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University of Washington
Abstract
LEADERSHIP TRAINING WITH ADOLESCENTS
by Mary Richardson
Chairperson of the Supervisory Committee:
Professor Rosemarie McCartin
College of Education
Considerable effort has gone into the development of leadership train-
ing programs for adults who have already assumed formal leadership
roles. It is of interest to consider the application of leadership
training which has been tested and used successfully with adults for
use with adolescents, One such training program, developed by Fred
Fiedler, is based on contingency theory. The theory postulates that
leadership is a function of the personality of the individual and of
the situation within which it is exercised. This training program,
entitled Leader Match, was developed for use with adults inboth private
and public settings as a management training tool, and was revised for
use with adolescents in this study. Hypotheses tested included 1)
Leadership effectiveness as measured by group performance will improve
significantly for those teams whose leaders receive Leader Match Train-
ing; 2) Perception of leadership on the part of group members as meas-
ured on a sociometric scale is influenced by providing Leader Match
Training; and 3) Leadership behaviors of team leaders are affected by
Leader Match Training. An application of the adolescent leadership
training program was made with team leaders of high school basketball
teams. Team captains were randomly assigned to two groups of 30 sub-

jects each. One group of team leaders received leadership training



while the other received self awareness training, An analysis of the
effect of leadership training was made using group performance meas-
ures, team perception of team leaders and measures of leader behaviors.
A comparison of leadership effectiveness as measured by group perfor-
mance did not reach statistical significance. The perception of
leadership performance Based on team members ratings was influenced
significantly. Leadership trained team leaders were seen as more in-
fluential. The frequency of leadership behaviors as reported by
coaches and team leaders themselves increased in the hypothesized

direction. No definitive recommendations were made.
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LEADERSHIP TRAINING WITH ADOLESCENTS
CHAPTER 1

OVERVIEW

Definitions of leadership vafy depending on the focus. Leader-
ship is frequently defined as a process in which one person influences
other individuals in their attainment of a common goal (Stogdill,
1974; Lord, 1977; Hannah, 1979). Some definitions refer to positions
of leadership (Hannah, 1981; Cribbin, 1972), implying that an indi—#
vidual has the ability to influence behavior by virtue of holding a
position which grants some power over others. In some instances,
followers may respond to someone in a leadership position because of
fear of the consequences if they do not. Leadership in this sense
more closely approximates coersion.

However, pecple may follow a leader willingly because they be-
lieve the 1leader shares their goals or ideals and will help them
realize these goals. Power is attributed to the leader by the follow-
er regardless of whether or not the person holds a formal position of
leadership. One might define leadership as the ability to attract
followership regardless of how the individual came to be a leader.

This chapter presents an overview of leadership training with
particular application to adolescents. Drawing upon the contingency
theory of leadership, a study of leadership training with adolescents
is proposed. The contingency theory of leadership, developed by Fred
Fiedler (1967), has been the focus of considerable attention for many
years. The theory postulates that leadership is a function of the

personality of the individual and the situation within which it is



exercised. It will be the purpose of this research to demonstrate the
application of leadership training based up the contingency theory and

its application with adolescent leaders.

Statement of the Problem

Research indicates that leaders in one situation are not neces-
sarily leaders in another situation. In a series of studies, Carter
and others (1949, 1950) found that leaders in a task requiring intel-
lectual or verbal skills were not necessarily leaders in a situation
requiring mechanical skills. The ability to influence others depended
upon both the traits or resources which an individual possesses and
upon the characteristics of the situation (Hannah, 1979).

More recent research has begun to look at the role of followers
in leadership (Hummel, 1975, Green, 1979). The behavior of leaders is
substantially related to the activities and/or needs of the group
(Stogdill, 1974). Interactional theories of leadership suggest that
leadership arises from the special qualities of a particular leader,
the needs of the group and the demands of the situation (Hogan, 1978).
Congruence in values or objectives between leaders and followers is
necessary to make a leader effective (Kets de Vries, 1977).

Fiedler (1967) introduced the contingency model of leadership as
a comprehensive model of leadership, Through his work and the work
of others, Fiedler began systematically to describe and define the
relationship between the motivational structure of the leader and the

situation within which the leader was operating. In addition to



describing and developing a means of idenfifying the motivational
structure of a leader, he defined three situational dimensions and
developed a way of systematically identifying them. These dimensions
include leader-member relationships, task structure and formal power.

Leaders are not always adults. Human beings experiment with
their ability to influence others practically from the time they draw
their first breath. Over time we all learn to interact with one
another in increasingly sophisticated ways as means of accomplishing
our own goals. Gradually we find ourselves in positions of leader—
ship. Defined in broad terms, this can be any role in which one finds
others looking to them for direction or advice. This can include the
child to whom the other children look when deciding the next adventure
or the executive who directs a large company. Within this context,
the potential for leadership opportunities is great and it becomes
increasingly important to consider the role of leadership training
within human development.

Although the literatures of social and developmental psychology
have investigated many questions of leadership, few of these questions
have been directed toward either adolescence or the development of
leadership through the 1life span. Yet it is clear that children and
adolescents have, as a developmental phase, the development of leader-
ship skills. The educational curriculum makes frequent reference to
evoking leadership qualities from students. However few efforts to do
so are either systematic in their application or critical in their

evaluation.



Purpose of the Study

Leadership training has gained considerable attention over the
last several years. However, the focus of the development of training
has been on adults. A major impetus for developing such training has
been the interest of private industry to capitalize on the findings of
organizational researchers. Personnel is often the single greatest
expenditure in a business. Effective management of personnel can
directly impact costs of operation through increasing production.
Therefore, companies vwho invest in the training of their management
staff can realize direct benefits as a result of increasing profits by
decreasing expenses due to employee turnover and declines in produc-
tivity.

If we view leadership training as important to the overall de-
velopment of the human being, we must pay closer attention to the
nature of that training within the academic curriculum. Training
programs in leadership for adolescents have never reached the sophis-~
tication that can be found in leadership training for adults. Perhaps
this is because the benefits of training are less visible. We cannot
point to increased profits as a justification for improving the ways
in which we train adolescents to be better leaders. Instead, we may
feel that leadership skills, although important for adolescents, are
really more critical for adults.

Recognition of the leadership roles of adolescents may be con-
fined to those young people who assume a formal leadership role such

as Student DBody President. This perspective overlooks the many



leadership roles in which adolescents actually find themselves. Young
people are exercising leadership, for example, when they become infor-
mal peer group leaders. Leadership training for adolescents, then,
should recognize that most young people act as leaders in one way or
another. The acquisition of leadership skills is a part of the de-
velopmental process of becoming adults. It is important that educa-
tors consider ways in which to work toward more sophisticated and more
systematic approaches to leadership training during adolescence. It
is time we examined the possibility that the tremendous development
efforts which have gone into training programs for adults might well
have applicability for adolescents.

The purpose of this research is to modify and then to test a
leadership training program with adolescents which has been demon-
strated as effective when used with adult leaders. This particular
leadership training program is based on a theory which has received
much recognition and has been carefully examined over a period of more
than twenty years. Further, the training format teaches participants
both the theory of leadership as well as helping improve leadership
skills.

In the research presented here, group members who have been
formally identified as leaders by their coaches will receive leader-
ship training. Measures of group effectiveness and group member per-
ceptions of leadership will be examined to determine whether or not
leadership training improves the leadership ability of the group

leader such that the overall performance of the group improves or the



perception of the group toward the leader changes. Further, behaviors
defined as leader behaviors will be examined subsequent to leadership
training.

Following this iﬁtroductory chapter, chapter two reviews the
literature relevant to theories of leadership. An indepth review of
the contingency theory of leadership will be provided. In addition,
literature which discusses leadership and leadership training in rela-
tion to adolescents will be examined.

Chapter Three presents operational definitions of terms employed
in the study, the hypotheses to be tested, the methodology used to
test the hypotheses and the limitations of the study.

Chapter Four will present the results of the data collected, the
statistical procedures used to test the hypotheses, and the results of
those tests.

Chapter Five will summarize the study, draw conclusions from the

results, and discuss areas in need of further research.



Chapter II1

A Review of Leadership Theories and a
Discussion of Application to Training

Major Theories of Leadership

Studies of leadership have focused primarily on the adult in the
workplace. Early studies of leadership concentrated on personality
traits that were predictive of leadership behaviors. Notions of
leadership were embodied in the concept of the individual. These
studies collectively have been referred to as the "Great Man" theory
(Hannah, 1679). Trait studies of leadership assume that certain
traits are likely to be associated with successful leadership. Over
the vyears, trait studies of leadership produced 1laundry 1lists of
personality variables which were presumed to be more closely corre-
lated with successful leadership than were others. It seemed each new
study simply added to the list. No unique pattern of characteristics
emerged which could be identified in all situations.

Although most researchers no longer focus exclusively on this
area, some work does continue. Growing interest in managefial effect-
iveness has caused a shift in leadership trait studies from a compari-
son of differences between leaders and.nonleaders to an analysis of
traits that are predictive of successful leadership (Yukl, 1981). 1In
addition, researchers have investigated the relationship between locus
of control and leadership (Goodstadt and Hjelle, 1973) and sex role
(Megargee, 1969; Lord, et al, 1980; Inderlied and Powell, 1979; Brown,

1979).



Later students of leadership began to recognize the difference
between the 1leader and leadership. Leader constitutes a role - a
static concept. Leadership is a process - a dynamic concept (Elwell
and Malik, 1974). Beginning in the late 1940,s a group of stud-
ies conducted at Ohio State University began under the direction of
John Hemphill (1950). The focus of much of the research was the
identification of 1leadership behavior that is instrumental for the
attainment of group or organizational goals. Using nine dimensions
of leader behavior defined by Hemphill, Halpin and Winer (1952) de-
vised a questionnaire which they used as a basis for their research.
They identified four dimensions of behavior:

1. Consideration: Defines the extent to which behaviors indica-
tive of mutual trust, friendship, respect and warmth characterize the
leader's actions toward his followers.

2. Initiating structure: Encompasses behaviors that clarify
leader-follower relations, performance standards, communications chan-—

nels and operating procedures.

3. Production emphasis: Covers behaviors that motivate or orga-
nize group members to achieve their goal.

4. Sensitivity: Subsumes actions on the part of the leader
which make him or her a "socially acceptable" person, such as openness
to new ideas.

Many researchers have used the Leader Behavior Description Ques-—
tionnaire developed by Halpin (1966) and have demonstrated that con-
sideration and initiating structure are related to leader effective-

ness and group functioning.

At approximately the same time, the "Michigan Studies" were begun



under the direction of Rensis Likert (1961). Likert identified five
dimensions of a supervisor's effectiveness: 1) definition of role,
2) orientation toward the work group, 3) closeness of supervision, 4)
quality of group relations, and 5) type of supervision received from
superiors. Although Likert's studies were studies of traits, he began
to cluster these traits into two major behavioral themes. From this
work has come the now famous terms "employee centered supervisor" and
"production centered supervisor'". The "employee centered" supervisor
is generally more sensitive to the needs and feelings of people than
the "production centered" supervisor who is inclined to perceive
people as tools to get a job dome.

