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Abstract 

 

 

The purpose of this study was the development and initial validation of the Leadership 

Authenticity Adolescent Rating Scale (LAARS). The LAARS instrument integrated theoretical 

constructs from the literature in both authentic leadership and adolescent leadership, producing a 

49-item instrument. The instrument development process primarily followed steps outlined by 

DeVellis (2003). The LAARS was administered to 271 U.S. high school students. Tests 

conducted supported the applicability of the data for factor analysis. Exploratory factor analysis 

using promax rotation revealed six key factors: (a) leadership social responsibility, (b) follower-

values development, (c) positive, self-aware, confident, (d) improvement-driven, hopeful, (e) 

follower-success development, and (f) community. The resulting 41-item instrument yielded an 

overall internal reliability of .845, with each of the six factors also demonstrating adequate 

internal reliability at the exploratory stage.  

This study conducted a number of correlational assessments to assert preliminary support 

for construct validity. Support for both convergent and discriminant validity exists, although 

substantial work remains in order to claim psychometric adequacy. The study results contribute 

to the ongoing research in both authentic leadership and adolescent behavior by suggesting the 

plausibility of six key factors relating to authentic adolescent leadership. Furthermore, the factors 

align with thematic constructs derived from the literature and suggest three important findings. 

First, authentic adolescent leaders are others-directed, focusing on the success of others and the 

authentic values-development of those whom they lead. Second, authentic adolescent leaders are 
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aware of their own need for constant improvement, for self-awareness, and need for positive 

psychological capital. Third, authentic adolescent leaders are connected to community and see 

their role as one that supports the broader authentic development of the world around them. 
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Chapter 1: Introduction  

 

Introduction and Organization of Chapter One 

Leadership research generally focuses on adult leadership development (Oakland & et al., 

1996) with little attention given to leadership research for adolescents (Chan, 2000; Schneider, 

Paul, White, & Holcombe, 1999). Even the literature oriented towards adolescent leadership 

contains adult points of view (Carter, Bennetts, & Carter, 2003). However, adolescent and adult 

agendas differ (Sherry, Henson, & Lewis, 2003; Tiffin, 1980). Adolescents possess an intrinsic 

moral agenda specific to their world and face a powerful drive for affiliation (Starratt, 2007). 

Adult agendas initiate less from an affiliation drive and more from outcome-driven objectives, 

need for achievement, and drive for position (Hogan & Kaiser, 2005). The adolescent lives in the 

midst of a discovery process that includes not only self-discovery but also an intense sorting of 

social values and cultural norms (Tiffin). Furthermore, the adolescent secretly worries about the 

future and stresses over his or her ability to make a contribution in the broader society (Starratt). 

These worries lie deep and contribute to insecurity and an early age shaping of both positive and 

negative attitudes (Coie, Terry, Zakriski, Lochman, & McCord, 1995). On the other hand, while 

adults have worries, problems, and affiliation-stresses, adult-oriented issues relate to operating in 

a current adult society. In essence, the adult has emerged in social context while the adolescent is 

emerging into an unknown, or at least unclear society (Tiffin).  Because the primary social driver 

of affiliation spurs adolescent behavior (Butts, 1955; Starratt), and given the nature of social lock 
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and exclusivity in adolescent peer associations (Coie et al.), adolescent leaders have lasting 

impact upon those in their circle of influence (Coie & Dodge, 1983; Coie et al.).  

The theory of authentic leadership holds promises for leaders deeply engaged in high 

affiliation-driven social networks such as the adolescent world (Whitehead, 2009). Theorized 

promises attached to authentic leadership theory suggest authenticity plays a key role in the 

social connection, acceptance, and welfare of both leader and follower. Therefore, 

operationalizing authenticity among adolescent leaders not only seems natural but rather urgent 

because adolescent leaders have long-lasting influence upon their peers. Therefore, the purpose 

of this study operationalizes authenticity in adolescent leadership by developing an instrument 

(Leadership Authenticity Adolescent Rating Scale – LAARS) for measuring authenticity in 

adolescent leaders.  

The study results contribute to the ongoing research in both authentic leadership and 

adolescent behavior by suggesting the plausibility of factors relating to authentic adolescent 

leadership. Furthermore, the emerged factors align with thematic constructs derived from the 

literature and suggest authentic adolescent leaders display: (a) focus on the success of others and 

the authentic values-development for those whom they lead, (b) awareness of their own need for 

constant improvement, self-awareness, and positive psychological capital, and (c) connection to 

community and the broader authentic development of the world around them. 

Chapter one is designed to be both an introduction to the study as well as a synthesis of 

the method, procedures, and findings. The overall problem addressed in this study is the 

development of an instrument with adequate psychometric properties and defensible validity 

measuring overall authenticity in leadership among adolescents. A secondary problem addressed 

is the development of subscales accounting for the factors predominately influencing authenticity 
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in leadership among adolescents. With this understanding, the remaining contents of this chapter 

are organized into four sections. The first section is a literature review including authenticity in 

leadership, adolescent leadership emergence, and instrumentation for adolescents and authentic 

leadership. The second section outlines the method used to develop the LAARS and procedures 

followed to establish initial validation. The third section reports the findings, and the fourth 

section discusses results and implications for additional research. 

 

Authenticity, Adolescent Leadership, and Instrumentation 

Leadership Authenticity: Attributions 

Authenticity in leadership enjoys recent scholarly attention (Avolio & Gardner, 2005; 

Avolio, Gardner, Walumbwa, Luthans, & May, 2004; Bhindi & Duignan, 1997; Branson, 2007; 

C. Cooper, Scandura, & Schriesheim, 2005; Duignan & Bhindi, 1997; Ilies, Morgeson, & 

Nahrgang, 2005; Naylor, Gardner, & Zaichkowsky, 2001; Novicevic, Harvey, Buckley, Brown, 

& Evans, 2006; Price, 2003; Woods, 2007). Authentic leadership contains characteristics 

valuable in the adolescent world. For example, authentic leadership, while focusing in part on 

self-awareness, self-improvement, self-understanding; also, includes equal focus on developing 

others and integration of social or community concerns (Larimore & Chityo, 2007; Mullen & 

Tuten, 2004; Starratt, 2007). Furthermore, authenticity seems distinguishable by positive social 

outcome (Avolio & Gardner). Scholars investigating other forms of leadership concur that most 

leadership models possess dark-side outcome susceptibility (Avolio, Bass, & Jung, 1999; Bedell, 

Hunter, Angie, & Vert, 2006; Conger, 1990; Kellerman, 2004; Paunonen, Lonnqvist, Verkasalo, 

Leikas, & Nissinen, 2006). However, this may not be the case with authentic leadership. 

Authentic leadership facilitates mutually enhanced sensitivity, connecting leader and follower 
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more intimately to common objectives and concerns (Bhindi & Duignan). The multi-faceted 

nature of authenticity contributes more than individual self-awareness (Cohen, Taylor, Zonta, 

Vestal, & Schuster, 2007; Ferrara, 1998). Several scholars argue a substructure to authenticity 

comprises factors leading to a single latent variable of authentic leadership. However, few 

theories agree on the latent constructs. A summary of theorized latent roots of authentic 

leadership are outlined in Table 1.  

 

Table 1 

Theorized Factors of Authentic Leadership, by Author 

Author Summary of Theorized Factors  Author Summary of Theorized Factors 

Avolio & 

Gardner 

(2005) 

(a) Awareness of self in relation to 

others 

(b) Positive psychological capital 

(c) Positive moral perspective 

(d) Leader self-aware 

(e) Leader self-regulating 

(f) Follower self-aware 

(g) Follower self-regulating 

(h) Follower development 

Organizational context 

 Michie & 

Gooty (2005) 

(a) Self-transcendent 

(b) Positive other-directed 

     

Bass & 

Steidlmeier 

(1999) 

(a) Moral values – central core  Mullen & 

Tuten (2004) 

(a) Motivated for reasons 

beyond self 

(b) Assumes responsibility for 

work at hand 

(c) Connected  - desires to get 

along with everyone 

     

Bhindi & 

Duignan 

(1997) 

(a) Ethical and spiritual 

(b) Embrace stewardship 

(c) True to self 

 Novicevic et 

al. (2006) 

(a) Awareness 

(b) Determination and 

dependability 

(c) Alignment with community 

(d) Organizational vision 

     

George 

(2003) 

(a) Self-discipline 

(b) Lead from heart 

(c) Relationships 

(d) Values 

(e) Passion for purpose 

 Price (2003) (a) Altruism 

(b) Human rights 

(c) Moral code (honesty, 

loyalty, fairness, justice, 

and equality) 
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Author Summary of Theorized Factors  Author Summary of Theorized Factors 

Harvey et al. 

(2006) 

(a) Psychological closeness 

(b) Psychological capital 

(c) Self-efficiency 

(d) Hope 

(e) Optimism 

(f) Resilience 

 Sparrowe 

(2005) 

(a) Narrative self 

(b) Self-regulating and 

consistent 

(c) Identity and ethics 

     

Harland et 

al. (2005) 

(a) Resilience  Starratt (2007) (a) External relations 

     

Ilies et al. 

(2005) 

(a) Self-aware 

(b) Unbiased processing 

(c) Authentic acting 

(d) Authentic relational orientation 

 Woods (2007) (a) Self 

(b) Ideals transcend individual 

(c) Social order 

 

 

Because the goal of this study attempts to operationalize authentic factors in adolescent 

leadership, reducing contributing variables to a simple factor structure is essential (Swanson & 

Holton, 2005). Thus, item pool development requires envisioning mutually exclusive 

authenticity variables. In this regard, a careful examination of the literature underscored risk of 

non-simple theorized factor structures (Woods, 2007). Therefore, the item-pool content was 

generated from the synthesis conducted by Whitehead (2009), who minimized construct overlap 

and included adolescent leadership integration (see Figure 1).   
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Figure 1. Theorized factor structure of authentic leadership. 

 

Because authentic leadership produces positive outcomes and creates an intimate 

interconnection between leader and follower, asserting authentic leadership as the development 

paradigm for adolescents in the early stages of leadership development appears logical. A link 

exists between leaders who establish a long-term effective and moral sense of leadership and 

those who know how to ethically navigate conflict and tension (Barnard, 1938; Novicevic, 

Davis, Dorn, Buckley, & Brown; Novicevic et al., 2006; Prilleltensky, 2000). The social call for 

leaders with ethical fabric (Ciulla, 2004c) supports an argument for an authentic leadership 

model as the basis for advancing leadership discussions among future leaders. Therefore, 
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authentic leadership attributions instantiated during early stages of leadership experiences 

improves sustainable and socially effective leadership for a lifetime.  

Natural Adolescent Leaders: How They Emerge 

Emerging into an adolescent or pre-adolescent leadership role largely occurs as a result of 

peer group interactions (Carmeli & Schaubroeck, 2007; Carter et al., 2003; Paunonen et al., 

2006). Leaders enjoy the role of authority and influence only by acquiescing followers (Barnard, 

1938; Kellerman, 2006). In the adolescent world the role of peer selection and follower assent 

takes on an even more crucial role. Adolescent leaders largely become leaders through peer 

recognition (Kezar & Moriarty, 2000). In the adult world, task-driven success or those able to 

achieve objectives tend to rise to leadership roles (Winter, Neal, & Waner, 2001). In contrast, 

social affiliation and interpersonal influence propel the adolescent into peer-leader status (Butts, 

1955). While adolescent leader emergence among peer-groups does not follow the exact pattern 

across all cultures, research indicates concepts known as prosocial and antisocial constitute two 

distinct funnels from which adolescent leaders surface (Miller-Johnson et al., 2003; Rodkin & 

Farmer, 2000).  

Prosocial attributions include: (a) wearing clothing consistent with the socially acceptable 

styles of modern teen-age fashion (b) exhibiting traits of athleticism, (c) achieving academic 

success, and (d) presenting a high degree of social acumen while demonstrating empathetic 

considerations for others (Rodkin & Farmer, 2000; Zeldin, Savin-Williams, & Small, 1984). 

Antisocial leaders, like their prosocial counterparts, also wear stylish fashions and demonstrate 

athletic tendencies. However, unlike prosocial leaders, antisocial leaders tend to: (a) be 

disruptive, (b) exhibit physical power and toughness, and (c) exhibit moderate to low academic 

achievement. Antisocial behavior often dominates adolescent peer-leadership because it 
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represents independence and autonomy to adolescent followers (Miller-Johnson et al., 2003; 

Rodkin & Farmer).  

Instrument Development Literature 

Leadership as a topic generates substantial interest by scholars and practitioners, often 

resulting in rude unvalidated’ questionnaires (Zagorsek, Stough, & Jaklic, 2006). At the heart of 

the drive for producing such questionnaires lies the operationalization objective to measure 

theoretical constructs. Developing a psychometrically valid leadership authenticity instrument 

serves three purposes. First, leadership development educators obtain increased awareness of 

authenticity. Second, leadership development educators gain an ability to assess a sample or 

group for levels of authenticity, which then leads to interactive development opportunities and 

discussions on the nature of leadership and authenticity (Jolly & Kettler, 2004). Third, a 

psychometrically adequate instrument enables an individual taking the instrument to reliably 

self-assess. Unfortunately few questionnaires are reliable, valid, and embody the theoretical 

construct being assessed (Oakland & et al., 1996).  

A review of the literature for psychometrically validated self-rating leadership 

instruments developed specifically for adolescent respondents produced limited results. The 

analysis by Oakland et al. (1996) and Shaunessy and Karnes (2004) uncovered six applicable 

adolescent leadership instruments: (a) Leadership Ability Evaluation (LAE), (b) Leadership 

Skills Inventory (LSI), (c) Roet’s Rating Scale for Leadership (RRSL), (d) the big five 

personality inventory, (e) Leadership Practices Inventory (LPI), and (f) Leadership Strength 

Indicator. 

Leadership Ability Evaluation (LAE). The 50-item LAE measures decision-making and 

social-climate (Oakland & et al., 1996). The instrument was normed against a sample of 2,000 
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general respondents and 400 titled leaders. Reported coefficient alphas range from .71 to .91. 

Content validity was established with an expert panel; however neither criterion nor construct 

related validity was asserted. Furthermore, Oakland et al. express overall concerns with the LAE 

because social insight measurements overshadow leadership constructs.   

Leadership Skills Inventory (LSI). The 125-item LSI measures leadership strengths and 

weaknesses in nine categories. The LSI was normed on 452 children and reports coefficient 

alphas above .80 (Oakland & et al., 1996). Oakland et al. challenged content validity because the 

LSI lacks connection to leadership theory, and the nine categories did not surface from factor 

analyzed item-reduction.  

Roet’s Rating Scale for Leadership (RRSL). The 26-item RRSL, a general leadership 

instrument, normed against 1,057 U.S. adolescents, enjoys high reliability with Spearman-

Brown’s split-half formula of r = .85 (Karnes & Bean, 2005; Shaunessy & Karnes, 2004). Chan 

(2000), testing among high school students in Hong Kong, confirmed internal reliability with 

Cronbach’s alpha coefficient of .88. Chan’s study drew correlations between respondents who 

scored high on the RRSL and high on other self-ratings related to achievement, leadership, and 

level of energy. However, the RRSL lacks specific conceptual alignment with authentic 

leadership theory.  

Big Five adolescent personality inventory. The Big Five adolescent personality inventory 

enjoys extensive use, consistently producing adequate psychometric results (Lounsbury et al., 

2003). The instrument was developed and validated through a process of eight different studies 

involving 3,752 U.S. middle and high school students. Coefficient alphas range from .80 to .85. 

The scale measures (a) agreeableness, (b) conscientiousness, (c) neuroticism, (d) extraversion, 

and (e) openness. The instrument is well honed for use in adolescent research and contains trait-
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measures which likely converge with authenticity; however, the big five adolescent personality 

inventory does not specifically address authentic leadership theory.  

 Leadership Practices Indicator. The Leadership Practices Indicator (LPI) (Zagorsek et 

al., 2006), while designed for adults, has an application for college and high school students 

(Kouzes & Posner, 2002; Posner & Brodsky, 1994). The LPI (Kouzes & Posner, 2007) consists 

of 30 items and assesses five dimensions of transformational leadership: (a) modeling the way, 

(b) inspiring a shared vision, (c) challenging the process, (d) enabling others to act, and (e) 

encouraging the heart. An analysis of reliability using item response theory (IRT) indicated 

reliability increases for respondents at the lower levels of leadership (Zagorsek et al.). The LPI 

enjoys broad usage and high psychometric qualities. However, research using the instrument 

with adolescents is limited; while substantial work has been done among university students 

(Posner & Brodsky, 1994) the transference between adolescent and university student cannot be 

assumed (Sherry et al., 2003). Furthermore, the LPI examines transformational leadership rather 

than authentic leadership, supporting the necessity of developing an authentic leadership 

assessment tool for adolescents. 

Leadership Strength Indicator. Shaunessy and Karnes (2004) briefly examine the 

Leadership Strength Indicator (LSI) as an instrument useful for stimulating leadership 

discussion. However, psychometric measures and development of the instrument fail to appear in 

the predominate literature. Furthermore, studies involving the LSI engage sample sizes that do 

not stand up to power and effect rigor (Ferguson & Ketchen, 1999) or overall instrument 

development requirements (DeVellis, 2003). 
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Authenticity Instruments and Adolescents 

No instruments specific to authentic leadership and adolescents surfaced. However, two 

authenticity instruments reported in the literature after the LAARS was constructed and 

administered include Tate (2008) and Walumbwa et al. (2008).  

Authenticity scale 1–Tate. Tate (2008) applied a relatively constrained point of view of 

authenticity in leadership by testing for George’s (2007) five dimensions of authentic leadership: 

(a) self-discipline, (b) lead from the heart, (c) establish enduring relationships, (d) practice solid 

values, and (e) passion for a purpose. While George’s dimensions enjoy theoretical support, and 

in many ways constitute the re-emergence of the authenticity in leadership topic, the singular 

application of George’s theorized factors ignores the substantial theoretical literature available 

since 2003. The results of Tate’s 18-item questionnaire, administered to 69 U.S. university 

students, were factor analyzed and loaded on three factors: (a) self-discipline and ethical 

standards, (b) establishing positive relationships, and (c) passion for a purpose. An overall 

reliability alpha coefficient of 0.89 was reported. Tate expressed sample size as a limitation. 

