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This study investigated effects of selected demographic 

variables and styles of leadership on the self-perceived 

leader effectiveness scores of vocational administrators at 

two-year postsecondary institutions in Texas. Demographic 

variables were type of institution represented, teaching 

experience, age, trade experience, administrative experience 

in vocational education, highest degree earned, institutional 

enrollment and vocational enrollment. Seventy-eight adminis-

trators were mailed copies of the Leader Behavior Analysis 

II—Self (LBA) and a demographic questionnaire. 

The LBA contained twenty supervisory situations. 

Respondents were to select the alternative approach that 

most closely resembled action they might take. Scoring 

determined the respondents' primary leadership styles and 

leader effectiveness scores. 

One-way analysis of variance was used to determine if 

selected demographic variables or primary leadership style 

was significant in determining a difference in their 

effectiveness scores. Primary leadership style and degree 



held were significant in determining leader effectiveness 

scores at alpha .05. 

It was determined that 84 percent of the administrators 

completing the questionnaire preferred the supporting style. 

None of the administrators preferred delegating or directing 

styles. 

Recommendations included studies using the LBA with 

supervisors in associations serviced by the institutions 

to provide an understanding of relationships between the 

leadership style of the administrators of training institu-

tions and those of the associations served. Additional 

studies should be done to ascertain any differences in 

the self-perception of the administrators' leadership style 

and perceptions of their subordinates. A final recommenda-

tion included the implementation of programs to assist 

administrators in the utilization of the broader situational 

leadership approach. 
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CHAPTER I 

INTRODUCTION 

Leadership is one of the major attributes that sets 

successful organizations apart from middling organizations. 

Effective leadership may be the rarest resource available 

today. As a result, businesses are spending an increasingly 

larger share of their budgets on leadership development. 

Of every one hundred new business establishments 
started, approximately fifty, or one-half, go out of 
business within two years. By the end of five years, 
only one-third of the original one hundred will still 
be in business (Hemphill 1949, 83) . 

Many failures in industry, business, and education have 

been attributed to ineffective leadership. Organizations of 

all sizes and descriptions are constantly searching for 

people who are willing to assume significant leadership roles 

in society and who can plan and implement a successful course 

of action in an effective and efficient manner (Hemphill 

1949) . 

Leadership has been characterized as a phenomenon which 

is easier to recognize than to define (Goldband, Rice, and 

Monkarsh 1979, 40). Subsequently, there are many definitions 

of leadership. Hersey and Blanchard, in Management of 

Organizational Behavior: Utilizing Human Resources, state 

that "leadership is the process of influencing the activities 



of an individual or a group in efforts toward goal achieve-

ment in a given situation" (1977, 83). To others, "leadership 

is man's ability to take the initiative in social situations, 

to plan and organize action, and in so doing to evoke coopera-

tion" (Office of Strategic Services Assessment Staff 1948, 

301). To Hemphill, "a definition of leadership must include 

both the characteristics of a social situation and the 

characteristics of an individual" (1949, 5). It may further 

be stated, "leadership is a process of mutual stimulation— 

a social interactional phenomenon in which the attitudes, 

ideals, and aspirations of the followers play as important a 

determining role as do the individuality and personality of 

the leader" (Haiman 1950, 93). 

As seen from these definitions, the leadership process 

is a function of the leader, the follower, and other situa-

tional variables. One should note that the authors quoted 

above make no mention of a particular type of organization 

within their definitions of leadership. They point out that 

in any situation where an individual is trying to influence 

the behavior of another individual or group, leadership is 

taking place. It is interesting to note, however, that a 

great many deans regard themselves not as leaders but as 

catalysts of faculty opinion and decision making (Gould 

1964, 41). 

Gould (196 4) concluded that only a very rare situation 

would permit a thoroughly autocratic or authoritarian dean 



to operate. One must remember that a dean's actions are 

dictated not only by personal interest, abilities, and 

experience, but by those of the president and department 

heads as well. 

Modern approaches to leadership understanding are 

leaning toward the role of situational factors in evaluating 

effectiveness. This approach has evolved through the 

homogenization of many theories and founded research data. 

Stogdill, in his 1948 study, reviewed 124 trait studies. He 

found that leaders were characterized by several clusters of 

items such as capacity, achievement, responsibility, 

Participation, and status. He also found that the traits of 

leaders tend to differ with the situation. Stogdill further 

cites evidence in support of the view that leadership is 

entirely situational in origin and that no personal 

characteristics are predictive of leadership (1974, 72). 

In contrast, a review of literature dealing with the 

trait approach to leadership has revealed few consistent or 

significant findings. Findings reveal that years of study 

have failed to produce a list of personality traits that 

differentiates leaders from non-leaders. Therefore, the 

conclusion is that "leadership is a dynamic process, varying 

from situation to situation, with changes in leaders, 

followers, and situations" (Hersey and Blanchard 1977, 

89) . 



Much has been written about organizational theory for 

business and the theoretical models for behavior for 

business leaders. However, no accepted model has been 

developed for leaders of educational institutions; partic-

ularly vocational administrators of two-year postsecondary 

institutions. The role of colleges is unique when compared 

to that of business and industry. In a broad sense, an 

organizational model for higher education would be one that 

encouraged the administrative practices essential for 

cultivating the creativity, commitment and convictions 

essential for the pursuit of excellence (Blake 1981, 28-29). 

The situational approach to leadership, or Hersey and 

Blanchard's Situational Leadership Theory, is based on 

observed behavior rather than hypothetical genetic ability 

or individual potential for leadership (1977). The emphasis 

is on behavior of leaders and their group members in various 

situations. Hersey and Blanchard believe that, from 

observation of the frequency of certain leadership behaviors 

in various situations, theoretical models can be developed 

which will help leaders make predictions about the most 

appropriate leadership behavior for a particular situation. 

Statement of the Problem 

The purpose of this study was to assess the perceptions 

of vocational administrators of two-year postsecondary 

institutions in the State of Texas as to their leadership 



styles in their respective institutions. Secondary problems 

of the study were to determine which perceived styles of 

leadership prevail, and to assess the relationship between 

the perceived leadership effectiveness and other demographic 

characteristics of administrators. 

Purpose of the Study 

In order to assess the relationship of the perceived 

leadership effectiveness and other demographic data, the 

objectives of this study were to: 

1. identify the perceived leadership styles used by 

vocational administrators within two-year postsecondary 

institutions in the State of Texas, 

2. determine if the type of institution (trade school-

community college) is a factor in the perceived leader 

effectiveness of vocational administrators, 

3. determine if institutional size is a factor in the 

perceived leader effectiveness of the administrators, 

4. ascertain if age is a factor in the perceived 

leader effectiveness of vocational administrators, 

5. determine if educational level is a factor in the 

perceived leader effectiveness of vocational administrators, 

6. ascertain if trade or industrial experience is a 

factor in the perceived leader effectiveness of the 

administrators, 



7. ascertain if years of service in an administrative 

position is a factor in the perceived leader effectiveness 

of vocational administrators, 

8. determine if educational teaching experience is a 

factor in the perceived leader effectiveness of the 

vocational administrators, and 

9. determine if the size of vocational enrollment is 

a factor in the perceived leader effectiveness of the 

vocational administrators. 

Hypotheses 

The literature suggests that the effectiveness of 

administrators is dependent upon extraneous factors. 

Administrators need to understand their perceived leader-

ship style, flexibility, and effectiveness in order to 

better understand themselves and the relationships within 

their organizations. Therefore, the following hypotheses 

were tested. 

Hypothesis 1: There is no significant difference in 

the self-perceived leadership style effectiveness score on 

the Leader Behavior Analysis II—Self (LBA) of administra-

tors representing trade schools, junior colleges and 

community colleges. 

Hypothesis 2: There is no significant difference in 

the self-perceived leadership style effectiveness score on 

the LBA of administrators having educational teaching 



experience in the ranges of one to five years, six to ten 

years, and greater than ten years. 

Hypothesis 3: There is no significant difference in 

the self-perceived leadership style effectiveness score on 

the LBA of administrators having trade experience in the 

ranges of one to five years, six to ten years, and greater 

than ten years. 

Hypothesis 4: There is no significant difference in 

the self-perceived leadership style effectiveness score on 

the LBA of administrators with vocational administration 

experience in the ranges of zero to five years, six to ten 

years, and more than ten years. 

Hypothesis 5: There is no significant difference the 

self-perceived leadership style effectiveness score on the 

LBA of administrators in the age ranges of under thirty, 

thirty-one to forty, forty-one to fifty, and older than 

fifty. 

Hypothesis 6: There is no significant difference in 

the self-perceived leadership style effectiveness score on 

the LBA of administrators having earned bachelor's, master's, 

or doctorate degrees. 

Hypothesis 7: There is no significant difference in 

the self-perceived leadership style effectiveness score on 

the LBA of administrators representing institutions of 

varying size ranges. 
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Hypothesis 8: There is no significant difference in 

the self-perceived leadership style effectiveness score on 

the LBA of administrators representing institutions with 

various percentage levels of total enrollment enrolled in 

vocational courses. 

Hypothesis 9: There is no significant difference in 

the self-perceived leadership style effectiveness score on 

the LBA of administrators utilizing the primary leadership 

styles of SI, S2, S3, or S4, as demonstrated on the LBA. 

