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Abstract 

Short-Term and Long-Term Effects of Coach Leadership Behaviors 

 

 

Leal Jaurice Anderson M. A. 

The University of Texas at Austin, 2010 

 

Supervisor:  B. Christine Green 

 
Sport is a medium through which the leader can greatly influence the 
consequences.  The purpose of this research was to examine the ways in which 
perceived coach leadership behaviors impact perceptions of coaching 
performance, individual athlete performance, team performance, and lifelong 
outcomes.  In this study, two hundred seventy nine former student-athletes were 
asked to recall and report on the experiences they had as an athlete during high 
school along with specific lifelong outcomes (e.g., confidence, control etc.).  
Student judgment of their coaches’ types of behavior, (e.g., Democratic vs. 
Autocratic) was compared with perceptions of their coach’s performance, their 
individual performance, their team’s performance and various lifelong outcomes.  
Results revealed that Training and Instruction, Social Support, and Positive 
Feedback were related to Coach Performance.  Training and Instruction and 
Democratic Behaviors were related to Individual Athlete Performance. Training 
and Instruction and Positive Feedback were related to Team Performance.  
Social Support structures were related to Athlete Challenge.  Training and 
Instruction was related to Athlete Confidence in Abilities and overall Lifelong 
Outcomes.  Autocratic Behaviors were related to Athlete Control of Emotions.  
Training and Instruction was found to be related to every short-term performance 
component.  Coaches seeking to impact performance of their teams can do so by 
utilizing these leadership behaviors.  Many of these behaviors also have a long-
term positive effect on the individual.  Sport managers seeking to satisfy the 
goals of the organization may employ these leadership behaviors to select, train, 
and evaluate staff members to increase the overall effectiveness of the 
organization. 
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CHAPTER 1: INTRODUCTION 

Sport is a medium through which the leader can greatly influence the 

consequences.  The purpose of this research was to examine the ways in which 

perceived coach leadership behaviors impact perceptions of coaching 

performance, individual athlete performance, team performance, and lifelong 

outcomes.  Two hundred seventy nine former high school athletes participated in 

a study that examined high school sport participation and several lifelong 

outcomes. 

In this study, former high school student-athletes currently enrolled at The 

University of Texas at Austin were asked to recall and report on the experiences 

that they had with their coach as an athlete during participation of a sport while 

they were in high school.  In addition, the participants reported on specific lifelong 

outcomes (e.g., overall confidence, overall control, etc.).   

Student judgment of their coaches’ types of behavior, (e.g., Democratic 

vs. Autocratic) was compared with perceptions of their coach’s performance, 

perceptions of their individual athlete performance, and with perceptions of their 

team’s performance.  Comparisons were then made to determine which types of 

coaching behaviors were linked to perceptions of performance.  In addition, a 

comparison was made between student judgments of their coaches’ types of 

behaviors with long-term lifelong outcomes.  Finally, an investigation of these 

factors revealed the relationship between perceptions of coaches’ leadership 
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behaviors, coach performance, individual athlete performance, team 

performance, and individual lifelong outcomes.   

Results revealed that the coach leadership behaviors Training and 

Instruction, Social Support, and Positive Feedback were related to Coach 

Performance.  Coach Training and Instruction and coach Democratic Behaviors 

were related to Individual Athlete Performance.  Training and Instruction and 

Positive Feedback were related to Team Performance.  Coach Social Support 

behaviors were related to Individual Challenge.  Coach Training and Instruction 

behaviors were related to Individual Confidence in Abilities.  Coach Autocratic 

Behaviors were related to Individual Control of Emotions.  Coach Training and 

Instruction behaviors were related to the composite of all Lifelong Outcomes.  

Overall, the Coach Leadership Behavior of Training and Instruction was found to 

be related to every short-term performance component signifying the importance 

of this specific construct to short-term performance.   

Coaches may seek to use these leadership behaviors through sport to 

impact performance, but there are other meaningful long-term life outcomes as 

well.  Sport managers may use these leadership behaviors to impact the 

organization.  As a result, coach leadership behaviors through sport impact not 

only short-term performance, but more importantly, they provide a long-term 

powerful meaning for those individuals who participate. 
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Rationale 

Leadership is the process of influencing the activities of an organized 

group toward goal setting and goal achievement (Stogdill, 1950).  In business, 

management is held responsible for the performance of the organization.  

Likewise in sport, the coach is held responsible for the performance of the team.  

Thus, the coach serves a function that is similar to management leaders in the 

business world (Sage, 2006).  In most cases, coaches are mid-level managers in 

a sport organization.  They typically report to a general manager or athletic 

director.  While the coach is held accountable for team performance, it is the 

athletic director that is responsible for the overall performance of the 

organization.  Nevertheless, a key function of the athletic director is the hiring, 

supervising, training, and evaluation of coaches (Rashid, 1996).    

Management of sport requires those who are in charge of sport to be 

effective in their role as leaders of the organization.  Understanding leadership 

behaviors, styles, and their effect on performance, assists the athletic director to 

evaluate his or her coaches in order to ensure the overall success of the 

organization.  In addition, an effective leader of the sport can work to enrich the 

individual involved in the sport, the team involved, and the organization involved.   

Effective managers allow the sport to develop and to flourish and the 

organizational goals to be met.  Without effective managers, the enrichment of 

the sport could be hindered and this could eventually lead to cessation of sport 
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improvement.  Skilled managers and coaches are a fundamental necessity of the 

existence and amelioration of the sport.  As a result, the coach is a manager of 

the individual’s performance and the team’s performance.  In addition, a 

successful coach will meet the performance expectations set forth by the 

organization.  

 Individual and team performance have been shown to be directly 

influenced by coach leadership behaviors.  For example, Sage compared the 

coach’s role to that of management.  The many and varied managerial functions 

of the coach include planning, organizing, budgeting, scheduling, recruiting, 

public relations, and leadership (Sage, 1974).  Sage goes on to state that these 

other functions can be performed by many other individuals in the organization; 

however the coach is the one who provides the leadership for the team.  The 

leadership provided by the coach is instrumental to performance effectiveness 

(House, 1971).  Leadership is the ultimate basis of performance effectiveness 

(Chelladurai & Saleh, 1980).  Consequently, research focused on leadership 

behaviors in sport can significantly contribute to our understanding of sport 

performance (Chelladurai & Saleh, 1980).   
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In addition, coaches are often cited as a major influence in the lives of 

their players.  My coach has helped shift my perspective from viewing my work 

as an overwhelming and anxiety-provoking process, to seeing it as a series of 

manageable tasks with a visible end (and reward) in sight!  Working with my 

coach has also helped me develop valuable time/task management skills that will 

be of great help to me in my future professional and personal life (Rusten, 2006).  

This is particularly important in educational settings, where coaches are 

expected to develop more than just athletes’ skills.  They are expected to 

develop the complete individual.  For example, in youth sport, many life lessons 

such as hard work, dedication, and sacrifice are taught to the players.  Many 

coaches and parents view sport as a vehicle for these lessons because of the 

positive lifelong benefits they believe the values provide (Coakley, 2008).  

Therefore, one would expect that coaches would also be evaluated on the 

degree to which they are able to have a lasting impact on the lives of their 

players. 

 

Purpose 

 The purpose of this study was to examine athlete’s perceptions of their 

coaches’ leadership behaviors and their effect on performance as well as lifelong 

outcomes.  It was envisioned that if sport managers and coaches understand the 
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various behaviors used in leading and the effects these behaviors have on 

performance outcomes, then sport managers and coaches can adapt, adjust, 

and modify their leadership behaviors to produce a more desirable result.  

Leadership theory and research suggests that leader behavior should be varied 

according to the situation and the needs of the individual (Chelladurai & Saleh, 

1980).  As a result, this will allow the coach to become a more effective leader of 

the individual and of the team and the sport manager to become a more effective 

leader of the organization.   

This may allow organizational goals in terms of performance to be easier 

met.  Over time, as more effective and efficient leaders develop, the organization 

will grow and could ultimately result in amelioration or growth of the sport itself.  

Many lives of youth athletes would be enriched through cultivation and 

adaptation of these coach leadership behaviors, teaching sport lessons along 

with life lessons. 

The leadership process from coach to athlete takes place while the 

relationship exists through sport.  Throughout this leadership process, it was 

envisioned that individuals would be developed that had desirable characteristics 

for a variety of situations that were similar to the experiences they went through 

while participating in sport.  According to Clough and Earle, people with certain 

lifelong outcomes such as challenge, commitment, confidence, and control tend 

to have the advantage in these situations (2000). 
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They are sociable and outgoing; being able to remain calm and relaxed, 

they are competitive in many situations and have lower anxiety levels than 

others.  With a high sense of self-belief and an unshakeable faith that they 

control their own destiny, these individuals can remain relatively 

unaffected by competition or adversity (Clough & Earle, 2004). 

 

Clough and Earle argued that sport produced an individual that dealt 

easier with a variety of difficult life situations.  When difficult situations in life 

arose, individuals who had these characteristics would be better equipped to 

handle those situations than those individuals who did not.   

Other research suggested that there was a lasting effect on the individual 

as a result of this leadership process through sport (Maddi, 1987).  If sport could 

be shown to have a positive effect on the individual by producing a more capable 

individual in society, then sport could be used as a catalyst for positive changes 

in every individual in every community that sport is played all over the world. 

 

Research Questions 

RQ#1: Which Coach Leadership Behaviors are associated with higher 

perceptions of Coach Performance, Individual Athlete Performance, and Team 

Performance? 
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RQ#2: Which Coach Leadership Behaviors are associated with Lifelong 

Outcomes in the individual? 

 

Significance of Study 

Leadership behaviors have a profound impact on performance.  

Understanding these leadership behaviors may be of utmost importance for sport 

managers and coaches who rely on performance.  Performance can be 

perceived and evaluated in many forms.  Management of performance can 

ultimately have an effect on the individual, the team, and the organization 

involved.   

If coaches are going to meet the expectations set forth by the individual 

and the team, and if sport managers are going to meet the expectations and 

goals set forth by the organization, then they both must understand the various 

factors that affect the results.  In addition, if sport can be shown to have a long-

term positive effect on the individual, then advocating the advancement of sport 

could serve to be a catalyst for positive change throughout many communities in 

the world. 
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Definition of Terms 

Athlete – An individual who participated in high school athletics. 

 

Individual Challenge – Individuals differ in their approach to challenge.  Some 

consider challenges and problems to be opportunities, whereas others may be 

more likely to consider a challenge situation as a threat.  This subscale measures 

the extent to which an individual is likely to view a challenge as an opportunity.  

Those scoring highly on this scale may have a tendency to seek out such 

situations for self-development, whereas, low scorers may avoid challenging 

situations for fear of failure, or aversion to effort (Clough & Earle, 2000). 

 

Individual Confidence in Abilities – The subcomponent of Overall Individual 

Confidence which deals specifically with the individual’s self-belief to attempt 

tasks that may be considered too difficult by individuals with similar abilities but 

lower confidence.  Those scoring highly here are self-assured, confident, and feel 

they are a worthwhile person (Clough & Earle, 2000).  

 

 

Individual Control of Emotions – The subcomponent of Overall Individual 

Control that deals specifically with emotions.  Those scoring highly here feel they 

are in control in most situations.  They believe that what they do will make a 
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difference and they generally remain cool, calm, and collected most of the time 

(Clough & Earle, 2000). 

 

Individual Control of Life – The subcomponent of Overall Individual Control that 

deals specifically with control over life situations.  Those scoring highly here feel 

they are in control in most situations, although they may occasionally feel events 

are overtaking them.  In most situations they generally remain cool, calm, and 

collected (Clough & Earle, 2000). 

 

Individual Commitment – This subscale measures the extent to which an 

individual is likely to persist with a goal or work task.  Individuals differ in the 

degree with which they remain focused on their goals.  Some may be easily 

distracted, bored or divert their attention to completing goals, whereas others 

may be more likely to persist (Clough & Earle, 2000). 