Authenticity scale 2 – Walumbwa et al.  

Walumbwa et al. (2008) developed an instrument designed to measure authentic 

leadership. The instrument’s content was derived from the broad body of literature. A 35-item 

pool was administered to two independent groups in the U.S. and China, resulting in a finalized 

16-item instrument. The instrument was tested twice, first on 224 U.S. respondents and second 

on more than 212 Chinese respondents. Each set of data was subjected to a confirmatory factor 

analysis that supported the hypothesized four-factor structure with high reliability: (a) self-

awareness, .92, (b) relational transparency, .87, (c) internalized moral perspective, .76, and (d) 

balanced processing, .81. The study did not disclose the full item pool. Walumbwa et al. 
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concluded authenticity is comprised of these four factors, but also noted a second order factor 

accounts for the dependence between each of the four factors with the inter-factor correlation 

averaging over .69. Their study did not disclose whether exploratory factor analysis was used 

prior to confirmatory. Generally, confirmatory analysis follows exploratory factor research and a 

revealed consistent pattern of factors (DeVellis, 2003; Hair, Anderson, Tatham, & Black, 1998). 

The Walumbwa et al. study specifically addressed validity questions by examining hypothesized 

relationships to authentic leadership for construct (convergent and discriminant) support. Using 

independent validated instruments, they included a measure of ethics and organizational 

citizenship as a means to support validity. A strong significant correlation between authenticity 

factors and ethics surfaced, and a moderate significant correlation with organizational citizenship 

was reported. The exhaustive nature of the study produced reasonable arguments for 

psychometric adequacy.  

A Gap in the Literature 

After reviewing the literature, self-report instruments developed for leadership research 

among the adolescent population contain four common issues. First, instruments assessing 

leadership in adults or college students possess questionable applicability to high school 

populations (Sherry et al., 2003). Second, instruments purporting to assess leadership among 

adolescents lack adequate psychometric qualities and validation against the adolescent 

population. Additionally, theory-driven constructs fail to manifest in instrument development 

(Oakland & et al., 1996). Third, instruments specifically designed for adolescent testing and 

possessing high psychometric measures of validity do not specifically focus on leadership, but 

rather include leadership assessment as a rude subscale. Fourth, no validated instruments 

designed for adolescents measure authenticity in leadership. While two instruments (Tate, 2008; 
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Walumbwa, Avolio, Gardner, Wernsing, & Peterson, 2008) addressing authentic leadership 

surfaced, neither specifically targeted adolescents. Overall, the literature lacks specific 

instruments attempting to measure authenticity in adolescent leaders. Thus, a gap in the literature 

seems to exist.  

 

Method 

The LAARS followed scale development procedures outlined by DeVellis (2003), Hair et 

al. (1998), and Hinkin (2005). The development of psychometrics including normalization, 

sample size requirement, criteria for internal reliability, and validity followed procedures 

outlined by Nunnally and Bernstein (1994), DeVellis, Hair et al., Carmines and Zeller (1979), 

and Cronbach and Meehl (1955). LAARS development stages included : (a) generating a theory 

derived item-pool, (b) examining content validity through a series of pilot studies, focus groups, 

and scholarly peer feedback of theoretical constructs, (c) pilot-testing the instrument to refine 

procedures, (d) assessing assumptions of multivariate statistical analysis undergirding factor 

analysis, (e) performing exploratory factor analysis, (f) performing item reduction, and (g) 

examining support for convergent and discriminant validity.  

Item Pool Development and Pilots 

Drawing upon a review of authentic leadership literature and adolescent leadership 

studies, a 49-item authenticity scale was generated, and designated as the Leadership 

Authenticity Adolescent Rating Scale (LAARS). Pilot tests (Whitehead & Brown, In press) 

provided positive indications with an internal reliability of .79. Item-pool contents were modified 

based on lessons from the pilots and feedback from adolescent leader focus groups. A readability 
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analysis following Fry’s (1977) methodology placed the LAARS readability slightly above the 

sixth grade reading level. 

Measures 

In addition to the LAARS instrument, measures incorporated into the study included 

Reynolds’ (1982) 13-item short-form C of the Marlowe-Crowne Social Desirability (MCSD) 

scale. Social desirability bias not only determines the authenticity of the test taker and is 

recommended by DeVellis (2003), but also supports discriminant validity investigation.  

Additionally, a number of self-declaration and prosociality statements were included. Self-

declaration statements measured the degree of practical leadership in relation to overall 

extracurricular activity and general demographic information. Self-declarations covered the 

degree one viewed oneself as a leader and the degree one actually experienced leadership 

through activity. Connecting the respondent’s interest in leadership to being an effective leader 

was relevant because authentic leaders recognize a role and seek to fulfill leadership obligations 

(Duignan & Bhindi, 1997; Mullen & Tuten, 2004; Woods, 2007). The literature covering 

adolescent leader emergence introduced prosociality funnels. While not yet psychometrically 

validated, measures of prosociality were included in order to (a) investigate the degree to which 

authenticity and prosociality leanings were related, and (b) examine potential convergent and 

discriminant themes between prosociality items and authenticity items, or in other words the 

degree to which a respondent leaned towards prosocial or antisocial attitudes.  
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Results 

Participants and Sample Size Characteristics 

The LAARS was administered to 271 students resulting in 270 valid cases. Because most 

respondents were under 18, guardian consent along with respondent assent was required. Gaining 

access to an adolescent sample pool required close coordination with teachers. Surveys were 

primarily administered as classroom activities through a web-based survey tool (Survey 

Gizmo®). The survey logic required appropriate consent prior to granting survey access. In one 

instance when manual surveys were administered, consents were required prior to data 

collection. Data from the manual surveys were entered into the web survey tool by the 

researcher. 

Respondents ranged from ages 14 to 18 with a mean age of 16.64, in grades 9-12, 

representing five U.S. schools. Out of 10 schools contacted, six expressed interest in 

participating in the research. However, one school that agreed to participate did not meet 

deadlines. The ten schools were identified by contacting social studies, communications, and 

history teachers along with student government and Reserve Officer Training Corps advisers to 

solicit participation. Teachers opting to participate received instruction on the project and were 

taught how to introduce and administer the instrument. Teachers then introduced the research to 

their students as a doctoral project, administered the consent forms, and then administered the 

LAARS. The sample was comprised of 56% males, 69% Caucasian. The average grade point 

average for the sample group was 3.64 on a 4.00 scale. Eighty percent of all respondents were 

involved in extracurricular activities and 30% of all respondents held at least one position of 

leadership in an extracurricular activity.  
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Instrument development literature allows for a broad range of adequate sample sizes 

ranging from 200 to 400 (DeVellis, 2003; Hair, Anderson, Tatham, & Black, 1998; Nunnally & 

Bernstein, 1994) and therefore the LAARS sample is sufficient. However, as a point of 

information, the research target sample size was 327 +/- 50, which was derived from 

GPOWER® calculations using a small effect of .2, significance of .05, and power of .95 as 

determined and in accordance with established research (Passmore & Baker, 2005; Thompson, 

2005). A review of secondary school behavioral literature supported a small effect size of .11, a 

moderate effect of .5, and a large effect of .8 (Dierker, Solomon, Johnson, Smith, & Farrell, 

2004). A small effect and large power were targeted to add greater significance and confidence 

in findings (Florey, 1993). 

Instrument administration. The total survey length included 100 items. The LAARS 

accounted for 49 items with other measures, including demographic questions, accounting for the 

balance. The combined instrument was administered in one sitting. LAARS responses were 

based on a six-point even numbered scale to require respondent commitment to a perspective and 

avoid ambiguity (Spector, 2001). Social desirability statements required a true/false response, 

and prosociality statements required yes/no answers.  

Data preparation and test of assumptions. At the conclusion of the survey, all data were 

extracted into a Microsoft Excel® spreadsheet and examined for abnormalities. Data requiring 

negative transformations were encoded, imported into SPSS® 15.0, and all data were examined 

for meeting multivariate assumptions underlying factor analysis to determine whether factor 

analysis of the data was appropriate. 

According to Hair et al. (1998), two critical assumptions underlying factor analysis 

include tests for normality and tests for inter-item correlation (DeVellis, 2003; Green & Salkind, 
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2005; Hair et al.; Yang, 2005). Data were analyzed for normality by evaluating normal 

probability plots comparing cumulative distribution of actual values with a normal distribution 

and examining results from the Shapiro-Wilks and Kilmogorov-Smirnov (p < .05) tests (Hair et 

al.). Missing data were managed using the complete case approach which excluded observations 

without data. Because these data were classified missing completely at random (MCAR), 

generalizability was preserved (Hair et al.). Tests indicated the sample represented normalcy, 

adequacy, and overall generalizability. Data also possessed the appropriate degree of 

multicollinearity requisite for factor analysis (DeVellis, Hair et al.). Visual inspection revealed a 

large number of correlations greater than .30, which is a benchmark test for proceeding with 

factor analysis (Hair et al.). The data supported both correlation and partial correlation 

assumptions indicating underlying factors existed. Furthermore, Bartlett’s test of sphericity was 

significant at p < .01, supporting inter-item correlations (Hair et al.; Yang). Additionally, Kaiser-

Meyer-Olkin’s measure of sampling adequacy (MSA) determined adequate overall correlation 

among variables with a .785 MSA (Hair et al.). Individual variable MSAs were then evaluated by 

examining the anti-image of partial correlations in SPSS®. A single variable (SC12 - My 

personal health and welfare is more important to me than social or professional success) was 

unacceptable and eliminated from factor inclusion. The resulting overall MSA rose to .791. 

Accordingly, based upon the preliminary examination of the data, factor analysis was deemed 

appropriate. 

Exploratory factor analysis. A principle axis extraction method was applied, which is a 

best practice for common factor analysis (Tinsley & Tinsley, 1987; Yang, 2005). Kaiser’s rule of 

eigenvalues (Benson & Nasser, 1998; Tinsley & Tinsley), Cattell’s scree plot test (Gian, David, 

Timothy, & Sarah, 2006; Green & Salkind, 2005; Yang), and a percentage of variance accounted 
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for by the last factor and the factor solution (Tinsley & Tinsley; Yang) were the three methods 

used to determine factor quantity. Factors were rotated using a promax method, which is an 

oblique rotation technique (Tinsley & Tinsley; Yang). Variables in the LAARS were assumed to 

have an inter-item correlation and to proximate a simple structure. Therefore, an oblique rotation, 

which has demonstrated the ability to determine simple structures achieving parsimony, was 

chosen (Benson & Nasser; DeVellis, 2003; Yang).  

Evaluation of the latent root criterion resulted in 14 variables for extraction and 

accounted for 60% of total pre-rotated variation. While the fourteen-factor set accounted for the 

highest cumulative post-rotation variation (45.73%), the fourteen-factor set also violated the 

minimal loading assumption of 3-5 items (Yang, 2005). A number of factors loaded on only a 

single item; therefore, the fourteen-factor set was dismissed because factor labels could not be 

easily identified and factor loadings were inadequate. Analysis focused on extracting factors 

identified by the scree test which indicated two possibilities: (a) four factors, and (b) eight 

factors. Therefore, a number of additional factor extractions were then conducted using promax 

rotations on extraction sets of eight, seven, six, five, four, and three (DeVellis, 2003). 

Factor loading criteria were set at .35 as significant, given the sample size of 250 or 

greater (Hair et al., 1998). Each extraction set was evaluated for a simple latent structure 

(DeVellis, 2003), cumulative variance, and communality. While 60% was suggested as the target 

for cumulative variance, lower values are acceptable given the imprecise nature of social science 

experiments (Hair et al.). Communalities below .50 and failing to significantly load on a factor 

were eliminated from the item-pool. 

Ultimately, the six-item factor set was selected because: (a) a clear latent structure of 

identifiable factors surfaced; (b) reliability tests of each factor resulted in a Cronbach’s alpha of 
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at least 0.60, which is a minimally acceptable reliability measure for exploratory analysis (Hair et 

al., 1998); and (c) factor loadings made logical sense, an important non-statistical consideration 

in factor analysis (DeVellis, 2003).  

Two internal consistency estimates of reliability were computed: (a) Cronbach’s 

coeffiecient alpha, and (b) a split-half coefficient expressed as a Spearman-Brown corrected 

correlation. The 6-item factor structure’s initial Cronbach’s alpha was. 81. However, seven items 

were reduced from the pool, which increased the reliability measure to.85 with the Spearman-

Brown corrected correlation of .82.  

Each factor’s internal reliability was then analyzed. The rotated six-item solution yielded 

six interpretable factors: (a) leadership social responsibility accounted for 13.11% of item 

variance resulting in an alpha of .81, (b) follower values development accounted for 8.09% of 

item variance resulting in an alpha of .72, (c) positive and self-aware accounted for 3.91% of 

item variance resulting in an alpha of .63, (d) improvement-driven and hopeful accounted for 

2.75% of item variance resulting in an alpha of .69, (e) follower success development accounted 

for 2.48% of item variance resulting in an alpha of .61, and (f) community focus accounted for 

2.00% of item variation resulting in an alpha of .62. Factor names were extracted based on 

practical significance, which landed at .50, representing at least 25% of the variation (Hair et al., 

1998). Practical significant factor loadings represented in Table 3 reveal unidimensionality and a 

simple structure within each factor (see Table D-1). 

Authenticity Scores and Distribution 

Following initial item reduction and factor identification, the final 41 items were scored 

with each score representing a mean item value. The authenticity raw mean score was 4.59 on a 

6-point scale with a standard deviation of .46. The normal distribution of authenticity mean 
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scores satisfied two important factor analysis criteria (Green & Salkind, 2005): (a) few scores 

were at the extreme and, (b) a normal distribution around the mean existed. 

Social desirability. Reynolds’ (1982) 13-item short-form measured social desirability 

bias. Score potentials ranged from 0 to 13. The higher the score, the greater the potential 

influence of social desirability phenomenon. The mean score for social desirability was 7.36 with 

a standard deviation of 1.98. The distribution about the mean was normal. Correlation 

coefficients were computed between the authenticity mean score and the social desirability score. 

Authenticity and social desirability were weakly and negatively correlated (r = -.13, p < .05) 

indicating social desirability was not present in the LAARS respondents.   

Prosocial and antisocial variables. The prosocial index mean was 4.94 and the antisocial 

mean was 3.14 on a six-point scale and standard deviations of .63 and .78 respectively. Both 

indexes achieved adequate reliability with the prosocial Cronbach’s alpha of .78 and the 

antisocial Cronbach’s alpha of .73. However, while the internal reliability scores of the prosocial 

scale were adequate and promising, formal validity studies on those scales are inconclusive. 

Thus, the interpretation of prosociality measures needs perspective and cautious interpretation. 

The limitation of the prosocial inclusion to this study is further addressed in the limitations 

section.  

Reliability and item reduction. Factors were interpreted using .35 as the initial criterion 

for factor loading (Hair et al., 1998; Hanson, Colton, & Hammer, 2006; Hinkin, 2005; Tinsley & 

Tinsley, 1987). Reliability was evaluated using Cronbach’s alpha. Research indicates .80 or 

above represents a high standard for instrument reliability (Carmines & Zeller, 1979; Cortina, 

1993; DeVellis, 2003) with .60 or above considered acceptable in exploratory research (Hinkin; 

Nunnally & Bernstein, 1994). Items failing to contribute to a factor structure and possessing low 
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commonality were considered for elimination, but upon analysis, they were retained to balance 

against other indicators. 

Validity. Convergent validity, a form of construct validity, manifests when instrument 

indicators or measures are similar in direction, strength, and consistency with theoretical 

propositions (Carmines & Zeller, 1979; Cronbach & Meehl, 1955; Peter, 1981). Discriminant 

validity, also a form of construct validity, manifests when instrument indicators or measures are 

either unrelated or move in the opposite direction with theoretical propositions (Peter, 1981). 

Convergent validity was deemed supported if the relationship between authenticity scores, 

prosocial scores, and certain self-declarative statements were positive and significant. 

Discriminant validity was deemed supported if the relationship between authenticity scores, 

social desirability, antisocial were negative and significant. However, the use of non-validated 

scales (prosociality) and self-declaration items limit the strength of validity arguments. 

Additional discussion on this point occurs in the limitations section of the study. 

Inter-item Correlation 

Visual inspection revealed a large number of correlations greater than .30, which was a 

benchmark test for proceeding with factor analysis (Hair et al., 1998). The data supported both 

correlation and partial correlation assumptions indicating underlying factors existed. Table 2 

shows correlation coefficients among 13 scales of interest. Using the Bonferroni approach to 

control for Type I error across the 13 correlations, a p value of less than .05 was required for 

significance. The results of the correlational analysis identified eight correlations that were 

statistically significant and greater than or equal to .35. In general, authenticity scores were 

strongly positively correlated with three items: (a) the degree others considered the respondent to 

be a leader (r = .44, p < .01), (b) the degree the respondent considered himself or herself to be a 
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leader (r = .42, p < .01), and (c) the degree of prosocial leaning (r = .63, p < .01). Authenticity 

was negatively correlated to antisocial behavior (r = -.35, p < .01).  

Two controlling variables, social desirability and prosociality, were analyzed by 

reviewing correlations with authenticity (Chung & Monroe, 2003; Dijkstra, Smit, & Comijs, 

2001; Lapsley & Enright, 1979). While statistically significant, the correlation between 

authenticity and social desirability was negative and weak (r = -.13, p < .05). Thus social 

desirability phenomenon had little influence on the LAARS outcome. The second controlling 

variable of prosociality provided two correlational measures with authenticity. Prosocial 

behavior was strongly positively correlated (r = .63, p < .01) while antisocial behavior was 

moderately negatively correlated (r = -.35, p < .01). Also interesting was the relationship 

between how others viewed the respondent as a leader and the degree to which respondents’ 

behavior followed prosocial leanings (r = .44, p < .01). This indicates that prosocial behavior 

strengthens peer and follower perception of leadership.  

Other significant correlations included the relationship between the respondent’s view of 

himself or herself as a leader and how others viewed the respondent as a leader (r = .65, p < .01). 

