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ABSTRACT

FACTORS THAT INFLUENCE LEADER IDENTITY DEVELOPMENT

IN COLLEGE STUDENTS

In the present study elxplorethe extent to whicleollege students who take a leadership
theory course experieneechange itheirleader identityAs a secondary area of focus, | also
exploreif students taking a leadership theooyrse experience changes in their-pelfceptions
on constructsuch asnotivation to leadleadeshipself-efficacy, leader developmental efficacy,
and attitudes and beliefs about leadership. Research has shown that ocetscegif-as a
leaderor onés “leader identity”influences the leadership opportunities in which he or she
choosedo participate Day & Harrison, 2007). Studies haalsoshownthatleader seHefficacy
can influence a student’s desire to engage in leadership activities (DugamdGaacoby, &
Gasiorski, 2008; McCormick & Tanguma, 2Q0T.eadership seléfficacy and systemic
attitudes and beliefs increased over the course of sermsgleadership theory coursghile
data did not show changes in one’s leader identity, motivation to lead, or leader denébpme
efficacy over the same period of timeeadership seléfficacy and developmental sefficacy
combined predicted leader identity to the .08 significance level; however, ¢ésetis should be
interpreted with caubin in that they only explained 4% of the variance. There were no
differences by genddor pretest and posttest scores of students taking a leadership theory class.
In addition, there was not a difference between the experimental and comparison gastip in p

due to a small sample size.



Keywords leader, leader identity, college studentalepment, efficacy, leadershself
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CHAPTER 1 INTRODUCTION

As a concept, identity is complex; it include®v a persoseesoneself asvell as how
onenoticesthe interactions between the self andess (Hall, 2004). “Oujperceived]self
concept or identity has profound effects on the way we feel, think, and behave, and for the thing
we aim to achieve” (van Knippenberg, D., van Knippenberg, B., De Cremer, & Hogg, 2004, p.
827). Leader identitya subcomponent of one’s identity, influences how a person thinks of
oneself as a leader (Day & Harrison, 2063@jl, 2004. A leader’s identity is considered to be
one of the most important aspects of leader development (Hall, Z0Bd)more salient a
person’s leader identity is, the more likely he or she is going to engage ireegpsrand
opportunities that develop the self (Day & Harrison, 200¥hereforejt is critical that
individuals,particulaty college studentslevelop their sel€onceptas a leader.

Currently, leader and leadership development experiences at colleges andti@sivers
provide students with knowledge and skills that support their personal development
(ZimmermanOster, 1999).However, recent theoretical exploratiaysleader development
have dentified the need to expand current thinking beyond specific behavioral and skitibareas
include one’s selfiew as a leadens well as the cognitive structures a pensess to access
leadership knowledge (Lo& Hall, 2005; Ibarra, Snook& Guillen Ramo, 201,0DeRue &
Ashford, 2010 Day & Harrison 2007). In order for students to cultivate their selficeps as
leades, the literature suggests incorporatoagnitive development and the development of
metacompetencies, such as saWfarenessLord & Hall, 2005). Thereforethis study explored
the relationship between a college student’s leader identittharzbgnitive structure of an
individual's selfawarenessnotivation to leadleader selefficacy, and developmentaklf

efficacy.



Additionally, students ofteanter college with a very limited, hierarchal view of
leadershigWielkiewicz, 2000; Komives, Owen, Longerbeam, Mainella, & Osteen, 2005).
Broadening students’ understanding of leadership knowledge througinacambursesay
havethe potential to shift students’ implicit leadership theories from traditional, hiecatcand
positional models to notraditional, collaborativeand systemsvide models. Hackman and
Wageman (2007) described the importance of engaging in research that exgorésathers
can be helped to learn” versioagusingsolelyon the topics and lessons that should be
incorporated into programs and courses. As such, an important area of this study éxplored
relationship between identity development #meleducational process taking a leadership
theory course.

It is essential thdeader development opportunities for students move beyond skill-
development to include greater salfrareness, a more articulated leader identity, and a more
complex understanding of how to engage in leadership experiences (Day, Hé&riéalpjn,
2009). As aresult, helping college students expand their definitideaafér”and encouraging
the development of a leader identity ns&nape the goals, asgiions, and actions of students.
Thus, leader development programs in higher education maintain the potential teeesgianc
awarenesand selfunderstanding within students, which in turn increases students’ effectiveness
as a leader.

Purpose of theStudy
The purpose of this studyasto explore the extent to which the construatstjvation to lead
leadership seléfficacy,developmental sekéfficacy, andsystemic vs. hierarchicdadership

attitudes andbeliefg prediceda change iteader idetity for college students registergdan



introductory leadership theory course. As such, the following research questidedtigis
study:
Research Questions:

1. Werethere differences in students’ pre-test and post-test scores at the begimhthg
end of a leadership class when comparingtmestructdmotivation to leadleadership
selt-efficacy, developmental sedffficacy, systemic vs. hierarchicattitudes and beliefs
about leadership) in regard to a students’ leader identity?

2. Was there a statistically significant difference between males and females gmethe
test and postestidentity score?

3. To what extentid the constructsrotivation to leadleadership seléfficacy,
developmental sekéfficacy,systemicvs. hierarchical attitudesnd beliefs about
leadership) predict leader identity?

4. Were there differences among the three cesestions of leadership classes and the
gain/loss score on a students’ leader identity?

5. Was there a difference in students’ leader identity scoresbatthie students who
participated in the introductory leadership theory course and those who partiaiptted i
organizational psychology class?

Definition of Terms:

e Identity. our self-concept; the knowledge a person has about him or herself (Leary &
Tangney, 2003; van Knippenberg, & al, 2004).

e Leader identity “knowledge, experiences, and self-perceptions” ...which are “built
through the integration of learning and leading experiences with the sejfe(24,

2009, p. 184-185).



Self “is a knowledge structure that helps people organize and give meaning toymemo
and behavior”an Knippenberd). et al, 2004, p. 827).

Leader identity-development spiratapture the general trend of development, but
numerous factors influence the strengtltederation, and direction of such spirals” (Day
et al, 2009, p.186)

Motivationt “within-person processes that predict the direction, intensity, and persistence
of behavior” (Chan & Drasgow, 2001, p. 482).

Motivation to lead “individual differences construct that affects a leader’s or leader to
be’s decision to assume leadership training, roles, and responsibilities arftetidtis

or her intensity of effort at leading and persistence of the leader” (Cltaasjow,
2001, p. 482).

Seltefficacy “beliefs in one’s capabilities to organize and execute the courses of action
required to produce given attainments” (Bandura, 1997, p. 3).

Leaderself-efficacy: “leader’s estimate of his or her ability to fulfill the leadership role”
(Murphy & Ensher, 1999, p. 1376).

Implicit leadership theory (ILT)cognitive schemas; framework for organizthgughts

and perceptions about engaging in leadership behavior; for the individual, when the need
for leadership arises, each person acts upon his or her on cogaitermas or implicit
leadership theories (ILT) to decide which, if any, leadership behaviors he oillsingew
(DeRue, Ashford, & Cotton, 2009; Lord, 1985).

Hierarchical thinking “suggests that organizations should be organized in a stable
hierarchicaimanner with power and control focused in the upper levels of the hierarchy”

(Wielkiewicz, 2000, p. 341).



e Systemic¢hinking “an ability to relate a variety of ideas and concepts to organizational
success, such as ethics, the need for cooperation ofialtiunals to help the organization
accomplish goals, the need for long-term thinking, and the need for organizational
learning” (Wielkiewicz, 2000, p. 341).

Delimitations

This studywasrestricted to a sample of undergraduate students taking one of two
leadership theory courses at two institutions of higher educatitre Midwestand western
United States. The students wiwere enrolled in these courses sfecedinto the course.
These students mdnave beemaking the course to pursue a minor in leadership studies, and
have diverse characteristics (i.e. freshman through senior standing, gereledtpraestic or
international student). The courses offered at each institusieda similar pedagogical structure
for the course.

Assumptions and Limitations

By exposing students to a broad array of leadership theories, | assumed thaehis or
leader identity would expand ordmmemore allencompassingTherefore, as part of this
research design, | wasterested in learning if taking a leadership coufsenged student’s
leader identityand influenced his or her cognitive structures eargety of constructsncluding
leader identitymotivation to leadleader selefficacy, leader developmental efficaeynd
attitudes and beliefs about leadeps

For the purposes of this research study, thenea number of limitations readers should
consider. First, a convenience sample used at two institutions thaad strong leadership
programs with numerous opportunities for students to develop; therefore, this study is not

generalizable tall leadershigoursesor leadership development programs. At one institution,



data was collected via an electronic sup\s®y/non-responsgas adimitation, because some
students may have chosen not to respond to the electronic survey.
Significance of the Study
Given the potential that leader identity has to influence the experiences orptesetal
opportunities a student chooses to pursue, my intent is to provide university personnel with new
knowledge ad recommendations for students to engage in self-exploration and to broaden their
self-concept of being a leader. Specifically, after conducting this study, | hobedtter
understand the relationship between leader identitytandderlying cognitivestructuresuch
as efficacy andnotivation to lead | also wantedo know the impact taking a leadership course
has on a student’s leader identity.
Researcher’s Perspective
Theperspectivd broughtto this study idased upon 1fears of experience&orking
with college students. Inherent in this viewpauats my preference for a relational and process
oriented view of leadershipevsusa positional and hierarchical view of leadershigm
motivated to helpachindividual student reach his or Heilest potential | believe people,
especially students, will more liketlevelopleadership skillsvhen given the appropriate
opportunities and tools to do so.

As a leadership educator, my role is to prepare young adults to be active and engaged
change agents or leaders in their families, communities, and care¢ss.see it as part of my
responsibility to identifyhe educational opportunitiéisatresult in creating anore significant
and robust learning experience for these studdrasi consantly intrigued by the ways in
which | can enhance leader development opportunities to deepen students’ leadrangnah.

In my experience teaching courses and facilitating workshaymdiced that as students learn



more about the various leadership theories and approaches, they can often find an dggiroach t
resonates with their point of view. Therefore, | engaged in this research estltieosity in
learning more about the nuanced ways students develop cognitive schemas farlbatsy and

the experiences and training that support the integration of leadership irts&heoncept.



CHAPTER 2:.LITERATURE REVIEW

Throughout this chapterreview the recent emergence of literature linking identity and
leadershipKlogg, 2001; Lord & Hall, 2005; van Knippenberg & Hogg, 2003; van Knippenberg,
B., van Knippenberg, D., De Cremer, & Hogg, 2005). To begin, | position the discourse in the
arena of leader development while highlighting the important distinctions anbatiohs of
leadershp development. Then, | expldesader developmental readineswlthe self as a
construct; both of these areas set the stage for increasiayvsednesand exploring the
antecedents that comprideveloping a leader identityNext, as described biparra, Wittman,
Petriglieri, andDay (20149, | explore three main conceptual areas #ratinforming the
discourse around identity and leadership, including: 1) identity th2psgcial construction,
and 3) scial identity theory.Then | describea leacershipidentity frameworkthat was created
based upoexperiences afdlege-agedstudentsLastly, | discuss the literature that describes
key constructs that may influenEaderidentity development in college studemsisch as
efficacy, motivation to lad, systemic vs. hierarchical leadership attitudes and beliefs.

Leader and Leadership Development

Leader and leadership development experiences in college provide students with
knowledge and skills that support their personal development (Zimmedstan1999). Leader
development differs from leadership development, in that it focuses on the growth of the
individual including his or her personal knowledge, skills, abilities, and occasiona&bsral
leader(Day, 2001). In contrast, leadership development incorporates the developtherseaif
as adeader with the way an individual interacts with people in a specific comayt& Halpin,
2004; Guthrie, Bertrand Jones, Osteen, & Hu, 2013). Research suggested that leader

development appexhes need tengage théndividual in development while simultaneously
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considering the context, the culture, and the exchange process that occurs lestdersraind
followers(Avolio, 2007; Kezar & Carducci, 2009; Riggio, 2008). In additieader identity is a
foundational part of leader development because it shifts or expands the iddraitmsde a
person’s growth and development; in particular, it influences the developmentauogpestan
individual chooses to pursue (Dayal, 2009). Next, | will provide an overview of leader
developmental readiness and its connection to leader identity.

Leader Developmental Readinesd. DR)

In an effort to understand the various factors that influence a leaderty ttbigéarn
necessary leadership skills and &fprm effectively in leadership situations, Avoaad
Hannah(2008)coined a macr@onstructcalled leader developmental readin@d3R). Leader
developmental readiness is defined as “the ability and motivation to attend tomeakiag of,
and appropriate new leader KSAA (knowledge, skills, abilities, and attr)bnteknowledge
structures along with concomitant changes in identity to employ those KSA#sli¢ &
Hannah 2008, p. 1182). The authors describe LDR based on two higher order consjructs:
“leaders’ motivatiorto develop”and?2) “leaders’ability to develop” (Avolio& Hannah 2008, p.
1182). To explore these concepts furtlaeiieaders’motivation to develofs explored through
three sukconstructs includinginterest and goals, leang goal orientation, and developmental
efficacy...while ability to develops promoted through the sub-constructs sucHeseslers’ sel
awareness, setfomplexity, and metaognitive ability” (Avolio & Hannah 2008, p. 1182).
Leader Developmental Efficacyas Rart of LDR’s Motivation to Develop

Within the higher order construct of motivation to develop, developmentadféekicy is
mostrelevant to my research studRReichard, Walker, Putter, Middleton, and Johnson (in press)

conducted empirical researalinich foundleader developmental efficacy (LD&gs an



important antecedeffor leaders motivationto develop. Researchers conducted three studies
with working leaders from various organizational environments which estabhgjtedxternal
validity. The first study was a quakingitudinal study with volunteers (N=73) from fprefit
and nonprofit organizationgarticipating in an assessment centiee second study included a
wide-range norprofit leaders (N=94) completing a cressctional survey; and the third study
was a quasiongitudinal design of leaders (N=49) participating in a training program. The
results otheseempiricalefforts showed_.DE encourageteaderso engagen leader
developmental readinesdats, andinfluences theimtentionsto develop as a leadéihen
LDE is present, leaders follothrough and incorporate leader behaviors into their respective
roles. Also, initial results show that leaders who have participated irr ldagdelopment
experiences in the past have a higaeel of LDE. There is some evidence that the quality of
these experiences may also influence LB&vever, more research is needed to confirm this
finding. Lastly, in one training program, leaders who began the program witfealevel of
LDE improved more than those who began the program with a higher level of LixBgRiet
al., in pres
Leader's Ability to Develop

Leaders ability to develop is the second higher order construteéader developmental
readinesslL(DR), with three sub-construgincluding selfawareness or setfoncept clarity
(SCC;Campbellet al, 1996), sk-complexity (Hannah, Woolfolk& Lord, 2009),andmeta
cognitive ability (Metcaké & Shimamura, 1994)In regards tany researchit is important to
explore and differerdte self-concept tarity from selfand identity “SCC is defined as the extent
to which the contents of an individual’s setincept (e.g. perceived personal attributes) are

clearly and confidently defined, internally consistent, and temporallyeSt@@ampbellet al,
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1996, p. 141). Authors differentiate identity and SCC by describing identity aslabroader
constructwith more complexitythan SCC.

In an important empirical studZampbellet al.(1996) conduct three studies with
participantsattending an undergraduate institution. The sample size for each study was N=471,
N=262, and N=328. The results of the study demonstthstdl) the SCCscale was reliable
and valid, 2 thisconstruct was stable traitand3) SCC was appropriatetapturedoy a self
report survey. In addition, when comparing SCC to the Big 5 Personality AssesS@ént,
correlated with Neuroticisngndmoderately correlatedith Extraversion, Agreeablenessd
Conscientiousnesd.astly, SCC correlated with sefisteemwhich is a separate and staaldne
construct.