 

Individual Interpersonal Confidence – The subcomponent of Overall Individual 

Confidence which deals specifically with the individuals’ relationships between 

other people.  Those scoring highly here have a generally positive view about life 

and don’t usually let mistakes get them down.  They speak their mind and are 

willing to take charge of a situation when they feel it is appropriate (Clough & 

Earle, 2000). 
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Autocratic Behavior – A Coach Leadership Behavior which measures the 

extent to which the coach stresses his/her authority and keeps apart from the 

athletes and stresses his or her authority in dealing with them.  In such situations 

it is expected that the coach would demand strict compliance with his or her 

decisions (Chelladurai & Saleh, 1980). 

 

Coach – A sport leader who exhibited leadership behaviors, styles, and traits 

towards an athlete and is responsible for organizing, developing, and 

implementing parts or all of a training regimen for an individual or team. 

 

Coach Leadership Behaviors – The various techniques and styles employed by 

the leader of the sport during the process of influencing the activities of an 

individual or organized group toward goal setting and goal achievement. 

 

Coach Performance – A numeric value which represents how well the 

participant reported their coach performed overall (1 being low performance and 

10 being high performance) during participation in high school athletics. 

 

Democratic Behavior – A Coach Leadership Behavior which measures the 

extent to which the coach allows participation by the athletes in decision making. 

The decisions may relate to the setting of group goals and/or the ways in which 

these goals are to be attained (Chelladurai & Saleh, 1980).   
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Individual Athlete Performance – A numeric value which represents how well 

the participant reported they performed overall (1 being low performance and 10 

being high performance) as an individual during participation in high school 

athletics. 

 

Leadership – The process of influencing the activities of an organized group 

toward goal setting and goal achievement (Stogdill, 1950). 

 

Overall Individual Confidence – Individuals high in confidence have the self 

belief to successfully complete tasks which may be considered too difficult by 

individuals with similar abilities but lower confidence (Clough & Earle, 2000). 

 

Overall Individual Control – The extent to which a person feels they are in 

control of their life.  Some individuals believe that they can exert considerable 

influence over their working environment and that they can make a difference 

and change things, whereas others feel that the outcome of events is outside 

their personal control and they are unable to exert any influence over themselves 

or others (Clough & Earle, 2000). 

 

Participant – A person who has taken part in filling out a survey for this study. 
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Lifelong Outcomes – Qualities of an individual who is able to cope with most of 

life’s challenges, although, when facing some difficult circumstances they may 

feel nervous and a little threatened.  They are quite confident in their abilities, but 

their self-belief may be affected by others’ criticism.  They are likely to be 

reasonably comfortable in most situations, and will usually contribute to group 

activities.  They will usually achieve their goals, although they may occasionally 

become distracted when facing difficult circumstances.  They are likely to feel in 

control in most situations and feel that they have some power to influence what 

goes on around them.  Under normal circumstances, they are in control of their 

emotions (Clough & Earle, 2000). 

 

Lifelong Outcomes Composite – The aggregate of scores from Individual 

Challenge, Individual Commitment, Individual Confidence in Abilities, Individual, 

Interpersonal Confidence, Overall Individual Confidence, Individual Control of 

Emotions, Individual Control of Life, and Overall Individual Control. 

 

Positive Feedback – A Coach Leadership Behavior which measures the extent 

to which a coach provides their players with irrefutable motivational information 

contingent on performance.  Athletic competitions, in general, are zero-sum 

games in which victory is attainable by only one of the contestants. An athlete 

may perform at maximum potential and yet lose a competition.  Further, in team 

sports, contributions by certain positions may go unnoticed and unrecognized.  It 
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is therefore important for the coach to express appreciation and to compliment 

the athletes for their performance and contribution (Chelladurai & Saleh, 1980). 

 

Social Support – A Coach Leadership Behavior which measures the extent to 

which a coach provides an environment of socializing for the athletes and tends 

to their interpersonal needs.  The coach’s behavior may directly satisfy such 

needs or the coach may create a climate in which the members mutually satisfy 

their interpersonal needs.  Social support is provided independently of member 

performance (Chelladurai & Saleh, 1980). 

 

Sport Manager – A person who is held responsible for the operations a sport 

business or a sport organization. 

 

Team Performance – A numeric value that represents how well the participant 

reported their team performed overall (1 being low performance and 10 being 

high performance) during participation in high school athletics. 

 

Training and Instruction – A Coach Leadership Behavior which measures the 

extent and ability to which a coach delivers techniques and strategies to their 

athletes.  It reflects one of the important functions of a coach – to improve the 

performance level of the athlete.  The coach trains and instructs the athletes to 

help them reach their maximum physical potential.  He or she is also expected to 
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instruct them in how to acquire the necessary skills and to teach them the 

techniques and the tactics of the sport.  In addition, in the case of team sports, 

the coach coordinates the activities of the team members (Chelladurai & Saleh, 

1980). 

 

Delimitations 

 The majority of the participants in this study attended The University of Texas 

at Austin with most of the participants attending high school in the state of Texas.  

Results of this study may be different for students who attend different schools in 

other parts of the United States. 

 Next, Coach Leadership Behaviors are not the only factors impacting 

performance.  Other undiscovered factors of the leader impact an individual 

athlete’s performance or the team’s performance.  The types of factors and the 

degree to which each of these other factors influence performance may be 

discovered in future studies in this area. 

 Implications of this study could reach any coach or sport manager working 

with an individual, team, or organization anywhere in the world.  Constructs 

discussed in this study could be implemented in a multitude of sport setting 

across the globe impacting millions of lives, thousands of teams, and hundreds of 

organizations. 
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Limitations 

A possible limitation of this study is length of the survey.  There were 99 

questions on the survey and fatigue may have set in during the data collection 

resulting in inaccurate results.  While reduction of the survey length was 

considered, this option was not chosen due to the type of data that needed to be 

captured in order to provide an accurate reflection of Coach Leadership 

Behaviors, Performance, and Lifelong Outcomes.  As a result, the questionnaire 

was as concise as possible to collect the data needed. 

In addition, this study was based on how well students remembered their 

coach’s leadership behaviors and how well they remembered their perceived 

coach’s performance, their perceived individual athlete performance, and their 

perceived team’s performance.  Results could vary based on individual 

remembered perceptions and what the participant was willing to report. 

Another possible limitation of this study would be the instrument reliability.  

While reliability measurements were high and acceptable for each of the 

components of the Leadership Scale for Sport, they were not as high for each of 

the components of Clough and Earle’s questionnaire.  Reliability metrics obtained 

in this study were slightly lower than the historic reliability that was reported for 

Clough and Earle’s questionnaire.  As with any instrument, there will always be 

measurement error resulting in an imperfect measurement. 
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Finally, another limitation of this study could be the size of the sample 

population.  Based on similar studies, 279 students were sufficient and powerful 

enough to detect relationships between the variables.  While this number was 

sufficient to provide insight to this trial, an even larger sample size could have 

been obtained, possibly yielding more accurate or more complete results. 

 

Implications 

There are many possible outcomes that may result from this study.  First, 

implications from this study may help sport managers more effectively manage 

performance in the organization.  Managing various aspects of performance in 

the coach, the individual, and the team may actually help the performance of all 

those involved resulting in more success for those parties.  In addition, the goals 

of the organization may be more easily met, and with greater consistency.   

In terms of the sport manager meeting the organizational goals, the sport 

manager may initially select a coach who has demonstrated a history of effective 

performance with a team.  The sport manager may also evaluate the coach’s 

performance in order to help the coach improve.  Periodic performance 

evaluations of the coach by the sport manager may give the coach feedback in 

the areas in which they are successful and the areas in which they need to 

improve.   Improvement of the coach will result in improvement of the 

organization (Dixon & Cunningham, 2005). 
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Second, implications from this study may help coaches more effectively 

manage the individuals they are coaching or the team. For the coach who is 

ultimately responsible for the performance of the team, this is of utmost 

importance.  Managing the individual can increase the effectiveness of the team.  

For example, coaches can be trained about strategies and techniques for 

players and teams.  Coaches can be taught when the situation is appropriate to 

implement a democratic decision-making style or an autocratic decision style.  

Coaches can be taught various creative avenues for developing the social 

network of their team.  In addition, coaches can be taught how to be constructive 

in their criticism of their player’s performance.  These actions may produce a 

more effective individual and a more effective team.  Further, improved coaching 

will also increase the overall effectiveness of the organization.   

Third, the long-term effects of coach leadership behaviors implemented by 

the coach could have many positive benefits to the individual.  For example, 

individuals may have more confidence in their abilities or may feel they have 

more control of their lives as a result of being a part of sport.  Individuals may be 

more likely to persist with goals or view challenges as opportunities.  These 

attributes may benefit the individual in a variety of life situations.  If it is shown 

through this study that there are positive long-term lifelong outcomes associated 

with coach leadership behaviors, then the introduction of sport in many 

communities throughout the world is likely to be used for its long-term positive 

impact on society. 
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CHAPTER 2: REVIEW OF RELEVANT LITERATURE 

This chapter begins with a discussion on the history of leadership.  It then 

describes why coach behaviors are important to the realm of sport.  An 

explanation is given as to why performance is important to the coach and the 

sport manager.  In addition, possible long-term effects of coach behavior are 

presented.  The chapter concludes with a presentation of the Leadership, 

Performance, and Lifelong Outcomes Conceptual Model.  

 

Leadership 

Leadership has been around since the beginning of time.  There have 

been many scholars that have introduced many theories and models that have 

attempted to depict leadership.  For example, some of the earliest work in 

leadership goes back to the origins of work on leadership and are commonly 

known as Trait Theories (Stogdill, 1974).  There have been many traits that have 

been purported to predict leader effectiveness such as energy level, locus of 

control, maturity, achievement orientation, and others (Bass, 1990).  Another 

common theme that has been consistent in leadership over time as the field of 

study on leadership has emerged is personality.  As an example, personality is 

the central focus of Fiedler’s (1967) Contingency Theory.  This theory asserted 

that leaders could be characterized as either task or relations oriented.  
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In addition to the many leadership models, leadership itself has had many 

definitions.  Leadership is the process of influencing the activities of an organized 

group toward goal setting and goal achievement (Stogdill, 1950).  In this 

example, the leader helps the follower to set the goal and to attain the goal.  

More specifically, leadership has its place in business and can also be compared 

to sport as well.  Similar to Stogdill, Barrow (1997) defined leadership as the 

behavioral process of influencing individuals and groups towards setting goals.  

In business, management is held responsible for the performance of the 

organization.  Likewise in sport, the coach is held responsible for the 

performance of the team.  Thus, the coach serves a function that is similar to 

management leaders in the business world (Sage, 2006). 

The leadership concept itself and the various leadership theories and 

models have progressed and changed over the years.  Tutko and Richards 

(1971) suggested that as leaders, most coaches believe in strong discipline, 

rigidity of rules, extrinsic motivation, and impersonal attitude towards their 

athletes.  This leadership strategy bears a strong resemblance to that employed 

by the Scientific Management movement which emerged from the studies and 

writing of Frederick W. Taylor in the early years of the 20th century.   

The 20th century was a popular time of economic growth and industrial 

expansion in the United States.  Taylor suggested that an organization could 

achieve its production goals only when it could achieve an optimal cost-efficiency 

ratio.  Taylor used time and methods study to find the one best way of performing 
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a job which produced the largest rate of production in the day (Tutko & Richards, 

1971).  

 Scientific Management treated humans as an instrument of the 

organization that functioned under a hierarchical authority relationship (Tutko & 

Richards, 1971).  One major underlying notion implicit in Scientific Management 

was that workers were bad, lazy, and incentive oriented.  Historic roots of this 

theory came from Machiavelli in The Prince (1952).   