In other words, those who self-declare as a leader also tend to be recognized by others as a 

leader. Finally, the relationship between preference for following an athlete-leader over a non-

athlete leader and a correlation with the antisocial index was significant (r = .41, p < .01). The 

interpretation of this is deduced by examining the relationship between authenticity and 

preference for athlete leaders (r = -.22, p < .01). Thus, authenticity as measured in the LAARS 

was inversely and significantly related to attitude preference for following athlete leaders. 

Therefore, a follow-on correlation examining the relationship between athlete leader preference 

and antisocial behavior indicates those who possess a bias for athlete leaders over non-athlete 
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leaders may also possess antisocial traits. The conclusion indicates athlete leaders are neither 

inherently prosocial nor predominately authentic. 
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Table 2 

Correlatives with Authenticity 

 M SD 1 2 3 4 5 6 7 8 10 11 12 

1. Authenticity 4.46 .46 -           

2.   Age 16.64 1.10  .10      -          

3.   GPA 3.64 1.28  .18** -.00 -         

4.   Extra curricular  .80 .40  .15* -.05  .02 -        

5.   Extra curricular    

      leader  

.30 .46  .18**   .14*  .02  .32** -       

6.   Considered   

      leader by others 

4.69 1.14  .44**   .05  .08  .12*  .20** -      

7.   Prefer to follow  

      athlete leaders 

2.94 1.61 -.22**   .02 -.04  .11  .04 -.02 -     

8.   Consider self to  

      be a leader 

4.87 1.21  .42*   .03  .08  .12*  .17**  .65**  .08 -    

10. “To thine own  

      self be true” 

5.20 .82  .22** -.00  .14*  .01  .11  .21** -.10  .23** -   

11. Social       

    desirability index 

7.36 1.98  .13*   .05 -.11 -.05 -.07 -.14*  .08 -.26** -.01 -  
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Table 2 (continued) 

Correlatives with Authenticity 

           

 M SD 1 2 3 4 5 6 7 8 10 11 12 

12. Prosocial index 4.94 .63  .63** -.06  .44**  .05  .05  .44** -.07  .42**  .27**  .26** - 

13. Antisocial index 3.14 .78 -.35**   .02 -.33**  .03  .06  .07  .41**  .04 -.04 -.17** -.25** 

** p < .01, * p < .05 level 
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Additional Convergent and Discriminant Arguments 

In addition to the correlational analysis, four other variables were examined for points of 

convergent and discriminant validity. The variables were derived from reported measures of 

authenticity (Henderson & Hoy, 1982; Tate, 2008; Walumbwa et al., 2008) and are represented 

in Table 3. The first two columns represented the variable code and description. The third 

column stated the correlation with the authenticity mean. The fourth column identified whether 

the measure was a discriminant or convergent type. The fifth and sixth columns reported the 

mean and standard deviation of the individual variables. 

 

Table 3   

Convergent and Discriminate Correlations 

Variable  Description Authenticity 

Correlation 

Validity 

Type 

Variable 

Mean 

Variable 

SD 

AS2 Gain hope in others failure  -.32** D    3.08     1.50  

PS1 Help others   .50** C    5.03       .92  

PS4 Kindness   .42** C    5.29       .97  

PS6 Navigate organizational system   .42** C    5.10       .95  

 ** p < .01 level 

 

AS2 represented a discriminant argument assuming a negative correlation between 

authenticity and the following statement: (a) I gain hope in myself when others struggle. A 

moderate negative significant correlation (r = -.32, p < .01) supported discriminant claims 

indicating authentic behavior moves opposite of attitudes that gain strength in others’ failure. 

PS1, PS4, and PS6 were moderately to strongly positively correlated (r = .50, r = .42, and r = .42, 
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p < .01). Assuming that helping others, kindness, and an ability to navigate organizational 

systems indicate authenticity, convergent construct validity claims gained additional support 

(Peter, 1981). 

 

Discussion 

The purpose of this study was the development and initial validation of the LAARS 

instrument. Three thematic findings resulted from the factor analysis. First, authentic adolescent 

leaders value the development of others. The development of others includes assisting with 

ethical and value-based development, as well as skill development leading to others’ successes in 

leadership and normal daily pursuits. Second, authentic adolescent leaders understand the 

importance of developing ethically and morally. Third, authentic adolescent leaders recognize 

historical importance of the community to which they belong. Community refers to a number of 

organizations and includes school, church, family, and town or city. This section of the paper 

briefly summarizes factor emergence, examines questions of validity, and highlights limitations 

and opportunities for additional research. 

Factor Emergence 

The study contributes to the ongoing research in both authentic leadership and adolescent 

behavior by suggesting the plausibility of six key factors relating to authentic adolescent 

leadership: (a) leadership social responsibility, (b) follower-values development, (c) positive, 

self-aware, confident, (d) improvement-driven, hopeful, (e) follower-success development, and 

(f) community. Emerged factors suggest authentic adolescent leaders exhibit an others-directed 

inclination for values-development in those whom they lead. Mullen and Tuten (2004) theorized 

adolescent leaders’ motivations extend beyond self and reach out to peer groups beyond the 
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adolescent’s inner-circle. Given the adolescent’s need for social affiliation, peer relationships, 

and social orientation (Schneider et al., 1999), the external focus aligns closely with models 

suggesting an others-directed theme (Michie & Gooty, 2005) and the development of 

authenticity in relation to others’ point of view (Sparrowe, 2005). That is, authentic leadership 

behavior in adolescents incorporates personal core values, beliefs, and development strategies 

with attitudes, values, hopes, and objectives of those around them. The resulting paradox, 

balancing self-awareness and self-development with others’ needs and development, presents a 

conflict one might expect only a mature adult leader could endure. However, the LAARS results 

suggest adolescent leaders at least recognize both the need for developing an authentic self 

(Avolio & Gardner, 2005; Walumbwa et al., 2008), but within the context of reflecting external 

conditions or needs (Carter et al., 2003; Sparrowe). 

Findings in Light of Theorized Factors 

The initial theorized factor structure (self-core, trust, empathy, community) was not 

supported. Only one factor (community) emerged as theorized. However, the original theorized 

structure indicating authentic leadership incorporates empathy, trust, and self-core concepts were 

evident in the factor-items. A dominant factor emerged, indicating a strong social-responsibility 

nature to authentic adolescent leadership (Figure 2). 
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Figure 2. LAARS factors in relation to forecasted structure. 

 

Leadership Social Responsibility and Authenticity 

The leadership social responsibility factor suggests leadership duty includes a moral point 

of view. That is, those exhibiting social responsibility in leadership believe in a responsibility to 

connect to and benefit those whom they lead, which reveals an altruistic leadership presence in 

the adolescent. Support for altruism in adolescent leaders surfaced in research conducted by 

Zeldin et al. (1984). The character of the leader, coupled with social context, produces conditions 

where high degrees of altruistic behavior can surface when adolescents participate in leadership 

roles (Nelson & Buchholz, 2003). 
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Price (2003) identified commitment beyond self as an important element of authenticity; 

and Sparrowe (2005) stated authenticity is in part the process others play in the development of 

self. Michie and Gooty’s (2005) study summarized authenticity’s outward nature as an others-

directed focus. The result of the LAARS factor structure suggests others-directed strongly 

surfaces in authentic adolescent leaders. Additionally, the nature of others-directed goes beyond 

simply offering assistance or aid for others’ success. Rather, the LAARS’ first factor indicates 

authentic adolescent leaders accept a degree of responsibility for others-directed success. 

Developing others to be successful in their distinct purpose not only thematically underscores 

Factor 1, but also contributes to the latent construct of the other factors. However, of all factors 

revealed, Factor 1 was both surprising and encouraging because the strength of unidimensional 

focus and high reliability signaled authentic adolescents choose leadership mechanisms that 

consider welfare of others a priority.  

Findings in Light of Existing Research and Implications for Theory 

While the theory of authenticity in leadership enjoys substantial theoretical framing, 

limited empirical research exists. Quantitative research available on the topic of authenticity in 

leadership takes the form of instrument development and authentic behavior measurement. Two 

studies (Tate, 2008; Walumbwa et al., 2008) surfaced in the literature during the same time the 

LAARS underwent data collection.  

Authenticity scale 1–Tate. Tate’s (2008) 3-factor scale resulted in similarities with the 

LAARS findings. Both Tate’s findings and the LAARS outcome identified the true-to-self, 

integrity nature of authenticity. Additionally, both instruments revealed a certain degree of 

sociality required for authentic leaders. Tate’s first factor included being genuine with positive 

interactions, while the LAARS’ first factor expressed social commitment towards others. 
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Sociality represents a key theorized principle of authenticity (Duignan & Bhindi, 1997; Ilies et 

al., 2005; Novicevic et al., 2006; Starratt, 2007). Tate’s factors 1 and 2 contain items that also 

surface an altruistic and others-directed construct (Michie & Gooty, 2005). Both the LAARS and 

Tate’s findings represent a pattern of authentic relational orientation (Ilies et al.) and a social 

concern for others as elements of authentic behavior (Sparrowe, 2005).  

Authenticity scale 2–Walumbwa et al. The Walumbwa et al. (2008) instrument differs 

from the design of the LAARS in two fundamental ways. First, the target sample consisted of 

professional business respondents who rated their manager in a corporate setting; whereas, the 

LAARS focused on general leadership using a self-rating scale but with a target of adolescent 

respondents in a social (high school) environment. Second, the Walumbwa et al. instrument was 

not self-reflective, but rather designed to rate the authenticity of an organizational superior. In 

contrast, the LAARS instrument was a self-rating scale evaluating leadership attitudes.     

Noticeable similarities between the Walumbwa et al. (2008) and the LAARS research 

outcomes exist. Commitment to self-awareness, commitment to others, and ethical behavior 

emerge as clear attributions of authenticity. The Walumbwa et al. research also began with a 

priori four-factor structure. Their confirmatory analysis supported a four-factor structure as the 

most probable of all the structures tested. Thus, an important difference in the research 

techniques should be noted. The LAARS study engaged exploratory factor analysis while 

Walumbwa et al. chose a confirmatory model. While unable to specifically pin down other 

factors, Walumbwa et al. concluded other authenticity factors were probable. Thus, the six-factor 

structure emerging from the LAARS not only supports Walumbwa et al.’s findings, but offers 

evidence that authenticity constructs may vary depending on the nomological network. 
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Empirical conclusions. While existing empirical evidence on the topic of authenticity in 

leadership has limitations (Walumbwa et al., 2008), the emerging LAARS’ findings enjoys a 

number of consistencies with other authenticity instrumentation research. From empirical data 

(Walumbwa et al.; Tate, 2008), and including the LAARS findings, authenticity in leadership 

includes: (a) a high concern for others, (b) a sense of responsibility of one’s leadership position, 

and (c) a high sense of responsibility for community. These findings are consistent with what is 

known of both adult-oriented authentic leadership traits as well as adolescent leadership 

behaviors. This is particularly true regarding the relationship of authentic leadership and others-

directed focus. Tiffin (1980) stated the period of adolescence occurs from delaying the rite of 

passage to adulthood in modern and post-modern societies. In other words, during pre-industrial 

societies the concept of adolescence did not exist. However, as modern and postmodern sociality 

extends the period of time before young individuals emerge into the workforce, a period of 

adolescence occurs. Thus, during that time adolescents form their own societal ideas and bonds 

of which peer associations are critical in developing and sustaining identity (Churchill Jr, Ford, 

& Walker Jr, 1974; Starratt, 2007). Strong others-directed attributions of social responsibility in 

leadership, and the process of developing values, ethics, and success in followers therefore aligns 

with the developmental and highly social nature of adolescent societies and is consistent with 

authenticity themes.  

The distinct others-directed (Michie & Gooty, 2005) pattern found in Walumbwa et al 

(2008), Tate (2008), and the LAARS suggests authentic leaders place high priority on the 

welfare of followers and the welfare of the organization. Additionally, they feel constrained or 

obligated to do what is right (Walumbwa et al.). Authentic leaders understand leadership as a 
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moral responsibility facilitating authentic development for both the broader community as well 

as individual subordinates.  

Limitations and Additional Research Opportunities  

Instrument validity. Cronbach and Meehl (1955) state initial validation takes the form of 

internal reliability. However, reliability alone does not assure validity. Furthermore, validity 

hinges ultimately upon the degree which the instrument measures the phenomena identified 

(Carmines & Zeller, 1979; Nunnally & Bernstein, 1994). Initial evidence for convergent validity 

surfaces in correlations between prosocial, self-declaration of leadership, and leadership 

perception attributes that positively and significantly correlate with measures of authenticity (r = 

.63, r = .44, r = .42, p < .01). While correlational strength is not overwhelming, the factors 

generally moved in the same direction as prosocial behaviors and positive leadership perception 

attributes. However, one limitation of the study is that none of the items or indexes correlated 

with the LAARS to assess its convergent validity possesses any history of research 

demonstrating their own psychometric property of validity. Thus, additional research is required 

testing the LAARS against instruments supported as valid and reliable. 

Arguments for discriminant validity, which simply stated occurs with two unrelated 

measures (Belch & Landon, 1977), include negative and lack of correlation with social 

desirability. Because social desirability in this case measures the degree to which a person is 

inauthentic in test taking (Chung & Monroe, 2003), one would expect authenticity and social 

desirability to be strongly and negatively correlated. However, the correlation found in the 

LAARS data indicated only a weak negative, though significant correlation (r = -.132, p < .05). 

Another correlation potentially supporting discriminant validity is the degree to which 

authenticity is unrelated to antisocial attitudes (Belch & Landon). Authenticity and antisocial 
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attitudes correlate moderately and negatively (r = -.350, p < .01). On the other hand, a discussion 

of antisocial attitudes embedded in the LAARS present a number of potential conflicts. The 

antisocial traits indicate the degree to which a person acts in discordance with existing social 

norms. An argument is plausible that authentic individuals could fall into antisocial categories 

when social norms themselves are viewed as inauthentic, unethical, or not fitting the situation. 

Thus, the ability to correlate directly with antisocial behavior requires additional examination. 

Overall, support for initial construct validity exists. However, the moderate to weak correlations 

in key areas spur the need for additional investigation and clarification. Furthermore, a limitation 

of the study is the absence of support for the validity of the antisocial items and variable. Thus, 

validity assessment of the LAARS is reported with caution. 

Empirical evidence presented in this study suggests validity is premature. However, 

Cronbach and Meehl (1955) intimated validity is not achieved by any single coefficient, rather, 

validity becomes a process: “The investigation of a test’s construct validity is not essentially 

different from the general scientific procedures for developing and confirming theories” (p.300). 

Therefore, future use of the instrument should include items that can be used for convergent and 

discriminant assessment. Future research could incorporate an ethical leadership scale (Brown, 

1990), and perhaps a short form of the multi-factor leadership questionnaire (MLQ) (Antonakis, 

Avolio, & Sivasubramaniam, 2003). The latter two instruments enjoy theoretical (Avolio & 

Gardner, 2005; Price, 2003) and construct support  for convergence with authenticity 

(Walumbwa et al., 2008). Future research also must include items that indicate discriminant 

validity. Ideally, an instrument designed to measure inauthentic traits would be invaluable. 

However, given the lack of such an instrument, incorporating items resembling Henderson and 
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Hoy’s (1982) definition of inauthenticity as: (a) passing the buck, (b) blaming others, (c) 

manipulating subordinates, and (d) salience of role over self may aid validity discussions.  

Furthermore, qualitative or a mixed methods research potentially adds insight beyond 

strict data investigation. According to Lincoln (2005) the use of qualitative research is an 

effective way to interpret respondent constructs because the immediate feedback and inter-

subjective procedures allow researchers to adjust and unveil the full construct being sought. A 

mixed method incorporating both data analysis and investigatory interaction of authenticity 

would aid convergent validity arguments (Creswell & Cresswell, 2005; Cronbach & Meehl, 

1955). Additionally, an indicator of an instrument’s validity is the replicability of findings 

(Cronbach & Meehl; Hair et al., 1998). The pilot study for the LAARS with 200 Chinese 

university students resulted in a different factor structure than produced in this study. Differences 

may be attributed to respondents; the China pilot respondents were Chinese university students 

and the current LAARS study focused on U.S. high school adolescents. Thus, lack of 

replicability may be explained by ethnographic as well as age differences in respondent pools. 

Theoretical integration and evolution of item-pool and content validity. It is possible to 

miss theoretical constructs extant in the literature, especially during exploratory research 

(Cronbach & Meehl, 1955; Walumbwa et al., 2008). Also, even established instruments evolve 

demonstrating the continual validation effort required with social science instruments (Antonakis 

et al., 2003). Furthermore, not all authenticity instruments will measure the same construct. 

Walumbwa et al. stated the nomological network of authentic leadership was not likely fully 

captured in their instrument. They suggested continued research to develop detailed nomological 

networks based on specific authentic leadership dimensions. One such dimension could be 

adolescent leadership.  
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Face, or content validity for the LAARS could improve in two ways. First, the formal 

validation of content of the LAARS occurred indirectly through literature reviews, scholarly 

peer-review of hypothesized factor constructs, qualitative review-sessions with adolescents, and 

feedback on the quantitative instrument by both a group of doctoral students and an adolescent 

pilot group. However, constant review of the item-pool is needed in order to retain relevance 

over time. Second, a key step in the instrument development phase, which was not executed as 

clearly as desired, may cast discordant light on the item-pool’s content validation. Potentially, an 

additional item-pool review with an expert panel should include a group of adolescent leadership 

experts, as well as a group well grounded in authenticity in leadership theory.  