At this time, there is not a measure for LDR at the mmrel, however, authors suggest
that lesearch efforts are needed to explore each of these suibavedsr to better understand the
ways in which tlese constructs interact and support leader develogianhah & Avolio,

2010. Hannahand Avolio (2010) highlighthat“leaders selfconcepts are elaborate and multi
dimensional structures” (p. 287). In support of this argument, research on seliyaadfiess,
and identityis of utmost importance anday explain key elements faderdevelopmental
readiness

Self and SelfAwareness

Much of the identity development literature incorporated cognitive develonédnt
development of metaempetencies, such as salfarenesghat are necessary for identity
development to occur (Hall, 2004Self is a knowledge structure that helps people organize and
give meaning to memory and behavior (van Knippenbergt &., 2005). According to Leary

and Tangney (2012), the self is a “mental” or psychological capacityliinatsa person to
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consciously experience, to be sedflective, and to regulate one’s own behavior. An individual
can have multiple conceptions of one’s self; some waay in strength and saliendepending

on the person’s attitudes, values, and knowledge. These views were also diot@msaeonal; a
person’s selfriew often bases itself on his or her perception of the way others perceive and
interact with hinself or herself{Oyserman, Elmore& Smith, 2012)These interactions change
based upon the situation or context, and they often depend upon the individugegrole
personal vs. professional). Additionally, people in the vearktextshift their identity omake
these transitions bgxploring provisional selves in ordergmperiment witmew identity
processes for oreprofessional identitylbarraet al, 201Q Ibarra, 1999).

According to Hall (2004), seliwareness is “the extent to which people are conscious of
various aspectsf their identities and the extent to which their g@fceptions are internally
integrated and congruent with the way others perceive them” (p. 154). Individuals kiwow w
they are, how they act, and the way in which others perceive them. A persahselfaware
possesses the ability to acknowledge two key comparBnisiderstanding one’s inner state,
and 2) knowing the impression he or she gives offitall, 2004). Selfawareness is an
essential component of ddweping a leader identity (Ha004).

Ibarraet al.(2010) support the need for additional research oragefenesby stating
“the development of leadership skills is inextricably integrated with thdamwent of the
person’s selzoncept as a leadefp. 3). This argument reinfoes the importance of situating
this exploration in the learning processes associated with leader devel@nuéné ways in
which one develops a sense of ged. ®If-concept as a leaderWhile the intersection between
leader development and identity developmsm@n emerging area @dcus the next section

seeks texplain what is currently known from research.
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Identity and Leadership Theories, Models and Frameworks

Numerous models and suggested frameworks exist to structure the discourse around
identity and leadership development (Day & Harrison, 2007;dday, 2009;De Rue &
Ashford, 2010; Hogg, van Knippenberg, & Rast, 2dbarraet al.,2010; Lord & Hall, 2005).
The following section provides an overviewtbé currentheories and thdegree of empirical
research that exists supporting these assertions. The information izeddayihe following
themes: 1) identity theory 2) social construction, 3) social identity treddeadership, and 4)
college student leader identity developmehhesehighlight the distinctiveness of leader
identity development theories and desctlhe process in which a person perceives hinwelf
herself as a leader (Da&y al, 2009).
Identity Theory

Identity theoryis the first of threeverarchirg frameworls that explain the relationship
between identity and leaderst{iparraet al, 2014). Included in identity theory are two primary
methods 1) the exploration and adoption sdcial rolesand2) the practicingof the leader role
(Day & Harrism, 2007; Dayet al.,2009; Lord & Hall, 200p A number of authors have
theories that fall under this categancluding: 1) identitybased leader development model
(Ibarraet al, 2010, 2)the integrated lifespan theory of leader developm&ay ét d., 2009),
and 3 leadership development and theory of learning and expertise (Lord & Hall, 2005).

Identity -based leader development modelbarraet al.(2010) coined a new term called
identity-based leader developmemhis model operated off of two basic assumptions: 1)
leadership is a process or a type of interaction rather than a formal paaitibR) self-
understanding and experience are equally imporfEimese authors described the leader identity

development process as a transition model where individuals disengage with fixeabglemnti
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explore an alternative identit These old and new identities-ewist while the person
determines what will be more effective and authentic in one’s experience ace(dwrra,
1999, 2003 Ibarraet al, 2010). In work settings, people experiment with provisional sélyes
assuming new identities in public settings as a way of adopting a leadtyif@i@arra, 1999).
In summary, ts theoretical framework suggesiswingthe leader identity process @s
identity transition process when designing training and experiences ford@adera et al.,
2010).

Integrated lifespan theory of leader developmentDay et al.(2009) proposed
leadership theory called the “integrative lifespan theory of leadel@®ment” (p.172). This
theory incorporated adult development, identity development, ancegelliation as the essential
underlying processes that influence a person’s success as a leadetr §Da3009). In this
theory, the intentiowasto move from competency development to the development of the
whole person as a leaddihe theory described that if a person intentigrn@gévelo@d aspects of
onés selfandone’sidentity, and als@racticed selregulation then the result would baore
observable, external behaviors of leader competencies and expertise (D309 In this
theory, authors discusdthe importance of focusing on the development of underlying
psychological qualities such as sedfjulation and identity development. This approach
encouraged leader development across the lifespan of the individual and acknowlatigeld
growth and personal development will lead to more effective and competensi@adgret al,
2009).

Day and Sin (2011) conductadongitudinal researcstudy onleaders’ developmental
trajectories byengagingstudentparticipants in tearbased action learning projeesa

University in the Pacific Rim regionThere was a robust sample (N=1315 studeriteat

14



beginning of the project and N=985 studerittha completion othe project). The study
considered developmental trajectories of student leaterfoundhatstudents stagt at
different points and develop at different rates throughout the project. In adthaampeer
advisors rated students who seléntifiedas a leadewith a higher level of leadership
effectiveness Findings in this study suggestthat leader identity, goalrientation and goal
selection are promising areas for future development. Additionally, resesitighlightedhat
more research needs to be done to determine the appropriate lengtleafi¢helevelopment
programge.g. the length being a few houasgay, multiple days, or a week; Day & Sin, 2011).
Leadership development ad theory of learning and pertise. Lord and Hall (2005)
referred tathe underpinnings of cognitive psychology and a general theory of learning and
expertisan order to create a leader development model that includesrdeapation
processing and contaickangeghat occur in underlying knowledge structuresmyskill
development over timeA leader’s seHidentity wasemphasized as a central focus of this theory.
In addition, this model constdedthe waythatknowledge is organized the mind the meta
cognitive processes assoei@twith the person engaging in leader development situations, and a
person’s reflection on those experienaesich all build an understanding of various situations
as well as the interpersonal interactionsrd & Hall, 2005). In this model, leader idetyti
development moves through three skill levels — from novice, to intermediate, to exybéle —
keepingin mind the individual’'s experience gained from participating in various personal and
professional domains. As part of this model, authors acknowlgtgechportance of leaders
proactively engaging in their leader development, and suagtgbstt identity, metacognitive
processes, and emotional regulation are essential elements to the mental sceeteaglops

with leadership experiences (LofdHall, 2005).

15



Social Gonstruction—Leaderldentity Construction Process

The next theoretical groupingsocial constructiofilbarraet al, 2014), highlighting one
theory — De Rue and Ashford’s (2010) leader identity construction process. pnoitess,
individuals go through a cognitive processese they claim and grant leader doitbwer
identities & method of social construction (De Rue & Ashford, 2010). This identity process is
then mutually reinforced and reciprocated by another person (at the dyed)ioteothers in the
group (at the organizational/system level). This theory expounded that leadéieslarns not
only cognitions within a person’s self-concepgy are also socially constructed and innately
related and/or reciprocal. Thésee, if a person claims a leader identity, then a follower must
also grant this person a leader identity. At the organizational level, the idsmitglorsed and
reinforced within the broader organizational context. ldentity is dynamic andeshangtime,
throughout various situations and contexts. At present, this model contributes theoretical
empirical knowledge to the literature linking identity and leadership.
Social Identity Theory of Leadership

Social Identity Theory is the final éoretical groupinguggested bibarraet al.(2014)
that attempts tdescribe existing theories connecting leadershipderdity. Rooted in the
tenets of seHcategorizationtheory Turner, Hogg, Oakes, Reich& Wetherell, B87)and the
social identiy theory of influence (Hogg & Turner, 198The social identity theory of leadership
positions leadershigsa “groupmembershighased influence process” aras a resujtprovides
opportunity to more strongly integrate key componentsch sis selfidentity, social influence,
and group process — into our understanding of leaderddbigg(et al, 2012, p. 261)Hogget al.
(2012) describe the social identity theory of leaders as a process where “groberatgm

becomes increasingly salient and impartanrmembers of the group and members identify more
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strongly with the group, [andffective leadership rests increasingly on the leader being
considered by followers to possess prototypical properties of the group” (p. 264).

Hogg (2001) first published the description of social identity thebtgadership
highlighting leadeship agprocessf social categorizationShortly thereafter, additional
theoretical explorationsxpanded this identitasedconcept to an organizational context (van
Knippenberg& Hogg, 2003; Van Knippenberg & Hogg, 2003ss well as suggestdidat
research be conducted on a “follovgeseltconcept both as mediator and moderator in the
relationship between leadership and follower behavior” (van Knippernbeegal.,2004,
p.826).

One of the key constructs highlightedsiocial identity theory of leadershipthe
importance of a prototypical leadgtogget al.,2012). As groups evolve, members of the group
select the leader who embodies the most typical characteristios gifioup. Research states that
a prototypical leader is more effective in groups than a non-prototypical leautgy€tal,
2012). In addition’prototypical members are disproportionately influential over the life of a
group...people look to their leaders to define their identity” (Hetgg), 2012, p. 264). The
majority of the empirical researc¢hkielding & Hogg, 1997; Hains, Hogg, & Duck, 1997; van
KnippenbergB. & van Knippenberg, D., 200%hat exists discusses a leader identity from the
followers’ perspective of the group’s prototypical leader and not as a resufteséon self-
identifying as a leader.

Empirical research to support findings of the socikidentity theory of leadership.
Following is a summary of the research on social identity theory, spdgifieghlighting
empirical contributions to identityHainset al, (1997) conduetdan experiment wherk84

introductory psychology students were manipulated based on three variables inaladmg g
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salience, leadgrrototypically andleader characteristics. Findings from this study showed that
when group membershgaliencewas high, the leader was more prototypical of the group and
was seen as more effective. However, when group membership salience wastioypants

did not preér a prodtypical leadeover a norprototypical leaderHogg, Hains, and Mason,
(1998) confirmed this information and found that followers had positive perceptions of a
prototypical leader when followers idéred as part of the vgroup It was alsae-enforced in a
field experiment on an outward trip (i.e. @®mpus, wilderness retreat) wheae time passedn
the trip, the followers more closely identified with the group, tiedeader was perceived as
more effectivgFielding& Hogg, 1997. As aresult, these studies ingd that when the leader
is a prototypical member of the group, followers have higher perceptions of that person’
effectiveness.

Additionally, van Knippenber@. and van KnippenberQ. (2005) explored the role of
leader seksacrifice and leadership effectivesashen moderated by leader prototypically.
total of four studies were conducted with Dutch university students, including attalyora
experiment (N=174), two scenario experiments as part of a classroom detnamgN=497 and
N=193),and a crossectional survey of primary school employees (N= 161). The results of
thesesix studies are robust, given the variety of samg@esyell as theliversity of the study-
typeand multiple wayseadership effectivenesgms defined These researchers found that
"...prototypical leaders were perceived to be more effective, more charismaticoendroup
oriented than less prototypical leaders" (van Knippenki&rg van Knippenberg, D., 2005, p.
35). Additionally, selfsacrificing behaviors were more beneficial for the-poototypical leader

than for the prototypical leader (van Knippenhd&g& van Knippenberg, D., 2005).
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To further expand the social identity approach to leadership, Steffens, Haslam, and
Reicher (2014)e<ribe the multiple dimensions of identity leadership and ttadidate an
assessmerdalled the identity leadership inventory (IL1). The dimensions incladed
“identity prototypicality, ‘being one of us’; identity advancement, ‘doing it for us’; itient
entrepreneurshipgrtafting a sense afs’; and identity impresarioshipmaking us mattér
(Steffenset al, 2014). Samples included people working in professional organizations or sports
teans from the US, China, and Belgium (N=1730). The authors conducted four studies to
validate the measure and establish construct, criterion, and discriminartyvahididings
demonstrated the constructs predict a variety of outcomes including: 1) ilgfadarce, 2) team
confidence, 3) identificatrowith tean, and 4) task cohesion. As a result of this st@dsffens
et al (2014)suggested that researsiouldmove beyondhe prototypicality of the leader and
begin to address other additional and equally important components of identitycgerdhga
which are included in ILI.

Leader seltdefinition—leaderidentity defined by the leader. Rus, van Knippenberg,
and Wisse (2010nadean important shift in research at this time by beginning to focus on
identity of the leader when it is seléfined. Prior to this studihe research discusstt
prototypical leader as defined by followers. This study is the first to expleienplications of
“leader seHdefinition on leader actions” (Rus et al., 2010, p. 524). These authors shift the
conversation fronfollowers’ selfconcept to leaders’ setioncept and the ways in which this
impacts leader behavioihis study is particularly relevant because Idibe leader self
definition scale in my study.

Ruset al, (2010) conducted»sstudies including two laboratory experiments, two

scenario experiments, and two cross-sectional surveys to determinesikeltdefinition as a
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leader influenced one seltserving behaviors. Four of the six experiments included Dutch
students in bsiness administration @80), economics (N=74), as well as two random samples
of the student population at large (N=69 and N=107). The sample for the remaining tws studi
used an existing Britisbrganization and polled individuals managemerpositions (N=140).
As a resulteach of these studies confirmed thealf-definition as a leader influences the extent
to which[followers] rely on information from their peers when making a decision” (p. 518).
Additionally, results found that individuals who iderddias leader acted more selserving
ways when those around them performed bdtiesimilar situationsvhere peeperformance
was positive, individualw/ith a low selfdefinition as a leader wereds seliserving. In these
examples, leader satfefinition noderate the relationship betwedeader seHserving behaviors
and the allocation of resources within the organization (Rus et al., 2010).
CollegeStudent Leaderldentity DevelopmentM odel

Komiveset al.(2005) conducted a qualitative, grounded theory study to explore the
procesghata collegestudent experiences in developing a leadershigitgethis model is
called the Leadedentity DevelopmeniLID) model. The leader identity development model
introduced a specific cognitive shift that occurs during collegglents arrive with a
hierarchical model of leadershgmd during college, move to a more post-industrial view of
leadership (Komives et al., 2005; Rost, 1993). The LID model uses the relational model of
leadership as its foundational theol§p(ives, Lucas, & McMahon, 2009).

This researchrought to the forefront the college experience and the development that
occurs specifically in the college context. The results desttiilgesix stagethatstudents
navigate through during the process: Waeeness and recognition that leaders exist, 2)

exploration and engagement by the student, 3) leader identified which stategnicecoy the
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student that organizations have both leaders and followers, 4) leadership difiedemtiate the
student recgnizedthatvarious types of leadership occur beyond the role of a positional leader,
and that anyone can engage in the work, 5) generatihigrethe student is committed to
sustaining the larger purposes of the model, and 6) integration/synthesis)aoactive
engagement in the leadership process. In other words, students’ mental modatsifog Ebout
leadership as a process change when they transition to and from new leadas noktsas

when they engage in new student groupsnitations of this research includedimited
experimenter demographic and sample size, as the research team was compriséddtef all
women and onlyhirteenstudents participated the study.