Leadership style during this Scientific Management era was accepted and 

utilized in many business arenas as well as eventually adopted in sport.  In terms 

of sport, the players were no more than cogs in the organizational machinery.  In 

this scenario, the coach used the players as an instrument to reach the 

objectives and goals of the organization (Taylor, 1911a).   

Over time, research on leadership evolved and Scientific Management 

approach to leadership began to fade away.  Eventually, The Human Relations 

School of Management Leadership evolved by Elton Mayo (1933).  Mayo and his 

colleagues found that formal and informal personal relations were critically 

important to productivity and job satisfaction.  Mayo concluded that workers do 

not respond as isolated individuals but as members of a group.  He suggested 

that there is a social system consisting of established informal relationships 

between particular persons in any live organization.  He also said that this has 

important consequences for achievement (Mayo, 1933).  
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Kurt Lewin (1936) added that willingness to cooperate in a program of 

activities depends on one’s perception of the environment and their own place in 

it.  Moreover, groups with a democratic atmosphere, whose members participate 

in determining their own goals, will have higher morale and more commitment to 

the organization than those directed by authoritarian leaders.  Under some 

conditions, the amount of participation will determine the groups’ level of 

achievement (Lewin, 1935). 

Maslow (1954) also developed a persuasive theory in his view of people 

with regard to leadership.  He saw people as able to make their own decisions, 

trustworthy, dependable, and possessing a dignity and integrity that must be 

respected.  He also said that people are capable of being creative, dynamic, and 

active participants with their environment (Maslow, 1954). 

As Maslow suggested, the Human Relations approach to leadership 

differs from the Scientific Management theory in that it emphasizes people in 

contrast to positions.  This theory was deeply concerned with attitudes, values, 

and emotional reactions of humans.  The Human Relations approach stated that 

external control does motivate people to apply all of their talents in behalf of 

group goals.  This approach permitted individual autonomy, by maximizing task 

involvement and intrinsic motivation.  Individual goals and organizational goals 

become the same (McGregor, 1957).  

 While many scholars have attempted to understand leadership and many 

theories and models on leadership have been introduced, accepted, and 
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evolved; there has been a lack of consistent thrust in the study of leadership in 

sports (Loy, McPherson, & Kenyon, 1978).  With sport organizations growing 

more and more every year and with many producing millions of dollars in 

revenues, this area needed to be explored more thoroughly.   

Most studies of leadership in sport have been incomplete in this area of 

study.  For example, Sage focused on the personality of the coach, but did not 

provide a reliable and valid method of measuring it (Sage, 1975).  Other studies 

examined the application of Fiedler’s (1967) Contingency Model of Leadership 

Effectiveness to the sport situation (Bird, 1977).  However, this model was laden 

with theory and again provided no valid or reliable instrument for measurement.   

While these theoretical attempts to develop leadership models for sport 

are worthwhile, the clarity and cogency of any of these theories cannot be 

established without adequate leadership instruments (Chelladurai & Saleh, 

1978).  In fact, the elaboration of any theory entails an obligation to measure its 

constructs or to specify behavioral manifestations which can be adequately 

measured (Chelladurai & Saleh, 1978).  Without these measurements, there is 

no way to test the theory with accuracy and validity.  It is in fact only a promise of 

empirical advance (Chelladurai & Saleh, 1978).    

While the need for systematic research to identify and describe the 

dimensions of leader behavior in coaching and the need to develop valid scales 

to assess coaching behavior have been stressed, there have been few attempts 

in this direction (Cratty, 1973).  What has been done is a number of leadership 
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behavior instruments which were used in previous research in other 

organizational settings.  Here is a list of those examples: The Leader Behavior 

Description, Questionnaire (Halpin, 1957), the Supervisory Behavior Description 

Questionnaire (Fleishman, 1957), the Leadership Opinion Questionnaire 

(Fleishman, 1957), and the revised LBDQ-Form XII (Stogdill, 1963).   

Some of these instruments had constructs such as initiating structure and 

consideration, which were questionable as to their relevance to the sport context.  

In addition, while sport teams resembled organizations in many ways, there are 

still important differences.  For example, sport teams spend a disproportionate 

number of hours preparing for a single competition.  Winning is denied to at least 

one of the participants in every competition based on pure chance or superior 

opponent performance.  The existence of a sport team is also often short, three 

to six months (Chelladurai & Saleh, 1980).  These differences between traditional 

business organizations and sport organizations are why the aforementioned 

models would not suffice.   

With regard to these differences, there have been very few studies which 

attempted to identify the salient dimensions of leader behavior in sport. 

Danielson, Zelhart, and Drake (1975) administered a questionnaire which was 

modified from the original Leader Behavior Description Questionnaire (Hemphill 

& Coons, 1957).  This first appeared to be a promising start.  However, limited 

sample size, instrument reliability, and scale validity hampered the advancement 

and application of this model.   
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In another study, for the first time, Chelladurai and Saleh attempted to 

establish a leadership scale.  Chelladurai and Saleh tested 160 students (males 

= 80, females = 80) enrolled in a physical education degree program at a 

Canadian University.  Questions from this experiment were adapted from several 

of the previous leadership models such as The Leader Behavior Description, 

Questionnaire (Halpin, 1957), the Supervisory Behavior Description 

Questionnaire (Fleishman, 1957), the Leadership Opinion Questionnaire 

(Fleishman, 1957), and the revised LBDQ-Form XII (Stogdill, 1963).  However, 

they did not present evidence of reliability and validity of the scales used.  In 

addition, the samples were limited and therefore could not give an adequate 

indication of coaching behavior in different types of sports (Chelladurai & Saleh, 

1980).            

With Chelladurai and Saleh’s second attempt, they refined the scale by 

adding reliability and validity to his original model.  Response categories were 

quantified to give a common frame of reference to all respondents.  The 

response categories of “Often”, “Occasionally”, and “Seldom” were anchored at 

75%, 50%, and 25% of the time respectively (Chelladurai & Saleh, 1980).  In 

addition, the questionnaire was administered to 102 (males = 45, females = 57) 

physical education students and 223 (81 basketball players, 62 wrestlers, 57 

track and field athletes and 27 oarsmen) varsity athletes from different Canadian 

Universities (Chelladurai & Saleh, 1980).   
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Many scholars believed that Chelladurai’s model, derived with Saleh 

around 1980, reconciled and synthesized many of its precursors.  In addition to 

these major components, Chelladurai’s model has done particularly well with 

assessing leadership in the sport context.  One major aspect of Chelladurai’s 

model was that he created an operational definition of leadership within sport that 

contained valid and reliable measures.  Chelladurai and Saleh termed that 

operational definition the Leadership Scale for Sport.    

 

Coach Behaviors 

The Leadership Scale for Sport identified five dimensions of leadership 

within sport.  These leadership dimensions were especially relevant for coaches.  

These five dimensions provided conceptually distinct categories of overall 

coaching behavior and were measured with items similar to other leadership 

scales.  In addition, these dimensions allowed for comparison and extension of 

research findings in other fields (Chelladurai & Saleh, 1980).  

The first dimension of coaching behavior was called Training and 

Instruction.  It was aimed at improving athlete’s performance through various 

methods such as emphasizing training, teaching specific skills, and coordinating 

activities.  The second dimension was called Democratic behavior.  It was the 

coaching behavior that allows athletes greater participation in various decisions.  

The third dimension called Autocratic Behavior dealt with the coach making the 
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decisions independently of the other members of the team.  The fourth dimension 

was called Social Support.  This dimension dealt with the coaches’ behavior of 

demonstrating personal care and providing for the welfare of the athletes.  There 

was also an emphasis on the interpersonal relations of the members of the team.  

The last dimension, called Positive Feedback, dealt with the coach behavior that 

reinforced the athlete by recognizing and rewarding good performances.  In 

summary, these various dimensions worked together to operationalize 

perceptions of coach leadership style or coach leadership behaviors.   

Coaches lead their teams by influencing the individual members of the 

team and of the team itself to set and achieve goals.  As a result, one way of 

managing sport is through the leadership behaviors that are exhibited by the 

coach.  Chelladurai stated that individual differences among group members and 

the leader as well as the characteristics of the situation would significantly affect 

the leadership process and its effectiveness (Chelladurai, 1993).  Effectiveness 

will be evaluated through short-term performance.   

 

Short-term Performance 

Chelladurai conceptualized leadership in sport as an interactional process.  

The behavior that coaches exhibit as they lead their teams varies in terms of 

effectiveness.  As a result, one way to evaluate leadership effectiveness is 

through performance.  This also suggested that there were different levels of 
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effectiveness that result from the leadership process.  This is especially true for 

sport where the coach is held ultimately responsible for the performance of the 

team (Sage, 2006).   

Effectiveness is very important for the coach, the individual, and the team.  

The coach and the athlete are in need of each other; team goals cannot be 

accomplished without both (McGregor, 1960).  Highly effective teams execute 

their tasks to precision and more often produce the desired outcome of winning 

than low effective teams.  Leadership significantly affects the personal 

development of those who are led and it is often a critical factor in an individual’s 

attitudes about the group and human relations in general (McGregor, 1960).   

How well the leader manages an individual’s or team’s preparation may 

determine if that individual or team reaches their goal.  Reaching certain 

expectations or goals may also be very important for the organization.  Even 

more important, if the goals of the organization are not met by the leader, then 

the organization may attempt to replace that leader with one that can meet their 

expectations and goals.  This factor makes performance critical for the coach.  It 

also implies that if certain leadership behaviors are executed in ideal situations, 

then the overall effectiveness or performance of the individual or team can be 

directed in a direction that is in line with the overall goals of the organization.  

These leader behaviors will enhance individual actualization and may lead to 

better performance (McGregor, 1960). 
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Research evidence strongly supports the notion that there is a direct link 

between coach leadership behavior and athletes’ performances and behaviors 

(Horn, 2002).  For this reason, the coach, who is held ultimately responsible for 

the team, can influence their team’s performance through their leadership 

behaviors.  Not only can the coach influence their team’s performance, it is the 

coach’s duty to be responsible for the team’s performance.  In fact, many sport 

organizations hire coaches who can impact the team’s performance in ways that 

are synonymous with the expectations and goals of the organization.     

As a result, one way of managing sport is through the leadership 

behaviors that are exhibited by the coach.  Changing the way a leader manages 

his or her team could affect the performance of the individual or team they are 

managing (Horn, 2002).  This implies that by developing a coach in specific 

leadership areas, this may provide a return in terms of the team’s overall 

production or performance.   

The importance of performance cannot be undervalued, especially in 

relation to sport teams.  Determination of the individual or teams preparation is 

often evaluated through a game or competition with the coach being ultimately 

responsible for the team’s performance.  It may be argued that performance is as 

important or more for sport teams than other organizational structures.   

For example, in athletics the organizational members spend a 

disproportionate number of hours in training for a competition of about one hour.  

This is in contrast to the industrial and business situation where the training 
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period is much shorter in duration (Chelladurai & Saleh, 1980).  Since the 

moment of competition in sport is so brief, performance must be maximized by all 

parties involved; the coach, the individual, and the team to achieve success.  In 

addition, with the short duration of the existence of the team’s season, usually 

around three to six months, there usually is a long time before the next game or 

competition.    

Even when performance is at its highest, Chelladurai goes on to state that 

the organizational reward is denied to at least one of the contestants.  Thus, the 

members of a team continuously strive for a reward with the realization that they 

may be deprived of it either through superior performance of the opponent or 

pure chance (Chelladurai & Saleh, 1980).  Because of this nature in sport, 

performance will not be based on mere wins and losses.   

For the coach who may be replaced if the organizational expectations and 

goals are not met, performance when it counts the most becomes an urgent 

situation.  The players must be prepared, trained, and lead, to perform at a 

maximum level.  This will give the organization and the members involved the 

best chance to achieve its goals.   

Measuring performance can be done with a variety of techniques.  