Negatively-worded statements bias. The LAARS instrument contains a number of 

negatively-worded statements (Table A-7). Factor 1 predominately consists of negatively-

worded statements. A number of studies (Borgers, Hox, & Sikkel, 2004; Deemer & Minke, 

1999; Garg, 1996; Hazlett-Stevens, Ullman, & Craske, 2004; Leenaars, Bringmann, & Balance, 

1978) discuss the impact of negatively-worded statements with mixed results. Deemer and 

Minke concluded negatively-worded items may cause false constructs. The phenomenon occurs 

because the nature of the negatively-worded items potentially elicit heightened emotional 

response compared to positively worded counterparts. Thus, negative items potentially achieve 

higher ratings and produce stronger internal consistency (Garg). On the other hand, studies 

(Hazlett-Stevens et al.) conducted with the Penn State worry questionnaire produced no 

indication of negative item bias. Additionally, Borgers, Hox, and Sikkel specifically tested the 

impact of negatively-worded statements on 2,000 adolescents and children and found no 

noticeable effects on reliability measures. Finally, and in reference to the LAARS Factor 1 

negative item phenomenon, Garg found positive versus negative statements bore no significant 
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weight on factor emergence. While arguments exist supporting both bias and non-bias of 

negatively-worded items, and given all Factor 1 items stem from the negatively-worded item-

pool, additional research testing for negatively-worded seems reasonable because Factor 1 

emerged with all 11 loaded items reflected in the negative-item pool and inter-factor correlations 

between Factor 1 and the other five factors were suspiciously low.  

Confirmatory analysis. Exploratory analysis deduces factors from data (DeVellis, 2003) 

while confirmatory factor analysis (CFA) examines hypothesized structures (Benson & 

Zarnegar, 1984; Suhr, 2006); thus, a reasonable second step towards factor structure exploration 

includes a goodness of fit determination (Benson & Nasser, 1998; Cohen et al., 2007; Hinkin, 

2005). Confirmatory analysis provides another lens into the estimates of factor parameters, 

inferential exploration, and intercorrelations of factors (Dierker et al., 2004). Accordingly, 

confirmatory factor analysis could provide additional arguments for or against the selection of 

the 6-factor model presented in the present study. However, confirmatory methods can produce 

over-factoring (DeVellis; Dierker et al., 2004; Silverstein, 1983; Strahan & Gerbasi, 1972). 

Additional exploratory as well as confirmatory research should be used in order to ultimately 

discover latent authenticity. 

 

Conclusion  

The present study began in 2006 when the author first encountered the notion of 

authenticity in leadership. The topic’s intrigue was enhanced by the author’s involvement as both 

a high school football coach and basketball coach where student-leaders provide both positive 

and negative lasting impact. During this period a literature review was conducted and submitted 

for publication (Whitehead, 2009). From that article, the constructs necessary to start the item-
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pool development surfaced. An initial item-pool test among doctoral students and two different 

adolescent focus groups occurred. The resulting instrument was then codified and administered 

in pilot settings, which followed with a formal administration during 2009 to more than 270 U.S. 

high school students. The data were factor analyzed revealing strong internal reliability with 

Cronbach’s alpha of .845. Six exploratory factors emerged: (a) social leadership responsibility, 

(b) follower values-development, (c) positive, self-aware, and confident, (d) improvement-

driven, hopeful, (e) follower success-development, and (f) community. Each factor possessed an 

internal reliability satisfactory for exploratory research (Hair et al., 1998) and ranged from .819 

to .620. Forty-one items were ultimately retained in the item pool.  

Additionally, a number of correlational assessments asserted support for initial construct 

validity, though substantial work remains in order to claim complete psychometric adequacy. 

However, the instrument appears ready to enter the public domain to be used for additional 

research and development. Those interested in understanding the leadership and authenticity 

attributions of adolescents may benefit from both using the instrument and examining the 

findings of this study. 

The LAARS instrument makes an important contribution not only to the topic of 

leadership authenticity, but to the overall topic of adolescents’ leadership attitudes. 

Understanding authentic leadership in adolescents appears an urgent matter. The adolescent 

leader exists in a post-industrial society where role models in athletics, government, and business 

unfortunately demonstrate inauthentic conduct; failing ethically, morally, and socially, while also 

neglecting social responsibility to community. The adolescent belief of what an authentic leader 

ought to be may well vary from the constructs in place at the adult level. However, this should 

not be surprising because the research on adolescent attitudes (Coie & Dodge, 1983) and the 
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views of an adolescent on leadership differs from an adult view (Carter et al., 2003). Therefore, 

the LAARS instrument makes an important contribution not only to the topic of leadership 

authenticity, but to the overall topic of adolescents’ leadership attitudes. Attributes of a sharing-

future orientation resemble notions normally considered to be an adult attribution (Tiffin, 1980) 

are apparent in adolescent leaders. In other words, adolescents may likely be influenced by 

postmodern social norms not as a model to follow, but rather as a model to reject. Thus, when 

leadership cognition occurs in the adolescent, authentic properties manifest to some degree. In 

the private world of the adolescent (Starratt, 2007; Tiffin) an interesting counterbalance forms a 

leadership behavior emphasizing social orientation, a commitment to ethics, and priority to help 

others succeed. These are mature constructs represented in adolescents. 

The most significant revelation from this study comes from the realization adolescents 

are probably far deeper in their thinking about leadership than adults realize. When compared to 

another study (Walumbwa et al., 2008) that used adult respondents from a highly mature group 

of business leaders, adolescent respondents of the LAARS surfaced similar constructs of ethics, 

service, and others-orientation. Evidence provided from this study suggests the adolescent 

contemplates the theory of leadership, and the LAARS instrument presents potential for 

measuring authenticity in adolescent leaders.  
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Chapter 2: Review of the Literature 

 

Introduction 

The purpose of this study is to validate the LAARS instrument. Constructing a 

psychometrically adequate instrument requires examining the literature to develop a theoretically 

sound item-pool which adequately reflects the construct attempting to be measured (DeVellis, 

2003). Chapter two lays the groundwork for why an instrument measuring authenticity in 

adolescents is needed, and what elements should influence the item-pool, by exploring the 

literature relative to (a) authentic leadership, (b) adolescent leadership emergence, and (c) 

psychometrically adequate leadership instrumentation for adolescents.   

 

Leadership Authenticity Defined 

An Introductory Leadership Discussion 

The attempt to define leadership, understand why it is important, and generate practical 

models for common use is an old practice dating back to at least the times of Plato (Goffee & 

Jones, 2000). Many definitions for leadership exist (Ciulla, 2004b). Dobosz & Beaty (1999) 

identify leadership as the capacity to guide others in achievement of a common goal. This 

definition is in line with other scholarly observations that leadership necessitates a relationship 

between leader and follower; exploring the leader-follower connection enhances understanding 

of the social impact of leadership (Ciulla; Kellerman, 2004). Barnard (1938) theorized that 

leaders possess power to lead only because followers grant it. Peers and followers grant power 
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through subordination and cooperation, which enables a leader’s influence to survive (Carmeli & 

Schaubroeck, 2007; Carter et al., 2003; Paunonen et al., 2006). Leaders are theorized to possess 

attributes that set them apart socially (Gee & Rhodes, 2003; Halley, 2002; House & Aditya, 

1997; Kirkpatrick & Locke, 1991; Padilla, Hogan, & Kaiser, 2007; Thomas, 2003). These 

attributes include a high degree of social skill, marked intelligence, confidence, knowledge, and 

a tendency to ascend into power positions (Dobosz & Beaty).  

Leadership can be either a positive or negative force. For example, some leaders choose 

to benefit society while other leaders, who are self-absorbed, focus on self-satisfaction (Bedell et 

al., 2006). Leadership that raises the role of human interaction to accomplish good at both the 

individual and social level is needed. Increased chaos and ambiguity of the twenty-first century 

(Finley, 1998) combined with a rapidly growing “interconnectedness and interdependence in all 

aspects of contemporary social life” (Halley, 2002, p. 1041), call for leadership capable of 

moving organizations and societies forward in a positive, healthy direction (Goffee & Jones, 

2000; Halley, 2002; Helland & Winston, 2005).  

Although not necessarily intuitive, the act of leadership results in both positive and 

negative outcomes (Ciulla, 2004b; Collins, 2005; Conger, 1990; Drucker, 2001; Kellerman, 

2004). In other words, the act of leading does not always produce positive healthy outcomes on 

those being acted upon. Thus, for those leaders who desire positive leadership outcomes, a 

special noblesse oblige responsibility is present in the leader-follower relationship (Boerner, 

Eisenbeiss, & Griesser, 2007). Studies  indicate leaders who produce outcomes that are healthy 

for society enjoy high degrees of self-esteem and psychological health, exhibit interest in others, 

possess effective listening skills, and demonstrate loyalty in relationships (Bedell et al., 2006; 

Carter et al., 2003; Collins; Jensen & Luthans, 2006; Paunonen et al., 2006). Other studies 
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demonstrate the dark side of leadership, indicating leaders are capable of nefarious outcomes and 

exploitive self-serving designs (Jensen & Luthans; Kellerman; Paunonen et al.). The connection 

between leadership and positive social outcomes hinges on the degree a leader desires or 

resonates with social values and the broader communal benefits of his or her leadership actions 

(D. L. Cooper, Healy, & Simpson, 1994). Therefore, leadership research revolves around 

complex abstract ideas that lie at the heart of human-emotion and play into intricate human 

interaction. 

Perhaps the complex nature of leadership explains the interest in and breadth of 

leadership studies, as well as the difficulty in agreeing to a common definition. For example, 

Ciulla (2004a) discussed leadership from an ethical perspective stating: “Leadership is not a 

person or a position. It is a complex moral relationship between people, based on trust, 

obligation, commitment, emotion, and a shared vision of the good” (p. xv). Ciulla focused on 

individuals influencing other individuals in a moral framework. From a completely different 

perspective, driven by an evaluation of organizational history in the business context, Mayo and 

Nohria (2005) positioned leadership in terms of an ability to produce organizational change. The 

situational aspect of leadership suggests those most influential in creating large-scale 

organizational change are those who enjoy the opportunity as well as the capability. Thus, 

leadership evaluation and definition requires context. Regardless of the case, however, the quest 

for understanding leadership seems justifiable, for the ideals of leadership have the capacity to 

shape society and move organizations for either great good  (Bedell et al., 2006) or for extreme 

evil (Kellerman, 2004).  

The quest to uncover key elements of leadership, the combination of leadership attributes, 

and the delivery processes which provide the most effective outcomes drive a great deal of 
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leadership-oriented research (Hogan & Kaiser, 2005). Some authors suggest leadership is a 

situational scenario, implying the possibility anyone could potentially play a leadership role at 

some time (Helland & Winston, 2005; House & Aditya, 1997). Thus, the ideals of leadership, or 

the role of leadership, cannot be applied or made available only to those manifesting commonly 

recognized leadership attributions.  

Leaders exist in all levels of society and are important figures who initiate vision, 

integrate values, facilitate change, as well as broker, distribute, and share power (Helland & 

Winston, 2005). Unfortunately, many leadership studies focus primarily on adult interpersonal 

and organizational leadership development while paying little attention to exploring adolescent 

qualities of leadership (Chan, 2000; Schneider et al., 1999). A key gap in the literature surfaces a 

substantial shortfall of research on adolescent leadership. Adult-oriented themes predominately 

consume the scholarly body of work in leadership research for three likely reasons. First, 

leadership requires an ability to recall experiences and maturely evaluate situations in a dynamic 

context (Mullen & Tuten, 2004; Schneider et al., 1999). Second, leadership studies presume 

respondents possess a leadership philosophy and a stable leadership framework (Dobosz & 

Beaty, 1999). Third, access to primary data to conduct research is difficult, requiring multiple 

consent procedures as well as access to respondent groups in adequate sample sizes.  

While attitudes about leadership differ between adults and adolescents, the literature also 

indicates adolescents do possess a perspective on leadership (Carter et al., 2003; Churchill Jr et 

al., 1974). Research about adolescent leadership is limited (Posner & Brodsky, 1994). One 

purpose in examining adolescent leadership is to learn how to assist adolescent leaders within the 

context of their leadership vernacular (Walker & Shuangye). Another reason for investigating 

adolescent leadership is to assist those who develop and mentor adolescent leaders. However, 
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simply studying the nature of leadership among the adolescent population is too broad of an idea. 

Already among the adult population, where access is much easier, the contextual possibilities of 

leadership include hundreds of definitions (Ciulla, 2004b). Therefore, in studying adolescent 

leadership, research efforts investigating specific theories of leadership provide specific 

opportunity for making a difference in the lives of adolescents by providing actionable 

practitioner resources. Regarding the field of leadership, theories of authentic leadership 

introduce high potential for benefiting the adolescent community because these theories offer a 

way to juxtapose ideals that fit naturally in the adolescent world. For example, adolescents are 

highly concerned with affiliation, belonging, and figuring out how to meet the demands and 

challenges presented in the future (Tiffin, 1980). Authentic leadership theory suggests ideals that 

not only require internal understanding (true to self), but also embrace others in the role of 

developing one’s own leadership (Avolio & Gardner, 2005; Sparrowe, 2005). The adolescent 

need is to survive and thrive in a world where peer relations and leadership are a daily and highly 

intimate occurrence. Authentic leadership theory potentially offers tools for both leaders and 

followers in highly interpersonal and complex environments. Thus, finding ways to integrate 

authentic leadership themes by taking authentic leadership from theory and moving it into 

practice among adolescents provides a wise use of scarce research resources and contributes to 

the overall contextual need of the adolescent population. 

This study examines leadership through the eyes of the adolescent and tests for latent 

variables supporting authentic constructs. A literature synthesis of both authenticity as well as 

adolescent leadership emergence is presented in order to construct the adolescent authenticity 

nomological network. Because affiliation registers critically in the adolescent set of needs (Butts, 

1955), the sociality of adolescents is explored. Thus, ultimately, a practical tool supporting 
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research in the field of adolescent leadership behavior, and specifically in authentic leadership, 

integrates an adolescent social perspective (Chan, 2000; Schneider et al., 1999). Therefore, this 

section surfaces the nature of leadership from the point of view of the adolescent. Scholars 

(Bhindi & Duignan, 1997; Ilies et al., 2005; Starratt, 2007) propose authentic leaders can be 

developed. Thus, educators and leadership developers who focus on raising the quality of 

leadership among adolescents benefit (Jolly & Kettler, 2004). According to the literature, 

authentic leadership requires a polished definition derived from empirical research. Thus, 

theoretically derived instrumentation logically provides the next step supporting both authentic 

leadership and authentic adolescent leadership research (C. Cooper et al., 2005). 

Authentic Leadership–Beyond True-to-Self 

Theorists (Avolio et al., 1999; Brumbaugh, 1971; Dobosz & Beaty, 1999) identified a 

type of leadership known as authentic leadership, which surfaces important implications for 

those involved in leadership research and development. Authentic leadership possesses a 

distinguishable attribution of positive social outcome (Avolio & Gardner, 2005). While other 

leadership forms, such as transformational, transactional, personalized, charismatic, and 

narcissistic (Avolio et al.; Bedell et al., 2006; Paunonen et al., 2006) risk emergence of a dark-

side to leadership (Bedell et al.; Conger, 1990), authentic leadership theoretically escapes dark-

side outcomes. For example, Bhindi and Duignan (1997) state authenticity in leadership “can 

help restore human, ethical and spiritual dimensions to organizational relationships and make 

organizations better places in which to work, not only in terms of productivity but also in terms 

of the quality of life of constituents” (p. 119). In their view, authentic leadership facilitates 

mutually enhanced sensitivity and understanding between leader and follower. Michie and Gooty 

(2005) underscore authentic leadership’s improved leader-follower connection because behaviors 
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of authentic leadership are transparent, oriented towards a common goal, sincerely solicit views 

of others, and result in fairness and respect for others. Authentic leadership is the essence of 

mastering diverse moral tensions (Novicevic et al., 2006). In other words, authentic leadership 

theories present a selfless ideal of leadership enhancing transparency, trustworthiness, and 

reliability because leaders seek genuine common good for the organization without causing harm 

to individuals. Components of authentic leadership reach beyond self-enrichment, self-

empowerment, or self-aggrandizement with genuine concern for constituents.  

A surface view of authenticity may lead one to think strictly in terms of behavior, which 

is true-to-self as the primary construct. However, authenticity in leadership reveals a multi-

faceted application concerned with more than individual self-satisfactions. Operating in 

synchronization with one’s own interests, or with the core of one’s own beliefs, only partially 

satisfies a definition for authentic action. Dark-side leader outcomes result from singular self-

absorption and overly focusing on self-core alignment (Conger, 1990). Therefore, if authentic 

leadership avoids dark-side outcomes, leadership philosophy must encompass more elements 

than self-concept and true-to-self. Taylor (2007) addressed this issue discussing the need for a 

moral ideal antithetical to high degrees of egoism engendered by self-focused modernity. Taylor 

presented an outwardly-focused moral ideal that encompassed serious social obligation. Overly 

focused self-fulfillment contributes to egoistic tendencies and does not satisfy the broader 

meaning of authentic behavior (Sparrowe, 2005). Likewise, Ferrara (1998) suggested 

authenticity cannot exist by simply focusing on self. Rather, self-absorption leads to inauthentic 

actions, which are often promulgated by modern and postmodern philosophies oriented 

specifically toward individualism and self-gain (Cohen et al., 2007; Ferrara, 1998; Firat & 

Dholakia, 2006). Subordinating one’s social responsibility, or obligation to others, in the name of 
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authentic-self represents a dangerous self-absorbing attitude and a slippery slope towards 

unethical conduct (Prilleltensky, 2000). Thus, failure to consider multiple elements of authentic 

behavior leaves only half of a golden rule: do unto self. Defining authentic leadership requires at 

least as much concentration on external factors of influence and social reach as internal factors of 

being true to oneself (Ferrara; Sparrowe).  

Leadership Authenticity–Identifying Researchable Attributes 

Instrument development requires clear identification and categorization of variables. 