According to Komive®t al, (2009) the development of a quantitatmeasure is in
progress. Using the 2006 Multidtitutional Study of Leadershipesearchers conducted a pilot
studyto developa scale for stagethree and four of the LID model (Dugan & Komives, 2006,
2007). The results of this exploratory stuthnonstrated that students who used stage four
thinking (i.e. interdependent perspectives and non-positional views of leadershipamkere
10-25% higher on the leadership outcomes associated with the social change modetsififead
development.

Empiric al research for collge studentidentity development.Since the development
of the leader identity development model in 2005 and the pilot testing of this quantitative
measure in 2006, there have been very few empirical studies conttuetgaore leadeidentity
development with college students. In 2013, Pyle studied leader identity development and
leadership capacity in college students. Based upomnegpaifted dataRyle (2013) found that
declaring a leader identity contributed to a student’s growth during a leadpregram. The

lack of research on leader identity development justifies the relevance oflehstuRly.
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Harms, Roberts, and Wood (2007) conducted a quantitative study investigating the role
of individual differences in status attainment within hierarchical, sociah@at#ons: fraternities
and sororities. The participants were comprised of 336 college students (n= 203 women and
N=133 men) from four fraternities and three sororities; the majority of the indisidtlentified
asCaucasian Participants completed a survey including the following sc@esFive
personality traitstrait dominancepower motive, leadership identity sabale (Cha&

Drasgow, 2001)social influencesubjective influenceandorganizational offices.A limitation
of the studywas that theesultswerebased upon students living together in social organizations
where positional leadership is present; the results may not be trabhdo other settings (i.e.
workplace, student organizations, etc.). However, the results showed that studehts/eva
positive selconcept are more likely to feel they have power or control over personal lifes event
(Harmset al, 2007). In addition, a key finding wésatleadership identity mediated between
persondty and status attainment (i.eocial influence and subjective influence), but not for the
attainment of an executive office.

Analysis and Summary of Identity and Leadership Theories

Each of these theoretical frameworks described the way in which seiedefinition
influences the leader development activities and learning experiences a studges @mgath
inside and outside of the classroom ([2awl.,2009; Komivest al.,2005; Lord & Hall, 2005).

In particular,Dayet al, (2009) discussedhé ways that these leader development experiences
can carry implications for students over their lifetime. Land Hall (2005) considered the
underlying processes required to develop a leader idesitjrese beliefs shape the self
development opportutnes available to individuals. Lastly, Komives et §2005) explored

leader identity as it relates to college students, and described the wagthigy Ehapes a
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student’s definition of his or heelf. Similarly these theoretical frameworksd enpirical

studies suppothe idea that leader identity essential to leader developmehtore research is

needed to understand the perspective of thersthkleader seldentification processs well

as the necessary antecedassociated witlkleveloping one’self-concept as a leader.
Efficacy is an Important Construct in Leader Development

When applying a holistic approach to leader development, the focus needs to include an
individual’'s identity development as well as aspects ofregjfilaton such as sekifficacy and
selfawarenesgDayet al, 2009) At the college student level, selfficacy can influence a
student’s choice to engage in and participate as a leader in various activiges (Garland,
Jacoby, & Gasiorski, 2008; Wagner, 2011). Additional research, which is describeglflmh
Rosch, Collier, and Thompsd@a015), identified leadership efficacy abe strongest predictor of
a leadership behaviorAs a resultresearchers found thdeveloping a college student’s
leadeship efficacywasan important component of leader development.

Rooted in social cognitive theory, selfficacy is defined as “beliefs in one’s capabilities
to organize and execute the courses of action required to produce given at&ijBerdura,
1997, p. 3). Hannah, Avolio, Luthans, and Harms (2008) further described leader efficacy as
essential to a leadsrability to understand his or her positive psychological capabilities and to
sustain involvement across emerging challenges and contéhés.r@searchers described leader
selt-efficacy as the confidence a person has to be successftulariulfill a specific leadership
role (McCormick & Tanguma, 2007; Murphy & Ensher, 1999).

Empirical Evidence forL eadershipEfficacy
Murphy and Ensher @99) conducted a quantitative, longitudinal study with 56

subordinate-supervisor dyads working in a media company. The dyads were edrapris
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students working asightweek internship antheir supervisorswho wereemployed by the

media companyThe castructs considered in the media company included work expectations
for interns, supervisor sedifficacy and optimism, LMX ratingyerceivedsimilarity and

perceived liking between dyadsnd intern’s jolsatisfactionrscores. Results of the study found
that subordinates who have a high work séficacy were 1) liked by their supervisor2) seen

to be similar to theisupervisors, 3) rated positivety the LMX scale, and 4) rated as better
performers than peers with a low work self-efficacy. Subatdgwho were initiallyratedlow

in work self-efficacy and high in LMX quality, experiencaa increase in seéfficacy levels
throughout the program. Other findings sleoMwhen leaders' seftatingsof efficacy and
optimismare hightheir ratings osubordinatesre higher as well.

In this studyChemers, WatsomndMay (2000)conducted a twgartlongitudinalstudy
at multiple universities in California and Arizona to explore leadership efficgdimism, and
leadership performance. In the fipgtrt, military science instructors assesseddheets N=96)
ontheir military leadership potential. In the second of the study, cadde&&!] attended aix-
week leadership training camp and were evaluated by tactical officers, pedrgeghwith the
cadets, and trained assessors who facilitated the leadership sessionscdpapleted self
assessments basedfonr constructsincluding selfesteem, optimism, sefferception of
leadership skill, and leadership efficacy. The results of the studyed that high levels of
efficacy and optimism contribute positively to the leader’'sgefteption of high performance
in a leadership role. Additionally, this high performance was visible by otlaetstscwith high
self-efficacy and optimism scores meranked by peers and supervisors to perform better than

other cadets who were less confident (Chemers et al., 2000).
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Hoyt, Murphy, Halverson, and/atson(2003) conducted twiaboratory studies with
students from a small west coast liberal arts schoevatuate leadership effectiveness by
examiningefficacy, anxiety, and collective efficacftudents, who were placed in groups of
three,with one person designated as the leadereasked to performpecific hiring tasks.
Researchers adjusted situatibpressures or stress levels experienced by the student gyaups
moderate or high level. The first study sample consisted of 39 grotipee{N=117)and the
second study, includeslsample o¥2 groups ofthree(N=216). Results demonstrated that
chain of events lead to collective efficacy, in this stuthgdership efficacy predicted anxiety,
task seHlefficacy, and leader collective efficddHoyt et al. 2003, p. 269). Leaders who
believed they couldompletethe task at hand transferred thediéf to their followers.

Surprisingly, in this study, leadership efficacy did not predict performahisas the opposite of
previous research stating that efficacy is connected to leadership out€imese(s, et al.

2000). Hoyt et al. (2003) suggekat thereasorfor this findingmight be that efficacy beliefs

are transferred over timandthe length of their study was shorter than the longitudinal design of
Chemets et al (2000) study.

McCormick, Tanguma, and Lopez-Forment (2002), conducted a quantitative study of 223
participantfrom a southwest university asking individuals to complete a questionnaire. The
purpose of this study was to support the idea that leadershigffsedicy is an important
component of leadership performance. Thelte®f this study demonstrated that individuals
with a high level of leadershigfficacy are more likely to participate in leadership roles and are
more ofterlikely to take charge in leadership situations than those with a low leadership self-
efficacy. In addition, those with more leadership experience self-report higher levelt of se

efficacy. Women also demonstrated lower levels of leadership efficacy #ran m

25



Dugan and Komives (2010) conducted a miatitutional studyincluding 14,252
collegeseniors across 50 institutions who took a survey assessment exploring the following
concepts: precollege characteristics, college experiences, socially rekplaagibrshipand
self-efficacy. Results related to selfficacyfound there to be an imgant connectioand
positive relationshippetween a studemstleadergip efficacy and Is or her leadership capacity.
When efficacy was used as an intermediate variable it explained the varianceseawoeoss
social change outcome measures. However, alémors included efficacy in regression
models, there was a negative relationship between efficacy and each of thesgesu
congruence, commitment, collaboration, common purpose, controversy with civility, argecha
(Dugan & Komives, 2010). Dugan and Komives (20diygest the following rationale for this
finding: 1)byrepeatedly surveying students, they start to consider their initial gffieaels as
incorrect and may describe them as changing overtime, causing a measurement isgue, and
students enter collegwith their selfperceptions of efficacy to be higher than they really are.
Consequently hese results highlight the importance of assisting students with both eHicdcy
capacity building techniques (Dugan & Komives, 2010).

Dugan ¢ al. (2008) explored leadership selfficacy among commuter students using data
from the 2006 Multi-Institutional Study of Leadership. In this study, a total of 11,86stude
were considered from 50 foyear institutions; participants who lived atnhe were described as
dependent commuters (N=5,982), and participants who lived off-campus with friends or on their
ownwereconsidered independent commuters (N=16,376). The study fbatttiere were
significant differences between dependent commutersnalegpendent commutensidependent
commuters had higher levels of sefficacy than their peers who lived at home with a parent or

guardian (e.g. dependent commuters). Sociocultural conversations with peershlpadées,
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andmentoring relationshipwith employers were also predictors of higher levels of leadership
efficacy incommuterstudentgDugan et. al 2008).
Summary and Next Steps Rgarding Leadership Efficacy

According to Hannakt al.(2008), efficacy was an extremely valid construget-more
examination is needed to understand its effects in leadership research. Sanch cesseribed
leader and leadership efficacy as being impacted by a broad range of factading the
individual’s identity and selawareness, numerous groapd structural contexts, and a variety of
levels within organizations (Hall, 2004; Hannah et al., 2008). In contrast, other hesearc
demonstrated that there may be reason to consider leader efficacy as itsstmunct,
suggesting efficacy is more compldyan previously understood (Anderson, Krajewski, Goffin,
& Jackson, 2008; Machida & Schaubroeck, 2011).

Machida and Schaubroeck (2011) proposed an alternative view to the roleedfisatly
in leader development and “formulate the role of leaderesitfacy in the context of individual
leader development” (p. 460). Authors discussed the four areas of efficacy tiogie#er to
shape efficacy development of a leader: 1) preparatorgSigicy, 2) efficacy spirals, 3)
learning seHefficacy, aml 4) resiliency efficacy (Machida & Schaubroeck, 2011). This differed
from Day et als (2009) integrated theory of leader development where efficacy develogment i
a subcomponent of self-regulation in leader development versus being its own consieset. T
differing viewpoints support the need for additional research on leader eféindals
relationship to leader development, student involvement, and college student development.

Motivation to Lead
Seltmotivation was another important area to consider when connecting self ang identit

as part of leader development. Hangethl, (2008) proposed “leadets level of efficacy for
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self-motivation will be related to the level of effort they allocate to both thinking ttr@und
performing in challengingircumstances” (p. 677). Related to this area of research, Chan and
Drasgow (2001) explored a theoretical framework for understanding the role ofluadivi
differences and leadership through the creation of a motivation to lead (K8dryt “A key
assimption of the theory is that non-cognitive ability constructs such as persondlialaes
relate to leader behaviors through the individual’s MTL, which in turn affectadnadual’s
participation in leadership roles and activities” (p. 481).

Chanand Drasgow (200Xurtherdescribé motivation to lead as “a multivariate
approach to integrate the process of leader development with that of leadershipgecé”
(p.496). Based upon two empirical theories of behavior — Fishbein and Ajzen’s (1975) theory of
reasoned action and Triandis’ (1980) theory of interpersonal behavior — Chan and Drasgow
(2001) developed a theory of leader development. Towards developing a theory of leader
behavior, Chan and Drasgow (2001) conductddeemonth longitudinaktudyin order to
create the MTL measuras well ago establishthe validity of the model. The sample consisted
of Singapore military recruits (N=1,594), Singapore junior college students (N=2i#yS
undergraduates taking an introductory psycholomyrse (N=293). Initially, researchers created,
tested, and validated the measure using focus group and survey methods. Finditigs from
study created three subodels or factors that impact leader motivatiocluding affective MTL
(i.e., students who like to lead), social normative MTL (i.e., student’s sense of duty or
responsibility to lead), and naralculative MTL (i.e., cost of leading matchég benefit
receivedChan & Drasgow, 2001). In addition, the model suggested values, personality, pri

experience, and sedffficacy underscore a person’s desire to lead.
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The MTL model is important because it creates a desire for individuals to lead and
participate in leadership processiscontrast to other leadership theories that look at the end
results or the outcomes of effective leadership (Gh&@rasgow, 2001). It is assumed that a
person’s personality and values impact his or her motivation to lead, which in turdsrnigaar
her involvement in leadership activities (Chan & Drasgow, 208l pported by prior research,
this modelassumed thahdividuals gain social skills and knowledge through involvement in
leadership activities (Chaa Drasgow, 2001; Lord& Hall 1992, Zaccaro, Gilbert, Thag,
Mumford 1991). Additionally, the modeksuned thaindividuals can develop leadership skills,
and the personal characteristibey displayare a result of differences in leadership efficacy and
leadership experiences. It also presdrteat leadership effectiveness is impacted through job
satisfation and morale the moreoneenjoys his or hework, the more effectivenewill be in
accomplishing the tasks.

When considering its theoretical contributions, this research “has demondiedted t
personality, values, and past leadership experiencelated to MTL both directly and
indirectly through leadership sedfficacy, and that MTL is related to behavioral criteria that are
indicative of the participation in leadership training and activities” (Chanas@bw, 2001,
p.495). Through the empirical findings explored in Chan and Drasgbdwdy, the researchers
are closer to identifying an individual theory of leader behavior. A practiadihfy is the “MTL
considers personality, sociocultural values, leadershipefathcy, past leadership experience
are antecedents to the MTL, whereas general cognitive ability is unrelated_tq®han &
Drasgow, 2001, p. 494). Itis important to emphasize to organizations and institutions of higher

learning that MTL is changeable over the lifespan of a le@lean & Drasgow, 2001
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The MTL scale was also used in a study by Retdl. (2015)who studied esults from
1,338 undergraduattudents at a large public research institution located iNlitheest
Students were surveyed as part of the 2012 Multi-Institutional Study of Leadershyaoetya
of measuresncluding leadership capacity and leadership efficacy. Additionally, studehis a
institution were also surveyed on the motivation to lead sspéxifically, the affective identity
(i.e. desire to lead) subscale and the social normative (i.e. responsibilitg)tsubacale.
Results of this study compare findings frtimese two gbscaleswith leadership efficacand
leadershipputcomes. Findings suggest that leadership efficacy predittsttio@nts will be
engaged in leadership behavi@Roschet al, 2015). Additionally, students who sdlientify as
a leader and/or have a desire to lead @ffgctive identity)andstudents who felt a
responsibility to lead (e.g. social normativegramore likely to partigpate in a leadership
position. Additionally, results suggestit students who felt a responsibility to lead (e.g.
social normative) were less likely occupy a position than those with high affective identity
scores Similarto prior studies on leadership effica®uganet al, 2008 McCormicket al,
2002),leadership seléfficacy was thénighest predicted leadership behavior in this study.
Demographic findings showed no difference between men and women in this stwdgvelrio
Asian American students may hold different types and levels of motivation to jpetetian
leadership roles thdmatino, African American students, and Caucasian students. Additional
research is needed to further explore the differences in race.

Leadership Attitudes and Beliefs (Systemic vs. kerarchical)

As a way of exploring theystemic ersushierarchical attitudes and belieggcollege

students, Wielkiewicz (2000) created an instrument that explores two common vievgtmnot

leadership andrganizations. The first viewpoimntashierarchical thinkingwhere the leader is

30



seen as more responsible than others in the organization. From this viewpoint, a @erson is
leader because of his or her position, and this position grants the leader autonomiantg. aut
The second view of leadershwasnon-hierarchical andystemic it views leadership as a
relational process based upon complex and adaptive systems (Heifetz, 1994; Alterr,Ste
Wielkiewicz,1998). Thereforahe distinction btween systemicersushierarchical beliefs is
worth exploringto determine if a student’s view of leadership changes as a result of aaking
introductory leadership course.