Performance for this study will be based on what the athletes perceived during 

the time in which they participated in athletics.  Individuals evaluate performance 

in various ways (e.g., expected vs. achieved).  Some individuals may achieve 

more through competition than they originally anticipated or expected.  As a 
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result, this may be perceived as an acceptable performance, even if the outcome 

of the competition was not a win. 

Other studies have implemented a similar technique when assessing 

performance.  For example, when measuring performance dependent job 

features, satisfaction and dissatisfaction in coaches’ reactions to their jobs are 

not based on some absolute level of success, control, or relationship quality, but 

on how well those elements match their expectations (Dixon & Warner, 2010).   

Some athletes may have low expectations of their team and they may not 

expect very much in terms of overall wins.  However, if their team performs very 

well compared to that athlete’s expectation, they may rate their team’s 

performance as being high even though they may not have many overall wins.   

Likewise, an individual may not win any medals at a track meet all year 

long, yet that individual may improve their overall running time each week.  When 

this individual is compared to the absolute level of success of winning a medal, 

they would be considered a failure.  However, if the individual performed better 

than they expected, they may rate this as a high performance because their 

expectations were exceeded each week.  As a result, the research in this study 

will be based on a perceived performance rating.        

 The perceived performance rating will be used to measure performance 

or overall effectiveness.  The Performance rating will be used to determine the 

level of perceived effectiveness of the coach (i.e., Coach Performance), the level 
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of perceived effectiveness of the individual, (i.e., Individual Athlete Performance), 

and the level of perceived effectiveness of the team, (i.e., Team Performance).   

These performance types can have immediate short-term benefits for the 

coach and the team and for the sport manager and the organization.  For 

example, from a human resources perspective, the sport manager could hire a 

coach that already possesses many of the coach leadership behaviors.  The 

sport manager may seek out a coach who already has a proven track record in 

the areas of training and instruction, decision making, etc.  This may result in less 

training time for the coach, which in turn saves time and money for the 

organization.  In this case, an experienced coach may have an immediate and 

dramatic impact on the team’s performance.   

In addition, a coach may be evaluated by a sport manager in these 

specific areas.  This will help the coach to improve in areas in which they are 

weak.  By continually, improving the performance of the coach, the individual and 

the team may also improve.  Improving the individual parts is one way for the 

sport manager to improve the overall organization. 

Long Term Effects of Coach Behavior 

In addition to performance being a critical factor of success and affected 

by actual leader behavior along with other characteristics, ideals learned from 

this interactive leadership process may have a lasting effect.  According to Maddi 

(1987), leader behaviors can have a lasting impact on the lives of athletes.  He 
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goes on to suggest that commitment, control, and challenge can be learned and 

retained over time.   

Similar research has shown that individuals with characteristics such as 

commitment, control, and challenge, also demonstrated increased job 

satisfaction and lower levels of stress, strain, anxiety, disgust, and blood 

pressure (Maddi, Khan, & Maddi, 1998).  In addition to this study, Kobasa (1979) 

has shown that individuals with characteristics such as challenge, commitment, 

and control appear to have a buffer to stress.  With these findings, it is can be 

inferred that individuals that possess these characteristics have an advantage 

over those who do not, especially when it comes to stressful situations.    

 Clough and Earle (2002) showed that confidence too, can be learned and 

retained over time.  Individuals high in confidence have the self belief to 

successfully complete tasks which may be considered too difficult by individuals 

with similar abilities, but lower confidence (Clough & Earle, 2002).  In conjunction 

with this finding, Clough and Earle also developed a questionnaire that was 

determined to be valid and reliable in assessing lifelong outcomes such as 

challenge, commitment, confidence, and control in the individual.  Clough and 

Earle’s questionnaire assessed present outcomes in the individual.  Clough and 

Earle gave the following description of those individuals who possessed high 

levels of these Outcomes. 
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They are sociable and outgoing; being able to remain calm and relaxed, 

they are competitive in many situations and have lower anxiety levels than 

others.  With a high sense of self-belief and an unshakeable faith that they 

control their own destiny, these individuals can remain relatively 

unaffected by competition or adversity (Clough & Earle, 2004). 

 

The development of Clough and Earle’s questionnaire meant that now the 

relationship between coach leadership behaviors, performance, and long-term 

lifelong outcomes can be measured and tested.  It can be determined if there is 

not only a relationship between coach leadership behaviors and short-term 

performance but also between coach leadership behaviors and long-term life 

outcome.  Furthermore, if coach leadership behaviors can show a benefit for 

those individuals involved in sport, then sport can be a medium through which 

many positive outcomes are facilitated.   

For example, individuals may make better decisions if they are calm and 

relaxed in a tense or stressful situation.  Clough and Earle identified these 

outcomes as a result of individuals who possess high levels of challenge, 

commitment, confidence, and control.  These outcomes in individuals could 

mean more production for the organization in which they are working and as a 

result, a more productive society.   

Furthermore, correct decisions being made on the job are often rewarded.  

Incorrect decisions mean more organizational resources are needed to correct 
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the problem.  As a result, individuals who are high in these long-term outcomes 

may attain positions within the organization easier or may move to higher 

positions within the organization faster than those who are low in these 

outcomes.   

In fact, organizations may initially seek out individuals who have these 

characteristics.  Overall organizational production may be increased as a result 

of higher retention rates of employees.  This would also result in less time spent 

on training new ones.  In the end, the organization would benefit.   

The conceptual model attempts to explain the relationships that will be 

tested.  If it can be shown through this research project that coach leadership 

behaviors predict long-term outcomes in the individual, then, sport may be used 

as a mechanism for the individual and collective betterment of society.  

    

Conceptual Model 

Figure 2.1 presents the constructs and relationships that will be tested in 

this research study.  The independent variable Coach Leadership Behaviors will 

be used to predict the dependent variable Performance and the dependent 

variable Lifelong Outcomes.  Findings from this research are of utmost 

importance for the success of the coach in a position to influence and lead the 

individual and the team and for the sport manager who is responsible for the 

organization.  If a relationship can be discovered between Coach Leadership 
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Behaviors, Performance, and Lifelong Outcomes, then sport itself can be used a 

catalyst and implemented for positive change in communities throughout the 

world. 

 

 

 

 

 

 

 

 

 



Figure 2.1 Leadership, Performance, & Lifelong Outcomes Conceptual Model 
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CHAPTER 3: METHOD 

 This chapter begins by presenting the procedures that were executed 

during the data collection phase of this project.  The subjects that were the target 

of this study are described in detail.  In addition, the experimental design of this 

trial is presented.  The instruments used in this project are detailed along with the 

validity and reliability standards.  Furthermore, the test administration flow chart 

will graphically display the test administration procedures.  This section will 

conclude with the analysis that was run in order to answer the two proposed 

research questions. 

 

Procedures 

The paper version along with the web address of the online version of the 

leadership surveys were brought to various classrooms at The University of 

Texas at Austin before students arrived.  When the students arrived, the 

professor introduced the researcher and gave a short description of the research.  

The web address and password were distributed to the participants who had 

laptop computers with an internet connection.  Paper surveys were distributed to 

those who fit the criteria specified but did not have laptops (see appendix for 
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actual instructions).  When the participants finished, the paper surveys were 

collected by the researcher.   

Former high school student-athletes currently attending The University of 

Texas at Austin who participated in varsity athletics during high school were 

chosen to complete an online sport survey which contained demographic 

information along with several instruments.  Participants completed the Sport 

Leadership Scale to assess the leadership traits and behaviors of their high 

school coach.   

Next, participants completed questionnaire items that addressed their 

Coach’s Performance, their Individual Athlete Performance, and their Team’s 

Performance.  A score of one indicated low perceived performance while the 

score of ten indicated high perceived performance.  Finally, the participants 

completed Clough and Earl’s questionnaire to assess specific outcomes in the 

individual. 

Chelladurai’s Leadership Scale for Sport was selected because of the 

specific components that the instrument was designed to measure.  In addition, it 

was developed specifically for Sport.  To measure Coach Performance, 

Individual Athlete Performance, and Team Performance, three self report 

questionnaire items were included.  To assess Lifelong Outcomes, Clough and 

Earle’s questionnaire was selected.  The selection was based on the instruments 

historic ability to measure and quantify present characteristics such as Individual 
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Challenge, Individual Commitment, Individual Confidence, and Individual Control 

in a workplace environment. 

 

Subjects 

Students currently attending The University of Texas at Austin who 

participated in high school athletic competitions were recruited as participants for 

this study.  Participants were asked to partake of this study voluntarily if they had 

participated in any kind of sport, team or individual, during their enrollment in high 

school.  The majority of participants were male and female former student-

athletes between the ages 18 – 25 with a mean age of 24.6.  Participants came 

from a variety of backgrounds, as over 20 distinct ethnicities were reported.   

Nearly three hundred participants completed the survey online or paper 

with a very low attrition rate due to the one-time per classroom test setting.  

Possible biases included a parent-child / coach-player relationship.  This was 

tested with a research question that specifically addressed this scenario.  

Participants were asked to partake of this study voluntarily if they had 

participated in any kind of sport, team or individual, during their enrollment in high 

school.  Two hundred seventy nine participants completed the survey. 
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Experimental Design 

A quasi-experimental design was used for this trial.  This model best 

emulated the phenomena in this research investigation.  There was no random 

assignment into groups as this trial was conducted as a natural experiment.  In 

addition, this design type minimized the threat to external validity and as a result 

increased generalizability of certain ideals observed throughout this study.  

 The independent variable used in this study was Coach Leadership 

Behavior.  Components of Coach Leadership Behavior consisted of five separate 

independent variables termed Training and Instruction, Democratic Behaviors, 

Autocratic Behaviors, Positive Feedback, and Social Support.   

The dependent variables for this study were Performance and Lifelong 

Outcomes.  Performance was parsed into three forms, Coach Performance, 

Individual Athlete Performance, and Team Performance.   

A second dependent variable for this study was Lifelong Outcomes.  

Lifelong Outcomes were parsed into nine subcomponents.  The nine 

subcomponents consisted of Individual Challenge, Individual Commitment, 

Individual Confidence in Abilities, Individual Interpersonal Confidence, Overall 

Individual Confidence, Individual Control of Emotions, Individual Control of Life, 

Overall Individual Control, and Lifelong Outcomes Composite.   

Detailed execution of the instructions in the test administration procedures 

was performed in order to reduce measurement error and maintain experiment 
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validity. Generalizability of certain ideals observed throughout this study 

remained high. 

 

Instrumentation 

 Chelladurai’s Leadership Scale for Sport was chosen for evaluation and 

quantification of Coach Leadership Behaviors.  This scale consisted of five 

components: Training and Instruction (13 items), Democratic Behavior (9 items), 

Autocratic Behavior (5 items), Social Support (8 items), and Positive Feedback (5 

items).  Each question was scored on a 5-point Likert Scale and assigned points 

according to each response.  Response categories were anchored at 1 = Never, 

2 = Seldom (25% of the time), 3 = Occasionally (50% of the time), 4 = Often 

(75% of the time), and 5 = Always.  

 Internal consistency estimates for the Coach Leadership Behavior 

components ranged .81 to .94 for this study.  The relative stability of the factor 

structure across the cases in this sample confirmed the factorial validity of the 

scale.  The interpretations of the factors established the content validity of the 

scale (Chelladurai & Saleh, 1980). 
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Table 3.1 Internal Consistency Estimates of Coach Leadership 
Behaviors Cronbach’s Alpha (N = 279) 

 
Independent Variable Alpha

Training & Instruction  0.94 

Democratic Behaviors 

Autocratic Behaviors 

 0.91 

 0.81 

Social Support 

Positive Feedback 

 0.90 

 0.90 

  

 

Clough and Earle’s questionnaire was chosen to assess and quantify 

several life outcomes.  This instrument consisted of seven components: 

Individual Challenge (8 items), Individual Commitment (11items), Individual 

Confidence Abilities (9 items), Individual Interpersonal Confidence (6 items), 

Individual Control of Emotion (7 items), Individual Control of Life (7 items) and 

Lifelong Outcomes Composite (48 items).  Each question was scored on a 5-

point Likert Scale ranging from 1 = Strongly Disagree, 2 = Disagree, 3 = Neither 

Agree nor Disagree, 4 = Agree, and 5 = Strongly Agree.  Points were assigned 

according to each response and subscale items were centered according to the 

following: (-2 = Strongly Disagree, -1 = Disagree, 0 = Neither Agree nor 

Disagree, +1 = Agree, and +2 = Strongly Agree).  In addition, subscale items 

were averaged to produce an overall subscale score to account for the different 
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number of items in each category.  Furthermore, subcomponent scores from 

each category were summed to compute the overall Lifelong Outcomes 

Composite. 

