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The purpose of t~is s udy was to determine if there wa difference in the 
~ 

leadership style and personality traits between male and female athletic 

directors. 

The subjects who participated in this study were athletic directors from 

Division' (N=9), Division II (N=5), and Division III (N=7) institutions. A total of 

23 male athletic directors and 19 female athletic directors were utilized in this 

study. The second group of participants in this study were coaches from 

Division I (N=21), Division II (N=11), and Division III (N=9) institutions. 

An independent t-test was performed to show differences between male 

and female athletic directors on leadership styles. A Chi-Square was used to 

analyze the differences between male and female athletic directors' personality 

traits. A one-way ANOVA was used to determine the differences between the 

coaches' perceptions of male athletic directors' and female athletic directors' 

leadership style. No significant difference was found for any of the hypotheses 

atQ < .05. 
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CHAPTER 1
 

INTRODUCTION
 

Introduction 

Athletic programs have witnessed several changes over the last 20 years. 

One of the major changes has been the combining of once separate men's and 

women's programs into a unified athletic program under the direction of a single 

athletic director (Coakley, 1994). Under this type of organization associate and 

assistant athletic directors have been hired to assist in the administration of 

specialized programs available for athletes (Judd, 1995). 

Athletic directors must be competent in many areas including hiring staff, 

budgeting, coordinating programs, planning athletic events, communicating and 

scheduling. Expertise in the use of computers, collective bargaining, public 

relations, rules and regulations and federal school laws are all needed 

competencies of an athletic director (Judd, 1995). 

Leading an organization such as an athletic program requires planning, 

organizing, guiding, and controlling to accomplish the objectives of the 

organization. Planning is the determining of goals and projects in advance of 

meetings and the individuals who will be responsible for these projects. 

Organizing is the establishment of relationships between the activities to be 

performed and the personnel and physical factors needed to perform these 

activities. The administrator must guide and supervise subordinates to achieve 

the objectives established in planning with personnel. Control is the final link in 
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tl"le functional chain of administration. This involves ensuring that activities go 

as planned and taking action to correct any problems that arise (Leith, 1983). 

Watkins (1991) defined leadership as the process of influencing the 

activities of an organized group towards goal achievement. One of the ways of 

determining the effectiveness of a leader is by viewing the attitude of the co­

workers and how they function as a unit. Fagenson (1990) found a difference in 

the leadership styles and personalities between male and female administrators 

in business and education. However, no research has been done with regard to 

the leadership style and personality of athletic directors. In this study the 

leadership and personality qualities of athletic directors will be examined. 

Statement of the Purpose 

The purpose of this study was to determine if there is a difference in the 

leadership style and personality traits between male and female athletic 

directors. 

Hypothesis 

The following hypotheses served as a basis for this investigation: 

1) There was no difference between female and male athletic directors with 

regard to their leadership styles. 

2) There was no difference between female and male athletic directors with 

regard to their personality traits. 

3) There was no difference between coaches' perceptions of the leadership style 

of male athletic directors and the leadership style of female athletic directors. 
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Statement of Significance 

The information provided by the athletic directors and coaches who 

participated in this study will offer significant information in the area of the 

personality profile of an athletic director. In addition, this study will provide 

information about gender differences in leadership styles of athletic directors as 

perceived by coaches. 

Definitions 

Administrator: The person who plans, organizes, guides, and controls to 

accomplish the goals of an organization. 

Athletic Director: The person who is responsible for all matters directly relating 

to the administration and supervisory affairs of an athletic department. 

Task-oriented: A leadership style that is concerned with productivity and 

technical skills. This leadership style is often associated with stereotypical 

masculine qualities (Rigg & Sparrow, 1994). 

People-oriented: A leadership that is concerned with the well-being 

of subordinates and social skills. This leadership style is often associated with 

stereotyped feminine qualities (Rigg & Sparrow, 1994). 
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Delimitations 

The following delimitations define the scope of the study. All participants 

are athletic directors of women's or men's programs at a NCAA Division I, II, or 

III institution. 

Limitations 

Trle findings of this study were limited by the fact that: 

1) all participants were volunteers. 

Assumptions 

This study was based on the assumption that all participants were honest 

and candid in their response to the questionnaires. 

