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ABSTRACT

The purpose of this study was to analyze the melatiip among coach’s
leadership style, team culture, and performaneinersity soccer teams in Korea. First,
this study focused on leadership behaviors of altdareferred and actual leadership
behaviors were investigated. Second, this studysed on the team culture. Cultural
functions of the teams in U-league were investigiaidird, leadership behaviors and
team culture were investigated in relation to tgerformance.

The population of this study was all the soccey@ia of university teams which
were registered to KFA (Korean Football Associatiand participated in U-league. The
instruments used were Multifactor Leadership Qoestaire (MLQ, Bass & Avolio,

1995) and Organizational Culture Assessment Quastice (OCAQ, Sashkin, 2001).



Using cluster random sampling, 316 players fronigh performing teams and 4 low
performing teams participated in the study.

The results of the study showed four major findirfgsst, as players gained
more experience, they tended to prefer transfoxmadgiadership behaviors more than
transactional leadership behaviors. Second, lehgelbehaviors of a coach in high
performing teams were more transformational anastretional than low performing
teams, therefore both transformational and trarmsaitleadership behaviors should be
complimentary with each other. Third, both trangael and transformational leadership
behaviors were strong in building cultural funcgan university soccer teams, so leaders
should try to enhance their transformative leadprsbhaviors along with transactional
leadership behaviors to establish effective cultiunactions of their teams. Fourth,
apparent differences existed in cultural functibasveen high performing and low
performing teams, therefore when a team goes thrang problem, a leader has to be

sensitive not only to performance itself but als@ultural functions.
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CHAPTER |
INTRODUCTION

The sport industry is growing fast and becomingeareord more complex. The
soccer industry is no exception. The 2010 World Eunal between Spain and the
Netherlands drew a total of 24.3 million U.S. viesyanaking it the most watched soccer
game in U.S. television history (Gorman, 2010).dsdi has extended its sponsorship
agreement with FIFA for the 2010 and 2014 World @ngls worth $351 million
(Shank, 2009). The World Cup information networkdiled ticketing for 2.5 million
spectators, accreditation of 50,000 staff, volurgead players, and the information and
transportation needs of 10,000 journalists (Howa@rompton, 2005, p. 461). They also
stated that the World Cup website received 20 omllnternet hits a day.

The Korean soccer industry has developed incredibigany respects since the
successful 2002 World Cup. Korea spent a totakad3& billion in order to host the 2002
FIFA World Cup by investing in World Cup-relatedpgcts such as stadium
construction, the Korean local organizing commiteperating costs, and consumption
expenditure of foreign tourists (Jang, 2004). Tben@mic impact on production
amounted to approximately $8 billion: $3.7 billifor value added and 245,338 new jobs
during the period from 1998 to 2002. In additiortiat, the GDP ($9 billion) was
increased by 2.2% (Parr, 2002).

As the popularity of soccer grows, interests inceot®ecome detailed. Fans
have come to be concerned about not only whatis seperficially but also what works
behind the games such as personal interest salyeg soccer players, game style, game

strategies, coaches, etc. Since Guus Hiddink, ¢ad soach of national team in 2002



World Cup, gained huge popularity nationwide, iagtnn leadership and team culture
fostered by the leader drew increased attentioadées can help shape and maintain the
desired or ideal organizational culture accordmy\allace and Weese (1995), and
organization culture is one of the most importactdrs that may bring success to the
team.

In the soccer industry in Korea, the question téaive coaching leadership
and organizational culture has been a subjectsaludsion for many sport administrators,
especially after the 2002 Korea & Japan World Redfore this, the Korean National
Team'’s record in World Cup games was 0-10-4 witleowin for 48 years. Guus Hiddink
coached the team to its first win in the Korean W&up soccer history. With
extraordinary leadership and by using scientifid agstematic training techniques and
insight about the team culture, the national teaamtomplishment has placed Korean
soccer among the best in the world.

Previously, Korean soccer fans’ major interest whe are the competent
players on the team and which region of the couhigyteam is based. With the
appearance of Guus Hiddink, soccer fans came teidenthe role of a coach to the
soccer game and realize the entertaining factatsatitoach can make. In other words,
the concept of ‘leadership’ manifested itself inr&an soccer fans’ perception. So, in
order to frame the concept of leadership for thisly, it is important to further define
and explain the term and its applications.

Yukl (1989) emphasized the concept of leadershiptioeing that “the study of
leadership has been an important and central p#rediterature of management and

organization behavior for several decades” (p. 25tjne researchers argued that



leadership has an identifiable set of skills aratpces that is available to all people
(Kouzes & Posner, 2007). They explained leaderahia relationship between those who
want to lead and those who decide to follow. Yukd &an Fleet (1992) provided a more
elaborate definition describing leadership as agss of influencing the task objectives
and strategies of a group or organization, infligmgroup maintenance and
identification, and influencing the culture of orgzations. Leadership can also be
defined in terms of the focus for group processs@aality and its effects, a behavior or
act, a form of persuasion, an emerging effect raction, a differentiated role, and the
initiation of structure (Bass, 1990).

Burns (1978) and Bass (1985) largely divided lestigrinto transactional and
transformational leadership. Burns (1978) mentiamadsactional and transformational
leadership as being ends of a continuum but B&&5)lsaw them as separate in that a
leader can be both transactional and transformaiti®@urns (1978) explained that
transactional leadership involves the leader inestorm of transaction such as rewards
like more pay, recognition, promotion, own selfeirgsts and efficient results with
subordinates. In contrast, Bass and Avolio (199@ptmnned that transformational leaders
increase their subordinates’ confidence and enhawegeness of selected goals and how
they may be obtained. They also inspire followerkbdk their team interests more than
personal interests and seek to satisfy such higlvet-needs as self-actualization.

More specifically in sport, Chelladurai and RieniE998) mentioned that
leadership research in sport has been sparse aratigp In fact, the majority of
leadership research in sport has focused on coheunasise they are typically the one

responsible for making final decisions regardirgngicant team matters. In 1994, Weese



(1994) recognized that leadership had become tis popular subject in the
sport/fitness industries. Weese (1994) found oertethivere about 7,500 citations on
leadership in Bass and Stogdill's Handbook of Lesttie (1990). The importance of
effective leadership has been cited by athletescaadhes as a vital component to
achievement and athlete satisfaction (ChelladurRid€mer, 1998). They argued that, up
to that point, most sport leadership research dws coaching effectiveness by
identifying their personality traits, behavioralrédutes, and situational determinants.
Yukl, 1989, pointed out that, the focus of mostkahip research has been on

transactional and transformational leadership.

Transactional vs. Transformational Leadership

The study of leadership has been evolving throeglersl phases. It began with
the trait approach in the 1930s, followed by beb@tiapproach in the 1950s, and
continued with the situational/contingency approeuxctine 1970s (Bass, 2008).
Transactional and transformational leadership ieedrave drawn attention most
recently. The two theories are regarded as “nedeleship” perspective which is
described as affecting “followers in ways that quantitatively greater and qualitatively
different than the effects specified in past thesit{Shamir, House, & Arthur, 1993, p.
1). There are some differences between the twaitso

Burns (1978) said transactional leadership is baseal leader-subordinate
exchange relationship where the subordinate isndaaan return for compliance with
the leader’s expectations. The problem with theslérship style is that even though there

exists relationships between leader and followedges not unite the “leaders and



followers together in a mutual and continuing puretia higher purpose” (p. 20) which
could be the reason why the achievement of thematrepresentative team had not been
very successful before Hiddink. They were regamtiede as followers or parts which
prohibits the motive of the team members to doebett

Transformational leadership is defined as “the gssaf influencing major
changes in attitudes and assumptions of organimdtroembers and building
commitment for the organizations’ mission and otyes” (Yukl, 1989, p. 204).
Different from transactional leaders, transformadildeaders appeal to higher ideals,
which make followers feel included and supporteaud, followers are expected to
perform beyond expectations and maximize theirggerdnce for the development of the
organization (Bass, 1985). In Chapter Il transacti@nd transformational leadership

theories are explained in detail.

Organizational Culture
Together with leadership, organizational culture &so gained momentum in

the organizational behavior research (Wallace & $¥e&995). As mentioned previously,
Guus Hiddink is pointed out as one of the bestlteain Korean soccer history with the
great record he established. However, the greatdas not the only reason why Hiddink
gained nation-wide popularity. The organizationdture he implanted in the Korean
soccer environment was regarded as sensatiorfadugh there was some skepticism in
the beginning. Getting out of the typical transawdl leadership style of Korean coaches,
Hiddink created an environment where players canwedate an atmosphere where they

could draw on their best potential. The changerganizational culture resulted in



dramatic difference. So, given the positive effafta change in culture, it is also
important to further describe organizational cudttglative to the present study.

Organizational culture is defined as the deep wbtdiefs, values, and
assumptions widely shared by organizational memibatsshape the identity and
behavioral norms for the group (Schein, 2004). 8c{#004) mentioned that leadership
and organizational culture are purported to betlyghined concepts. He continually
explained that leaders must have a deep understat@lcommunicate and create new
visions and inspire followers’ commitment to thesign. However, Schein (2004) also
showed that determining the differences betweeowesgal values and actual values is
difficult to identify and, as a result, underlyingsumptions are more powerful than
espoused values in determining the culture of garazation. He wrote that “the unique
and essential function of leadership is the maaigah of culture” (p. 317).

According to Schein (2004) “culture is both a dymaphenomenon that
surrounds us at all times, being constantly enaateldcreated by our interactions with
others and shaped by leadership behavior, andd s&tictures, routines, rules, and
norms that guide and constrain behavior” (p. 1u$seau (1990) explained that culture
is multi-layered with external and internal elensefithe external elements are physical
representations like buildings, symbols, and sigihe internal elements are
organization’s beliefs and values. Slack (1997)edda ‘power’ element contending that
“Those who hold the power in an organization wilbose a set of structural
arrangements that will maintain or increase thewex” (p. 177).

Culture is a dynamic phenomenon, so it is not ¢ade delineated or measured.

Schein (2004) suggested culture can be assessaddnys of various individual and



group interview processes. Especially, group inésvwmethod is great in terms of

validity and efficiency. Schein urged that culteennot be assessed by means of surveys
or questionnaires, because it is hard to decide tehask in order to identify culture. In
addition, it is hard to judge it as the responseguestions about culture are not ensured
in terms of reliability and validity. “Survey respges can be viewed as cultural artifacts
and as reflections of the organization’s climaté,they do not tell you anything about

the deeper values or shared assumptions that aratoy” (pp. 361-362).

However, there have been attempts to clarify caltieatures in more of concrete
or distinct manners. Different from Schein, Sasi{Rid01) tried to quantify
organizational culture. He developed Organizati@dture Assessment Questionnaire
(OCAQ) composed of five factors such as managir@ngh, achieving goals,
coordinated teamwork, customer orientation, antucall strength. Among many
methods, The present study is going to use OCA®main instrument to collect data
about team culture because it is efficient in idgimg the problems in an organization
and helps define desirable organizational cultMere detailed explanation about

organization culture is in Chapter IL.

Statement of the Problem
Many sport organizations in Korea are orienteddogactional leadership style
due to the effect of traditional Confucian cultu@anfucian culture is deeply rooted in
Korean society and very hard to change. After tleeassful 2002 World Cup, there has

been heated debate among soccer fans and socceisachtors about how to popularize



soccer in Korea, and as a result, soccer has allyibecome the most popular sport in
Korea.

However, many coaches with a purely transacticeadérship style are thought
to create problems in their soccer teams andoibisted out by many soccer
administrators, critics and fans as one of the raosinic reasons why Korean soccer is
evaluated that it can’t accomplish as is expedteddership is regarded as a significant
factor in building team culture and team perforneaand research suggests that
organizational culture is a factor that contributeghe team performance. However,
there has been an apparent lack of informationtabmu coach leadership, team culture,

and performance are interrelated with each othaniwersity soccer teams in Korea.

Purpose of the Study
The purpose of this study was to investigate thaiomship of coach leadership
style, team culture, and team performance in usityesoccer teams in Korea. First, this
study focused on the leadership behaviors of theltdPreferred and actual leadership
behaviors were investigated. Second, this studysed on the team culture. Cultural
functions of the teams in U-league were investigiaidird, leadership behaviors and

team culture were investigated in relation to tgmarformance.

Research Questions
The study contains the following research questions
1. Are there differences in player’s preferred antlial coach leadership behaviors?

a. Are there differences in player’s preferred andialctoach leadership



behaviors according to their grade?
b. Are there differences in player’s preferred andialctoach leadership
behaviors according to their position?
c. Are there differences in player’s preferred andialctoach leadership
behaviors according to their years of experience?
2. Are there differences in player’s preferred antlial leadership behavior between high
and low performance teams?
3. What leadership behaviors of a coach predichteature?
a. How do the transactional coach leadership behapi@dict the team culture?
b. How do the transformational coach leadership bemaypredict the team
culture?
4. Are there differences in team’s cultural funodetween high and low performance

teams?

Delimitations of the Study
The delimitations of this study are:

1. This study was conducted on university soccer teagistered to the KFA
(Korea Football Association) in Korea.

2. This study was conducted on the players who weyel@ae members of the
university soccer teams.

3. This study explored the leadership behaviors otthiech, team culture, and team
performance of the university soccer teams pasdteighin U-league in Korea.

4. The validated questionnaires were utilized onlytha purpose of identifying the



leadership style of the coach and team culture.

Limitations of the Study
Several factors contributing to the limitationstloé study were as follows:

1. The university soccer players in this study maybetepresentative of all other
university soccer players in the world. So, thailtssand conclusions may not be
globally generalized. The results of this study rhayapplicable only to Korean
university soccer teams and coaches.

2. Only university soccer teams registered in KFA a participate in U-league
could be subjects of this study, which means &)uhiversity team is not
registered to KFA, it cannot be a subject of thiglg, 2) if a university team is
registered to KFA but does not participate in Ugles it cannot be a subject of
this study, 3) if any university team could paggdte in U-league and not
registered to KFA, it cannot be a subject of thislg.

3. The researcher doesn’t speak English as his nlaingriage. The original
guestionnaire written in English was translated iorean, and the final result
reported in English. The control of potential tdatisn nuance and vagaries were

beyond the scope of this study.

Assumptions of the Study
This study was based on the following assumptions:
1. The instruments applied in this study measureddisduip behaviors and team

culture validly and reliably.

10



2. Participants in this study clearly understood thesgionnaires.

3. Participants in this study answered the questionia survey independently.

4. Participants in this study answered survey questmmmestly with regard to
coaches’ behaviors to coach’s leadership behasaimdperceptions of

organizational culture.

Definition of Terms

A basic set of definitions is listed as follow:

Charisma:“Greater level of long term performance by deveigdollowers to a higher
level of autonomy” (Bass & Avolio, 1990, p. 242).

Contingent Reward‘An exchange process between the followers’ néedsg met as
their performance or behavior satisfies the leafleractive form of
management because the leader constantly reinftiredsllowers’
performance” (Bass, 1990, p. 22).

Culture The set of shared attitudes, values, goals, eaxtipes that characterizes a
company or corporation (Merriam-Webster, 2009).

Individualized ConsideratiorfflUnderstand and share in the follower’s concent a
developmental needs while treating each followequely. Give personal
attention, treats subordinate individually” (Bas390, p. 22).

Inspirational LeaderPersonal encouragement and persuasion to purss®ia of a

better situation are effective techniques of ttspirational leader (Bass, 1983).

11



Intellectual Stimulation?The arousal and change in followers of problena@mess and
problem solving of thought and imagination, andbeliefs and values, rather
than arousal and change in immediate action” (BE&35, p. 99).

Laissez-faire’Abdicate responsibilities, avoids making deciso(Bass, 1990, p. 22).

LeadershipThe process of influencing the activities of adividual or a group in effort
toward goal achievement in a given situation” (légr& Blanchard, 1998, p.
83). “Leadership is exercised when someone in dipo®f power deliberately
attempts to “influence other organizational membevgard some
accomplishments” (Soucie, 1994, p. 3).

Management-by-Exception (activé)yVatching and searching for deviations from rules
and standards, then taking corrective actions” $B2390, p. 22).

Management-by-Exception (passivijitervenes only if standards are not met” (Bass,
1990, p. 22).

Organizational Culture!A pattern of shared basic assumptions that was&t by a
group as it solved its problems of external adamtadnd internal intention, that
worked well enough to be considered valid and etoge, to be taught to new
members as the correct way to perceive, think faeldn relation to those
problem” (Schein, 2004, p. 12)

Sport Organization‘A sport organization is a social entity involvedthe sport
industry; it is goal-directed, with a consciousigustured activity system and a

relatively identifiable boundary” (Slack & Pare@006, p. 5).
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Transactional Leadershipfhe exchanging of relationship with their followem which
the leaders reward followers when they successtaliyplete agreed-upon tasks
and punish followers when mistakes occur (Avoli®&ss, 1990).

Transformational LeadershipThe process of influencing major changes in adigts and
assumptions of organizational members and buildorgmitment for the
organizations mission and objectives” (Yukl, 1989204).

PerformanceThe execution of an action. Something accomplighMtriam-Webster,

2009).

Significance of the Study
Leadership and culture are not separable. ScBéi| described they are like
sides of the same coin. Figuring out how they axtewith each other can be quite
complicated but meaningful in understanding howdtganization evolves. Most
importantly, these factors can influence team perémce.

There are 72 university soccer teams around regioKorea. Some continuously
win games, and others do not, which may lead togha&f the coaching staffs at the end
of the year. There are some teams famous for fidumiity-like relationships among the
members and there are other teams where problemedemembers and the coach or
amongst members never stop. What makes theseediffies and how significant is it in
the team performance?

University soccer has significant value in Koresaccer industry. First, it
establishes soccer infrastructure in Korea. Unitiesstake care of facilities for soccer

games in their school and attract future socces.féhe infrastructure shaped in school is
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significant because it keeps on supporting amateccer players and bridges to the
development of professional soccer. Second, thereuthat the university soccer players
go through in their teams will help shape the teaiture they would belong to later on.
Considering university soccer players are goinigaol future soccer industry, how
university teams shape their culture will makegmiicant effect on the culture of any
soccer organization in the future. Third, univerglayers learn how a leader is supposed
to behave by experiencing their team coach. Thezefeadership experience in the
university will shape future soccer leadership oréa.

Team record means a lot for university athletégyldo not exist for profit but
for public relations of the school. Achieving go@tords go a long way to gain
popularity of the school. For professional socdaygrs, personal achievement may be
more important than team success because theyelawgright and chance to move to
another one, but for university soccer playerss &most impossible to move to another
school because low team performance cannot beatlee®f changing school in Korean
situation. Without a good team record, individulayers may not even have a chance to
be exposed to media. Of course, some exceptioagd can still be successful in their
soccer career regardless of their team succesmdsitordinary players are in the same
boat; without team success they will not be apptedi as they should. They have to
build desirable team culture which lead to suctesall.