Significance of the Study 

A preliminary review of literature shows that the 

leadership styles of administrators have been the subject 

of a wide range of research studies and publications. How-

ever, few studies which deal specifically with vocational 

and technical administrators of two-year postsecondary 

institutions in the State of Texas were found. One of the 

few published studies dealing with leadership styles of 

vocational administrators is a study which deals specifically 

with the leadership styles of administrative personnel in 

area vocational schools in Oklahoma. This study was 

conducted by Lois Faye Sharpton, in 1985, at the University 

of Oklahoma (1986). 

Gilli (1976) noted that there was a need for study of 

vocational education leadership. The State of Texas funds 

and guides vocational-technical programs throughout the 



state, and the successful operation of its many educational 

institutions depends greatly on the leadership abilities and 

style of the vocational administrators. Certainly, then, 

there is a need for studies devoted specifically to the 

identification of the leadership styles of vocational 

administrators in Texas. 

Inasmuch as little attempt has been made to identify 

the leadership style of vocational administrators of the 

postsecondary institutions in Texas, this study attempts to 

assess differences in leadership styles of Texas administra-

tors and specific demographic variables. 

As to the leadership styles they practice in their 

respective institutions, this study can provide grassroots 

data on administrators of two-year postsecondary institutions 

in the State of Texas. These data can assist individual 

institutions, professional organizations, and the state in 

planning programs and in establishing personnel guidelines. 

Any attempt to enrich individual performance must begin 

with a complete understanding of an individual's self-

perception. Knowledge of the leadership styles of present 

administrators in two-year postsecondary institutions can 

identify areas of staff development needs. Therefore, it 

is appropriate to assess the leadership styles of current 

administrators of two-year postsecondary vocational programs 

and to identify the selected professional and environmental 

factors influencing their leadership behavior. 
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Detailing the leadership styles of current adminis-

trators can assist present and future administrators in 

improving their leadership approach and thus improving 

vocational-technical programs in the State of Texas. 

Definition of Terms 

The following terms have restricted meanings and are 

defined for use in this study. 

Leadership style is "the pattern of behaviors that you 

use when you are trying to influence the behaviors of others 

as perceived by them" (Blanchard 1985, 6). 

Primary style is identified as the most frequently used 

of Blanchard's four basic leadership styles, as identified 

on the Leader Behavior Analysis II, Self-Perceptions of 

Leadership Style. 

Style flexibility, for this study, was obtained by 

using the Leader Behavior Analysis II calculations for the 

Leader Behavior Analysis II—Self (Blanchard et al., 1985). 

Style effectiveness, for this study, was obtained by 

using the Leader Behavior Analysis II calculations for the 

Leader Behavior Analysis II—Self (Blanchard et al., 1985). 

Directing refers to the leadership style (SI) often 

referred to as high directive-low supportive. "The leader 

defines the roles of the followers and tells them what, how, 

when, and where to do various tasks. Problem-solving and 

decision-making are largely one-way, and implementation 
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is closely supervised by the leader" (Blanchard 1985, 

6) . 

Coaching is the leadership style (S2) often referred 

to as high directive-high supportive. The leader provides 

a great deal of direction and leads with his or her ideas, 

but also attempts to hear followers' feelings about 

decisions as well as their ideas and suggestions. Two-way 

communication and support are increased while control over 

decision-making remains with the leader (Blanchard 1985, 

6) . 

Supporting is the leadership style (S3) often referred 

to as high supportive-low directive. "The leader's role is 

to provide recognition and to actively listen and facilitate 

problem solving-decision making on the part of the follower" 

(Blanchard 1985, 6) . 

Delegating is the leadership style (S4) often referred 

to as low supportive-low directive. After joint agreement 

on a problem definition the decision-making process is 

delegated totally to the follower (Blanchard 1985, 6). 

Vocational administrators are individuals identified 

by the State Coordinating Board as being responsible for 

coordinating vocational programs at postsecondary two-year 

institutions. 

LBA refers to the Leader Behavior Analysis II ques-

tionnaire . 
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Length of service is the number of years a person has 

served in a given position. 

Level of education refers to the academic degrees held 

by an individual, namely bachelor, master's or doctoral. 

Type of institution refers to the primary purpose of 

an institution, either a community college or a trade school. 

Trade or industrial experience is defined as work 

experience by the administrator in a wage-earning occupation 

for which the State of Texas offers a program of vocational 

education. 

Service in administration is defined as the number of 

years an individual has served in the administration of a 

two-year postsecondary institution. 

Limitations 

For the purposes of this study it was assumed that the 

variables affecting the functions of the vocational adminis-

trators at the two-year postsecondary institutions are 

homogeneous. It was further assumed that the administrators 

responded to the Leader Behavior Analysis II (LBA) question-

naire in good faith. 

Delimitations 

The scope of this study was administrators of post-

secondary two-year institutions as identified by the State 

Coordinating Board. All seventy-eight administrators were 
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asked to respond to the Leader Behavior Analysis II (LBA) 

questionnaire in order to profile their style, flexibility 

and style effectiveness as defined by Blanchard (1985). 

Additional demographic information from the individual 

administrators was requested on a data form. 

Conclusions drawn from this study may not be applicable 

to institutions at other levels or outside the State of 

Texas. 



CHAPTER II 

SYNTHESIS OF RELATED LITERATURE 

Published studies and literature dealing with leader-

ship and vocational administration are scarce. Therefore, 

this review is selective and includes materials that relate 

specifically to this study while contributing a better 

understanding of the present investigation. 

This synthesis is divided into two sections. The first 

presents a review of the literature which is most pertinent 

to leadership in educational administration. The second 

section gives an overview of literature that deals with 

leadership theories and identifies concepts that have a 

direct bearing on this study. This section begins by 

providing a brief history of leadership theories. The 

balance of the section provides a basis for the inclusion 

of situational leadership styles in this study. 

Educational Leadership 

Vocational educational administration evolved from the 

Vocational Education Amendments of 1968, which superceded 

all previous vocational education acts inacted between 1917 

and 1963. This comprehensive legislation established 

advisory committees, certification (standards and qualifica-

tions) , teacher training, program approval, building 

14 
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construction, evaluation standards and, for the first time, 

funding for administration and supervision of programs in 

vocational education. The authorization of federal grants 

to states provided for the extension, maintenance and 

improvement of vocational education programs. However, it 

was the Educational Amendments of 1972 that created a 

Bureau of Occupational and Adult Education assigned to the 

United States Office of Education, which included a community 

college unit. Due to the omission of an administrative 

model, the administration of vocational education at two-year 

postsecondary institutions in Texas has been left to the 

discretion of the individual institutions. A state model for 

the recruitment, training and evaluation of vocational educa-

tion administrators of postsecondary two-year institutions 

does not exist in Texas. 

Doll (1972) defined educational administration as the 

tasks and processes involved in having an educational 

organization whose chief dimensions are executive management 

and leadership. Within this concept, leadership may be 

defined as a function requiring human behaviors which help 

a school achieve its purposes, some of which are oriented 

toward production (task) while others are oriented toward 

interpersonal relations. In defining the educational 

administrator's role, Weber and Weber stated: 

Educational leadership should be skillful in 
making inquiry; skillful in analyzing situations in 
which leadership is to function; skillful in discovery 
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of attitudes, beliefs and commitments of members of 
groups; skillful in discovery of facts and information 
pertinent to the solution of problems faced by the 
group; skillful in mobilizing attitudes, beliefs, facts 
and information to develop plans of actions; and 
skillful in utilizing the abilities of members of the 
group (1955, 128). 

Attempts to establish the role and style of vocational 

administrators have lead to studies of various populations 

of vocational administrators at both state and national 

levels. Leadership in vocational education may be described 

in terms of the relationship between the leader, the faculty, 

and lower-level administrators (Gilli 1976, 23). 

A comprehensive study by Polk (1969) attempted to 

ascertain whether certain characteristics are present to a 

greater degree in top-ranking directors of area vocational 

technical schools as compared to those in lower-ranked 

positions. Polk's results indicated a high positive rela-

tionship between graduate preparation in vocational 

education and success as a director of a local area voca-

tional technical school, indicating that factors in an 

individual's background are related to success in this 

field. Membership in five or more professional organizations 

was also shown to have a positive relationship to rated 

success, indicating that the degree of involvement in 

professional organizations should possibly be considered in 

the identification of potentially successful local directors. 

An additional finding by Polk led to the conclusion that 
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experience in the administration of vocational education 

would be a useful variable in selecting potentially 

successful local directors. 

Other studies, which dealt with female administrators 

in vocational education, include the study conducted by 

Bryant in 1983. Her study compared the leadership behavior 

style, leadership style range, and leadership effectiveness 

of female administrators and teachers in vocational educa-

tion. Bryant used the Leader Effectiveness and Adaptability 

Description instruments in determining that there were no 

differences in the frequency of use of the four leadership 

styles between the teachers and the administrators. A 

difference did exist, however, in the style range of the 

two groups. A greater percentage of administrators used 

all four leadership styles more frequently than did the 

teachers. The group's overall leadership effectiveness was 

not influenced by personal or employment factors. Educa-

tional level was, however, identified as a determining 

factor. Women with advanced degrees exhibited effective 

leadership behavior more often than those with a 

baccalaureate degree only (Bryant 1983). A second study 

dealing with the perceived characteristics and administrative 

skills of women administrators in vocational education in 

the United States was completed in 1980 by McAda. McAda 

concluded that competitiveness knows no sex differences and 
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that job performance is an equally suitable outlet for 

women as well as men. Of particular interest was McAda's 

recommendation that courses designed specifically for 

prospective female vocational administrators be developed 

along with an inventory or scale to assist in the possible 

selection of women administrators. 