 A reliability test for this specific study was performed using Cronbach’s 

Alpha.  While historical reliability of the Instrument was reported at .8976 and 

Construct Validity was found significant (Clough, 2002).  This study found a 

range of Cronbach’s Alpha from .43 to .87.  Historical development guidelines 

suggest that .60 is acceptable and as a result, this value will be used as evidence 

of an acceptable level of reliability (Nunnally & Bernstein, 1994).   

While subscale category item reliability coefficients were slightly lower in 

this study than historically projected, they will suffice for this project.  

Interpretations of findings from this study will bear this in mind as generalizations 

are projected from these results.    
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Table 3.2 Internal Consistency Estimates of Lifelong Outcomes 
Cronbach’s Alpha (N = 279) 

 
Dependent Variable Alpha 

Individual Challenge 0.58 

Individual Commitment 0.70 

Individual Confidence Abilities 0.63 

Individual Confidence Interpersonal 0.59 

Overall Individual Confidence 0.67 

Individual Control Emotion 0.43 

Individual Control Life 0.56 

Overall Individual Control 0.64 

Life Outcomes Composite 0.87 

 

Test Administration 

The paper version along with the web address of the online version of the 

leadership surveys were brought to various classrooms at The University of 

Texas at Austin before students arrived.  When the students arrived, the 

professor introduced the Researcher and gave a short description of the 

research.  The web address and password were distributed to the participants 

who had laptop computers with an internet connection.  Paper surveys were 



handed out to those who fit the criteria specified but did not have laptops. See 

Test Administration Flow chart and instructions (See Appendices for actual 

instructions).  When the participants finished, the Researcher collected the paper 

surveys; the electronic surveys were automatically saved in an online database. 

 

Figure 3.2 Test Administration Flow Chart 
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Researcher arrives at classroom with online and paper 
version of testing materials and pencils

Participants arrive and are seated 

Professor Introduction and test administration 
procedures read by Researcher

Researcher distributes paper surveys, web link, and 
password and survey completed by participants

Researcher collects all surveys along with pencils
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Analysis 

In order to investigate means, descriptive statistics were run on all 

independent and dependent variables.  Histograms were viewed to check for 

data normality.  Finally, multiple regressions of the independent variable Coach 

Leadership Behaviors predicting the dependent variable Performance and the 

dependent variable Lifelong Outcomes were analyzed. 

In order to answer research question number one, a multiple regression 

analysis was run.  The first analysis consisted of a regression of the independent 

variable Coach Leadership Behaviors against the dependent variable 

Performance.   

Multiple regressions were run for the various components of the 

independent variable Coach Leadership Behaviors (i.e., Training and Instruction, 

Democratic Behaviors, Autocratic Behaviors, Social Support, and Positive 

Feedback).  In addition, multiple regressions were run predicting the various 

components of the dependent variable Performance (i.e., Coach Performance, 

Individual Athlete Performance, and Team Performance).    
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In order to answer research question number two, a multiple regression 

analysis was run.  This analysis consisted of a regression of the independent 

variable Coach Leadership Behaviors against the dependent variable Lifelong 

Outcomes.   

Multiple regressions were run for the various components of the 

independent variable Coach Leadership Behaviors (i.e., Training and Instruction, 

Democratic Behaviors, Autocratic Behaviors, Social Support, and Positive 

Feedback) predicting the dependent variable Lifelong Outcomes and its various 

components (i.e., Individual Challenge, Individual Commitment, Individual 

Confidence in Abilities, Individual Interpersonal Confidence, Overall Individual 

Confidence, Individual Control of Emotions, Individual Control of Life, Overall 

Individual Control, and Lifelong Outcomes Composite). 
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CHAPTER 4: RESULTS 

This chapter will present the overall results of this research project. First, 

the descriptive statistics of the independent variable Coach Leadership 

Behaviors will be presented.  Second, descriptive statistics of the dependent 

variable Performance and Lifelong Outcomes will be presented.  This chapter will 

conclude with tables of the hierarchical regressions that were performed.  Data 

will be presented for all of the Coach Leadership Behavior variables that were 

computed predicting Performance and Lifelong Outcomes.   

 

Descriptive Statistics 

 Descriptive Statistics were run on the independent variable Coach Leadership 

Behaviors.  Results of means and standard deviations are presented in Table 

4.1.  Skewness and Kurtosis of the data are also presented. 
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Table 4.1 Coach Leadership Behaviors Independent Variable 
Descriptive Statistics (N = 279) 

 
Leader Behaviors Min Max Mean  SD Skewness Kurtosis

Training & Instruction 1.00 5.00  3.63  0.82  -0.22 -0.83 

Demo. Behaviors 1.00 5.00  2.42  0.87   0.50 -0.05 

Autocratic Behaviors 1.00 5.00  2.83  0.86   0.06 -0.43 

Social Support 1.00 5.00  2.80  0.89   0.13 -0.32 

Positive Feedback 1.00 5.00  3.09  0.84  -0.52  0.05 

 

 Means and Standard Deviations of the leadership behaviors were normal.  

Skewness and Kurtosis of the coach leadership behaviors were also normal.   

 In addition to the independent variables, descriptive statistics were run on the 

dependent variables Performance and Lifelong Outcomes.  Results of means, 

standard deviations, Skewness, and Kurtosis are presented in Table 4.2 and 

Table 4.3 respectively. 
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Table 4.2 Performance Dependent Variable Descriptive Statistics 
(N = 279) 

Performance Min Max Mean  SD Skewness Kurtosis

Coach Performance 1.00 10.0  6.88  2.34  -0.58  -0.30 

Individual Performance 2.00 10.0  7.34  1.51  -0.73   0.61 

Team Performance 1.00 10.0  7.23  3.64  -0.82   0.59 

 

 

 

Table 4.3 Lifelong Outcomes Dependent Variable Descriptive 
Statistics (N = 279) 

Lifelong Outcomes Min Max Mean  SD Skewness Kurtosis

Challenge -1.0 1.75 0.66  0.35  -0.38 -2.27 

Commitment -.55 1.00 0.21  0.27   0.13  0.07 

Confidence Ability -.78 1.33 0.35  0.31   0.03  0.83 

Conf. Interpersonal -.83 1.50 0.30  0.40   0.10  0.86 

Overall Confidence -.40 1.40 0.33  0.26   0.30  1.12 

Control Emotion -1.0 1.43 0.20  0.39   0.21  0.24 

Control Life -.71 1.14 0.12  0.34   0.40  0.39 

Overall Control -.57 1.21 0.16  0.29   0.36  0.40 

Lifelong Composite -12  56 14.79  9.49   0.49  1.60 
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 Means were centered on a scale ranging from -2 to +2, with 0 representing 

the respondent neutral center (i.e., Neither Agree nor Disagree).  Standard 

Deviations of the Performance dependent variables and Lifelong Outcomes were 

normal.  Skewness and Kurtosis of the Performance dependent variables and 

Lifelong Outcomes were also normal.   

 In order to establish relationships between the independent variable (Coach 

Leadership Behaviors) and the dependent variable (Performance and Lifelong 

Outcomes) a regression analysis was performed.  Likewise multiple regressions 

were performed on all independent variables (Democratic Behaviors, Autocratic 

Behaviors, Social Support, and Positive Feedback) and on all dependent 

variables (Coach Performance, Individual Athlete Performance, Team 

Performance, Individual Challenge, Individual Commitment, Individual 

Confidence in Abilities, Individual Interpersonal Confidence, Overall Individual 

Confidence, Individual Control of Emotions, Individual Control of Life, Overall 

Individual Control, and Lifelong Outcomes Composite). 

  There was enough power in this study to find significant effects (p < .05) of 

the independent variable Coach Leadership Behaviors on the dependent variable 

Performance, and significant effects (p < .05) on the dependent variable Lifelong 

Outcomes.  While some of the findings outlined here were significant, an 

examination of the effect sizes provided a more practical importance. 
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Leadership Behaviors and Performance 

 In order to answer research question number one, multiple regressions were 

run.  Regressions were used to test the relationship between the Coach 

Leadership Behaviors and the three types of performance (i.e., Coach 

Performance, Individual Athlete Performance, and Team Performance).  The first 

regression was run on the independent variable Coach Leadership Behaviors 

predicting the dependent variable Coach Performance.  In order to determine 

how much variance each independent variable component accounted for, the 

stepwise method was selected.   

 

 Coach performance.  Using the stepwise method, it was found that Training 

and Instruction significantly predicted Coach Performance with adjusted R 

square = .556; F (1, 230) = 290.736, p < .001 and with 55.6% of the variance 

accounted for in the model.  When Positive Feedback was added to the model, it 

was also found to be a significant predictor of Coach Performance with adjusted 

R square = .589; F (2, 229) = 166.464, p < .001 and with 58.9% of the variance 

accounted for in the model.  Additionally, when Social Support was added to the 

model, it was found to be a significant predictor of Coach Performance by 

accounting for 59.9% of variance in the model with adjusted R square = .599; F 

(3, 228) = 115.894, p < .001.   
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 The strength of the relationship as determined by the R correlation between 

the combination of factors Training and Instruction, Social Support, and Positive 

Feedback was .777.  This indicated a large effect of the combination of 

independent variables on the dependent variable Coach Performance given the 

.37 cutoff for a large effect.  Coach Democratic and Autocratic Behaviors were 

not found to be significant predictors in the model.  

 

 

Table 4.4 Hierarchical Regression Analysis for Coach 
Leadership Behaviors Predicting Coach Performance 

(N = 279) 

Variable B S.E. B Beta 

Step 1 

     Training & Instruction 

 

2.34 

 

0.14 

 

0.75 

Step 2  

     Training & Instruction 

     Positive Feedback 

 

1.90 

0.69 

 

0.17 

0.16 

 

0.61 

0.23 

Step 3 

     Training & Instruction 

     Positive Feedback 

     Social Support 

 

1.73 

0.58 

0.38 

 

0.18 

0.16 

0.15 

 

0.55 

0.19 

0.14 
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 Individual athlete performance.  To answer research question number one, 

multiple regressions were run.  The next regression was run on the independent 

variable Coach Leadership Behaviors predicting the dependent variable 

Individual Athlete Performance.  In order to determine how much variance each 

independent variable component accounted for, the stepwise method was used. 

 This regression found that Training and Instruction significantly predicted 

Individual Athlete Performance with adjusted R square = .099; F (1, 230) = 

26.449, p < .001 and with 9.9% of the variance accounted for in the model.  

When Demographic Behaviors was added into the model, it significantly 

predicted Individual Athlete Performance with adjusted R square = .117; F (2, 

229) = 16.366, p < .001 and with 11.7% of the variance accounted for in the 

model.   

