vital for the organization and its people and 

demands boldness, determination, and sacrifice (VanSlyke & Simons, 2020). 

     As the world went into lockdown, many challenges were unleashed towards the organizational 

workforce. A survey done by Watkins and Yaziji (2020) showed that the industries that were most 

affected by the crisis were the ones that mainly relied on social interaction, such as travel and 

tourism, oil and gas, education, and health care. Virtual or dispersed teams became a necessity that 

drew out further challenges, especially in third world countries where technological facilities are a 

burden. Virtual teams are usually geographically dispersed and communicate through electronic 

means with minimal face-to-face interaction. Although dispersed teams appeared with 

globalization and the internet and many research studies were undertaken to determine their pros 

and cons, but in 2020, such teams were imposed on businesses, and making them succeed became 

the number one priority of every organization (Hoch & Dulebohn, 2017).  

     With virtual teams, the organization focuses on employee empowerment, mobility, 

interdependence, and confidence (Yesil, 2011). For such teams to thrive, a common purpose 

acknowledged by members should be at the core of the group. Due to the absence of direct contact, 

a clear vision and well-defined goals are essential for gaining virtual employee commitment (Kuscu 

& Arslan, 2016). As working from home became the only option, managers lost the privilege of 

personal supervision of employees on the job and had to revert to virtual leadership. As shown by 

the literature, the characteristics of a successful virtual leader can be diverse. They include 1) ability 

to set measures for long-distance team efficiency, 2) ability to give and collect both formal and 

informal forms of feedback, 3) possession of proper knowledge in educational management 

systems and technological programs used for communication, 4) ability to host and conduct virtual 

meetings, and 5) ability to establish and maintain proper relations with distant employees and 

motivate them to give their maximum efforts (Duarte & Snyder, 2006; Kirel, 2007). Taking those 

traits into account, the main concerns of a virtual leader fall into three job specifications: 1) a liaison 

that links all the team members while maintaining a common environment, 2) a direction setter that 

ensures that all employees are working in alignment with company purpose and goals, and 3) an 

operational coordinator who identifies and allocates resources towards developing solutions for any 

arising dilemma (Mehtab et al., 2017). 

     “The key to the success of distance learning is the guardian. If the coach is good, the technology 

becomes almost transparent. On the contrary, no technology can overcome a poor tutorial” (Garcia, 

2015, p.3). With the COVID-19 pandemic looming on the horizon, the 2019-2020 academic year 

was threatened. Educational leaders were placed in a tight position to identify alternatives to survive 

this critical period with minimal damage to the learning process. Online teaching became an 

imposed reality instead of an optional luxury. Meindl et al. (2001) showed that leaders and their 

surroundings are entangled in a complicated and profound fashion.  

     Looking back at the literature, we find a plethora of articles studying distance education in 

universities and colleges, but very few tackle the importance and attributes of the leadership 

navigating such programs (Beaudoin, 2003; Irlbeck, 2002; Olcott, 2020). Distance education 

leaders are the key to the success of distance education as they oversee the evolution of new 

practices that go hand in hand with the ongoing technological development. Such trends call for 

specific skills for the leader to impose well-rounded change instead of relying on traditional systems 
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and processes that would likely fail to adapt to the current critical situation. They have to operate 

in a rapidly changing environment withstanding the pressure inflicted by the human instinct of 

resistance to change (Otte & Benke, 2006). Forceful leadership is crucial to set forth the change 

while preventing chaos, minimizing waste of valuable resources, and serving learners with the best 

possible means (Nworie et al., 2012). Now distance learning needs to cater to an adaptive phase for 

traditional learners who did not choose to shift to online learning. Even in a virtual setting, 

motivating followers and gaining commitment is imminent, especially that the physical presence 

of the motivator is missing. In virtual teams, the leader aims to establish a sense of cohesion and 

consistency in his team and learners that contribute to the given task. He should be proactive and 

interactive and create strategies that build a profound incentive to reach success (Gunasekare, 

2016).  

     Several studies have already been published on the effect of the COVID-19 pandemic on 

education and the obligatory transition towards remote learning (Fauzi & Khusuma, 2020; Mascolo, 

2020; Owusu-Fordjour et al., 2020). Resorting towards online learning sheds effect on all 

stakeholders within educational institutes, imposing quick adaptive measures, especially since 

many institutions lack the needed digital infrastructure. Teachers, staff, students, and parents were 

in uncharted territory, stressing that a radical change was taking place to save the academic year. 