Vocational administration leadership has not been 

thoroughly researched. However, Sharpton (1986), in her 

recent study of the leadership styles of administrative 

personnel in area vocational schools in the State of 

Oklahoma, identified the most prominent leadership style 

as executive while the developer style was second. Signifi-

cant relationships were identified regarding administrators' 

educational levels, their backgrounds, and their scores on 

the Management Style Diagnosis Test. 

Leadership Theories 

Until recently, the identification of leadership traits 

has been the emphasis of most leadership studies. This con-

cept of leadership suggests that certain personal 

characteristics are essential for effective leadership 

(Hersey and Blanchard 1977, 88-89). Early leadership studies 

focused upon individual characteristics. Corporations and 

businesses have commissioned researchers to identify traits 

indicative of an effective leader. It was believed that if 

these characteristics could be identified, a more effective 
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utilization of personnel and resources could be made. 

Attempts were made to determine if certain traits of 

personality, intelligence, physique, or perception were 

associated with those who lead or could distinguish those 

who might become successful leaders (Stogdill 1974). This 

assumption gave rise to the trait theories of leadership. 

In the 1920s and 1930s Bernard, Bingham, Tead and Kilbowne 

explained leadership in terms of personality and character 

traits (Stogdill 1974, 17). Dilworth (1977) reported that 

as early as 1883, Francis Galton studied the traits of men 

he deemed to be manifestly successful in positions of 

authority and compared them to traits observed in men of 

lower socioeconomic status. This theory, sometimes called 

the "Great Man Theory," states that a leader is endowed 

with superior qualities that differentiate him from his 

followers. It has been suggested that the problem with 

this theory is that those qualities cannot seem to be 

identified. The trait approach treated personality 

variables in an atomistic fashion, suggesting that each 

trait related separately to determine leadership effect. 

Despite the determination of researchers to validate such 

relationships, evidence is clear that leaders to not 

possess common identifiable characteristics or traits. 

Furthermore, one cannot predict potential for leadership on 

the basis of personality, intelligence, stature or scholar-

ship (Firth 1976, 327-331). 
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A review of literature dealing with research on the 

trait approach revealed few significant findings. When 

E. E. Jennings presented a comprehensive survey and analysis 

of "The Great Man" theory of leadership in 1960, he con-

cluded that "fifty years of study have failed to produce 

one personality trait or set of qualities that can be used 

to discriminate leaders from non-leaders" (Hersey and 

Blanchard 1977, 89). 

Disillusioned by their search for traits of a leader, 

researchers next sought to identify particular styles of 

leadership that were effective. Researchers have con-

centrated their studies on leaders and leadership styles in 

an effort to determine what makes a good leader. 

One of the earliest descriptions of style was provided 

by Weber in 1922. His discussion of selected leader 

behaviors dealt with traditional, bureaucratic or chrismatic. 

He has been credited with introducing the chrismatic descrip-

tion of leadership. His assumption was that a leader 

functioned according to the source of his authority. The 

traditional style was described as autocratic and capicious, 

while the charismatic was considered to have a mystic quality, 

Weber's theory may be one of the most extensively researched 

(Weber and Weber 1955). 

One of the first major studies of leadership as a two-

way interaction between the leader and the follower was 



21 

published by Lewin and Lippitt in 1938. Their experiment 

was designed to explore the effects of democratic and 

authoritarian group environments upon the behavior of group 

members (Stogdill 1974). Lewin theorized that human behavior 

is a function of the individual's personality or needs inter-

acting with the social and psychological forces in that 

individuals' environment. Studies were conducted by Lippitt 

and White (1947) at the University of Iowa that made use of 

synthetic styles of behavior of adults in supervising 

children' activities. It has been assumed by most 

researchers, in addition to those mentioned above, that the 

most effective leaders are democratic. 

In the United States, particularly, there have been 
repeated efforts to equate democratic leadership with 
the Protestant ethic. Any other style must, of course, 
be wrong in a nation that prides itself on allowing its 
citizens the greatest freedom on earth (Boles 1983, 17). 

Likert (1958) advanced the success of the democratic 

concept with his studies done at the University of Michigan 

in which he concluded that, for certain groups in certain 

situations, democratic style was productive and that group 

members had higher morale than when they were subjected to 

other styles. This concept, that a democratic style was the 

prescription for effective leadership, went almost unchal-

lenged until recent times despite contradictory evidence. 

Gibb (1968) stated that, contrary to common belief, a 

democratic style of leadership may not be the most effective 
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leadership in situations that are moderately favorable to 

leadership. It has been shown that an authoritarian leader-

ship style is expected by followers in many situations, and 

this style is considered most effective in attaining group 

objectives when circumstances are either highly favorable 

or highly unfavorable for leadership. An adequate theory of 

leadership style must explain all styles exhibited either 

currently or historically. Certainly not all effective 

leadership styles have been democratic. 

Some limitations of the democratic style, as suggested 

by Haiman (1950 27) , include the fact of inequality, which 

suggests that democracy in its purest form would allow the 

least able to be as the most capable in decision making; the 

abstraction of social policies which are not detailed because 

of group discussion which leads to generalities in verbal 

agreement; the delay in decision making which is created by 

the democratic process of group discussion and voting; and, 

finally, the individualism that brings nonconformity. 

The concept that the follower is an integral determinant 

of leadership style, as referred to by Gibb (1968), led to 

a number of theories by Argyris, Blake and Mouton, Likert 

and McGregor (Stogdill 1974). They promoted the idea that 

humans, by nature, are motivated organisms, and that the 

organization is, by nature, structured and controlled. 

Their theories proposed that the function of leadership is 

to modify the organization in order to allow the individual 
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to realize his motivational potential for fulfilling his 

needs and at the same time contribute toward the accomplish-

ment of organizational goals (Stogdill 1974). 

Two types of organizational leadership theories were 

postulated by McGregor: Theories X and Y. Theory X, based 

on the assumption that people are passive and resistant to 

organizational needs, attempts to direct and motivate them 

to meet these needs. Theory Y, based on the assumption that 

people already possess motivation and desire for responsi-

bility, attempts to arrange organizational conditions in 

such a manner as to make possible fulfillment of their needs 

while directing their efforts to achieve organizational 

objectives (Stogdill 1974, 20-21). 

On the other hand, Argyris perceived a fundamental 

conflict between the organization and the individual. It 

is the nature of organizations to structure member roles and 

to control performance in the interest of achieving specific 

objectives, while it is the individual's nature to be self-

directed and to seek fulfillment through exercising 

initiative and responsibility. An organization is most 

effective when its leadership provides the means whereby 

followers may make creative contributions to the organiza-

tion as a natural outgrowth of their own needs for growth 

and self-expression (Stogdill 1974, 22). 

It was suggested by Likert (1958) that leadership is 

a relative process in that the leader must take into account 
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the expectations, values and interpersonal skills of those 

with whom he is interacting. The leader must present 

behaviors and organizational processes perceived by 

followers as supportive of their efforts and of their sense 

of personal worth. The leader must involve followers in 

making decisions that affect their welfare and work. He 

must use his influence to further the performance and 

personal welfare of the followers. The leader builds group 

cohesiveness and motivation for productivity by providing 

freedom for responsible decision making and exercise of 

initiative (Stogdill 1974, 22). 

Blake and Mouton (1978) conceptualized leadership in 

terms of a managerial grid on which concern for people 

represent one axis and concern for production represents 

another. A leader may rank intervally along either axis. 

He may be high or low on both axes, or high on one while 

low on the other. The individual who ranks high on both 

develops followers committed to the accomplishment of work 

and whose sense of interdependence through a common stake in 

the organizational purpose leads to relationships of trust 

and respect (Stogdill 1974, 21-22). 

Modern situationalists no longer attempt to explain 

leadership solely in terms of the individual and the 

organization. They believe that characteristics of the 

individual and the demands of the situation interact in 

such a manner as to suggest a required leadership style. 
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In Leader Behavior: Its Description and Measurement, 

Stogdill and Coons attempt to identify various dimensions 

of leader behavior. Their research at Ohio State University 

resulted in the finding that task behavior (initiating 

structure) and relationship behavior (consideration) were 

separate and distinct dimensions (Hersey and Blanchard 1977, 

88-89) . This finding meant that these two approaches to 

dealing with subordinates could occur, to varying degrees, 

at the same time. 

These two theoretical concepts—task behavior and 

relationship behavior—were used by Blake and Mouton (1978) 

as they developed the managerial grid and identified five 

types of leadership. "Where the Ohio State framework tends 

to be a behavioral model, the managerial grid tends to be an 

attitudinal model measuring the predispositions of the 

manager" (Hersey and Blanchard 1977). In other words, 

leaders are predisposed to prefer one of these styles of 

managing subordinates. Blake and Mouton went a step further 

and hypothesized that, of the styles of management identified, 

there is a "best" style that all managers should attempt to 

emulate. This idea of a single, ideal or normative style 

of leader behavior is unrealistic, and does not take into 

consideration cultural differences, level of education, 

standard of living, or experience (Hersey and Blanchard 

1977, 100). In fact, if one style of leadership is preferred 
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for all occasions then it becomes a trait; and traits have 

been shown to be nonpredictive of leader effectiveness. 