Summary 

The purpose of this study was to determine if there is a difference in the 

leadership style and personality traits between male and female athletic 

directors. In the remaining chapters of this study, several topics regarding 

leadership will discussed. 111 Crlapter II, the Review of Literature, research 

related topics to administration and management will be examined. Chapter III, 

Methodology, contains a discussion of the methods and procedures of the study. 

Chapter IV, Results, discusses the analysis of the data. Chapter V, Discussion 

and Recommendations, includes an interpretation of the results and suggestions 

for future studies. 
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defined as the ability to build a consensus among team members that translates 

into positive brainstorming. The last critical skill is institution building. This skill 

allows the leader to understand how the institution works and to accomplish 

organizational goals. 

Leaders in any field need to be communicators, facilitators, planners and 

educators. A leader provides the vision for programs under his/her direction. 

Lewis (1993) stated a leader should be open minded and flexible, current in 

his/her field, and have the ability to understand personnel in various situations 

and adapt the leadership style appropriate for the personnel and situation. 

Historically, leadership is a characteristic generally viewed as masculine 

(Fagenson, 1990). These masculine characteristics are often seen as 

aggressiveness, forcefulness, rationality, self-confidence, and competitiveness. 

Feminine characteristics have been perceived as kindness, gentleness, 

sensitivity and helpfulness. Fagenson (1990) further stated the perceived 

masculine and feminine traits are believed to be associated with an individual's 

perceived power of his/her position in the organization. Men tend to value 

ambition, an exciting life, a sense of accomplishment, freedom, pleasure, and 

social recognition (Robertson, 1990). Women tend to value world peace, inner 

harmony, happiness, self-respect, and a comfortable life as important. Women 

in general posses a higher degree of social-humanitarian characteristics, such 

as a sympathetic response and a desire for friendship and helpfulness. 
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Robertson (1990) believed women could not be good managers since they were 

too nice and understanding. 

Women in positions of authority are still a novelty and can lead to 

emotional reactions from men. Klein, Kossek, and Astrachan (1992) indicated 

that the reaction of males to female leaders has been marked by resistance and 

high levels of stress. These authors' found same-gender monitoring 

relationships tended to be more successful than cross-gender relationships. 

Women who worked for women superiors had the lowest level of role ambiguity 

and their working relationship was more effective than a cross-gender working 

relationship. This same effective work relationship was not found with male 

superiors and their male subordinates. 

Communication Styles 

Female leaders conducted more unscheduled meetings, monitored less, 

took fewer trips away from the building, and observed employees more often 

than their male counterparts (Shakeshaft, 1989). Female leaders were found to 

be more cooperative and spent more time working on business after scheduled 

hours. 

Shakeshaft (1989) stated that women administrators were much more in 

touch with co-workers. They exhibited a different style of interaction than male 

administrators. Women used a different method of communicating verbally 

often using a wide range of pitch and a varied rate of speaking. The women of 

the study tended to use language that encouraged community building and 
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were more polite and cheerful. They showed respect for their employees and 

co-workers by listening and echoing their important points. 

Females were rated higher than their male counterparts when building 

interpersonal relationships (Decker, 1991). Women were more considerate and 

displayed a need for attachment to their co-workers. Cantor, Bernay, and, 

Stoness (1992) indicated women often perpetuated the notion that power is 

unfeminine by rejecting power for fear of losing the attachment of a co-worker. 

According to Rigg and Sparrow (1994), women had a greater tendency to 

use communication to connect or to establish rapport, while men were more 

likely to communicate with the aim of conveying information, displaying expertise 

and challenging for the higher status position. Men tended to claim territory in 

meetings or informal discussions by spreading out in space and intruding upon 

other's space (Shakeshaft, 1989). Men returned the gaze when speaking to 

another person, while women tended to avert their eyes and deny direct contact. 

Communicating nonverbally can also be done through the use of an open 

or closed door policy. Rigg and Sparrow (1994) found most women have an 

open door policy, which would make co-workers feel the leader was 

approachable and welcomed the co-workers into the office. Men more often 

used a semi-closed door policy by using their secretaries to field calls and to 

keep appointments on time. 
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Leadership Styles 

Historically, Western society has not attributed power to women, and 

women, in response, have been uncomfortable using power in the workplace 

(Cantor, Bernay, & Stoness, 1992). These authors attributed these differences 

to the fact women are taught to nurture and care for others, while males are 

taught to be aggressive and competitive. Men often help this feeling of 

powerlessness of women by perpetuating the notion that power is masculine. 