To instill some assurance and comfort, academic leaders had to intervene using their inspirational 

influence, intellectual stimulation, and idealized influence (Almaiah et al., 2020; Fernandez & 

Shaw, 2020a, 2020b). As charismatic leaders are well known for their thirst for innovation and 

divergence from the status quo, this crisis seemed like the perfect window of opportunity for them 

to gain a competitive advantage over adversary and harvest success. Such leaders will also assess 

the importance of this change in the short run and the long run. The crisis will eventually be over, 

presenting a new dilemma of working on and enhancing remote learning or finding some hybrid 

mix between traditional learning and technology. Due to the social distancing practices and location 

dispersal, the leader should communicate with his team frequently and clearly (Edmondson, 2020). 

Several communication channels should be made available considering the preferences of different 

stakeholders and the ease of operations. Communication in a crisis is sensitive and should be 

tactfully crafted (Almanthari et al., 2020; Field, 2020; Robbins & Judge, 2018). The academic 

leader should show credibility and transparency in his actions during a crisis. The campus 

community should have a clear idea of where the institution is heading. Vagueness and uncertainty 

generate panic, and thereby, the academic leader should not radiate any sort of ambiguity towards 

his followers. Learning from hurdles and overcoming them is an essential ingredient of effective 

leadership (Fernandez & Shaw, 2020a).  

Methodology 

This study evaluated the impact of charismatic leadership, E-learning, and the COVID-19 crisis on 

each other to explain the patterns of relationships among them. The primary data was acquired 

through quantitative methods using a survey. The surveys chosen for this research was delivered 

electronically through a cloud-based platform, and participation was voluntary. Participants were 

randomly selected from several non-vocational universities around Lebanon. The selection process 

was done by convenience since the country was passing through several crises (Social, Economic, 

Political, and Medical) at the time of conduction of this study. The sample included professors, 

lecturers, instructors, and teaching assistants. All participants held a bachelor’s degree or higher. 

The time frame for answering the survey was extended for one month, between September 10, 2020 
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and October 10, 2020. The data analysis was done using the Statistical Package for Social Science 

(SPSS v. 23).  

     This study tested five hypotheses on the effect of crisis-bound charismatic leadership on distant 

educational teams. The relation between the number of years of experience and charisma was not 

explored since the majority of respondents fell in the category of five years or more at the 

institution. The hypotheses are: 

H1: In virtual teams, male educators perceive their leaders as more charismatic than female 

educators do. 

H2: In virtual teams, male educators perceive their leaders as capable of handling a crisis more 

than female educators do. 

H3: In virtual teams, the higher the level of education of the subordinate, the less he/she 

perceives their leader as charismatic. 

H4: In virtual teams, the higher the level of education of the subordinate, the less he/she 

perceives the leader as capable of handling crisis. 

H5: In virtual teams, the charisma of the leader is positively correlated with his/her ability to 

lead in crisis. 

     Hypotheses 1 and 2 were analyzed using the T-test since the only variable considered was 

gender. Hypotheses 3 and 4 were analyzed using the One-way ANOVA to determine relationships 

among several variables. For hypothesis 5, the Pearson’s correlation coefficient was used to 

measure the statistical association between the two variables, charismatic leadership and leading in 

crisis.  

     Two instruments were used in this research by combining them into one survey. The first was 

the C-K Charismatic Leadership Scale, copyrighted by Conger and Kanungo (Meindl et al., 2001). 

Conger granted written consent to the use of their instrument in this study and its adaptation to the 

context of our research. According to Conger and Kanungo (1987), the CK Charismatic Leadership 

Scale is considered highly reliable with a Cronbach alpha value of 0.88. The second instrument, 

the Crisis Leadership Self-Assessment survey, was obtained from the Center for Creative 

Leadership (CCL), an organization specialized in cultivating leaders (Center for Creative 

Leadership, 2020).  

     The first section of the survey consisted of questions targeting demographic information such 

as gender, age, and social and educational status. The middle section consisted of the 25-item CK 

Charismatic Leadership Scale. It measured the respondent’s understanding of their immediate 

manager or supervisor’s strategic vision and articulation, sensitivity to the surrounding and 

subordinates’ needs, personal risk, and unconventional behavior (Meindl et al., 2001). The 

questions were specifically adapted to leadership in higher education. The last part of the instrument 

included 15 questions that measured the respondents’ perception of their leaders during times of 

crisis, in particular the COVID-19 pandemic. 