Fiedler theorized that leader effectiveness is con-

tingent upon the motivational system and the degree to 

which the leader has control and influence in a particular 

situation (Merrell 19811, 39). Task effectiveness is 

dependent on its degree of structure, as groups take on 

differing characteristics depending upon their purpose for 

existence. Consequently, the leader's effectiveness is 

determined by an interacting effect of leader behavior, 

group relations and organizational structure. 

Fiedler's model is useful; however, he reverts to a 

single continuum of leader behavior, suggesting that there 

are only two basic leader behavior styles—task oriented and 

relationship oriented. Most evidence indicates that leader 

behavior must be plotted on two separate axes rather than on 

a single continuum (Hersey and Blanchard 1977, 102). 

The terms task behavior and relationship behavior are 

used by Hersey and Blanchard in their leadership models 

developed at the Center for Leadership Studies at Ohio 

University. These terms parallel the concepts Consideration 

and Initiating Structure of earlier Ohio State studies. 

The four basic leadership styles depicted by Hersey and 

Blanchard are high task and low relationship, high task and 

high relationship, high relationship and low task, and low 

task and low relationship. Although these concepts are 
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similar, Hersey and Blanchard added another dimension to 

their definition of leadership style-effectiveness. The 

leadership style of an individual is the behavior pattern 

that individual exhibits when attempting to influence the 

activities of others as perceived by others (Hersey and 

Blanchard 1977, 103). 

This may differ from how a leader perceives his or her 

own behavior, which is defined as self-perception rather 

than style. As in some other models reviewed, a person's 

leadership style involves a combination of task behavior 

and relationship behavior. 

A third dimension, effectiveness, has been added to the 

two-dimensional model since establishing that the effective-

ness of leaders depends on how their relationship style 

interrelated with the situation in which they operate. 

However, William Reddin was the first to add an effective-

ness dimension to the task concern and relationship concern 

dimensions of earlier attitudinal models such as the 

managerial grid. Reddin's 3-D Management Style theory 

greatly influenced Hersey and Blanchard in the development 

of the Tri-Dimensional Leader Effectiveness Model. Reddin 

felt that a useful theoretical model must allow for a 

variety of levels of effectiveness, depending on the 

situation (Hersey and Blanchard 1977, 103-104) . 

Hersey and Blanchard integrated the concepts of leader-

ship style with situational demands of a specific environment 
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by adding the effectiveness dimension to the task and 

relationship behavior dimensions of the Ohio State leader-

ship model. Simply put, when a leadership style is 

appropriate to a given situation, it is termed effective; 

when the style is inappropriate to a given situation, it is 

termed ineffective (Hersey and Blanchard 1977, 105-106). 

Style effectiveness depends upon recognizing the fact 

that varying circumstances may call for behavior changes, 

but changes must be closely aligned with the circumstances 

and personalities involved. Effective leaders recognize 

that the more superficial the diagnosis of situational 

variables, the less it contributes to sound decision making 

(Huckaby 1980, 613-617). That is, first impressions are 

less accurate than decisions based upon deliberations 

(Hundyside 1979, 24-25). Alterations in behavior or 

responses to situations need to be made after careful con-

sideration and reflection on the issues and situations. 

The bulk of evidence indicates that no one style or 

type of leadership is consistently more effective than 

another when considering the two perspectives of organiza-

tional performance and individual needs (Walter, Coldwell, 

and Marshall 1980, 618-621). The most effective leadership 

style seems to be closely related to the situation. 

Sergiovanni (1984) concurred with this situational approach 

to leadership. He considered it a definite improvement in 
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effectiveness over the prescription of a single leadership 

style. This concept of timing leadership style to employee 

maturity and task needs was found to be very effective in 

a situational leadership study of Xerox managers (Gumpert 

1979, 8). 

The ability to adapt managing behavior to situations 

is described by Austin (1981, 31) as style-flex. Style-flex 

postulates that the effective leader attempts to utilize 

leadership styles that best fit the situation. Effective 

flexibility depends on the leader's understanding of self, 

the individuals involved, and the group as a whole. When 

the subordinate can accurately assess the characteristics 

of the situation and behave accordingly, then he or she 

should become an effective leader. 

The concept that group atmosphere and leadership style 

have some unique ability to predict shifts in performance 

was indicated in a study by Goldband, Rice, and Monkarsh. 

Furthermore, performance and leadership style could predict 

shifts in atmosphere. This supports a systems or con-

tingency point of view regarding leadership and opposes a 

unidirectional mode of leader behavior (1974, 401). In a 

study of the effect of leader behavior on subordinate 

performance, Gilmore, Beehr, and Richter found that 

manipulated leader behaviors caused significant differences 

in subordinate performance (1979, 170). They found that the 
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leader's behaviors were manipulated to find the resulting 

effects on subordinates. These results indicated how 

leader behavior can affect a working environment. 

In support of this hypothesis, Kabanoff and 0'Brian 

found that a group's degree of collaboration is affected by 

the leader's abilities (1979, 529). Specifically, a group 

which enjoys a cohesive atmosphere of collaboration and 

interchange can be managed most effectively via specific 

leader behavior different from those employed if the group 

examplifies diverse, incohesive group behavior. In summary, 

leadership requires complex interfacing of time, personnel 

hierarchies, task requirements, human behaviors and situa-

tional analysis. 



CHAPTER III 

PROCEDURES FOR COLLECTING DATA 

A listing of the vocational administrators of two-year 

postsecondary institutions in the State of Texas was 

requested from the Coordinating Board. The survey ques-

tionnaire, Leader Behavior Analysis II (LBA), a letter, and 

a demographic questionnaire were sent to each of the adminis-

trators . 

The survey provided information about the administra-

tors' perceptions of their leadership styles. The 

instrument consists of twenty typical job situations that 

involve a leader and one or more staff members. Following 

each situation are four possible actions that a leader may 

take. The administrator was asked to assume that he or she 

was the leader involved in each of the twenty situations and 

to select one of the four leader decisions. Other demo-

graphic data were requested in a letter to the administrator. 

These data included age, highest degree earned, years of 

experience in respective position, years of experience in 

teaching, years of experience in noneducational employment, 

institution size, and vocational enrollment of institution. 

Statistical procedures were applied to determine relation-

ships and differences relative to the statement of purposes 

31 
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with respect to the administrators1 primary style and style 

effectiveness. 

Population 

The population for this study was made up of vocational 

administrators at postsecondary two-year institutions under 

the supervision of the state Coordinating Board, as 

identified by the Coordinating Board's mailing list. 

Research Procedures 

Mailed questionnaires were used for collecting the 

research data. Extensive preparation, made before the 

questionnaires were sent to the subjects, included the 

following procedures. 

1. A list of vocational administrators of two-year 

postsecondary institutions in the State of Texas was 

obtained from the Coordinating Board. This list contains 

seventy-nine administrators. A review of the list identified 

one duplication, therefore the final mailing list included 

seventy-eight administrators. Each administrator was 

assigned a code number for the purpose of handling, record-

ing, classifying and analyzing the raw data collected. As 

soon as the study was completed the records of code numbers 

were destroyed to ensure the anonymity of participants. 

2. Permission for the use of the Leader Behavior 

Analysis II (LBA) questionnaire was obtained from Drea 

Zigarmi of Blanchard Training and Development (Zigarmi 1987). 
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3 • A demographic questionnaire was prepared to obtain 

factual data. The request for institutional size included 

a grouping range established by the Southern Association of 

Schools and Colleges for the purpose of comparison. 

4. Materials for collecting data were prepared. This 

included a cover letter, the LBA questionnaire, and a demo-

graphic questionnaire, in a self-addressed design. The 

respondent needed only complete the two questionnaires, 

fold, staple and drop the form in the mail. 

5. Returned questionnaires were checked against 

individual code numbers on the master list. This was done 

in order that follow-up cards could be sent to those who 

did not respond. 

6. Ten days following the original mailing, nonrespon-

dents were sent a postcard encouraging them to participate. 

7. Approximately four weeks after the initial mailing, 

a telephone call was placed to nonrespondents. 

8. The returned questionnaires were scored using the 

Leader Behavior Analysis II Scoring Directions. Each 

respondent was given a primary style classification and a 

style effectiveness score. 

Instrumentation 

Leader Behavior Analysis II 

The LBA is one of the most frequently utilized instru-

ments for accessing leadership behavior by modern business 
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and industry. Blanchard Training and Development, Incor-

porated has established alpha coefficients for each of the 

designated styles as being SI--.51, S2—.49, S3--.49, and 

S4—.56. Current validity for the LBA correlates at the 

.0001 level with the Leader Behavior Description Question-

naire, the long-established standard measure of leadership 

qualities (Zigarmi 1987). 