For example, when a man discusses a power tactic, he will use a traditional male 

sport or a war metaphor that have traditionally been viewed as masculine. 

Women have learned to use power in different ways than their male 

counterparts. Women use manipulation as a powerful tool to get people to 

believe in the theory or idea being presented (Cantor, Bernay, & Stoness, 1992). 

Female leaders also use personal power, which is the ability to have people 

accomplish tasks because they trust or admire the leader. The drawback to this 

type of power is that the leader is dependent on others for the personal 

relationship that supplies the power. Helplessness, is the third level of power 

used by women. Women have learned that helplessness is an effective and 

socially accepted way to control their world. However, the acquisition of power, 

whether by males or females, does not guarantee leadership will emerge 

automatically. 
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Cantor, Bernay, and Stoness (1992) interviewed 25 women who held a 

public office at either the state or federal level. These women were interviewed 

to determine what made them strong enough to survive a grueling campaign and 

then stay in office long enough to make a difference. Three issues seemed to 

be the common thread that linked the leadership qualities of these women. 

Cantor, Bernay, and Stoness (1992) organized these issues into tl""le equation 

Leadership= Competent Self + Creative Aggression + Woman Power. 

The first part of Cantor, Bernay, and Stoness (1992) equation, the 

competent self, is defined as the belief in one's self to remain unchanging in the 

way one responds to people. This feeling of competence allowed these women 

to feel they were protected when they took risks that the public could criticize or 

praise. 

The second part of the equation, creative aggression, was defined as the 

ability to take the initiative in leading others and speaking on concerns of the 

organization. These women felt comfortable with their aggression and 

competitiveness. They stated aggression enhanced their personal growth if 

used creatively and wisely (Cantor, Bernay, & Stoness, 1992). 

The third part of the equation, Woman Power, was described as the 

power used to make society a better place. The authors stated women enjoyed 

using power to advance a specific agenda. These women enjoyed the attention 

power gave them and used that power to help others, not just to help 
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This power was seen as an integration of the typically feminine qualities with 

some masculine characteristics. 

Rigg and Sparrow (1994) conducted a study using a group of 4 women 

and 12 men in middle management positions whose job descriptions were 

similair, on paper. They found the women leaders had significantly lower scores 

on independence and significantly higher scores on anxiety. The women had 

broader goals and wanted to make the work environment more enjoyable than 

did the men. In addition, the women in the study worked in teams and used 

consensual forms of decision making to involve everyone and then shared the 

credit. According to Rigg and Sparrow, these characteristics and values 

demonstrated by these women have become more popular in the management 

field. 

Walker (1995) stated women want to develop leadership behaviors that 

display values and beliefs congruent with their own values and beliefs and not 

ones imposed by others. He indicated women have begun to reconstruct models 

of leadership and emphasized that for women to develop as leaders it will take 

time, support, and most importantly, opportunities to create meaningful 

experiences. 

Women have viewed their personal and professional lives as a part of a 

continuum of increasing responsibility and complexity. According to Stover 

(1995), female leaders described themselves as typically "hands-on" people who 

lacked the skill of delegation. When men were asked to describe female leaders 



12 

they stated women were much more emotional than men (Stover, 1995). 

Stover associated this emotion to the fact women described their organization as 

a family and spoke with concern about their employees. Men almost never saw 

their organization as a family atmosphere. 

Robertson(1990) found male leaders to be aggressive, independent, 

objective, dominant, adventuresome, self-confident, and ambitious. These 

characteristics are perceived as positive and valued in our society as healthy 

adults traits. Walker (1995) suggested society has encouraged males to be 

aggressive, while it encouraged our females to be agreeable and compliant. He 

suggested this has retarded the development of leadership skills for women. 

Stover (1995) stated men often described female business owners as 

much more focused and serious than their male counterparts. Jensen, White, 

and Singh (1990) found that when asked their self-perception of leadership 

styles, women associated themselves with having positive leadership skills with 

an authoritarian style. 