     Except for the demographic part, all questions in the survey used a six-point Likert scale of 

measurement ranging from “Strongly Agree” to “Strongly Disagree”. A 6-point scale was intended 

to remove the neutral option from the survey, which is usually considered the easy way out to 

respondents who do not want to put effort into specific questions. Thereby, respondents were forced 

to choose between positive or negative answers, giving our data a better perspective. 
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Results 

A total of seventy-seven responses were collected. As indicated in Table 1, 62.3% were female 

participants, while 37.7% were males. More than half of the educators surveyed (50.6%) were 

within 36-45 years. Concerning the level of education reached, 45.5% were holders of a PhD., 

44.2% had a Master’s degree, while 10.4% held a Bachelor Degree. Moreover, approximately 72% 

of the respondents had been working in the institution for five years or more (Table 1).  

Table 1 

The Demographics of the Sample 

Variable Dimensions Frequency Percentage 

Gender Female 48 62.3 

 Male 29 37.7 

Age Group 18-25 Years 3 3.9 

 26-35 Years 17 22.1 

 36-45 Years 39 50.6 

 46-55 Years 13 16.9 

 56+ Years 5 6.5 

Level of Education Bachelor Degree 8 10.4 

 Master’s Degree 34 44.2 

 PhD/MD 35 45.5 

Years of Employment at Current 

Institution 

1 Year  3 3.9 

2 Years 5 6.5 

 3 Years 8 10.4 

 4 Years 5 6.5 

 5+ Years 56 72.7 

Total  77 100 

 

     The first hypothesis (H1) in our study assumed that male educators in distant teams still perceive 

their leaders as more charismatic than their female counterparts. This hypothesis studied one 

variable, the gender of the follower, and thereby was assessed using an independent T-test. 

According to the group statistics, in distant teams, male educators (M = 4.60, SD = .94) found their 

leaders more charismatic than female educators (M = 4.48, SD = .81) did. However, Levene’s Test 

showed that the difference was not significant, p = .63, p > .05  (Table 2). 

Table 2 

Levene’s Test for Equality of Variances: Testing the Relation between Followers’ Gender and their Perception of 

Charismatic Leaders 

                                           Levene's Test for Equality                                                 t-test for Equality of Means 

                                                     of  Variances                                                              

 F p t df 
p (2-

tailed) 

Mean 

Difference 

Std. Error 

Difference 

95% Confidence 

Interval of the 

Difference 

Lower Upper 

 

Charisma 

Equal variances 

assumed 

.2

3 
.63 .60 75 .54 .12 .20 -.28 .52 

 

Equal variances 

not assumed 

    .58 52.41 .56 .12 .21 -.30 .54 

 

     The second hypothesis (H2) examined the relationship between the leader’s performance during 

the crisis and how male and female educators perceive this performance. The T-test showed that 

females (M = 4.83, SD = .93) perceive their leader as successful slightly more than male educators 

(M = 4.78, SD = 1.09) do. Again, Levene’s test (p = .75) showed that this difference is not 

significant (Table 3). 
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Table 3 

Levene’s Test for Equality of Variances: Testing the Relation between Followers’ Gender and their Perception of 

Leader’s Performance during Crisis 

                                           Levene's Test for Equality                                                 t-test for Equality of Means 

                                                     of  Variances                                                               

    F    p t df 
p (2-

tailed) 

Mean 

Difference 

Std. Error 

Difference 

95% Confidence 

Interval of the 

Difference 

Lower Upper 

Leading 

in Crisis 

Equal variances 

assumed 
.10 .75 -.22 75 .82 -.05 .23 -.52 .41 

Equal variances 

not assumed 
  -.21 51.91 .82 -.05 .24 -.54 .43 

 

     The third hypothesis (H1) assumed that followers’ level of education affects their perception of 

their leader’s charisma. A one-way ANOVA test was utilized to analyze the three groups of 

respondents. Holders of a Bachelor degree (M = 5.01, SD = .43) perceived their leaders as 

charismatic more than their counterparts holding a Master’s degree (M = 4.55, SD = .81) or a PhD 

(M = 4.39, SD = .94) did. However, this difference among the three groups is not significant (p = 

.18, p > .5). Thus, the hypothesis is not accepted (Table 4). 

Table 4 

One-way ANOVA Test: Testing the Relation Between the Educational Level of the Followers and their Perception of 

Charismatic Leaders 
Charisma SS df MS F p 

Between Groups 2.54 2 1.27 1.74 .18 

Within Groups 53.85 74 .72   

Total 56.40 76    

 

     The fourth hypothesis (H4) tested the relation between the followers’ level of education and their 

perception of their leaders’ performance during the crisis. Educators in virtual teams holding a 

Bachelor degree (M = 5.29, SD = .42) perceived their leaders as more able to lead in crisis, in 

comparison with educators holding a Master’s degree (M = 4.86, SD = 1.00) or a PhD (M = 4.65, 

SD = 1.05). The one-way ANOVA test evaluated the difference among the three groups, showing 

that it was not significant (p = .24) (Table 5). 