Wielkiewicz (2000) conducted a study with 675 students from two private, Gatholi
liberal arts colleges and one state institution university itvilkdevest The primary purpose of
this study was to develop a measure to explore college students’ attitudes dadbelie
leadership processes and how they expect leaders to act. Eight diffecapgtaahscales
authority, ethics, learning, relationship, change, leader dependence, systekmgtland
cooperation — were included in the model, which required 86 items to being assessed in the
study. The results produced two unrelated dimensions, including hierarchical tranking
systemic thinkingresulting in a total of 28 items being included in the scale (14 items in

hierarchical thinking ash 14 items in systemic thinking; Wielkiewicz, 2000)
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CHAPTER 3:STUDY DESIGN AND METHODOLOGY

Purpose of the Study
The purpose of this study was to explore the extent to which the constructs (motivation,
leadership seléfficacy, developmental sefffficacy, andsystemic vs. hierarchical attitudes and
beliefspredicted a change in leaddentity for college students registered in an introductory
leadership theory course. As such, the following research questions guideddyris s
Research Questions:

1. Were there differences in students’{pest and postest scores at the beginning d@hd
end of a leadership class when comparing the constraots/étion to leagleadership
seltefficacy, developmental sedffficacy, systemic vs. hierarchical attitudes and beliefs
about leadership) in regard to a students’ leader identity?

2. Was there a statistically significant difference between males and females qnetheir
test and postest identity score?

3. To what extent did the constructadtivation to leadleadership seléfficacy,
developmental sekfficacy,systemicvs. hierarchical atiides and beliefs about
leadership) predict leader identity?

4. Were there differences among the three cesestions of leadership classes and the
gain/loss score on a students’ leader identity?

5. Was there a difference in students’ leader identity sdmetgeen the students who
participated in the introductory leadership theory course and those who partiaipdted |

organizational psychology class?
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Research Design and Rtionale

Rooted in the pogtesitivist paradigm, this studyasa quantitative sty thatsought to
understand the theories proposed by the aforementioned conceptual framework and the
constructs that influence identity development in college students (Creswell, ZHikpsand
Burbules (2000), describedsearch as inherentlsalue laden. In addition, scientific research
from the pospositivist viewsought to establish procedures and criteria that would help to rule
out subjective experiences or opinions (Philips & Burbules, 2000). Therefore, by emkbeding
study in this theoretal frameworktheir goalswere alignedexploring how a student develops a
leader identityas well as describing if there are relationships between the various constructs
Two quantitative approachegereused to answer the research questions in this study, including
a weak quasexperimental design with an intervention and comparison gesupell as a
complex associational design (Creswell, 2012).

The first research question wa&gere there differences in students’ pre-test and fgesst-
scores attite beginning and the end of a leadership class when comparing the constructs
(motivation to leadleadership seléfficacy, developmental sedffficacy,systemicvs.
hierarchical attitudes and beliefs about leadership) in regard to a studerdsidiesity? For
this question the research desigas a weak quasxperimental, nonequivalent design,
including a pretest and posttest with an intervention and comparison group. Accordimgto G

Morgan,andLeech (2009), the procedure fbrs research deg wasdiagrammed ifFigure 1:

Institution Random Experimental Pretest Intervention Posttest
assignment or Comparison
Institution A NR E O X O,
Institution B NR E O X O,
Institution B NR C O ~X O,

Figure 1.Diagram of weak, nonequivalent researeBignfor pretest and pstiest.
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A leadership course wassed as the intervention in this research question. This design explored
if there was a difference between a student’stgsescore and postst scoreas well as the
extent to which there was wasnot a change from the beginning to the end of the course. To
analyze this information, jpaired samplestest was performed

The second research question was: Was there a statistically significaeinddéfer
between males and females on theirtest and postest identity scoreA basic difference
approach was the ratiomalised for this quasi-experimental questidmrmixed ANOVA was
conducted to assess whether there were differences between gendiétbere was a change in
leader identityratings over the course of the semester.

Thethird research question wabo what extent did the constructadtivation to lead
leadership seléfficacy, developmental sedffficacy,systemicvs. hierarchical attitudes and
beliefs about leadership) mhet leader identity? The rationad for using the associational
approach in this desigmasto determine the extent to which the various constructs that were
measured predictelchange in a college student’s leader identity (Gebat.,2009). To
armalyze this information, a multiple regression was conducted.

In order to controfor teacher bigsafourth research question wasked: Were there
differences among the three coussetions of leadership classes and the gain/loss score on a
student’s éader identityTwo institutions offeed a total of three sections of an introductory
leadership theory course; the two institutions investigaetitled 1) Institution A and 2)
Institution B. The goal in conducting this analysissto controlfor bias and dismiss extraneous
variables such as characteristics of the teacher. Given the experience andemiviestsh of the
instructors, Idid not anticipate a difference in the three sectiowsaialyze this information, an

ANOVA wasconducted whiclprovided comparisons to confirm this assumption.
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Lastly, the ifth research questiomas Was there a difference in students’ leader identity
scores between the students who participated in the introductory leadershigtheseyand
those who participated in the organizational psychology class? In this quastionparison
group of similar participants who took an organizational psychology course aitiastB were
given a pre-test and posst. The goal in conducting this analysiasto ensure tat if the
participants demonstrat@ change in their priest and postest scorest wasa result of the
intervention, and not due to other participant characteristics. The comparison ghacgrbeas
by demonstratinghat the groups participating the study possesdsimilar characteristics.
Participants and Ste

The population for this studyasundergraduate students enrolled in a leadership course
at a largeMidwestern public universityas well as a small west coast liberal arts coll&be.
campuses chosen for this study have extensive leadership programs, exgphénsneetors, and
similar course format(i.e. text books, course structures, and syllabi). Students who attended
these institutions anglarticipatedn these programs comsgd of a diverse populatiothat
represented variety of demographic variablescluding race, gender, year in college, and
international or domestic origin.

Two institutionswereused for this study. Institution as a largéMidwestern public
university with approximately 32,000 undergraduates and 12,000 graduate students. The
university is a land-grant institution with an intentional focus on developing studeietse
Campus offerings include a leadership minor, numerous leadership coursestshipade
certificate program and ecurricular leadership retreats that focus on developing leadership

skills. Therewereapproximately 1,200 students who participatedwace deemed to have a
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significant leadership experience at this institution. Tlo#fgingswerecoordinated through a
leadership center.

Institution Bwasa small private liberal arts college focusing on undergraduate education
with approximately 1,200 undergraduate students in attendance. The collegaia miss
highlights the impdance of developing responsible student leaders. Institution B offers a
leadership minor, numerous courses, internship opportunities, research opportunitie®-and a c
curricular leadership program which also focuses on the development of lgadershi
compeencies. These offerings are also coordinated through a leadership institute.

The introductory leadership course leadery similar format at both institutions. The
primary text used in the cours@s called_eadershipTheory and Practicby Peter Northuse.

A secondary text for Institution ®wasStrengths Based Leaderslop Tom Rath and Barry
Conchie. Both institutions included discussions about the impacts of gender and culture on
leadership. Course offeringgerestructured similarly in that theyseda variety of experiential
learning activities to encourage knowledge transfer. Exams and paperdseansed as ways
to integrate and evaluate learning.

Thecomparison group for this stugyascomprised of similar student participants
attendinginstitution Bwho took an organizational psychology class. These students edio$ist
a diverse population representing a variety of demographic variaklesorementionedn
addition, the course design included two weeks of content focusing on leadershipiad his
important to this study becautes intent was t@rovide a strong comparison group amd
opportunityto determine the extent to whichanges are due to studérgarticipation in a
leadership theory course. Institution B had a psydyotesearch participation requirement

where students whwere enrolled for entry level psychology clasaese required tcomplete
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up tofive hours of research credits.ltérnatively students could choose to summatiz
methodology and findings of aiplished research articés a replacement for the research
participation requirement.

Upon receiving approval from the institutional review board at Colorado State
University,as well as both research sites, data eadiected. The design for thisusty wasa
convenience sample using a sequential operations appBhwoér (et al.,2009). Students self-
selectednto the course at the respective campuses. They were able thtalsethe course
either as an elective course oagquirement for ahdership minor. Students attending
Institution A and Institution B took pretest before taking thieadership theory course or the
course being used as tb@mparison. Then, both groups tdbkir respective courses. At the
end of the 1&veek semesteboth groups took the podst. Data wasollected at Institution A
via an anonymous, paper-based surgegAppendix A Studentdhradthe option not to
participate. For Institution B, an emaias sento the individuals in the courses via their
instructor explaining the purpose of the study and inviting tteeparticipatgsee Appendix B.
Studentadthe option not to participate. In additiat,Institution B, the researcher whs
instructor for one of the courses; therefore, strea separate email to her course participants
informing themthattheir participation wuld not influence their performance in the coysee
Appendix @. In addition, at Institution B, the comparison group was given a handout by the
instructor,providing guidane on how to participate in the study (#ggendix D) Lastly, an
example of the survey instrument distributed to both institutions for the pre-test &elspaan

be found inAppendix E
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Measures
Variables
The variables that weracluded in this study includeader seHdefinition (leader
identity), motivation to leadefficacy,systemic vs. hierarchical attitudes and beliafsl gender.

A summary of the constructs are included below:

Tablel
Summary of Constructs
Constructs

Name Type Levels
Leader SeHDefinition Scale (Leader Scale 5
identity)
Gain or Loss on Leader Sdlfefinition Scale 5
Scale (Leader identity)
Motivation to Lead Scale Scale 5
Leadership SelEfficacy Scale Scale 5
Developmental SelEfficacy Scale Scale 5
Leadership Attitudes and Beliefs Scale | Scale 5
(referredto as systemic vs. hierarchical
attitudes andbeliefsthroughout this paper|
Gender Dichotomous| 2
Introductory Leadership Course Nominal 3 sections of the cours

Leadership Scales
For the purposes of this study, the following scaleseused: the leader salfinition
scale the motivation to lead scalthe leadership se#fficacy scalethe developmental self-
efficacy scaleandthe systemic vs. kerarchicalattitudes and behavior scale. On the pest-
only, a series of questiomgereincluded tofor comparisorto experiences outside of the
classroom. Each scale is briefly described in the following paragraphs.
Ruset al. (2010) created a leader ssifiinition scale and descel “slf-definition as a
leader implies sel€ategorizing as a member of the leader category as well as seeing the self as

similar to the category prototype” (p. 512). The autlpeified and testia model of leader
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selt-definition ona seven pointikert-scaled item measure of the construct. Their research
reported sufficient internal consistency for the scale @ittnbach’s alpha .9®& sample item
is, “Being a leader is important to who | am.”

Chan and Drasgow (2004pecified and testealthree &ctor model of motivation to lead
based on a 2ifem Likert-scale of the construct. Their research reported sufficient internal
consistency for the three factors of Affectidkentity MTL (liking to lead), Nonzalculative
MTL (costs and benefits associdteith leading), and Sociddtormative MTL (leathg out of
duty or responsibility) with Cronbach’s alpha ranging from .65 to .91. When comparing the fit
of a three factor model to an alternative siFfigietor model, goodness-of-fit indices were .85 and
.59, respectively. The Chan and Drasgow (2001) measure ofWA$preferable to those
presented by McClelland (1975) and Miner (1978), asliédon a psychometrically sound
measure rather than the ambiguity of projective techniques.

The leadership seHfficacy scale is amightitem questionnaire which measures a
leadets confidence in his or her abilities to lead (Murphy, 1992). The internal reletoiit
these measures is relatively high (o = .806). A sample item from this questionnaire is, “I am
confident of my ability to influence a work group that | lead.” Resps are recorded on a five
pointLikert scale (= Strongly Disagree, to 5Strongly Agree). This measure has been
validated.

Developmental seléfficacy measured person’s confidence to develop his or her own
leadership (Reicharet al, in press) This scale is an elevéiem questionnaire which Reichard
et al (in press)ydapted from Potosky and Ramakrishma’s (2002) studyaoniteg selefficacy.
The internal reliability for these measures is relatively high (o =.805). A sample item from this

guestionnaire is, “I believe that, with training, | can develop into an exemplasrléa
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Responses are recorded on a peet Likert scale (3 Strongly Disagregeto 5 — Strongly
Agree). Reichard et alin presyis preparinga manuscript for publication which will support
the validity of this tool, which includes an analysis of factor structure, andgesinvergent,
discriminant, and incremental validity.

Wielkiewicz (2000)identifiedand tested two factor model of leaders’ attitudes and
beliefs based on a 2fém Likert-scaleof the construct. His research reported sufficient internal
consistency for the two factors of haechical thinking and systemic thinking wilronbach’s
alpha ranging from .84 to .8A&.sample item for systemic thinking, “Leadership processes
involve the participation of all organization membe#s Sample item for hierarchical thinking:
“A leadershould maintain complete authority.”

Support for sdection of leadership scaleday et al.(2009) describedlentity as a
multifaceted construct that includes “attributes, values, knowledge, exE=jamd self-
perception” (p. 183). Because leader identity is influenced by the way one&/psitueself or
herself, the scales that were chosen provide information on underlying processes or
psychological constructs that may inform one’s selficept such as leader sefficacy and
developmental sekfficacy. A person rooted in a strong leader identity, will be motivated to act
in a way which is consistent with that identity. Deyal.(2009) suppo#ddthis when they
consideedthe elements that are “most important to leader development” and stdtdahaty
provides a basis for motivation” (p. 184). For this reason, the motivation to leadvasale
included.

Lastly, leaders grow as a result of experiences and learning oppostsaitie as courses.
Therefore, it is suggested that “leader id#ggiare built through the integration of learning and

leading experiences with the self’ (Datyal, 2009, p. 185). Thereforeystemic vs. hierarchical
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attitudes and beliefscale was included to explore to what extent if any there are changes in
viewpants on leadership. The scalesre choseto explain some of the underlying processes
associated with developing a leader identity and the relationsimpsg these factors.
Data Collection and Analysis

Data Collection for Institution A

In the spring semester of 2015, the pre-test andtpssinstrumentaereadministered to
the students taking a leadership course. A personmailaoot the instructor administedthe
surveys to students in the respective courses on their first day of classfifteehéhweek of
the course, a person whasnot the instructor atterd the class and asklthe students to take
the posttest. Each student receiva cover letter from the research&atmg the purpose of the
study averagdime of completionthe confidentiality of their datahe lack of risks associated
with their participationand information about being entered into a raffle for one of ten $25 gift
cardsfor Amazon. Lastly, studentgereasked to check a box that designatesdr willingness
to participate (seAppendix A

The participants compledéhe assessmernhcluding scales on the following measures:
the leader selflefinition scalethe motivation to lead scale, the leadership-s#itacy scalethe
developmental sekéfficacy scée, the ystemic vs. hierarchical attitudes and belsfale and a
series of questions to consider demographics and unique experiences inclugemgiet) 2)
participation in cecurricular opportunities, 3) institution, 4) section of course, and 5)
participation in leadership experiences outside of the clasqss@Appendix &
Data Collection for Institution B

In the spring semester of 2015, the pre-test andtpstsinstruments were administered to

the students taking a leadership course. Eadent received an email from the researcher
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stating the purpose of the study, average time of completion, the confidentiahgrafdta, the
lack of risks associated with their participatiand information about being entered into a raffle
for one of ten $25 qift carder Amazon. Lastly, students were provided a link to a survey and
the instructions on how to participate (#g®endices B and)C

Since the course sections met at different times, students were given one week to
complete the assessment in the first week of the class. Two reminder emailsnwéoe s
encourage participation both three days and five days after the initial sumsesent. In the 15
week of the course, the researcher sent thetpsssurvey. Similar to the preteseminder
emails were sent three and five days after the initial survey was distr{lsetppendices B
and Q.