Likert's theories, then, reflected the same division between
concern for the worker and concern for production outlined by other
theorists. As his concern shifted from leader traits to leadership
behaviors, the notion of leadership style emerged. Leadership styles
reflected clusters of traits that resulted in predictable behaviors.

Although the theories generated by the Ohio and Michigan stud-
ies were similar in concept, the Ohio studies went one step further.
Whereas Likert saw leaders as falling into one of two major behavior
patterns, researchers in the Ohio studies saw these patterns as inter-
active. Terms used in the Ohio studies such as "consideration'" and
"sensitivity" corresponded with Likert's employee-centered behavior.
"Initiating structure" and "production emphasis" were similar to "pro-
duction centered behavior". Based on this work, a diagram can be

developed which places the variable consideration on one axis and
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structure on the other.
INTERACTIVE BEHAVIOR PATTERNS OF LEADERS
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FIGURE 1

The grid in Figure 1 suggests that a leader can be high or low in
consideration (employee centered behaviors) and either high or low in
structure (production centered behaviors). Studies supported the idea
that leaders who were high in consideration were more effective re-
gardless of whether they were high or low in structure. This substan-
tiated the research of Halpin and Binner (1952). The work of Likert
(1961) also suggested that employee-centered behaviors were more suc—
cessful when assessing subsequent production.

Work by Victor Vroom and Floyd C. Mann (1960) moved beyond the
simplistic notion of "one good style" and found that while workers who
are organized into closely knit units do indeed prefer the employee-
centered type of supervision, those who work largely on their own

prefer a more directive approach.
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After studies which concentrated on trait or style of leadership,
the next major breakthrough was the work of Fred Fiedler (1967) who
introduced the contingency model of leadership. Fiedler's contingency
model was the first méjor theory to specifically propose contingency
relationships in leadership. The theory suggests that group perfor-
mance is a joint function of the leader's motivational structure and
the amount of control and influence available to the leader in the
situation. The motivational structure is measured by the Least Pre-
ferred Coworker (LPC) scale, and is used to divide people into task-
motivated and interpersonally motivated categories. The amount of
control or influence is seen as a combination of the leader-member
relations, the structure of the task, and the power inherent in the
position. More recently Fiedler has extended the model into new
areas. First, he has suggested ways in which the model can predict
how 1leadership effectiveness will change as a function of changes in
either the leader through means such as experience and training (Bons
and Fiedler, 1976), or as a result of changes in situation (Fiedler,

1972).

The Contingency Theory of Leadership

The contingency theory of leadership has stimulated interest and
debate over many years. Fiedler writes,

"This theory postulates a contingent relationship between leader-
ship performance and a leadership style score, called the esteem for
the Least Preferred Coworker, or LPC. This relationship is moderated
by a 'situational favorableness' dimension, which 1is conceptually
defined as the degree to which the leadership situation enables the
leader to control and influenee his group's behavior." (Fiedler,
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1972; Fiedler, 1964; Fiedler, 1965; Fiedler, 1967.)
Leaders with low LPC scores are those who describe their least
preferred coworker in a very negative manner. Leaders with high LPC

scores, on the other hand, are those who describe their least pre-

ferred coworker in relatively positive terms. High LPC leaders are
those who are most motivated by concern for relationships. Low LPC
leaders are those whose motivation is more task oriented. The LPC

score has been used in numerous investigations including interpersonal
relations, educational problems, employee satisfaction, as well as
leadership and clearly represents an important predictor of interper-
sonal behavior (Fiedler, 1972).

The LPC score is obtained by asking individuals to think of
everyone with whom they have worked on a common task, and then to
describe the one person with whom they have found it most difficult to
work. The description of this least preferred coworker is made on a

set of eight-point bi-polar scale items modeled after the Semantic

Differential:
Friendly: Unfriendly
8 7 6 5 4 3 2 1
Cooperative Uncooperative

1 2 3 4 5 6 7 8

The three major dimensions of group-task situation identified by
Fiedler are: 1) leader-member relations, 2) task structure, and 3)
position power. Leader-member relations refers to the personal rela-
tionship between the leader and key members of his group and is con-

sidered to be the most important of these situational factors. Subse-
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quent studies have supported this position (Fishbein, Landy, & Hatch,
1069; Fiedler, 1971.) Leader-member relations can be measured by
means of sociometric preference ratings or by a group atmosphere scale
which is similar in form and content to LPC, but asks the subject to
rate the group as a whole (Fiedler, 1971; Fiedler, 1967).

The task-structure dimension refers to the clarity or ambiguity
of the task. One may distinguish between highly structured, unam-
bigous tasks where the leader and the group members know exactly what
needs to be done and the way to complete the task versus unstructured,
ambiguous tasks where neither the leader nor the members can readily
specify the way in which the task is to be implemented. This dimen-
sion, in TFiedler's view, is the second most important determinant
affecting team performance. (Fishbein, Landy & Hatch, 1969).

The dimension of position power refers to the degree of formal or
informal power inherent in the leadership position. A leader with
high position power is one who can utilize rewards and sanctions, and
whose authority over the group members is supported by the organiza-
tion within which the group operates. A leader with low position
power 1is one who is essentially restricted to using persuasion and
other indirect means of influence (Fishbein, Landy & Hatch, 1969).

Within the contingency model of leadership, it is possible to
classify group situations by means of the three dimensions. If all
groups are classified as falling above or below the median on each
dimension, a eight-celled classification system is depicted. Each of

the eight cells or "octants'" can be classified in terms of how much
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pover and influence a leader might have in such a situation (Fiedler,

1971).

(Figure 2 Here)

Correlations Between Leader's LPC Scores and
Group Effectiveness for Each Cell

Reproduced from Fiedler, F.E., Validation and Extension of the Contin-
gency Model of Leadership Effectiveness: A Review of Empirical Find-
ings, Psychological Bulletin, Vol 76, 1971, pp. 128-148.

A leader who is well liked, has a clear-cut task, and has power over
the other group members by virtue of position has a very favorable
situation (Octant 1). The leader in Cctant VIII, conversely, has poor
relationships with other group membef, a poorly defined task and no
formal power over the other members of the group.

Fifteen studies of interacting groups were classified according
to their situational favorableness and the correlation between leader
LPC and performance was then computed for each set of groups. The
correlations between the leader's LPC score and the group's effective-

ness measures, when plotted against situational favorableness, gene-
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rated a bow-shaped distribution indicating that the low LPC leaders
performed more effectively than high LPC leaders in very favorable and
very unfavorable situations; high LPC leaders performed more effec-
tively in situations intermediate in favorableness (Fiedler, 1971).
Fiedler's early work interpreted the LPC score as a measure of
task versus relationship orientation. Later work suggested that the
LPC score is an index of a motivational system which affects behavior
on at least two levels depending upon the degree to which the indivi-
dual feels in control of the situation. Fiedler (1972) states his
assumptions as follows:
1. Each individual has a variety of goals which differ in importance;

hence his motivation to achieve various goals correspondingly differs
in strength.

2. Different types of individuals have different goal structures and
therefore different behavior preferences. The goals which are primary
for one individual may have secondary, or still more negligible

importance for another, and will lead to correspondingly different
behaviors.

3. An individual will attempt to achieve as many of his goals as
possible. In a situation in which his control and influence is rela-
tively great, in which he feels that he either has, or that he can
attain his 'primary' goal, he will devote his efforts as well to the
attainment of his less important 'secondary' goals. In a situation in
which his control and influence are relatively weak or threatened, the
individual will tend to concentrate his efforts on securing his pri-
mary goals to the neglect of his secondary goals.

4. At least insofar as their behavior in task situations is con-
cerned, we shall further assume that individuals can be arrayed on a a
continuum at the poles of which we can identify two 'types'. One type
(high LPC) consists of individuals who are primarily motivated to seek
'relatedness' with others, including superiors, coworkers, and subor-
dinates. Their secondary goals are self-enhancement, prominence, and
esteem from others.

At the other end of the continuum are low LPC individuals who are
primarily motivated by explicit competition for material and tangible
rewards in the work situation, including praise and recognition for
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good work by superiors, or the feeling of accomplishment derived from
the knowledge that the job was well done. These individuals seek to
have good interpersonal relations with their work associates, espe-~
cially insofar as they see these good interpersonal relations as
leading to the accomplishment of the assigned task. Thus, whether or
not it can be verbalized, the formula for these individuals in terms
of behavior is 'business before pleasure', but pleasure with business
if possible.

There has been considerable controversy between advocates and
critics of Fielder's model with regard to the status of aveilable
validation evidence. A review of 25 validation studies by Fiedler
(1971) concluded that evidence generally supported the model. Others
who have reviewed some of these validation data have reached more
negative conclusions (Ashour, 1973; Graen, Alvarez, Orris & Martella,
1970; McMahon, 1972; Schreishem & Kerr, 1979). Graen et. al. (1970)
concluded that the supporting results for the model are weak and
inconsistent. Schreisheim and Kerr concluded that the evidence con-
cerning the LPC instrument does not support its continued use.

However, Fiedler's (1971) statistical analysis of the entire set
of validation evidence suggested that these effects are significant
beyond acceptable levels of chance. Secondly, strong support for the
model was found in the one validation study providing the most com-
plete and methodologically adequate test of the model (Chemers &
Skrzypek, 1972). This study was an experiment in which leader LPC and
situational variables were manipulated. A review by Rice (1976) of
group performance studies indicated that 187 of the 455 relationships
between LPC and group performance were statistically significant in a

sample of randomly selected LPC studies. He suggests that if one

considers the minimal statistical power of correlational designs with
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the small sample sizes generally found in the research, the finding of
nearly four times as many significant correlations as one would expect

by chance is encouraging.

Studies of Adolescent Leadership

Although there are no leadership theories that deal exclusively
with social influence in the young, the theories designed to explain
this process with adults may be applicable. Children and adolescents
who are successful at influencing others engage in task and/or main-
tenance behaviors, and experience positive outcomes as a result of
influencing others (Hannah and Midlarsky, 1981).

There are far fewer studies of leadership in adolescents than in
adults. Consistent with early studies of leadership which focused on
personality traits related to leadership skill, several researchers
have addressed themselves to traits seen as important in adolescent
school leaders. Three types of leaders were investigated. School
wide leaders were the subject of research by Coleman (1961), DeHaan
(1962), Friesen 1968) and Gordon (1957). Marks (1957) studied infor-
mal clique leaders. Others such as Jones (1958), Karasick (1968), and
DeHaan (1962) studied elected leaders. Little concensus was reached
concerning the characteristics which are important for influence.
Only two resources, friendliness, and a pleasing personality were
common to both boy and girl leaders (Jones, 1958; DeHaan, 1962;
Friesen, 1968). Ownership or access to a car was an important re-

source for male leaders (Coleman, 1961; DeHaan, 1962; Eve, 1975;
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Snyder, 1975, Gordon, 1957). In addition athletic ability was impor-
tant for boys (Coleman, 1961; Gordon, 1957; Marks, 1957; Even, 1975;
and Snyder, 1975). Receiving good grades and conformance to prevail-
ing behavioral norms was perceived as an important characteristic of
girl leaders (Coleman, 1961; Gordon, 1957).