Cantor, Bernay, and Stoness (1992) believed female leaders are often 

assessed by men with a preference for a masculine approach. For this reason 

women have been forced to reconcile contradictory expectations in order to 

succeed. These contradictions are not imposed upon men. Examples of these 

contradictions include taking risks, while remaining consistently outstanding; 

exhibiting a firm demeanor, but not a macho facade; and being ambitious, 

without receiving equal reward. 
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Women are generally described as people-oriented (Rigg and Sparrow, 

1994). Women put an emphasis on team management and the sharing of 

praise. People-oriented leaders yield a significantly higher rating than task­

oriented leaders on satisfaction, concern, social skill, and femininity (Decker, 

1991 ). 

Trle task-oriented style is seen as more masculine and is related to future 

production, deserving a raise/promotion, overall effectiveness, seriousness, 

concern for productivity, technical skill, and masculinity (Decker, 1991). 

According to Decker males who displayed a people-orientation style were seen 

as possessing feminine characteristics, while females who displayed a task­

orientation style were seen possessing fewer feminine characteristics. 

Regardless of gender, a manager displaying a task orientation was viewed as 

more masculine and less feminine than a people-oriented manager. 

The leadership style of males has been viewed as detached, analytical, 

systematic, and rule based (Rigg and Sparrow, 1994). Men tended to be more 

political, flamboyant and forceful, while operating closer to traditional policy and 

practice. 

Research indicates male administrators are more directive, authoritative, 

and aim to lead through inspiring confidence through work effort. Rigg and 

Sparrow (1994) found that if a staff member performed badly under the 

leadership of a male, the leader would adapt his response to a perceived cause 

and then punish. Women approach the same situation with concern for people 
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and use knowledge and insight as a resource for managing. These researchers 

also found women were more willing to share credit and take the criticism, while 

male leaders took more credit for success but tended to blame others for failure. 

Conflict management was another area which differences in leadership 

styles occurred between men and women. According to Shakeshaft (1989) 

women withdrew from conflict and tried to use collaborative strategies, while 

males more often used authoritarian responses. Studies indicate women were 

more effective at resolving conflict among staff members and using conflict 

reduction techniques than their male counterparts. 

Robertson (1990) categorized 92 traits typically characteristic of "men in 

general" or "women in general". Robertson found 86 traits were identified as 

important for effective management. Of those 86 traits, 60 were perceived to be 

typically more characteristic of "men in general" and 8 were judged to be more 

typically characteristic of "females in general". 

Miller and Williams (1984) indicated women themselves have not been 

professionally interested in administering both men's and women's athletic 

programs. They found women believed athletic leaders st"lOuld be men and 

valued male leaders more highly than female leaders. 

Although there are more women in administrative roles today than there 

were 10 years ago, the belief that males are better administrators continues to 

be present in the minds of many individuals. Robertson (1990) stated 

prospective female leaders need to be identified and encouraged to go into 
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administrative fields. However, in order to do this women need to alter their 

views of themselves. Miller (1992) further stated women needed to believe in 

themselves, elevate their role expectations, and perceive their own gender as 

competent. 

Athletic Administrators 

Lederman (1991) described the job of athletic director as, historically, a 

ceremonial post that has been used to reward and retain popular men who were 

nearing the end of their coaching profession. Universities have wanted to 

capitalize on the visibility and popularity of the person to assist with fund 

raising. These retiring coaches/athletic directors were expected to attend 

sporting events, shake hands, and give speeches. Although many of the 

present big-time athletic directors are men who have become synonymous with 

their institutions, the standard is changing. Colleges and universities have 

begun to realize the athletic director is much more than a figure head position. 

Currently, athletic directors come from business and administrative backgrounds 

ratrler than coaching positions. Today only 20 of 107 Division I athletic directors 

continue to coach, 14 of the 75 Division I-AA athletic directors still coach, and 

about one-third of the Division II athletic directors continue to coach (Lederman, 

1991 ). 

The study conducted by Miller (1992) indicated there were no differences 

in sex-role personality traits and behaviors of male and female athletic directors. 

Most male and female athletic administrators displayed were either androgynous 
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(competitive, impersonal, forceful, and logical) or masculine personality traits. 