Table 5 

One-way ANOVA Test: Testing the Relation between the Educational Level of the Followers and their Perception of 

their Leader’s Performance during Crisis 

 SS df MS F p 

Between Groups 2.80 2 1.40 1.43 .24 

Within Groups 72.26 74 .97   

Total 75.06 76    

 

     The normality of the two variables, the Charisma of the leader and the ability to lead in crisis, 

was evaluated before analyzing the data. After removing the outliers, the data was designated as 

normal. As shown in Table 6, the hypothesis is accepted since the significance (2-tailed) is less 

than .05. Moreover, the positive correlation between the two variables is strong (Pearson correlation 

= .79). 

 

 

 



164                                                                 Latifa Attieha & Omar Zouhairy   

 

164 
 

 

Table 6 

Pearson Correlation Test 

 The Charisma of the Leader Ability of the leader to lead in crisis 

The Charisma of the Leader Pearson Correlation 1 .79** 

Sig. (2-tailed)  .00 

N 70 70 

Ability of the leader to lead in crisis Pearson Correlation .79** 1 

Sig. (2-tailed) .00  

N 70 70 

Note. **Correlation is significant at the 0.01 level (2-tailed). 

 

     This study aimed to shed light on the impact of a leader’s charismatic influence on educators 

working at a distance amid the COVID-19 crisis. It evaluated the followers’ perception, based on 

demographic variables, on charismatic leadership and the ability to lead during the several crises 

facing Lebanon. Researchers have often tackled similar topics, but the inconsistent results of their 

investigations have clouded the issue of when and how charisma matters in institutions. With this 

pandemic, the educational environment seemed receptive to leadership decisions that would lead 

to radical change. According to Meindl et al. (2001), such situations are best controlled by those 

deemed charismatic. A recent study done in Turkey showed that if educational leaders are planning 

major transformations within the organization, they should have the buyout from their followers 

due to their clear vision and purpose (Cetin & Kinik, 2015). Thereby, evaluating the performance 

of the leader from the follower’s perspective is fundamental. This research focused on the 

demographic variables of the followers and if these variables affect the educator’s perception of 

his/her leader’s character and performance under pressure. Two main demographic variables are 

under focus, the gender of followers and their level of education. The complex relationship between 

leadership and gender was first tackled by Kanter (1987); however, the literature predominantly 

studied the differences between male and female leadership methods and rarely discussed how male 

and female followers perceive their leaders.  

     H1 assumed that, when working in virtual teams, male educators perceive their leaders as 

charismatic more than females do.  Nonetheless, this difference was deemed statistically 

insignificant. This result may be due to the small sample size. A larger sample could have yielded 

a more significant difference. The literature does not show any research on how virtual teams’ 

perception of leadership styles differed with gender. However, a similar study was conducted by 

Mitevska-Encheva (2018) to evaluate the differences in perception of leadership styles between 

male and female educators in Bulgarian universities when on campus. Similarly, the results showed 

that the differences were not significant. H3 also rendered insignificant differences when comparing 

the educators’ perception of leadership in crisis according to gender. But here, females seemed to 

believe that their leaders performed better during the COVID-19 pandemic than their male 

counterparts. This difference could be due to the nature of the female character, which tends to be 

more emotional during the crisis. The literature suggests that women are more sensitive than men 

to both verbal and non-verbal communication which allows them to infer the motive of the leader 

better (Chong & Wolf, 2010; Falk, 1997). During a crisis, the leader should instill trust and 

confidence in employees. By gaining their trust, proper leadership can inspire a team effort strong 

enough to overcome the obstacles ahead (Anderson, 2018). Hofstede and McCrae (2004) suggested 

that personality traits, values, and culture were related to behavioral choices. Stereotypically, 

women are recognized as unselfish, friendly, nurturing, sensitive, cooperative, interdependent, and 
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accepting of change. They tend to balance their work and family life and are more affected by crises 

than men (Fagan, 2001; Konrad et al., 2000; Roehling et al., 2001). 