This study was about leadership, culture, and tie@ationship with team
performance in university soccer teams in Koreartter for a university soccer team to
accomplish what it intends and plans, leadershipcaitture should be regarded with

significance. These two are considered as oneeofnibist important factors for today’s
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organizational success and effectiveness. Apprgpleadership can empower the
subordinates to be creative, responsible, and @entfj and as a result, an organization
can be efficient, effective, and productive. Inigeing university soccer team’s
leadership and culture may provide a sound basithé&overall development of Korean
soccer industry. This study provided important infation about leadership, culture and
their relationship with team performance in univigrsoccer teams in Korea both from

theoretical and practical perspectives.
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CHAPTER I
REVIEW OF LITERATURE
The purpose of this study was to examine aspedesadérship and
organizational culture in university soccer teamiorea. This chapter provides the
theoretical backgrounds of the concepts and relglips examined in this study. This
literature review consists of six stages: 1) distusof leadership, including definitions
and the importance of leadership in the sport argdion; 2) leadership theories: trait
approach, behavioral approach, situational appraawrismatic approach; 3)
exploration of transactional vs. transformatioradership; 4) discussion of
organizational culture; 5) leadership and orgamopaid culture, including studying

dealing with these issues; and 6) the context:arsity soccer in Korea.

Leadership

Definition of Leadership

Leadership is probably one of the most broadldistlitopics about sport
organization. Leadership has drawn a great deaiteftion from many researchers and
continued to be a popular research subject angh#isant determinant of managerial
effectiveness in any organizational context. Lesldi@rscholars pointed out that effective
leadership is closely related to organizationatess (Bass, 1985: Bass & Avolio, 1990;
Bennis, 1989; Bennis & Nanus, 1985; Burns, 197&)1deo, 1989; Kouzes & Posner,
2007; Nanus, 1989; Sashkin, 2001; Schein, 2004t,S@97; Tichy & Devanna, 1986;

Yammarino & Bass, 1990; Yukl, 1989).
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Bass (1990) mentioned that the study of leadefsagpbeen ongoing since the
beginning of civilization and many scholars havedman effort to identify theories in
describing successful leadership. Bass (2008)st#ged that, in mid-1999, “55,172
publications on leadership could be found in th&ir@Computer Library Center
(OCLC)” (p. 6). Concepts of leadership abound mliterature across industries and
disciplines. These are summarized in the followaige.

Table 1

The Definitions of Leadership

Author/Year Definition

Hemphill & Coons, 1957 The behavior of an indivibwden he is directing the
activities of a group towards a shared goal.

Janda, 1960 A particular type of power relationgtipracterized by a
group member’s perception that another group meiméer
the right to prescribe behavior patterns for threnier
regarding his activity as a group member.

Jacobs, 1971 An interaction between persons inlwbne presents
information of a sort and in such a manner thaother
becomes convinced that his outcomes will be impitai/be
behaves in the manner suggested or desired.

Stogdill, 1974 The initiation and maintenance ofisture in expectation and
inter action.
Katz & Kahn, 1978 The influential increment ovedaabove mechanical

compliance with the routine directives of the orngation.

Bergeron, 1979 Sum of activities through whicherd&ichical superior
influences the behavior of subordinates toward/tilentary
and more effective pursuit of organizational objexd.

Roach & Behling, 1984  The process of influencing #lativities of an organized group
toward goal achievement.

Note.Adapted from Soucie, D. (1994). Effective managddadership in sport
organizationsJournal of Sport Management, 8-13.
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Examination of leadership is necessary in decigthggch leadership style leads
to the highest productivity, group effectivenesd, gatisfaction, and goal achievement.
According to Yukl (1989), most of the leadershifimions state in common that
leadership is a trait that is required in a gron@ that it involves an influence process.
Therefore, it can be said that managerial leadersdm be defined as leadership
exercised by managers who deliberately attemptftoence other organizational
members in order to accomplish an organizational gopurpose. However how
leadership is defined, measured, assessed, odliokeutcomes, has not been agreed
upon among the scholars even though many studissadout leadership (Birnbaum,
1989).

The Importance of Leadership in the Sport Organizaion

In sport organizations, the role of leaders, egplgaroaches, is significant.
Leadership is closely related to organizationa@f’eness. Andrew and Kent (2007)
contended that leadership affects organizatiorfat&¥eness because it energizes
organizational members and directs group behaS8ang (2002) asserted that leadership
is the most important factor in understanding oiziational effectiveness as well as in
deciding the ultimate success or failure of an piztion. Legendary basketball coach
John Wooden wrote, “A leader, particularly a teaadrecoach, has a most powerful
influence on those he or she leads, perhaps mareatyone outside of the family.
Therefore, it is the obligation of that leader cteer, or coach to treat such responsibility
as a grave concern” (Wooden & Jamison, 1997, p).111

Leadership affects organizational climate and calas well. Transformational

leadership and organizational culture has gainedtgignificance over the last twenty
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years (Weese, 1996). Organizational research fgmrt srganization, business and
education areas recently has identified the sicgniite of leadership in the creation and
management of organizational climate and cultuoe$1999). Scott defined
organization climate as a “measurable propertyhefwwork environment that is
collectively perceived by organizational memberd eaflects the values and attitudes of
organizational culture” (p. 301). Schein (1991) temwled creating and managing culture

is the only thing really important that leaders do.

Leadership Theories
Leadership research is very popular in the fiélcthanagement. Leadership

IS an interaction between two or more membersgrbap that often involves a
structuring or restructuring of the members (B26€8). Bass wrote that leadership
can be conceived as directing the attention ofratiembers to goals and the paths
to make it convenient to achieve them.

Researchers in leadership have investigated tkatsgviors, situations, and
a combination of these ideas to better understaockessful leadership. The most
observed or recognized leadership theories oveydhss include trait theory,
behavioral theory, contingency or situational tlyeand transactional versus
transformational leadership (Bass, 2008).
Specifically, leadership research began with tag &pproach of the 1930s, and
continued with the behavioral and situational/cogéincy approaches of the1950s and

1970s, respectively. Most recently, transactional @ansformational leadership, which
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Bryman (1992) labeled the “new leadership” pergpedias received most attention,
especially transformational leadership which hantsudied most since 1980s.

Major leadership theories and their characterigtressummarized in Table 2.
Table 2

Major Leadership Theories

Year Theory Basic

Up to 1900 Great man Talent, heroism; one gredelemfluencing the
masses

1900-1940 Trait Individual traits, talent, and kil

1940-1960 Behavior Leaders’ behavior style of eficy

1960-1980 Contingency Situational variables and enatrs leaders must
address

1980-present  Transformational Leaders initiatingnde and culture
transformation through superior charisma,
influence, and communication

Note.Adapted from Bass (2008)he Bass handbook of leadership: Theory, research &
managerial applicationdNew York: Free Press.

Trait Approach

The trait approach is one of the earliest appraaah&adership research. This
approach assumes that good leaders are born, wlet (8Eck & Parent, 2006).
Researchers regard that leadership is a measulafd@sional trait and it would
distinguish leaders from non-leaders and effedéaeers from ineffective leaders (Lord,
Devader, & Alliger, 1986). According to Yukl (1989)seful, relevant, and effective
traits in most leadership positions are high setifcdence, emotional stability, energy

level, initiative, stress tolerance, and favoraditéude toward authority figures. He also
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asserted that analytical ability, persuasivengs=alang ability, memory for details,
empathy, tact, and charm are also significant cherigtics for leaders.

In the 1920s, scholars tried to figure out whatrabgeristics or personality traits
were common to good leaders. They thought thastsaich as intelligence, assertiveness,
self-confidence and independence were relativelylstpersonality characteristics of
leaders. Slack and Parent (2006) organized typeit$ into three categories: the
individual's physical characteristics such as hgighysical appearance, age; intellectual
gualities such as intelligence, speaking abilitg asight; and personality features such
as emotional stability, dominance, and sensitivity.

A great amount of trait studies were done durirggt830s and 1940s in order to
find out the traits of natural leaders. For exam8kegdill (1948) found some support for
a difference in traits appearing in leaders anderappearing in nonleaders. However, he
identified the limitation of his research and sdite qualities, characteristics, and skills
required in a leader are determined to a largenéktethe demands of the situation in
which he is to function as a leader” (Bass, 199®5). Like the study of Stogdill, huge
research has been done in the field of trait theaktyany specific trait that would
guarantee successful leadership was not found (M9I89).

The trait approach to leadership is considered mapbin the athletic area and
has been examined. Walsh and Carron (1977) revieegssirch on coaches and
conclude that there are not consistent differebes#seen the personality profiles of
coaches compared to the general population. Wegrdoeadt Gould (1999) mentioned that
“one profile of typical coaches was tough mindadharitarian, willing to bear the

pressure of fans and the media, emotionally maindependent in their thinking, and
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realistic in their perspective” (p. 189), but thaigl not provide enough evidence to
support this idea. It can be said that no partrcesd of traits seems to characterize
effective sport leadership. In the field of sp@se&arch, trait approach is not popular
anymore because it has been revealed that theot &single ideal and definite
leadership trait among coaches and athletes. Hiemmany other factors involved in
deciding effective leadership in sport.

Behavioral Approach

In the 1950s researchers began to think aboutdtiu@lebehaviors of leaders on
the job because the trait approach had not prosdadfactory answers about leadership.
They paid attention to what leaders do to make #sadves effective rather than their
innate traits (Yukl, 1989). In this approach, exaation is focused on discovering
universal behaviors of effective leaders (Ziad,30&iad mentioned that anyone could
learn to be a leader by being taught the behawibosher effective leaders. As opposed
to trait theory, the behavioral approach consitleais leaders are made, not born
(Weinberg & Gould, 1999). As a result, leader tragywas more emphasized than ever
and investigating whether one kind of behavior wase efficient than the other became
more popular (Bass, 1990; Bryman, 1996).

The best-recognized studies in behavioral leadergbproach are the Ohio State
Studies (OSS) and the Michigan Studies (MS). O%8 gsiestionnaire to identify types
of behavior and their leadership style to studgésdoehavior in numerous types of
groups and situations. The studies were conductesird-orce Commanders and
members of bomber crews, officers, non-commissigrezdonnel, civilian administrators

in the Navy Department, manufacturing supervisexgcutives, teachers, principals and
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school superintendents and leaders of variousaivgroups. According to Song (2002),
the OSS tried to identify independent dimensioneadfler behavior and found that two
categories could explain most of the leadershi@bieln described by employees:
initiating structure and consideration. Consideratneans “the extent to which a leader
acts in a friendly and supportive manner, showeonfor subordinates, and looks out
for their welfare.” Initiating structure means “tbgtent to which a leader defines and
structures his or her own role and the roles obsailibates toward attainment of the
group’s formal goals” (Yukl, 2006, p. 47). LBDQ (&ger Behavior Description
Questionnaire) was an instrument used and it wasrastered to 300 individuals of
various groups of individuals. Over the years,UB®Q has been used in many
leadership studies. However Bryman (1992) raisgdra¢ concerns about it. First, what
were found form LBDQ were not consistent and ingigant statistically. Second, it
didn’t consider situational factors. “There hasrbadendency for atheoretical
investigations of particular moderating variabléBifyman, 1992, p. 7). Third, as it was
cross-sectional, causality was not clear. In othends, it was not clear if leadership style
influenced group performance or group performanfiaenced leadership style. Fourth,
it focused only on group-level or averaged respsnset individual organization
members. Fifth, it didn’t address the questiom&bimal leadership, a relevant practice
in many organizations. Finally, validity of LBDQ m@&&ure was not ensured.

The Michigan Studies (MS) reported two dimensiohkeadership behaviors:
employee-oriented and production-oriented. An elygdeoriented leader is “one who
emphasizes interpersonal relations,” and a proowairiented leader is “one who

emphasizes task aspects of the job” (Robbins, 12%8K9). According to the MS,
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employee-oriented leaders tend to have higher gpoooguctivity and higher job
satisfaction, but the production-oriented leadeesassociated with negative outcomes
(Song, 2002).

Bowers and Seashore (1966) summarized the résuitsthe OSS and MS: 1)
support, 2) interaction facilitation, 3) goal empisaand 4) work facilitation. They
asserted that formal leaders or members of théecpkat work group could carry out the
practice to be a good leader.

Slack and Parent (2006) said that both of OSS aB8dde many similarities by
mentioning that both focused on the behavior adiées or their style, not their personal
qualities. Also, both identified two dimensionsstyle, one focusing on organizational
tasks and the other on employee relations. Rol{hB®4) wrote both studies confronted
the same problem, that they could not successiigigtify consistent relationships
between leadership behaviors and group performdreesituational factors that
influence success or failure of leadership shoelddnsidered.

Situational/Contingency Approach

Robbin (1994) explained that behavioral approactotggood enough in
explaining how situational factors can result iffedent outcomes. Stogdill (1974) stated
that “the evidence suggests that leadership ifafiae that exists between persons in a
social situation, and that persons who are leadayse situation may not necessarily be
leaders in other situations” (pp. 63-64). The sitreal approach, or the contingency
approach, arose in the beginning of the 1960’s Umxaarlier approaches were not able
to explain the many different aspects of leadergiais or behaviors successfully (Ziad,

2003). Ziad noted it's possible to develop variouxdels of effective leadership behavior
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depending on different types of situations by obsgrhow effectively leaders behave in
different situations. Stogdill (1974) explainedttbased on the situational approach,
leader is not the son of the previous leader ootleewho is related to other leaders, but
the one who is demanded in a certain situation.

There are three best-known situational approadrtespath-goal theory of
leadership, Hersey and Blanchard’s situationalheand Fiedler's LPC approach are
those.

The path-goal theory of leadershipHouse (1971) and his colleagues developed
the path-goal theory of leadership. This theoryalbed path-goal because it is mostly
concerned with how the leader influences the subates’ perceptions of their work
goals, personal goals, and paths to goal attainmecbrding to this theory, leaders’
effectiveness can be decided based on subordimatg®/ation, ability to perform
effectively, and satisfaction. The leader is expédb motivate or satisfy to the degree
that the behavior increases subordinate goal ateih

The path-goal theory tries to explain how differgutes of leader behavior
influence subordinates under various situationabdmns. Slack and Parent (2006)
summarized leader behaviors into four kinds of éeskip. First, supportive leadership
increases the satisfaction and effort of subordmat case work is stressful, frustrating,
tedious, or low in autonomy. Second, instrumergatiership (directive leadership)
enhances the satisfaction and effort of subordsniatease tasks are unstructured and
complex in nature and subordinates have little Bgpee in doing the tasks and no
formalized procedures to help them complete therkwThird, participative leadership

is necessary when tasks are relatively unstructitadicipative leadership could help
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subordinates understand the relationship betwesnefforts and goal attainment. It
helps them select goals in which they are perspinairested and as a result, they tend
to be more motivated. It could also give subordisatontrol over their own work, and
accordingly increase the level of satisfaction.flguachievement leadership “will cause
subordinates to strive for higher standards ofqerince and to have more confidence
in their ability to meet challenging goals” wheska are unstructured(House & Mitchell,
1974, p. 91).

Situational leadership theory by Hersey and Blanchal. Hersey and Blanchard
(1998) asserted that situational leadership isaatiwal model intends to help leaders be
more effective in their interactions with peoplé&ey noted that situational leadership is
based on interplay among three factors: 1) the atnafiguidance and direction a leader
gives (similar to task behavior), 2) the amouns@dio-emotional support a leader
provides (similar to relationship behavior), andt®) readiness level that followers
exhibit in performing a specific task, function,abjective. In this leadership model, two
leadership orientations such as task behavior @ationship behavior interact with each
other. Task behavior involves the leader in stnileguhow work is to be done. Leaders
tell people as a guidance what to do, how to dehgn to do it, where to do it, and who
is to do it. Relationship behavior involves prowgisupport to employees and openly
communicating with them. Leaders listen to, faaikt and support the employees.

LPC approach by Fiedler.Different from the path-goal approach and situation
approach by Hersey and Blanchard, Fiedler (196id) gtgention to how situational
variables moderate the relationship between lefadiés and organizational effectiveness.

LPC represents Least Preferred Coworker. Robb®@84(lsaid LPC theory posits that
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effective group performance should be based opribyger match between the leader’s
interacting style with his or her subordinates dadree to which the situation gives
control and influence to the leader. Situationabfability means mediating the
relationship between the leader’s motivationat$rand group performance. Favorability
is composed of three situational factors such asdemember relations, position power
of the leader, and task structure (Slack & Pai206). Fiedler's LPC model shifted
leadership research from emphasizing leader ti@itentifying the best style contingent
on the situation.

According to Yukl (1989), the situational approashphasizes the significance
of contextual factors such as the nature of thekyerformed by the leader’s unit, the
nature of the external environment, and the charistics of followers. He argued that
situational theories also have conceptual weaksetisey are based on inaccurate
measures and rely on weak research designs. Fedneghot very specific and therefore
are difficult to apply (Song, 2002). Song also nmmed that not only are situational
factors numerous but also it is almost impossibiddaders to satisfy all the
requirements of every situation, deal with evergstmint, and satisfy all the demands of
organizational members and clients making conctuBindings difficult to achieve.
Charismatic Leadership

In the researches in organization and managemeatisma started to draw
attention and be examined in the late 1970s anyg #880s (Slack & Parent, 2006).
Weber established the concept of charisma at tteebwWWeber (1968) wrote that leaders
use charisma in order to gain authority in his bBoknomy and Societhccording to

him, charisma is defined as “a certain quality miradividual personality by virtue of
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which he is considered extraordinary and treatezshdswed with supernatural,
superhuman, or at least specifically exceptionalgrs or qualities.” (p. 241) He also
mentioned ordinary people cannot possibly accetizetse qualities as they are regarded
to have divine and exemplary origin. Therefore,gheavith these qualities are
considered as leaders. Weber (1947) describechdresmatic leader as one who reveals
“a transcendent mission or course of action that nwa be in itself appealing to the
potential followers, but which is acted on becaihrsefollowers believe their leader is
extraordinarily gifted.” The leader is described'sigpernatural, superhuman or
exceptional” (p. 358). House (1977), and Congerkaaungo (1987) are important
scholars who provided insight into charismatic Eadip within the organizational
context.

House’s theory of charismatic leadershipWhat makes House’s theory different
from others is that he explained charisma fromyelpslogical perspective rather than
from a sociological or political science perspeetin order to better understand how
charismatic leadership emerges and its effectsadamn organizations (House, 1977). He
said charismatic leaders can be distinguished titirar leaders in that they are able to
have followers trust what the leader believes isemt, identify what they believe as that
of their leader, accept the leader’s belief withawfuestion, affect for the leader, obey to
the leader, emulate the leader, and get emotiomalbtved with the leader in the
mission. Followers come to have hightened goald feel like they will be able to
accomplish and contribute to the accomplishmemt@imission

Leaders are expected to role-model, build imageudate goal, exhibit high

expectations, show confidence, affect followersalgpand motivate to arouse leader
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behavior. Limitation of his theory is that it isrfthe purpose of guiding future research
and it includes a set of propositions that are hdlyetestable. Thus Hebb (1969)
asserted, “A good theory is one that holds togdtivey enough to get you to a better
theory” (p. 21).

Conger and Kanungo’s theory of charismatic leadersip. Conger and
Kanungo (1987) said leaders are attributed ceda@mismatic qualities by their followers
so they try to identify what types of leader bebavesulted in these attributions. They
found that leaders are seen as charismatic wherirthielve themselves in activities that
require self-sacrifice and high personal risk thieee their vision. Later, they developed
the process of attribution as a series of stagest, Ehe leader senses opportunity and
formulates a vision. Second, the leader articuldtesision. Third, the leader needs
charisma to build trust in the vision. Finally, tleader should successfully achieve the

vision.