Research on adolescents outside of school situations is almost
nonexistent. What has been done focuses on informal cliques and gangs.
Sherif and Sherif (1964) found at all socioeconomic levels that the
ability to "operate smoothly" without conflict and stress with other
gang members was of prime importance. In addition to good interper-
sonal skills, access to a car was important as well as the ability to
get along with the opposite sex (Dunphy, 1963).

Other leadership studies among adolescents have investigated the
relationship between the adolescent leader and the situation. Shears
(1953) studied two groups of fifteen year olds (n = 15, 16) and two
groups of thirteen year olds (n= 32, 31). He found evidence for
situational determinants of influence with groups of 15 year olds, but
not with 13 year olds. Some situations required that leaders possess
both instrumental and expressive competencies. For example Shears
found that leadership in learning situations correlated significantly
with ability in English and with group relations skills. Hannah
(1979) found that in task-maintenance situations, which had a clearcut
task and required smooth relationships between group members, instru-
mental and expressive competence were equally important resources for

leaders to posses.
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Hardy, Sack & Harpine (1973) investigated the applicability of
Fiedler's contingency model of leadership with children and adoles-
cents. In a study of 56 junior high school classroom groups, they
found that groups with high LPC leaders were more effective on a
structured task when leader-member relations were poor, but not when
leader-member relations were good. On an unstructured task, groups
with high LPC leaders were more effective when leader-member relations
were good. When such relations were poor, groups with low LPC leaders
were more effective on only one out of four measures. Using fourth
grade groups in which leader-member relations were poor, Hardy (1975)
found that on a structured task, groups led by high LPC leaders were
more effective than those led by low LPC leaders, regardless of whe-
ther or not the leader had high or low power. However, on an unstruc-
tured task, groups with high LPC 1éaders with strong power were more
effective than groups with low LPC leaders with strong power. With
weak power, however, low LPC leaders were more effective than high LPC

leaders on only one of four measures.

The Application of Leadership Theories To Training Adult Leaders

Early studies of leadership focused on traits of leaders. A major
criticism of personality research is that personality traits, as
traditionally defined, seem to have questionable validity (Mischel,
1973). Traits seem to have little consistency over time or place,
suggesting that perhaps our notions of deepseated and permanent per-

sonalities may be incorrect.
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A second idea is more widely accepted. Even if personality
traits are consistent and persistent, they control little of the
variation in behavioral measures when compared to situational vari-
ables (Mitchell, 1979). Studies of variance controlled by trait and
'situation almost always indicate the dominance of situation. The
conclusion drawn by many researchers, then, is that since so much of
the variance is unexplained it is far more promising to study situa-
tional factors than personality variables.

By shifting the focus of research in leadership from trait to
behavior, attention is drawn away from the role of the leader to the
leadership process itself. By clustering traits into two dominant
behavioral themes, relationships between leadership process and out-
come were more easily derived. One major problem of earlier work,
however, was the polarization of leadership styles. Leaders were
evaluated in many situations according to style and success was at-
tributed to having selected a superior style.

The contingency model, in contrast, suggests that leadership
performance depends upon the interaction between situational favor-
ableness and the leader's motivational pattern or "style" of leader-
ship. In fact, one of the most frequently researched relationships in
the LPC literature is the effect of LPC on group performance (Rice,
1978). Hence, both task motivated and relationship motivated leaders
as defined within the model should perform well in certain situations
but not others and the outcome can be measured in terms of the group's

performance of its major assigned task (Fiedler, 1971). A review of
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field and laboratory studies extending the model supported the predic-
tion that the situational favorableness dimension moderates the re-
lationship between leadership style and group performance (Fiedler,
1971).

The approach by most training programs is to encourage the leader
to recognize a superior style and strive toward using it. An attempt
is made to change the leader through such methods as teaching improved
interaction with others, increased sensitivity, or the acquisition of
new skills.

In contrast, Leader Match is a training program based upon the
contingency model that teaches the leader to modify the situation in
order to cause it to be more favorable to the leader. 0f the two
approaches, learning to modify the situation is much less difficult
than learning new motivational patterns. Changing the situation 1is
favorable to changing the individual.

Leader Match, unlike many leadership training programs, has been
subjected to rigorous analysis. Twelve studies testing the effective-
ness of Leader Match were reviewed and each reported statistically
significant results supporting Leader Match training (Fiedler and
Mahar, 1979). In each of the studies leader effectiveness was mea-
sured using performance measures by supervisor, peers or, in some
cases, both. Group performance measures have not been used in testing
Leader Match effectiveness despite the substantial amount of initial
research which supports the relationship between the contingency model

and group effectiveness.
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Current Leadership. Training Programs

Drawing upon the research of pioneers such as Fiedler, Likert and
others, organizational development experts have swarmed like bees in a
field of clover. Many leadership training formats have been developed
and are offered within management training programs throughout private
and public industry. Chief among those are the Management Grid de-
signed by Robert Blake and Jane S. Mouton (1982), the Situational
Leadership Training developed by Hersey and Blanchard (1977), and
Leader Match developed by Fiedler (1977) based on the contingency
theory.

Blake and Mouton's Management Grid (1982) builds upon the be-
havioral themes first described by Rensis Likert. The fhemes are
described and include "Relationship-motivated" and "Task-motivated".
Relationship motivation corresponds to Likert's employee-centered
behavior and Hemphill's consideration axis. Like Hemphill, Blake and
Mouton suggest that leadership style is the result of interacting

behaviors.
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FIGURE 3
Blake and Mouton's approach suggests that there is fundamentally

one best style of leadership. Using the Management Grid assessment

instrument designed by Blake and Mouton, leadership trainers group
people according to their scores which indicate some combination of
task and relationship behavior. Using the score, leadership style is
described along a continuum of authoritarian to collaborative be-
havior. The implication is that collaborative behavior, or High
Relationship - High Task behaviors (9,9) are the best. At the bottom
of the scale are Low Relationship - Low Task behaviors (1,1). The
purpose of describing the behaviors in this way is to encourage the
leader/manager to work toward 9,9 behavior if it has not been
achieved.

Blake and Mouton's Management Grid is widely used. It has been
tested with many different types of managers wherein the High Rela-
tionship - High Task behaviors have been shown to be most highly
correlated with measures of productivity and worker satisfaction
(Blake and Mouton, 1982). However, it offers more in the way of the

description of style than it does in the learning of a new style. It
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description of style than it does in the learning of a new style. It
helps people better understand their own style that they might be
encouraged to work toward a "one best" style.

Another very popular training format is the Situational Leader-
ship developed by Hersey and Blanchard (1977). Using the same two
dimensional design as Blake and Mouton, behaviors are described in a
grid which has relationship-motivation as one axis and task-motivation
as its second. However, Hersey and Blanchard introduced situation as
a third dimension. Further, unlike Blake and Mouton, the Hersey and
Blanchard format suggests that leadership behaviors vary depending on
the situation. Hence, they reiject the concept of one best style.

This latter training format introduces more of a learning oppor-
tunity. Rather than simply describing behaviors and suggesting  the
one best style to work toward, Hersey and Blanchard's model presumes
some ability on the part of the individual to learn which behaviors
will be most appropriate in certain situations. For example, a cor-
porate executive does not want to be treated in a 9,9 fashion. They
want to be left to their own devices with only a minimal amount of
guidance. Therefore, a 1,1 or low relationship, low-task style is the
most favorable for that particular situation. Thus the individual
taking the training is presented both with a better understanding of
his or her own behaviors, and an opportunity to improve the applica-
tion of those behaviors.

However, Hersey and Blanchard's training format lacks substance

in the sense that it merely suggests a range of styles and greater or
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less success by the leader depending upon the application made to a
particular situation. No effort is made to describe the situational
parameters which directly affect the leadership behavior of the indi-
vidual. Nor do they provide empirical evidence in support of their
theory. Unlike Fiedler, they have not published validation studies or
offered to justify their assertions. Rather, behaviors are described
and examples given of ways in which successful applications may be
made.

Participation in the Management Grid and Situational Leadership
programs can be interesting and informative. However, actually apply-
ing the material is dependent on the sophistication and understanding
of the participant. The actual learning process may become quite
vague beyond the point of simply describing the leadership behavior of
the participant. Participants must be highly motivated to change in
order to derive useful tools from the training program. Further the
quality of the training is subject to the quality of the instructor
since the format is not highly structured. Both the Management Grid
and the Situational Leadership program can be presented in a "quick
and dirty" fashion making it possible for less scrupulous trainers to
offer it more as a gimmick than a training session.

The most significant problem with the training programs just
described is the lack of empirical investigation for the underlying
conceptual approach being taken. Fiedler, on the other hand, has
developed a training program based upon a theory of leadership for

which considerable published research exists including more than 25



26

validation studies. In addition Fiedler has subjected his training
program to rigorous examination through validation studies.

Following the theory, Leader Match training is designed to im-
prove performance by teaching trainees to understand their leadership
style; to analyze situational factors and to match up the two. Leader
Match, unlike Management Grid and the Situational Leadership training
program, is a structured learning program. Using a programmed learning
format, participants are taught the contingency theory of leadership
as well as how to apply the theory in their own leadership role.
Situational variables are clearly defined giving the participant a
more precise understanding of what he or she can effectively do to
alter outcomes. As such, Leader Match offers a much more substantive
learning experience for the participant and allows less variance on
the part of different instructors or facilitators in the way it is

administered.

The Application of Leadership Theory To Training Adolescent Leaders

The need to assume leadership roles and perform certain types of
leader behaviors is a subtle but constant part of social interaction.
The complexity of leadership demands and the likelihood of occurrence
increases well into the individual's adult life. Leadership demands
are a part of all stages of life development. Learning to lead is an
important developmental task for the adolescent's transit to adult-
hood.

Individual patterns of behavior are being formed by children and

adolescents as they mature to adulthood. As the adolescent matures,
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several important processes take place. Attitudes, values and goals
can be and are developed. Self identify evolves and self direction is
formulated. Much of this development occurs as part of peer group
interactions (Seltzer, 1982). The adolescent is learning to master
his or her environment.

Virtually all theorists agree that there is a major change in
thinking and learning strategies during the time a child grows and
becomes an adult. Both cognitive-developmental and psychoanalytical
theorists agree that change is sequential. Psychoanalyfic theorists
emphasize the instinctive basis of behavior and the role of physical
maturation in governing some crucial aspects of a child's interaction.
Cognitive-developmentalists, on the other hand, reverse this order of
dominance and place greatest emphasis on the development of thinking.