However, theoretical construction of authentic leadership has yet to produce an agreed upon list 

of variables or a common factor structure. Bhindi and Duignan (1997) argue four categories 

comprise authenticity in organizations: (a) authenticity in leadership, (b) intentionality, (c) 

spirituality, and (d) sensibility. Woods (2007) proposes three categories of authenticity: (a) 

personal – being true to oneself; (b) ideal – concepts that transcend the individual into other than 

self-serving and self-absorbed; and (c) social – the external organizations and groupings that 

contribute to self, as well as the organization and groupings in which one contributes. George 

(2003) identified five factors of authenticity: (a) self-discipline, (b) leading with heart, (c) 

establishing enduring relationships, (d) practicing solid values, and (e) passion for purpose. Not 

surprising therefore, and common to early-stage theory development, nearly as many 

hypothesized variables and factors of authenticity surface as the number of authors writing on the 

subject, which is evidenced in Table 4.  
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Table 4  

Theorized Factors of Authentic Leadership, by Author 

Author Summary of Theorized Factors  Author Summary of Theorized 

Factors 

Avolio & 

Gardner 

(2005) 

(a) Awareness of self in relation 

to others 

(b) Positive psychological 

capital 

(c) Positive moral perspective 

(d) Leader self-aware 

(e) Leader self-regulating 

(f) Follower self-aware 

(g) Follower self-regulating 

(h) Follower development 

Organizational context 

 Michie & 

Gooty 

(2005) 

(a) Self-transcendent 

(b) Positive other-directed 

     

Bass & 

Steidlmeier 

(1999) 

(a) Moral values – central core  Mullen & 

Tuten 

(2004) 

(a) Motivated for reasons 

beyond self 

(b) Assumes responsibility 

for work at hand 

(c) Connected  - desires to 

get along with 

everyone 

     

Bhindi & 

Duignan 

(1997) 

(a) Ethical and spiritual 

(b) Embrace stewardship 

(c) True to self 

 Novicevic et 

al. (2006) 

(a) Awareness 

(b) Determination and 

dependability 

(c) Alignment with 

community 

(d) Organizational vision 

     

George 

(2003) 

(a) Self-discipline 

(b) Lead from heart 

(c) Relationships 

(d) Values 

(e) Passion for purpose 

 Price (2003) (a) Altruism 

(b) Human rights 

(c) Moral code (honesty, 

loyalty, fairness, 

justice, and equality) 

     

Table 4 (continued) 

Theorized Factors of Authentic Leadership, by Author 
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Author Summary of Theorized Factors  Author Summary of Theorized 

Factors 

     

Harvey et 

al. (2006) 

(a) Psychological closeness 

(b) Psychological capital 

(c) Self-efficiency 

(d) Hope 

(e) Optimism 

(f) Resilience 

 Sparrowe 

(2005) 

(a) Narrative self 

(b) Self-regulating and 

consistent 

(c) Identity and ethics 

     

Harland et 

al. (2005) 

(a) Resilience  Starratt 

(2007) 

(a) External relations 

     

Ilies et al. 

(2005) 

(a) Self-aware 

(b) Unbiased processing 

(c) Authentic acting 

(d) Authentic relational 

orientation 

 Woods 

(2007) 

(a) Self 

(b) Ideals transcend 

individual 

(c) Social order 

 

 

The problem stemming from incomplete theoretical consolidation, or agreement on latent 

structures, is an inability to quantitatively investigate the theory. The literature presents theories 

of authenticity which contain a number of potential variables, thus additional synthesis is 

required in order to construct an instrument. For example, Woods (2007) implies the complexity 

in research by suggested authenticity categories may not be mutually exclusive, or in other 

words, authenticity may not meet simple structure requirements of instrumentation (DeVellis, 

2003). Evidence of Woods’ claim also manifests in table 6. Thus, lack of a theorized simple 

structure clouds the clear emergence of latent variables. Lack of mutual exclusivity is 

problematic for researchers seeking to understand the contribution of variance by independent 

variables relative to a dependent variable (C. Cooper et al., 2005; Swanson & Holton, 2005). 

Therefore, in order to establish a starting point for empirically investigating authentic leadership 
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among adolescents, and to meet instrumentation objectives of simple structure addressing the 

nomological network, theorized elements of authenticity presented in Table 6 group into four 

categories identified in Figure 3.  

 

 

 

Figure 3. Theorized Factor Structure of Authentic Leadership 

The four synthesized core structures of authentic leadership from Figure 3 align with both 

the needs and environment of adolescents (Whitehead, 2009). Therefore, proposed attributes of 

authentic leadership that promote a simple structure of mutually exclusive discrete variables 

include: (a) Self core, (b) Empathetic core, (c) Trust-building core, and (d) Community core. 
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Self core. Authentic leaders know themselves well, demonstrating self-confidence 

without overly egoistic tendencies; they seek self-improvement through evaluation of strengths 

and weaknesses; they subordinate professional roles to their role as an individual; and their 

actions remain consistent with their inner nature (Brumbaugh, 1971; Goffee & Jones, 2000; 

Jensen & Luthans, 2006). Authentic leaders exhibit positive strength and confidence because 

they possess hope, exhibit cogent psychological capital, and foster resilience in self and others 

(Avolio et al., 1999; Harland et al., 2005; Jensen & Luthans). Awareness and trust in one’s 

capabilities, manifested through positive self-concept and understanding personal strengths and 

weaknesses, signals authentic behavior (Ilies et al., 2005). Therefore, understanding self is a vital 

key to authentic expression (Avolio & Gardner, 2005). However, development of self-

understanding requires space for introspection. For example, Woods (2007) identified the need 

for personal inner distance, a space to self-evaluate and gain reprieve from conformity pressed 

down upon individuals by modern enterprise cultures. Starratt (2007) gives further priority to 

contemplative self-reflective space, emphasizing the importance of an inner resolve, which if 

violated hinders accessing the truth of oneself and produces destructive outcomes. Therefore, 

authentic leaders must not only remain in tune with self, but also true to self (Bhindi & Duignan, 

1997), and are generally perceived by others as being authentic. Goffee and Jones (2000) 

describe authenticity as a perception. Simply stated, leaders possess authenticity to the degree 

they are perceived as being authentic by those whom they lead. To some degree managing 

perception may be relevant for the authentic leader. However, what perceptions are relevant? 

Goffee and Jones define elements which others must perceive in order for authenticity to be 

present: understand self, seek self-improvement, and understand personal strengths and 

weaknesses.   
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However, one simply cannot impress upon others a level of authenticity without first 

truly possessing commitment to an authentic self core (Avolio & Gardner, 2005). Understanding 

self, and acting consistent with self-understanding represents the first fundamental element of 

authentic expression (Michie & Gooty, 2005). Barnard (1938) theorized longterm, effective, and 

consistent leadership results from personal conviction that what a leader does is not only for the 

good of the organization but rationalized with what the leader personally believes to be right. 

Therefore, authentic self-core contains: (a) know self, (b) self-confident and positive 

psychological capital, (c) seek improvement without overly satisfying ego, (d) true to inner 

nature, (e) resilient or able to absorb external influences that may attack self-concept, and (f) 

perceived by others to be authentic. Each of these undergirds the construct of self-core 

represented in Figure 3. 

Without knowing and understanding the inner-workings of one’s own heart, consistently 

influencing either individuals or organizations for good diminishes (Harvey et al., 2006). 

However, overly focusing on self in the name of authenticity is a “travesty” and leads to a “flat 

life” (Cohen et al., 2007, p. 22). Additionally, Price (2003) stated ethical failure often comes 

from overestimating the importance of self. Therefore, exploring external components of 

authenticity, which contribute to one’s authentic nature by giving of self to others in authentic 

expression (Bhindi & Duignan, 1997), similarly serves an important contribution to the authentic 

leadership construct (Sparrowe, 2005). The others-directed (Michie and Gooty, 2005) 

authenticity components spread across three categories: (a) empathy, (b) trust-building, and (c) 

community.     

Empathetic core. Authentic leaders expand the horizons of others while developing 

followers in a way that allows followers to achieve their own leadership goals (Goffee & Jones, 
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2000; Helland & Winston, 2005; Jensen & Luthans). Furthermore, authentic leaders close gaps 

between social differences of high ranking leaders and low-ranking followers by removing 

barriers to privileged understanding and caste-driven opportunity (Goffee & Jones). Developing 

others surfaces as an important value to the authentic leader. Authentic leaders connect people to 

a greater social order by bestowing leadership benefactions onto other individuals who are also 

attempting to develop and grow their talents (Woods, 2007). In other words, authentic leaders 

comfortably share power and authority. Such a notion is captured by Starratt (2007) who said: 

"the humanity of free persons is to be realized more fully by using their freedom for something 

larger than themselves" (p. 170). Authentic leaders seize opportunities to further the cause of 

human growth, joy, and happiness by enhancing developing capacity in subordinates for 

resilience and coping (Harland et al., 2005). Ilies et al. (2005) suggested self-actualizing 

authentic leaders produce a positive effect on followers’ eudaemonic sufficiency. Authentic 

behavior stimulates “eudaemonic well-being” for both leader and follower because authentic 

leaders and their followers engage in activities that bring happiness, express excellence of 

character, and contribute to an existence as “one’s true self” (Ilies et al., 2005, p. 375). Authentic 

leaders also experience empathy when others experience misfortune (Michie & Gooty, 2005). A 

general concern for the welfare, interests and concerns of others along with the desire to support 

interests, visions, aspirations of others reflects authenticity (Michie & Gooty). The dynamic 

interplay between authentic leaders and follower development exposes important characteristics 

of selfless empathetic behavior. For example, both leaders and followers become authentic by 

association with other leaders who are authentic (Naylor et al., 2001). Authentic leaders openly 

extend themselves beyond internal group associations by reaching out to individuals not 

necessarily associated with the leader’s inner-circle considering social needs of affiliation and 
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acceptance (Michie & Gooty). The empathy core therefore represents: (a) focus on others from 

the point of view of the other person, (b) a drive to develop followers in alignment with the 

followers’ authentic structure, and (c) the reduction of gaps or barriers that interfere in 

developing others. 

Trust-building core. Authentic leaders build trust with and in followers (Bhindi & 

Duignan, 1997). The literature indicates authentic leaders build trust primarily because authentic 

leadership fosters ethical and moral behavior (Barnard, 1938; Novicevic et al., 2006). 

Furthermore, authentic leaders recognize inauthentic behavior deteriorates trust relationships 

(Goffee & Jones, 2000; Helland & Winston, 2005). Inauthenticity manifests when statements 

and actions fail to align (say one thing but do another); when leaders pass the buck, blame others, 

and manipulate subordinates; or when leaders place the importance of their roles over developing 

their own authenticity (Henderson & Hoy, 1982). Ilies et al. (2005) describe an authentic 

relational orientation that fosters genuine relationships, openness, and truthfulness, all of which 

encourage trust development. 

Pressures caused from modern and postmodern societies fuel diminution of trust among 

business managers and leaders (Hurley, 2006). The absence of trust comes from an over-

emphasis of transactional leadership in business, sport, and community with an especial over-

emphasis on outcome versus process (Boerner et al., 2007; Spreier, Fontaine, & Malloy, 2006). 

Outcome-driven leadership, when delivered at the expense of community, constituents, and 

stakeholders, works against authentic principles. This is why Drucker (2001) argues for an 

organization focused on long-term benefactions of the community it serves. Short-term outlooks 

destabilize trust and work against positive ethical balance (Prilleltensky, 2000). Often, top 

leaders present a tough “take me as I am” approach, believing their responsibilities are results-
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orientation versus concern for what others may think; thus, they over-simplify the mission of an 

organizational leader. 

Developing trust includes building one’s perceived authenticity (Goffee & Jones, 2000), 

but does not require overt marketing, public self-promotion of one’s great humility and sincerity, 

nor does it require an arrogant consistency or rigidity. Rather, authentic leadership is enhanced 

by outreach that incorporates ethical and moral responses, demonstrations of loyalty, focused 

building of the capacity to succeed and be resilient in others, and empathy for the hard-knocks 

which befall followers (Bass & Steidlmeier, 1999). Typically, the little things leaders do to 

integrate followers result in trust-fueled authenticity (Bossidy, 2001).  

Knowles (1986) describes a simplistic version of trust that is derived from a leader’s 

consistency of behavior based on reliability. In other words, an individual who is consistent and 

predictable in actions provides a basis for trust by followers. However, Knowles described trust 

conjured from reliability, predictability, and consistency as immature. Knowles recognizes utility 

in reliability-driven trust; however, this simpler form of trust may nevertheless retain inauthentic 

properties of manipulation and short-term orientation. In contrast, authentic leaders engender a 

sharpened articulation of trust. Authentic trust occurs when followers feel vulnerability, risk, and 

an ability to predict a leader’s response; yet, they nevertheless express trust and confidence in 

followership. Knowles also concludes that mature trust forms the framework of hope and hope-

based relationships. Jensen and Luthans (2006) indicate authentic leaders build hope in followers 

and the presence of hope connects leader to follower via bounded alternations of faith, hope, 

commitment, and mutual appreciation. Therefore, the interplay between authentic leadership and 

trust-building, or the presence of trust, surfaces from actions by both leader and follower, which 
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generate loyalty, hope, ethical resolve, and morality in relationships. These elements are 

represented in the Figure 3 trust construct. 

Community core. Authentic leaders recognize community and social order as important 

motivations for leadership action (Woods, 2007). A deep sense of community and organizational 

values stimulate authentic action. The literature indicates authentic leaders participate in 

community events; recognize and value community or organizational history and purpose; create 

social structures that respond to community, organizational, and human needs; and commit to 

community and organizational success (Brumbaugh, 1971; Goffee & Jones, 2000; Helland & 

Winston, 2005).  

Self-interest and community interest, while potentially a paradoxical tension in leadership 

processes (Prilleltensky, 2000), nevertheless frame an important theme of authentic leadership. 

Avolio and Locke (2004) argue a leader’s self-interests may be in line with the interests of the 

community, thus producing opportunistic circumstances whereby improving the outcome of one 

(the leader) simultaneously improves the outcome of the other (the community). The paradoxical 

tension diffuses when in Locke’s (Avolio & Locke) view that a leader should be self-interested, 

and in Avolio’s (Avolio & Locke) view that a leader’s self-interest should align with community 

needs. Thus, the authentic leader eliminates tension between self-goals and organizational goals 

by serving organizations that to some degree align with the leader’s personal interests, 

philosophies, and objectives (Barnard, 1938). Thus, Palmer’s (2006) experience of finding one’s 

vocation by pursuing one’s talent (in this context meaning leadership talent) in a way that aligns 

with and meets community need produces a deep satisfaction for both leader and community. 

Palmer says: “every journey, honestly undertaken, stands a chance of taking us toward the place 
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where our deep gladness meets the world’s deep need” (p. 36). Therefore, authentic leaders 

possess tremendous motivation to assure self-interests are aligned with community interests.   

Woods (2007) extends the relationship between community interests and self-interest by 

arguing a social abstraction of authentic leadership that links one’s personal current social 

concept of what it means to be a leader in a community to a broader understanding of the 

historical concepts of the greater community. In other words, extending one’s vision of the 

leader’s role by evaluating historical contextual factors enables tighter linkage between current 

social agendas and the historical momentum of the organization. Thus, an integrated form of 

authenticity merges consideration for social variables, personal variables, and community 

variables. While not specifically addressing the nature of leadership, John Dewey’s (1906)  logic 

of educational development serves as an illuminating metaphor for the concept of extending 

one’s interest into the history of the organization. True education cannot exist without embracing 

the environment of the learner (Dewey). Thus, contextual learning stimulates practical interest, 

which also stimulates intellectual capacity. Dewey was concerned over individuals who framed 

views based solely on personal experience but forgot the importance of contextual history. 

Integrating personal interests with contextual factors serves social interests and more adequately 

positions the leader for complex decision making (Dewey, 1936).  

Avolio and Gardner (2005) state social and communal context in which one leads is 

essential to the development and assessment of a leader. Recognizing the community’s historical 

context and aligning personal values with community purposes provides a framework for 

resolving conflict when tensions arise. When a leader is aligned with the organizational goal, his 

or her actions are sincere and at the truest level of authentic behavior (Novicevic et al., 2006). On 

the other hand, when alignment disintegrates authentic leaders resolve the conflict. Sometimes 
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the only resolution available requires self-extrication. Authentic leaders understand and take 

action to assure they do not lead groups or organizations with which they cannot align.  

Overall, strong linkage between individual leadership agendas and historical context of 

community enables the leader to shape the organizational agenda (Boerner et al., 2007; Goffee & 

Jones, 2000; Spreier et al., 2006). Authentic leaders support communities with which they align 

by developing supportive, clear courses of action (Harvey et al., 2006). As indicated in Figure 3, 

authentic leaders value history, participate actively, create responsive structures, and commit 

their leadership talent to benefit the community or organization. 

Summation and definition of authentic leadership 

For purposes of this study, and as derived from theoretical literature on authentic 

leadership, four factors framing authentic leadership include: self-core, empathy-core, trust-

building-core, and community-core. Self-core, perhaps the most recognizable element of 

authenticity, requires an individual’s intense self-awareness, including recognition of strengths, 

weaknesses, and tendencies both positive and negative. However, arguments for attribution of 

authentic leaders also include a deep concern for, and interest in, developing others; thus, the 

empathy-core surfaced. The literature also indicates a trustworthy and trust-building nature; thus, 

the trust-core appeared. Finally, authentic leaders possess intense awareness of the organization’s 

history, values, vision, and build leadership that harmonizes individual and community. 

Therefore, an operational definition of authentic leadership incorporates each underlying 

construct. For purposes of this study, an authentic leader is one who: (a) is self-aware, humble, 

seeks improvement, aware of those being led, and looks out for the welfare of others; (b) fosters 

high degrees of trust by building an ethical and moral leadership framework; and (c) is 
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committed to organizational success within the construct of human and community social values 

as aligned with personal values and objectives. 

 

The Emergence of Adolescent Leaders 

Understanding the emergence of adolescent leaders and the factors involved provide 

important contribution to the authentic adolescent leader nomological network. Two issues 

relevant include the nature and impact of social-lock, or the equivalent of a glass ceiling for an 

adolescent, and the adolescent’s view of leadership. Discovering or developing authenticity in 

the adolescent requires a process that meets the student’s inner-world  (Starratt, 2007). While 

commonalities among the various leadership development constructs can exist, effective 

leadership development requires situational thinking to accommodate the heterogeneous process 

required by environment, culture, and student (Helland & Winston, 2005; House & Aditya, 

1997; Walker & Shuangye, 2007). Furthermore, traditional notions of leadership appear to 

overly focus on individuals who possess publicly recognizable leadership behaviors (Schneider 

et al., 1999). This approach constrains identification of emerging leaders who follow non-

traditional development paths, or who exhibit non-traditional leadership characteristics. 

Authentic leaders may fall within these groupings because ego is secondary to authentic leader 

objectives. Thus, authentic leaders may actually form subordinate roles, and not necessarily be 

recognized for their role as leaders. 