Transactional vs. Transformational Leadership

A new paradigm of leadership has drawn broad attenBass (1990) suggested
that the transactional and transformational leddensiodel is new paradigm of
leadership and those can not only be replacedlbniteaplained by other leadership
models. Yukl (1989) noted, “the theories of tranemal versus transformational
leadership are broader in scope than the aforeormattileadership theories in terms that
they involve leader traits, behavior, power andaibnal variables at the same time.
Bass (1990) summarized characteristics of transdittamal and transactional leadership

as follows:
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Table 3

Characteristics of Transformational and Transactibheaders

Transformational Leader

Charisma: provides vision and sense of mission, instillgipyigains respect and trust.

Inspiration: communicates high expectations, uses symbolsctesfefforts expresses
important purpose in simple ways.

Intellectual Stimulation: promotes intelligence, rationality, and carefudlgem-solving.

Individualized Consideration: Gives personal attention, treats each employee
individually, coaches advises.

Transactional Leader
Contingent Reward: contracts exchange of rewards for effect, pronieesrds for good
performance, recognizes accomplishments.

Management by Exception (active): watches and searches for deviations from rules and
standards, takes corrective action.

Management by Exception (passive): intervenes only if standards are not met.
Laissez-Faire: abdicates responsibilities, avoids making decgion

Note.Adapted from Bass (1990). Transactional to traimsé&dional leadership: Learning
to share the visiorDrganizational Dynamics, 18), 22.

Transactional Leadership

Transactional leadership has been described aschamge of requests or needs
to be satisfied between the leader and the folls@ass, 2008; Burns, 1978). Bass
(1985) described transactional leader in termafdiations with subordinates:

1. The leader recognizes what it is we want to gehfour work and tries to

see that we get what we want if our performanceams it.

2. The leader exchanges rewards and promises of réaaodr effort.

3. The leader is responsive to our immediate seliasts if they can be met

by our getting the work done. (p. 11)
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This kind of leader works to clarify roles and taskuirements of followers,
recognizes the needs and desires of subordinalesake it clear that if they work to
fulfill their job requirements, then those needd desires will be met. Transactional
leadership theory is based on the notion that kefodlewer relations build on a series of
exchanges or contracts between leaders and foko{@eng, 2002). Hsu, Bell, and
Cheng (2002) also pointed out a transactional lefrdguently uses initiating structure or
consideration in order to increase followers’ extpgons that they will be rewarded
based on their performance because leadershipagdmange process. These leaders
“give followers something they want in exchangedomething the leaders want”
(Kuhnert & Lewis, 1987, p. 649).

Transactional leadership is consistent with what wrgginally contracted with
the leader (Bass & Avolio, 1990). Bass (1985) saithnsactional leader operates within
the existing system or culture, has a preferencadk avoidance, pays attention to time
constraints and efficiency, and generally prefece@ss over substance as a means for
maintaining control. An adept transactional leaddikely to be effective in stable,
predictable environments where charting activitgiagt prior performance is the most
successful strategy (Song, 2002). In this resfias (2008) stated that “not only if not
overlooked or forgiven, failure will bring disapmbment, excuses, dissatisfaction, and
psychological or material punishment, but alstv@ transaction occurs and needs of
leader and follower are met, and if the leaderfoasal or informal power to do so, he or

she reinforces the successful performance” (p..618)
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Negative Effects of Transactional Leadership

Bass (1985) suggested that contingent reward shmeulchderutilized even
though it provides role clarity, role acceptanaisfaction, and performance. Bass also
mentioned that what management-by-exception, neggedback, and contingent
aversive reinforcement have in common is that lesanieervene only when something
wrong happens. He specifically asserted the negjaffects of transitional leadership
like following.

First, feedback should be underutilized. What's oamly happens is that
supervisors actually say and believe they are gifeedback to subordinates, but the
subordinates do not feel they get feedback. Tlifierénce in perception of feedback
occurs because subordinates and supervisors rigantiportance of various feedbacks
differently. For example, Greller (1980) found tsabordinates value feedbacks about
task itself, comparisons to the work of others, emdvorker's comments about their
working studied about metropolitan transit organaa On the other hand, supervisors
put more significance on their own comments torteebordinates, their
recommendations for rewards like raises, promotiand more interesting assignments
than their subordinates do.

Second, there are problems with incentive paymemees. When rewards are
fully dependent on performance, productivity islikto increase. However strict
payments can be exploitative. It may not consiberfactors that the workers are not able
to control which affect their productivity. In adidin, if quantity only is emphasized,

quality may not be regarded. Strict rate paymentpzsssibly result in worker
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dissatisfaction and conflict among themselves aitld management. Sometimes, they
may pursuit self-interest which is in conflict with-worker and organizational interests

Third, supervisors can lack control over rewartisupervisors lack the
necessary reputation to deliver necessary rewtreyg,are not going to be seen as
effective transactional leaders (Tsui, 1982).

Fourth, if promises of reward or threats of punishirare seen as coercive or
manipulative, unintended consequences could o&ackdale (1981) asserted the
importance of free will by saying “You cannot peade to act in their own self-interest
all of the time.....Some men all of the time andnaéin some of the time knowingly will
do what is clearly to their disadvantage if onlgéese they do not like to be suffocated
by carrot-and-stick coercion. | will not be a pigkey; | will not bow to the tyranny of
reason” (p. 15). Subordinates may find a shortenply to fulfill the exchange of reward
for compliance. Reprimands or punishments may ssteky inhibit subordinates’
undesirable behavior, but also generate varietdysfunctional behaviors like reaction
formation, guilt, and hostility. These negative &elbrs are likely to occur when highly
motivated subordinates are under stress or ovesthakhey may regard negative
feedback as a personal attack instead of a welhtidned one.

Bass summarized contingent reinforcement and fataeifort as following chart:
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Figure 1.Contingent Reinforcement and Follower Effort. Atpfrom Bass, B. M. (1985).eadership and performance beyond

expectationsNY: Free Press. 148.
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This chart demonstrates that when subordinatesedda their jobs, they are
going to get reward as promised, satisfaction a&ffdesteem. However, if they fail to
comply with the leadés directory, leaders are likely to reprimand oe#ien, which
might generate unintended effects like hostiliyathy, anxiety, and loss of self-esteem.
Transformational Leadership

Many scholars in various fields have long recogmitteat leadership goes
beyond the notion of a social exchange betweeretesd followers. Leadership cannot
be simply limited to reward followers with carrdts compliance or punishment with a
stick for failure. Leadership must address theofe#lr's sense of self-worth to have the
follower truly committed and involved in the effat hand (Bass & Riggio, 2006).
Recent research demonstrates the significancamgformational leadership in various
settings (Avolio & Yammarino, 2002).

The transformational approach to leadership haseggpopularity in the
research literature since its inception in the 1&@0. Burns (1978) is often cited as the
source of the concepts of this approach to leagetsbory. Burns regarded
transformational leadership as a contrast to tkims®l leadership. He also defined a
transforming leader as one who (1) raises theuvi@ls’ level of consciousness about the
importance and value of designated outcomes and wfayaching them; (2) gets the
followers to transcend their own self-interesttfug sake of the team, organization, or
larger polity; (3) and raises the followers’ lee¢éineed on Maslow’s (1954) hierarchy
from lower-level needs for achievement and seléralization. Cascio (1995) noted that
“today’s networked, interdependent, culturally dsesorganizations require

transformational leadership” (p. 930).
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According to Bass (2008), a transformational leatdrances their followers’
confidence and increases awareness of selectesl gaihow they may be obtained. He
also inspires followers to look beyond their owti-ggerests and seek to satisfy such
higher-level needs self-actualization. Bass andliayd994) also mentioned that
transformational leadership occurs when a leader:

1. Stimulates interest among colleagues and followewsew their work from

new perspectives;

2. Generates awareness of the mission or vision detlm and organization;

3. Develops colleagues and followers to higher leeéksbility and potential,

4. Motivates colleagues and followers to look beydmelrtown interests

toward those that will benefit the group. (p.2)

Yukl (2006) reported that leaders with transformadil leadership have a clear
vision and communicate it to followers, act confitlg and are optimistic, articulate
confidence to followers, lead followers by exampigse symbolic actions to emphasize
key values, and take advantage of the empowernid¢ollmvers to achieve the vision.
He also stated that transformational leaders concatea clear vision of the potential
and priority of an organization. The vision helpBdwers see what an organization can
accomplish, helps followers understand their puggnghe organization, and helps guide
followers’ actions and decisions. Communicating\usgon is not enough; the leader
must also convince the followers of its feasibibtyd gain their agreement.
Measurement of Transformational Leadership

The most widely used instrument to measure transftonal leadership is

Multifactor Leadership Questionnaire (MLQ; Bass &olo, 2000). MLQ assesses the
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components of transactional leadership, transfaamal leadership and laissez-faire.
Leaders with laissez-faire leadership are non-aittr@an. They let the followers feel
responsible and obliged in their own ways, so takst control of the followers (Bass &
Riggio, 2006). There are two forms of the MLQ. Tinst one is the Leader Form. It asks
the leader to rate his or her own leader behabiarself-rating is susceptible to bias, so
MLQ Rater Form is more commonly used. The MLQ R&®mm asks associates of
leaders (for example, supervisees, director reportstc.) to rate the frequency of their
leader’s transactional and transformational leddprisehavior using 5-point ratings
scales.

The original MLQ was composed of 73 items but wésczed for including
items that did not focus directly on leader behes/{ukl, 2006). The first published
version of the MLQ contained 67 items measuringRR& model, and 37 items among
them assessed transformational leadership (Basga$idh 1990). The current version of
the MLQ (5X) contains 36 standardized items, foeimis assessing each of the nine
leadership dimensions associated with the FRL maahel the nine measuring outcomes
including ratings of the leader’s effectivenessiséaction with the leader, and the extent
to which followers exert extra effort as a restlthee leader’s performance.

Morality in Transactional and Transformational Lead ership

Burns (1978) emphasized the significance of thesfrmational leadership in
terms of morality and firmly believes that leadars required to be morally uplifting in
order to be transforming. According to Banerji ardshnan (2000), transformational
leaders tend to behave ethically in tempting seesaespecially those who are highly

motivated and intellectually stimulated. To haveatlunderstanding about authentic
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transformational leadership, Bass and Steidimé&i@99) elaborated moral elements of

transformational and transactional leadership 8&alrle 4. In transactional leadership,

leadership dynamics such as task, reward systeéemtions, trust, and due process are

considered as significant are perceived as impontemal element to be considered, but

in transformational leadership, but leadership dyiea such as idealized influence,

inspirational motivation, intellectual stimulatioand individualized consideration are

perceived as important moral element to be constler

Table 4

Moral Elements of Transformational and Transactiob@adership

Leadership dynamic

Transactional leadership etlocatern

Task

Reward system

Intentions
Trust

Due process

Whether what is being done (the end) and #ens
employed to do it are morally legitimate

Whether sanctions or incentives ingftgctive freedom and
respect conscience

Truth telling
Promise keeping

Impartial process of settling conflaatd claims

Transformational leadership

Idealized influence

Inspirational motivation

Intellectual stimulation

Individualized
consideration

Whether “puffery” and egoismpant of the leader
predominate and whether the leader is manipulativeot

Whether providing for trampowerment and self-
actualization of followers or not

Whether the leader’s peogris open to dynamic
transcendence and spirituality or is closed propdgand a
“line” to follow

Whether followers are treated as ends or meanghehe
their unique dignity and interests are respectatbbr

Note Adapted from Bass, B. J., & Steidlmeier, P. ()9®hics, character, and authentic
transformational leadership behavibeadership Quarterly, 1@), 181-218.
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Relationship between Transactional and Transformatnal Leadership

Burns (1978) and Bass (1985) viewed transactiomalteansformational
leadership differently. Even though Burns (1978)eved that a leader could be placed
on a single continuum as either a transactionttamsformational leader, Bass (1985)
claimed that transactional and transformationaddeship reflect two distinct dimensions
rather than opposite ends of one continuum. Bdisaisework incorporates both
transactional leadership and transformational lesdie. By including both concepts, his
framework covers a broader range of behaviors tiherarlier leadership theories
including transactional leadership theory (Bass\&Wo, 1994).

According to Burns (1974), transactional leadersiaps not successfully make
leader and followers pursue a higher purposesltegetvhile transformational leadership
allow leaders and followers achieve higher levélsiotivation and morality. Bass and
Riggio (2006) said transactional leaders are thds®elead through social exchange,
while transactional business leaders offer findnmexaards for productivity or deny
rewards for lack of productivity. Zaleznik (1983)stribed that transactional leader
analyzes employee lower-level needs and deterntive@sgoals. In other words, leader
simply tries to satisfy the employee’s basic naadwder to maintain the organizational
status quo. According to Bass (1985), the trangaatileader also limits the employee’s
1) effort toward goals, 2) job satisfaction, and8gctiveness toward contributing to
organizational goals. Bass (1986) indicated tleatdactional leadership is acceptable, but
basically it just maintains the mediocrity of thganization. Transformational leaders,
on the other hand, are those who stimulate andrengglowers to both achieve

extraordinary outcomes and, in the process, dewvbleipown leadership capacity.
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“Transformational leaders help followers grow amdelop into leaders by responding to
individual followers’ needs by empowering them daydaligning the objectives and goals
of the individual followers, the leader, the groapd the larger organization” (p. 3).
Transformational leaders recognize and make usenpfoyees’ higher-level needs
which aren’t limited to superficial self-interesBy doing so, transformational leaders

can motivate employees to perform better than drpeaaitially (Bass, 1985).
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Transformational Leadership
Transactional Leadership
Charismatic Individualized Intellectual
Inspiration Consideration Stimulation
Management By-Exception
Hightened Motivation to
| Expected Effort L Attain Designated Outcomes
(Extra Efforts)
Contingent Reward
y y
Expected Performance Beyond
Performance Expectations

Figure z. Leadership Process. Note. From Bass, B. M. &Avolio, B. J. (1990). Theglications ottransactional an
transformational leadership for individual, teamd arganizational developmeResearch in Organizational Change &
Developmer, 4, 237
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Yukl (1989) explained the term transformationadieship as the process of
influencing major change in the attitudes and aggiams of organization members and
building commitment for the organization’s missimmobjectives. While transactional
leadership has been described as an exchangeuafsts@r needs to be satisfied,
transformational leadership has pointed to mutuarests with followers and been
represented to increase employee satisfactionyatmtn, technological innovation
through a strong relationship between leaders alhalifers (Bass, 2008). Bass argued
that transformational leadership behavior geneddlscribes how leaders plan, develop,
and accomplish significant change in an organinabip being attentive to the needs and
motives of their followers.

Bass (1990) said understanding leadership stylapplying proper leadership
to different situations is important in that it pglimprove the environment for the
employees or subordinates and in the end makew ¢lagization successful. He
contended there are several reasons why the tteorsacstyle should not be used very
often, like time pressure, inadequate opportuntbesbserve followers, lack of appraisal
systems, as so on. Using transformational leaderée leader can support people to
improve their potential fully so that they perfoantheir best. A transformational leader
has vision, self-confidence, and inner strengthuiole people toward goal. The
following figure demonstrates that whereas transaat leadership enables expected

performance, transformation enables people to parfieyond expectations.
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Figure 3.Personal Antecedents of Transactional and Tramsfoonal Leadership. Note: From Bass, B. M. (198Badership
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and performance beyond expectatioNy: Free Press. 152.
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Full Range Leadership Model

After Burns (1978) introduced the concept of transfational leadership, Avolio
(2010) refined the concept and suggested the itidee dull range leadership model.
MLQ was used in order to determine “who attemptsp g successful, and who is
effective as a leader” (Bass, 1995, p. 464). Ihidies both transactional and
transformational leadership behaviors and how #eeaf those facilitates an organization
to adapt to changes in the environment. Kirkbr2ig0g) mentioned that the full range
leadership model should be the most researchesgaiudted leadership model used in
the world nowadays.

Figure 4 presents the full range leadership maded. full range theory of
leadership comprises of transformational leaderufors, transactional leadership
factors, and laissez-faire, and they are orgarazednd two axes each of which is degree
of activity and degree of effectiveness. The atstiaxis shows how active or passive the
leader is in terms of achieving the goals of thgaaization. In other words, how deeply
the leader is engaged or involved is the main aonokthe activity axis. The effective
axis is about how effective the specific leadershtype is.

As is mentioned earlier in the present study,sf@amational leadership behaviors
are comprised of factors such as idealized inflaemspirational motivation, intellectual
stimulation, individualized consideration, and sactional leadership behaviors consist
of contingent reward, management-by-exceptionuiéid represents that transformative
leaders are more active and effective in achiethieggoals of the organizational than
transactional leaders, however as situational isagesuggests that some behaviors are

more appropriate in certain situations, the fuiga leadership model emphasizes the
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situational factors. Even if transformational leiesthep is more effective in general,
transactional behaviors can be better used ininesitaiations such as when serious
safety issues are involved. Therefore, Avolio (20@¢ommended that a fuller and more
integrative focus which considers the leader, ¢ake &nd the complexity of the context,

because leaders are the part of dynamic.

Effective

Passive Active
MBE

LF

II: Idealized Influence

IM: Inspirational Motivation

IS: Intellectual Stimulation

IC: Individual Consideration

CR: Contingent Reward

MBE: Management-by-Exception
LF: Laissez-faire

Ineffective

Figure 4. Full Range Leadership Model. Adapted from Avolio, B. J. (2010). Full range
leadership development (2™ edition), Sage Publications, Inc.

Organizational Culture
Concept of Organizational Culture
There exist cultures within organizations. WitHue fast ten years, organizational
culture has been regarded as one of the mostis@gmifareas in sport management

studies (Scott, 1997). Many organizational cultineorists define organizational culture
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as the deep-rooted values and beliefs held andiggddoy members of an organization
(Deal & Kennedy, 1982; Hatch, 1993; Martin, Feldmidatch &Sitkin, 1983; Schein
2004). Lee (2003) summarized definitions of organanal culture as shown in Table 5:
Table 5

The Definitions of Organizational Culture

Author/Year Definition

Allaire & Firsirotu (1984) A particularistic systeof symbols shaped by ambient
society and The organization’s history, leadersimg
contingencies, differentially shared, used and rinrediby
actors in the course of acting and making sensefout
organizational events

Covell, Walker, Siciliano & The term used to describe the set of beliefs, noams

Hess (2003) values that are shared by the members of an ol#mz
These beliefs, norms, and values have to do wétwiy
the organization operates and what is importattian
organization

Siehl & Martin (1988) Shared values and interpretet

Magretta (2002) Set of assumptions about how wihithgs and who we are
Newman & Carpenter (1991hlave both formal and informal structures

Hawk (1995) What it’s like to work around here

Robbins (2002) A system of shared meaning held éynbers that
distinguishes the organization from other orgainaest

Scott (1997) Organizational culture is not readibgervable through
external analysis, consists of widely shared vahres
assumptions that exist at deeper levels of thenzgton,
and define ways in which the business operates.

Wallace & Weese (1995) Deepeoted beliefs, values, and assumptions widelyest
by organizational members that powerfully shape the
identity and behavioral norms for the group

Note. Adapted from Lee (2003)n examination of organizational culture of selecte
national governing bodies using the competing \ali@mework Unpublished doctoral
dissertation, University of Northern Colorado. 23.
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Scott (1999) argued that it is important to diéigiate between organization
culture and organization climate because theirrétexal foundation is totally different.
He mentioned that culture is based on social aptiiogy and not easily measured by
observation, however climate is based on sociathpdpgy and can be measured through
assessing employees’ perceptions about their workament.