 The strength of the relationship, as determined by the R correlation between 

the combination of factors Training and Instruction and Democratic Behaviors, 

was .354.  This indicated a medium effect of the combination of independent 

variables on the dependent variable Individual Athlete Performance given the .24 

- .36 cutoff for a medium effect.  Coach Autocratic Behaviors, Positive Feedback, 

and Social Support were not found to be significant predictors in the model. 
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Table 4.5 Hierarchical Regression Analysis for Coach 
Leadership Behaviors Predicting Individual Athlete 

Performance (N = 279) 

Variable B S.E. B Beta 

Step 1 

     Training & Instruction 

 

0.94 

 

0.15 

 

0.38 

Step 2  

     Training & Instruction 

     Positive Feedback 

 

0.65 

0.46 

 

0.19 

0.18 

 

0.26 

0.19 

 

Team performance.  Finally, in answering research question number one, a 

multiple regression was run.  The next regression was run on the independent 

variable Coach Leadership Behaviors predicting the dependent variable Team 

Performance.  In order to determine how much variance each independent 

variable component accounted for, the stepwise method was selected. 

 It was found that Training and Instruction significantly predicted Team 

Performance with adjusted R square = .137; F (1, 230) = 37.741, p < .001 and 

with 13.7% of the variance accounted for in the model.  When Positive Feedback 

was added to the model, even more variance was explained as it significantly 

predicted Team Performance with adjusted R square = .158; F (2, 229) = 22.595, 

p < .001 and with 15.8% of the variance accounted for in the model.   
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 When the strength of the relationship was examined between the combination 

of factors of the independent variables Training and Instruction and Positive 

Feedback on Team Performance, it was determined that there was a large effect.  

The effect size of .406 was considered large given the .37 cutoff for a large 

effect.  Coach Democratic Behaviors, Autocratic Behaviors, and Social Support 

were not found to be significant predictors in the model. 

 

 

Table 4.6 Hierarchical Regression Analysis for Coach 
Leadership Behaviors Predicting Team Performance  

(N = 279) 

Variable B S.E. B Beta 

Step 1 

     Training & Instruction 

 

0.94 

 

0.15 

 

0.38 

Step 2  

     Training & Instruction 

     Positive Feedback 

 

0.65 

0.46 

 

0.19 

0.18 

 

0.26 

0.19 
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Leadership Behaviors and Lifelong Outcomes 

 In order to answer research question number two, multiple regressions 

were run.  The first regression was run on the independent variable Coach 

Leadership Behaviors predicting the dependent variable Lifelong Outcomes.  

Regressions were used to test the relationship between the Coach Leadership 

Behaviors and the dependent variable Lifelong Outcomes (i.e., Individual 

Challenge, Individual Commitment, Individual Confidence in Abilities, Individual 

Interpersonal Confidence, Overall Individual Confidence, Individual Control of 

Emotions, Individual Control of Life, Overall Individual Control, and Lifelong 

Outcomes Composite).  In order to determine how much variance each 

independent variable component accounted for, the stepwise method was 

selected. 

 
 Individual challenge.  It was determined that Social Support significantly 

predicted Individual Challenge with adjusted R square = .054, F (1, 230) = 

14.097, p < .001 and with 5.4% of the variance accounted for in the model.   

 By examining the strength of the relationship between the combination of 

factors of the independent variable Social Support on Athlete Challenge, it was 

determined that there was a medium effect.  The effect size of .240 was medium 

given the .24 - .36 cutoff for a medium effect.  Coach Training and Instruction, 
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Democratic Behaviors, Autocratic Behaviors, and Positive Feedback were not 

found to be significant predictors in the model. 

Table 4.7 Hierarchical Regression Analysis for Coach 
Leadership Behaviors Predicting Individual Challenge    

(N = 279) 

Variable B S.E. B Beta 

Step 1 

     Social Support 

 

0.92 

 

0.03 

 

0.24 

 

 Individual commitment.  No Coach Leadership Behaviors significantly 

predicted Individual Commitment.  All variables were entered together. The Enter 

method was used in order to obtain the F statistic and the corresponding 

significance values for reporting purposes.  The overall regression was not 

significant F (5, 226) = .799, p > .05.  Beta coefficients are presented in Table 

4.8.   
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Table 4.8 Hierarchical Regression Analysis for Coach 
Leadership Behaviors Predicting Individual 

Commitment (N = 279) 

Variable B S.E. B Beta 

Step 1 

     Training & Instruction 

 

 0.01 

 

0.70 

 

 0.04 

     Democratic Behaviors 

     Autocratic Behaviors 

 0.02 

 0.04 

0.03 

0.03 

 0.06 

 0.12 

     Social Support 

     Positive Feedback 

-0.01 

 0.03 

0.03 

0.03 

-0.04 

 0.11 

  

 

 Individual confidence in abilities.  To answer research question number 

two, another multiple regression was run.  The next regression was run on the 

independent variable Coach Leadership Behaviors predicting the dependent 

variable Individual Confidence in Abilities.  In order to determine how much 

variance each independent variable component accounted for, the stepwise 

method had to be used.  Training and Instruction was found to significantly 

predict Individual Confidence in Abilities with adjusted R square = .014, F (1, 

230) = 4.166, p < .05 and with 1.4% of the variance accounted for in the model.   

 When examining the strength of the relationship between the independent 

variable Training and Instruction and the dependent variable Individual 

Confidence in Abilities, it was determined that there was a small effect.  The 



 61

effect size of .018 was considered small given the .1 - .23 cutoff for a small 

effect.  Coach Democratic Behaviors, Autocratic Behaviors, Social Support, and 

Positive Feedback were not found to be significant predictors in the model. 

 

Table 4.9 Hierarchical Regression Analysis for Coach 
Leadership Behaviors Predicting Individual Confidence 

in Abilities (N = 279) 

Variable B S.E. B Beta 

Step 1 

     Training & Instruction 

 

0.05 

 

0.03 

 

0.13 

  

  

 Individual interpersonal confidence.  No Coach Leadership Behaviors 

significantly predicted Individual Interpersonal Confidence.  All variables were 

entered together. The Enter method was used in order to obtain the F statistic 

and the corresponding significance values for reporting purposes.  The overall 

regression was not significant F (5, 226) = 1.729, p > .05.  Beta coefficients are 

presented in Table 4.10. 
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Table 4.10 Hierarchical Regression Analysis for Coach 
Leadership Behaviors Predicting Individual 

Interpersonal Confidence (N = 279) 

Variable B S.E. B Beta 

Step 1 

     Training & Instruction 

 

 0.01 

 

0.04 

 

 0.03 

     Democratic Behaviors 

     Autocratic Behaviors 

 0.02 

 0.07 

0.04 

0.04 

 0.08 

 0.16 

     Social Support 

     Positive Feedback 

-0.04 

 0.09 

0.04 

0.04 

-0.10 

 0.19 

 

  

 Overall individual confidence.  No Coach Leadership Behaviors 

significantly predicted Overall Individual Confidence.  All variables were entered 

together. The Enter method was used in order to obtain the F statistic and the 

corresponding significance values for reporting purposes.  The overall regression 

was not significant F (5, 226) = 1.029, p > .05.  Beta coefficients are presented in 

Table 4.11. 
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Table 4.11 Hierarchical Regression Analysis for Coach 
Leadership Behaviors Predicting Overall Individual 

Confidence (N = 279) 

Variable B S.E. B Beta 

Step 1 

     Training & Instruction 

 

 0.04 

 

0.15 

 

 0.11 

     Democratic Behaviors 

     Autocratic Behaviors 

 0.01 

 0.03 

0.03 

0.03 

 0.05 

 0.11 

     Social Support 

     Positive Feedback 

 0.00 

 0.01 

0.02 

0.03 

 0.01 

 0.04 

 

 

 Individual control of emotion.  The next regression was run on the 

independent variable Coach Leadership Behaviors predicting the dependent 

variable Individual Control of Emotion.  In order to determine how much variance 

each independent variable component accounted for, the stepwise method was 

used.  It was found that Coach Autocratic Behaviors significantly predicted 

Individual Control of Emotion with adjusted R square = .016, F (1, 230) = 4.671, p 

< .05 and with 1.6% of the variance accounted for in the model.   

 There was a small effect in this relationship.  This effect size was calculated 

at .141 which was considered small given the .1 - .23 cutoff for a small effect.  

Coach Training and Instruction, Democratic Behaviors, Social Support, and 

Positive Feedback were not found to be significant predictors in the model. 
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Table 4.12 Hierarchical Regression Analysis for Coach 
Leadership Behaviors Predicting Individual Control of 

Emotion (N = 279) 

Variable B S.E. B Beta 

Step 1 

     Autocratic Behaviors 

 

0.06 

 

0.03 

 

0.14 

 

 Individual control of life.  No Coach Leadership Behaviors significantly 

predicted Individual Control of Life.  All variables were entered together. The 

Enter method was used in order to obtain the F statistic and the corresponding 

significance values for reporting purposes.  The overall regression was not 

significant F (5, 226) = .840, p > .05.  Beta coefficients are presented in Table 

4.13. 

Table 4.13 Hierarchical Regression Analysis for Coach 
Leadership Behaviors Predicting Individual Control of 

Life (N = 279) 

Variable B S.E. B Beta 

Step 1 

     Training & Instruction 

 

  0.00 

 

0.04 

 

  0.02 

     Democratic Behaviors 

     Autocratic Behaviors 

  0.02 

  0.04 

0.03 

0.03 

  0.07 

  0.10 

     Social Support 

     Positive Feedback 

  0.04 

 -0.01 

0.03 

0.03 

  0.12 

 -0.04 
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 Overall individual control.  No Coach Leadership Behaviors significantly 

predicted Overall Individual Control.  All variables were entered together. The 

Enter method was used in order to obtain the F statistic and the corresponding 

significance values for reporting purposes.  The overall regression was not 

significant F (5, 226) = .866, p > .05.  Beta coefficients are presented in Table 

4.14. 

Table 4.14 Hierarchical Regression Analysis for Coach 
Leadership Behaviors Predicting Overall Individual 

Control (N = 279) 

Variable B S.E. B Beta 

Step 1 

     Training & Instruction 

 

 0.00 

 

0.03 

 

  0.01 

     Democratic Behaviors 

     Autocratic Behaviors 

 0.01 

 0.05 

0.03 

0.03 

  0.00 

  0.14 

     Social Support 

     Positive Feedback 

 0.03 

 -0.01 

0.03 

0.03 

  0.10 

 -0.02 

 

    

 Lifelong outcomes composite.  The next regression was run on the 

independent variable Coach Leadership Behaviors predicting the dependent 

variable Lifelong Outcomes Composite.  In order to determine how much 

variance each independent variable component accounted for, the stepwise 

method had to be used.  It was found that Training and Instruction significantly 
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predicted Lifelong Outcomes Composite with adjusted R square = .017, F (1, 

230) = 4.919, p < .05 and with 1.7% of the variance accounted for in the model.   

 The strength of the relationship as determined by the R correlation between 

the independent variable Training and Instruction and the dependent variable 

Lifelong Outcomes Composite was .145.  This indicated a small effect of the 

independent variable on the dependent variable given the .1 - .23 cutoff for a 

small effect.  Coach Democratic Behaviors, Autocratic Behaviors, Social Support, 

and Positive Feedback were not found to be significant predictors in the model. 

Table 4.15 Hierarchical Regression Analysis for Coach 
Leadership Behaviors Predicting Lifelong Outcomes 

Composite (N = 279) 

Variable B S.E. B Beta 

Step 1 

     Training & Instruction 

 

1.56 

 

0.70 

 

0.15 

 

  

 Figure 4.1 graphically illustrates the results of the constructs that were tested 

and found statistically significant in this research project.  Correlation coefficients 

are provided to demonstrate the strength of the relationship.   

  

 

 



Figure 4.1 Leadership, Performance, & Lifelong Outcomes Results Model 
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CHAPTER 5: DISCUSSION 

 This chapter discusses the theoretical and practical implications of coach 

leadership behaviors on short-term performance outcomes and on long-term 

outcomes such as Lifelong Outcomes.  Implications of future research in this 

area as related to sport are also included.  A comparison of the results found in 

this research to the currently existing research is also presented. 

