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Variables 
Values 
 Schwartz Theory of Universal Values (PVQR3; Schwartz et al., 2012) 

 
Acculturation 
 Vancouver Index of Acculturation (VIA; Ryder et al., 2000) 

 
Implicit Leadership preferences 
 GLOBE culture and leadership (Form Beta; Hanges & Dickson, 2004) 

 Servant Leadership Scale (Mittal & Dorfman; 2012) 

Purpose  
To determine the relation among implicit leadership preferences, 
values, and acculturation from a Native Canadian context. 

Implications and Future Research 
Results support bidimensional models of acculturation and previous work indicating 
that implicit ideas of leadership can vary in different contexts. Findings begin to 
sketch a picture of what ideal leadership looks like in this context; however, future 
research should probe the meaning of leadership more deeply among Native 
Canadians. Research is needed to examine leadership models actually used in practice, 
determine the extent of the disconnect between preferred and actual models and 
how this affects organizational culture and employment outcomes more generally. 

The pluralistc nature of North American society creates an interesting dynamic in terms of leadership research. How well does our present knowledge 
about leadership in the NA context apply in an increasingly diverse society?  

Participants  
103 Native Canadians: 73 ♀, 30 ♂; Representing 11 Aboriginal Nations  
Age: 22 – 70; M = 46.21, SD = 13.49, Median 47 

For more information, please contact the primary author: Twiladawn Stonefish rutherft@uwindsor.ca 

Acculturation Acculturation 

Leadership Leadership Values 

Findings  
The sample in this research strongly endorsed heritage culture, but concurrently maintained 
strong connections to mainstream culture; however, the cultural associations were predicted by 
different values. For example, strong heritage acculturation was predicted by self-
transcendence values, while mainstream acculturation was predicted by values representing 
openness to change. Endorsement of both cultures reflects the influence of the dominant 
Anglo-Canadian society over the daily lives of this sample and similarly reflects that they have 
successfully negotiated the challenges associated with this influence where cultural association 
is concerned. It is not possible to partial out the independent effects of one culture over the 
other due to the long and complicated history between the two. In spite of this, strong ties to 
heritage culture have been maintained and the distinction between the two cultures is evident.  
 
Endorsement of values and leadership preferences are reflective of heritage and mainstream 
acculturation endorsement and the possible interaction between the two. While acculturation 
does not completely mediate the relationship between values and leadership preferences in this 
sample, the partial mediation effects are clear.  

X M Y b(MX) b(YM.X) b(YX.M) 

Self-

Transcendence 

Heritage 

Acculturation 

Servant Leadership .960 .224 .481 

Conservation Heritage 

Acculturation 

Servant Leadership .536 .315 .341 

Openness to 

Change 

Mainstream 

Acculturation 

Charismatic 

Leadership 

.467 .159 .327 

Openness to 

Change 

Mainstream 

Acculturation 

Team-Oriented 

Leadership 

.467 .140 .307 

**Mediation determined via Baron & Kenny (1986)  

As society becomes increasingly diverse, so too will organizations. Social culture exerts significant influence over individuals and in a multicultural society there exist multiple social 
cultures which influence individuals differently dependent on the context. A recent review of  research on cross-cultural organizational behaviour concluded that future research needs to 
address critical questions regarding the dynamics of intercultural encounters and that indigenous perspectives need to be prioritized (Gelfand et al., 2007). Consistent with this direction, 
this research examined the cultural interface between First Nation and Anglo-Canadian cultures in terms of values and leadership style preferences. Highlighting similarities, capitalizing 
on strengths, and actively searching for ways to address the disconnect between what First Peoples envision in a leader and what mainstream society and organizations assume everyone 
desires, will prove beneficial to the larger social network. Development of research projects to continue these kinds of exploration will foster deeper understandings of what constitutes 
cultural differences and similarities and how these may affect employment outcomes and organizational cultures to the benefit of society as a whole.  