Natural Leaders–How They Emerge in Adolescents 

The question of who emerges into leadership is an important topic, particularly when 

dealing with the notion of high school or adolescent leadership development. In order to 

understand leadership emergence during adolescence and pre-adolescence, determination of how 
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natural selection occurs among peer groups is useful. Leaders only lead with consent of 

followers (Carmeli & Schaubroeck, 2007; Carter et al., 2003; Moses, 1999; Paunonen et al., 

2006; Shafritz, Ott, & Jang, 2005). Therefore, naturally selected leaders emerge from recognition 

and support from peers (Kezar & Moriarty, 2000). Winter (2001) observed task-oriented leaders 

naturally surface. That is, peers recognize individuals who establish an ability to accomplish 

tasks or move organizational agendas forward. While this is an important element of natural 

leadership in an outcome-driven business and collegiate environment, it does not completely 

explain how leaders rise in the highly social adolescent world. Freeman (1955) observed 

adolescent peer leadership may be a function of financial or inherited social affiliation, but that 

explanation also does not fully address ascendancy phenomenon of leaders who emerge from 

disadvantaged backgrounds.  

One framework for discussing naturally selected adolescent leaders examines affiliation 

and sociality. Two prototypes, prosocial and antisocial, play important roles in adolescent leader 

emergence. This suggests leadership emergence among adolescent and pre-adolescent students 

presents a dichotomy that may not be intuitive to educators or leadership developers. For 

example, in a study of 948 pre-adolescent children from Chicago’s inner-city and North Carolina 

rural communities, leaders emerged from one of two camps (Rodkin & Farmer, 2000). First, 

students who wore socially acceptable clothes, demonstrated athleticism, excelled in academics, 

possessed social acumen and consideration for others, and exhibited positive social behaviors 

enjoyed public recognition as leaders. The characteristics of this group map to the prosocial 

segment of adolescent leaders. On the other hand, students who demonstrated disruptive 

behaviors, exhibited physical power and toughness in dealing with people and situations, and 

revealed moderate to low academic competence, represented another faction of publicly 
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recognizable leaders. The latter group maps to the antisocial construct. Interestingly, both groups 

(prosocial and antisocial) wore socially acceptable clothing and exhibited athletic capability.   

These findings were substantiated in a study by Miller-Johnson et al. (2003), where two 

emerging leadership patterns surfaced: (a) students who exhibited conventional values, and (b) 

students who were disruptive, aggressive, and demonstrated poor academic performance (Luthar 

& McMahon, 1996 cited by Miller-Johnson et al., 2003). This longitudinal study of 647 seventh 

grade students in the rural southeastern United States uncovered an important point concerning 

antisocial leaders. Antisocial behavior in the leaders identified represented independence and 

autonomy to followers. Thus, antisocial leaders retained powerful affiliation controls over 

followers. Potentially, unconventional leaders may have the most powerful pull on adolescent 

peer groups. Interestingly, conventional prosocial peer leaders, as identified and sanctioned by 

teachers and figures of authority, enjoyed lower degrees of influence among peers (Miller-

Johnson et al.). Overall, in the adolescent world the antisocial leader wields more influence, 

power, and public recognizability than prosocial counterparts (Miller-Johnson et al; Rodkin & 

Farmer).  

In light of this information, several concerns arise. First, do leadership recognition 

methods overly accommodate antisocial funnels? Second, does the phenomenon of public 

recognizability create bias against leaders with high potential but who possess fewer of the overt 

public traits? Third, what opportunity exists to help move antisocial leaders into prosocial 

behaviors by using the power of authenticity? These questions have important implications for 

student-led activities as well as for adults involved in selecting student leaders. One such 

example is peer-led mediation, a popular current high school discipline or behavioral 

management technique (Campbell & Fiske, 1959; Dierker et al., 2004; Stevahn, Johnson, 
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Johnson, & Schultz, 2002). The value of peer-led mediation rests in the ability of students to 

influence other students to change negative social behavior. However, the studies show certain 

methods, such as the faculty-driven cadre approach, as not particularly effective (Johnson & 

Fendrich). One potential explanation may be the lack of antisocial leader participation as peer-

mediators.  

Logically, a teacher or administrator’s inclination to select only prosocial leaders as peer 

mediators seems natural. However, antisocial leaders reasonably have greater impact on 

antisocial followers. Therefore, breaking stereotyped usages of either funnel (prosocial or 

antisocial) enhance social value of leadership in the adolescent world. The leadership 

development funnel impacts the success of social development programs and instrument 

development for measuring leadership theory, such as authenticity. Examining relationships 

between antisocial and prosocial constructs and identifying the relationship of each to 

authenticity lays a valuable foundation for adolescent leadership research. Moreover, application 

of this knowledge could give educators and leadership developers additional tools to effectively 

engage antisocial behaviors. Using antisocial leaders in change-agent roles, such as peer 

mediators, may be a first step towards this goal. Regardless, orienting educators, academic 

authorities, and other adult influencers to these two funnels will enhance cognizant 

understanding regarding leadership selection. 

Leadership–an adult idea. A great deal of leadership literature, as already mentioned, 

focuses on an adult perspective. Resurfacing this notion enhances the point made by Carter et al. 

(2003), who found some adolescents reject adult definitions of leadership as not necessary to 

their social order. The definition of peer-leadership surfaced as an issue. While adolescent 

respondents agreed peer influences played a role in adolescent leader decision-making, they also 
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indicated multiple peer groups provide a smorgasbord of peer influence. Thus, the students place 

high value on independent thinking. Apparently, adolescent leaders accumulate and process a 

vast amount of inputs coming from multiple directions, which include adolescent peer groups, 

adolescent non-peer groups, and societal activities. In other words, the adolescent leaders’ views 

are not only shaped by their inner circle, but by the broader influences around them as well. As 

Starratt (2007) indicated, the inner-world of the adolescent is complex, active, and constantly 

processing information, examining what to apply and what to discard. The phenomenon of 

stretching to absorb input from various circles of influence represents a mature top-leader 

attribute (Barnard, 1938). When pinned down to define the characteristics of a peer leader, 

respondents formed a list that included: (a) sharing interests and activities, (b) sense of humor, 

(b) loyal, (c) trustworthy, (d) good listener, (e) academically sound, and (f) kind. Conspicuously, 

this list agrees with the prosocial leader attributes described by Rodkin and Farmer (2000), and 

Miller-Johnson et al. (2003). More importantly, the study represents evidence that there may be 

some societies where antisocial adolescent leadership emergence is neither tolerated nor 

accepted by peers. This self-policing by adolescent peers presents an interesting theme for future 

research into the relationship between authenticity and antisocial behavior. Two additional 

questions therefore surface, which influence the construction of the adolescent authenticity 

nomological network. First, can authentic leaders develop in the antisocial paradigm? Second, 

can methodologies that develop authentic leaders play a role in releasing social status lock?  

Status lock phenomenon inhibits children from escaping pre-established social status; 

breaking out of a pre-conceived lock nears impossibility in many cases (Coie & Dodge, 1983; 

Coie et al., 1995). Findings from adolescent studies recognize adolescent peer groups are 

complex and varied, which reinforces the point that a single approach to leadership research and 
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development across adolescents as a single group is a poor option. Adolescent leadership 

development programs must give consideration to issues of gender, ethnicity, status lock, and 

prosocial and antisocial orientation. Furthermore, effective programs must recognize the 

adolescent agenda dramatically differs from the adult agenda (Sherry et al., 2003; Tiffin, 1980). 

Effective curricula will embed development strategies within the world in which the adolescent 

lives (Starratt, 2007).  

Students each have an intrinsic moral agenda, which primarily is supported by an intense 

drive for affiliation and an understanding of how they will make something of themselves in the 

broader society (Starratt, 2007). Repurposing leadership research for a tighter linkage to the 

inner-world of the adolescent, and balancing with the real-world complexities of the 

heterogeneous adolescent construct, places leadership researchers in a better position to 

operationalize the construct of authenticity in the nomological network of the adolescent. 

Effectively delivering authentic leadership pedagogy to adolescent students requires 

methodologies that integrate what Walker and Shuangye (1974) call “seeing leading and learning 

as inseparably integrated” with the contextual factors of the adolescent’s world and culture (p. 

193). The development and validation of instruments such as the LAARS contribute to this cause 

by giving operational techniques to both adolescent leaders and advisors of adolescent leaders. 

 

Psychometrically Validated Instrumentation 

A review of the literature to identify psychometrically validated self-rating leadership 

instruments developed specifically for application with adolescents revealed six instruments 

formed to assess leadership and four instruments with subscales assessing leadership. A brief 
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discussion conducted on each instrument is followed by identification of a gap pertaining to 

adolescents and authentic leadership. 

Leadership Instruments 

In 1996 Oakland et al. (1996) conducted an extensive review of instruments assessing 

leadership in children, youth, and adults. Using the guidelines set forth in the Standards for 

Educational and Psychological Testing (American Educational Research Association, American 

Psychological Association, & National Council on Measurement in Education, 1985) they 

reviewed 11 instruments along four criteria (a) instrument development, (b) normative 

population, (c) reliability, and (d) validity. Of the 11 instruments, only two instruments 

(Leadership Ability Evaluation – LAE; Leadership Skills Inventory – LSI) specifically attempt to 

measure leadership in youth. The other instruments either overly focused on adult attribution or 

only partially measured elements of leadership. 

Leadership Ability Evaluation (LAE). The Leadership Ability Evaluation (LAE) is a 50-

item instrument measuring decision-making and social-climate issues of a leader (Oakland & et 

al., 1996). The instrument was normed against a sample of 2,000 general respondents and 400 

titled leaders. Reported coefficient alphas range from .71 to .91. Content validity was established 

using an expert panel; however, neither criterion nor construct related validity was asserted. 

Furthermore, Oakland et al. expressed concerns with the content validity in that the instrument 

measured social insight more than leadership construct.   

Leadership Skills Inventory (LSI). The Leadership Skills Inventory (LSI) is a 125-item 

questionnaire reporting on strengths and weaknesses in nine categories: (a) fundamentals of 

leadership, (b) written communication skills, (c) speech communication skills, (d) values 

clarification, (e) decision-making skills, (f) group dynamic skills, (g) problem solving skills, (h) 
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personal development skills, and (i) planning skills. The LSI was normed on 452 children and 

reported coefficient alphas above .80 (Oakland & et al., 1996). However, Oakland et al. raised 

concerns over validity assertions. First, the LSI does not connect to any particular leadership 

theory. Second, the nine categories being measured have not resulted from a factor analysis. 

Studies in the literature indicated items load on one single factor, and not nine outlined 

(Edmunds, 1998). Construct and criterion validity were also specifically questioned by Oakland 

et al. While claims exist for statistical support of content, concurrent, and construct validity types 

(Edmunds, 1998; Shaunessy & Karnes, 2004), the rigor required for the LSI instrument to 

achieve all three forms of validity is not extant in the literature (Benson & Zarnegar, 1984; 

Carmines & Zeller, 1979; DeVellis, 2003; McGilton, 2003; Nunnally & Bernstein, 1994; 

Okamoto, 2001). Because these validity discussions have not been thoroughly conducted in the 

literature, Oakland et al. strongly questioned the validity and application of both the LAE and 

LSI. 

Roet’s Rating Scale for Leadership (RRSL). The Roet’s Rating Scale for Leadership 

(RRSL) is a 26-item general leadership scale that was normed against 1,057 U.S. adolescents. 

The instrument measures leadership ambition and leadership desire in secondary school students. 

The RRSL is a general leadership instrument in the sense that leadership theories such as 

transformational, authentic, transactional, etc., are not specifically tested. In other words, the 

RRSL simply examines the desire and ambition of an individual in his or her inclination towards 

leadership. Reliability is reported using Spearman-Brown’s split-half formula of r = .85 (Karnes 

& Bean, 2005; Shaunessy & Karnes, 2004). A recent application, found in Chan (2000), reports 

high internal reliability with Cronbach’s alpha at .88. Chan’s study of Hong Kong high school 

students drew correlations between respondents who scored high on the RRSL and high on other 
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self-ratings related to achievement, leadership, and levels of energy. Thus, the RRSL may enjoy 

criterion validity as demonstrated in Chan’s study, which implies it is useful as an indicator of 

potential leadership and also as a partial measure of construct validity for other leadership 

instruments.  

Other instruments surfacing in the literature. Other instruments measuring leadership in 

youth include: (a) the Big Five personality inventory, (b) Leadership Practices Inventory (LPI), 

and (c) Leadership Strength Indicator. The Big Five adolescent personality inventory (Lounsbury 

et al., 2003) enjoys extensive use, consistently producing adequate to high psychometric 

properties. The instrument development and validation effort encompassed eight different studies 

involving just under 4,000 U.S. middle and high school students. Coefficient alphas ranged from 

.80 to .85. The scale measures (a) agreeableness, (b) conscientiousness, (c) neuroticism, (d) 

extraversion, and (e) openness. The instrument’s application to leadership pertains to its ability 

to assess interpersonal functioning and could be valuable in research on antisocial constructs 

relative to stress responses and styles of copying in leadership situations. This instrument 

potentially qualifies as a gold standard for construct validity for other theoretical instruments 

(Cortina, 1993; DeVellis, 2003; Holton & Burnett, 2005).  

The LPI (Zagorsek et al., 2006), while designed for adults, advertises an application for 

college and high school students (Kouzes & Posner, 2002; Posner & Brodsky, 1994). The LPI 

(Kouzes & Posner, 2007) consists of 30-items and assesses five dimensions of transformational 

leadership: (a) modeling the way, (b) inspiring a shared vision, (c) challenging the process, (d) 

enabling others to act, and (e) encouraging the heart. The LPI enjoys broad usage and reports 

high psychometric qualities with reliability scores reaching .94 (Ferguson & Ketchen, 1999). 

However, analysis of reliability of the LPI, using item response theory (IRT), indicated a 
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potential bias in the instrument (Zagorsek et al.). For example, reliability of the instrument 

increased for respondents at the lower levels of leadership. The instrument was not as reliable 

when examined against seasoned and senior leaders. Thus, according to Zagorsek et al., the 

LPI’s best application is for use in training and developing leaders, but not necessarily as a 

leadership selection instrument. In a sense, the LPI is a general leadership instrument because it 

does not specifically address any one leadership theory, such as authenticity. Additionally, 

research using the instrument with adolescents is limited. While substantial work has been done 

among university students (Posner & Brodsky, 1994) the transference between adolescent and 

university student cannot be assumed (Sherry et al., 2003).   

Shaunessy and Karnes (2004) briefly examine the Leadership Strength Indicator as an 

instrument useful for stimulating leadership discussion. However, psychometric measures and 

development of the instrument fail to appear in the predominate literature. Furthermore, studies 

involving the Leadership Strength Indicator engage sample sizes that do not stand up to power 

and effect rigor (Ferguson & Ketchen, 1999) or overall instrument development requirements 

(DeVellis, 2003). 

Behavioral Instruments 

Oakland et al. (1996) as well as Shaunessy and Karnes (2004) reviewed a number of 

other instruments that possess subscales measuring leadership in children and youth: (a) Eby 

gifted behavior index, (b) gifted and talented screening form, (c) gifted evaluation scale, and (d) 

scales for rating the behavioral characteristics of superior students. Overall Oakland et al. and 

Shaunessy and Karnes concluded instruments containing leadership evaluation as a subscale, 

though psychometrically adequate, pose difficulty in extracting and interpreting subscale ratings. 
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Authenticity Instruments 

While the development and administration of the LAARS was underway, no authenticity 

instruments existed in the public domain or scholarly literature. Moreover, not only did 

instruments specifically addressing authenticity in adolescent leadership not exist, the topic of 

authenticity theory was not previously extended to the adolescent nomological network. 

However, two authenticity instruments surfaced in the literature after the LAARS was 

constructed and exercised. These instruments focused on college student and adult populations. 

Authenticity scale 1–Tate (2008). Tate (2008) applied a relatively constrained point of 

view of authenticity in leadership by testing for George’s (2003) five dimensions of authentic 

leadership: (a) self-discipline, (b) lead from the heart, (c) establish enduring relationships, (d) 

practice solid values, and (e) passion for a purpose. While George’s dimensions are theoretically 

sound and in many ways constitute the re-emergence of the authenticity in leadership topic, the 

singular application of George’s theorized factors ignores the substantial theoretical literature 

available since 2003.  

The results of Tate’s (2008) questionnaire, administered to 69 U.S. university students, 

were factor analyzed and loaded on three factors: (a) self-discipline and ethical standards, (b) 

establishing positive relationships, and (c) passion for a purpose. An overall reliability alpha 

coefficient of 0.89 was reported.  

Authenticity scale 2–Walumbwa et al. (2008). Walumbwa et al. (2008) developed an 

instrument designed to measure authentic leadership. The instrument’s content was derived from 

the broad body of literature. A 35-item pool was administered to two independent groups in the 

U.S. and China, resulting in a finalized 16-item instrument. The instrument was tested twice, first 

on just over 200 U.S. respondents and second on more than 200 Chinese respondents. Each set of 
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data was subjected to a confirmatory factor analysis that supported the hypothesized four-factor 

structure with high reliability: (a) self-awareness, .92, (b) relational transparency, .87, (c) 

internalized moral perspective, .76, and (d) balanced processing, .81. The study did not disclose 

the full item pool. Walumbwa et al. concluded authenticity is comprised of these four factors, but 

also noted a second order factor accounts for the dependence between each of the four factors 

with the inter-factor correlation averaging over .69. 

The Walumbwa et al. (2008) study specifically addressed validity questions by 

examining hypothesized relationships to authentic leadership for construct (convergent and 

discriminant) support. Using independent validated instruments, they included a measure of 

ethics and organizational citizenship as a means to support validity. A strong significant 

correlation between authenticity factors and ethics surfaced, and a moderate significant 

correlation with organizational citizenship was reported. The exhaustive nature of the study 

produced reasonable arguments for psychometric adequacy.  