In a study of 350 managers drawn from public and private 

enterprise organizations such as police, armed services, 

public service boards, manufacturing, banking, and education, 

Punch (1987) applied the Rasch Model of analysis to provide 

psycometic data on the LBA scale. In his summation Punch 

stated that, 

Overall, and with the qualifications noted, the analysis 
shows that the scale stands up well. One point should 
be stressed—the fact that the great majority of items 
fit the model means that operationalizing the theory or 
model into this scale (or at least the fitting items) 
is valid—that is, the analysis done is in fact 
validity testing, of a fairly stringent form. This, of 
course, is the most difficult of all psychometric 
issues, and most scales have little, if any, validation 
data (1987, 23). 

Additional research establishing the reliability of the 

LBA includes a study investigating the leadership style 

among Student Services Administrators in the Massachusetts 

Community College System conducted by Nastri. 

The LBA-Self instrument has been administered and 
evaluated in a number of research documents and 
doctoral dissertations. The reliability level from 
supportive research has been found to range from .65 
to .70. Since 1981, the LBA-Self has been administered 
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to over 10,000 individuals and upon being scored has 
shown to support the description of leadership styles 
presented (1985, 53). 

Demographic Questionnaire 

A demographic questionnaire was developed to collect 

information on individual administrators and the institutions 

they represent. The demographic questionnaire was patterned 

after questionnaires used by Sharpton (1986) in a study of 

the leadership styles of administrative personnel in area 

vocational schools in Oklahoma, and McAda (1980, 151, 159) 

in her study of women administrators in vocational education. 

The specific variables included on the questionnaire were 

administrative experience, age, type of institution, teach-

ing experience, highest degree earned, noneducational work 

experience, institutional size, and percentage of vocational 

enrollment. A copy of the questionnaire appears in the 

Appendix. 



CHAPTER IV 

PRESENTATION AND ANALYSIS OF THE DATA 

The purpose of this study was to determine if there 

was a significant difference between self-perceived leader 

effectiveness scores of vocational administrators of two-

year postsecondary institutions in the State of Texas and 

selected demographic variables. It was further determined 

if there were significant differences in the self-perceived 

leader effectiveness scores of administrators identified as 

preferring one of the specific styles of leadership 

identified by the Leader Behavior Analysis II (LBA), given 

twenty situational scenarios. One-way analysis of variance 

was used to test each hypothesis of the study. A probability 

level of .05 served as the criterion for significance. 

Specific to this investigation is the relationship 

between self-perceived leader effectiveness score and the 

demographic variables: type of institution, institutional 

size, age of the administrator, educational level, trade or 

industrial experience, years of administrative experience, 

teaching experience and percentage of enrollment in the 

vocational area. Another determination was of the relation-

ship between self-perceived leader effectiveness and 

preferred styles of leadership. These are grouped in four 

36 
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quadrants: delegating, supporting, coaching, and directing. 

An individual may prefer one of the quadrants to the 

exclusion of all others, choose each equally, or select 

styles to varying degrees in some or all of the quadrants. 

Self-perceived leader effectiveness and preferred styles of 

leadership were determined by use of the LBA instrument. 

Demographic data were compiled from a personal inventory 

questionnaire. 

Presentation of Data 

Initially it was necessary to describe the statistical 

makeup of the population. Respondents were all administra-

tors at two-year postsecondary institutions in Texas. All 

were listed on the State Coordinating Board's mailing list 

of individuals responsible for administrating the vocational 

programs in their institutions. Fifty-eight of the original 

seventy-eight questionnaires were returned, providing a 74 

percent response rate. Two of the respondents failed to 

complete sections of the questionnaire. The net useable 

response was fifty-six, or 72 percent. Table 1 provides a 

composite of the administrators' demographic data. Respon-

dents represented junior colleges and community colleges. 

None of the respondents identified their institutions as 

trade schools. Community colleges provided the greatest 

response of forty-three, or 77 percent, while junior colleges 

were represented by thirteen, accounting for 23 percent. 
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COMPOSITE PICTURE OF POPULATION 

38 

Demographic Variable Number Percent 

Type of Institution: 

Trade School 
Junior College 
Community College 

Age: 

Under 30 years 
31-40 years 
41-50 years 
51 or more years 

Administrative Experience: 

0-5 years 
6-10 years 
11 or more years 

Institutional Enrollment: 

1-500 
501-1,000 
1,001-1,500 
1,501-2,500 
2,501-5,000 
5,001-10,000 
10,001-200,000 

Teaching Experience: 

1-5 years 
6-10 years 
11 or more years 

Trade Experience: 

0 years 
1-5 years 
6-10 years 
11 or more years 

0 
13 
43 

0 
10 
24 
22 

13 
20 
23 

2 
5 
3 
8 

17 
13 

8 

12 
14 
30 

3 
28 
11 
14 

0 
23 
77 

0 
18 
43 
40 

23 
36 
41 

4 
9 
5 

14 
30 
23 
14 

21 
25 
54 

5 
50 
20 
25 
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TABLE 1—Continued 

Demographic Variable Number Percent 

Highest Degree Earned: 

Bachelor's 0 0 
Master's 24 43 
Doctorate 32 57 

Percentage Vocational Enrollment: 

0-10 percent 1 1.8 
11-20 percent 1 1.8 
21-30 percent 1 1.8 
31-40 percent 12 22 
41-50 percent 24 44 
51-60 percent 10 18 
61-70 percent 3 5 
71-80 percent 1 1.8 
81-90 percent 0 0 
91-100 percent 2 4 

N = 56. *N = 55 percentages rounded. 

None of the respondents were under the age of thirty. 

Specifically, then (18 percent) were between the ages of 

thirty-one and forty, twenty-four (43 percent) were between 

the ages of forty-one and fifty, and twenty-two (39 percent) 

were fifty-one or older. All of the respondents held 

graduate degrees—55 percent held doctorates and the 

remaining 45 percent held master's degrees. 

The career backgrounds of the respondents showed that 

more than half had less than five years trade experience 

outside of education, twenty-eight had one to five years, 
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eleven had six to ten years, and fourteen had eleven or more 

years experience working outside of education. The adminis-

trators teaching experience was strong, with thirty having 

eleven or more years experience teaching, fourteen with six 

to ten years and twelve with one to five years. Administra-

tive experience was uniformly varied, with thirteen having 

less than five years, twenty having six to ten years, and 

twenty-three having eleven or more years. 

The institutional data showed that the respondents 

represented two institutions with enrollment under 500, 

five between 501 and 1,000, three between 1,001 and 1,500, 

eight between 1,501 and 2,500, seventeen between 2,501 and 

5,000, thirteen between 5,001 and 10,000, and eight repre-

senting institutions with enrollments between 10,001 and 

200,000. These institutions provided a near normal curve 

representation based on percentage of vocational enrollment. 

Institutions in the first three 10 percent brackets were 

each represented only once as was the 71 to 80 percent 

bracket. The 91 to 100 percent bracket was represented by 

two institutions. The bulk of the institutions showed a 

31 to 60 percent vocational enrollment with twelve in the 

30 percent range, twenty-four in the 40 percent range and 

ten in the 50 percent range. Three institutions were 

listed as having vocational enrollment in the 60 percent 

range. One administrator did not designate a vocational 

enrollment percentage. 
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The LBA was scored using the Leader Behavior Analysis 

II—Scoring Directions. Responses on each questionnaire 

were coded to a tabulation sheet (Appendix). The Style 

Flexibility section provided data for determining an 

administrator's primary style. The technique used required 

the recording of individual administrator's responses in the 

columns designating the style characteristics of the alterna-

tive selected in each of the twenty situations. The style 

with the largest number of responses selected was determined 

to be the administrator's primary style. 

The possible primary style categories are directing, 

coaching, supporting, and delegating. The directing style 

often designated as SI is referred to as high directive-low 

supportive. The supervisor using the directing style defines 

the roles of the followers and tells them what, how, when, 

and where to do specific tasks. Decision-making and problem 

solving are done entirely by the supervisor. None of the 

fifty-four administrators responding to the survey were 

determined to be directive supervisors, as seen in Table 2. 

At the opposite end of the style scale is the delegating 

style supervisor, often designated as S4. A delegating 

style may be referred to as low supportive-low directive 

and provides for joint agreement on a problem definition 

between the supervisor and the subordinate with the decision-

making process delegated totally to the subordinate. None 
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of the respondents in this study were determined to prefer 

the delegating style. 

The primary leadership style selected by the majority 

of the administrators was that of supporting, designated S3. 

Referred to as high-supportive-low directive, the supporting 

style defines the leader's role as providing recognition and 

listening to facilitate problem solving-decision making on 

the part of the subordinate. Forty-seven of the administra-

tors (or 84 percent) preferred the supporting style. 

TABLE 2 

LEADERSHIP STYLE AND EFFECTIVENESS SCORE 

Primary Style Number Percent Effectiveness Score Primary Style 
Range Mean 

Directive SI 0 0 • • 

Coaching S2 9 16 47-61 54.62 

Supporting S3 47 84 52-73 59.40 

Delegating S4 0 0 
• • • • 

The only other style determined to be a primary style 

utilized by the administrators was that of coaching, 

designated S3. Described as high directive—high supportive, 

the coaching style requires a great deal of direction from 

the leader. Two-way communication takes place as followers 

are encouraged to express their feelings, ideas and 
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suggestions while control over decision-making remains with 

the leader. Nine administrators (or 16 percent) appeared 

to prefer the coaching style. 