Psychoanalytic and cognitive-developmental theorists alike view
adolescence as a time of developing self-awareness and of learning
goal setting. Psychoanalytic theorists report that logical and ab-
stract thinking are acquired during this time. The adolescent is
capable of abstract thinking and can reason on pure hypothesis
(Blotcky and Looney, 1980).

Piaget, noted for his work in cognitive-developmental theory,
identified a stage beginning with adolescence (Age 12) which he called
formal operations. One of the first steps in this process is for the
child to extend his reasoning abilities to objects and situations
which he has not seen or experienced first hand. A major facet of the

change is the shift from inductive to deductive logic.



28

Social learning theorists would also agree that adolescence is a
time for increasing one's understanding of self and mastery over
environment. Their approach, however, would place little emphasis on
sequences of development. Rather, they argue that the laws of learn-
ing remain the same throughout life and that, although behavior does
change, there are no fixed sequences in these changes.

Adolescents, according to social learning theorists, have be-
havioral tendencies which can be modified by controlling environmental
reinforcements (Sears, 1977) or through observation (Bandura, 1977).
Bandura further argues that children and adolescents learn new be-
haviors largely through modeling.

Agreement exists, then, that adolescence is a time of growth,
change and shaping in preparation for becoming an adult. Differences
occur as to how and why that change occurs. Studies of adolescents as
leaders support the notion that they can be successful at influencing
others (Hannah and Midlarsky, 1981). Studies of the development
of leadership among adolescents are equivocal as has been reported.
Little is wunderstood regarding the formation of social influence
processes by adolescents. Following the pattern of research with
adults, studies focused initially on leadership traits and, to a
lesser extent, on the relationship between leader and situation. The
study of the application of Fiedler's contingency model with <children
only partially supported the model (Hardy, Sack and Harpine, 1973) yet

there is substantial support for the model as applied to adults.
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Many questions remain unanswered as to how and when adolescents
become leaders. The effort that exists for developing leadership
training programs for young people suggests widespread agreement that
leadership is an important consideration for the developing adoles-
cent., Many schools include leadership training as a curriculum compo-
nent and school-related activities are often viewed as important on-
the-job leadership training experiences.

Finally, adolescents are at a time when they are becoming more
avare of themselves in relation to their environment and are develop-
ing ways of better managing that environment. Their energies are
focused on learning as they prepare themselves to become successful
adults. The application of Leader Match training represents an ap-
proach to learning which as been successful with adults in many man-
agement situations. Applying Leader Match training to adolescents

potentially expands a successful leadership training concept.



CHAPTER III
METHODOLOGY

Leader Match (Fiedler, Chemers & Mahar, 1977) is a self-instruc-
tional training program based on the contingency theory of leadership
(Fiedler, 1977). The theory states that a group's success depends on
two factors: (a) the leader's basic motivation either to relate to
members of his group or to achieve task success, and (b) the degree to
which the leadership situation is favorable in enabling the leader to
exercise power and influence (Fiedler, 1972).

Leader Match has been used with adults in organizational settings
and the effectiveness of the approach has been documented (Fiedler and
Mahar, 1979). Questions to be investigated here are 1) whether or
not group performance measures of adolescents will improve signifi-
cantly if Leader Match training is given; 2) whether or not team
perception of group leader will change as a result of training and 3)
vwhether or not leadership behavior will be influenced by training.

Leader Match has been revised, as a part of this study, for use
with adolescents. The revision was designed to make Leader Match more
readable for adolescents. Further, Leader Match exercises were re-
written so as to use examples that have meaning for adolescents.
Hypothesis

The formal hypotheses tested in this study are: (1) Leadership
effectiveness as measured by group performance will improve more for

those teams whose leaders receive Leader Match training than for those
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wvhose leaders receive self awareness training. (2) Perception of
leadership on the part of group members as measured on a sociometric
scale is influenced more by providing Leader Match training to a team
leader than by providing self awareness training.

(3) Leadership behaviors of team leaders as measured by self report
and report of team coaches is affected more by Leader Match training

than by self awareness training.

A. Dependent Variables

The first hypothesis states that group effectiveness will improve
more for those groups whose leaders receive Leader Match for Adoles-
cents (LMA). The dependent variable, leadership effectiveness, will
be measured by group performance. Group performance will be a measure
of the success of the group in their primary activity. In this case,
it is the percentage of games won in league participation by high
school basketball teams composed of adolescent males between the ages
of 16 and 18. A similar measure was used by Fiedler in an early study
of Dbasketball teams during the development of the contingency theory
(Fiedler, 1954).

The second hypothesis addresses changes in perception of team
members concerning the leadership role of the team leader who receives
LMA. Perception of leadership role by team members was obtaiped at
the beginning and end of the league season during the study years by
using a sociometric scale described under "Research Instruments'.

Hypothesis three states that leadership behaviors by team leaders

will be influenced as a result of training using LMA. Meaningful and
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measurable categories of leadership behaviors have been chosen from a
taxonomy of leader behaviors developed as a result of a four vyear
program of research (Yukl, 1981) and described under "Research Instru-

ments".

B. Independent Variable

The independent variable is training. Leader Match for Adoles-
cents was administered to the experimental group and self awareness
training was offered to members of the control group.

Study Population

The study of Leader Match with adolescent groups was undertaken
using high school basketball team leaders between the ages of 16 and
18. High school basketball teams represent groups in which perfor-
mance is directly related to the leadership ability of specific teanm
players. Basketball is a player oriented sport. Because basketball
is continuous play, the team must rely upon the leadership of certain
team members to achieve a successful performance.

In contrast, a sport such as football comes to a halt at the end
of each play and coaches have an opportunity to intercede with sugges-
tions and directions for future plays. Football teams, then, have
greater dependence on the leadership of coaches to determine success-
ful plays. Basketball coaches must teach their players the best
strategies they can and then rely upon certain team members to provide

the right judgment and influence to lead the team to victory
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(Harshman, 1983). The coach must turn the leadership role over to
team members.

A total of 60 team leaders were recruited by contacting high
school basketball coaches. Participants were randomly assigned to one
of two groups. One group was to receive Leader Match for Adolescents
(LMA); a second group was offered a self awareness training program
(SAW) currently available in school settings which is designed to
influence player attitude and motivation. The purpose of the self
awareness training was to offer an acceptable activity to team leaders
who were not selected for LMA in order to control for any '"Hawthorn
effect".

Research Instruments

Data collection occurred at four points in time, prior to, during
and after training, and after the league season following training.
A. Data Collected Prior to Training

Biographical Information:  Biographical information was obtained
from all study participants. Data collected included age, height,
weight, number of years experience playing basketball, number of years
playing on a high school team, whether or not participant had ever
received leadership training.

Intellectual Level: It was important to determine whether or
not participants in the study had similar intellectual abilities. A
test of fluid and crystallized intelligence, developed by J. Horn and
R. Cattel (1967), was administered prior to the actual training but on

the day of training. The theory of fluid and crystallized intelli-
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gence states that intellectual abilities are organized at a general
level into two general intelligences. Fluid intelligence calls for a
capacity to perceive relations and involve concept formation and
attainment, reasoning and abstracting. Crystallized intelligence
indicates the extent to which one has appropriated the collective
intelligence of his culture for hié own use (Horn and Cattell, 1967).

The measures in Horn and Cattell's Test of Fluid and Crystallized
Intelligence were obtained from a study of 297 individuals ranging in
age from 14 - 61. Of this group, 46 subjects were 14 - 17 and 51
subjects were 18 - 20 years old. Results were consistent with those
found in earlier, similar studies and agree with other studies employ-
ing similar measures such as the Matrices subtest and the performance
subtests of the Wechsler scales. Measures of crystallized intelli-
gence agree with similar measures like the Concept Mastery, Otis and
Stanford-Binet (Horn & Cattell, 1967).

This test was chosen because measures were obtained from a sample
which included adolescents in the same age range as this study, has
demonstrated reliability and validity and was easy to administer. It
provided adequate information for comparing intellectual 1levels of
participants. The administration required less than twenty minutes, an
important factor when considering the energy level required from
participants in a full day of leadership training.

B. Data Collected Before and After Basketball Season
Team Performance: Information on team standing was collected for

two years prior to training and for the 1league season immediately
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following.

Sociometric Measure: Since team captains are chosen in different
ways for each team, it is important to know whether or not the team
leader was, in fact, perceived by members of the team in a leadership
role. Further it 1is dimportant to note change in perception as a
result of leadership training. A sociometric test was given to
members of every team represented by the team leaders participating in
the study. The sociometric test is a technique for eliciting re-
sponses from members of a defined social group on the choice, communi-
cation, and interaction patterns of individuals in the group
(Kerlinger, 1973). The test consisted of asking each member of the
team to name the people whom he felt to be a) most influential b) most
cooperative c) best player d) best leader and e) best liked within the
group.

Team members were asked to identify, in order of priority, the
three players whom they felt each of the five categories best de-
scribed. Responses were compiled for each team. If the team lead-
er/study participant was given first priority in a particular cate-
gory, he was given a score of 3 for that category. If he was picked
second, he received a 2 and if he was picked third he received a 1.
Not being chosen at all for a particular category caused a participant
to receive a O. Scores were obtained and calculated before and after
the season.

In a review of technical literature on reliability and validity,

Gronlund (1959) stated that in general, internal consistency of socio-
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metric tests has tended to be high. Studies using a test-retest

approach found correlations between choice~status indices ranging from

time, .65 to .66. On the question of face validity for a test,
Gronlund (1959) reporté agreement that a sociometric test does indeed
appear to measure social structure.

Self Esteem: A self esteem scale was administered to partici-
pants of training on the day of training but prior to training. The
measure of self esteem employed was a ten-item Guttman scale standar-
dized by Rosenberg in a study of 5,024 high school juniors and seniors
from ten randomly selected public high schools (Rosenberg, 1965). The
Guttman or cumulative scale consists of a relatively small set of
homogeneous items that are unidimensional.

Items were selected by Rosenberg which openly ang directly dealt
with self esteem. The method of validation often used with a priori
personality scales is the known-group method (Kerlinger, 1973). As a
means of validation, Rosenberg demonstrated relationships with data
from .other groups which reflected similar theoretical meaning. In-
cluded was a sociometric study conducted among 272 high school
seniors. He found that the lower the individual's self esteem, the
less 1likely that individual is to be described as an active class
participant. Similarly those who responded that others were likely to
think well of them were also likely to have high self esteem scores.

The Rosenberg scale was chosen because of its development and use
with adolescents in the same age range of this study. Further, vali-

dation evidence included comparison studies with adolescents. The
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test insures a unidimensional continuum by establishing a pattern
which must be satisfied before the scale can be accepted. It is easy

to administer, taking approximately ten minutes.