A Gap in the Literature 

After reviewing the literature, self-report instruments developed for leadership research 

among the adolescent population contain four common issues. First, instruments assessing 

leadership in adults or college students possess questionable applicability to high school 

populations (Sherry et al., 2003). Second, instruments purporting to assess leadership among 

adolescents lack adequate psychometric qualities and validation against the adolescent 

population. Additionally, theory-driven constructs fail to manifest in instrument development 

(Oakland & et al., 1996). Third, instruments specifically designed for adolescent testing and 

possessing high psychometric measures of validation do not specifically focus on leadership, but 

rather include leadership assessment as a rude subscale. Fourth, no validated instruments for 
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youth measure authenticity in leadership. While two instruments (Tate, 2008; Walumbwa et al., 

2008) addressing authentic leadership surfaced during the same period in which the LAARS was 

under development, neither specifically targeted adolescents. Tate’s study normalized on college 

students, while Walumbwa et al. normalized on professional business respondents rating leaders 

in a professional business setting. Neither of these two instruments was available for inclusion in 

the LAARS because development occurred roughly during the same time period. Regardless, the 

gap in the literature remains as a lack of instrumentation for adolescents on leadership theories in 

general, and in specific instruments attempting to measure authenticity in adolescent leaders. 

 

Chapter Conclusions 

Overall, leadership as a concept receives significant scholarly attention. However, the 

research regarding adolescent leadership development suffers from limited access (Chan, 2000; 

Schneider et al., 1999). Adolescent leaders develop from prosocial and antisocial constructs  

(Miller-Johnson et al., 2003; Rodkin & Farmer, 2000). Important concepts for adolescent 

development include strong notions of self (Cohen et al., 2007), development of relationships 

(Tiffin, 1980), an intense desire to belong and to receive recognition (Butts, 1955; Starratt, 

2007), and the act of embracing a circle of influence where one spends significant time (Carter et 

al., 2003). These characteristics are integral to a leadership theory known as authentic leadership 

(Avolio et al., 1999; Brumbaugh, 1971; Dobosz & Beaty, 1999). Authentic leadership offers 

important benefits to adolescent leadership development because it represents a drive towards 

increased affiliation (Goffee & Jones, 2000; Helland & Winston, 2005; Jensen & Luthans, 2006), 

which is a high sociopsychological need in the adolescent world (Butts).  
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Expanded empirical research efforts in authentic leadership (Avolio et al., 1999; C. 

Cooper et al., 2005) may prove particularly fruitful in studying adolescent leadership. A 

framework to assess and study leadership authenticity among the adolescent population was 

presented in this chapter. The ability to influence adolescent leadership development may hold 

the genesis for dramatic improvement in the high school affiliation experience, and in breaking 

the social lock of disadvantaged, low achieving, and outcast youth (Coie et al., 1995). The results 

may ultimately lead to an ability to reshape bad leaders (Kellerman, 2004) long before they do 

damage. Infusing more hope into the leadership paradigm (Jensen & Luthans, 2006) and 

improving balanced integrated leadership development activities at the high school level are 

called for. Because adolescent leaders develop from either prosocial or antisocial constructs 

(Miller-Johnson et al., 2003; Rodkin & Farmer, 2000), educators must recognize the power and 

consequence of both leadership development funnels. Prosocial leaders rely on inclusive and 

build affiliation, while antisocial leaders rely on exclusive and power. Yet, both leaders achieve 

results. Educators need to remember good leaders possess potential to enhance the quality of life 

and increase affiliation for their social group as a whole, while bad leaders see their experience 

as a zero-sum game and with power sharing reluctance. Good leaders move society towards 

greater collective accomplishment (Hogan & Kaiser, 2005; Ping Ping, Hau-siu Chow, & Yuli, 

2001; Wenquan, Chia, & Liluo, 2000) while bad leaders destroy or retard social progress 

(Kellerman). Therefore, an integrated effort to develop adolescent leaders under an authentic 

leadership paradigm benefits educational and the broader society and is urgently needed; 

particularly if methods to empower future leaders with authentic tools that facilitate a movement 

towards prosocial ideals emerge.  
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Questions surfaced in the literature relative to instrumentation available with adequate 

psychometric measures designed to measure leadership among adolescents. Furthermore, a 

complete gap exists in the literature regarding instrumentation for authentic leadership among 

adolescents. Therefore, the intent of this project embraces the next step in the research paradigm 

of authenticity (C. Cooper et al., 2005) by developing instrumentation in accordance with sound 

psychometric measurement principles (American Educational Research Association, American 

Psychological Association, & National Council on Measurement in Education, 1999; DeVellis, 

2003; Nunnally & Bernstein, 1994).  
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Chapter 3: Method  

 

Organization of Chapter Three 

The Leadership Authenticity Adolescent Rating Scale (LAARS) followed the pattern 

outlined by DeVellis (2003) and Hinkin (2005) for instrument development. Based on a detailed 

literature review of authenticity in leadership and the nature of leadership development among 

adolescents, a large item pool of self-declaration statements was created. The pool of questions 

were evaluated in two different focus group sessions where high school students discussed and 

assisted in defining the terms and language needed to express the concepts of authentic 

leadership. The instrument was then pilot tested twice, after which adjustments were made each 

time. The instrument was then subjected to testing that included (a) factor analyzing the 

instrument to determine key constructs, (b) examination for various forms of validity, (c) and 

reliability testing and item reduction. This chapter consists of six sections: (a) problem and 

purpose, (b) method, (c) instrument development, (e) sample, (f) procedure, and (g) bias and risk 

mitigation.  

 

Problem and Purpose 

The literature clearly indicates an inconsistency, and lack of psychometrically adequate 

instrumentation for measuring leadership among adolescents. Additionally, the lack of adequate 

instrumentation available to measure authenticity in leadership among adolescents presents a 

particular concern. Therefore, the objective of this study is the development and initial validation 
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of an instrument to measure levels of authenticity in leadership among adolescents. A result of 

the analysis should also expose the factors contributing to the latent variable of authenticity.  

The purpose of this study is to operationalize the construct of authenticity in leadership in 

adolescents (Avolio et al., 1999; C. Cooper et al., 2005) and provide empirical data to better 

inform adolescent leadership development programs, tactics, and theories. Properly developed 

instruments with predictive qualities provide important contributions to the social sciences 

(Nunnally & Bernstein, 1994). Psychometrically adequate instrumentation designed specifically 

for adolescents and driven by theory fills a gap in the current literature on leadership 

instrumentation (Oakland & et al., 1996). Furthermore, adolescent leaders emerge from two 

opposite ends of a sociality continuum, namely prosocial on the one hand, and antisocial on the 

other (Miller-Johnson et al., 2003; Rodkin & Farmer, 2000)). Also of ultimate interest in this 

study is the refinement of the theory of authentic leadership and the development of empirically 

substantiated attributes. Such data is vital in helping adolescents understand the complex nature 

of leadership, and moreover aids in formulating leadership development constructs that move 

antisocial leaders towards prosocial behaviors. Understanding the relationship between the latent 

variable of authenticity, and the associated sub-scales relative to the factors driving antisociality, 

potentially adds important insights for leadership mentors of adolescent leaders. 

The literature on the theories of authenticity in leadership and the theories on the 

development of adolescent leaders was reviewed. While attributions of authenticity present 

themselves in theory with factor structures asserted in the literature, little empirical evidence 

exists to confirm any particular theory of authenticity. Therefore, the theories have been 

synthesized in the literature review providing a structure from which to assert the LAARS 
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instrument. Theorized variables associated with the theorized construct (four sub-scales of self, 

empathy, trust, and community) are outlined in Figure 4.  

 

 

 

Figure 4. Theorized Factor Structure of Authentic Leadership. Detailed extrapolation of item-

mapping to the core constructs is outlined in Appendix A. 

 

 

Method 

The method for developing and validating the LAARS followed scale development 

procedures outlined by DeVellis (2003), Hair et al. (1998), and Hinkin (2005). Psychometrics 
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including normalization, sample size requirement, criteria for internal reliability, and types of 

validity were evaluated primarily using procedures outlined by Nunnally and Bernstein (1994), 

DeVellis, Hair et al., Carmines and Zeller (1979), and Cronbach and Meehl (1955). LAARS 

development stages included : (a) developed a large item pool derived from theory, (b) 

established content validity through a series of pilot studies, focus groups, and scholarly peer 

feedback on theoretical constructs, (c) administered pilot-tested instrument to an adequate 

sample, (d) examined data for meeting multivariate assumptions underlying factor analysis, (e) 

factor analyzed data using exploratory techniques, (f) conducted item reduction by objectively 

assessing internal reliability measures (i.e., Cronbach’s Alpha) and subjectively analyzing factor 

structures, and (g) conducted correlational tests of convergent and discriminant validity.  

 

Instrumentation Development 

Instrument development is an iterative process requiring a number of stages and 

refinements (Nunnally & Bernstein, 1994). The LAARS was initially conceived from a literature 

review on the topic of leadership authenticity and adolescent leadership development presented 

in chapter two. After determining no other validated instrument currently exists to measure levels 

of authenticity in leadership attitudes among adolescents, the LAARS was developed to fill the 

gap. The instrument relies on self-reporting, which is an accepted method for social science 

research (DeVellis, 2003; Guccione et al., 2005). The present study sought to identify an 

optimized item pool through factor analysis techniques. 

Instrument Construction 

The LAARS was comprised of 100 self-report items consisting of five components: (a) 

authentic leadership, (b) social desirability, (c) self-declaration pronouncements, (d) prosocial 
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attitudes, and (d) demographics. Components are detailed in Appendix A. Table A-1 consists of 

49 authenticity in leadership statements. Table A-2 represents 13 social desirability statements 

that were used to examine social desirability bias among LAARS respondents. Table A-3 

represents eight self-declaration statements that represented construct validity arguments. Table 

A-4 represents 23 statements measuring prosocial or antisocial traits that were inserted to 

enhance understanding of the leadership emergence funnel of the adolescent and to include a 

point of view that may aid construct validity in future LAARS research. Table A-5 represents 

seven demographic questions. 

The instrument was administered in one sitting. Demographic questions were presented at 

the beginning of the instrument. The 49 authenticity statements (Table A-1) and the self-

declaration statements (Table A-3) were then randomly presented. Responses were based on a 

six-point scale recommended by DeVellis (2003).  An even-numbered scale eliminated 

neutrality, requiring respondents to commit to a perspective and avoid ambiguity (Spector, 

2001): (a) strongly disagree, (b) moderately disagree, (c) slightly disagree, (d) slightly agree, (e) 

,moderately agree, and (f) strongly agree. Following the authenticity and self-declaration 

statements, social desirability was integrated. Each social desirability statement required a 

true/false response. The final 23 statements required yes/no responses and probed the prosocial 

position of the respondent.  

The instrument, somewhat large with 100 items, caused a concern over respondent 

fatigue (DeVellis, 2003). However, DeVellis also pointed out the necessity of starting with a 

large item pool in order to preserve the ability for flexibility in optimizing the final scale. The 

instrument size represents not only the vastness of theoretically proposed ideas of authenticity, 

but also the inclusion of the social desirability items and prosocial exploration. These inclusions 
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were designed to enhance insight for leadership developers of adolescent trainees (Miller-

Johnson et al., 2003; Rodkin & Farmer, 2000). Additionally, prosociality to a limited extent, and 

social desirability to a greater extent, retain potential for use as measures of construct validity for 

the LAARS. 

Pilot study: Initial validity and reliability. The LAARS was initially field tested for face 

validity with 25 high school students from Oregon, USA. A second round of validity testing was 

conducted on 50 additional Oregon high school students from a leadership camp at Western 

Oregon State University. A third round of field testing consisted of reliability and construct 

validity of the instrument by administering the LAARS to 200 Chinese university freshman and 

sophomore students (Whitehead & Brown, In press). In this third, and more comprehensive test, 

reliability measures passed the 0.70 benchmark expected of psychometrically adequate 

instruments (Dennis & Bocarnea, 2005; DeVellis, 2003). The 49-item authenticity section 

yielded a Cronbach’s alpha of 0.79 and a split-half alpha of 0.79 (Table 5). An item analysis 

revealed overall reliability could be improved to 0.84 by eliminating five items from the overall 

scale: (a) I am not shy about taking credit, (b) traditions are annoying; I would rather discover a 

new way of doing things, (c) my existing talents and strengths are all that I need to be a good 

leader, (d) I look confident, but inside I doubt myself, and (e) having hope is not part of my 

leadership attitude. Interestingly, each of the five items eliminated were negatively presented and 

reverse scored.  
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Table 5  

LAARS Reliability and Factor Extraction from Chinese Pilot Results 

 Alpha  Items 

Composite instrument .787 49 

Composite instrument after item reduction .836 44 

Factor 1 .875 31 

Factor 2 .665 10 

Factor 3 .296  7 

Factor 4 .291  4 

 

 

However, the LAARS was ultimately designed for high school students and therefore, the 

Chinese university student contributions may present spurious outcomes and interpretation must 

be made in context of cultural (Hofstede, 1980, , 1998) and age (Sherry et al., 2003) differences.  

Integrating Lessons Learned from Field Tests 

Selecting a social desirability scale. Self-report procedures potentially suffer from 

distortion as a result of respondent bias towards social desirability (DeVellis, 2003; Dierker et 

al., 2004; Loo & Thorpe, 2000). Furthermore, social desirability is often neglected in instrument 

development in determining scale validity; thus, presenting a substantial threat to multi-item 

scale validity (DeVellis; Townsend, Flisher, & King, 2007)). Scales examined for evidence of 

social desirability bias are also useful in reducing likelihood of response bias (Townsend et al.). 

Questionnaire items correlating high to social desirability scores should receive consideration for 

exclusion, though there are exceptions if theory can substantiate them (DeVellis). 
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Social desirability bias is a concern in research design when: (a) self-report measures are 

used, (b) highly sensitive constructs are explored, (c) anonymity is compromised, and (d) 

responses to research items may result in evaluative consequences (Townsend et al., 2007). Of 

the four concerns listed by King and Bruner, only one (self-reporting) was present in the 

LAARS. Nevertheless, following the guidance extant in the literature, a social desirability scale 

was integrated into the LAARS. 

A number of instruments exist to measure social desirability bias. The Marlowe-Crowne 

Social Desirability Scale (MCSD) frequently receives consideration as a primary measure for 

testing response tendency and social desirability with self-report instruments (Loo & Thorpe, 

2000; Reynolds, 1982). However, the MCSD is a 30-item instrument which increases respondent 

fatigue when appended to another instrument. DeVellis (2003) suggested using a short 10-item 

version of the scale (MC-1 and MC-2) developed by Strahan and Gerbasi (1972), which 

accurately detects social desirability bias (Ray, 1984). The literature also surfaced criticism for 

the short-form (MC-1 and MC-2) scale developed by Strahan and Gerbasi (Loo & Thorpe; 

Reynolds; Silverstein, 1983)).  

Reynolds (1982) constructed alternative forms to Strahan’s and Gerbasi’s (1972) scale 

using psychometric considerations of item factor loading, correlations, and validation. Reynolds’ 

study tapped 608 undergrad students from a medium-sized state university. Respondents came 

from a cross-section of majors and were evenly distributed by gender. Reynolds reported the 13-

item form C (by Reynolds) and the 20-item scale (developed by Strahan and Gerbasi) were the 

strongest in terms of reliability and validity measures and proved superior to the 10-item short 

form recommended by DeVellis (2003). Reynolds also proved psychometric differences between 
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the full long-form MCSD scale and the 13-point scale were small. Thus, the short forms 

adequately detect social desirability bias. 

Loo and Thorpe (2000) investigated reliability of multiple short-form social desirability 

scales. Surveying 232 university students, they compared multiple short-form scales, confirming 

the instrument created by Reynolds (1982) outperformed the 10-item instrument by Strahan and 

Gerbasi (1972) with an alpha reliability measure of 0.62 versus 0.52. Silverstein (1983) also 

tested Reynolds’ form against Strahan’s and Gerbasi’s to determine highest validity when 

compared with randomly selected short forms from the original MCSD instrument. The 

Silverstein study found Reynolds’ short form C appreciably better than a random by producing 

an alpha of 0.80 compared to Strahan and Gerbasi’s 10-item scale alpha of 0.72. In the 

Silverstein study only one other instrument had a stronger alpha than Reynolds’ 13-item form C. 

Strahan and Gerbasi’s 20-item form achieved .81 alpha. For purposes of the LAARS instrument, 

the ability to reduce the instrument by seven items was a reasonable trade-off considering 

corrected validity differed between the two by only 0.01. Therefore, Reynolds’ 13-item form was 

adopted. The 13 items are identified in Table A-2.  

Initial validation and adjustments to item-pool. As a result of the Chinese university 

study, and earlier face validity examinations of the instrument with Oregon high school students, 

two key modifications were implemented: (a) questions dealing with athleticism were refined 

and (b) item response scales were changed. Originally, the athletic-leadership relationship 

statements were ambiguous. Through the process of focus groups and administering pilot 

samples, these statements were eliminated from the authenticity construct, but remained a part of 

the self-declaration statements: (a) I would follow a leader who was an athlete before I would 

follow someone who was not an athlete, and (b) Athletes are not always leaders. 
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Scale adjustments were made to reduce the potential for exhaustion while taking the test, 

and to add clarity to the responses. Initially the Likert scale chosen was an 8-point scale. This 

was then reduced to a 7-point scale during the second iteration of the pilot. Both scales were too 

long and created some difficulty for individuals in making selection, as definitions between items 

may have been too closely related (DeVellis, 2003; Spector, 2001). Therefore, the scale was 

refined to the current six-point Likert selection model. 

Instrument Scoring Methodology 

Leadership authenticity construct scoring. Table A-1 contains the leadership authenticity 

construct of four core variables, numerous sub-core variables, and statements mapping those 

variables to their constructs. Appendix B contains construct maps showing how the item-pool 

feeds into scoring subscales. This section of the instrument is measured on a scale-value of one 

to six (1-6). After accounting for negative statement transformations (Table A-6) the following 

point matrix was applied: 

Response of 1 = 1 point 

Response of 2 = 2 points 

Response of 3 = 3 points 

Response of 4 = 4 points 

Response of 5 = 5 points  

Response of 6 = 6 points 

The totals were averaged for each sub-core variable. For example, know-self variable 

statements (I know myself well, and I continuously evaluate my strengths and weaknesses) 

scores were added and the value became the know-self variable value. For example, if the first 

statement received a five rating and the second statement received a four rating, the aggregate 
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score for the sub-variable was 4.5. Most sub-core variables include two related statements. The 

one exception was value organizational history variable which included three statements. Table 

A-1 identifies the 24 sub-core variables. 