Moran and Volkwein (1992) suggested that climatestsblished through the
underlying culture of an organization. Climate egsbers tend to put greater emphasis
on organizational members’ perceptions of “obsde/gractices and procedures that are
closer to the “surface” of organizational life (@nj 1973; James & Jones, 1974).
Organizational climate enables the industrial/orgaional psychologist to identify how
the organization is a psychologically meaningfulisonment for individual organization
members (Payne & Mansfield, 1976). On the othedhenlture researchers have not
only asserted the importance of a deep understgrdianderlying assumptions (Schein,
2004), but also have suggested that sport orgamzapperated with stable cultures
develop their own thick culture rather than adaghe external environment (Slack&
Parent, 2006). Denison (1996) explained the diffeeebetween organizational climate

and culture in detail in Table 6 and 7.
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Table 6

Contrasting Organizational Culture and Organizatbi€Climate Research Perspectives

Differences Culture Literature Climate Literature
Epistemology Contextualized and idiographic Comparative & nomothetic
Point of View Emic (native point of view) Etic (rearcher’s point of view)
Methodology Qualitative field observation  Quantitatsurvey data

Level of Analysis Underlying values and assumptionsSurface-level manifestations
Temporal Orientation Historical evolution A historical snapshot

Theoretical Foundation Social construction; critical theory Lewinian field theory

Discipline Sociology and anthropology ~ Psychology

Note. Adapted from Denison, D. R. (1996). Whatis difference between
organizational culture and organizational climaerrative’s point of view on a decade
of paradigm warsAcademy of Management Review(3)1625.
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Table 7

Areas of Convergence in the Culture and Climaterhiure

Areas of Convergence Examples of Convergence

Definition of the phenomenonBoth focus on the internal social psychological
environment as a holistic, collectively definediabc
context

Central Theoretical Issues Shared dilemma: comgesteated by interaction, but
context determines interaction
Definition of domain varies greatly by individudleorist
Dynamics between whole and part
- Multiple layers of analysis
- Dimension vs. holistic analysis
- Subcultures vs. unitary culture

Content & Substance High overlap between the dinaasstudies by
guantitative culture researcher and earlier stuoyes
climate researchers

Epistemology & Methods Recent emergence of quaivigaulture studies and
gualitative climate studies

Theoretical Foundations Roots of culture researehmasocial constructionism
Roots of climate research are in Lewinian fieldotlye
Many recent studies have crossed or combined these
traditions

Note. Adapted from Denison, D. R. (1996). Whatis difference between
organizational culture and organizational climaerrative’s point of view on a decade
of paradigm warsAcademy of Management Reviewm(1627

Elements of Organizational Culture

Culture is composed of several different levdlevel’ means the degree to
which cultural phenomenon is visible to the obserizevel of culture tends to be easy to
observe and very difficult to decipher. Major levare artifacts, espoused beliefs and

values, and underlying assumptions (Schein, 2004).
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The level of artifacts is situated at the surfand tangible. It includes phenomena
that one can see, hear, and feel when one meetstamiliar culture such as architecture,
language, technology, products, artistic creatistyde, published lists of values,
observable rituals and ceremonies, etc. (Sche® )2 oung (2000) spoke that artifacts
are quite easy to understand compared to otharrallevels. Artifacts bring immediate
insight. Gagliardi (1990) said one’s own respomspltysical artifacts can lead to the
identification of major images and root metaphoie teflect the deepest level of the
culture. Schein (2004) asserted that it is dangetounfer the culture of an organization
from artifacts alone because there always exissonterpretations associated with
feeling and reactions.

Espoused beliefs and values appear though fonnaaindormal behaviors
(Siehl& Martin, 1988). Schein (2004) referred tp@gsed values as “a way of dealing
with the uncertainty of intrinsically uncontrollaobr difficult event” (p. 20). Nelson and
Quick (2003) said that values are testable in thgsiocal environment and only by social
consensus. Champoux (1996) mentioned that thersvardifferent types of values:
espoused values and in-use (enacted) values. pbess] values guide what veteran
members say in a given situation and the in-usacted) values guide the behavior of
organization members.

When members of an organization are in congruwiitteespoused values, it can
be said that basic assumption is held in an orgéiniz. Schein (2004) said basic
assumptions are values taken for granted, non-aotable, nondebatable, therefore they
are difficult to change. Basic assumptions arelamio what Argyris (1976) called

“theories-in-use” — the implicit assumptions guitde group members’ behavior, ways of
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thinking, and feeling. Young (2000) explained bassumptions are “the visible but
identifiable reason why group members perceivekihand feel the way they do about
external survival and internal operational issughsas a mission, means of problem
solving, relationships, time and space” (p. 19)lshie and Quick (2003) summarized
elements in basic assumptions as “relationshimtrenment, nature of reality, time and
space, nature of human nature, nature of humawvitgcind nature of human
relationships” (p. 539).

Schein (2004) concluded his explanation of thelkwf culture. He noted that in
analyzing culture, people have to recognize thiaats are easy to observe but hard to
decipher, therefore espoused beliefs and valuesomigiyreflect rationalizations and
aspirations. In order to understand culture incaugr one has to identify what are the
basic shared assumptions of that culture and utashelr$he learning process of how the
basic assumptions come to be.

Rousseau (1990) demonstrated layers of culturagéd@ulture has many
elements, layered along a continuum of subjectamitgt accessibility” (p. 157). Choi
(2005) summarized them into five levels. Firstngs physically manifested and products
made out of cultural activity (e.g., logo and syishare called artifacts. Second,
structural patterns of activities such as decisiaking, communication and coordination
are reflected through patterns of behavior. Outsidee able to observe those activities
and they help solve basic organization problemgdTbehavior norms are established
through members’ beliefs about which are acceptabisacceptable. Members come to
predict norms of behavior mutually. Fourth, valhewd be prioritized to certain states

or outcomes, such as innovation versus predictiggsiland risk seeking versus risk
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avoidance. Finally, even the organizational membegsot aware of fundamental

assumptions directly.

Robbins (2002) pointed out the different degreethefcharacteristics in an

organization that compose its diverse organizationldure. The six primary

characteristics of organizational culture consighe following:

1.

Innovation and risk taking — The degree to whiclpkyees are encouraged to
be innovative and take risks.

Attention to detail — The degree to which employaesexpected to exhibit
precision, analysis, and attention to detail.

Outcome orientation — The degree to which managefoeuases on results or
outcomes rather than on the techniques and pracassd to achieve those
outcomes.

People orientation — The degree to which managedemisions take into
consideration the effect of outcomes on peopleiwitie organization.

Team orientation — The degree to which work agésitire organized around
teams rather than individuals.

Aggressiveness — The degree to which organizatixtalities emphasize
maintaining the status quo in contrast to growph2@5)

The different values or assumptions in an orgaigratan influence the

assessment of organizational culture. Therefoeentbasures of organizational culture

have moved “from a systems theory framework tovepralitative measurement of

subjective variables, such as rituals and storeas the workplace” (Colyer, 2000).
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Furthermore, Schein (2004) stated, “I have not dbameliable, quick way to identify
cultural assumptions” (p. 135).

Champoux (1996) summarized dimensions of orgamzaticulture. There are
seven dimensions such as levels, pervasiveneskgitmgss, imprinting, political,
plurality, and interdependency, and each dimensuggests different ways to understand

a culture (see Figure 5).

Pervasiveness

Levels Implicitness

N

<— Imprinting

Interdependenc Organizational

Culture

Plurality Political

Figure 5.Seven Dimensions of Organizational Culture. Adatech Champoux, J. E.
(1996).0Organizational behavior: Integrating individualsiaups, and processeSt.
Paul, MN: West. 104.

The levels dimension encompasses the differeniedsgyf visibility in
organizational culture, for instance, physical giesd of an organizational culture are

easy to see but core values are least visible p€h&asiveness dimension explains how
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culture is wide-spread in an organization. Champ@d®96) explained “culture affects
people, their beliefs, their relationships in andsale the organization, their views of the
organization’s product or service, their views ofmpetitors, and much more” (p. 104).
The implicitness dimension is about how veteranleyges often take the core values of
the organization’s culture for granted. Sometimeteran employees assume that
everyone knows the core values, therefore theyoddhimk it necessary to explain those
core values to newcomers. The imprinting dimensabout culture having deep roots
in the organizational history, so the values arltefseare imprinted on the members of
the culture so strongly, making it hard to chanigee political dimension views culture
as closely related to systems of power in an omgaioin. As culture is attached to the
values like coalitions, cliques, cabals, and atlemso strongly, it resists change. The
plurality dimension describes how subcultures arishost organizations. When
managers try to change an organization’s culture/gp struggles can occur among those
subcultures. The interdependency dimension exptaatscomplex connections can exist
between subcultures, beliefs, and symbols. Cultalsesare connected to external
environment of the organization.
Effect of Culture

Nelson and Quick (2003) summarized four basictions of organizational
culture. First, culture enables the members to laasense of identity which encourages
them to be more committed to the organization. Bécoulture helps employees better
interpret what the events of the organization m&aird, culture strengthens the values
in the organization. Lastly, culture helps in singpihe behavior of the organization

members.
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Robbins (1994) asserted that there is a stroagjeakhip between organizational

culture and satisfaction, but individual differeagaoderate the relationship. The

following figure demonstrates how organizationdtune impacts performance and

satisfaction.

Objective factors

Individual
autonomy
Structure
Support
Identity
Rewards
Conflict

Perceived as

Organizational
culture

Strength

A 4

High

4

A

Performance

Satisfaction

Figure 6.How Organizational Culture Impacts Performance &atisfaction. Adapted
from Robbins, S. P. (1994Qrganizational BehaviorEnglewood Cliffs, NJ: A Simon &

Schuster Company, 447.

Robbins (1994) argued that satisfaction will behlesgt if individual needs and

organizational culture coincide. The strength @famizational culture ranges from low to

high. High satisfaction yields good performancefiideg the boundaries of the

organization to facilitate individual interactiondlimiting the scope of information

processing to appropriate levels help organizatiaitd culture that create higher

performance (Krefting & Frost, 1985).

Kotter and Heskett (1992) reviewed three perspestio see the relationship

between organization culture and performance: Tioag culture perspective, the fit

perspective, and the adaptation perspective.
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The first one is the strong culture perspectivetrang culture is “an
organizational culture with a consensus on theasthat drive the company and with an
intensity that is recognizable even to outsidehssl strong culture is deeply held and
widely shared. It is highly resistant to change”3p6). Kotter and Heskett (1992)
asserted that strong cultures facilitate perforredrecause, first, all employees share
common goals, second, strong cultures generatenhagivation, and third, strong
cultures can control organization with no oppressibbureaucracy.

The second perspective is the fit perspective.fiflperspective means that a
culture is good only when it fits the organizati®strategy. The fit perspective is useful
in explaining short-term performance but is inajpi&ate for long-term performance.

The third one is the adaptation perspective. Onttere is established in an
organization, it tends to perpetuate and be st&hleit does not mean that culture never
changes. Kotter and Heskett (1992) said “turnovéeeyg members, rapid assimilation of
new employees, diversification into very differéntsinesses, and geographical
expansion can weaken or change a culture” (p. @y Tvrote in detail as follows:

1. Corporate culture can have a significant impaca dinm’s long-term

economic performance.

2. Corporate culture will probably be an even moreangnt factor in

determining the success or failure of firms in tiest decade.

3. Corporate cultures that inhibit strong long-termaficial performance are

not rare; they develop easily, even in firms thatfall of reasonable and
intelligent people.

4. Although tough to change, corporate cultures camade more
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performance enhancing. (pp. 11-12)
The difference between adaptive organization cedtand nonadaptive
organization cultures is dramatic. The followingleasummarizes the difference.
Table 8

Adaptive versus Nonadaptive Organizational Culture

Adaptive organizational culture Nonadaptive orgational culture

Core values  Most managers care deeply aboMiost managers care mainly about
customers, stockholders, and  themselves, their immediate work
employees. They also strongly group, or some product (or
value people and processes that technology) associated with that
can create useful change (e.g., work group. They value the orderly

leadership up and down the and risk-reducing management
management hierarchy) process much more highly than
leadership initiatives
Common Managers pay close attention to Managers tend to behave somewhat
behavior all their constituencies, especiallyinsularly, politically, and
customers, and initiate change bureaucratically. As a result, they do
when needed to serve their not change their strategies quickly to
legitimate interests, even if that adjust to or take advantage of
entails taking some risks changes in their business

environment

Note: From Kotter & Heskett (1992 .orporate Culture and Performancéhe Free
Press: New York, NY, 51

Assessing Organizational Culture
Many scholars argued that assessing organizatootake with quantitative
method can be problematic. Proponents of qualéatiethods assert that culture is more
appropriately assessed qualitatively because:
1. The fundamental content of culture is unconsciogshaghly subjective.

2. Interactive probing is required to access othenwiaecessible and
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unconscious cultural material.

3. Each culture is idiosyncratic and unique and rexguimonstandardized
assessments. (Schneider, 1990, p. 166)

Schneider (1990) noted that even though usingtgative method is
controversial in culture study, quantitative asses# offers “opportunity for inter-
organizational comparisons to assess often-asstetans between culture and
organization success, strategy, and goals” (p.. X8dantitative methods are valuable in
terms of precision, comparability, and objectiiNelson & Quick, 2003). Ouchi and
Wilkins (1985) argued that “the whole point of @@ntemporary study of organizational
culture is to go beyond the method of the anthrogist by applying multivariate
statistical analysis” (p. 478).

This study will use Organizational Culture AssesstrQuestionnaire (OCAQ) by
Sashkin (2001) to measure the culture of univesigcer teams in Korea. Using this
instrument measures | will measure four factorfolews:

1. Managing change: It reflects how well an organ@ais able to adapt to
and deal with changes in its environment.

2. Achieving goals: It measures the extent to whicloyanization is effective
in achieving goals, the extent that there are @atteand aligned goals and
the degree to which shared values support orgammedtimprovement.

3. Coordinated teamwork: It is the measure of therexttewhich the effort of
individuals and groups within the organization &ed together,
coordinated, and sequenced so that everyone’s &ffoks fit together

effectively.
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4. Cultural strength: It is a measure of the extewliiach members of the
organization agree on the values and extent tohwdectain core values are

present. (p. 22)

Leadership and Organizational Culture

Culture is a dynamic phenomenon and influencechbglér behavior. Leaders
are those who help shape the culture. Leaderslig@ature are two sides of the same
coin. Cultural norms define how an organization ddfine leadership and leaders create
and manage culture. Leadership and culture areeponally intertwined with each other
(Schein, 2004). Schein (2004) explained that celhegins with leaders by imposing
their own values and assumptions on a group. lagseimptions imposed come to be
taken for granted in a group where the leadershipgarded as acceptable, and then it
will be defined as a culture. When certain assuomgtido not work any longer facing
some difficulties, leadership comes into play omu#e perceiving the limitations of
one’s own culture and the culture is evolved adapti He argued that organizational
culture starts with the founders of the organizatiad filters down throughout the
hierarchy, and organizational leaders will likebntinue to try to shape culture so that it
is consistent with the organization’s goals. Howebg definition, organizational culture
is shared understanding and acceptance amongrstatbers of what is valued and
expected in an organization, thus “it may be dedgcbut it is not ultimately determined,
from above” (Macintosh & Doherty, 2005, p. 3). Téfre, cultural understanding is

essential for all of the organization members, eisflg for the leaders (Schein, 2004).
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Schneider (1994) also asserted the intimate reistip between culture and
leadership by mentioning leaders build paradigness&ld “How the leaders of an
organization believe things should be done dritheskind of culture that is established”
(p. 10). According to Kuhn (1970), paradigm is defi as a “constellation of concepts,
values, perceptions, and practices shared by a cmtyywhich forms a particular vision
of reality that is the basis of the way a communityanizes itself” (p. 11). In other
words, a paradigm is the way people understandraerpret the world. Schneider
(1994) argued the importance of culture in an oigion for following reasons:

1. It provides consistency for an organization angésple.

2. It provides order and structure for activity wittan organization.

3. It establishes an internal way of life for people.

a. It provides boundaries and ground rules.
b. It establishes communications patterns.
c. It establishes membership criteria.

4. It determines the conditions for internal effechiess.

a. It sets the conditions for reward and punishment.
b. It sets up expectations and priorities.
c. It determines the nature and use of power.

5. It strongly influences how an organization is stawed.

6. It sets the patterns for internal relationships agnpeople.

7. It defines effective and ineffective performance.

8. It fixes an organization’s approach to management.

9. It limits strategy.
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10. It is fundamental to an organization’s productivity
11. It parallels individual character. (pp. 15-16)
Managing Organization’s Culture

Managing organization’s culture is as importanslaaping it. In managing
organization’s culture, the role of leader is vsignificant. Schein (2004) suggested five
elements to sustain and reinforce the organizaioulture.

The first element is what managers pay attenbosthein (2004) noted that
paying attention means “anything from what is nredi@and commented on, to what is
measured, controlled, rewarded, and in other wgstematically dealt with” (p. 225). If
leaders are consistent in what they pay attenpmeasure, and control, employees get
clear ideas about what should be regarded impanahe organization. If leaders are
inconsistent, employees waste much time tryingnenstand meaning of their leaders.
Hoeber and Frisby (2001) warned that leaders mapaable to figure out incongruence
between organizational values and practices if Hweply depend on the dominant
narrative.

The second element is how leaders react to ciibms.leaders deal with crises
suggests a powerful message about culture. Sch@@#) asserted that crises help spread
culture because “the heightened emotional involverdaring such periods increases the
intensity of learning (and) if people share inteas®tional experiences...they are more
likely to remember what they have learned” (p. 28hployees may realize the true
color of their organization in crises, so pay clagiention to how leaders react to the

crises.
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The third element is how leaders behave. Leaderstess the values they are
seeking through role modeling, teaching, and coagctBy demonstrating model
behavior, leaders can encourage their employeles toore entrepreneurial.

The fourth element is how leaders allocate rewardsstatus. Rewarding what is
valued is important in sustaining the organizasoralues. Schein (2004) noted “an
organization’s leaders can quickly get across tbwm priorities, values, and
assumptions by consistently linking rewards andgiunents to the behavior they are
concerned with” (p. 234).

The fifth element is how leaders hire and firevidtbals. How leaders hire and
fire is a powerful way to reinforce an organizatibaulture. Leaders tend to look for
individuals who share similar values with currerdamization members. Slack and
Parent (2006) pointed out that while a homogenoasof people may reinforce a sport
organization’s culture, managers must be awarbefdct that if a manager keeps on
reproducing a certain culture in a group, it caegkthe group out from the upper levels
of management (Kanter, 1977).

Studies about Leadership and Organization Culture

Organization culture is has become a popular d@retudy for sport teams,
organizations and business (Slack & Parent, 2@&neron and Freeman (1991)
asserted that a great amount of attention hasmadrto the concept of organizational
culture over the last several years. MaclntoshRwoigerty (2007) argued that many
authors have studied to focus on the nature andatgf organizational culture in a
variety of contexts, including university campusreation departments (Costa &

Daprano, 2001; Weese, 1995, 1996), intercollegittketic departments (Scott, 1997,
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Smart & Wolfe, 2000; Southhall, 2001), fitness arigations (Macintosh & Doherty,
2005; Wallace & Weese, 1995), federal and stagd spganizations (Colyer, 2000;
Kent & Weese, 2000; Pawlak, 1983; Smith & Shilbi@§04), and sport organizations in
general (Doherty & Chelladurai, 1999; Westerbe®@9). They also said that the leader
should develop their power over managing culture¢cease the success of their
organizations or business.