C. Data Collected During Training

Leadership Style: The predictor measure used in the contingency
model is the Least Preferred CoWorker score (LPC). This score is seen
as a measure which reflects the motivational system that evokes rela-
tionship-oriented and task-oriented behaviors from high versus low LPC
persons in situations which are unfavorable for them as leaders.

Comprehension: A simple paper and pencil test was administered
at the end of each major section of Leader Match training in order to
determine that participants understood the material being tested.
D. Data Collected after League Season

A survey was conducted after the League Season following the
training. Both coaches and team leaders were questioned regarding the
use of leader behaviors by team leaders participating in the study.

Leader behaviors were selected from a taxonomy of leader behaviors

developed by Yukl and associates (1981). They included:

1. Performance Emphasis: The extent to which a leader emphasizes the
importance of subordinate performance, tries to improve productivity
and efficiency, tries to keep subordinates working up to their capa-
city and checks on their performance.

2. Consideration: The extent to which a leader is friendly, suppor-
tive, and considerate in his or her behavior toward subordinates and
tries to be fair and objective.

3. Inspiration: The extent to which a leader stimulates enthusiasm
among subordinates for the work of the group and says things to build
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subordinate confidence in their ability to perform assignments suc-
cessfully and attain group objectives.

4,  Praise-Recognition: The extent to which a leader provides praise
and recognition to subordinates with effective performance, shows
appreciation for their special efforts and contributions, and makes
sure they get credit for their helpful ideas and suggestions.

5. Decision Participation: The extent to which a leader consults
with subordinates and otherwise allows them to influence his or her
decisions.

6. Role Clarification: The extent to which a leader informs subordi-
nates about their duties and responsibilities, specifies the rules and
policies that must be observed, and lets subordinates know what is
expected of them.

7. Goal Setting: The extent to which a leader emphasizes the impor-
tance of setting specific performance goals for each important aspect
of a subordinate's job, measures progress toward goals, and provides
concrete feedback.

8. Planning: The extent to which a leader plans how to efficiently
organize and schedule the work in advance, plans how to attain work
unit objectives, and makes contingency plans for potential problems.
9. Interaction Facilitation: The extent to which a leader tries to
get subordinates to be friendly with each other, cooperate, share
information and ideas, and help each other.

10. Conflict Management: The extent to which a leader restrains
subordinates from fighting and arguing, encourages them to resolve
conflicts in a constructive manner, and helps to settle conflicts and
disagreements between subordinates.

A telephone survey was conducted with team leaders while coaches
were asked to respond by mail. Coaches had not been informed of the
particular training group to which their team participant had been
assigned. Leader behaviors were described in terms meaningful to the

adolescent team leaders and responses from both coaches and team

leaders were recorded using the following scale:
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Frequent (At least twice a week) 5
Often (At least once a week) 4
Moderate (At least once every two weeks) 3
Rarely (Only a few times during season) 2
Never (Not at all) 1

Description of Procedures

All high school basketball teams participating in leagues, formed
within designated school boundaries in the State of Washington, were
considered eligible for participation. Coaches of 60 high school
basketball teams from Western and Eastern Washington were contacted
and agreed to send their team leader to a training program at one of
four sites. Sites were selected in order to minimize travel time for
the maximum number of participants. Of those participating, 30 were
randomly selected to receive Leader Match for Adolescents and the
remaining 30 were assigned self awareness training. Subjects were male
adolescents participating in regular team play during league season
for 1984, the study year. The age of adolescents ranged from 15-18.
Training was conducted over a one day period in each of the selected
sites.

Subjects were randomly assigned to one of two groups. The ex-
perimental group (Group 1) received Leader Match (LMA) training. The

control group (Group 2) received self awareness (SAW) training. De-
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scriptive information concerning age, size, experience and cognitive
ability were collectgd from all participants.

A pretest of the effective use of LMA was conducted with adoles-
cents using several methods. Adolescents were asked to: review the
material as it was being developed; to offer suggestions as to its
readiblity and believability; and, to report their understanding of
the content. Leader Match training was given to a group of adoles-
cents as a pretest prior to the carrying out the actual study. An
evaluation of the success of the pretest was conducted by testing for
understanding of content and by soliciting feedback as to the manner
of presentation and the usefulness of the content.

Leader Match training was administered to Group 1 over a six hour
period at each training site, by this author, through the use of
lecture and discussion augmented by slides. Each major concept was
presented verbally, on slides and then in the form of a probe. These
short episodes or "probes" test whether the trainee has understood the
concepts. Trainees select the best answer for the probe and then
receive immediate feedback. Following each section of the presenta-
tion a paper and pencil test was administered in order to assure
comprehension of the material.

In the first section of the training, trainees completed the
Least Preferred Coworker (LPC) scale, which measures their leadership
motivation, and 1learned how to interpret their scores. Subsequent
sections were presented which describes the use of various scales for

diagnosing situational control (i.e., leader-member relations, task
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structure, and position power). The final section of training dealt
with methods for changing or modifying situational factors in a way
which will enable trainees to match their personal 1leadership style
with the situation. Subjects in Group 2 were administered a self
awareness training that has been developed for use with high school
sports teams. Training was over the same six hour period and in each
of the same locations as the experimental group. The trainer was the
same in each instance. Training consisted of listening to taped audio
materials and receiving augmentation on materials through discussion
with the trainer.

Data Analysis

A randomized group design was selected for this study, wusing an
experimental and a control group. There are many advantages. A random-
ized group design has one of the best built-in theoretical control
system of any design; it is flexible, being theoretically capable of
extension to any number of groups with any number of variables; if
extended to more than one variable, it can test several hypotheses at
one time; and it dis statistically and probabilistically elegant
(Kerlinger, 1973).

A comparison of the two groups for significant differences in the
characteristics of the participants was conducted using simple de-
scriptive statistics. Chi Square, a non-parametric statistical test,
was chosen for variables that did not depend upon a normal distribu-
tion or the metric quality of interval scales but were ordinal in

scale and numeric in type. The Chi-square test of statistical sig-
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nificance is used to determine whether a systematic relationship
exists between two variables. Systematic differences between groups
for variables with interval scales were evaluated using t-tests. The
t 1is a statistic which can be computed for a normally distributed
variable.

Differences in team performance between the two groups (Hypo-
thesis 1) were examined using t-tests or analysis of variance as
appropriate to the particular analysis. Using analysis of variance,
differences between more than two groups can be tested for statistical
significance, whereas the t-test applies only to two groups.

Team performance was calculated using analysis of co-variance.
Analysis of co-variance is a form of analysis of variance that tests
the significance of the differences between groups after taking into
account initial differences in Y measures (i.e. pretest measures) or
differences in some pertinent independent variable (Kerlinger, 1973),
In this case, changes in team performance were calculated using two
previous years to establish a baseline performance score. A differ-
ence score was calculated which represented the change in performance
between the baseline score and the study year.

An analysis of change in perception by team members toward team
leader (Hypothesis 2) was conducted using an analysis of variance for
a repeated measures design. A correlation analysis was obtained as a
measure of the relationship between sociometric variables. Bivariate
correlation analysis provides a single number summarizing the rela-

tionship between two variables. The resulting correlation coefficient
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indicates the degree to which variation in one variable is related to
variation in another. The strength of association between a pair of
variables is thus summarized. A comparison of the effect of train-
ing on leader behaviors (Hypothesis 3) was conducted between the two
aroups using the t-tests as described above. Descriptions of leader
behaviors as reported by coaches and team leaders were compared using

bivariate correlation analysis.



CHAPTER IV

RESULTS
Sixty coaches were asked to recommend a team leader for partici-
pation in training. Of the 30 subjects randomly assigned to Group 1
(LMA) 20 participated. The remaining 10 were no-shows. Of the 30
subjects assigned to Group 2 (SAW) only nine actually participated.
Ten additional subjects were contacted after the training to determine
the reason for non-attendance. All ten reported reasons such as a
recent sports injury, car trouble and other similar reasons. Of those
ten, seven agreed to participate in all other aspects of the study.
They provided the same information as had been collected from other
participants and their teammates responded to sociometric tests.
Analysis was then conducted with 20 subjects in Group 1 and 16 sub-

jects assigned to Group 2.

A paper and pencil test was administered to IMA Group following
each of three major sections of Leader Match training. Participants
answered approximately 857 of the answers correctly. Further, group
participation was quite lively and the quality of interaction by
participants supported the conclusion that materials were understood.

An analysis of the two groups revealed similar characteristics:
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TABLE 1

A COMPARISON OF GROUP CHARACTERISTICS

LMA SAW
AGE | 17.08 17.12
HEIGHT 6'1" 6'1"
WEIGHT 168 174
NUMBER YEARS
PLAYING BASKETBALL 8.05 8.06

Intelligence as measured by Horn and Cattell (1967) Test of Fluid and
Crystallized Intelligence was not different between the two groups. A
further breakdown confirmed there were no differences between the nine
members of Group 2 who received training and the seven who did not.

A comparison was made of team performance for each group in the
years included as part of the study. A t-test was performed in order
to compare percentage of games won between groups for each of the
years included.

TABLE 2

A COMPARISON OF PERFORMANCE BETWEEN GROUPS
WHO RECEIVED EITHER LEADERSHIP OR SELF AWARENESS TRAINING

PERCENT OF GAMES WON

1982 1983 1984

LMA GROUP .49 .39 .49
(n=20)

SAW GROUP .54 .54 .56
(n=16)

(ns) (p=.03) (ns)
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It should be noted that LMA teams experienced significantly less
success than SAW teams in the year previous to the study year (p=.03).

An improvement score was calculated for each team which reflected
change over the three year period. Number of games won for each team
in each of the three years was converted to Z-scores and an average of
the two years prior to the study year was computed as follows:

ZYearl + Zyear?2
2

where ZYearl is number of games won two years prior to study year and
ZYear2 is number of games won one year prior to study year. The
resultant score represents a baseline from which change in number of
games won between the study year and the year previous can be calcu-
lated.

Over the three year period, the LMA Group showed the greatest
overall improvement. However, a comparison between groups using the
calculated improvement score did not reach significance. Therefore,
Hypothesis 1, which states that teams whose leaders received Leader
Match training would improve more was not supported.

Hypothesis 2 states that perception of leadership on the part of
team members 1is influenced more by Leader Match training than self
awareness training. Team member perceptions of team leaders were

compared using an analysis of variance for a repeated measures design.
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TABLE 3

CHANGE IN SOCIOMETRIC SCORES COMPARING
LEADERSHIP AND SELF AWARENESS TRAINED LEADERS

IMA SAW

GROUP GROUP

(n=20) (n=16)
Most Cooperative .10 .06
Best Liked -.40 .38
Best Player .15 -.13
Best Leader .00 .00
Most Influential .25 -.63

#p=.01 *%p=.03

IMA Group leaders were rated numerically higher over time in
three of the categories, remained the same in one and declined in one.
Changes related to most influential and best liked were statistically
significant.

Of the five categories, most influential and best leader imply
directive behavior on the part of the leader which would presumably
have a greater effect on group performance. Most cooperative and best
liked imply popularity. And best player is a measure of skill.