Relatively few athletic directors, regardless of their gender, displayed feminine 

sex-type behavior. 

One of the first women to become a head athletic director of a Division I 

program was Debbie Yow. She was hired by the University of St. Louis, where 

she hired high-profile coaches for men's basketball and women's volleyball, 

raised the graduation rate to 92 % and tripled the number of scholarships in 

some sports. For Yow, gender seemed to be more of an issue for outsiders than 

for co-workers and peers. She displayed feminine qualities, but used a no­

nonsense approach. Yow followed self-imposed rules with regard to projecting 

an administrative image (Kramer, 1994). 

To be in athletic administration a person needs to work long hours, deal 

with budgets, schedule contests and officials, maintain the facilities, hire 

coaches and staff, and deal with public relations (Edwards, 1991). Athletic 

administrators need to possess a multitude of individual skills in the proper 

combination to produce the best possible product. Three essential skills of an 

athletic administrator are technical skills, which include methods, process, 

procedures, and techniques; human skills which include motivation; and 

conceptual skills, which include the ability to see the athletic organization in 

relationship to the university and community (Leith, 1983). 
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Summary 

The purpose of this study was to determine if there was a difference in the 

leadership style and personality traits between male and female athletic 

directors. Leadership styles include coaching, supporting, delegating, and 

directing behavior. Leaders need to have skills in conflict resolution, networking, 

consensus building, and goal setting. 

Research indicates the leadership styles of men and women are different. 

Male administrators tend to be more directive, authoritative, and task-oriented. 

Female administrators tend to be more supportive, social, and people-oriented. 

Leadership has often been viewed as characteristically masculine. 

Qualities of aggressiveness, forcefulness, and competitiveness have been linked 

to leadership skills. However, as more women enter the field of administration 

this view has begun to crlange. Qualities traditionally associated with females 

such as sensitivity, cooperation, and approachability have emerged as 

acceptable leadership behaviors. 

Athletic directors have historically been men who have been successful 

coaches. Research indicates in most cases, both men and women in athletic 

director positions exhibit either androgynous or masculine leadership behaviors. 
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CHAPTER III
 

METHODS
 

Introduction 

The purpose of this study was to determine if there is a difference in the 

leadership style and personality traits between male and female athletic 

directors. This chapter describes the methods and procedures used in this 

study. Information on population and sampling procedures, validity and 

reliability of the instruments, and the statistical design is also discussed. 

Participants 

The participants in this study were Atrlletic Directors from Division I (N= 

9), Division II (N= 5), and Division III (N= 7) institutions. A total of 23 male 

athletic directors and 19 female athletic directors were utilized in this study. The 

second group of participants in this study were coaches from Division I (N= 21), 

Division II (N= 11), and Division III (N= 9) institutions. All the participants were 

volunteers. 

Procedures 

Permission to conduct this study was obtained from the Institutional 

Review Board for Treatment of Human Subjects at Emporia State University 

(See Appendix A). The athletic directors were selected from the 1996 Blue Book 

of College Athletics. Only athletic directors from institutions that had two athletic 

directors (one athletic director for the women's athletic program and a different 
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athletic director for the men's athletic program) were selected for inclusion in this 

study. 

After the institutions and athletic directors were identified, a letter was 

sent to each athletic director. This letter contained a description of the two 

questionnaires utilized in this study and detailed instructions on the way the 

questionnaires should be completed. The two questionnaires were a leadership 

style questionnaire and True Colors (TriPhoenix Publishing, 1990). The 

athletic directors were asked to complete the questionnaires within three weeks 

and return them to the researcher in the self-addressed stamped envelope 

provided for them. All participants were assigned a code number to assure the 

confidentiality of the participants' responses. At the end of the three weeks the 

researcher telephoned all the athletic directors who had not responded to the 

initial letter. 

During this telephone call, the researcher asked if the participant was still 

willing to be part of this study. If U"le athletic director indicated srle/he was not 

willing to participate in the study, that individual was dropped from the study 

(N=8). If the athletic director indicated she/he was willing to participate in the 

study, an appointment was scheduled to complete the questionnaires by phone. 

The coaches were selected from the 1996 Blue Book of College Athletics. 