 

Coach Leadership Behaviors and Short-Term Effects 

  The results indicate that the coach can largely impact the athlete’s perception 

of their coaching performance through a combination of leadership behaviors 

(i.e., Training and Instruction, Social Support, and Positive Feedback).  This 

combination of leader behaviors was more strongly related to the athlete’s 

perception of coach performance than any other combination of leader 

behaviors.   

 This is important because the coach needs the athletes to believe in the 

lessons they are teaching.  The athletes also need to believe in the coach; 

especially in terms of the expert advice they are receiving.  The result is an 

impact on individual and team goals.  The coach and the athlete are in need of 

each other; team goals cannot be accomplished without both (McGregor, 1960). 
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 Because of this finding, the coach should and needs to implement specific 

behaviors to manage their athlete’s perception of their own performance.  The 

result has the potential to increase success for the individual and the team.  

When the individual and team goals are accomplished, this is the best way for 

the coach to satisfy the expectations and goals set forth by the sport manager 

and the organization.   

 It was also found that the coach can moderately impact the perception of the 

athlete’s individual performance through training and instructional strategies and 

through athlete participation in decision making.  Therefore, when the coach 

trains the athlete in the specific skills and techniques of the sport and when the 

coach allows the athlete to participate in setting goals and to participate in 

methods of achieving those goals, then individual athletes’ performance will be 

impacted in a positive manner.   

 One method of improving the team is by improving the individual parts.  For 

the coach seeking to improve the performance of the team, this would be a great 

place to start.  Again, this is important for the coach because the coach is the 

one who is held ultimately responsible for the performance of the team (Sage, 

2006).   

 Additionally, it was found that the coach can largely impact the perception of 

the team’s performance through training and instructional strategies and through 

corrective measures based on performance.  As a result, when the coach trains 

and instructs the athletes to reach their maximum physical potential, this would 
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result in a positive impact on the overall team.  Overall, successful teams may 

perceive a good leader while unsuccessful teams may perceive a poor leader.   

 Organizational goals and expectations do not vary in the same ways as team 

performance.  With team performance at stake in every competition, it is in the 

coach’s best interest to maximize performance of the team in every contest.  

Team performance is very important because sport is viewed as a business.  In 

business, management is held responsible for the performance of the 

organization.  Likewise in sport, the coach is held responsible for the 

performance of the team.  Thus, the coach servers a function that is similar to 

management leaders of the business world (Sage, 2006). 

 Coaches, who understand effective behaviors for leading and work to enrich 

themselves in these areas may as a result, improve their athlete’s performance 

and may ultimately, improve the success of the team.  One way the coach might 

accomplish this through various training and instructional sessions for 

themselves.   

 For example, the coach can listen to speeches of other successful coaches or 

watch video as a tool for learning different strategies and techniques.  This is of 

utmost importance for the coach seeking to satisfy the expectations and goals of 

the individual and the team.  This may in turn ultimately improve the success of 

the sport manager who is responsible for the organization. 
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Coach Leadership Behaviors and Long-Term Effects  

 Through this research project, it was found that the social support a coach 

provides their team members through sport moderately impacts how the 

individual views challenges or problems as opportunities.  The avenues through 

which the coach provides the opportunity for team members to socialize and 

satisfy their interpersonal needs helps team members to solve problems.   

 Team members who have competed and fought through adversity in the past 

through sport, have learned the inherent need of relying on others in a family 

support structure to accomplish their goals.  Through socializing, discussing, and 

interacting with each other during these adverse conditions in sport, this allowed 

the team member to realize and value the importance of social support.  It is, in 

fact, this social support network that has brought them through the challenge and 

allowed them the opportunity to accomplish their goals.   

 Those individuals who have been a part of this social network or team in the 

past seem to have an easier time of dealing with challenges.  As a result, when a 

challenge presents itself in the future for the individual who has participated in 

sport, they will seek others for help in overcoming the situation.  This modeled 

behavior, learned inadvertently through the sport context, will in fact help the 

individual cope with problems.   
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 When the problems are handled, more individual resources can be put into 

other meaningful tasks.  When all of the resources are devoted to solving the 

problem alone, other tasks such as goal achievement may be forgone.      

 In fact, research points out that some even seek out such situations 

(challenges) for self-development.  Others may avoid challenging situations for 

fear of failure, or aversion to effort (Clough & Earle, 2000).  When individuals see 

that they can improve their lives by challenging themselves or pushing 

themselves further or harder than they ever have, then they may seek out this 

outcome specifically to better their life or so that they may enjoy their life more.     

 This study also found that training and instructional strategies used by the 

coach minimally impacted long-term individual confidence in abilities.  Therefore, 

if the coach can teach the athletes how to acquire the necessary skills of the 

sport and coordinate the activities of the sport, this in turn could impact the 

individual’s belief that they can successfully attempt and complete work tasks 

later in their life.  The individual would also believe more in themselves being 

self-assured and confident (Clough & Earle, 2000).   

 Individuals with confidence in their abilities would see themselves as capable 

learners who can learn and improve when given the proper instruction.  They 

believe they can achieve their goals because they have achieved them in the 

past through sport.  Sport provides many instances, through games or 

competitions, for the participant to follow through or experience the outcome of 
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the training and instruction that they received from their coach.  This becomes 

even more powerful when goal attainment has occurred.   

 Implications from this may help the individual be more successful in their work 

later in life.  Individuals who have participated in sport would learn to seek expert 

advice in the form of tools or education to achieve the success they so desire.  It 

will also give them a tangible structure for executing a plan to achieve their 

desired goals.  Through sport participation in the past, the individual may now be 

able to accomplish their goals with a higher rate of success.   

 For example, if the individual has been in various situations in sport in which 

there were goals along with a detailed explanation and plan on how to obtain 

those goals, they would believe more in themselves to be able to accomplish 

similar goals when given sufficient detailed instructions.  After all, this would not 

be the first time that they have accomplished such a feat.  In fact, when the 

athlete first accomplished this goal through sport, the learning process for goal 

attainment was established.  Long-term, it can now be reflected upon and 

reproduced.  

 In this study, the autocratic behaviors displayed by the coach minimally 

impacted the individual’s long-term ability to control their emotions.  Many factors 

such as time and age could play a part in the individual’s ability to control their 

emotions as a result of the coach’s leadership behaviors.  The times that the 

coach demanded strict compliance with their authority during sport, impacted the 

individual in terms of how they control their emotion.   
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 Autocratic behaviors are most often demonstrated by the coach when there is 

a stressful or tense situation or an emergency.  Stressful or tense times happen 

on various occasions in sport.  In these situations, the player saw the coach 

taking control of the situation and issuing orders in which full compliance was 

expected.  In this instance, the behavior was modeled to the individual.  The 

individual saw an authoritative figure in a stressful situation, taking control, 

issuing orders, to produce a desired result with an overall calmer situation.  As a 

result over time, the individual may have learned, through modeled coach 

behavior, how to deal effectively with tense or stressful times. 

 These tense or stressful times through sport can produce an individual that 

generally remained cool, calm, and collected through the presence of past 

modeled authoritative behaviors.  When an event of this nature occurs again, at 

least the individual who has had this behavior modeled by the coach in the past, 

have a point of reference.  Individuals in tense situations who never participated 

in sport may not remain cool, calm, and collected, unless this behavior was 

modeled elsewhere.  In most cases, it appears that these individuals would not 

be as capable in handling these situations as would those who have participated 

in sport.   

 Finally, this research study found that the coaches training and instructional 

tactics and strategies minimally impacted the combination of all of these long-

term lifelong outcomes.  Therefore, the coach training, instructing, and 

coordinating the efforts of the individual team members and of the team itself, 
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has an impact on the combination of all of these factors.  Clough & Earle stated 

that: 

  

individuals with these qualities are able to cope with most of life’s 

challenges, although, when facing some difficult circumstances they may 

feel nervous and a little threatened.  They are quite confident in their 

abilities, but their self-belief may be affected by others’ criticism.  They are 

likely to be reasonably comfortable in most situations, and will usually 

contribute to group activities.  They will usually achieve their goals, 

although they may occasionally become distracted when facing difficult 

circumstances.  They are likely to feel in control in most situations and feel 

that they have some power to influence what goes on around them.  

Under normal circumstances, they are in control of their emotions (2004). 

 

 This signifies the importance of being able to learn as an individual from an 

experienced or expert teacher such as a coach.  This allows the individual to 

seek out a method of goal attainment.  If given the right instruction, an 

accomplishment of the goal can be realized by the individual.   

 As a result, it is important for the coach and the sport manager to continue to 

learn new tactics, skills, strategies, and techniques.  This will allow them the 

ability to impact the individual, the team, and the organization, short-term and 

long-term.           
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 In summary, this study has found that coach leadership behaviors through 

sport does impact short-term performance.  This has important outcomes for the 

coach who is responsible for the individual and the team and the sport manager 

who is attempting to satisfy expectations and goals of the organization.  In 

addition to this, and perhaps more importantly, the coach can have a long-term 

impact on the individual.  The impact the coach has on the individual comes in 

many forms that may help the individual deal more effectively with many of life’s 

situations.  Because of this reason, sport may be sought as a mechanism for 

positive changes in the lives many individuals.   

 It is important to note that there are many influences acting on individuals 

between the time they were an athlete and the time of this study.  While the long-

term effects were determined to be small, they still are significant.  This is 

noteworthy in that coach behaviors can have a lasting impact on athletes, despite 

the fact that they are no longer active in their athletes’ lives.  Future research 

should further examine the lasting effects of coach behaviors and the other life 

influences that contribute and detract from the ability of these behaviors to impact 

individuals beyond their athletic careers.  In addition, future research may 

determine how long the strength of the relationship may last. 

 The athletic director is responsible for many roles in the organization in 

addition to managing the coach.  For example, the athletic director is ultimately 

responsible for the many and varied managerial functions of the organization 
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such as planning, organizing, budgeting, scheduling, recruiting staff members, 

public relations, and leadership (Chelladurai & Saleh, 1980).   

 Consequently, the positive long-term impact of coaches can assist the athletic 

director in a number of ways.  The athletic director may use the long-term effects 

as a public relations vehicle for the parents and fans of the sport organization.  

The athletic director may use the long-term benefits as a bargaining tool to buy 

more time or other organizational resources to develop and train the coach in 

specific leadership areas.  The athletic director may also evaluate the coach in 

terms of the long-term effects they may have on the individual.  If long-term 

consequences are in line with the overall goals of the organization, then they 

may be used to retain the coach during times when the coach may not be 

meeting the expectations of the organization in other areas such as win/loss 

percentage.  In contrast, if a coach fails to impact the overall development of his  

or her athletes in the long-term, the athletic director may use this evaluation as a 

basis for replacing the coach.  

 

Suggestions for further study 

While Coach Leadership Behaviors greatly impact short-term performance 

and moderately or minimally impact long-term performance, they are not the only 

factors impacting Performance and Lifelong Outcomes.  Other undiscovered 
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factors of the leader impact the coach’s performance, an individual athlete’s 

performance, the team’s performance, and lifelong outcomes.  The types and 

how much each of these other factors influence performance may be discovered 

in future studies in this area.  

An analysis of participants who participated in sports compared with those 

participants who did not play sports would be interesting to evaluate.  It could 

then be more specifically determined the extent to which sport impacts 

individuals in the long-term.  Future studies may have these specific groups for 

comparison purposes.  In addition, it is not clear if it is the athletic context or the 

merely the adult interaction that influence the individuals.  We do know that sport 

is a medium through which these consequences are facilitated.  There, however, 

may be others.  More research needs to be done to discover the many additional 

factors that relate to performance and lifelong outcomes in the context of sport. 
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In addition to their impact on coach training and evaluation, the findings of 

this study suggest the need for future research.  For example, future research in 

sport management could evaluate various techniques for marketing coach 

leadership behaviors, and determine their impact on key stakeholders as a public 

relations tool.  Fans and parents are key stakeholders in the sport organization, 

thus methods for influencing those parties are a critical role of sport managers.  