Maclintosh and Doherty (2007) examined the extguaateption of organization
culture and its relationship to clients’ satisfantwith the organization. They examined
clients’ perception in the Canadian fitness indusatisfaction by asking whether they
extended the membership or not. It was revealddlieavalues of performance, fithess
and peak attitude were apparent, however the valutesst, innovation, integrity and
communication were less apparent in the organizaltacintosh and Doherty concluded
that organizational culture can definitely makeits satisfied or not which affects
extension of their membership. In other words,st@pe of culture extends beyond the
company boundaries. Corporate values are sureafzestiients’ attitudes and future
behavior.

Weese (1995) investigated the concepts of transftoomal leadership and
organizational culture within campus recreationgoams of Big Ten and Mid-American
Conference. His three research questions were #feudlifferences between high
transformational leaders and low transformatioeatlers’ impact on culture strength,
culture-building activities, and penetrating thgamizational culture throughout the top
four administrative levels. This study revealed thea campus recreation programs

administered by high transformational leaders pgxsee significantly stronger, positive
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cultures than the campus recreational programsrasi@ied by low transformational
leaders. This was because the high transformatieadérs made staff members aware of
potential and current customers’ wants, needsgdasdes.

Weese (1996) went on to investigate the relatignbbtween transformational
leadership, organizational culture, and organinali@ffectiveness in the same programs
as his previous study. In this new study, he didfimal any significant relationship
between transformational leadership and organizatieffectiveness, however he did
find a significant relationship between the stréngft culture and organizational
effectiveness.

Wallace and Weese (1995) investigated the reldtiprsetween
transformational leadership, organizational cultared job satisfaction in Canadian
YMCA organizations. The result indicates that etleyugh there were nonsignificant
differences found between the high and low tramsé&tional leadership groups for
employee job satisfaction, a significant differeesésts between the organizational
culture of the high and low transformational graupsnsformational leaders develop a
vision for the organization so it can be incorpedainto the organization’s culture. They
let subordinates participate in culture-buildingh\aties and attain final goals.

Leadership style of coaches can make differencesam effectiveness. Pratt and
Eitzen (1989) studied whether authoritarian or denaoc forms of leadership are
associated with team success. The authoritarialeteagards subordinates as a kind of
instrument of the organization. He tends to berogs, strong, hierarchical, and
impersonal. Many coaches are still authoritariging faced with many uncertainties

like injuries, weather, bad luck, and so on, thgya control the situation as much as
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they can. The democratic leader regards subordirgat@ single unit. He emphasizes
cooperation and interpersonal relationships, aaddaidership style is supervisory rather
than controlling. Pratt and Eitzen did not find @tyle to be more successful than the
other. However Pratt and Eitzen found out thatetifiects of leadership style turned out
to be different depending on the gender of the tdamboys’ teams, authoritarian
coaches were not better than democratic coachesms of winning. For girls’ teams,
highly authoritarian coaches tended to be morecgé in winning. The researchers
explained these three ways. First, as girls asedk#iful, they need a coach who makes
them practice longer. Second, as girls’ teamsegarded as less important than boys’
teams, coaches tend to be authoritarian to strengdam identity. Third, coaches of
girls’ teams are more likely to exhibit control aglopting rules than coaches of boys’
teams. This research suggests that there is nagirievay of coaching. Successful
coaches need to be open-minded and should begvilimnderstand the team culture and
its members.

The study of Branch (1990) also demonstrated thever of leader as a
predictor of organizational effectiveness. Finding$icate that leaders in an effective
athletic organization are more predisposed to ticeraplishments of goals and tasks
than maintaining good interpersonal relationship wubordinates. Branch suggested
that further research should be conducted aboldtatheadership to confirm the
leadership behavior dimensions used in his studg @ppropriate to measure the
phenomena in the sport organization. As his stuadyits own uniqueness (high
competitiveness of Division I-A athletic programis);annot be generalized to other

situations.
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Leadership behavior affects team cohesion. Nich@@86) investigated the
directional relationship of coaching behavior, teahesion and performance in high
school sports. He concluded, “coaches who ratelgelsign training and instruction, and
positive feedback had teams with higher task aethsoohesion” (p. 223).

Organizational culture is a defining factor in thecess and failure of
organizations it influences by affecting leaderdighavior (Coyler, 2000). Coyler’'s
study demonstrated that there exist cultural dinegissin a sport organization. He
mentioned there are differences in the values Ingleimployees and volunteers and this
can lead to conflict. He concluded that in ordeendance the effectiveness of the way
voluntary members, boards, and employees managesfogt organization, the leader
needs to identify the cultural dimensions, undecthe tensions, and develop strategies

to change the culture.

The Context: University Soccer in Korea

Most of major universities in Korea manage a sote&am. According to Korea
Football Association (KFA), there existed 72 unsrgr soccer teams participating in
University League (U-league) all around region oré&a in the year of 2012. The 72
teams were divided into 8 regional ranges sucluaghligwon 1, Jungbugwon 2,
Jungbugwon 3, Jungbugwon 4, Honamgwon 1, Honam@ydimungnamgwon 1, and
Youngnamgwon 2. Jungbugwon means central regiange, Honamgwon means south
west regional range, and Youngnamgwon means sastiregional range. Each regional

range was composed of 9 teams.
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U-league is managed into two levels; Regional edeggue and Championship. 9
teams in each regional range compete with each.ddh@ong those 9 teams, the best 4
teams can patrticipate in Championship. As ther@aegional ranges, 32 teams in total
can advance into Championship. Regional range &agheld from March till
September and Championship games are play fromb@ctil November every year.
Table 9

University Soccer Teams in U-League

Regional range Universities

Sungkyunkwan Univ., Dong-Kuk Univ., Sun-Moon Unikyan-
Jungbugwon 1 Dong Univ., Pai-Chai Univ., Ho-Seo Univ., Han-MimiJ., Jeju
International Univ., Seoul National Univ.

Kunkuk Univ., Ah-Joo Univ., Hong-lk Univ., Suwon bin,
Jungbugwon 2 Chung-Buk Univ., Chung-Ang Univ., Sang-Ji Univ., lggi
Digital Seoul Culture&Art Univ., Chung-Nam Global/Ger Univ.

Kwang-Woon Univ., Yeon-Sei Univ., Korea Univ., Hifang
Jungbugwon 3 Univ., Myung-Ji Univ., Han-Rah Univ., Kyunggi Unj\Kyunggi
International Cyber Univ., Oh-San Univ.

Yong-In Univ., Kyung-Hee Univ., Sung-Shil Univ., Bd&ook
Jungbugwon 4 Univ., Han-nam Univ., Chung-Joo Univ., Han-Jungwnsong-
Ho Univ., Se-Jong Univ.

Kwang-Ju Univ., Woo-Seok Univ., Cho-Sun Univ., S¢am
Honamgwon 1 Univ., Ho-Won Univ., Kun-Jang Univ., Dong-Kang Univ
Junnam Technical Univ., Mok-Po Technical Univ.,

Ho-Nam Univ., Jeon-Ju Univ., Cho-Dang Univ., Dad-Baiv.,
Honamgwon 2 Dong-Shin Univ., Nam-Bu Univ., Won-Kwang Univ., Gisun
Technical Univ.

Dong-Eui Univ., Dong-Ah Univ., Dae-Gu Univ., In-miv., Dae-
Youngnamgwon 1 Kyung Univ., Han-Kook International Univ., An-Dorfigechnical
Univ., Kyung-Ju Univ., Mun-Kyung Univ.

Young-Nam Univ., Ul-San Univ., JeonbukYewon Fing-Aniv.,
Youngnamgwon 2 Bu-Kyung Univ., JeonjuKijeon Univ., Kun-Dong Uniwpung-
Dong Univ., Dae-Gu Fine-Art Univ.

Note: U-League Game Schedule. (n.d.). Retrieved Bug012, from

http://www.kfa.or.kr/.
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CHAPTER 1l
METHODOLODY
The following chapter describes the methodologyplesed in conducting this
study. This study was designed to examine prefeanedactual coach leadership
behavior, team culture, and how these are relatddteam performance in university
soccer teams in Korea. This chapter presents degketiescription of the procedures to
be used in this study. It is organized in the felltg manner: The Setting, Population and

Sample, Instrumentation, Data Collection, and Datalysis.

The Setting

This study was conducted utilizing players in tinévarsity soccer teams
participating in U-league and registered to KFA (&a Football Association). The
population consist of seventy two university sodeams in 8 regional ranges in 2012, as
was described ifthe Context: University Soccer in Koress soccer is one of the most
popular sports, most of universities in Korea hawehool soccer team. Usually teams of
prestigious universities rank high in matches,ibtgresting exceptions always happen
depending on various factors including team memleasnwork, coaching staffs,
administrative support, etc. Some universities raf@male soccer team, but this study
excluded all the female soccer teams because th&yghrticipate in U-league and have

their own league called Female University Socceib@league.
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Population and Sample

This study was conducted on players of the teamscppating in U-league in
Korea. The population of this study was all theypla in the U-league. As was explained
above, there were 72 teams participating in U-leaguhe year of 2012. Considering
there were around 35 to 45 players per team, thalpton was about 2600. Among 72
teams, only 36 teams can advance into the Chantfppoempetition. After initially
advancing, the 36 qualifying teams compete in glsielimination so that they are
narrowed down into 16, 8, 4, 2, and the one finaher. In order to figure out the
differences between high performing teams and leviopming teams, samples of high
performing teams were chosen from the teams ilCtl@mpionship competition and
samples of low performing teams were chosen frarpthyers of the teams which failed
to qualify for the Championship competition. Figurdescribes the sampling procedure

briefly.

72 Teams in U-League
(about 2600 players)

« ~

36 Teams Failed
Championship Leagyg

36 Teams in
Championship Leagug

4 teams randomly 4 teams randomly
chosen hosen
High Performing Teams Low P&rming Teams
(n=157) (n=159)

Figure 7.Difference in High Performing Teams and Low PerfognT eams
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Cluster random sampling method was used as a wsgléot samples. Cluster
random sampling is similar to simple random sangpércept that groups rather than
individuals are randomly selected. It is an efintimmethod when it is impossible to select
a random sample of individuals. It is convenienntplement in teams consuming less
time and effort. However, the chance of selectisgmaple that is not representative of
the population is larger than simple random sangpirethod (Fraenkel & Wallen, 2006).
The researcher selected four teams in each ofdndghHow performing teams in order to
ensure better representativeness of the sampladdition, the researcher intended to
evenly distribute the number of players in eachigh and low performing teams. As the
researcher was working in a university in Korea ased to be in the soccer industry, he
was able to take advantage of human networks, wdmnelbled making the selection of
sample teams quite easier. Many Korean universitgey teams go out of the country to
practice in warm places, so it was necessary ®rekearcher to select teams that he
could be conveniently accessed considering the aingeeffort that could be devoted to
the study.

A total of 350 questionnaires were distributed diah 332 were collected.
Among those collected, 16 had incomplete answediter Aliminating the 16 incomplete
guestionnaires, 316 questionnaires were retaineithéostudy for subsequent analysis.
Frankel and Wallen (2006) noted that a sample shioeilas large as the researcher can
obtain with a reasonable expenditure of time aretgn They suggested that minimum
number of subject needed for descriptive studieg W80 and correlational studies were
at least 50. In addition, for factor analysis tocbeducted, it was necessary to obtain a

sample size of at least five times the number stetevariables (Hair, Anderson, Tatham,
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& Black, 1995). As there were 32 items in MLQ anrdizms in OCAQ, the sample size
of 316 was adequate to meet the criteria. Thergfesponses of 316 players from four

high performing teams and four low performing teamese used in this research.

Instrumentation

Questionnaires were used to profile leadershi@behs of coaches and the
culture of university soccer teams in Korea. Tragrinment is composed of four parts: 1)
Multifactor Leadership Questionnaire (MLQ, Bass &oMo, 1995), 2) Organizational
Culture Assessment Questionnaire (OCAQ, Sashkidl @) Team record in U-league
in 2012, and 4) Demographic Information Questiormal he researcher got permission
from the inventors of the questionnaires to useteanslate the original questionnaires
from English into Korean.
Instrument Purification

All the scales used for this study have been pravdthve sound properties
through validation studies in various settings. ldoer, this was the first time they have
been used in U-league setting in Korea, so anunmstnt purification process was done in
order to ensure reliability and validity.

“Fundamentally, content validity depends on theeekto which an empirical
measurement reflects a specific domain of cont@@dimines & Zeller, 1979, p. 20).
Chatterji (2003) suggested a panel of experts shoahduct a structured review of each
of the questionnaires to ensure their content agleg and content representativeness.
Clark-Carter (1997) also mentioned that the preftmethod for checking content

validity is to employ a panel of experts in thddieTo establish the content validity of
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each of the constructs, the questionnaires wenmaiiglol to a panel of three experts who
possess a substantial amount of knowledge androbsegperience in the field of sport
management. First, the panel of experts was prdwdth detailed information about the
fundamental purpose and overall design of the stlidgy reviewed each of the
guestionnaires carefully to determine whether tiggvidual items adequately represent
the domains of the underlying constructs in terfnsarding, clarity, format, and
adequacy.

MLQ and OCAQ were developed in English originalhdadhave never been
applied to U-league players in Korea. They needdskttranslated into Korean to be
administered in a Korean setting. The researchaptad Song’s (2002) version of MLQ
to fit to the context of university soccer team&rea, and a bilingual expert back-
translated them into English to ensure translatigmvalence (Douglas & Craig, 1983).
Through this process, the researcher identifiectindreor not there were any
disagreements on the underlying constructs that wdluenced by the translation
process.

In order to extract the factors that explain thesmwariation in a set of variables,
a principal component analysis with varimax rotateas conducted among many other
rotation methods such as quartimax, varimax, oglimuartimin, orthoblique, etc. as it is
orthogonal (uncorrelated) with each other factorg¢skog & Sorbom, 1979) and most
commonly used rotation criterion (Stevens, 1986hewWthe factors were determined, the
items that were cross-loaded or showed low loadiveye eliminated according to
following criteria; 1) the Guttman-Kaiser rule, whieliminates or retains items with

modification if the items obtain an Eigenvalue ofadler than 1.0, and 2) items with a

72



factor loading equal to or greater than .50 withautble loading were retained. Even
though factor loadings greater than .30 are consttsignificant and loadings of .40 are
considered more important, loading greater thararB@onsidered very significant.
Therefore it can be said that the larger the absalhze of the factor loading, the more
significant the loading is in interpreting the facmatrix (Hair, Anderson, Tatham, &
Black, 1992).

Cronbach’s alpha coefficients were calculated @n@xe the reliability and
internal consistency of the scales. Cronbach’saatigeffieicnt can range from 0.0 to 1.0
and reflects the strength of the relationship betwieems within a scale. It is reported
that internal consistency greater than .70 shoeltebable (Nunally & Berstien, 1994).
In addition, Bass and Avolio (1995) explained tthet alpha reliability coefficient for the
total items and for each leadership factor scalged from .74 to .94. Therefore,
Cronbach’s Alpha was calculated with the minimurtrafti set at .70 for this research.
Multifactor Leadership Questionnaire (MLQ, 2nd edition)

The survey instrument used to identify leaderstyfe is the commercially
available Multifactor Leadership Questionnaire (Rdx-Short) developed by Bass and
Avolio (1990). According to Bass and Avolio (1996)e Multifactor Leadership
Questionnaire (MLQ) suggests the most validatededficient measure of not only a full
range of leadership behavior but also transformatiteadership to researchers. It was
originally developed by Bass in 1985 to measunesfiarmational, transactional, and
laissez-faire leadership styles. The Multifactoatlership Questionnaire Short Form
(MLQ 5X) is a version modified from the original N@Lin 1990. Originally MLQ

consisted of 90 items, divided into 13 scales,Mu@ 5X consists of 45 items including
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the twelve Full Range Leadership styles, raterlaader forms. It is the most frequently
used by researchers (Bass & Avolio, 1990). Theesurelies on Likert-scale responses
ranging fromfrequently, if not always (5), fairly often (4),/setimes (3), once in a while
(2),tonot at all (1)

MLQ 5X was not modified from its original form fetatements contained
within it. Bass and Avolio (1995) reported the apkliability coefficient of the MLQ
5X ranges from .74 to .94, which is regarded asaeable according to Nunally and
Berstein (1994) saying an internal consistency ii@ach’s alpha) greater than .70 is
reasonably reliable. The instrument came to bendustry standard in education as well
as private sector over the decade of the 1990sli&®Bass, & Jung, 1999).

The questions measure four components: emplopeeséptions of
transformational leadership factors, transactiteedership factors, laissez-faire
leadership factors and outcomes of leadership.sfoamational leadership measures five
components: idealized influence (attributed), ideal influence (behavior), inspirational
motivation, intellectual stimulation, and individized consideration. Transactional
leadership measures three components: contingeatde, management by exception
(active) and management by exception (passiveyskatfaire leadership occurs when
the leader doesn’t intervene even when things gmg(Bass & Avolio, 1990). The
outcomes scale consists of extra effort, effecgsnand satisfaction. As this study
focused on transactional and transformational leshile style, the researcher removed
guestions about Laissez-faire leadership and owds@uale. Therefore, the total number

of survey questions came down from 45 to 32.
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Song (2002) conducted a study about the relatipristween
transactional/transformational leadership behawaois organizational culture in selected
south Korean sport teams in 2002, and used ML®e@ition) invented by Bass. He
translated it into Korean in order to apply to a&an population. As the population of
this study is Korean also, the researcher used'Stnagislated version with some
alterations to make it reasonable to universityceoplayers.

Organizational Culture Assessment Questionnaire (O£Q)

Sashkin (2001) developed an instrument calledDityganizational Culture
Assessment Questionnaire (OCAQ) in order to idemiifd measure quantitatively the
type and strength of the culture within an orgatira He mentions the instrument
assesses how members in the organization thinkavieeland view their organizational
environment. Parsons (1960) provided a foundatornhfe OCAQ by developing a
framework and theory of action in social systems.

The original OCAQ consists of 30 questions antbimposed of five parts:
managing change, achieving goals, coordinating weak) building a strong culture, and
customer orientation. Each of the five OCAQ scaiekide six items and each item is
scored on a 5-point Likert scale ranging froncbrhpletely trug 4 “mostly true”,3
“partly true”, 2 “slightly trué’, to 1 “not true” For the present study, customer
orientation was not included because players cammotgarded as customers to the
coach, so only 24 questions were used. Song (286) OCAQ developed by Sashkin
(2001) in his study about sport organizations imééo Song translated it into Korean
language for Korean population and made some clkaonge instrument to fit his study.

As the population of this study is Korean, the aesker used Song’s translated version
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with some alterations to make it reasonable toemity soccer players. Nunally &
Bernstein (1994) said an internal consistency graatn .70 is reliable. Reliability of the
OCAQ is .89 according to Hall (1999) in a studysohools and .81 for Korean sports
team (Song, 2002), which was reasonable.
Team Record

As a way to evaluate team performance, team regasdused. There was
information about ranking, winning score, numbewaining, losing, and ties in Korea
Football Association official website (www.kfa.orkThe record of 2012 U-league was
the most updated one, so it was used for the pretigay.
Demographic Information Questionnaire

The researcher developed a demographic informgtiestionnaire to acquire
descriptive information about each subject parétig in this study. Questions are

composed of name of the team, grade, positionyaats of experience.