Four coaches were chosen from each respective institution. The coaches 

selected to complete the instrument were the Head Football, Head Men's 

Basketball, Head Women's Basketball, and Head Women's Volleyball coaches. 
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A letter was sent to each coach containing a description of the 

questionnaire utilized in this study and detailed instructions on the way the 

questionnaire should be completed. The coaches were asked to complete the 

Coach's leadership style questionnaire within three weeks and return it to the 

researcher in the self-addressed stamped envelope provided for them. All 

participants were assigned a code number to assure the confidentiality of the 

participants' responses. At tl"le end of the 18 days, the researcher telephoned all 

the coaches who had not responded to the initial letter. 

If a participant refused to answer the questionnaire by mail or phone that 

coach was dropped from the study. A replacement of the coach occurred using 

either the softball coach or the baseball coach. The choice was dependent upon 

the sport in which the coach being replaced held responsibility. If the coach was 

responsible for men's basketball or football, he/she was replaced with the 

baseball coach. If the coach being replaced was responsible for women's 

basketball or volleyball, then he/she was replaced by tl"le softball coacl"l. 

Instrumentation 

True Colors (TriPhoenix Publishing, 1990) was developed as a simple 

paper and pencil measure of personality traits. The instrument consists of four 

different color character cards that identify personality strengths. Each color is 

indicative of a person's character. Usually, individuals have specific personality 

characteristics that are more prominent than others. These characteristics are 

reflected in this instrument as the brightest color. Other colors add dimension, 
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depth and tone to the brightest color of the person. The answers were recorded 

on the answer sheet that accompanied the cards. This instrument can be found 

in Appendix B. 

The scale consisted of four sections. In section one, the participants 

were asked to visualize themselves and rank all the colors from most like them 

(1) to least like them (4). The second section required the participants to read 

cards that contained various personality characteristics. They were asked to 

rank the cards from most like them (1) to least like them (4). The third section 

contained a series of descriptive words. The participants ranked each set of 

words from most like them (1) to least like them (4). The final section required 

the participants to add the numbers from the three preceding sections. The 

lowest score represented the primary or brightest color of the participant. 

The reliability of True Colors is .98. The way in which the reliability was 

determined was not available from the TriPhoenix Publishing Co. 

The instrument used to assess leadership style was developed by the 

researcher (See Appendix C and D). Tl"le scale consisted of 8 items. Each item 

was rated on a seven point Likert-like scale ranging from strongly agree (1) to 

strongly disagree (7). This scale was a rank scale that consisted of four items 

that described leadership behavior characteristics of a person-centered leader 

and four items that described leadership behavior characteristics of a task­

centered leader. 

The reliability of the leadership scale was established using a test­
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retest method. Three administrators of athletic associated with Division II 

programs completed the scale and three weeks later they completed the test 

again. The test-retest reliability of the leadership scale was .50. 

The validity for the leadership scale was determined trlrough the use of a 

jury of experts. The experts were two Athletic Directors and the Chair of 

Physical Education at a Division II institution. The jury was asked to determine if 

this scale assessed leadership styles. The jury offered suggestions on the 

wording of the statements. The final leadership scale was developed based on 

suggestions and changes made by the jury of experts. 

Analysis of Data 

The differences between male and female athletic directors on leadership 

styles were analyzed by an independent t-test (Hypothesis 1). The differences 

between male and female athletic directors on True Colors assessment were 

analyzed by a Chi-Square (Hypothesis 2). The differences between the coaches 

perceptions of male athletic directors and female athletic directors leadership 

style were analyzed by a one-way analysis of variance (Hypothesis 3). All data 

were analyzed at the Q < .05 level of significance. 

Summary 

The purpose of this study was to determine if there was a difference in the 

leadership style and personality traits between male and female athletic 

directors. The participants were 34 athletic directors and 41 coacrles from 

Division I, II, and III institutions. Participants completed two scales, a leadership 
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CHAPTER IV
 

ANALYSIS OF DATA
 

The purpose of this study was to determine if there was a difference in the 

leadership style and personality traits between male and female athletic 

directors. The subjects were tested using two questionnaires: a True Colors 

analysis and a leadership scale. 