In addition, methods for selecting, training, and evaluating the coach may help 

the sport manager better plan, organize, and lead the organization.   

 

Summary 

 The goal of this research project was to examine the behaviors that influence 

coach performance, individual athlete performance, team performance and 

lifelong outcomes.  Sport teams have many characteristics of a traditional 

business organization and are similar in many ways.  The difference is that sport 

teams are rewarded differently from most business organizations.  For example, 

the number of hours put into training compared to the actual competition is often 

very disproportionate.  Most sport teams train year-round, yet the actual season 

in which contests are played are but only a few months.  Finally, the 

organizational reward is denied to at least one of the participants in every 

contest. 



 80

 As a result, managing performance outcomes becomes very critical for the 

coach and sport manager who are responsible for managing the individual, the 

team, and the organization.  In order for the coach to execute on performance 

outcomes when it counts, the coach must work to modify, adjust, and improve 

their leadership behaviors through continuous life learning so that the working 

environment is improved for the individual and the team.  One way this can be 

accomplished and facilitated to the athletes is through the coach leadership 

behaviors.   

 Implementing these behaviors will allow the coach to select or recruit 

members who are better able to fit the needs of the team at the outset.  Likewise, 

the sport manager can do the same for the organizations.  When the coach and 

sport manager does this, there will be a reduced risk of deterioration of 

performance when it matters most.  The leader will also be able to better access 

the strengths and weaknesses of their team members and better build resilience 

in their teams.  Ultimately, the sport leader can build teams that deliver 

performance when it matters most (Clough & Earle, 2000). 

 Finally, the long-term effect as evaluated by the present lifelong outcomes 

was determined to be small to moderate.  However, implications from this finding 

may be the most important.  Several lifelong outcomes as a result of sport seem 

to produce a more capable individual in society.  These outcomes are used in a 

variety of situations by various individuals every day.  The modeled behaviors 

that individuals received as a result of participation in sport, can serve as a point 
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of reference in future situations.  Because of this, sport may be sought as a 

catalyst for positively developing individuals.  These lessons learned through 

sport may have its largest impact in the youth of today.  Developing these 

individuals at an early age may in turn impact society.  

  

Conclusion 

Coaches seeking to use sport to facilitate not only lessons on sport but 

also meaningful life lessons can do so through use of coach leadership behaviors 

with an impact on performance short-term and lifelong outcomes long-term.  

Most importantly, through sport, a coach can have a powerful long-term effect on 

the individual involved in participation.    

Gandhi stated “We must be the change we wish to see in the world”.  That 

change should be demonstrated each day through the leadership of the coach on 

any sport team anywhere in the world.  It should be the duty of sport managers to 

effect that change in every aspect of their work; and as coaches to effect that 

change in the lives of their athletes. 
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Appendix 

Test Administration Procedures 
 

Professor Say: “This is Leal Anderson a Sport Management Graduate Student.  

He will be conducting a survey today on your high school sport participation.” 

 

Researcher Say: “Hello everyone. I am conducting a survey about high school 

sport participation.  If you are willing to participate, please go to the following 

Web Link: http://www.surveymonkey.com/s/QG2M867 Password: sports (write 

on board).  (Pause until everyone that wants to participate has logged on).  

Thank You for taking the time to complete this survey.  Your participation in this 

study is voluntary.  There are no known risks or costs associated with this study.  

This study is anonymous.  The purpose of this survey is to collect information 

about sport participation to further knowledge of sport in our society.  This survey 

is about a sport you participated in during high school.  Think about a coach you 

played for in high school.  If you played multiple sports, please think about only 

one coach and only one sport.  Fill out this survey based on that coach for that 

particular sport you played in high school.  If you did not participate in any sports 

in high school, please indicate this on the survey and you may continue to fill out 

the survey based on another leader you had in high school.  This survey will take 

approximately 10 - 15 minutes and will help to enhance sport research. 

Completion of this survey implies consent to be in this study. Your responses will 



be strictly confidential and will be used for research purposes only.  When you 

finish, please lower your screen so that we know you are finished.  For those who 

do not wish to complete the survey at this time, but will do so at a later time, 

please write down the web link and password and store it in a safe location.  You 

will have until March 3rd to complete the survey online in your free time.  Please 

sit quietly until all others have completed the survey.  Are there any questions? 

Thank You”.    

 (Answer any questions and Distribute web link password)  

 

Test Administration Flow Chart 
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Researcher arrives at classroom with online and paper 
version of testing materials and pencils

Participants arrive and are seated 

Professor Introduction and test administration 
procedures read by Researcher

Researcher distributes paper surveys, web link, and 
password and survey completed by participants

Researcher collects all surveys along with pencils

 



HUMAN SUBJECTS CERTIFICATE 
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Recruitment Advertisement for KIN Advise Bulletin 

 
Do you remember your high school playing days!  Do you wish you were 

still playing!  If you played sports in high school, you are being asked to 

participate in a research study at The University of Texas to help further 

knowledge about sport.  To help further knowledge about sport, all you would 

have to do is fill out an online survey that will take approximately 10 – 15 

minutes.  Your help in this study will be greatly appreciated!  Please go to Web 

Link: http://www.surveymonkey.com/s/QG2M867 Password: sports to fill out a 

survey.  You may contact Leal J. Anderson at leal.j.anderson@gmail.com for any 

questions or comments.  Thank You. 

 
 

 

 

 

 

 

 

 

http://www.surveymonkey.com/s/QG2M867
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Glossary 

 

Athlete – An individual who participated in high school athletics. 

 

Individual Challenge – Individuals differ in their approach to challenge.  Some 

consider challenges and problems to be opportunities, whereas others may be 

more likely to consider a challenge situation as a threat.  This subscale measures 

the extent to which an individual is likely to view a challenge as an opportunity.  

Those scoring highly on this scale may have a tendency to seek out such 

situations for self-development, whereas, low scorers may avoid challenging 

situations for fear of failure, or aversion to effort (Clough & Earle, 2000). 

 

Individual Confidence in Abilities – The subcomponent of Overall Individual 

Confidence which deals specifically with the individual’s self-belief to attempt 

tasks that may be considered too difficult by individuals with similar abilities but 

lower confidence.  Those scoring highly here are self-assured, confident, and feel 

they are a worthwhile person (Clough & Earle, 2000).  
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Individual Control of Emotions – The subcomponent of Overall Individual 

Control that deals specifically with emotions.  Those scoring highly here feel they 

are in control in most situations.  They believe that what they do will make a 

difference and they generally remain cool, calm, and collected most of the time 

(Clough & Earle, 2000). 

 

Individual Control of Life – The subcomponent of Overall Individual Control that 

deals specifically with control over life situations.  Those scoring highly here feel 

they are in control in most situations, although they may occasionally feel events 

are overtaking them.  In most situations they generally remain cool, calm, and 

collected (Clough & Earle, 2000). 

 

Individual Commitment – This subscale measures the extent to which an 

individual is likely to persist with a goal or work task.  Individuals differ in the 

degree with which they remain focused on their goals.  Some may be easily 

distracted, bored or divert their attention to completing goals, whereas others 

may be more likely to persist (Clough & Earle, 2000). 

 

 

Individual Interpersonal Confidence – The subcomponent of Overall Individual 

Confidence which deals specifically with the individuals’ relationships between 

other people.  Those scoring highly here have a generally positive view about life 
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and don’t usually let mistakes get them down.  They speak their mind and are 

willing to take charge of a situation when they feel it is appropriate (Clough & 

Earle, 2000). 

 

Autocratic Behavior – A Coach Leadership Behavior which measures the 

extent to which the coach stresses his/her authority and keeps apart from the 

athletes and stresses his or her authority in dealing with them.  In such situations 

it is expected that the coach would demand strict compliance with his or her 

decisions (Chelladurai & Saleh, 1980). 

 

Coach – A sport leader who exhibited leadership behaviors, styles, and traits 

towards an athlete and is responsible for organizing, developing, and 

implementing parts or all of an exercise regimen for an individual or team. 

 

Coach Leadership Behaviors – The various techniques and styles employed by 

the leader of the sport during the process of influencing the activities of an 

individual or organized group toward goal setting and goal achievement. 

 

Coach Performance – A numeric value which represents how well the 

participant reported their coach performed overall (1 being low performance and 

10 being high performance) during participation in high school athletics. 
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Democratic Behavior – A Coach Leadership Behavior which measures the 

extent to which the coach allows participation by the athletes in decision making. 

The decisions may relate to the setting of group goals and/or the ways in which 

these goals are to be attained (Chelladurai & Saleh, 1980).   

 

Individual Athlete Performance – A numeric value which represents how well 

the participant reported they performed overall (1 being low performance and 10 

being high performance) as an individual during participation in high school 

athletics. 

 

Leadership – The process of influencing the activities of an organized group 

toward goal setting and goal achievement (Stogdill, 1950). 

 

Overall Individual Confidence – Individuals high in confidence have the self 

belief to successfully complete tasks which may be considered too difficult by 

individuals with similar abilities but lower confidence (Clough & Earle, 2000). 

 

Overall Individual Control – The extent to which a person feels they are in 

control of their life.  Some individuals believe that they can exert considerable 

influence over their working environment and that they can make a difference 

and change things.  Whereas, others feel that the outcome of events is outside 
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their personal control and they are unable to exert any influence over themselves 

or others (Clough & Earle, 2000). 

 

Participant – A person who has taken part in filling out a survey for this study. 

 

Lifelong Outcomes – Qualities of an individual who is able to cope with most of 

life’s challenges, although, when facing some difficult circumstances they may 

feel nervous and a little threatened.  They are quite confident in their abilities, but 

their self-belief may be affected by others’ criticism.  They are likely to be 

reasonably comfortable in most situations, and will usually contribute to group 

activities.  They will usually achieve their goals, although they may occasionally 

become distracted when facing difficult circumstances.  They are likely to feel in 

control in most situations and feel that they have some power to influence what 

goes on around them.  Under normal circumstances, they are in control of their 

emotions (Clough & Earle, 2004). 

 

Lifelong Outcomes Composite – The aggregate of scores from Individual 

Challenge, Individual Commitment, Individual Confidence in Abilities, Individual, 

Interpersonal Confidence, Overall Individual Confidence, Individual Control of 

Emotions, Individual Control of Life, and Overall Individual Control. 
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Positive Feedback – A Coach Leadership Behavior which measures the extent 

to which a coach provides their players with irrefutable motivational information 

contingent on performance.  Athletic competitions, in general, are zero-sum 

games in which victory is attainable by only one of the contestants. An athlete 

may perform at maximum potential and yet lose a competition.  Further, in team 

sports, contributions by certain positions may go unnoticed and unrecognized.  It 

is therefore important for the coach to express appreciation and to compliment 

the athletes for their performance and contribution (Chelladurai & Saleh, 1980). 

 

Social Support – A Coach Leadership Behavior which measures the extent to 

which a coach provides an environment of socialization for the athletes and tends 

to their interpersonal needs.  The coach’s behavior may directly satisfy such 

needs or the coach may create a climate in which the members mutually satisfy 

their interpersonal needs.  Social support is provided independently of member 

performance (Chelladurai & Saleh, 1980). 

 

Sport Manager – A person who is held responsible for the operations a sport 

business or a sport organization. 

 

Team Performance – A numeric value that represents how well the participant 

reported their team performed overall (1 being low performance and 10 being 

high performance) during participation in high school athletics. 
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Training and Instruction – A Coach Leadership Behavior which measures the 

extent and ability to which a coach delivers techniques and strategies to their 

athletes.  It reflects one of the important functions of a coach – to improve the 

performance level of the athlete.  The coach trains and instructs the athletes to 

help them reach their maximum physical potential.  He or she is also expected to 

instruct them in how to acquire the necessary skills and to teach them the 

techniques and the tactics of the sport.  In addition, in the case of team sports, 

the coach coordinates the activities of the team members (Chelladurai & Saleh, 

1980). 
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