The participants completed the assessment including scales on the followsgesea
the leader selflefinition scalethe motivation to le@ scalethe leadership se#fficacy scalethe
developmental sekéfficacy scalethe systemic vs. hierarchical attitudes and belsdfale; and a
series of questions to consider demographics and unique experiences inclugemgiet) 2)
participationin co-curricular opportunities, 3) institution, 4) section of course, and 5)
participation in leadership experiences outside of the classremAgpendix &

Data Collection for Comparison Group

In the spring semester of 2015, the pre-test andtpdgstistruments were administered to
the students taking an organizational psychology course. Each student received aff@andout
the researcher stating the purpose of the study, average time of completiconfidentiality of
their data, the lack of risks associated with their participation and informdsoon leing
entered into a raffle for one of ten $25 gift cai@sAmazon. Lastly, students were provided a

link to a survey and the instructions on how to participateAppendix D. InstitutionB had a
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psychology research participation requirement for students enrolled inear@lypsychology
classes. Therefore, students were required to completefiup tmurs of research credits, as
a replacemensummarize the methodology and findiregs published research article.

The participants completed the assessmealuding scales on the following measures:
the leader selflefinition scalethe motivation to lead scale, the leadership-s#itacy scalethe
developmental sekéfficacy scée, thesystemic vs. hierarchical attitudes and belsfale and a
series of questions to consider demographics and unique experiences inclugemgiet) 2)
participation in cecurricular opportunities, 3) institution, 4) section of course, and 5)
participation in leadership experiences outside of the classremAgpendix &

Data Analysis

Descriptive and inferential statistiegereused to analyze the data collected. The data set
wasanalyzed usintatistical Package for the Social Sciences (SPSS) 2h€ variable data
wascoded and entered into SPSS. The analysis procedures are described below.
Research Questions and Aalysis:

1. Were there differences in students’jpest and post-test scores at the beginning and the
end of a leadershigass when comparing the construct(ivation to leadleadership
selt-efficacy, developmental sedffficacy, systemic vs. hierarchical attitudes and beliefs
about leadership) in regard to a studelg&ler identity?In order to analyze this
guestion, gaired sample-test was conductedlhe independent variable in this study
wasa leadership cours@hedependent variables wemaotivation to leadefficacy,
systemic vs. hierarchical attitudes and bejiafglleader identity.

2. Was there a statistically significant difference between males and females qmeheir

test and postest identity score?In order to analyze this questiamixed ANOVAwas

43



conducted. The independent variables in this stushggender and change over time.
Thedependent ariablewasleader identity.

3. To what extent did the constructadtivation to leadleadership seléfficacy,
developmental sekfficacy,systemicvs. hierarchical attitudes and beliefs about
leadership) predict leader identity? In order to analyze thestgpn, a multiple regression
wasperformed. The independent variabhMeremotivation to leadleadership self
efficacy, developmental sedffficacy,andsystemicversushierarchical attitudes and
beliefs about leadership. The dependent varaabkdeader identity.

4. Werethere differences among ttieee coursaections of leadership classasl the
gain/loss score on a students’ leader identity? AveaeANOVA wasthe statistical
test conducted to answer this question. The independent vaviagiiee section of the
leadership course. The dependent variaklsthe gain/loss score on leader identity.

5. Was there a difference in students’ leader identity scores between the students w
participated in the introductory leadership theory course and those who partiaiptted i
organizational psychology clasa”MannWhitney Utestwasthe statistical test
conducted to answer this question. The independent vawallkenrolling in a
leadership course @nrolling in an organizational psychologyhedependent variable
was the gain/loss score on leader identity.

The results of the weak quastperimental préest and post-test design with an intervention and
comparison groums well as the results of the complex associational queat®mneportedn
theresults section in chapter four. Any interactions among the extraneous waiatle

comparison grouprepresented in chaptémur.
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Internal and External Validity for S tudy

In order to manage for measurement error, internal and external vakeitied to be
considered (Field, 2013). For this study, the internal validity conveyed the extentlotladni
independent variable predicted a relationship with the dependent variable &khe2009).

In this quasiexperimental, associational syydhe relationships between leader identity and/or
students participating in a leadership cowvseeconsidered in relationships to other variables
(Thorndike, 1997). Given students se#flectednto a leadership course, the collection of pre-

test andposttest data allowed characteristics of the students to be compared before ané after th
leadership coursavhichstrengthenethe study’s internal validity.

In addition,controling for experientiabnd environmental variabledowed the
researcheto review the prior experiences of students who descthmsdselves as having a
leader identity and to explain the experiences of the students who did not idergdgeas ITo
strengthen the validity of the study, the researcher aul¢teacher influence by comparing the
three sections of the course. Even with these approaches being taken to inerealsditihof
the study, these resultgededo be considered while acknowledging the following bias that
could not be removed from the studynaturation, selection bias as a result of students self
selecting into the course, and repeated testingdi@sause the same measweseused on the
pretest and postest.

The external validity of the study considers how generalizable the whagtyp the
broader population (Glineat al, 2009). In this study, students being studiedethose who
wereselfselecting into a leadership course. Therefore, the results will only betesae to

other students whaeretaking a similarly constructedddership course. However, this
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approach aligns with the conceptual framework for this study in that a persoramtigigate

that taking a leadership course could influence a student’s leader identity.
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CHAPTER 4 RESULTS

Participants and Data Collection

Participants in this studyereundergraduate students (N=109) enrolled leadership
theory course (experimental grougr)an organizational psychology course (comparison group)
and attendedne of two institutionsa small private liberal arts celje (Institution A) oa large
public researh university (Institution B). The number of cases in the experimental §auap
both Institution A and Institution B combineghs95. Individuals in theomparisorgroupwere
enrolled in an organizational pgylogy class at Institution,Avhich include twoweeks of
content related to leadership developmérgnumber of cases for this group was 14.

Data were collected fronldahree groupsncluding: Institution Aexperimental group,
Institution A comparison group, and Institution B experimental group @hlgInstitution A
data were collected using an electrasucvey tool, andhe Institution B data were collected
using a papebased survey. The data were gatheredaredest and postest format ad then
paired; if participants did not complete thre-test or the postest their results were eliminated.
Additionally, three participants were removed from the data set becauga¢veusly
participated in the same course as the experimental .gtagily, minor errors were made in the
data collectionone item was omitted from Wielkiewicz (2000)he leader attitudes and beliefs
scale and there was a typographical error in item six of the Chan and Drasgow (2001)
motivation to lead scale.

Desciptive Statistics

The primary variable considersdhsleader identity which idescribedas the

“knowledge experiences, and sgierceptions [a person hiasilt about himor herself through

the integration of learning and leading experiences with ifie(8&ayet al, 2009, p. 184-185).
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This variable was measured using a leaderdsdlhition scale byrRuset al.(2010) which

defines “seldefinition as a leader...as seltegorizing as a member of the leader category as
well as seeing the self as siarilto the category prototype” (p.512). The supporting variables
considered irthis analysisveremotivation to leagdleadership seléfficacy, developmental self
efficacy,andsystemicversushierarchical attitudes and beliefs about leadersknen

analzing the descriptive statistics, the ovehilanged from 107-109e minimum and
maximumfor each variableanged from 15, and the mean randdérom 3.14 to 4.16The

majority of the variablesrerenormally distributed with the exception of the folliog being
skewed: gain score for leader identéynd the variable discerning which individuals took either
the leadership theory class (experimental) or the organizational psyclutdsgomparisoi

A summary of the variables used in this study can be found in Table 2 and a sumthary of

means and standard deviations for the variables can be found in Table 3.
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Table2
Summary of Variables consideredai@dicta Students’ Leader Identity.

Variable

Independent
Description Type Levels or

Dependen
Leader Identity Total, preest Scale 5 Dependent
Leader Identity Total, pogest Scale 5 Dependent
Leader Identity Gain Score Scale 5 Dependent
Motivation to Lead Total, préest Scale 5 Both
Motivation to Lead Total, pogdest Scale 5 Both
Motivation to Lead Gain Score Scale 5 Both
SystemicAttitudes and Beliefs about Leadership Scale 5 Both
Total, pretest
SystemicAttitudes and Beliefs about Leadership Scale 5 Both
Total, posttest
SygtemicAttitudes and Beliefs about Leadership Scale 5 Both
Gain Score
Hierarchical Attitudes and Beliefs about Leadership  gqgie 5 Both
Total, pretest
Hierarchical Attitudes and Beliefs about Leadership  gqgle 5 Both
Total, posttest
Hie_rarchical Attitudes and Beliefs about Leadership  g¢gle 5 Both
Gain Score
Leadership seléfficacy Total, pretest Scale 5 Both
Leadership self-efficacy Total, posst Scale S Both
Leadership seléfficacy Gain Score Scale S Both
Developmental seléfficacy Total, pretest Scale 5 Both
Developmental seléfficacy Total, postest Scale S Both
Developmental seléfficacy Gain Score Scale S Both
Gender Dichotomous 2 Independent
Experimental group tooleddership theory class
(LEAD 10 or AGED 260) comparison group took Dichotomous 2 Independent
Psych 37
Instructor teachingection of leadership course Nominal 3 Independent
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Table3
Means and Standard Deviations of Variables

Means and Standard Deviations

Variable Mean [?éi?a(i?gg
Leader Identity Total, preest 3.71 .63
Leader Identity Total, pogest 3.81 .69
Leader Identity Gain Score .09 73
Motivation to Lead Total, préest 3.68 .39
Motivation to Lead Total, pogest 3.71 .36
Motivation to Lead Gain Score .03 .28
SystemicAttitudes and Beliefs about Leadership Total, tes- 4.16 41
SystemicAttitudes and Beliefs about Leadership Total, fest- 4.23 .38
SystemicAttitudes and Beliefs about Leadership Gain Score .08 .39
Hierarchical Attitudes and Beliefs about LeadersFopal, pretest 3.21 43
Hierarchical Attitudes and Beliefs about Leatgp Total, posttest 3.14 .56
Hierarchical Attitudes and Beliefs about Leadership Gain Score -.07 .53
Leadership 8lf-Efficacy Total, pretest 3.67 .55
Leadership Blf-Efficacy Total, postest 3.96 48
Leadership 8lf-Efficacy Gain Score 29 .57
DevelopmentaSelf-Efficacy Total, pretest 4.02 41
Developmental SelEfficacy Total, postest 4.05 43
DevelopmentaBelf-Efficacy Gain Score .03 41

Research Question 1 Results
Research Question Werethere differences in students’ pre-test and pestscores at
the beginning and the end of a leadership class when comparing the constotioetipon to
lead, leadership seéfficacy, developmental sedffficacy,systemicvs. hierarchical attitudes and

beliefs about leadershipnd students’ lead&entity)?
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In Research Question 1, the independent variable is change over time and the dependent
variables arenotivation to leadleadership seléfficacy, developmentadelf efficacy,systemic
versushierarchicahttitudesand beliefs, and leader idég. A paired samplestest indicated
that the leadership setffficacy increased over time(111) = -5.392p=.001,d =-.51. The
difference wastatistically significantwhich, according to Cohen’s (1988) guidelinessa
medium effect size. paired samplestest indicated that systemic leadership increased over
time, t (111) = -2.034p = .044,d = -.19. The difference, although statistically significant, is
smaller than typicalusing Cohen’s (1988) guidelines. The results of a paired sarttpbt for
the remaining scales are not significant; these scales include developmerstiicaaly,
hierarchical leadership attitudes and beliefader identity, and motivation to lead.

Research Question 2 Results

Research Question ¥Vas thereastatistically significant difference between males and
females on their preest and postest identity score?

The independent variables are gender and change over time. The depandble is
leader identity. A mixed ANOVA was conducted to assess whether there wererdgiéier
between genderand if there was change over time in leader identity ratings. The following
assumptions were tested: (a) independence of observations, (b) noramaljt) sphericity.
Independencerasassumed for the betwegnoups variable (gender), and correlatizas
assumed for the within-groups variable (pre-test and post-test). Faspraermality was met.
For the post-test, the results were skewed. The assumption of sphericity \atesividesults did
not indicate a statistically significant main effect over tifigl,, 107)=1.71, p = .19, partial éta
= .02 or a statistically significant interaction between gerfeldr,107)=.11, p =.74, partial éta

.001. There was no interaction betweenlé¢aeler identitypre- and post-test and gende(},
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107)=.113, p =.741 partial éta .002. Table 4 provides the means and standard deviations for
the pre-test and postst by gender.
Table4

Means andstandard Deviations for Leader ldentity Ratings Separately by Males and Females

Male Female
Variable M SD M SD
Time 1-Pretest 3.70 57 3.71 .67
Time 2— Posttest 3.77 .67 3.83 72
Gender
= male
— female
3.5825
& 3800
=
]
z Vi
o 3775
=
1]
@
|
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o 3750+
[ =
]
@
=
3,725+
3,700

T T
1 2

Interaction of Gender and ldentity

Figure 2.Plot interaction of time and gend@iis figure graphically represents the lack of
interactionbetween time and gears. Inspection of the figure suggests a linear trend for both
males and females; the results weoé significant. In addition, an exploratory analysesw
conducted to determine if thenas a statistically significant difference between males and
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femdes on their pre-test and post-test scores on the following constrmotazation to lead
leadership seléfficacy, developmental sefffficacy, andsystemicvs. hierarchical attitudes and
beliefs about leadership. The results were not significant.

Research Question 3 Results

Research Question 3o what extentlid the constructsrfotivation to leadleadership
seltefficacy, developmental sedffficacy,andsystemicvs. hierarchical attitudes and beliefs
about leadership) predict leader identity?

A multiple regression was conducted to determine the best linear combination of the
constructsrotivation to leagleadership seléfficacy, developmental sedffficacy,and
systemicvs. hierarchical attitudes and beliefs about leadership) for predicting Idadaty.
(Assumptions of linearity and normally distributed errors were checked and metolérance
levels werdow, 1-RPis .92, indicating that multicollinearityaspresent.) The means, standard
deviations, and intercorrelations can be found in Table 5. This combination of variables did not
significantly predict leader identit{#(4,103) = 2.12p =.08 There was only one variable
(efficacy combined-which is leadership se#fficacy combined with developmental self-
efficacy) significantly contributing to the prediction. The adjusiesiquared value was .04.
This indicates that 4% of the variance in leader identity was explained by ti&. ndarording
to Cohen (1988), this wasnaedium effect sizeR=.28). The beta weights, presented able6,
suggest leadership self-efficacy combined with tiguaental seHefficacy predictedhat a
student will identify as a leader and that motivation to leatarchical leader attitudes and

beliefs, and collaborative leader attitudes and keetiefnot contribute to the prediction.
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Table5

Means, Standard Deviations, and Intercorrelations for Leader Identity and Predictor
Variables (N=108)

Variable M SD 1 2 3 4
Leader identity .096 74 26%* .20* .03 .09
Predictor variable

1. Efficacy 33 81 i 50% 19*  46*
combined

2. Motivation to 03 28 _ 15 A6**
Lead

3. Hierarchical ok
LABS -.06 .54 - 31

4. Systemic
LABS 08 40 )

*p <.05; **p <.01

Table6

Simultaneous Multiple Regression Analysis Summary for Efficacy Combined, Motivation to

Lead Hierarchicalvs. Systemiceaders Attitudes (LABS) and Beliefs on Leader Identity
(N=108)

Variable B SEB B
Efficacy Combined 21 .08 23*
Motivation to Lead 31 A1 .19
Hierarchical LABS -.02 31 -.01
SystemicLABS -12 -.08 -.07
Constant .03 -.12

Note.R? = .08; F(4,103) = 2.12, p = .08
*p< .05; **p<.001
Research Question 4 Results
Research Questioft Were there differences among the three cosestions of
leadership classes and the gain/loss score on a students’ leader identity?
A one-way ANOVA of the three leadership theory cowssetions was calculated using

the gainloss score of leader idety. In addition, an exploratory analysis was calculated on the
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five additional scales’ gailoss scorerfiotivation to leadleadership selgfficacy,

developmental sekfficacy,andsystemic vs. hierarchical attitugland beliefs about leadership).