This chapter presents an analysis of the data obtained from the two 

questionnaires. An independent t-test was used to test the difference between 

male and female athletic directors with regard to their leadership styles. A chi­

square was used to determine if there was a difference between male and 

female athletic directors with regard to their personality traits. A one-way 

analysis of variance was used to test the difference between coach's 

perceptions of the leadership style of male athletic directors and the leadership 

style of female athletic directors. All data were analyzed at the Q.. < .05 level of 

significance. 

Sample Analysis 

Forty-two athletic director's were selected to participate in this study. 

However, eight participants chose not to participate and were dropped from the 

study. Therefore, analysis of data is based on the data obtained from the 34 

participants, (19 male and 15 female) who completed the study. 

The first hypothesis stated there was no difference between female and 

male athletic directors on their leadership style. An independent t-test was used 
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to analyze the data. The independent variable was gender (1 = male, 2= female) 

and the dependent variable was the participant's leadership style score. 

Table 1 indicates the results for this hypothesis. There was no significant 

difference between male and female athletic directors. This hypothesis was not 

rejected at the Q < .05 level of significance. 

Hypothesis two stated there was no differences between female and 

male athletic directors on their personality traits. A chi-square was performed to 

analyze the data. Table 2 indicates there was no significant difference between 

male and female athletic directors and their color category. Hypothesis two was 

not rejected at the Q < .05 level of significance. 

Hypothesis three stated there was no difference between coach's 

perceptions of the leadership style of male athletic directors and the leadership 

style of female athletic directors. The independent variable was the gender of 

the athletic directors and the dependent variable was the coach's perception of 

the athletic director's leadership style. Table 3 indicates the one-way analysis of 

variance. There was no significant di'lference between coaches' perceptions of 

male athletic directors leadership style and coaches' perceptions of female 

athletic director's leadership style. Hypothesis three was not rejected at the 

Q < .05 level of significance. 

Summary 

The hypotheses for this study were tested using three different statistical 

procedures. Hypothesis one was analyzed using an independent t-test to 
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determine if there was difference in leadership styles between male and female 

athletic directors. The results indicated no significant differences between male 

and female athletic director's. Hypothesis two was analyzed using a chi-square 

to determine if there was a difference in personality traits between female and 

male athletic directors. Results indicated no significant difference between male 

and female athletic director's and their color category. Hypothesis three used an 

one-way analysis of variance to determine if there was a difference between 

coach's perceptions of male and female leadership styles. The results indicated 

no significant difference between coaches' perceptions of male athletic director's 

leadership style and coaches' perceptions of female athletic director's. 
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Table 1 

Independent t-test 

Gender by Leadership Style Score 

Variable # of cases Mean SD SE of Mean 

Leader 

Gender 1 18 34.8889 4.013 .946 

Gender 2 16 34.7500 4.405 1.101 

Mean Difference =.1389 F =.249 P =.621 
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Table 2 

Chi Square Analysis 

Colors by Gender 

Color 
Blue 1 
Gold 2 
Green 3 
Orange 4 
Column /Total 

Males Females Raw/Total 
0 3 3/11.5 

11 6 17/65.4 
3 1 4/15.4 
1 1 2/7.7 

15/57.7 11/42.3 26/100.0 

Chi-Square Value D.F. Significance 

Pearson 4.97291 3 .17379 
Likelihood Ration 6.08010 3 .10778 
Mantel-Haenszel test 1.25571 1 .26247 

Minimum Expected Frequecy - .846 
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Table 3 

Analysis of Variance 

Score by Status 

Source OF 55 MS F Prob. 

Between Groups 3 30.8170 10.2723 .3456 .7925 
Within Groups 38 1129.5877 29.7260 
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CHAPTER V 

DISCUSSION AND RECOMMENDATIONS 

T~lis study was designed to determine if there was a difference in the 

leadership style and personality traits between male and female athletic 

directors. The sample population was comprised of 19 male athletic directors, 

15 female athletic directors, and 41 coaches from Division I, II, and III 

institutions. The athletic directors were asked to complete two questionnaires; a 

leadership questionnaire and True Colors analysis. The coaches were asked to 

complete the True Colors analysis. The questionnaires were used to develop a 

leadership and personality profile of the athletic directors. 