Style effectiveness is the dependent variable evaluated 

in this study. In order to receive a high score on style 

effectiveness an administrator must show a high level of 

flexibility in style selection, in addition to selecting the 

style most appropriate for each situation. Scores can range 

from 20 to 80. A score closer to 20 indicates low style 

effectiveness and is obtained when a respondent selects a 

number of fair or poor leader style choices for the twenty 

situations. A score closer to 80 suggests high style 

effectiveness and is obtained when the respondent selected 

mostly good and excellent leader style choices. 

Scores for individual administrators were calculated by 

transferring their responses in the twenty situations to the 

Style Effectiveness Form, found in the Appendix. The 

responses were coded as poor (P), fair (F), good (G), and 

excellent (E). The number of responses in each of these 

categories was totaled and multiplied by a weighted value. 

The constant for a poor selection was one, a fair selection 

was two, a good selection three, and an excellent selection 

was four. The summation of the number of responses in each 

category times the category constants resulted in the 

administrator's effectiveness score. 
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Effectiveness scores of the administrators ranged from 

forty-seven to seventy-three, a range of twenty-six points. 

Only one score was below the scale median score of fifty. 

The administrator population mean score was fifty-nine, 

with a median of sixty and a mode of fifty-eight. Table 3 

provides an illustration of the distribution of the 

administrators' effectiveness scores. 

Score 

47 
52 
53 
54 
55 
56 
57 
58 
59 
60 
61 
62 
63 
65 
66 
73 

Total 

TABLE 3 

DISTRIBUTION EFFECTIVENESS SCORES 

S2 

1 
1 
1 
1 
1 
1 
0 
0 
1 
0 
1 
0 
0 
0 
0 
0 

S3 

0 
1 
3 
0 
2 
3 
2 
9 
7 
5 
5 
2 
5 
2 
1 
1 

48 

Total 

1 
2 
4 
1 
3 
4 
2 
9 
8 
5 
6 
2 
5 
2 
1 
1 

56 

Testing the Hypotheses 

One-way analysis of variance was selected to test the 

hypotheses as each hypothesis meets the three basic 
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assumptions required for its use. The population included 

all of the administrators on the Coordinating Board's list 

of administrators of vocational programs at two-year 

postsecondary institutions. Thus, the required assumption 

of representing a normally distributed population is met. 

Each of the test variables of institution type—teaching 

experience, trade experience, administration experience, 

age, highest degree earned, institutional enrollment, 

percentage vocational enrollment, and primary leadership 

style—are mutually exclusive independent variables and 

since the population is constant it can be assumed that 

they represent approximately the same standard deviation. 

The first hypothesis examined the differences in style 

effectiveness scores obtained on the LBA of administrators 

of vocational programs at two-year postsecondary institu-

tions in Texas. Hypothesis 1, in the null form stated: 

There is no significant difference in the self-perceived 

leadership style effectiveness score on the LBA of adminis-

trators representing trade schools, junior colleges, and 

community colleges. 

Data representative of Hypothesis 1 are illustrated in 

Table 4. None of the administrators represented a trade 

school, leaving only two subgroups—community college and 

junior college. The significance of difference between the 

means of the effectiveness scores could have been tested 
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using either a t test or the analysis of variance, as both 

procedures would yield the same results. One-way analysis 

of variance was selected for congruency of testing. 

TABLE 4 

LEADERSHIP STYLE EFFECTIVENESS AND TYPE OF INSTITUTION 

Type of Number Group Sum of 
Institution (n) Sum Squares 

Trade School 0 0 0 

Junior College 13 758 44,332 

Community College 43 2,530 149,672 

Totals 56 3,288 194.004 

In this case the dependent variable was the administra-

tor's style effectiveness score and the independent variable 

was the type of institution represented by the administrator, 

Table 5 provides a summary of the ANOVA calculations. 

An F ratio of .159 was calculated and evaluated with 

respect to the critical F value of 4.02 obtained as the 

level of significance, with alpha established at .05. Null 

Hypothesis 1 could not be rejected based on the calculated 

F ratio and led to the conclusion that there is not a 

significant difference in the style effectiveness scores on 

the LBA of administrators representing junior colleges and 

those representing community colleges. 
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TABLE 5 

SUMMARY OF ANOVA RESULTS FOR TYPE OF INSTITUTION 

Source of Sum of F Critical Test 
Variation Squares ° Ratio F Value Decision 

Between 
Groups 2.799 1 2.799 .159 4.02 Accept 

Ho 
Within 
Groups 948.630 54 17.567 

Total 951.428 56 

DF = Degrees of Freedom, MS = Mean Square (Variation). 

The second hypothesis examined the consideration of 

differences in the style effectiveness scores of adminis-

trators having various degrees of teaching experience. 

Hypothesis 2, stated in the null form was: There is no 

significant difference in the self-perceived leadership 

style effectiveness score on the LBA of administrators 

having educational teaching experience in the ranges of one 

to five years, six to ten years, and greater than ten years, 

Table 6 illustrates the results of the demographic 

questionnaire and LBA with respect to teaching experience 

and style effectiveness scores. One-way analysis of 

variance was used to test the null hypothesis using data 

from Table 7. Based on the resultant F ratio, Hypothesis 

2 could not be rejected. There is not a significant 

difference in the leadership style effectiveness score 

obtained on the LBA of administrators with teaching 
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experience in the one to five, six to ten, and greater than 

ten year brackets at the established .05 level of signifi-

cance . 

TABLE 6 

LEADERSHIP STYLE EFFECTIVENESS AND TEACHING EXPERIENCE 

Years Teaching 
Experience 

Number 
(n) 

Group 
Sum 

Sum of 
Squares 

1-5 years 

6-10 years 

10 plus years 

12 

14 

30 

714 

847 

1,727 

42,750 

51,331 

99,923 

TABLE 7 

SUMMARY OF ANOVA RESULTS FOR TEACHING EXPERIENCE 

Source of Sum of 
Variation Squares 

DF MS 
F Critical Test 

Ratio F Value Decision 

Between 
Groups 

Within 
Groups 

Total 

91.562 2 45.781 2.822 

859.867 53 16.224 

3.17 Accept 
Ho 

951.428 55 

DF = Degrees of Freedom, MS = Mean Square (Variation) 

The third hypothesis compared the style effectiveness 

scores of administrators with various numbers of years 
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trade experience outside of education. Hypothesis 3, 

stated in the null form, was: There is no significant 

difference in the self-perceived leadership style effec-

tiveness scores on the LBA of administrators having trade 

experience in the ranges of one to five years, six to ten 

years, and greater than ten years. 

Results of the demographic data of trade experience 

and representative style effectiveness scores are shown in 

Table 8. One-way analysis of variance was used to test 

this null hypothesis. An F ratio of: 2.12 was obtained. 

The critical value for F was 2.79, which required that 

Hypothesis 3 could not be rejected. Table 9 provides a 

summary of the ANOVA results. 

TABLE 8 

LEADERSHIP STYLE EFFECTIVENESS AND TRADE EXPERIENCE 

Years Trade 
Experience 

Number 
(n) 

Group 
Sum 

Sum of 
Squares 

0 years 3 179 10,689 

1-5 years 28 1,612 93,282 

6-10 years 11 645 37,941 

11 plus years 14 852 52,092 

Total 56 3,288 194,004 
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TABLE 9 

SUMMARY OF ANOVA RESULTS FOR TRADE EXPERIENCE 

Source of 
Variation 

Sum of 
Squares DF MS F 

Ratio 
Critical 
F Value 

Test 
Decision 

Between 
Groups 103.645 3 34 .548 2.12 2.79 Accept 

Within 
Ho 

Groups 847.784 52 16 .304 

Total 951.428 55 

DF = Degrees of Freedom, MS = Mean Square (Variation). 

The examination for differences in the style effective-

ness scores of administrators having various numbers of 

years administrative experience was the subject of the 

fourth hypothesis tested. Hypothesis 4, stated in the null 

form, was: There is no significant difference in the self-

perceived leadership style effectiveness score on the LBA 

of administrators with vocational administrative experience 

in the ranges of zero to five years, six to ten years, and 

more than ten years. 

A summary of the style effectiveness scores by adminis-

trative experience is provided in Table 10. One-way 

analysis of variance provided the summary found in Table 11. 

The calculated F ratio of .981 was smaller than the critical 

value of 3.17, requiring the retention of Hypothesis 4. 
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TABLE 10 

LEADERSHIP STYLE EFFECTIVENESS AND 
ADMINISTRATIVE EXPERIENCE 

Administrative 
Experience 

Number 
(n) 

Group 
Sum 

Sum of 
Squares 

0-5 years 13 711 46,053 

6-10 years 20 1,188 70,812 

11 plus years 23 1,329 77,139 

Total 56 3,288 194,004 

TABLE 11 

SUMMARY OF ANOVA RESULTS FOR ADMINISTRATIVE EXPERIENCE 

Source of 
Variation 

Sum of 
Squares DF MS F 

Ratio 
Critical 
F Value 

Test 
Decision 

Between 
Groups 33.946 2 16 .975 .981 3.17 Accept 

Ho 
Within 
Groups 917.428 53 17 .311 

Total 951.428 55 

DF = Degrees of Freedom, MS = Mean Square (Variation). 