     H2 and H4 test the effect of the followers’ level of education on their leader’s charisma and 

performance during crisis, respectively. For both hypotheses, the results showed that followers 

holding a Bachelor’s degree perceived their leaders’ character and performance better than their 

counterparts holding a Master’s degree or a PhD, respectively. However, Levene’s test deemed the 

difference insignificant. Again, this could be due to the small sample size studied. This study’s 

results seem logical since the level of education represents the individual’s level of maturity when 

it comes to assessing character and performance. An employee holding a bachelor’s degree will see 

his leader from a shallower perspective and is easily emotionally intrigued by any effort exerted by 

the leader. On the other hand, the holder of a PhD has more experience and more developed work 

maturity to evaluate the leader's behavior and assess their actions. Moreover, followers with enough 

educational background in their field of work can pinpoint their leaders’ character and performance 

strengths and weaknesses, becoming highly critical, which impacts their positive assessment. On 

the other hand, employees with a lower level of education, such as a bachelor’s degree, have yet to 

acquire enough field knowledge and experience to evaluate their leader’s behavior. In contrast, they 

acknowledge the leader as someone they look up to and learn from in the quest for growth and 

career advancement, neglecting any evident negative attributes. The literature shows several studies 

that support our view. Vecchio and Boatwright (2002) showed that followers with higher levels of 

education convey a lesser preference for leader behavior. Mitevska-Encheva (2018) found that the 

acceptance of the leadership style depended on the respondent's educational level.  

     H5 assumed that there is a positive correlation between charismatic leadership and the ability of 

the leader to perform during the crisis. The results showed that the hypothesis is accepted with a 

strong positive correlation between these two variables. Our findings support past research that 

always linked the charismatic nature of a leader to their positive influence on followers during a 

crisis (Alkhawlani et al., 2016; Fernandez & Shaw, 2020a; Kakavogianni, 2009).  

Conclusions 

The study of leadership in organizations has rapidly evolved over the years, paving the way for 

exploring new methods and models applied in business research. The interest in Leadership studies 

has not diminished over the years, perhaps due to the strong positive effect proper leadership has 

on organizational outcomes (Wang et al., 2011). The majority of past research on leadership 

focused on the leader’s behavior; seldom do they show interest in the followers’ values, identities, 

and perception of the leader on follower behavior (Vondey, 2008). This study aimed to determine 

which followers’ characteristics are determinants of their perception of the leaders in terms of 

charisma and the leader’s performance during crises. The target organizations were non-vocational 

universities in Lebanon. The results showed that gender and level of experience do not significantly 

affect the followers’ perception of their leader’s charisma and ability to lead during the crisis. Also, 

a strong positive correlation was found between charismatic leadership and leading in crisis. In a 

stressful situation, such as the emergent COVID-19 pandemic, educational leaders faced an 

inevitable challenge to take unprecedented decisions to move to full-fledged online learning. This 

left their employees as virtual teams, and communication had to be through non-traditional means. 

At this point, it was up to the leader to rise up to the challenge or succumb under its heavyweight. 

With the pandemic overcasting its shadow on the world, communication was restricted to digital 
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platforms. Such virtual meetings direct the focus on conversations to comprehend information, 

making projecting charisma a tough challenge (Fosslien & Duffy, 2020; Sadler, 2020). 

     The theoretical and empirical findings of the study present several contributions. They foster 

our understanding of the relationship between the charismatic nature of the leader and his/her ability 

to lead an educational organization in crises and whether the followers’ perception of leaders is 

affected by demographic differences such as gender and level of education. Moreover, these 

findings show that even when working at a distance, the leader’s charisma can dissipate to his/her 

team members. This study also provided promising results despite the situation during which it was 

conducted and the relatively low number of respondents. One significant contribution provided by 

this work to the existing literature is the evaluation of leader’s behavior from an educator’s 

perspective when working at a distance, a topic that has been surprisingly understudied especially 

in Arab countries. We sought to examine how followers’ perception of leaders is affected by 

demographic differences such as gender and level of education. The majority of the respondents in 

this study still sensed the charismatic impact of their leader through online meetings and other 

sources of communication such as emails. They also believe that their charismatic leaders 

succeeded in overcoming the hurdles set by the pandemic.  

     The data collection process faced myriad challenges due to a lack of stability in Lebanon’s 

economic, political and socio-cultural situations. Moreover, a larger sample size could have 

produced more significant results regarding demographic variables. Future research is required to 

investigate whether such crises change the leader’s behavior or the follower’s perception of this 

behavior. Nonetheless, the results of this study constitute a cornerstone for future research that 

would investigate the impact of demographic variables on the followers’ perception of their leaders’ 

behavior in a more comprehensive manner. As aforementioned, this topic is under-researched, 

especially in the MENA region. Future studies may demonstrate whether a crisis changes the 

leader’s behavior or the follower’s perception of this behavior. Future research can, as well, 

replicate the present work but in better circumstances and on a larger scale to gather a larger number 

of respondents and achieve more significant results. 
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