Discussion 

The results of this study showed no significant difference between male 

and female athletic directors in leadership styles or personality traits. These 

findings conflict with other researchers who found that leadership styles of men 

and women were different (Fagenson, 1990; Robertson, 1990). According to 

Rigg and Sparrow (1994) female leaders were more people-oriented, while male 

leaders were generally described as task-oriented. They also indicated male 

administrators were more directive and authoritative, while women were more 

concerned with people and used knowledge and insight as a resource for 

managing. 

Coaches were asked to analyze the leadership styles of athletic directors 

through the use of the leadership questionnaire. The majority of the coaches 



31 

perceived their athletic director as task-oriented, just as the athletic directors had 

perceived themselves. 

The results of this research did confirm the findings of Miller and Williams 

(1984). These researchers conducted a study that indicated there was no 

difference in the personality traits and behaviors of male and female athletic 

administrators. Most administrators, whether male or female, were either 

androgynous or masculine in the sex-role personality traits. Few athletic 

directors, regardless of their gender, possessed what generally has been 

regarded as feminine personality traits. 

The True Colors instrument was used in this study to determine 

personality traits. The participants were asked to describe themselves by 

selection of several descriptive words. These descriptions were then associated 

with a color. Analysis of data taken from the True Colors instrument showed the 

majority of athletic directors, regardless of gender, exhibited "Gold" personality 

traits. This gold color indicates a task-oriented personality. This type of person 

is seen as responsible, sensible, and dependable. They are organized and 

handle details, follow the rules, and are comfortable with routine work. These 

qualities would be similar to the characteristics necessary for a good leader as 

indicated in the review of literature (Judd, 1995; Walker, 1991; Fagenson, 1990). 

Further analysis of the data from the True Colors instrument completed 

by the athletic directors found that few of the athletic directors indicated they 

portrayed strong personality traits from the other three indicator colors. Only two 
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portrayed strong personality traits from the other three indicator colors. Only two 

of the athletic directors scored themselves in the "Green" personality traits. 

These individuals are often seen as adventuresome, spontaneous, restless, and 

independent. Four of the athletic directors showed scores that placed them in 

the "Green" color. These people are considered to be curious, inventive, logical, 

and conceptual. 

Only three of the athletic directors showed preference for the personality 

indicator color of "Blue". The "Blue" personality traits are generally seen as 

being warm, communicative, compassionate, and feeling. These are often seen 

as the feminine characteristics of leadership (Robertson, 1990; Shakeshaft, 

1989). 

Athletic programs at all levels of collegiate administration have begun to 

witness a change in the organizational structure. The combining of women's 

and men's athletic programs into a unified program under the direction of a 

single athletic director seems inevitable (Coakley, 1994). Throughout this study, 

the researcher received correspondence regarding recent shifts in various 

athletic programs and their administration to a sanctioned one athletic director 

responsible for both men's and women's programs. This narrowing of the 

organizational structure of athletic programs may reduce the opportunities for 

women in athletic administration as head athletic directors. 

Those entering the athletic areas of coaching or athletic administration 

have often been sports enthusiasts for most of their lives. Most have been on 
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athletic teams since grade school with many participating of collegiate varsity 

teams. For these individuals, personal athletic skill level is high and competition 

has become a way of life. 

The role and job description of the athletic director had begun to change. 

Athletic directors are still responsible for hiring staff, bUdgeting and scheduling. 

However, athletic directors are now retained for skills in personnel assessment, 

public relations, and legal knowledge. Experience in the business aspects of 

administration is replacing coaching skills as the major emphasis of successful 

athletic administration. In time, the personality traits and leadership styles of 

athletic administrators may change to include some of the generally considered 

feminine qualities of leadership. However, as indicated through this research, 

those individuals presently associated with athletic administration exhibit 

androgynous or masculine personality traits and leadership styles. 

Recommendations 

On the basis of the results of this study, the following areas are 

suggested recommendations for further investigation. 

1) A similar study that compares the personality traits and leadership styles of 

head coaches, such as men's and women's basketball coaches, should be done. 

2) A similar study should be performed that compares the personality traits and 

leadership styles of professional coacrles from various sports. 

3) A similar study should be performed that investigates the personality traits 

and leadership styles of university department chairs. 
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4) A similar study should be conducted that compares the leadership styles 

and personality traits of physical educators and other educators. 
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