The most striking finding is that LMA Group leaders were per-
ceived by their teammates to increase in influence over the course of
the season following training whereas SAW Group leaders declined in
influence as reported by their teammates (p=.03). The interesting

corollary is that LMA team leaders were less likely to be designated
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as best liked by their teammates over the course of the season while
SAW team leaders were more likely to be selected as best liked
(p=.01).

Perception of besf leader remained constant in both groups. Best
leader and most influential were highly correlated (.72). It is
difficult to say why perception of best leader did not change even
though team leaders were seen as more influential. Perhaps the idea
of "best leader" is less clear to young people than the idea of "most
influential.

It is especially interesting to note an increase in influence
despite a decline in being best liked. Perhaps an increase in influ-
ence and a decline in popularity is an indication of increased social
distance on the part of the leader.

Overall, these results lend support to Hypothesis 2 which states
that Leader Match training does influence team perception of leader
behavior by teammates.

Hypothesis 3 states that leadership behavior will be influenced
more by Leader Match training than by self awareness training. Using
the taxonomy of leader behaviors (Yukl, 1981), team leader behaviors
were ranked according to frequency of occurrence by both coaches and
team leaders after the completion of the league season following
training. Coaches responses were analyzed using a weighted means

comparison of average behavior scores.
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TABLE 4

WEIGHTED MFANS COMPARISON OF
BEHAVIOR RATINGS BY COACHES
OF TEAM LEADERS WHO RECEIVED
LEADERSHIP. OR SELF AWARENESS TRAINING

LMA GROUP  SAW GROUP
(N=20) (N=16) t-value

Encouraging good performance 3.842 3.666 .49
Showing consideration to

teammates 4.050 4.000 .13
Inspiring others 3.800 3.666 .33
Recognizing and praising

good performance 4,200 3.888 .90
Encourage teammates to help

in making decisions 3.250 3.111 42
Inform team members of roles

and responsibilities 3.150 2.888 .60
Set goals 3.850 3.888  -.08
Assist in planning team

activities 3.250 2.777 .91
Stimulate interaction between

teammembers 3.500 3.333 .42
Prevent arguing and fighting 3.700 3.111 1.37

*Approaching significance (p=.09)

Although statistical significance was not reached in a comparison

of individual behaviors in the two groups,

LMA leaders were seen by

their coaches as engaging in designated leader behaviors more

quently for 807 of the behaviors.

fre-
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Correlations between the eight leader behaviors which LMA Group
coaches reported as more frequent were compared using bivariate corre-
lation analysis. Correlations ranged from .34 to .82 with only one
correlation falling below .40. All were significant at the .03 level
or greater. Therefore, coach response scores for each of the eight
behaviors were added. A weighted means comparison of the combined
response scores showed LMA leaders being rated by their coaches as

using leader behaviors significantly more often than SAW leaders.

(p=.001)
TABLE 5
A COMPARISON OF COMBINED BEHAVIOR RATINGS
BY COACHES
LMA GROUP SAW GROUP
(n=20) (n=16) t-value
Combined mean score 28.5 14,88 3.82
*p=,001

Team leader evaluation of the frequency of their own

behavior was considerably more mixed:
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TABLE 6
A WEIGHTED MEANS COMPARISON OF BEHAVIOR RATINGS

BY TEAM LEADERS WHO RECEIVED
LEADERSHIP OR SELF AWARENESS TRAINING

LMA GROUP SAW GROUP

(N=20) (N=16) t-value

Encouraging good performance 4,450 4,666 -.78
Showing consideration to

teammates 4.500 4,555 -.24
Inspiring others 4.650 4,222 1.95
Recognizing and praising

good performance 4,600 4,666 -.26
Encourage teammates to help

in making decisions 3.250 3.555 -.93
Inform team members of roles

and responsibilities 3.300 3.888 -1.33
Set goals 4,300 4.000 .79
Assist in planning team

activities 3.300 2.777 1.02
Stimulate interaction between

team members 3.700 3.333 1.11
Prevent arguing and fighting 4000 3.666 .88

#p=.03

IMA leaders rated themselves higher than SAW leaders for only
half of the ten behaviors. The one behavior which was reported as
significantly higher in frequency by LMA team leaders was 'inspiring
others" (p=.03). Thinking back to the analysis of sociometric

ratings by team members (Figure 2), LMA team leaders were perceived as
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more influential over time than were SAW team leaders. Correlations
between sociometric scores for most influential and team leader re-
sponses for "inspiring others" showed a correlation of .46 (p=.03).
Team leaders, in reporting their own behavior, appeared to recognize
their increasing influence and describe it as inspirational.

There were seven pairs of coach and player responses which were

correlated at a significant level of at least .05. No other pairs
were significantly correlated. Correlated pairs are illustrated in
Table 7:

TABLE 7

SUMMARY OF CORRELATED PAIRS OF COACH AND PLAYER
RESPONSES RATING FREQUENCY OF LEADER BEHAVICRS

PLAYER RESPONSE

Inspired Assisted Showed Prevented
CoACH Others Planning Consideration Arguments
RESPONSE
Informed roles/
responsibility LA1% ns ns ns
Assisted
Planning 45k 46w ns ns
Stimulated
Interaction L53%* ns ns ns
Prevented
Arguments S3%% ns ns L5l
Inspired
Others ns ns AR ns

#p=,01 #*¥p=,005
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It is interesting to note the correlations between player evalua-—
tion of "inspiration" and coaches responses along four different
behavioral dimensions. Team leader and coaches did not view inspira-
tion in the same way.

The four leader behaviors described by coaches which correlate
with players concept of "inspirational" fall within two categories.
The first two behaviors, 1) informed team members about roles and
responsibilities and 2) assisted planning, are directive behaviors
that relate to the accomplishment of tasks. The other two, 1) stimu-
lated interaction and 2) prevented arguments, are interactional be-
haviors designed to improve and maintain team relationships. Coaches
appear to be describing "inspirational" behavior in more discrimi-
nating terms. A coach response for "inspiration" was correlated
with a player response for "consideration".

An argument can be made that team members, team leaders and
coaches are reflecting the same concept only describing it in dif-
ferent ways. Team leaders engaged in behaviors they saw as inspira-
tional while team members describe the effect on themselves as team
members in terms of influence. Coaches, observing the "inspirational
behavior" were more sophisticated in their interpretation and were

able to define the same behavior into more discriminating categories.



CHAPTER V
CONCLUSIONS

There is a paucity of evidence regarding the success of theoreti-
cal approaches to leadership training for either adults or adoles-
cents. Leadership training programs have been developed and used
extensively with adults in management training positions in many
organizational settings. Many of these programs are based on studies
of leadership style and situation. The training program based on the
contingency theory, Leader Match, is one of the few for which valida-
tion studies exist.

The application of Leader Match with adolescents allows an oppor-
tunity to test a leadership training program, used successfully with
adults, and one for which considerable theoretical support exists. It
presumes the existence of a motivational structure similar to that
found in adult leaders which is predictive of a certain cluster of
behaviors or a leadership style. Further, the existence of a par-
ticular leadership style suggests the adolescent will be more success-
ful in some situations than in others.

The study of Leader Match training with adolescents examines the
effect of training on group performance, individual behavior on the
part of the leader and perception of leader behavior on the part of
followers. Group performance was measured by number of games won in
league play, while individual leader behaviors were measured based on

frequency of occurrence as reported by team leaders and coaches inde-
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pendently. The perception of leader behaviors by followers was re-—
ported by team members.

Team leaders were assigned randomly to one of two groups. One
group received Leader Match training while the other received self
awareness training. Teams whose leaders received Leader Match train-
ing actually won more league games than those whose leaders received a
self-awareness training. Number of games won during league play were
reported for two years prior to the study year and the league year
after which training took place.

Teams whose leaders received Leader Match training had very poor
performance as measured by games won prior to the study year. Those
teams did win more games between that year and the study year. Even
over the three year period, with the difference in the prior vyear
statistically adjusted, the same teams showed a greater increase in
number of games won than did teams whose leaders receive self aware-
ness training.

However, a comparison of the difference in performance did not
reach statistical significance. It is difficult to say whether a
similar study with larger group sizes would be more likely to identify
a statistically significant difference in performance. Based on the
results of this study group performance was not an indicator of the
successful application of Leader Match training.

It is important to note, however, that although group performance
measures were used consistently in the development of contingency

theory, individual performance was the measure of validation for the
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success of Leader Match training (Fiedler, 1979). Individual perfor-
mance measures, per se, were not collected as a part of this study.
What was documented, however, was the perception of those who were to
be the recipient of leadership efforts - team members. Further, an
evaluation of the frequency of leader behaviors was obtained from the
team leaders themselves and from highly motivated observers - their
coaches.

In that regard, this study provides some intriguing results. The
perception of successful leadership is different depending on whether
the observer is a leader, a follower or an interested observer.
Followers, in this case, were team members and they reported a change
in influence on the part of their team leader. Leaders who received
Leader Match training increased in influence, according to their team
mates, while the influence of other team leaders declined. These more
influential team leaders were also more likely to describe their own
behavior as inspirational, appearing to recognize their increasing
influence over their team members.

Coaches further corroborated this finding by reporting that
leadership behaviors occurred more frequently in general for team
leaders who received Leader Match. Perceptions from three different
perspectives all supported the notion of increased leadership on the
part of the trained leader. An argument can be made that these com-
bined perspectives represent, in fact, a rather broad rating of the
performance of the team leaders. Therefore this study confirms

Fiedler's earlier premise that Leader Match training is effective
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based on ratings of individual performance (Fiedler and Mahar, 1979).

A related finding suggests differences, perhaps related to devel-
opment, in the way social influence or leadership occurs and is de-
scribed. Earlier studies of leadership identified a number of leader
"traits" associated with adolescent leaders. Friendliness and a
pleasing personality were common to leaders (Jones, 1958; DeHaan,
1962; Friesen, 1968). Conformance to prevailing norms was character-
istic of girl leaders (Coleman, 1961; Gordon, 1957) while ownership or
access to a car was important for male leaders (Gordon, 1957; Coleman,
1961; DeHaan, 1962; Eve, 1975; Snyder, 1975). Traits described in
these studies all have to do with popularity or likeability of
leaders. Results of this study suggest greater discrimination on the
part of young people between influence related to accomplishing group
goals and popularity. Team leaders who received Leader Match became
more influential in the eyes of their team mates, but declined in
popularity.

Team leaders are chosen from among their colleagues to assume a
leadership position. As a result, their relationship with those same
colleagues change, at least as it relates to team activity. Their new
position may require increased social distance in order to assume a
more directive role regarding the responsibility of team members in
carrying out team goals and objectives.

Based on the results of this study, it would seem that Leader
Match trained leaders are able to understand the need for change in

how they relate to their peers as they assume leadership roles and
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better able to accomplish that change in acceptable ways. Further,
they are able to learn strategies for influencing others in a way that
‘is recognized and understood by the targets of that influence.