Data Collection
After being approved by the University of New Maxilnstitutional Review

Board and the dissertation committee, this reseaashconducted with players in the
selected university soccer teams in Korea. Whae alorking in Korea, the researcher
met several university coaches and team managergptain the purpose and
significance of this study as well as the researocess including data collection and
analysis. The coaches and managers were appreocidtiie agenda for this study and
promised to help throughout the data collectiorcgss. The researcher encouraged

participation by discussing the anonymity and aderfitiality of the potential subjects and
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emphasized how this study can contribute to impiq&rception of leadership and
organizational culture in Korean university socddre researcher provided results
obtained through the study to all the teams thettgyaated. There was no formalized
process necessary for data collection in the usityesoccer teams as long as the team
manager and coach agreed to participate in thi/stu

The researcher visited all the universities whergot permission to study. Once
the coach called a meeting and all the players watigered in a room, the coach left the
room. The researcher explained the purpose andisagte of this study and mentioned
the anonymity and confidentiality as he did to ¢bach and team manager. In addition,
he set aside time to answer the questions regatidengtudy and the survey in order for
the participants to have in-depth understandingieth@m. Then, the researcher
distributed the survey packet to the players almivald them one hour to complete it in a
private place of their choosing. The survey paakeltided a cover letter and the
guestionnaires. The cover letter informed the siibjef purpose of the study and
explained the significance of their participatiéiso, it ensured them that the
information would be kept completely confidentihe participants freely brought the

sealed survey packet back to the researcher hatdppointed time.
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Data Analysis

The Statistical Package for Social Science (SP&Sorel8.0) was used to
compute the data. Statistical analysis was usaddbyze each of the research questions.
1. Are there differences in player’s preferred antlial coach leadership behaviors?

a. Are there differences in player’s preferred andialctoach leadership

behaviors according to their grade?

b. Are there differences in player’s preferred andialctoach leadership

behaviors according to their position?

c. Are there differences in player’s preferred andialctoach leadership

behaviors according to their years of experience?

One-way ANOVA was used to analyze question 1-a,dnd 1-c. There were
four grades in the university; freshman, sophomjorgpr, and senior. Player’s positions
consisted of offense, mid-field, and defense. Exgpee was divided into 3 categories
such as less than 5 years, 5 to 10 years, andtimaorel O years. One-way ANOVA was
appropriate for comparing group means when mone 2hgroups were being compared
relative to an independent variable.

2. Are there differences in player’s preferred anthial leadership behavior between high
and low performance teams?

T-test was used in analyzing question 2. The tasséssed whether the means of
two groups were statistically different from eat¢heay. Using t-test, the researcher saw
how high performance group and low performance giolJ-league were different in
terms of preferred and the actual coach leadefsthaviors.

3. What leadership behaviors of a coach predichteature?
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c. How do the transactional coach leadership behaypi@dict the team culture?

d. How do the transformational coach leadership beinayredict the team

culture?

Multiple regressions were used to analyze que§tarand 3-b. Independent
variables were transactional leadership behavioBsa and transformational leadership
behaviors in 3-b. Transactional leadership behawonsist of Contingent Reward,
Active Management-by-Exception, and Passive Managéiiny-Exception.
Transformation leadership behaviors are Charisnsgpidational Motivation, Intellectual
Stimulation, and Individualized Consideration.

Multiple regressions are an appropriate statistivethod to help determine if
independent variables may cause any change in depewariables. According to
Portney and Watkins (1993) “...when a researcher svanéstablish the relations as a
basis for prediction, regression analysis is ugpd457). Pedhazur (1997) noted
“multiple regression analysis is eminently suiteddnalyzing collective and separate
effects of two or more independent variables oeeddent variable” (p. 3).

In regression analysis,2Rdicates the proportion of variance accountedfor
the independent variable(s). The larger the pramorthe stronger the effects observed in
the study. Tests of regression coefficients indicabether the effect of a given variable
is significantly different from zero. In other wadests of regression coefficients show
whether a given independent variable has a sigmfig unique relationship with the
dependent variable (Pedhazur, 1997). All the sieaissignificance tests were performed

at an alpha level of .05.
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4. Are there differences in team’s cultural funodetween high and low performance
teams?

T-test was used to analyze question 4. Organizatmntural functions are
Managing Change, Achieving Goals, Coordinated Tearkywand Cultural Strength.
Using the t-test method, differences between hagifiopmance and low performance

teams in the U-league was investigated.
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CHAPTER IV
RESULTS

The purpose of this study was to investigate thaiomship of coach leadership
style, team culture, and team performance in usityesoccer teams in Korea. In order to
accomplish the purpose, 1) this study focused atdeship of the team’s coach;
Preferred and actual leadership behaviors werestigagted. 2) This study also focused
on the team culture. The strength of cultural fiomd was investigated. And 3) team
performance was examined in relation to the leddetyle and team culture.

Out of 72 university soccer teams participatingireague in Korea, four high
performing teams and four low performing teams vedr@sen to participate in the study.
Cluster random sampling method was used to mataitenient to choose samples and
make them representative of the population.

The instruments used in this study were the MultdaLeadership
Questionnaire (MLQ) (Bass & Avolio, 2000), and theganizational Culture Assessment
Questionnaire (OCAQ) (Sashkin, 1996). A Likert-tygmale was used for each question
in the questionnaires. The scales contained 5 lpessEsponses from 1 (not important at
all) to 5 (frequently, if not always) for the actaad preferred leadership behaviors and
from 1 (not true) to 5 (completely true) for than&s cultural strength. Data collected
were analyzed with statistical methods such asoeafary factor analysis, t-test,
ANOVA, and multiple regression analysis.

This chapter shows the statistical analyses of th@wvesults of this research
were obtained and explains their interpretatioesiin detail. Data are presented with

the following information: 1) description of subje@ccording to grade, position, years
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of experience, and team performance; 2) explordemtpr analysis of the survey
instruments; 3) coach’s preferred and actual lesddehehavior according to grade,
position, and years of experience; 4) coach’s preflieand actual leadership behavior
according to team performance; 5) the influenciheftransactional and transformational
coach leadership behaviors on the team’s culturaitfons; and 6) team’s cultural

functions according to team performance.

Description of Subjects

A socio-demographic description of the sample feoThe number of subjects
was 316 in total. Subjects consisted of 153 fresh(®8.4%), 74 sophomores (23.4%),
62 juniors (19.6%), and 27 seniors (8.5%). Thereev@®.8% of players in the offense
position =113), 26.3% in the mid-fieldh€83), and 38.0% in the defense position
(n=120). More than half of the subjects (64.2%4203) had 5 to 10 years of soccer
experience or more than 10 years (29.7¢84). Subjects with less than 5 years of soccer
experience take only 6% of all subjeats9). Half of the subjects were in the teams
which were advanced into Championship for highgrenbince (49.7%)=157), and the
rest of the subjects were in the category of loWgsmance because their teams failed to
advance into Championship because of poor perfacenamthe league (50.3%5159).

Table 10 presents the detailed socio-demograpfocnmation.
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Table 10

Descriptive Statistics for Socio-Demographic Vales(N=316)

Variable Category Frequency % Cumulative %
Grade Freshman 153 48.4 48.4
Sophomore 74 23.4 71.8
Junior 62 19.6 91.5
Senior 27 8.5 100.0
Position Offense 113 35.8 35.8
Mid-field 83 26.3 62.0
Defense 120 38.0 100.0
Years of Less than 5 years 19 6.0 6.0
Experience ¢4 10 years 203 64.2 70.3
More than 10 years 94 29.7 100.0
Team High performance 157 49.7 49.7
Performance Low performance 159 50.3 100.0

Exploratory Factor Analyses and the Reliability ofthe Survey Instruments

An exploratory factor analysis (EFA) was condudtatthis study to identify a

viable factor structure for independent variabkes EFA of OCAQ was performed to

check if all measured variables were related tt éactor by factor loading estimates as

well as each measured variable was loaded highynbnone factor and had a smaller

loading on the other factor. Twenty four items welnesen to be tested. Principle

component analysis with VARIMAX rotation was contkat and the results revealed

four factors which supports OCAQ used for the study

To check the degree of intercorrelations amongén@bles and the

appropriateness of factor analysis, the Bartlstt@é sphericity and the Kaiser-Meyer-
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Olkin were obtained. The Bartlett test of spheyisihowed that the result of the EFA was
statistically significant, indicating that the cellation matrix had significant correlations
among variables. In addition, the Kaiser-Meyer-0I{MO) measured to check the
degree of each variable to be predicted withoutrefthe score of .80 or above is
considered as meritorious and the result of KMOngth.907. Cronbach’s alpha
coefficients were used to assess the internal stamgly of measurements for each
construct. A Coefficient alpha over .7 indicateatttihhe construct is reliable (Nunally,
1978). The construct seemed reliable as Cronbadpfe for all factors were over .7.

Table 11 summarizes the results of the EFA.
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Table 11

Exploratory Factor Analysis of OCAQ

Attributes Factor 1 Factor 2 Factor 3 Factor 4
Factor 1: Q18 .874 .248 157 -.020
Achieving Q2 .865 .305 221 .003
Goals Q14 .851 170 .081 .014

Q22 .844 .250 195 -.037

Q10 .822 .261 137 -.005

Q6 781 .140 .088 .023
Factor 2: Q21 275 .867 104 .057
Managing Q13 253 .863 .090 -.006
Change Q1 .288 .854 222 .016

Q9 .238 .850 .140 .055

Q5 .204 .783 135 -.022

Q17 .106 781 .180 .016
Factor 3: Q24 A77 134 .857 -.045
Cultural Q4 145 110 .827 -.011
Strength Q20 .053 101 .825 .008

Q8 .196 .188 .821 -.003

Q12 .089 .140 .818 .018

Q16 123 121 .763 -.079
Factor 4. Q23 -.008 -.041 -.005 .892
Coordinated Q3 .036 .042 .003 877
Teamwork Q19 -.008 .039 -.024 .834

Q11 -.057 .065 .004 .808

Q7 .021 -.021 .072 .625

Q15 .003 .008 -.140 570
KMO .907
Bertlett's Test of Sphericity .000 (sig)
Initial Eigen Value 4.688 4.627 4.333 3.647
Variance (%) 19.535 19.277 18.054 15.197
Cumulative Variance (%) 19.535 38.812 56.866 72.063
Cronbach’s Alpha .943 .938 917 .858

An EFA of the MLQ for preferred and actual leadgodbehavior was also
performed. 31 items for each were chosen to bedektke an EFA of OCAQ, principle
component analysis with VARIMAX rotation was contkat and the results revealed

seven factors for each MLQ which supports the pseganodel of the study. The Bartlett
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test of sphericity showed that the result of thé& EFas statistically significant, indicating
that the correlation matrix had significant cortielas among variables. In addition, the
Kaiser-Meyer-Olkin score of MLQ for preferred leasl@p behavior came out as .864
and for actual leadership behavior was .887, wii@donsidered as meritorious. The
construct seemed reliable as Cronbach’s alphdlféaciors were over .7. Table 12 and

13 summarize the results of the EFA.
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Table 12

Exploratory Factor Analysis of MLQ for Preferredddership Behaviors

Attributes Factor Factor Factor Factor Factor Factor Factor
1 2 3 4 5 6 7
Factor 1: Q30 .928 .028 101 118 .164 134 .092

Charisma Q5 .857 .047 .044 .057 .105 126 .073
Q8 .836 .073 126 .043 114 128 .023
Q16 .816 -.006 .071 133 .148 .090 .099
Q19 .805 .092 .045 105 146 .069 107
Q21 .803 .050 .088 110 134 .094 .051
Q12 .792 -.025 .021 .093 .040 109 .092

Factor 2: Q3 .046 .938 .042 .057 -.045 .029 -.061
Management- Q10 .079 .932 .046 .050 -.034 .015 -.076
by-Exception Q18 .030 913 .074 .046 -.013 .061 -.084
Passive Q15 .051 910 .054 -017  -.050 .041 -.019
Factor 3: Q32 .086 .037 .922 .092 011 .022 .072
Inspirational Q24 .100 .056 .908 .035 .019 .060 .019
Motivation Q7 .093 .043  .907 118 .026 .015 -.026
Q11 .108 .081 .905 .038 .047 .039 -.009
Factor 4. Q27 .192 .034 .080 .900 .128 162 .072

Intellectual Q29 .151 .033 .058 .872 129 132 .034
Stimulation Q6  .105 .012 .077 871 138 .086 -.004
Q2 .102 .061 079 .819 11 .026 135

Factor 5: Q31 .222 -.075 .021 168 .905 .042 .096
Contingent Q14 .175 -.041 -.012 .077 .888 .021 .075
Reward Q1 .146 -.039 .010 160 .812 .030 .045
Q9  .158 -.001 .082 .096 .804 .042 .050
Factor 6: Q22 .190 .069 .067 176 .035 .882 .036
Management- Q4 142 -.006 .069 .085 .041 .871 .029
by-Exception Q25 .131 .028 .004 107 .061 .862 -.043
Active Q20 .142 .057 .002 .021 -.003 .828 .059
Factor 7: Q17 .118 -.044 .052 .060 .033 .019 .873
Individualized Q28 .045 -.027 .017 .094 .089 .032 .868
Consideration Q26 .119 -.130 .006 .064 .082 .044 862
Q13 .132 -.035 -.021 .001 .043 -.014 .829
KMO .864
Bertlett's Test of .000 (sig)
Sphericity
Initial Eigen Value 5278 3.486 3.415 3.237 3.127 .1183 3.066
Variance (%) 17.026 11.246 11.016 10.442 10.086 06ID. 9.890
Cumulative Variance 17.026 28.272 39.288 49.731 59.817 69.880 79.770
(%)

Cronbach’s Alpha 942 .948 941 919 .906 901 .894
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Table 13

Exploratory Factor Analysis of MLQ for Actual Leasleip Behaviors

Attributes Factor Factor Factor Factor Factor Factor Factor
1 2 3 4 5 6 7

Factor 1: Q19 .865 162 .108 .138 -.015 142 .052

Charisma Q3 .852 114 .058 133 -.042 170 .083

Q21 .838 215 .020 126 .005 .040 .037
Q30 .836 .164 .085 117 -.015 .146 .086
Q16 .828 .166 145 .075 -.063 144 .100
Q5 .826 .158 141 133 -.019 .100 .077
Q12 .523 -.132 .031 .064 .006 .094 .052

Factor 2: Q14 .181  .864 .058 112 -.075 278 .062
Contingent Q9 .110 .857 .049 110 -.052 156 .056
Reward Q1 .186 .854 .062 127 -.046 146 .063

Q31 .160 .844 .031 137 -.035 239 .046
Factor 3: Q32 122 .028  .906 .024 .054 .085 .043

Inspirational Q7  .127 .048 .894 .005 .067 .106 101
Motivation Q24 .079 .071  .889 .073 .053 .069 .079
Q11 .121 .035 .889 .032 .007 .082 .053

Factor 4: Q26 .212 128 .025 .903 =174 .158 .078
Individualized Q17 .149 122 .055 .877 -.098 .145 .060
Consideration Q13 .154 103 -.009 .877 -.077 114 077
Q28 .186 .138 .084 .823 -.188 .160 .036
Factor 5: Q3 -.027 -.022 .050 -.145 911 -.018 -.018
Management- Q15 -.018 -.034 .014 -.111 .906 -.086 .044
by-Exception Q10 -.004 -.034 .036 -.067 .883 -.048 .061
Passive Q18 -046 -.092 .077 -130 .879 -001 .009
Factor 6: Q29 .202 .188 115 A71 -.068 .849 .087
Intellectual Q2 .187 .238 146 122 -.057 .826 .156
Stimulation Q27 .168 225 .073 .148 -.068 .812 .067
Q6 215 .189 074 154 .007 .770 -.020
Factor 7: Q20 .123 .012 .036 .015 .008 .092 .886
Management- Q22 .036 -.020 .090 .079 .044 112 .857
by-Exception Q4  .101 077 .036 .083 .085 107 .829
Active Q25 .082 .097 .076 .029 -.031  -.061 .599
KMO .887
Bertlett's Test of .000 (sig)
Sphericity
Initial Eigen Value 4985 3.381 3.358 3.350 3.335.118 2.695
Variance (%) 16.081 10.905 10.834 10.808 10.757 0310. 8.694
CumulativeVariance 16.081 26.987 37.820 48.628 59.385 69.416 78.110
(%)

Cronbach’s Alpha .793 .929 .891 940 .926 .908 (45
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Research Question 1
1. Are there differences in player’s preferred andactual coach leadership behaviors?

Examination of the data using a one-way ANOVA iadézl there were no
statistical differenceg&.05) between the four grades about actual ane esf
leadership behaviors in the area of Contingent Révassive Management-by-
Exception, Charisma, Inspirational Motivation, lfgetual Stimulation, and Individual
Consideration. Active Management-by-Exception aa@nal leadership behavior did
not show statistically a significant differenceweén grades, but it did as a preferred
leadership behavior. As shown in Table 14, Juniayqys were significantly different
from Freshman, Sophomore, and Senior players regpkdanagement-by-Exception as
a preferred leadership behavior. Scheffe’'s postdomgparisons indicated that for Active
Management-by-Exception, Junior playdvs=3.90) had higher mean scores than
FreshmanN1=3.74), Sophomoréd{=3.59), and SenioM=3.35) players.

Data analysis using a one-way ANOVA revealed thetd were no statistically
significant differencesp<.05) between three positions regarding most afaend
preferred leadership behaviors as was shown ineTHhI Individual Consideration,
however, as a preferred leadership style showdidtstally significant differences
according to positions. Scheffe’s post-hoc compagsndicated that Mid-field players
had higher mean scordd£4.15) than Defense playetd£3.75) and Offense players
(M=3.99).