The fifth hypothesis examined the differences in means 

of the leadership style effectiveness scores of administra-

tors in specific age categories. Hypothesis 5, stated in 

the null form, was: There is no significant difference in 

the self-perceived leadership style effectiveness score on 
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the LBA of administrators in the age ranges of under 

thirty, thirty-one to forty, forty-one to fifty, and older 

than fifty. 

The statistical analysis used in testing this 

hypothesis was one-way analysis of variance. Table 12 

provides the effectiveness scores by age groupings. The 

ANOVA summary shown in Table 13 illustrates that the 

calculated F ratio of 2.574 was less than the critical F 

value of 3.17 for the level of significance at alpha .05. 

Therefore, there is not a significant difference in the 

leadership style effectiveness scores of the age groupings, 

which requires that null Hypothesis 5 be retained. 

TABLE 12 

LEADERSHIP STYLE EFFECTIVENESS AND AGE 

Administrator Number 
Age (n) 

Group 
Sum 

Sum of 
Squares 

Less than 30 years 

30-40 years 

41-50 years 

51 plus years 

0 

10 

24 

22 

0 

612 

1,386 

1,290 

0 

37,680 

80,502 

75,822 

Total 56 3,288 194,004 
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TABLE 13 

SUMMARY OF ANOVA RESULTS FOR AGE 

Source of 
Variation 

Sum of 
Squares DF MS F 

Ratio 
Critical 
F Value 

Test 
Decision 

Between 
Groups 84.238 2 42 .119 2.574 3.17 Accept 

Within 
Ho 

Groups 867.190 53 16 .362 

Total 951.428 55 

DF = Degrees of Freedom, MS = Mean Square (Variation). 

The testing of the sixth hypothesis involved the differ-

ences in the leadership style effectiveness scores of the 

administrators grouped by the highest academic degree each 

administrator had earned. Hypothesis 6, stated in the null 

form, was: There is no significant difference in the self-

perceived leadership style effectiveness score on the LBA 

of administrators having earned bachelor's, master's, or 

doctorate degrees. 

None of the administrators identified the bachelor's 

as being the highest degree earned, leaving only two sub-

groups of the independent variable. The results of the 

survey relative to degree level are shown in Table 14. 

Analysis of variance was used to determine the level of 

significance associated with any difference in the scores 

of the administrators holding master's degrees and those 
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TABLE 14 

LEADERSHIP STYLE EFFECTIVENESS AND DEGREE LEVEL 

Highest Degree 
Earned 

Number 
(n) 

Group 
Sum 

Sum of 
Squares 

Bachelor's 0 0 0 

Master's 25 1,500 90,398 

Doctorate 31 1,788 103,606 

Total 56 3,288 194,004 

holding doctorates. Table 15 provides an ANOVA summary of 

the calculations. The calculated F ratio of 4.60 was 

significant as the critical F value of 7.12 was greater 

than the calculated value. Based on these data, Hypothesis 

6 must be rejected at the .05 level, while it could be 

retained at the .01 level. 

TABLE 15 

SUMMARY OF ANOVA RESULTS FOR HIGHEST DEGREE EARNED 

Source of Sum of 
Variation Squares DF MS F Critical Test 

Ratio F Value Decision 

Between 
Groups 

Within 
Groups 

Total 

74.654 74.654 4.60 4.02 Reject 
Ho 

876.774 54 16.236 

951.428 55 

DF = Degrees of Freedom, MS = Mean Square (Variation) 
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The testing of the seventh hypothesis evaluated the 

differences in the leadership style effectiveness scores of 

administrators representing institutions in various size 

categories. Hypothesis 7, stated in the null form, was: 

There is no significant difference in the self-perceived 

leadership effectiveness score on the LBA of administrators 

representing institutions of various size ranges. 

The size range categories utilized for this study were 

established to coincide with those used by the Southern 

Association of Accredition of Schools and Colleges. Table 

16 presents the distribution in the seven institutional 

size categories. Analysis of variance was used to evaluate 

the significance of institutional size on the leadership 

style effectiveness score. An F value of 1.181 was 

calculated and was determined to be well below the critical 

value of 2.30 for the degrees of freedom of six and forty-

nine, Table 17. Since the observed F ratio is not in the 

critical range, the null hypothesis cannot be rejected, 

indicating that there is not a difference in the leadership 

style effectiveness scores of administrators at institutions 

with various size enrollments. 

The eighth hypothesis examined the difference in 

leadership style effectiveness scores of administrators 

from institutions with various levels of vocational 

enrollment. Hypothesis 8, stated in the null form, was: 



TABLE 16 

LEADERSHIP STYLE EFFECTIVENESS AND INSTITUTIONAL SIZE 

56 

Institutional 
Size 

Number 
(n) 

Group 
Sum 

Sum of 
Squares 

1-500 

501-1,000 

1,001-1,500 

1,501-2,500 

2,501-5,000 

5,001-10,000 

10,001 plus 

Total 

2 

5 

3 

8 

17 

13 

8 

56 

125 

307 

180 

455 

980 

766 

475 

3,288 

7,825 

19,047 

10,806 

25,957 

56,842 

45,262 

28,265 

194,004 

TABLE 17 

SUMMARY OF ANOVA RESULTS FOR INSTITUTIONAL ENROLLMENT 

Source of Sum of 
Variation Squares DF MS Critical Test 

Ratio F Value Decision 

Between 
Groups 120.173 6 20.029 1.181 2.30 Accept 

Ho 
Within 
Groups 831.255 49 16.964 

Total 951.428 55 

DF = Degrees of Freedom, MS = Mean Square (Variation) 
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There is no significant difference in the self-perceived 

leadership style effectiveness score on the LBA of adminis-

trators representing institutions with various percentages 

of total enrollment in vocational courses. 

Table 18 presents the results of the fifty-six useable 

questionnaires. Two of the original rankings of percentage 

of vocational enrollment were not represented. Therefore, 

Table 19 is a summary of the ANOVA results comparing the 

eight groups represented. The calculated F ratio is not 

in the critical area above 2.08 and requires that the null 

hypothesis be retained. 

The ninth and final hypothesis examined the difference 

in leadership style effectiveness scores of administrators 

exhibiting any one of the four primary leadership styles 

utilized in Blanchard's situational leadership theories: 

delegating, coaching, supporting, and directing. Hypothesis 

9, stated in the null form, was: There is no significant 

difference in the self-perceived leadership style effective-

ness score on the LBA of administrators utilizing the 

primary leadership styles of SI, S2, S3, or S4, as 

demonstrated on the LBA. 

A summary of data relative to Hypothesis 9 is shown in 

Table 20. As Table 21 illustrates, the calculated F value 

of 6.45 is well above the critical value of 4.02, and 

requires that the hypothesis be rejected, leading to the 



TABLE 18 

LEADERSHIP STYLE EFFECTIVENESS AND PERCENTAGE 
VOCATIONAL ENROLLMENT 
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Vocational 
Enrollment 

Number 
(n> 

Group 
Sum 

Sum of 
Squares 

0-10 percent 1 58 3,364 

11-20 percent 1 60 3,600 

21-30 percent 1 61 3,721 

31-40 percent 12 695 40,222 

41-50 percent 24 1,392 81,054 

51-60 percent 10 595 35,839 

61-70 percent 3 184 11,294 

71-80 percent 1 60 3,600 

81-90 percent 0 0 0 

91-100 percent 2 126 7,946 

Total 55 3,230 190,640 

TABLE 19 

SUMMARY OF ANOVA RESULTS FOR PERCENTAGE VOCATIONAL 
ENROLLMENT 

Source of 
Variation 

Sum of 
Squares DF MS F 

Ratio 
Critical 
F Value 

Test 
Decision 

Between 
Groups 94.070 8 11.758 .631 2.08 Accept Groups 

Ho 
Within 
Groups 856.840 46 18.627 

Total 950.910 54 

DF = Degrees of Freedom, MS = Mean Square (Variation). 
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assumption that there is a significant difference in the 

leadership effectiveness scores of individual selecting more 

responses attributed to a specific leadership style. 

TABLE 20 

LEADERSHIP STYLE EFFECTIVENESS AND LEADERSHIP STYLE 

Style Number 
<n) 

Group 
Sum 

Sum of 
Squares 

51 

52 

53 

54 

Total 

0 

8 

48 

0 

56 

0 

437 

2,851 

0 

3,288 

0 

24,001 

170,003 

0 

194,004 

TABLE 21 

SUMMARY OF ANOVA RESULTS FOR LEADERSHIP STYLE 

Source of 
Variation 

Sum of 
Squares DF MS F Critical 

Ratio F Value 
Test 

Decision 

Between 
Groups 156.074 1 156.074 10.596 7.12 Reject 

Ho 
Within 
Groups 795.354 56 14.729 

Total 951.428 57 

Alpha =0.01. DF = Degrees of Freedom, MS = Mean Square 
(Variation). 



CHAPTER V 

SUMMARY, CONCLUSIONS, AND 

RECOMMENDATIONS 

Summary 

The purpose of this study was to investigate the 

effects of selected demographic variables and styles of 

leadership on the self-perceived leader effectiveness 

scores of vocational administrators at two-year post-

secondary institutions in Texas. Demographic variables 

were type of institution represented, teaching experience, 

age, trade experience, administrative experience in 

vocational education, highest degree earned, institutional 

enrollment and percentage of enrollment in vocational 

education. The population included administrators on the 

State Coordinating Board for Higher Education's mailing 

list of vocational programs. Each of the seventy-eight 

administrators was mailed a copy of the Blanchard and 

Associates' Leader Behavior Analysis II—Self (LBA) along 

with a demographic data questionnaire. 