Moreover, team members in general seemed capable of discrimi-
nating between popularity and influence related to accomplishing team
goals. It is particularly interesting to note that team leaders who
gained in popularity declined in influence. Team members expectations
of colleagues appear to change when they become leaders. They were
able to discriminate between leadership and friendship.

Further discrimination occurred when leadership behaviors were
described by adults. Their descriptions became more precise. Whereas
team leaders who were more influential described their behavior as
inspirational, coaches were more specific in their description. A
high correlation existed between self report by team leaders of being
inspirational and coaches report of specific leader behaviors that
were either directive or interactive in nature. Coaches view of
inspirational behavior was correlated with team leaders report of
considerate behavior toward team members.

The adolescent recognizes and is able to employ specific leader-
ship behaviors effectively. However, his way of thinking about them
is far more global than that of an adult observer. Hence, one differ-
ence between adult and adolescent views on leadership is the specifi-
city with which they are able to think about or describe it. However,

even though the adolescent is more global in describing ieadership, he
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appears to understand the processes well enough to actually employ

them in a way which increases influence over followers.

Summary

Although definitions of leadership vary, a common theme is the
ability of the leader to influence others as a result of congruence in
goals and values between leader and follower. A leader influences
followers in the attainment of mutual objectives. Learning to be a
leader is a task to be undertaken prior to entering an adult world.

How does leadership develop? Children learn to influence others
almost from the time they are born. As they grow older, their methods
of influence become increasingly sophisticated. The child may cry
while the adolescent is more likely to learn to negotiate.

Adolescents, particularly, are entering a time of increasing self
awareness. Further, they have achieved a developmental level which

- allows for hypothetical reasoning. Therefore, they are able to view
.situations in an abstract way and learn skills which can be applied in
actual practice.

Most importantly, adolescents are motivated to learn new ways to
manage an increasingly complex environment. As children they are
dependent on parents or other adult caretakers. As adolescents they
must learn to reduce dependence on adult caretakers and look toward
assuming independence in an adult world. Their role with adults in
their world changes, and expectations become different. They are

expected to make decisions and try their wings in relation to aca-
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demic, work, recreational and other components of their social system.
As they develop, adolescents are more likely to be looked to for
leadership behaviors in their interactions with adults, peers and
younger children. And they become very aware of the times they suc-
cessfuly influence others and when they do not.

If the acquisition of social influence skills is part of a de-
velopmental process, when does it start and how are skills attained?
Considerable effort has gone into developing leadership training for
adolescents in school and other settings, evidence of a shared belief
that adolescents are able to differentiate the components of success-
ful influence and learn to use it systematically in leadership roles.

We know from studies of adult leadership a motivational structure
exists which determines certain leadership behaviors or styles. In
addition, Fiedler, who established the contingency theory, and others
who study it have been able to measure the relationship between lead-
ership style and situation.

If a motivational structure exists which determines adult leader-
ship style, does it also exist for adolescents? Little research exists
that examines the motivational structure of the adolescent as it
affects leadership style or the relationship between adolescent lead-
ership and situation. What has been done is mixed in its interpreta-
tion with the exception of the studies based on the contingency theory
(Hardy, Sack & Harpine, 1973; Hardy, 1975) which generally supported

the model.
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In summary, there is convincing evidence that influence and,
thus, leadership skills and strategies can be taught. The young
people receiving Leader Match training in this study were exposed to a
very structured training which defined their own style of leadership,
taught them to analyze their leadership situation and suggested spe-
cific strategies for altering situations to fit their style.

Once trained, Leader Match trained leaders increased their in-
fluence over team members and increased their frequency of use of
leader behaviors as reported by coaches. Further, these young leaders
appeared to recognize their success and described their behavior in
relation to their team mates as inspirational.

The use of group performance as a measure of successful leader-
ship training was not supported despite its use in measuring the
relationship between leadership style and situation in studies of the
contingency theory. Further study of group performance as a measure
of successful training using larger groups is warranted.

The results of this study supports continued use of Leader Match
training. It is important to remember, however, in the application of
this or any other adolescent leadership training program the rather
broadly defined notion of leadership on the part of adolescents. That
isn't to say that adolescents cannot learn leadership skills and
strategies. Rather, they may be non-specific in understanding and
describing what they learn. As they become adults and continue to
grow and develop as leaders, their ability to define leadership in

more specific terms will increase.
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More research is needed which examines the motivational structure
of adolescent leaders in the same way adults have been studied.
Structure of adolescent leadership may or may not change as a part of
development. Yet there is certainly reason to believe that increasing
one's social influence is a part of the developmental process. The
way 1in which that development occurs affects an individual's ability
to lead in any situation regardless of how fleeting it might be.

An interesting further study of Leader Match training would
employ a longitudinal design. It would be most helpful to observe
developmental changes in understanding leadership on the part of
participants as well as measuring their success as leaders over time.

An important final note is a report of the anecdotal response to
Leader Match training on the part of adolescent participants. In
short, they loved it. Both participants and coaches told the author.
Parents of participants remarked, through coaches, how much they
appreciated the opportunity for their son to participate.

Participants who received self awareness training and their
coaches were appreciative of the training they received but the direc-
tion of their comments was quite different. Young men who partici-
pated 1in Leader Match training were outspoken in their enthusiasm for
being able to describe the leadership behaviors of others, particular—
1y coaches and other teachers. They were interested in learning about
their own leadership style primarily because knowing something about
themselves gave them a way to think about how to handle different

situations.
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Participants in self awareness training, on the other hand, were
likely to comment that their training reinforced what they all ready
knew - they were inherently good leaders. The difference in reponse
to training was in fociis. Leader Match participants were describing a
new way of looking at the world and a better understanding of how to
manage it while self awareness participants were simply reporting

areater self confidence.
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APPENDIX B
BIOGRAPHICAL INFORMATION QUESTIONNAIRE
Code #
Participant Data

Age

Height Weight

Years Experience Playing Basketball

Test Data

Self Esteem Scale Score

Pre Post

Instructional Level

Leader Match Training Scale Scores:

Least Preferred Coworker Scale

Leader Member Relationship Scale
Position Power Scale Score ,
Task Structure Scale Score
Adj for experience
Leadership Effectivness Score
Individual Performance Scores
Beg/Season End/Season
Number of Assists
Diving on loose balls
Taking charges
Forced turnovers
Offensive rebounds
Team Performance Score
1982 1983 1984

Percentage of Games won
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APPENDIX C

UNIVERSITY OF WASHINGTON
CONSENT FORM

Leader Match Training for Adolescents
Investigator: Mary Richardson, M.H.A.
Administrator, Clinical Training Unit
C.D.M.R.C., University of Washington
545-1350

Purpose and Benefits

This study is being conducted in order to test a leadership training
program which has been used successfully by adults, many of whom
manage other people in their work. The training program is the result
of many years of research. It has been revised for use with adoles-
cents. Participation in the training program will give you an oppor-
tunity to learn more about yourself as a leader and teach you skills
for being a more effective leader.

Procedures.

Participants will be asked to provide information such as age, height,
number of years playing basketball. Further you will be asked to take
two brief tests (approximately ten minutes each). One test asks you
to rate how you feel about yourself. Examples of items you would be
asked to respond to include, ."I feel I have a number of good quali-
. ties", or "I feel I do not have much to be proud of". There are ten
questions. The second test is to ensure that you will not have any
problem reading and understanding the training material. The leader-
ship training will take about six hours. It involves reading, includ-
ing interesting stories, and you will have an opportunity to decide
what you might do if you were the person in the story. You will also
get a chance to decide which leadership strategies are successful for
you now as Captain of your basketball team and also learn some new
strategies.

Risks, Stress, or Discomfort

You will be asked to respond to question on the test which asks you

how you feel about yourself. This may make you uncomfortable. The
tests you fill out will only be seen by the investigator, and will not
be discussed with anyone. You may also think about ideas during the
training which you may not wish to share with other members of the
group. At no time will you be asked to discuss ideas if you do not
wish to.

Coatinued....
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University of Washington

Consent Form

Leadership Training for Adolescents
(Continued)

Other Information

You are free not to participate and may withdraw from this study at
any time without penalty or loss of benefits to which you are other-
wise entitled. The data obtained for this study will be kept in the
investigators office and entered on a confidential data sheet. Only
the investigator will have access to this data. It will be retained
for two years. The results of this study will be reported only as
part of a description of a group. No individual will be identified.
The results will be included in a dissertation and possible publica-
tion or presentation. The results of this study will be placed in the
thesis section of the University of Washington Library.

Signature of Investigator/Date

Subject's Statement

The study described above as been explained to me, and I voluntarily
consent to participate in this study. I have had an opportunity to
ask questions and understand that future questions I have about the
research or about subjects' rights will be answered by the investi-
gator listed above.

Signature of Subject Date

Signature of Parent or Guardian Date
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APPENDIX D

(SELF ESTEEM SCALE - ROSENBERG, 1965)

DIRECTIONS: Listed below are a series of statements which could
be used to describe how you feel about yourself.

Please indicate

your agreement with each statement by circling the

number.

1. I feel that I am a person of worth,
at least on an equal plane with others.

2. I feel that I have a number of good
qualities.

3. All in all, I am inclined to feel
that I am a failure.

4, I am able to do things as well as
most other people.

S. I feel that I do not have much to be
proud of.

6. I take a positive attitude toward
myself.

7. On the whole, I am satisfied with
myself.

8. I wish I could have more respect for
myself.

9. I certainly feel useless at times.

10. At times I think I am no good at
all.

appropriate
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APPENDIX E
SOCIOMETRIC SCALE

SCHOOL

This 1is a brief scale designed to give information for use in a study
of the benefits of leadership training. You do not have to identify
yourself. Please fill out the questionnaire according to the instruc-
tions below. Be sure to put the name of your school in the space
above. Your answers will not be shared with anyone. Thank you.

DIRECTIONS: List in order of your choice three players on
your team who fit the descriptions below. Use first and
last names of players.

Most cooperative

Best Liked

Best Player

Best Leader

Most Influential
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APPENDIX F
LEADER BEHAVIOR QUESTIONNAIRE FOR COACHES

SCHOOL

Thank you for answering the following questions regarding the partici-
pation of your team leader in the leadership training program.

1. Was the team leader whom you selected to attend the leadership
training your first choice?

YES NO

If the answer to QUESTION 1 was NO, please answer A and B.

If the answer to QUESTION 1 was YES, please skip to question 2.
A. Was the boy whom you would have selected first to attend
leadership training

Unavailable

Chose not to attend
B. In retrospect, do you think the boy who ultimately
attended became the leader in the eyes of the other team

members?

Yes No

Please skip now to Question 3 if you answered A and B.

2. Did your opinion of his leadership abilities change during the
season?

Yes No

If the answer to QUESTION 2 was YES, please answer A.
A. Did you change your opinion opinion because:

Poor Performance

A more capable leader emerged during the
season

Other (Please state reason)
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3. Was the boy who attended the leadership training the captain
co-captain for this past season?