Significant statistical differences were found bedw the three groups with
different experience when analyzed using a oneAN@VA. As shown in Table 16,

there were statistically significant differencesvileen players with less than 5 years, 5 to
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10 years and more than 10 years of experience gtlédvel of .05. Significant group
mean differences found in actual leadership bemawviere Passive Management-by-
Exception and Individualized Consideration. Schsff@st-hoc comparison indicated
that players with Less than 5 years of experieMe3(04) perceive Passive
Management-by-Exception as an actual leadershipvb@hmore strongly than players
with 5 to 10 yearsMi=2.18) and More than 10 years of experierMe4.18). Players

with More than 10 years of experience (M=4.04) nsirengly perceived that
Individualized Consideration as actual leaderslpavior than players with Less than 5
years M=3.32) or 5 to 10 years of experiend&3.81). There were statistically
significant differences in preferred leadershipaebrs between groups with different
experience in the area of Contingent Reward, Paddanagement-by-Exception,
Charisma, Intellectual Stimulation, and Individaalil Consideration. Scheffe’s post-hoc
comparison indicated that players with 5 to 10 gedrexperience (4.08) preferred
Contingent Reward as a leadership behavior moreplsyers with Less than 5 years
(M=3.45) or More than 10 yea81€£4.03). Players with Less than 5 years of expeeenc
(M=3.61) preferred Passive Management-by-Exceptiorerian players with 5 to 10
years (3.01) or More than 10 yealk4+2.84). Charisma is preferred more by players with
More than 10 years of experiend¢=4.12) than players with 5 to 10 yeak4<3.88) and
Less than 5 yeardd=3.71). Intellectual Stimulation is preferred moseplayers with 5

to 10 years of experienck®l€4.04) than players with Less thanN=3.38) or More than
10 years{1=3.95). Individualized Consideration is preferredreby players with More
than 10 years of experiendd£4.04) than players with 5 to 10 yeak$4=3.95) and Less

than 5 yearsMi=3.38).
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Table 1:

Leadership Behaviors according to Grade

Freshman Sophomore Junior Senior
Leadership Behaviors N=153 =74 N=62 N=27 F P LSD
M SD M SD M SD M SD
Contingent Actual 387 98 384 94 406 .92 385 95 774 .509 n.s
Reward Preferred 4.12 84 389 .88 401 89 387 92 1540 204 ns
Management-by- Actual 222 1.04 232 113 235 104 1.79 63 2101 1.00 ns
Exception
Passive Preferred 3.04 123 3.13 1.17 293 122 255 1.18 1663  .175 ns
Management-by- Actual 398 107 3.8 89 390 .81 367 1.16  .788 501 n.s
Exception
Astive Preferred 374 98 359 8 390 84 335 96 2691  .046%  3>1,24
Actual 379 91 362 100 377 .83 3.71 97 .594 620 n.s
Charisma
Preferred 396 .82 38 .78 401 .87 3.95 .89 422 737 n.s
Inspirational Actual 337 109 354 105 353 102 345 1.06  .603 614 ns
Motivation Preferred 3.65 1.00 380 91 3.8 102 359 100 .783 .504 n.s
Intellectual Actual 397 84 400 85 406 .80 392 87 266 .850 s
Stimulation Preferred 400 78 401 .74 399 83 3.74 98 .867 458 1n.s
Consideration  prefered 398 .88 382 .98 402 96 392 79 678 566 n.s

*p<.05, **p<.01, ¥**p< 001
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Table 5

Leadership Behaviors according to Position

Defense Mid-field Offense
Leadership Behaviors N=113 N=83 N=120 F P LSD
M SD M SD M SD
Actual 3.89 .94 3.90 .92 3.90 1.01 .007 993 n.s
Contingent Reward
Preferred 3.96 92 4.03 .79 4.08 .88 628 534 n.s
Management-by- Actual 2.30 1.05 2.37 1.13 2.07 .94 2.474 .086 n.s
Exception
Pagsive Preferred 3.04 1.24 3.14 1.22 2.84 1.17 1.665 191 n.s
Management-by- Actual 3.94 1.16 3.96 .93 3.85 .85 .393 676 n.s
Exception
Active Preferred 3.74 .86 3.80 .92 3.59 1.00 1.388 251 n.s
Actual 3.86 .80 3.64 .90 3.70 1.02 1.555 213 n.s
Charisma
Preferred 3.93 79 3.97 .84 3.94 .85 .044 .957 n.s
Inspirational Actual 3.47 1.06 3.31 1.12 3.53 1.02 1.051 351 n.s
Motivation Preferred 377 103 3.67 .03 3.70 92 266 767 ns
Intellectual Actual 4.00 .87 3.96 .81 4.00 R :5; .079 924 n.s
Stimulation Preferred 3.90 79 3.93 .80 4.08 81 1.606 .202 ns
Hbam<mQENEN®Q Actual 3.89 .0@ 3.72 1.00 3.90 .@M .963 .383 n.s
Consideration Preferred 3.75 1.01 4.15 .80 3.99 .86 4.979 L007%%* 1<2, 1<3

#p<.05, *¥¥p<.01, ***p< 001
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Table 16

Leadership Behaviors according to Years of Expeeen

Less than 5 More than 10
years 5 to 10 years —
Leadership Behaviors N=10 N=203 N=04 F P LSD
M SD M SD M SD
Actual 3.66 91 3.89 95 3.98 98 948 389 ns
Contingent Reward
Preferred  3.45 88 4.08 85 4.03 88 4.651 010% 1<2,1<3
Management-by- Actual 304 1.02 218  1.08 218 88 6328  .002%* 12,13
Exception
PraEiss Preferred  3.61 98 301 1.23 284  1.18 3257 040% 152,153
Management-by- Actual 358  1.03 400 101 381 93 2321 100 n.s
Exception
Active Preferred 3.59 .85 3.71 92 3.70 .98 .143 .867 n.s
Actual 3.76 95 3,73 95 3.76 84 037 964 n.s
Charisma
Preferred 371  1.11  3.88 84 4.12 70 3.593 020% 1<2,1<3
Inspirational Actual 353 120 349 104 335  1.08 582 559 n.s
Motivation Preferred  3.49 95 3.73 96 3.74  1.05 554 575 n.s
Intellectual Actual 3.83 82 3.99 84 4.03 83 443 643 n.s
Stimulation Preferred  3.38 90  4.04 74 3.95 86 6.168  .002%* 1<2,1<3
Vadiidafized Actual 3.32 89 3.81 99 4.04 89 5.065 007+ 1<2,1<3
Consideration Preferred  3.38 83 3.95 94  4.04 83 4.244 015% 1<2,1<3

#p<.05, **p<.01, ***p< 001
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Research Question 2
Are there differences in player’s preferred and aatial leadership behavior between
high performance and low performance teams?

Table 17 showed the mean scores of team membec&pi®n of actual coach
leadership behaviors in high performance teamd@amgherformance teams. The mean
scores were analyzed using a paired sample tTteste were statistically significant
differences j§<.05) found in most of transactional and transfdramal leadership
behaviors: Contingent Rewart:4.799), Management-by-Exception Passitve5.607),
Inspirational Motivationt=3.751), Intellectual Stimulation<2.587), and Individual
ConsiderationtE2.638). No significant differences were found ictixe Management-
by-Exception and Charisma.

Table 17

Differences in Actual Leadership Behaviors betwdmih and Low Performance Teams

High Low
. . Performance Performance
Leadership Behaviors N=157 N=150 t P
M SD M SD
Transactional
Leadership Behaviors
Contingent Reward 4.15 74 3.65 1.08 4.799D00*
Passive Management-by- , o5 g 254  1.16 -5.607 .000*
Exception
Active Management-by- 5 g5 4 4 387 .94 842 .400
Exception
Transformational
Leadership Behaviors
Charisma 3.80 .80 3.69 1.02 1.802280
Inspirational Motivation 3.67 .97 3.23 1.10 3.751000*
Intellectual Stimulation 411 7.63 3.87 .88 2.587010*
Individual Consideration 3.99 .88 3.71 1.03 2.638009*
Note.*p<.05
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Table 18 showed the mean scores of team membeferprd coach leadership

behaviors in high performance teams and low perdoice teams. The mean scores were

analyzed using a paired sample t-test as well.here statistically significant

differences [f<.05) found in most transformational leadershipawebrs but in none of

transactional leadership behaviors: Inspirationatiation ¢=3.756), Intellectual

Stimulation {=2.132), and Individual Consideratiox8.066). No significant differences

were found in all of transactional leadership bétv@vand Charisma.

Table 18

Differences in Preferred Leadership Behavior betwidegh and Low Performance

Teams
High Low
. . Performance Performance
Leadership Behaviors N=157 N=150 t P
M SD M SD
Transactional
Leadership Behaviors
Contingent Reward 3.94 .92 411 .81 -1.795 .074
Passive Management-by- , o, 119 308 124 1242 215
Exception
Active Management-by- 5 -, 90 3.63 96 1296  .196
Exception
Transformational
Leadership Behaviors
Charisma 3.90 .79 3.98 .86 -.836 404
Inspirational Motivation 3.92 .82 3.51 1.09 3.756 000*
Intellectual Stimulation 4.07 72 3.88 .87 2.132 349
Individual Consideration 410 .80 3.79 .99 3.066 0270

Note.*p<.05
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Research Question 3
What leadership behaviors of a coach predict teamutture?

According to Table 19, all transactional leaderdiepaviors had statistically
significant effect on Managing Change and Achiev@apls. Contingent Reward
(3=.139) and Active Management-by-Exception ([3=)1EH positive effect but Passive
Management-by-Exception (3=-.154) had negativecetie Managing Change, and 6.5%
of the Managing Change team culture was explaiyedansactional leadership
behaviors. Contingent Reward (3=.180) and Activadigment-by-Exception (3=.113)
had positive effect but Passive Management-by-Bx@e3=-.241) had negative
effective effect on Achieving Goals, and 11.9% ahfeving Goals team culture was
explained by transactional leadership behaviorssiPa (3=.218) and Active
Management-by-Exception (3=.119) had statisticsitipificant on Coordinated
Teamwork, and 6.4% of Coordinated Teamwork wasampll by transactional
leadership behaviors. Contingent reward didn’t mstléstically significant effect on
Coordinated Teamwork. Transactional leadershipléast effect on Cultural Strength.
Only Passive Management-by-Exception had statltisagnificant effect on Cultural
Strength (3=-.119), and 1.7% of Cultural Strengés wxplained by transactional

leadership behaviors.
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Table 19

Influence of the Transactional Leadership BehavmrsTeam Culture

Dependent Variable

Independent Variable  Managing Achieving Coordinated Cultural
Change Goals Teamwork Strength
Contingent Reward .139* .180** .034 .039

Passive Management-

: -.154%+ - 241%%% .218%** -.119*
by-Exception
Active Management- ), 113* 119* -.009
by-Exception
R? .065 119 .064 .017

Note.*p<.05, **p<.01, ***p<.001

In order to see the influence of the transformati@oach leadership behaviors
on the team members’ perceptions of their teanurilimultiple regression procedure
was used to analyze as well. Four transformatie@alership behaviors, such as
Charisma, Inspirational Motivation, IntellectualrBtlation, and Individualized
Consideration, were regarded as predictors (indigr@rvariables) and dependent
variables were Managing Change, Achieving Goalgr@ioated Teamwork and Cultural
Strength. Significance is determined at the le¥e06. The number of participants was
316.

According to Table 20, only some of transformatideadership behaviors had
statistically significant effect on cultural funatis. Specifically, Individualized
Consideration (3=.305) had positive effect on Mamga§hange, and 10.7% of the
Managing Change team culture was explained byftvemational leadership behaviors.

Inspirational Motivation ([3=.126) and Individual&z€onsideration (3=.209) had
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significant influence on Achieving Goals, and 9.6%#Achieving Goals team culture was
explained by transformational leadership behaviGharisma (3=-.135) had negative
effective on Coordinated Teamwork, and 2.6% of 3naa was explained by
transformational leadership behaviors. Cultura¢&gth turned out not to be influenced
by transformational leadership behaviors.

Table 20

Influence of the Transformational Leadership Betes/on Team Culture

Dependent Variable
Independent Variable ~“Managing Achieving  Coordinated  Cultural

Change Goals Teamwork Strength
Charisma .049 .013 -.135* .039
Inspirational Motivation .040 .126* .060 .023
Intellectual Stimulation -.014 .083 .085 .014
Individualized 305+ 209** _.081 084
Consideration
R? 107 .095 .026 .014

Note.*p<.05, **p<.01, **p<.001

Research Question 4
Are there differences in team’s cultural functionsbetween high
performance and low performance teams?
Table 21 shows the mean scores of cultural funstiomigh performance teams
and low performance teams. The mean scores welgzadaising a paired sample t-test.

There were statistically significant differences.001) found in three of the cultural
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functions: Managing Change=@.706), Achieving Goald4£6.351), and Cultural Strength

(t=1.091). No statistically significant differencesn found in Coordinated Teamwork

Table 21

Differences in Cultural Functions between High dmiv Performance Teams

High Low
. Performance Performance
Cultural Functions N=157 N=150 t p
M SD M SD
Managing Change 3.840 .710 3.436 1.173 3.706 .000**
Achieving Goals 4.709 .768 3.406 1.090 6.351 .060**
Coordinated Teamwork  2.743 .873 2.794 .905 -504 23.7
Cultural Strength 3.300 .692 3.191 1.029 1.091 *B00

Note.*** p<.001
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CHAPTER V
DISCUSSION AND RECOMMENDATIONS

The primary purpose of this study was to examieerétationship of coach
leadership style, team culture, and team perform@amaniversity soccer teams in Korea.
Four research questions were examined for the parpgototal of 316 subjects from four
high performing teams and four low performing teams-league participated in the
study. Questionnaires were administered after alddtexplanation about their
significance and possible contribution to the fi&anfidentiality was ensured in order
for the subjects to feel comfortable and not togyessure to give sincere answers when
they have negative opinion about their coach antééhe researcher visited each team
participating and collected the sealed survey paake the spot.

In this study, the MLQ (5x-short) was slightly mbeld and used to measure the
actual and preferred leadership behaviors of eaablc Out of 32 questions in total, 20
guestions regarding transformational leadershiisted of eight questions assessing
Charisma, four questions of Inspirational Motivatifour questions of Intellectual
Stimulation, and 4 questions of Individualized Adesation. 12 questions regarding
transactional leadership consisted of 4 questib@oatingent Reward, four questions of
Active Management-by-Exception, and four questioinBassive Management-by-
Exception. OCAQ was used to investigate organimaticultural functions, but a scale of
‘customer orientation’ was omitted. A total of 2destions consisted of each of six
guestions about Managing Change, Achieving Goalsyinating Teamwork and
Cultural Strength. Both the MLQ and OCAQ were exaadifor their validity and

reliability. Demographic information such as grapesition, and years of experience
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were identified using a questionnaire. The studyalestrated how coach’s leadership
style, team culture, and performance were intaedlavith each other in university
soccer teams in Korea.

Chapter I through Il included an overview of thedy, review of relevant
literature, and a description of the research ndtugy used in the study. Chapter IV
presented results of the factor analysis and relBdendings using SPSS as related to the
study questions. Chapter V provides a discussidnpaactical implications drawn from

the findings of the study and offers recommendatifon further research.

Discussion
There were four research questions suggested ipethiening of the study.
Some of the research questions included sub-questiiochelp gain in-depth
understanding of the matter. As this study involuad/ersity soccer teams in Korea,

findings should be understood in a Korean univeisiiccer team context.

Research Question 1: Leadership Behaviors of Coa@tcording to Grade, Position,
and Years of Experience

Research question 1 tried to identify how uniugrsoccer players perceive their
current coaches leadership style and how they thantcoach’s leadership behaviors to
be. Because the study involved 316 subjects, itneapossible to reflect detailed
individual differences in participant’s perceptiarfscoach leadership. However,
participants perceptions by category including greel, playing position, and years of

experience were chosen as factors to be considered.
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There were no statistically significant differeac¢e the actual leadership
behaviors and preferred leadership behaviors aruptd grade. In other words, grade
was not a strong factor making differences in preteand actual leadership behaviors of
a coach. However, it turned out that players shosigaificant differences in Active
Management-by-Exception as preferred leadershipwets in the order of Junior,
Freshman, Sophomore and Senior. If Management-logyiiion is active, the leader
pays attention to the mistakes or errors of thevars and takes corrective action
directly (Bass, 2008). According to the resultsha$ study, junior players more preferred
that their leader give them negative feedback seidiinary action directly when they
deviated from a rule than other grade players.

It was also determined that there were no diffeesnn playing position with
regard to actual leadership behaviors and prefée@tership behaviors. The only
difference amongst positions was found in the doméiindividualized Consideration.’

It turned out that players in Defensive positionsf@rred their leader to be more attentive
and considerate than players in other positionss B2008) pointed out that individually
considerate leaders pay special attention to edldwier's needs for achievement and
growth in a supportive environment through two-waynmunication. Leaders should

tell the truth with compassion and try to look foe followers’ positive intentions. When
they need to disagree with the followers, they #haot make them feel wrong (Bracey,
et al., 1990).

Players regarded leadership behaviors of theicltgaite differently in ‘Passive
Management-by-Exception’ and ‘Individualized Comsation’ according to years of

experience. Management-by-Exception is one ofrdmesactional leadership behaviors
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and Individualized Consideration is one of the sfammational leadership behaviors.
Players with less than 5 years of experience marsigp/ed that their coach gave them
corrective feedback only after they had made mesaRlayers with more than 10 years
of experience least perceived that their leaderagea passively in the exceptive
condition. In terms of Individualized Consideratighayers with more than 10 years of
experience perceived the highest that their leadsrindividually considerate and
players with less than 5 years of experience peedeindividual consideration by the
coach to be the lowest. However it is hard to say &s players have more years of
experience, they perceive their coach to be marestormative than transactional
because years of experience made significant diffags only in the two factors, Passive
Management-by-Exception and Individualized Consitien.

Interestingly, years of experience made significhfierences in several
preferred leadership behaviors. Players with S0tgdars of experience preferred
Contingent Reward and Intellectual Stimulationnim@st and players with more than 10
years of experience preferred Charisma and Indalized Consideration the most.
Players with less than 5 years of experience peddPassive Management-by-Exception
the most. The results may indicate that as playa&irs more experience, they tend to
prefer transformative leadership behaviors mora trensactional leadership behaviors.
This finding may have been more pronounced if thvlmer of participants had been
more equal relative to experience, because the auailplayers with less than 5 years of
experience was only 19 but those with 5 to 10 yeas 203. Finding participants with

less than 5 years of experience was not an eaggmbacause most Korean soccer
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players who hope to be a professional in the fubegan playing soccer when they are in

the 5" or 6" grade.

Research Question 2: Team Performance and LeaderghBehaviors

Question 2 sought to investigate team performamcelation to leadership
behaviors. According to the discussion between Weaes Bass in 1994, Bass urged
through research findings that followers of transfational leaders expend greater effort
and accordingly their performance is higher thanghme measures for followers of
transactional leaders. In this study, it turnedtbat there were significant differences in
the actual leadership behaviors between high pedoce and low performance teams.
High performance team members perceived Contingentard, Inspirational
Motivation, Intellectual Stimulation, and Individu@onsideration as actual leadership
behaviors of their coach more than low performareen members. This finding
supports many previous studies suggesting thasftyemational leadership results in
desired outcomes. Low performance team membergipectonly Passive Management-
by-Exception as their coach leadership behaviorenttwan high performance team
members.

High performance team members preferred all thestoamative leadership
behaviors except for Charisma more than low peréorce team members as well. In
terms of preference of transactional leadershi@bielns, high performance team and low
performance didn’t expose any meaningful differesnce

Scott (2000) identified the areas of effectiveriassport organizations such as

goal attainment, use of system resources, int@nogkess, satisfaction of strategic
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constituents, and competing values, but in Kor@aesy only goal attainment through
winning tended to be valued. As Jeong (2003) martipdisciplinary purpose was one
of the major reasons of hazing in the universitgceo teams in Korea. Focusing on
winning yielded many side effects like hazing oomiyut (Lim, 2005), and accordingly
strong transactional leadership was mainly prefeared used by many school sport
leaders to put the team members under controlratmmunicating with the team
members or pursuit of reciprocal development wassigmificantly valued. Jeong also
noted that even though soccer coaches and adratoistiwere well aware of the status of
hazing, they didn’t even try to solve the problectiweely. In the past, many sport leaders
in Korea had nicknames like tiger or jaguar to eagire their strong and invincible
personality.

However the findings of this study suggest a pdssibange of perspectives and
perhaps a new leadership trend with transformattieaders becoming more popular and
favored in the field. This study also confirmedttheh performing teams are more likely
to be led by transformational leaders. Korean usityesoccer players in this study
expect their leaders to be sensitive and understgnand satisfy their needs, which also

turned out to be elements of leadership relatedemutcome of winning games.

Research Question 3: Leadership Behaviors and Cultal Functions

Question 3 investigated how transactional and toanmstional coach leadership
behaviors predicted the organizational culturaktfions of the university soccer teams.
Scott (2000) emphasized the significance of cultnamagement to leadership

mentioning that this may be the most challengimg,cyitical component of sport
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organizational leadership. He added that amongiatyaf leadership styles,
transformational leadership makes a strong impatite development of a positive
organizational culture. In addition, Weese (199%)icated that transformational leaders
in recreational organizations influence a culturéeacellence and continual
improvement.”