The leader identity variable is skewed. The results indicated there vesatistically significant
difference among the three sections of the leadership theory course ortlagigfleadership

scales. According to Cohen, the effect size for leadesgtijefficacywaslarge (n=.52) and the

effect size fosystemicattitudesand beliefs about leadership wastween medium and small

(m=.20). Table7 compares the means and standard deviations of the three course sections of the
leadership theory class. Tal@deshows the oneray ANOVA on each of the six scales (leader
identity, motivation to leadleadership seléfficacy, developmental sedffficacy, andsystemic

vs. hierarchical attitudes and beliefs about leadership).

Table7

Means and Standard Deviations Comparing Three Course Sections of Leadership Theory
Classes

Class LSD MTL LSE DSE LABS-H LABS-C

Section n M SD M SD M SD M SD M SD M SD

1 4 -14 20 .06 .11 -0O07 25 .00 .17 -29 .29 .06 .12

2 11 -01 40 09 .33 .44 42 -01 43 .18 45 .10 .28

3 80 .11 /9 02 29 34 57 .05 51 -13 51 .08 .38

Total 96 .09 .74 03 29 33 55 .04 50 -10 .50 .08 .36
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Table8

OneWay Analysis of Variance Summary Table Comparing Three Course Sections on Leader
Identity, Motivation to Lead, Leadership SEfficacy,Developmental SeEfficacy, Systemic
Attitudes and Beliefs about Leadership, and Hierarchical Attitudes and Beliefs about
Leadership.

Source df SS MS F P n?
Leader Identity
Between Groups 2 37 .18 .33 72 .007
Within Groups 93 51.65 .56
Total 95 52.02
Motivation to Lead
Between Groups 2 .05 .02 .29 75 .006
Within Groups 93 7.71 .08
Total 95 7.76
Leadership Selk&fficacy
Between Groups 2 .038 .39 1.31 .28 27
Within Groups 93 14.57 .30
Total 95 14.61
Developmental SelEfficacy
Between Groups 2 37 .02 2.09 A3 .003
Within Groups 92 14.57 16
Total 94 14.61
SystemicAttitudes and Beliefs abot
Leadership
Between Groups 2 1.02 51 2.09 13 .04
Within Groups 93 22.76 .25
Total 95 23.79

Hierarchical Attitudes and Beliefs
about Leadership

Between Grops 2 37 .18 .33 72 .007
Within Groups 93 51.66 .56
Total 95 52.02

Research Question 5 Results
Research Question $Vas there a difference in students’ leader identity scores between
the students who participated in the introductory leadership theory course and those who
participated in the organizational psychology class?
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The dependent variable, leader identity, sleswed, therefore, a MaWhitney U test
was performed to compare the students who participated in the introductory leadheship t
course éxperimental groupto the students who participated in the organizational psychology
class comparison group). The 95 students in the introductory course have slightly higher mean
ranks (55.33) than the 14 students in the organizational psychology course (52.75) onthe leade
identity scalelJ=633.5,p=.77,r =-.0 which, according to Cohen (1988) is a smaller than typical
effect size.

Exploratory Analysis, Research Question 6 Results

Research Question 6&) Wasthere a statisticallgignificant difference between
students’ pre-test and pdsist score in regard to the average leader identity sd®y®®as there
a statistically significant difference betwete students who participated in the introductory
leadership theory coursexperimental group) and those who participated in the organizational
psychology class (comparison groupyegard to the average leader identity scotg®as
there a statistically significant interaction of ypests and podest scores anstudents who
participated in the introductory leadership theory course (experimental gralifjase who
participated in the organizational psychology class (comparison grotgnard to the leader
identity score?

A mixed ANOVA was conducted to assess whether there were changes over time (pre
test or postest) as well as experimentarguscomparisorgroup differences in identity ratings.
The following assumptions were tested: (a) independence of observations, (H)tyoama C)
sphericity. Independeneeas assumed for the betwegroups variable (experimental or
comparison group) and correlatisasassumed for the within-groups variable (pest and

post-test). For preest, normality was met. For the posst, the results were skewed. The
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assumption of sphericity was violated. Results did not indicate a statisticalfjcaigt main
effect over timeF(1, 107)=1.62, p =.20, partial éta .02 or a statistically significant interaction
between the preest and postest for thecomparisoror expermental groug=(1, 107)=.02, p
=.88, partial efa= 0. There was no interaction between the pre-test andgsosif leader
identity and the comparison or experimental grd(ft, 107)=.21, p =.65, partial éta .002.
Table9 provides the means and standard deviations for the pre-test anelspbstexperimental
or comparison group.

Table9

Means and Standard Deviations for Leader Identity Ratings Separately by Introductory
Leadership Theory Cours&XperimentalGroup) and Organizational Psychology @ee
(Comparison Group)

Introductory Leadership Theon Organizational Psychology
Course (Experimental Group) Course (Comparison Group)

Variable M SD M SD
Time 1-Pretest 3.71 .63 3.68 .62
Time 2— Posttest 3.80 71 3.87 .70
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Figure 3 Plot nteracton over time for the introductory leadership course (experimental group)
and organizational psychology course (comparison grdin.figuregraphically represents the
interaction over time of the experimental awanparison group. Inspectiontbie figure

suggests a disordinal linear trend for both the comparison group and the experinoeiptaing

the results are not significant.
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CHAPTER 5: DISCUSSION

Introduction

Students enter college with implicit beliefs and definitions of a lea@ieadership
which often guide their thinking and behavior®(tl& Maher, 1991). In order to assist students
in their development as a leader, it is critical #duicators provide opportunities for them to
explore their selftoncept as a leader (Ha#004). Literature suggests when a student considers
oneself a leader, ¢hstudent is more likely to engage in leader roles and leadership development
experiencesay & Harrison, 2007). Therefore, the purpose of this study was to explore the
extent towhich the constructsr{otivation to leadleadership seléfficacy, developmental self
efficacy, and systemic vs. hierarchical leadership attitudes and behgvemsted a change in
leader identity for college students registered in an introductory leaddrsbiy tourse.

Throughout this chapter, | describe and attribute meaning to the findings afsthasch
study. Then, | compare and contrast these results in relationship to the litaratymeor
research. Lastly, | conclude the chapter bkitig the findings of this study to suggestions for
practice and recommendations for future research.

Interpretation of Findings

Within the sample of undergraduate students taking a leadership theory coustadthis
explored the difference between sttdeon a number of constructs at the beginning and end of
the course. Surprisingly, students in this study did not appear to broaden theonselit as a
leader as a result of taking a course. It appears they were no more &elgds kay“l am a

leader”.
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Development of Leader dentity

Leader identity development was the primary variable of interest in this sttatyen®s
did not appear to develop a leader identity as a result of taking the leadership course. M
research did not explore what influences the internal adoption process of leatsy. iddéne
lack of a significant finding regarding the development of a leader identtyested that an
exclusively classroom leadership course may be too far removed from thieetxaldearning
context to influence leader identity development. In the context of a classrod@mnment,
students were removed from the practice of leadership. While they were laaniregpgnitive
ways of thinking about leadership, they were not in a context where they could entbgss
new cognitive structures into their sekrception.

Leader development literature suggested exploring leader identity whd&edng the
context, culture, and exchange between followers (Hannah & Avolio, 2008). Thd lack o
findings may support the literature in that a leadership course may be too farddmavéhe
leadership setting or situation (i.e. context, cultareexchange between followers) to influence
identity development. The literature on salfareness ahdeveloping a self-construct discussed
the importance of connecting knowledge to a person’s experiences and the indntetaally
integrating this awareness into their owngsfceptions (Hall, 2004). The lack of findings
appear to support the Iisure, suggesting that the process for developing a leader identity needs
to be closely connected to one’s experiences as a leader and may require moreesrighgem
is present in a theoretical classroom experience.

Development of Leadership Efficacy
Students in this study who took a leadership theory course appeared to have developed a

greater sense of leadership efficacy. This finding suggested that stwHerttsok a leadership
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course were more confident in their ability to lead. It also supp@xisting research which
showed that efficacy is an important antecedent in leader developmental readimedl| as
leader development (Hannahal, 2008).
Systemic View of Leadership

In this study, students who took a leadership theory course appear to have shifted the
view of leadership to be more systemic and collaborative. These results aneghtdicause
they indicate that students may have moved away from a hierarchical peespeadgadership,
where a leader is defined based on pmsitr authority, taharacterizing leadership as a process
where a leader is part of a systand displaying collaborativather tharauthoritative behaviors
(Wielkiewicz, 2000). As students shift their perspective to a systematic aresgooented
approachthey see themselves as able to engage in leadership behaviors regardless of thei
position; they begin to experiment with influencing the outcomes of a group proedlds\eels
within the group (Komivest al.,2009). My finding supported exisg research which
described students entering college with a hierarchical perspective of lepded this
perspective shifting to a systemic view of leadership as they have more lgaéesinences
(Komiveset al, 2005; Wielkiewicz, 2000).
Motivation to Lead

In this study, students’ scores footivation to leadlid not change as result of taking a
leadership theory course. These findings suggested that students in thiseseidp more
likely to want to lead, feel a responsibility to leadsee the benefits of leading as a result of
taking a leadership course. My findings do not support the literature; Chan and D(aegajyv
suggestnotivation to leads an antecedent to leader dlpment. Additionally, Chan and

Drasgow (2001) view the d&ler development process as mdithensional including interests,
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past experiences, participation in roles as well as training, knowledge, aadasKiading.
Prior research also suggestadtivation to leadvas related to the effort a person allocated
towards a task and the individual’s participation in leadership roles (Chan §dwa2001;
Roschet al, 2015).

Plausible reasons for this inconsistent finding vikag¢students entered the course with a
high motivation to lead; therefore, no charagcurred over the progression of a semester.
Another reason may be students seliected into the course because they were interested in the
subject matter and recognized the value of learning leadership for personal assiqmafe
growth. Lastly, acumulated leadership experience is described as an antecedent tq katling
suggests individual differences may be a result of the extent of one’s expéGbace&

Drasgow, 2001; Zaccaet al, 1991). Said another way, these learning experienees (i.
interests, past experiences, participation in leadership roles, etc.) appeanore complex and
multi-faceted than what occurs in a solely classroom leadership theory course.séroayr
provide limited opportunities for linking learning with pagiperience making it difficult for
students to experience a changeitivation to lead

Developmental SeHlEfficacy

Lastly, students’ scores for developmental self-efficacy did not changsudtsafetaking
a leadership theory course. The impligatof this finding, for students in this studyggests
thatone’s belief in his or her ability to develop leadership skills by participatiageadership
course did not change as a result of taking the course. Similar to motivatiot, tatemaleor
this finding may behatstudents seléelected into the course already possessing a strong belief
in their ability to develop leadership behaviors. In addition, the structure otthewhich

separated the student’s practical and experiential apptes from learning in the classroom
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may have influenced the outcome. Contrary to the findings in this study, theltgeedts us
that developmental sedffficacy (DSE) is an antecedent to displaying leadership behavior and
would likely increase ttough involvement in leadership experiend@si¢hardet al, in press.
Additionally, research on DSE further challenges these opposing resalisdryinghe
following: students with higher levels of DSE engaged in leader developmentiestiiSE
influenced student’s intentions to develop as a leader by incorporating leader devglopm
behaviors into their leader roles; and individuals with a low DSE improved over timehaare
individuals with a high DSEReichardet al, in press.
Gender in Relation to Leader Identity

Results from this study suggest that men and women did not differ when developing a
leader identity over the course of a semester. The implication of this findiagrago suggest
that gender may not play a direct role indeaidentity development. Rationale for this finding
could be twokold: 1) students already see themselves as leaders and a@egihg into the
course, and 2) the classroom is a more neutral environment where students may meotoexper
gender stexotypes as it relates to their identity. Contrary to this finding, the literatures poin
gender stereotypes having an influence on perceived ability in leadershipuatesn are seen
to be more communal (warm and nurturing), whereas men are seemtard agentic
(independent and assertive; Hoyt, 2005). The classroom settings may not have @rovided
context and experiences for these perceived gender stereotypes to be preséionalyldn
leadership roles there is a tendency for followers to prefer for agenés ahd when women
appear more agentic this behavior is held against them (Hoyt, 2005). Literatureden ayed
efficacy states that men are more likely to be confident in their leadekdlsgrean women

(McCormicket al, 2002).
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Leadership—efficacy, combined with developmental seléfficacy, predicts a leader identity.
Combining leadership efficacy (LE) with developmental-séfitacy (DSE) was found to
predict leader identity for participants in this study. This finding denotéstidents who were
confident in their ability to lead (LE) and also believed in their ability to develaelrship
skills (DSE) appear to be more likely to seléntify as a leader. This finding supported the
literature in that individuals who have a high level of leadership efficacy b&d prior
leadership experience and often attempted to assume leadership positionsfidk€bal.,
2002; Rosclet al, 2015). Efficacy is an antecedent to engaging in leadership behaviors and
having the motivation to lead (Chan & Drasgow, 2001; Hamtat, 2008; Murphy & Ensher,
1999; Watsoret al, 2001). Research on developmental self-efficacy suggests that individual's
intentions to learn from leadership experience and engage in leader behsyimi@ resent
with higher levels of DSEReichardet al., in press). Efficacy is impacted by many factors
including identity, self-awareness, groups, and structural contexts (Hall, 280dakiet al.,
2008). Therefore, my findings reinforce the literature and would lend a possibpgetda&on
that leadership efficacy and developmental s#itzacy together may predict a leader identity.
However, this finding should be interpreted with caution due to a low effect size.
Difference between Leadership Corse and Comparison Course

The result of this study indicated no difference related to student leadetyithetiveen
a sample of students who took the leadership course and a separate sample ofrdtodents
a psychology comparison course. This finding suggests that students takingshlpatieory
course were no more likely to sdiyam a leadef than students taking a psychology course.

This finding is surprising, given the students in the leadership course were expogsed to m
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leadership content than those taking the psychology courses; respectivelykié®ivee
leadership theory content in contrast to two weeks of leadership content.

While my research did not support a change in leader identity, there are a number of
potential reasons for this outcome. First, students are self-selectingeip®ytthology course
(comparison group), and they may already consider themselves to be leabersd, $he
comparison class included multiple weeks of leadership content, thereby expodergssto
leadership content in both courses (leadership theory and psychology) and makirmg it mor
difficult to find a difference between students taking each course. Third, bothtioss
strongly encourage leader development practices. One of the institutionssriefdier
development in its college mission and the other institution has strong campus-wide support f
leader development including academic andwaicular programs. These interpretations align
with the literature which tells us that thosko identify as a leader are more likely to engage in
leadership developmental experiences (Day & Harrison, 2007). It also remihds leaters’
identities are built as a result of experiences and learning opportunitiest(Blay009).