Yes No

Please recall the 1983/84 basketball season. How did the boy who
was trained interact with team iiembers.

For each behavior described, indicate on the following scale how
often the behavior occurred.

Frequent Often Moderate Rarely Never

Frequent: at least twice a week

Often: at least once a week

Moderate: at least once every two weeks
Rarely: only a few times during the season

Never: not at all

or

FREQUENT OFTEN MODERATE  RARELY NEVER

Emphasized importance of
good performance during
team play

Was concerned about
and considerate toward
other team members.

Inspired others to do
their best.

Recognized and praised
good performance

Encouraged team members
to make decisions

Informed team members
of their role and
responsibility to the team

Set goals for himself
and for the team



Assisted in planning team
activities

Stimulated interaction
among team members

Helped keep team members
from arguing and
fighting

79
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APPENDIX G
LEADER BEHAVIOR QUESTIONNAIRE FOR TEAM LEADERS

NAME

SCHOOL

1. Do you feel you were the appropriate choice for attending a
vorkshop designed for the team leader

Yes No

IF NO ASK QUESTION 2
IF YES SKIP TO QUESTION 3
2. Who would have been a better choice:

(ASK FOR NAME)

3. Were you the team captain for this past season?

Yes No

IF NO ASK QUESTION 4
IF YES SKIP TO QUESTION 5
4, Did you expect to be team captain?

Yes No

5. Who do you think was the most influential team member?

(ASK FOR NAME)

6. Think back to the leadership training and name the three most
important things you learned to do as a result of the training:

1)
2)

3)

7. Would you feel it would be helpful to participate in the same
type of training again?

Yes No
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I am going to describe some leader behaviors. If the leadership
training you received helped you use these behaviors, please let
me know by describing how often you used them. Describe that as
follows:

Frequent Often Moderate Rarely  Never

Frequent means at least twice a week

Often means at least once a week

Moderate means at least once every two weeks
Rarely means only a few times during the season

Never means not at all

FREQUENT  OFTEN  MODERATE  RARELY NEVER

Did you emphasize the
importance of good
performance during
team play

Were you considerate
of other team
member's efforts

Did you try to inspire
others to do their best

Did you recognize and
praise good performance

Did you encourage team
members to help in
making decisions

Did you inform team members
of their role and
responsibility to the team

Did you set goals for
yourself and the team

Did you assist in
planning team
activities
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Did you stimulate
interaction among
team members

Did you help team
menmbers keep from
arguing and fighting

Do you have anything else you wish to add?
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APPENDIX H
PART 1 SELF-TEST
Indicate whether the statements below are true or false.

1. The leadersﬁip styles measured by the LPC scale are
behaviors which do not vary in different situations.

2. Low LPC, task-motivated leaders are generally less well-
liked by their followers than are other types of leaders.

3. High LPC, relationship-motivated leaders are primarily
motivated to gain esteem from other people.

4, Low LPC leaders are most comfortable in situations where the
task is clearly defined and orderly.

-

5. High LPC leaders generally try to avoid conflict by
carefully managing interpersonal relations.

6. In low control situations, low LPC leaders are more critical
and give more orders than high LPC leaders.

7. Under predictable and relaxed conditions, low LPC leaders
are likely to act nervous, edgy, and distracted.

8. Low LPC leaders tend to be more productive in very high
control situations or in very. low coatrol situations.

Go to the next page for answers to this Self-Test.

PART II SELF-TEST

1. The second most important factor in determining situational
control is

2. A sitvation in which the leader had good relations with his
subordinates and an unstructured task with low position power
would be one of high/moderate/low situational
control.

3. The scale used to measure your relations with your group is called




8l

A situation in which the leader has poor leader-member relations,
low position power, and an unstructured task would be one of
high/moderate/low situational control.

The amount of authority you have in a given situation can be
measured by the scale,

The three dimensions used to determine situational control in
order of their importance are as follows (check the correct
choice):

(a) 1. Task Structure

2. Position Power
3. Leader-Member Relations

(b) 1. Leader-Member Relations

2, Position Power
3. Task Structure

(c) 1. Leader-Member Relations

7.

2. Task Structure
3. Position Power

A situation in which the leader has good leader-member relaticns,
high position power, and a structured task would be ore of
high/moderate/low situational control.
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INSTRUCTIONS: Answer the questions on the following paged to Liw Uedt of o .
ability. Try to give an answer to every question. 1f you believe there is ng ¢qoy
answer 0 3 question, put @ circle around N/A, meaning “No Answer.® Glve an ans.e,
or an N/A rasponse to every question. Please do not leave any questions blank.

If you do not understand a question, make your best guess 3s to 1ts meaning ang
| _then orovide either an answer Of an N/A resc .se based on this meaning.

—d

PART 1
| INSTOUCTIANG.  Find the word in each line which has most nearly the same m!am‘ng-l
] as the first word ana put & circie around this wo0.3.
EXAMPLE: !
First Word:
LARGE SMALL QuICK wst (16 FAR WA

*81G* has most nearly the same meaning as “Large” and therefore a circle has been
drawn around the word, "BIG". Answer the following questions in the same way. In eacn
question put a circle around cnly ore of the choices to the rignt. Rememoer, encirie
N/A if you do not have an answer.

FIRST WORD: CHOOSE THE WORD WHICH HAS MCST NEARLY THE SAME MEANING:

INDOLENT: YELL W LAZY OCEAN PIGMY QUIET N/R
LUMINOUS: BRIGHT EXPERT FRESH SLIMY TiMIO N/A
PLACIO: GREEN CRASH FAST SPRY CALM N/A
GUILE: TRICKERY SENSE FEELING BLAME + HUMOR N/A
SIMIAN: BIZARRE APELIXE  FRIENODLY SONOROUS NEAT N/A
DIFFIDENT: 0BSOLETE SKEY REVERIE CERTAIN NIMBUS N/A
FATUOUS: IRANE HEAVY TOKPOR POWERFUL MCNISM W/A
SADINAGE: GENE TEPID KOTILE RAILLERY WOUND N/A
EXAMPLE:

LIGAT is to DARK as HAPPY is to:
GLAD GAY EAGER oIK NA

Notice that DARK is an opposite of LIGHT and SAD s an opposite of HAPPY. For this
_ reason SAD can be accepted as the best answer. It is related to HAPPY {in the same way as
DARK {s related to LIGHT.

EXAMPLE: _ .
AUNT §s to WOMAN as UNCLE is to:
FATHER  GIRL BOY SON @ R/A

This time, hcwever, the pairs of words are not oppcsites. But acain, MAN can be
l:copt?d as the bast answer because it is related to UNCLE in the same way as WCMAU is
to AUNT.

INSTRUCTIONS: Do all the following questions in thesame way. In each question put
a circle arocund only one of the choices to indicate your answer. Remember, encircle
N/A {f you do not have an answer.

1. SPACE 43 to POINT as TIME 1s teo:

cLocK STANDARD ETERNAL PORTICN MOMENT N/A
2. WIN 1s to JOY as LOSE is to:

SADNESS SUCCESS FAIL DREAM FUN N/&
3. BETTER §s to WORST as SLOWER {s to:

FAST "~ RAPID BEST QUICKEST  LEAST N/A
4, SURPRISE {s to STRANGE as FEAR is to:

ANXIOUS WEAK Quick TERRIBLE BRAVE N/A
S. SIZE 1s to LENGTH as OISHONEST is to:

PRISON SIN STEALING BAD © WRONG N/A
6. SOCN is to NEVER as NEAR 15 20: '
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7. ENGLISH is to AUSTRALL, as PCRTUGUISE is <c:

INDIA COSTA EICA BPAZIL ClBA SPALN N/A
8. HOMICICE is to LAW ac EDEMA ic to:

BEDAGOGY THECLOEY ACTING URAFTING MZDICINT N/A
9. CAT is to FELINE as HORSE is tc:

CARNIVORE EQUINEC QUADRUYCD CANINE YULRINE K/A
10. THREE is to TRIARGLE as FiIVE is to:

HEXAGON TRAPAZOID - SCHISM CIRCLE PENTAGCY N/&
11. ARMADILLO is to ANIMAL as CHARD is to:

VESETASLE UKINK SHNAKE FILH LILARD N, a
12. CONSTELLAT'™™N i¢ to STAPR as ARCHIPILAGO it to:

.ISL£ND PENINSULA CONTINENY COUNTRY NATIVE N/A
13. LENORE s to POE as ALICZ is to:

HOUSMAN WHITMAN CARROL EYRCN FRCST N/
14. GUSTATORY fs to TASTE as OLFZCTORY is tn-

SMELL TOUCH FEEL nehR BALAMCE /A
15. VIRGIL {s to AENEID as MATTHEW is t :

PSALMS MARK GOSPEN. JESUS 23D N/A
16. ERYTHROCYTE 1s to PHAGOCYTE as PPOVI.™ ' {c to:

ENEMY CIVILIAN SCLDIER CouPLE Queer N/A

------------------------------ DO NOT TUAN THE PAGE UNTIL TRSTPUCTED eeveememacccccmcccenanana-
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PART 11
INSTRUCTIONS: In these questions write tha letter that comes next in the series
of letters.
EXAMPLE #1:
ABCDEFG H N/A
The next letter in this series is “H."
EXAMPLE #2: ’

RARoseveibvulcesiesd - s

This time the next letter is "E." You can see that “A" occurs once, "B" twice,
"C" three times, and "D" four times. Therefore, "E" should occur five times. Since there
are only four "E's" listed, the next, or fifth letter, should be an “"E."

EXAMPLE #3:
GFEDCBAZ Y R/A

The alphabet is written backwards. When the series comes to "A" §t goes to the end
of the alphabet to the letter "Z" and continues on backwards, therefore “Y* {s next.

EXAMPLE #4: v .
RSRTRURVR W N/A

The letters in the series "S T U V" ar> separated by an "R." The last letter to appear
is one of the separating “R's",.so0 the next lu:ter should be "W."

EXAMPLE #5:
ZQSSABDC

There seems to be no order in this set ef letters. Thus there may be no satisfactory
answer for this question. The correct response for tnis item is N/A for No Answer.

l

:

INSTRUCTIONS: Please attempt the problems in the order they appear. Do not leave
a problem without recording a solution or an N/A response.

JKLMNOPQ N/A <
CczceYccxce ; _ N/A
PQQRRRSSSS N/A
TRATRBTRCTR ' N/A
BCCDEEFG N/A
OPQOPQRSTRSTU , N/A
LOMPN N/A
ADGBEHCF " N/A
AXAYBXBYCXCY N/A
AMBCMDEFMGHIJ N/A
ABCRSTDEFQRSGH! . N/A
RCRSCSTCTUC MR
ZAXZZXZYXLIXXZ N/A
CEBDACZB N/A

XFHZJLBNP {/A

e ——————
et
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