In the present study, it turned out that not orayw$formational leadership
behaviors but also transactional leadership besundluenced cultural functions in the
university soccer teams in Korea. All of the trastemal leadership behaviors such as
Contingent Reward, Passive Management-by-Excepdioth Active Management-by-
Exception influenced Managing Change and AchieGogls. Passive and Active
Management-by-Exception influenced Coordinated ™eark. Among transformational
leadership behaviors, Individual Consideration sigaificant influence on Managing
Change and Achieving Goals, Inspirational Motivatan Achieving Goals, and
Charisma on Coordinated Teamwork. The results atdacthat there were more of
transactional leadership behaviors effective otucal functions than transformational
leadership behaviors.

Overall, both transactional and transformationatlexship had a positive effect
on organizational team culture, but the effectransactional leadership behavior
appeared more extensive than transformational tshgbebehavior in the present study.
However, it was not obvious from the present stwtly transactional leadership
behaviors were more influential on cultural funogan university soccer teams in Korea.
This finding could be related to the fact that sactional leadership among coaches in

Korea has been deeply rooted in both the sociathbhéhletic cultures over the years.
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Consequently, because it can take a long timedag#the culture in an organization
and because leadership behaviors are not the actigr§ affecting cultural functions, it is
premature to conclude that transactional leadefstinaviors are better in building
effective organizational culture in Korean univgrsioccer. As was seen from the results
of question 2, transformational leadership behav@ave become more popular and
favored in university soccer teams in Korea, thxesr@ning the relationship between
leadership behavior and organizational culturdis tontext will require further
guantitative and qualitative investigation.

In a Korean context, it is still undeniable thatrdn exists strong transactional
leadership behaviors and they exert significanitierice on university soccer team
culture. However it is impressive that the effefctransformation leadership behaviors
were obvious on team culture as well as thoseaoftactional leadership behaviors. In
addition, as was seen in the results of questiphgy® performing team members
showed distinct preference on transformative legdproehaviors. Leaders of university
soccer teams need to consider how to manipulateléaglership behavior effectively
and appropriately as was mentioned by Hersey aaddBbard (1998) asserting situational
leadership which emphasizes interplay among takkwber, relationship behavior and
followers’ readiness. Finally it could be summadzkat “the combination of
transactional and transformational leadershigkedyito be a key factor in the successful

development of organizational effectiveness” (B&gsvolio, 1990, p. 245).
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Research Question 4: Team Performance and Culturdfunctions

Scott (2000) contended “a strong positive cultgrevihat separates the most
effective organizations from those that are lefscéf/e and that leadership has a stout
impact on the culture within an organization” (p).5For this end, research question 4
sought to figure out how cultural functions ardehént according to team performance
in high performing and low performing universitycser teams in Korea. In the present
study, ‘performance’ meant team rank in the leaggithis is the most obvious tangible
and accessible outcome available in this study.a~dement into the Championship
competition was used as a barometer to separate&ethigh and low performance.

It turned out that there were significant differesdn cultural functions between
high performance teams and low performance teard®tsr and Heskett (1992)
pointed out that there are significant relationdigpyeen organization culture and
performance. Specifically, high performance tearesavbetter in Managing Change,
Achieving Goals, and Cultural Strength than lowfpenance teams. High performance
teams were good at adapting changes in their emvieat, were effective in achieving
goals, had coherent and aligned goals and shahedsyand agreed on those values.
Together with research question 2, it can be caleduhat leadership behaviors and
culture are strong factors making differences amt@erformance. Especially, when
cultural functions are promoted with transformatieadership behaviors such as
inspirational motivation, intellectual stimulaticand individual consideration, the team
performance can be improved even more.

Many sport teams in Korea tend to be hierarchieadiér-centered. However, it is

suggested from the findings of this study thatrarg leader-centered hierarchy needs to
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be ameliorated for team members to better credtigralfunctions of the team. This can
trigger change in what has been a more rigid aftelxible university sport team culture
in Korea. An organization with strong positive cu# shares values widely and
organization moves toward positive direction, sortedentity tends to be high. But
soccer teams in Korea generally move toward p@&sdivection with less shared values.
Therefore, soccer teams in Korea are criticizetttiey can’t realize their full potential.
In fact, many Korean soccer players are bettewirmpe league than they play in Korean
national team. Why would this happen?

It is suggested that carefully merging aspectsasfdactional leadership together
with transformational leadership can create a calthiat is more creative, flexible, and
considerate for individual differences, which via# more desirable for school sport than
simply achieving high rank in leagues in the long.rAs a researcher and as an
administrator in soccer association in Korea, lgasg that a school sport team doesn’t
simply exist for discipline of sporting techniquetlalso for helping athletes envision
their potential for future life through their exparce participating in sport. Therefore,
achievement relative to winning should not servéhasonly goal or outcome. It is also
important to acknowledge that a more empoweringamgiderate environment can be
created by transformational leadership.

As is mentioned in the introduction, Hiddink waseaf the most famous soccer
coaches in Korea because he was influential inimgliiorea win its first World Cup.
Many people attribute the unprecedented achievem&@i02 Korea-Japan World Cup
to his leadership and the cultural change causddsgifferent leadership style. What's

noticeable is, ever since he left Korea, Koreartea®er accomplished as successful
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record as in 2002 even with better soccer infrattine. There are more fans, soccer
clubs, and soccer stadiums, but the internal pessedo not work appropriately. Sport
team culture in Korea still put too much emphasisontrols and conformity to
hierarchical communications without shared valudsetiefs to shape team identity.
Nowadays, sport organizations do not operate lestnvironment. Players and coaches
come in and go out internationally, and the spectofifans becomes broad. Kotter and
Heskett (1992) argued that leaders in adaptivenizgtonal culture strongly value
people and processes that create useful changdealders in nonadaptive organizational
culture care mainly about immediate work group mdpct. As Hiddink adapted to the
culture of Korean national representative soccamtand created strong cultural
functions with transformational leadership (Kim 180, coaches need to figure out their
team environment, develop transformative leaderstyile, and create cultural functions

that would promote team performances.

Implication

The present study suggested meaningful resulteedelaadership behaviors,
cultural functions, and team performance. In suoth biransactional and transformational
leadership were significant in performance and tealure, and team culture was
meaningful in making differences in team perfornaar@ut of these results, several
practical implications listed below can be drawntfee management of university soccer
teams in Korea.

1. Bass, Avolio and Goddheim (1987) mentioned thatdaational and

transformational leadership paradigm is complemgntether than conflicting,
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which is true to the present study. Transactiosadlérship behaviors can be
useful as long as transformational leadership behsare accompanied.
Transformational leadership behaviors help buildualitrust and respect, which
makes it possible for transactional leadership biensto work appropriately and
leads to high achievement. It was obvious in thislg that leadership behaviors
of a coach in high performance teams were morsfivamational and
transactional than those of low performance tedihsy used transactional
leadership behaviors together with transformati¢éeadlership behaviors, which
turned out to be effective for high performances hard to ignore how
immediate and evident results can be derived usamgactional leadership
behaviors, but leaders in university soccer teagesio view the players from a
long-term perspective and grow them rather thaswore them. Therefore, both
transformational and transactional leadership bielnsi¢an be used to support
each other.

. Transactional leadership behaviors were strongbuilding cultural functions in
university soccer teams, but the effect of tramafttive leadership behaviors
were also significant. Considering leadership isthe single factor influencing
cultural functions, leaders or coaches of socanteneed to perceive the
importance of the organizational cultural functi@m&l how to maneuver
effective cultural functions of their teams. Inatbn to the result of question 2
that the leader of high performance team is bathstactional and
transformational, leaders should try to enhance trensformative leadership

behaviors along with transactional leadership beinavo establish more

111



effective organizational culture for their teamdeslership and culture are
intertwined with each other (Schein, 2004). Wadlaod Weese (1995)
emphasized that transformational leaders develogien for the organization so
it can be incorporated into the organization’s unat

Leaders in university soccer teams in Korea shbaldware that there exist
apparent differences in culture functions betwegh performance teams and
low performance teams and try to strengthen culfurections in the team in the
long term. Even though many coaches may apprettiatenportance of cultural
functions in the team, it would be hard to deahwite matter with significance
because culture doesn’'t cause immediate resulit éakes a lot of time and
effort to strengthen cultural functions. When antesuffers from low
performance, there is often a coaching change,hwdidso typically results in
transactional leadership in order to yield highfpenance as soon as possible.
However, when a team goes through any probleneatter has to be sensitive
not only to team performance itself but also to ynafthe elements of
organizational culture within the team. Coyler (@pfhentioned that
organizational culture is a defining factor in gwecess and failure of
organizations it influences by affecting leaderdighaviors. Leaders need to
observe which factors strengthen or weaken culfuradtions of the team and be
prepared to cope with them. Even though leaderahdpculture are considered
separated constructs, they have a reciprocalsakdtip. Successful leaders build
strong cultural functions and strong cultural fuoics facilitate leaders to be

successful.

112



Recommendations for Future Research

This study explored how leadership, culture, amgnt@erformance is related with

each other in quantitative analysis. The resultsatestrated the significance of

leadership and culture in team performance. Baadteconclusion of the study, several

recommendations should be made like following.

1.

In the future research, it would be great to ingedé university soccer players of
Europe or South America. They take the lead of dvedccer industry as well as
soccer education. How they regard leadership olalt, what kind of leadership
style would be appreciated by the players, howdestdp affects their
performance, how a leader is brought up and how@functions in the context.
In order to gain in-depth understanding, qualimtiesearch of some specific
cases can be studied or other leadership instrucaane used. Teams acquired
championship in any league within three years @aohwsen as a participant and
be investigated in detail using both quantitatimd gualitative method. In
addition, several university soccer players caohmzesen to study longitudinally
and evaluate how their perception of leadershipvesgoas they gain experience in
the field. This would give an insight about thersfigance of leadership and
cultural functions and their role in university secteams.

It would provide useful information to universitgat teams to study cultural
functions of successful teams and how their culturzctions help shape long-
lasting and sturdy team culture. In fact, as Sc(@004) indicated, it is not a
simple matter to measure cultural functions as remidNumber cannot easily

describe a detailed story of the people who livehenculture. Therefore, it would
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be great to interview or observe a group of playeidraw themes or ideas out of
them. This will complement what cannot be explaimetthis study.

Soccer is one of the team sports, so leadershijprepand performance might be
developed in different pattern from other kindspbérts of which mainly involve
individual competition (e.g. tennis, track anddielrestling, etc.). Investigating
how member of a team and individual player aresdgfiit can give insights on
ideas how leadership, culture, and performance woviarious sport teams.

This study can set a foundation in developing lestdp training program in the
area of soccer in Korea. Currently KFA manages lc@altication program which
is required for every soccer coach to work in agistered team. The curriculum
is composed of various subjects including soccecifp knowledge as well as
those applicable to every sport coach in genenal |@adership is taught as part of
general sport team management without in-depthu@llor contextual
understanding of soccer team in specific. Thisysfurdvides resource about how
soccer players in the university level perceive preder leadership behaviors of
the coach under which cultural context, theref@me icnprove or develop coach

education program in KFA.
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Tl L
Iniormeda vonsent

Dear University Soccer Players.
My name is Kangwon. You. a doctoral student at the University of New Mexico in the
Sport Administration program. I'm conducting research about the relationship between coach
leadership style. organizational culture, and team performance in university soccer teams in
Korea. Through this study I would like to understand how coach leadership style and
organizational culture is related to each other and how these factors affect team performance
in university soccer teams in Korea.

It is going
polled with responses from other team players for analysis. There is no potential risk to
participants. You don’t have to write vour name in the questionnaires. Anonymity and
confidentiality will be guaranteed. The result is going to be used for academic purposes only.

Participation is voluntary. You can choose whether to participate in this study or not.
Refusal to participate will involve no penalty or loss of benefit to which you are entitled. You
can withdraw any time with no penalty or loss of benefit to which you are entitled. You are
also not waiving any of vour legal rights by completing and redefining the questionnaire. If
vou have any question about this survey, feel free to contact me (Kangwon You) at 010-8984-

8197, ykwunm@vahoo.co.kr, or Dr. David Scott at 001-1-303-277-2925. If you have other

concerns or complaints about your rights as a participant, contact the Institutional Review
Board at the Umiversity of New Mexico, MSCO08-4560, 1 University of New Mexico,
Albuquerque. NM  87131-0001 (001-1-505-272-1129). Your participation will provide

valuable information to the study of leadership and organization culture. I believe it will
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Sincerely yours,
Kangwon You
Doctoral Candidate

Sport Administration
HRPO #. 13-220 Page 10f 2 Version: 02-04-13
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Multifactor Leadership Questionnaire Rater Form (5x-Short)
Team: Name of Coach: Date:

This questionnaire is to describe the actual leadership style of the above-mentioned individual as you perceive it and preferred leadership style.
Please answer all items on this answer sheet. If an item is irrelevant, or if you are unsure or do not know the answer, leave the answer blank.
Section A asks you to rate leadership style as you perceive it to be, and Section B asks you to rate leadership style as you would prefer it to be
important. Be sure to circle the number of your desire of response in both column A and column B for each statement. Please answer this
questionnaire anonymously.

Thirty two descriptive statements are listed on the following pages. Judge how frequently each statement fits the person you are describing. Use the
following rating scale:

Not at all Once in a while Sometimes Fairly often Frequently, if not always
0 1 2 3 4

A. Perceived actual leadership style B. Preferred leadership style
THE PERSON I AM RATING....
not Frequently not
at A If not at B very
all always all important
0 1 2 3 4 1. Provides me with assistance in exchange for my efforts 0 1 2 3 4
0 1 2 3 4 2. Re-examines critical assumptions to question whether they are appropriate 0O 1 2 3 4
0 1 2 3 4 3. Fails to interfere until problems become serious 0O 1 2 3 4
0 1 2 3 4 4. Focuses attention on irregularities, mistakes, exceptions, and deviations from standards 0 1 2 3 4
0 1 2 3 4 5. Talks about their most important values and benefits 0 1 2 3 4
0 1 2 3 4 6. Seeks differing perspectives when solving problems 0 1 2 3 4
0 1 2 3 4 7. Talks optimistically about the future 0 1 2 3 4
0 1 2 3 4 8. Instills pride in me for being associated with him/her 0 1 2 3 4
0 1 2 3 4 9. Discusses in specific terms who is responsible for achieving performance targets 0O 1 2 3 4
0 1 2 3 4 10. Waits for things to go wrong before taking action 0 1 2 3 4
0 1 2 3 4 11, Talks enthusiastically about what needs to be accomplished 0 1 2 3 4
0 1 2 3 4 12. Specifies the importance of having a strong sense of purpose 0 1 2 3 4
0 1 2 3 4 13. Spends time teaching and coaching 0 1 2 3 4
0 1 2 3 4 14. Makes clear what one can expect to receive when performance goals are achieved 0O 1 2 3 4
0 1 2 3 4 15. Shows that he/she is a firm believer in “if it ain’t broke, don’t fix it.” 0 1 2 3 4
0 1 2 3 4 16. Goes beyond self-interest for the good of the group 0 1 2 3 4
0 1 2 3 4 17. Treats me as an individual rather than just as a member of a group 0 1 2 3 4
0 1 2 3 4 18. Demonstrates that problems must become chronic before taking action 0 I 2 3 4
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19. Acts in ways that builds my respect

20. Concentrates his/her full attention on dealing with mistakes, complaints, and failures

21. Considers the moral and ethical consequences of decisions

22. Keeps track of all mistakes

23. Displays a sense of power and confidence

24. Articulates a compelling vision of the future

25. Directs my attention toward failures to meet standards

26. Considers me as having different needs, abilities and aspirations from others

27. Gets me to look at problems from many different angles

28. Helps me to develop my strengths

29. Suggests new ways of looking at how to complete assignments

30. Emphasizes the importance of having a collective sense of mission

31. Expresses satisfaction when I meet expectations

(=] feg {an] fan) [a) [} [l [ fo) o] Lo [} fa) L]

et |t |t f oot |t it et |t |t f it ot | f o |

RSB LSRR Ran g ol ) SR ESRRCARNR R SRR bl J bl § (L)

W W [ W | W W iW W |W W]w ] w|w

B RSN EE B EEN E S P RN B R B B P

32. Expresses confidence that goals will be achieved
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Appendix C

Organizational Culture Assessment Questionnaire
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Organizational Culture Assessment Questionnaire

not completely
true true
1. This organization clearly demonstrates thaait adapt to changing
" 12345
conditions as needed
2. People have clearly defined goals 1 2 3 45
3. The complexity of people’s roles and task igsat that most managers
. : . . 12345
have given up trying to coordinate with one another
4. People believe in accepting one another asaheyather than trying to 12345
change one another
5. People agree that there is no point in tryingdpe with conditions
) . 12345
imposed on us from outside
6. People try to do their best, with little pregsto strive for specific goal$ 1 2 3 45
7. People believe in letting everyone do his ordven thing 1 2 3 45
8. This organization has developed a stable patteshared values,
. . 12345
beliefs, and norms of behavior
9. When changes are necessary, everyone has ddeaaf what sorts of
. 12345
activities are and are not acceptable
10. Individual action is channeled into achievihg goals of the total
o o 12345
organization rather than goals of individual mamage
11. Management believes in making sure that evienythappens
) . 12345
according to the plans made at higher levels
12. People rely on another to understand whati$yreappening and why 1 2 3 45
13. The pressure to maintain the status quo isesat that if major changes
. o S 12345
were required for the organization to survive, iigjimh not
14. People deal effectively with problems that ireadefining and 12345
attaining goals
15. People clearly understand their job assignmeamishow these relate to
) : 12345
the job assignment of others
16. People are expected to support their viewsbatidfs what concrete 12345
facts
17. People believe they can influence control oflimsitively with
) ) : 12345
important factors and forces in our environment
18. Most people have their own goals that may oy nw lie compatible
: 1 2345
on with another
19. People believe in working together collabodyiy preferring 12345
cooperation over competition
20. It is accepted that people usually have th&ir ways of seeing and 12345
making sense of situations
21. We believe in making our outside stakeholdeis valued allies 1 2 3 405
22. Taking action to attain new goals is valuethia organization more
e 12345
than maintaining the status quo
23. Making sure that managers at all levels coatdieffectively is seen
as the responsibility of all the managers involvedt,just as the 1 2 345
responsibility of top executives
24. Everyone strongly believes in a set of shasddes about how people
should work together to solve common problems aadh shared 1 2 3 45
objectives
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Appendix D

Demographic Information Questionnaire
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Demographic Information

Name of your team

Grade

Freshman
Sophomore
Junior
Senior

(|

OO

Length of experience
1 less than 5 years
] 5to 10 years
1 More than 10 years

Position
] Defense
O Mid-field
] Offense
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Institutional Review Board Approval
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Institutional Review Board
Human Research Protections Office

June 9. 2013

David Scott/Kang-Won You

dscott@unm.edu
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Approval of this protocol will expire if the IRB does not grant continuing review approval before
6/8/2014.

In conducting this study. you are required to follow the requirements listed in the Investigator
Manual (HRP-103). which can be found by navigating to the IRB Library within the IRB system.

Sincerely,
Jfmm

J. Scott Tonigan, PhD
IRB Chair
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