When conglering these findings further, it is interesting to note that students taking the
organizational psychology course received a smaller ‘dosage’ of leadershaptd@niveeks) in
comparison to the leadership theory course where there was 16 weeks afdelinten There
are potential factors that may have caused this finding. First, accordhegitstructor, the
organizational psychology course is a higher level course which may deliveadvareced
content. Related to this observation, students in this course are often juniors and seniors who
have a strong sense of themselves. The class includes a group project whichaueggerthe
development of leadership skills. Therefore, after reflecting upon the outodties study,

this course may not have been the best choice for a comparison group. These rifteciivs

66



are provided to shape future research studies and encourage careful selectioompénesan

group.

Differences amongrhr ee CourseSections

In this study, no difference was found in the three course sections where leadership
theory was taught. The connotation of this finding dismissed teacher influenpesshde
limitation for this study. Therefore, who taught the course and its struliasenot appear to
influence the outcomes of this study.

Implications for Practice

The findings of this study have implications for leadership educators in both student
affairs and academic affairs. Leader efficacy, developmentatfielicy, andnotivation to
leadare imporant constructs and antecedents to student leader development. For example, when
a student is motivated to lead (e.g. possesses a desire, feels a sense abifegponsees the
benefits of leading), he or she will be more likely to engage in development oppestGitian
& Drasgow, 2001). Whemotivation to leads presentstudents are more likely to engage in
leader roles and opportunities to lead, which build leader efficacy and provide opgddunit
explore the complexities present in leadgrsituations (Reichard & Walker, 2016
Additionally, when a student has confidence in his or her ability to lead, and in his orliner abi
to develop as a leader, he or she will likely Ipimself or herselin situations to gain knowledge,
skills, andcompetencies for growth (Murphy & Johns@016). Similarly, whemotivation to
leadand confidence are not present, students may lack the foundational elementsyecessa

fully engage in and benefit from training and experiential opportunities péaap that leader
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efficacy, developmental sedffficacy, andnotivation to leadnay be important precursors for
student leader development.
Designing CeCurricular Opportunities

As educators shape developmental opportunities such@sgcodlar prograns,
coursework, and practical leader engagement experiences (e.g. studenabogeniathletic
teams, performing arts, etc.), they should consider which of the aforementionestlante@re
present in the learners (Reichard & Walk16). Does the program design need to help
students to develop confidence in their ability to lead and help learners to seel\tkeras
leaders, before adding in knowledge and skill development? If the answer to tisisiisnaey
be beneficial to include efficadyuilding activates and seHfwareness exercises that broaden a
student’s self-concept prior to the introduction of specific skill development suehsas social
skills, conflict management, or team dynamics.

When the learning experiences are milaltietedand experiential in nature, it provides
opportunities for students to begin to see themselves as leaders, practissmgkitis in new
leader roles. In particular, leader development appears to require agsasp®f the
andragogical approaches irder to create transformational learning opportunities for students
(Knowles, Holton, & Swanson, 2014). When shaping these learning experiences, adult learning
principles suggest the learner is self-directed and internally motivateihgThls into
corsideration in a non-classroom setting, leadership educators may want to preseetgaowl
and skill building activities in a probletmased learning formatStructuring learning activities in
this wayrequiresstudents to collaborate with others and tolapewly acquired skills in order
to develop more complex leadership abilities. Educators need to identify leadexisinig t

opportunities where students are already engaged in learning such as@tya@nations,
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athletic teams, and research laborigs (Thompson & Reichard, 2016). Then, educators should
connect leadership training to these experiermasause students learn best when they can see
the direct relevance of skills and how to apply those skills in their lives (Getyen,
Veermans, Estner, & Gruber2009). In summary, context, structure, and timing of leadership
programs matter to leader development (Thompson & Reichard).2016
Enhancing Classroom Learning

Additionally, educators might explore experiential learning modaliiasstrengthen the
connection between classroom learning and individual leader development. Delagmingy
opportunities outside of the classroom that specifically connect to the contentaugjhgin the
classroom is an educational strategy tiesds more attention. For example, if instructors
created independent learning experiences using action learning strategmesogoorated leader
efficacy, developmentadelf efficacy, ananotivation to leacconstructs into those experiences, it
might influence leader identity development in a leadership course. More research istaeeded
confirm this suggestion. However, it seems that embeddotiyation to leacgind efficacy
building concepts into experiences connected with a leadership coursestvoer@s are
simultaneously gaining new cognitive frameworks for leadership thegtytmrovide excellent
opportunities to enhance mental complexity and roetazitive abilities in leaders.
Tactics to Develop Leader Efficacy, Developmental Se#ffficacy,and Motivation to Lead

Specifically, leader efficacy and developmental-séfitacy are two areas that appear to
enhance student leader development (Murphy & Johnson).2@téctitioners may want to
encourage student involvement in various activities as an opportune way to build effibaay. T
while students are participating, they are able to learn vicariously byottsethers and

experimenting with new leadership skills (Murphy & Johnson, 2016). Additionally, extsicat
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can support this developmiegprocess by coaching students to frame success and failure as part
of the learning procesand encourage them to continue engaging in leadership experiences
while developing new skills sets (Murphy & Johnson, 2016). Lastly, educators need tormoni
the type of feedback provided to students, and ensure it goes beyond stoeléotsiance
when educators only focus on performance based feedback (i.e. the success of audbeesae)
of the effort a student put into the situation, students can feel disillusioned and djsdaiora
continue to participate in important developmental opportunities. Therefore, feetibatik s
also be focused on the amount of effort put into the situation and what students are leamming fr
these experiences (Murphy & Johnson, 2016

In addition, developmental self-efficacy can be enhanced when students seinstenti
develop as a leader and then incorporate specific leader behaviors into theRealbarCet
al., in press). For example, a student may want to practice his or her influereeskifjroup
setting; therefore, the student may want to set an intention to share his or et opain
each group meeting. This is an example of how to build confidence in one’s ability topdevel
and to keep the student engaged in the growth process. Additionally, when students engage in
goal setting and behavioral change processes, it demonstrates that leatt@lsioign be
developed. The awareness that leadership can be developed is an important ledsicatfus e
to emphasize as they lay the groundwork for students to engage in leader development
experiences.

Lastly, motivation to leadencourages students to engage in experiences that develop
leadership behaviors (Chan & Drasgow, 2001). As a leadership betiamaxlel, educators can
glean numerous considerations from this framework. When designing experiencatyreduc

need to consider the motivational reasfamsstudents participatg in learning opportunities, the
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level of effort required, and the congistyatwhich they participate. Students may partake in a
leadership course because if fulfills a requirement in a mimdrecause they see the potential
benefits of leading for their professional aspirations; the reasonrasippating influences the
motivation level and the effort put forth by students. Mentors and advisors can be involved in the
learning process by encouraging persistence and learnindhsipdents to overcome
obstacles, and limiting negative developmental spirals (Rosch &nuélaa, 201pH
Implications for Future Research

There is limited research on college student leader identity development.radsme
researchers point to the need for a model of leader development that includes leader
developmental readiness and describesivational, developmental, and experiential factors that
influence leader identity and behavior (Chan & Drasgow, 2001;ebal, 2009; Lord & Hall,
2005; Komives, Mainella, Longerbeam, Osteen, & Owen, 2006; Hannah & Avolio, 2008;
Reichard & Walker2016. Future research needs to further clarify the antecedents to leader
development and describe the process of how a person adopts an identity as a leader.

Additional research is needed to understand the leader self-definition process asd addr
themeasurement challenges associated with the leader identity process. aR{(Z010)
indicate that the seBchema workby organizinginformation and experiencgfien connects
this information to one’s identity. Therefore, when self-definitions are strong aadieader
identity is activated, behaviors may be shaped differently than when the daaléyiis
activated (Rus et al., 2010). This creates challenges for researchers in mgeaseader identity
because behaviors exhibited may be déifie depending on which identity is salient (e.g. leader

identity or a different professional identity). For example, applying timsept to my study, in
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a classroom settinghe identity that may be activated for a person could be “student,” and not
“leader” making it difficult to accurately measure a student’s leader identity.

Exploring the process through which a person, specifically a student, comes to self-
identify as a leader is a critical area for additional research. DeRue and A&l
described the leader identity process as socially construatédd Ibarraet al.(2010) label it a
transition process where self-understanding and experience are eqpaltiaimh  More clarity
is needed on this internal adoption process of leader identity in order to prescrbemay
student to integrate leader identity into his or her self-concept. The fattittatot find
significant results for students developing a leader identity while takiegdership course re-
enforces the importance of learning more about the ways an individual developesra lea
identity. In doing so, educators would be better able to create experiemtihéeopportunities
which support the leader identity adoption process.

If I could do it again, there are a number of elements of my study that | might do
differently. | would conduct a mixeghethod study and include qualitative strategies to explore
the reasons each student was taking the leadership course and to fuitiidri€lar her sel
perceptions of oneself as a leader. Also, | would build into the study an opportuitgupr
interaction to more closely connect leadership practice to the classroownememt. Included
in this modification to the study would be a peer-rating component that would eX@Eqgrerson
identifies as a leader affthat is noticed by their peerdgn addition, | might select a different
sample of students for the comparison group from an institution where leadersttiais
gualificationlooked for in the admissions procedures. This would allow me to explore whether
or not the sample of students used in this study had a pre-disposition for leadershad.id&din

is to conduct the survey analysis at the end of the course. It has been noted b delf-
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measuregan overestimate studentactual ability (Komives, Longerbeam, Mainella, Osteen, &
Owen, 2009). Therefore, by shifting the data collection to the end of the course aigd aski
students to rate themselves on the various constructs at the beginning and end oféhtheours
responses might be more accurate or realistic because students have a mibrelg@gmiplex
view of self and leadership at the end of a course.

In considering Komivesét al.(2006) leader identity development (LID) model,
additional quantitative research needs to be conducted to further explore the méadurage
been created (Dugan & Komives, 2006, 2007). These measures could be compared to other
leader identity measures such as Hél¢R2009 leader identity scale or Rust al.(2010 leader
self-definition scale. Related to the LID model, more research could be done to expleeg/she
college students’ implicit leadership theories shift from a hierarchical modelditaborative
model in college. Further exploring the LID model would help to explain the shift egeoll
students’ perceptions of self-leadership and the role it has in leader idievigppment.

Lastly, additional leader developmental readiness concepts could be explored in
conjunction with leader ehtity. For examplemight goal orientation (Button, Mathieu, &
Zajac, 1996) have an impact on how students apply themselves and what students learn in a
classroom environment? In addition, looking at selfcept clarity (SCC; Campbeit al,
1996) in conjunction with identity might provide interesting insights on how college students
perceive their seltoncept. College students are at a point in their lives where they aremxplori
their identity in many ways (e.g. career, hobbies, social idenetie3, Therefore, additional
research could explain how an evolving selficept might influence leader identity

development.
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Conclusion

From years of working with college student leaders and the personal teatsrtbey
share with me, it is hartt believe that a leadership course is not shaping@etfperception as
a leader. Therefore, | would alter ways of conducting the study and measuriiity loksfore
ruling out the notion that leader identity is not influenced by a classroom learninguopiyor
Conceptualizing a leader identity and understanding the process fatesgifying as a leader is
a complex process with numerous variables. Yet, as researchers dedwib@dividuals —
especially college studentssay, “I am a leadef’ it opens doors for lifdeng learning

opportunities in leader development (Hall, 2004).
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APPENDIX A

Institution A Paper-Based Survey Cover Bge
Dear Participant,

My name is Sara Thompson and | am a researcher from Colorado State UninergtHigher
Education Leadership gartment. We are conducting a research study on the factors that predict
a student’s leader identity.

| would like you to take this in-class survey. Participation will take apprdeign@0 minutes.
Your participation in this research is voluntary. If you decide to participabe istady, you
may withdraw your consent and stop participation at any time without penalty.

| will keep your data confidential. While there are no direct benefits tol ympe to gain more
knowledge on the underlying factors that influence college student leader identikypeent.
Students who patrticipate will be entered into a drawing for one of ten $25 Amazoardst

There are no known risks to participating in this study. It is not possible to idalhfiytential
risks in research procedures, but the researcher has taken reasonable sdateguairdgze any
known and potential (but unknown) risks.

To indicate your willingness to participate in this research, please cheagphapriate box
below:

o Yes, I am willing to participate.
0 No, I am not willing to participate.

If you have any questions about the research, please contact Linda Kuk at linda.ku&@col
state.edu, Sara Thompson at sethomp@colostate.edu or David Rosch (the persoradginist
the survey) at dmrosch@illinois.edu. If you have any questions about your rights astegol
in this research, contact the lllinois IRB at: irb@illinois.edu;-333-2670.
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APPENDIX B

Institution B Initial Email and Reminder E mail to Section A

You are baig invited to participate in a research study, which the Claremont McKenna College
Institutional Review Board (IRB) has reviewed and approved for conduct by thégaves

named here. This form is designed to provide you - as a human sul#ttirformation about

this study. The Investigator or his/her representative will describettiolg ® you and answer

any of your questions. You are entitled to a copy of this form. If you have astiaqnseor
complaints about the informed consent processigfrésearch study or your rights as a subject,
please contact the IRB at the Claremont McKenna College Office of Instaliesearch at

(909) 607-8395 or IRB@cmc.edu. Also see www.cmc.edu/IRB for more information on hesearc
involving human subjects.

Project Title: Factors that influence leader identity development in collegenssude
Principal Investigator: Sara Thompson

Dear Participant,

My name is Sara Thompson and | am a researcher from Colorado State UninehstHigher
Education Leadershigepartment. We are conducting a research study on the factors that predict
a student’s leader identity.

| would like you to take an online survey. Participation will take approximateihgiBQtesYour
participation in this research is voluntary. Course credit will be given forpanticipation. If
you decide to participate in the study, you may withdraw your consent and stojpa&otn at
any time without penaltyl he alternative to participating in this study is to summarize the
methodology and findings of a published research article on psychological research.

The unique identifiers collected in this study will only be used to provide coursé cféén,
they will be removed from the dataset. When | report and share the data to otliers, | w
combine the data from all participants. | will keep your data confideiwaile there are no
direct benefits to you, | hope to gain more knowledge on the underlying factors tinemdefl
college student leader identity development.

There are n@&nown risks to participating in this study. It is not possible to identify all potential
risks in research procedures, but the researcher has taken reasonable sdateguairdgze any
known and potential (but unknown) risks.

To indicate your willingnesto participate in this research and to continue on to the survey, click
here: https://claremontmckenna.col.qualtrics.com/SE/?SID=SV_djzQMIfL{XA9pVX

If you have any questions about the research, please contact Sara Thompson at
sethomp@colostate.edw her advisor Linda Kuk atinda.Kuk@-colostate.edu
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If you have any questions about your rights as a volunteer in this researcht COW@IRB AT
IRB_Researcher@cmc.eduthe CSU IRB atRICRO_IRB@mail.colostte.edy970-491-
1553.

Sara Thompson
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Appendix B continued- Institution B Reminder E-mail to Section A

You are being invited to participate in a research study, which the ClaremonhiheKellege
Institutional Review Board (IRB) has reviewed and approved for conduct by thégaves

named here. This form is designed to provide you - as a human subject — with information about
this study. The Investigator or his/her representative will describettioig t you and answer

any of your questions. You are entitled to a copy of this form. If you have astraqseor

complaints about the informed consent process of this research study or yowasiglsisbject,

please contact the IRB at the Claremont McKenna College Office of Instauiesearch at

(909) 607-8395 or IRB@cmc.edu. Also see www.cmc.edu/IRB for more information on hesearc
involving human subijects.

Project Title: Factors that influence leader identity development in collegenssud
Principal Investigator: Sara Thompson

Dear Partigpant,

| would like you to remind you to take an online survey. Participation will take appaitedyr80
minutes

My name is Sara Thompson and | am a researcher from Colorado State UninergtHigher
Education Leadership department. | am conidgda research study on the factors that predict a
student’s leader identity.