The LBA presented the administrators with twenty 

supervisory situations, each having four alternative 

approaches to handling the situation. Respondents were 

to select one of four alternative approaches that most 

60 
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closely resembled action they might take in a similar 

situation. The results were scored to determine the 

respondents' primary leadership styles and leader effec-

tiveness scores. 

One-way analysis of variance was used to determine if 

any of the selected demographic variables or the primary 

leadership style was significant in determining a differ-

ence in their self-perceived leader effectiveness scores. 

Conclusions 

It was concluded that situational leadership effective-

ness of vocational administrators at two-year postsecondary 

institutions in Texas is not related to the demographic 

characteristics of institutional type, number of years 

teaching experience, institutional enrollment, number of 

years trade experience, administrators' age, years of 

experience in administration of the administrator, or 

percentage of vocational enrollment. This conclusion is 

based on data obtained from the Leader Behavior Analysis 

II—Self (LBA) instrument and the demographic questionnaire, 

Consequently, administrator selection and evaluation con-

siderations should not weigh heavily upon these extrinsic 

characteristics. 

Additional conclusions of this study are that situa-

tional leadership effectiveness is associated with both 

an individual administrator's style of leadership in a 



62 

given situation and an administrator's degree level. Of 

the four leadership styles—delegating, supporting, coaching, 

and directing—only the two developmental styles were pre-

ferred by the administrators surveyed. Of these two styles, 

coaching and supporting, supporting was selected most often. 

Administrators preferring this style scored significantly 

higher effectiveness scores than those selecting the 

coaching style. 

While situational leadership states clearly that there 

is no single best leadership style, it is widely accepted 

that situational leaders are most influential with sub-

ordinates when utilizing a high supportive and low 

directive management style. According to Blanchard (1985), 

this method is identified as the supporting style (S3) and 

involves a significant shifting of decision making respon-

sibilities from the administrator to the subordinate. The 

leader's role becomes that of providing recognition and 

listening while allowing the subordinate to undertake 

guided problem solving and decision making. 

The specific variable, educational level, provided 

additional information related to the leadership effective-

ness score. None of the respondents had less than a 

master's degree, leaving only two levels. The analysis of 

variance procedures indicated a high level of significance 

associated with degree level in determining leadership 
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effectiveness. Administrators holding doctorates scored 

significantly higher effectiveness scores on the LBA than 

administrators having a master's degree. 

All vocational administrators scored in the upper range 

of leader effectiveness on the LBA, indicating a tendency 

to select responses based on the principles of situational 

leadership. 

An important point that must be considered regarding 

the results of the LBA is that situational management is 

dependent upon the subordinate in addition to the leader. 

In completing the LBA, the respondent does not have a real 

subordinate. It would be impossible to depict all 

intricacies of a particular subordinate or group in a 

written scenario. Thus, some question may develop as to 

the parallelism that exists in decisions made by adminis-

trators in personal relationships. 

Additionally, situations illustrated on the LBA 

theoretically contain all the necessary information to 

analyze the situation and draw rational conclusions related 

to a production-oriented business. By their bureaucratic 

nature, educational institutions may exhibit objectives 

that differ from those of production-oriented business. 

Recommendations 

Based on the results of this study, the following 

recommendations are made. 
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1. It is recommended that additional studies be 

conducted using the LBA with management in business and 

industry for which the postsecondary two-year institutions 

are training individuals. The results should be compared 

to those achieved in this study to determine the compat-

ability of the leadership style and effectiveness in 

business and industry with that of the educational system. 

2. It is recommended that a follow-up study be done 

using the Leader Behavior Analysis II—Other in addition 

to the Leader Beahvior Analysis II—Self. In such a 

study the validation of the application of the situational 

approach of the administrator could be exhibited by the 

results of subordinate input. An essential part of this 

study would require the establishment of the maturity level 

of the respondents on the Leader Behavior Analysis II—Self. 

3. It is recommended that programs be developed and 

implemented to assist administrators in improving leader 

effectiveness through the utilization of a broad situational 

approach. The majority of the administrators in this study 

demonstrated a preference for the supporting leadership 

style, which might be expected in an institution of higher 

learning, assuming that subordinates are sufficiently 

developed through the educational environment. However, 

vocational education has traditionally relied on the subject 

expertise of individuals with limited backgrounds in 
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educational methods, placing many of these subordinates on 

Blanchard's developmental level of low competence and high 

commitment. These developing educators are beginning new 

tasks of instructional development and presentation with 

little, if any, prior knowledge or experience. It is 

important to remember that developmental level is not a 

global concept, it is a task specific concept. Individuals 

tend to function at different levels of development depend-

ing on the specific task, function, or objective at hand 

(Blanchard 1985, 5). It is for this reason that adminis-

trators must be prepared to assume the role of directing 

leadership. Coupled with this are the increasing demands 

being placed on administrators for program development and 

accountability, requiring that the administrator be prepared 

to utilize the delegating style of leadership with those 

individuals, who have reached an appropriate developmental 

level. 

In summary, it is recommended that institutions should 

be aware of the potential problems associated with using 

the demographic characteristics of age, institution type, 

enrollment, teaching experience, administrative experience, 

and trade experience as predictors of administrative 

effectiveness. 

Finally, it is imperative that leadership studies of 

this nature be continued in order to facilitate a greater 
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understanding of the influence of leadership style on the 

success of educational institutions and the individuals 

utilizing programs at those institutions. It is through 

such studies that knowledge is obtained in the field of 

educational administration for the development of a more 

effective leadership approach. 
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March 22, 1988 

Dear 

As a doctoral candidate in Vocational Education at North Texas State 

University I have undertaken a study of the perceived leadership 

styles of vocational administrators within two-year post secondary 

institutions in Texas. 

The essential components of the study are: (1) What is the self 

perceived primary leadership style practiced by vocational administrators 

at state post secondary institutions; (2) How effective are they 

at adapting changes in their leadership behavior, once a situation 

is analyzed, to meet the unique needs and demands of a particular 

situation; and (3) Can any specific demographic variables be identified 

which may influence the administrator in any of these behaviors. 

Information and reactions from the administrator at each of the 

two-year post secondary institutions in Texas will be necessary 

to insure a complete population sample and your assistance will 

be fundamental to the success of this research endeavor. All the 

data collected will be treated with the strictest confidentiality. 

Moreover, this study is not an evaluation of any particular administrator 

or institution. Nor is it a test of individual ability. Rather, 

of leadership in vocational education. Therefore, the data collected 

will be properly coded for final reporting and the analysis will 

be pooled to emphasize group results so that the identity of the 

individual or institution will not be exposed. 

I would like to take this opportunity to thank you in advance for 

your cooperation and will look, forward to receiving the questionnaire 

back from you in the very near future. Should you have any questions 

concerning this study feel free to give me a call at (409) 265-6131, 

extension 284. If you would like to know the results of this study, 

please include your name and address when you return the questionnaire. 

Sincerely, 

Charles Schroeder 

Brazosport College 

Enclosures 
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Blanchard Training 
and Development, Inc. 

126 Stat© Place 
Esconaldo, CA 92025 
619 489-5006 

October 12, 1987 

Mr. Charles Schroeder 
Brazosport College 
500 College Drive 
Lake Jackson, TX 77566 

Dear Charles: 

It was a pleasure talking to you by phone, and thank you for your interest 
in the LB A. As you requested, enclosed please find the reliability and 
validity data we discussed. Also enclosed is a copy of a research report 
received from Keith Punch of the University of Western Australia. 1 hope 
this information will heip you. Please let me know if you need anything 
fur ther . 

Sincerely, 

Dr. Drea irgarmi ^ 
Vice President 
Corporate Development/Research 

DZ/cg 

Enclosures 
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DEMOGRAPHIC QUESTIONNAIRE 

Please complete the appropriate r««pon««< and return with th« 
LBA II. 

1. Type of institution! 
Trade School 
Junior College 
Community College 

2. Teaching experiences 
1 - 5 years 

_ 6 - 1 0 years 
10 plus years 

3. Ages 
Under 31 years 
3 1 - 4 0 years 
4 1 - 5 0 years 
51 or more years 

4. Trade experiences 
1 - 5 years 
6 - 10 years 
11 or more years 

5. Administration experience in Vo. Ed. t 
0 - 5 years 
6 - 1 0 years 
11 or more years 

6. Highest degree earneds 
Bachelor's 
Master's 
Doctorate 

7. Institutional enrollments 
1 - 500 
501 - 1,000 
1,001 - 1,SOO 
1,501 - 2,500 
2,501 - 5,000 
5,001 - 10,000 
10,001 - 200,000 

Percentage of enrollment vocationals 
0 - 10X , 51 - SOX 
U - 20* 61 - 7OX 
21 - 30X 71 - G0X 
31 - 40% 81 - 90X 
41 - SOX SI - 100X 

MAIUZNG INSTRUCTIONS 

1. Fold questionnaire leaving the return address on the reverse side visible 
2. Staple 
3. Drop in the return mail. 
4. Thank you for your cooperation. 
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