Your participation in this research is voluntary. Course credit will be giverotor y
participation. If you decide to participate in the study, you may withdrawocgmsent and stop
participation at any time without penalty. The alternative to participating in thig istto
summarize the methodology and findings of a published research article on pgyetiolo
research.

The unique identifiers collected in this studylwihly be used to provide course credit. Then,
they will be removed from the dataset. When | report and share the data to otliers, | w
combine the data from all participants. | will keep your data confideiwaile there are no
direct benefits toqu, | hope to gain more knowledge on the underlying factors that influence
college student leader identity development. Students who participate wilkbeceimto a
drawing for one of ten $25 Amazon gift cards.

There are no known risks to participagfiin this study. It is not possible to identify all potential
risks in research procedures, but the researcher has taken reasonable sdateguairdgze any
known and potential (but unknown) risks.

To indicate your willingness to participate in thesearch and to continue on to the survey, click
here: https://claremontmckenna.col.qualtrics.com/SE/?SID=SV_djzQMIfLIXA9pVX
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If you have any questions alidhe research, please contact Sara Thompson at
sethomp@colostate.edu her advisor Linda Kuk at Linda.Kuk@colostate.edu. If you have any
guestions about your rights as a volunteer in this research, contactRBVIET
IRB_Researcher@cmc.eduthe CSU IRB atRICRO_IRB@mail.colostate.ef@70-491-

1553.

Sara Thompson
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APPENDIX C

Institution B Initial Email and Reminder Email to Section B

You are being invited to participate in a research study, which the ClaremontNeKellege
Institutional Review Board (IRB) has reviewed and approved for conduct by thégaves

named here. This form is designed to provide you - as a human subject — with information about
this study. The Investigator or his/her representative will describettiolg ® you and answer

any of your questions. You are entitled to a copy of this form. If you have astiaqnseor

complaints about the informed consent process of this research study or yoursiglsistgect,

please contact the IRB at the Claremont McKenna College Office of Instaliesearch at

(909) 607-8395 or IRB@cmc.edu. Also see www.cmc.edu/IRB for more information on hesearc
involving human subjects.

Project Title: Factors that influence leader identity development in collegenssud
Principal Investigator: Sara Thompson

Dear Participant,

My name is Sara Thompson and | am a researcher from ColoraddJ&taersity in the Higher
Education Leadership department. We are conducting a research study on teeéHatfmredict
a student’s leader identity.

| would like you to take an online survey. Participation will take approximateigiBQtes Your
participation in this research is voluntary. Course credit will be given for youcipation. If
you decide to participate in the study, you may withdraw your consent and stojpatoin at
any time without penaltylhe alternative to participating in this study is to summarize the
methodology and findings of a published research article on psychological reskastly, as
your instructor for LEAD 10, your choice of how to participate in this study wilinfatence
your grade in anyway.

The unique identifiers collected in this study will only be used to provide course cfeen,
they will be removed from the dataset. When | report and share the data to otliers, | w
combine the data from all participants. | will keep your data confider\tidlile there are no
direct benefits to you, | hope to gain more knowledge on the underlying factors tinemdefl
college student leader identity development. Students who participate wilkbeceimto a
drawing for one of ten $25 Amazon gift cards.

There are no known risks to participating in this study. It is not possible to idalhfiytential
risks in research procedures, but the researcher has taken reasonable sdateguairdgze any
known and potential (but unknown) risks.
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To indicate your willingness to participate in this research and to continue onstarvieg, click
here: https://claremontmckenna.col.qualtrics.com/SE/?SID=SV_djzQOMAKRpVX .

If you have any questions about the research, please contact Sara Thompson at
sethomp@-colostate.edu or her advisor Linda Kuk at Linda.Kuk@colostate.edu. Ifvgoanya
qguestions about your rights as a volunteer in this research, contact CMC IRB AT

IRB_Researcher@cmc.eduthe CSU IRB atRICRO_IRB@mail.colostate.ed@70-491-
1553.

Sara Thanpson

95


https://claremontmckenna.co1.qualtrics.com/SE/?SID=SV_djzQMIfLfXA9pVX
mailto:sethomp@colostate.edu
mailto:IRB_Researcher@cmc.edu
mailto:RICRO_IRB@mail.colostate.edu

Appendix C continued— Institution B reminder e-mail to section B

You are being invited to participate in a research study, which the ClaremonhiNeKellege
Institutional Review Board (IRB) has reviewed and approved for conduct by thé gravess

named here. This form is designed to provide you - as a human subject — with information about
this study. The Investigator or his/her representative will describettioig  you and answer

any of your questions. You are entitled to a copy of this form. If you have astraqseor

complaints about the informed consent process of this research study or yolwasiglsisbject,

please contact the IRB at the Claremont McKenna College Office of Instaliesearch at

(909) 607-8395 or IRB@cmc.edu. Also see www.cmc.edu/IRB for more information on hesearc
involving human subjects.

Project Title: Factors that influence leader identity development in collegenssud
Principal Investigator: Sara Thompson

Dear Participant,

| would like you to remind you to take an online survey. Participation will take appateiyy80
minutes

My name is Sara Thompson and | am a researcher from Colorado State UninehstHigher
Education Leadership department. | am conducting a research study ondfsetfettpredict a
student’s leader identity.

Your participation in this research is voluntary. Course credit will be giverotor y
participation. If you decide to participate in the study, you may withdrawcgmsent and stop
participation at any timeithout penalty. The alternative to participating in this study is to
summarize the methodology and findings of a published research article on pgigetiolo
research. Lastly, as your instructor for LEAD 10, your choice of how taipeati in this stdy
will not influence your grade in anyway.

The unique identifiers collected in this study will only be used to provide coursé cféén,
they will be removed from the dataset. When | report and share the data to otliers, | w
combine the data fromll participants. | will keep your data confidential. While there are no
direct benefits to you, | hope to gain more knowledge on the underlying factors tinemdefl
college student leader identity development. Students who participate wilkbeceimto a
drawing for one of ten $25 Amazon gift cards.

There are no known risks to participating in this study. It is not possible to idalhfifytential
risks in research procedures, but the researcher has taken reasonable sdteguairdsze any
known and potential (but unknown) risks.

To indicate your willingness to participate in this research and to continue onstarvieg, click
here: https:/Elaremontmckenna.col.qualtrics.com/SE/?SID=SV_djzQMIfLfXA9pVX
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If you have any questions about the research, please contact Sara Thompson at
sethomp@colostate.edu her advisor Linda Kuk at Linda.Kuk@colostate.edu. If you have any
guestions about your rights as a volunteer in this research, contact CMC IRB AT
IRB_Researcher@cmc.eduthe CSU IRB atRICRO_IRB@mail.colostate.ed@70-491-

1553.

Sara Thompson
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APPENDIX D

Handouts to the Comparison Group at Institution B

You are being invited to participate in a research study, which the ClaremontNeKellege
Institutional Review Board (IRB) has reviewed and approved for conduct by thégaves

named here. This form is designed to provide you - as a human subject — with information about
this study. The Investigator or his/her representative will describettiolg ® you and answer

any of yaur questions. You are entitled to a copy of this form. If you have any questions or
complaints about the informed consent process of this research study or yowasigtsishject,

please contact the IRB at the Claremont McKenna College Office of Instaliesearch at

(909) 607-8395 or IRB@cmc.edu. Also see www.cmc.edu/IRB for more information on hesearc
involving human subijects.

Project Title: Factors that influence leader identity development in collegenssud
Principal Investigator: Sara Thompson

Dear Participant,

My name is Sara Thompson and | am a researcher from Colorado State UninehstHigher
Education Leadership department. We are conducting a research study on teeéHatfmredict
a student’s leader identity.

| am asking youo take an online survey. Participation will take approximately 30 minutes. Your
participation in this research is voluntary. Course credit will be given forpanticipation - 1/2
credit hour will be given for the first survey and another 1/2 credit hour will be tvehne

second survey (but you have to do the first one to receive credit for the second oroe). If
decide to participate in the study, you may withdraw your consent and stojpptdicat any

time without penalty.

The personal identifiers collected in this study will only be used to provide coaedie cFhen,
they will be removed from the dataset. When | report the data to others, | wilireothe data
from all participants. | will keep your individual data confidentMlhile there are no direct
benefits to you, | hope to gain more knowledge on the underlying factors that iefeelege
student leader identity development.

There are no known risks to participating in this study. It is not possible to idalhfibtential
risks in research procedures, but the researcher has taken reasonable sdateguairdsze any
known and potential (but unknown) risks.

To indicate your willingness to participate in this research and to continue onstarvieg, click
here: https://claremontmckenna.col.qualtrics.com/SE/?SID=SV_6V100g6w8grHQgZ

If you have any questions about the research, please contact Sara Thompson at
sethomp@colostate.edw her advisor Linda Kuk atinda.Kuk@-colostate.edu
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If you have any questions about your rights as a volunteer in this researcht COW@IRB AT
IRB Researcher@cmc.eduthe CSU IRB at:RICRO IRB@mail.colostate.ed@70-491-
1553.

Sara Thompson
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APPENDIX E

Survey Instrument

Demographicand Experience Questions:

1. What is your name?
2. What is your email address?
3. What is your academic standing?
a. Freshman (first year)
b. Sophomore (second year)
c. Junior (third year)
d. Senior fourth year)
4. Do you identify as the following:
a. Female
b. Male
c. Other (pleasspeify) .
5. Please identify your academic institution:
a. University of lllinoisat UrbanaChampaign
i. Are you enrolled in the Leadership Studies Minor? Yes or No.
b. Claremont McKenna College
i. Are you taking Organizational Psychology?
ii. Are you taking LEAD 10?
lii. If yes, which section of Lead 10 are you taking at Claremont McKenna
College?
1. Section A—- Ron Riggio as professor
2. Section B- Sara Thompson as instructor
iv. Are you enrolled in the Leadership Studies sequence? Yes or No.
6. POST TEST ONLY QUESTIONPIleasédndicate how many hours (on average) per
week you participated in the following activities during the past semester.
a. Clubs
b. Sports teams
c. Church/religious groups
d. Community Service
e. Employment
f. Internship .

Directions—When thinking about your identigs a leaderespond to the following 7 itenty
indicating the degree to which you agree with each statement.

1 2 3 4 5
Strongly Disagree Disagree  Neither Agree nor Agree Strongly Agree
Disagree
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| see myself as lzader.

Being a leader is important to who | am.
Being a leader is a central part of who | am.
| am a typical leader.

| am exemplary of other leaders.

| identify with other leaders.

| enjoy being a leader

NoakwNpE

Directions — Resmnd to the following27 statements that indicate an attitude or behavior related
to leadership that may or may not be characteristic or descriptive of you. &dastatement
carefully andndicate the degree to which you agree with each statement.

1 2 3 4 5
Strongly Disagree Disagree  Neither Agree not Agree Strongly Agree
Disagree

Most of the time, | prefer being a leader rather than a follower when workingroup.

| am the type of person who is not interested to lead others.

| am only interest@ to lead a group if there are clear advantages for me.

| will never agree to lead if | cannot see any benefits from acceptingptbat

| am definitely not a leader by nature.

| fell that | have a duty to lead others if | am asked.

| agree to lead whemer | am asked or nominated by the other members.

| am the type of person who likes to be in charge of others.

| have more of my own problems to worry about than to be concerned about the rest of

the group.

10.1 would never agree to lead just because others voted for me.

11.Leading others is really more of a dirty job rather than an honorable one.

12.1 believe | can contribute more to a group if | am a follower rather theadzr.

13.1 was taught to believe in the value of leading others.

14.1t is appropriate for people to accept leadership roles or positions when theyeate ask

15.1 usually want to be the leader in the groups that | work in.

16.1 am the type who would actively support a leader but prefers not to be appointed as
leader.

17.1 have a tendency to take chaiig most groups or teams that | work in.

18.1 would only agree to be a group leader if | know | can benefit from that role.

19.1 would agree to lead others even if there are no special rewards or beitkfitgat role.

20.1 would want to know “what’s in it fome” if | am going to agree to lead a group.

21.1 am seldom reluctant to be the leader of a group.

22.1 have been taught that | should always volunteer to lead others if | can.

23.1t is not right to decline leadership roles.

24.1t is an honor and privilege to be asked to lead.

25.1 never expect to get more privileges if | agree to lead a group.

26.1f | agree to lead a group, | would never expect any advantages or speaitd

27.People should volunteer to lead rather than wait for others to ask or vote for them.

©CoNorwNE
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Dir ections— When thinking about your perspectives on leadership in organizations, respond to
the following 27items ly indicating the degree to which you agree with each statement.

1 2 3 4 5
Strongly Disagree Disagree  Neither Agree not Agree Strorgly Agree
Disagree

Individuals need to take initiative to help their organization accomplish its goals.
Leadership should encourage innovation.

A leader must maintain tiglsbmparison of the organization.

Everyone in an organization needs to be responsible for accomplishing organizational
goals.

Leadership processes involve the participation of all organization members.

A leader must comparisdhe group or organization.

A leader should maintain complete authority.

A leader should take charge of the group.

Organzational actions should improve life for future generations.

10 The main task of a leader is to make the important decisions for an organization.
11.Leadership activities should foster discussions about the future.

12. Effective leadership seeks out resources reeémadapt to a changing world.
13.The main tasks of a leader are to make and then communicate decisions.

14. An effective organization develops its human resources.

15.1t is important that a single leader emerges in a group.

16.Members should be completely loyal hetdesignated leaders of an organization.
17.The most important members of an organization are its leaders.

18. Anticipating the future is one of the most important roles of leadership processes
19.Good leadership requires that ethical issues have high priority.

20. Successful organizations make continuous learning their highest priority.
21.Positional leaders deserve credit for the success of an organization.

22.The responsibility for taking risks lies with the leaders of an organization.
23.Environmental preservation should be a core value of every organization.
24.0Organizations must be ready to adapt to changes that occur outside the organization.
25.When an organization is in danger of failure, new leaders are needed to foblenys.
26. An organization needs flexibility in der to adapt to a rapidly changing world.
27.Leaders are responsible for the security of organization members.

28. An organization should try to remain as stable as possible.

PwbdPE

©oNoO

102



Directions - Respond to the followin§ statements that indicate an attitude oralvedr related
to leadership that may or may not be characteristic or descriptive of you. &bastaement
carefully and indicate the degree to which you agree with each statement.

1 2 3 4 5
Strongly Disagree Disagree  Neither Agree not Agree Strongly Agree
Disagree

. | feel that | know a lot more than most leaders about what it takes to be a gtwod lea

. I know what it takes to make a work group accomplish its task.

. In general, | am very good at leading a group of my peers.

. | am confiént of my ability to influence a work group that | lead.

. I know what it takes to keep a work group running smoothly.

. I know how to encourage good work group performance.

. | feel comfortable allowing most group members to contribute to the teesk bam
leading a work group.

. Overall, | believe that | can lead a work group successfully.

~NOoO oI, WNE
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Directions - When thinking about your leadership development, respond by indicating the
number corresponding to the extent to which you disagree or agrethevstatement using the
scale below.

1 2 3 4 5
Strongly Disagree Disagree  Neither Agree notr Agree Strongly Agree
Disagree

. | am confident that | can achieve the levels of leadership ability dsgire to.

. Great leaders are born and cannot be developed.

. I am certain | can perform new leadership approaches well.

. I do not perform new leadership tasks as well as | would like.

. | believe that, with training, | can develop into an exemplary leader.

. | believe that | could become an exemplary leader.

. | am able to learn new leadership approaches quickly.

. Great leaders develop over time through training and experience.

. I am confident that | will benefit from the leadership development Iveaeicollege.
10. | mastered new leaderglapproaches on a regular basis during my high school career.
11. It's impossible to become a better leader.
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