A similar scoring procedure was conducted to achieve the core variable scores as 

identified in Table A-1. The core variable scores were averaged from the sub-core variable 

scores. The four core variables were then averaged to achieve an aggregate leadership 

authenticity score. 

Self-declaration variable scoring. Table A-3 contains the four self-declaration variables. 

Each of these variables were used for comparative analysis and to some extent construct validity. 

Self-declaration variables were scored by assigning one point for each value marked in the Likert 

scale (after accounting for negative transformations) and averaged. The leadership declaration 

and the authenticity declaration were tested for validity in relation to the authentic leadership 

score. If strong internal reliability existed, a plausible argument could be advanced for adding 

those two self-declaration variables into a fifth component of the authentic leadership score. 

DeVellis (2003) encouraged testing for new attributions when developing the final pool.  

Prosocial scoring. Table A-4 contains the elements used to assess respondent’s level of 

prosocial or antisocial attribution. There are 24 factors, 23 of which are responses to statements. 

The 24th is a calculation derived from the respondent’s response to the GPA question in the 

demographics section of the instrument. Prosocial declarations take the form of true/false 

statements. Each statement was a coding with the attribution of a response (e.g., mapped items to 

anticipated response of prosocial). This portion of the instrument was designed to measure the 

level of prosocial attribution. Each response mapping to the assigned attribution received one 

point. The prosocial score therefore ranged on a scale of negative 24 to positive 24.  
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Table A-4 contains the full attribution map. An example of how the scoring was: 

(a) Statement: “I think students have a responsibility to obey teachers.” This statement 

represents a prosocial attribution. If the respondent selected yes, one point was 

assigned. If the respondent selected no, a negative one point was assigned. 

(b) Statement: “I do not enjoy learning.” This statement was an antisocial attribution. If 

the respondent selected yes, a negative one point was assigned. If the respondent 

selected no, one point was assigned. 

Social desirability scoring. Table A-2 represents the social desirability scale selected for 

inclusion in the LAARS. The procedure for testing social desirability bias followed the same 

method used by King and Bruner (2007), which is to rate the combined 13-item responses on a 

scale of zero to 13. Scores approaching 13 were considered to have bias. Those with scores in the 

upper quartile were scrutinized for exclusion from the results. Additionally, social desirability 

bias was analyzed by reviewing correlations between the social desirability score and the 

dependent variable of authenticity (Chung & Monroe, 2003; Dijkstra et al., 2001; Lapsley & 

Enright, 1979; Schriesheim, 1979). High degrees of correlation indicate bias. Low or negative 

correlations clear the instrument from social desirability bias. 

Instrument readability. Following pilot-driven adjustments, the LAARS content was 

subjected to a readability assessment. DeVellis (2003) suggested an instrument’s content should 

aim for reading levels between fifth and seventh grades. The items in the pool of the LAARS 

were tested using Microsoft’s tool for readability statistics, resulting in a Flesch-Kincaid grade 

level of 6.7. The Flesch-Kincaid test indicated the LAARS fell between the sixth and the seventh 

grade reading level. This was consistent with the manual calculation conducted. In an additional 

procedure, the instrument was subjected to a manual scrutiny using Microsoft Excel® pivot 
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tables. The average words per item were 10.66 with an average syllable count of 15.96. 

Interpreting these results according to Fry’s (1977) methodology confirms the LAARS 

readability ranges slightly above the 6th grade reading level.   

 

Sample 

Participants 

Arguments can be made for both the use and non-use of college-age proxies. The 

common age-range of the adolescent is accepted as 12-17 (Moore & Gullone, 1996) and 

generally understood as being secondary school student-age. On the other hand, some studies 

(Ingrid, Pal, & Joar, 2000) indicate the age of 12-19 as an acceptable adolescent range. 

Therefore, the reach into the youngest university populations can produce insight. According to 

Tiffin (1980) an adolescent fills the stage between child and full adulthood in an industrial and 

post-industrial societies. By this definition, the younger range of college-age students may 

qualify as adolescent. However, in order to retain focus on adolescents, the procedures followed 

recommendations from a study (Sherry et al., 2003) designed to evaluate differences between 

college-age respondents and adolescent respondents. College-age and adolescent groups differed 

in responses to the NEO personality inventory (Sherry et al.). The instrument measured levels of 

neuroticism, extraversion, openness, agreeableness, and conscientiousness. Coefficient alpha 

differed significantly across four of the five domains with neuroticism being the only construct 

where college-age students and adolescents were similar. The study concluded measure 

development of normative data for adolescent population differs from college population. 

Therefore, survey participants were high school students ranging in ages 12-18.  
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Sampling strategy. A purposive sample strategy was adopted. The process of purposive 

sampling targets a specific group or set of specific characteristics. In this case, the purposive 

sample sought adolescents from American secondary schools between the 9th and 12th grades 

inclusive. Purposive sampling strategies are well accepted in social science scholarly research; 

31% of research articles in Human Resource Development Quarterly from 1990 to 1999 used 

purposive sampling methods (Passmore & Baker, 2005). Specifically, purposive sampling is 

highly appropriate when dealing with extreme or deviant cases, or when a specific target 

population is desired (Passmore & Baker). 

The sample size was determined by assessing results from three methods. The simplest 

method used in Krejcie and Morgan’s (1970) work suggested a normally distributed population 

of over 100,000 should have at least a sample of 343. The population of high school students in 

the United States is well over 14 million (National Center for Education Statistics, 2006, table 

32; Webb, 2006, p. 175); thus, any sample over 343 can be considered representative.  

However, simply calculating sample size based on population size ignores important 

factors of effect and power (Holton & Burnett, 2005; Passmore & Baker, 2005). Two other 

methods were therefore considered. First, given the population is large, other considerations in 

determining sample size included variability, degree of confidence required, and desired 

precision (Hair, Babin, Money, & Samouel, 2003). Following Hair et al.’s formula, and using a 

confidence interval of 95% (two standard deviations), a standard deviation in the authenticity 

core score of 2.39 based on evidence obtained in field testing the instrument, and desiring a 

precision target of no more than a .25 difference in point value deviations, the resultant sample 

was determined: Sample size = [(2 x 2.39) / 0.25]
2 
= 365. 
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 The third method employed used power analysis and effect size (Coe, 2002; Cohen et al., 

2007; Hinton, 2004; Thompson, 2005). Using a priori power and effect analysis program 

GPOWER
i
, and assuming a small effect of .2, a significance level of .05, and a power of .95, the 

sample size was calculated to be at least 327. Effect sizes must be determined according to 

relatively established research (Passmore & Baker, 2005; Thompson). A review of literature on 

dealing with secondary school behavior phenomena suggested an effect size of .11 as small, .5 as 

moderate, and .8 as large (Dierker et al., 2004). Because the objective of the LAARS was to 

achieve reasonable certainty that certain factors contribute to authentic leadership, the effect size 

was to be small, thus providing a high degree of confidence in replicability of the experiment 

across broader segments of the population (Florey, 1993).  

Instrument development literature reported more latitude in sample size determination. 

DeVellis (2003) suggested an acceptable sample size for scale development research was 

between 200 and 400 respondents. Nunnally and Bernstein (1994) indicated 300 was an adequate 

number. Additionally, item-pool size bears a relationship to sample size determination. DeVellis 

specifically indicated a 90-item pool could adequately go through scale development and factor 

analysis with a sample of 400. Hair et al. (1998) suggested five times the item-pool supports an 

adequate sample. Therefore, given the literature, and the calculations for effect and power, the 

ultimate target for sample size was determined at 400 (+/- 50). 

 

Quantitative Procedure 

Factor Analysis 

Extracting factors aids in operationalizing theoretical constructs and reduces item-pools 

for optimal representation of factors contributing to the latent variable. A statistical criterion 
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method was used to infer the likelihood of sufficiency of the variables. However, DeVellis 

(2003) suggested instrument development cannot always be determined by statistical criterion 

alone. Therefore, some subjective judgment remained in the author’s control for final 

determination of pool items. Thus, item exclusion resulted from both statistical and subjective 

analysis. 

Factor analysis reduces interrelated variables to a manageable quantity of latent 

dimensions (Tinsley & Tinsley, 1987). Various factor analyses are possible. The two primary 

factoring techniques or umbrellas relevant to this project were exploratory and confirmatory 

(Benson & Nasser, 1998; DeVellis, 2003; Hinkin, 2005; Nunnally & Bernstein, 1994). 

Exploratory analysis deduces factors from data (DeVellis) while confirmatory analysis examines 

hypothesized structures (Benson & Zarnegar, 1984; Suhr, 2006).  

Which umbrella? Exploratory versus confirmatory – a brief debate. Hinkin (2005) 

suggested instrument development passes through seven stages: (a) selecting a sample, (b) 

preliminary (exploratory) factor analysis, (c) confirmatory factor analysis, (d) internal 

consistency assessment, (e) convergent and discriminant validity, (f) criterion-related validity, 

and (g) replication. DeVellis’ (2003) procedures are well acknowledged and accepted as best 

practice. Curiously, DeVellis does not specify the need for confirmatory factor analysis 

following exploratory stages. Rather, DeVellis conveys skepticism regarding CFA techniques for 

two reasons. First, CFA techniques may produce an over-factored result. While improving the 

model’s fit, the over-factoring too aggressively reduces pool-items; thus, potentially resulting in 

a contrary outcome from what is desired in instrument development – that is, the item pool can 

be overly reduced which reduces reliability scores and construct validity (Dierker et al., 2004; 

Silverstein, 1983; Strahan & Gerbasi, 1972). Second, CFA techniques require established 
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hypothesized relationships. DeVellis indicated CFA is a leading process under which the hint of 

declaring the nature of variable relationships specifically narrows result possibilities. DeVellis 

encouraged the use of repeated exploratory analyses that facilitate rediscovering underlying 

factor structures (p. 133).  

Romney and Bynner (1994) suggested CFA and EFA were not necessarily in 

competition. To this point, Hinkin’s (2005) notion of using both EFA and CFA in the instrument 

development model has merit. According to Romney and Bynner, EFA leads to a model for the 

data that is hierarchical, while CFA is both a method for producing factor relationships to the 

latent variable(s) and discovering causal path relationships (tracing pathways between factors 

identifying strength of causal relationships).  

CFA also can be a strong indicator of convergent validity 

(http://faculty.chass.ncsu.edu/garson/PA765/factor.htm#validity) and is part of satisfying  

unidimensionality concerns (Cohen et al., 2007). The question of whether to use EFA or CFA 

should therefore not be an either/or question. Rather, EFA is used to explore data-related factoral 

structures, while CFA is used to confirm a priori hypothesized factoral structure (Nunnally & 

Bernstein, 1994). As such, it is completely appropriate to incorporate both analyses during 

instrument development and validation (Yang, 2005). However, despite the presentation of 

literature-derived theoretical constructs undergirding the present research, this study was 

primarily interested in factor exploration and used the EFA approach. Although authentic 

leadership as conceptualized for this study possesses four core factors, at the present early stage 

of instrument development, exploratory factor analysis was utilized, allowing the data to 

determine the factors underlying authentic leadership at the adolescent level. The processes for 

http://faculty.chass.ncsu.edu/garson/PA765/factor.htm#validity
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factor analyzing and reliability testing are outlined in Figure 6 and explained in detail in the rest 

of this section.  

 

 

 

Figure 5. LAARS validation procedure. Item reduction, validation, and internal reliability 

exploratory factor method: PCA or CF. 

 

One purpose of exploratory factor analysis (EFA) is to help in the early stage 

development of instruments and in discovering underlying patterns in variable relationships 

(Benson & Nasser, 1998; Yang, 2005). Exploratory Factor Analysis requires the selection of a 

technique: (a) principle component analysis (PCA) or (b) common factor (CF) analysis. PCA 
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reduces variables to components that capture as many variations as possible. On the other hand, 

CF analysis uncovers the latent structure of observed variables by identifying factors that 

influence measured variables. Thus, CF is a better choice for identifying latent and underlying 

variables that contribute to common variance (Benson & Nasser; Yang). Whereas, PCA’s main 

purpose is to reduce data in measured variables into small sets of components.  

Once the exploratory technique was determined, other decisions included: (a) extraction 

method, (b) rotation method, (c) number of factors to load, and (d) interpretation procedures. 

These decisions were driven by both the theory being studied (authentic leadership and 

adolescent application) and the literature guiding psychometrically adequate instrument 

development through factor analyses (Benson & Nasser, 1998; DeVellis, 2003; Loo & Thorpe, 

2000; Nunnally & Bernstein, 1994; Okamoto, 2001; Pett, Lackey, & Sullivan, 2003; Suhr, 2006; 

Tinsley & Tinsley, 1987; Winefield, Saebel, Hammarstram, & Janlert, 2005; Yang, 2005).   

Extraction method. Common factor analysis, otherwise known as principle axis factoring 

(Pett et al., 2003) commonly uses maximum likelihood or principal axis extraction methods 

(Tinsley & Tinsley, 1987; Yang, 2005). Maximum likelihood, an inferential technique, assumes 

the sample represents the population. This study followed recommendations of Yang, Tinsley 

and Tinsley, and use principal axis as the extraction method. 

Number of factors to extract. Exploratory factor analysis does not require a priori 

hypothesis of the number factors. The analysis itself surfaces the factors. The question of what 

criterion to use was therefore important. Four common criteria surfaced in the literature. 

However, each of those methods possessed inherent concerns of either under- or over-factoring. 

Therefore, methods were blended. 
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1. Criterion-1: Kaiser’s rule of eigenvalues larger than one represent the proportion of 

variance explained by extracted factors. The eignevalue method runs the risk of under-extracting 

factors (Tinsley & Tinsley, 1987) and consistency (Benson & Nasser, 1998).  

2. Criterion-2: Cattell’s scree plot test of adequate factor extraction occurs when the 

remaining factors gradually represent error variance. The scree plot indicates a point at which 

successive factors no longer contain enough information – this occurs where the plot flattens 

horizontally (Green & Salkind, 2005). The scree test requires subjectivity by the researcher who 

arbitrarily selects the point at which the scree occurs (Yang, 2005). Of all the methods, this is the 

most common and consistently recommended (Benson & Nasser, 1998; DeVellis, 2003). 

3. Criterion-3: The percentage of variance accounted for by the last factor is highly 

subjective and lacks empirical data in the literature for establishing the variance criterion 

(Tinsley & Tinsley, 1987). However, visual inspection, though subjective, is used to eliminate 

-

contributory elements.  

4. Criterion-4: The percentage of variance accounted for by the factor solution. This 

method, like the previous three methods, also introduces elements of subjectivity. However, the 

literature does support a range from  60% - 70% of the total variance be retained as factors 

(Yang, 2005).   

Tinsley and Tinsley (1987), as well as Yang (2005), suggested a blended method 

experimenting to determine the extraction number approximating the best solution as the final 

result. This counsel was wise in view of the literature that cautioned against underestimating the 

number of factors, especially during instrument development and validation in a new abstract 
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theoretical subject (Dennis & Bocarnea, 2005; Tinsley & Tinsley; Yang). The factor analyzing 

method adopted in this research followed those recommendations.   

Rotation method. Without rotating factors, the resultant factor values are meaningless 

mathematical extractions (DeVellis, 2003). Rotation is required for convergence of variables into 

a consistent factor loading. Ultimately, simple structures, a clear loading of each item to a single 

factor, are highly desired for scales (Hinkin, 2005). Variables in the LAARS were assumed to 

have an interrelationship and inter-item correlation, and to proximate a simple structure. 

Therefore, an oblique rotation proven reliable in determining simple structures achieving 

parsimony was used (Benson & Nasser, 1998; DeVellis; Yang, 2005). The literature suggested 

direct oblimin or promax rotations (Yang). Tinsley and Tinsley (1987) argued promax was the 

best method for oblique rotations. Furthermore, they suggest if the underlying dimensions are 

either slightly correlated or not at all correlated, a varimax rotation produces a solution 

comparable to an oblique rotation. DeVellis provided confirmation, suggesting orthogonal 

rotations may result in a simpler model, though potentially some simplicity is compromised. 

Therefore, in this study, if ambiguity surfaced in factor loadings, an orthogonal rotation using 

varimax was planned. DeVellis suggested examining the difference between the two cases to 

find the best model with the simplest form. Tinsley and Tinsley likewise suggested a varimax-

promax rotation sequence to determine preference between orthogonal or oblique rotations. 

Determining and interpreting factors. The literature ranges from .30 to .40 as appropriate 

criterion for factor loading (Hanson et al., 2006; Hinkin, 2005; Tinsley & Tinsley, 1987). In 

practice, the determination for factor loading is done by examination to identify the highest 

loadings (DeVellis, 2003). Factors are then analyzed to determine commonality and a label is 

devised. Cronbach’s alpha was then computed on each factor grouping to test reliability. 
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Eliminating variables with low factor loadings incrementally was then done and new alpha’s 

computed iteratively in order to increase the overall reliability of the loadings. However, the 

caution DeVellis (2003)(2003)(2003)(2003)provided against over-factoring was constantly 

observed. Mathematically, dropping items may improve an alpha score, but sacrifices flexibility. 

Furthermore, overly reducing an instrument may present challenges in future exploratory tests 

because reliability measures may drop below desired levels (DeVellis).   

Validity and Reliability 

Validity discussion. Three common forms of validity include (a) criterion, (b) content, 

and (c) construct (Carmines & Zeller, 1979; DeVellis, 2003; Hinkin, 2005; Holton & Burnett, 

2005). Criterion validity is the ability for a measure to predict the dependent variable (Carmines 

& Zeller; Holton & Burnett). Instruments attempting to measure abstract theoretical constructs, 

such as a personality trait (i.e., authenticity), are difficult to assess for criterion validity because 

there is an inability to affix a precise measure for such abstract variables. For example, the 

LAARS instrument attempts to measure authenticity in leadership. The criterion is authenticity. 

To date, no measure reflects authenticity in adolescents. Therefore, criterion validity remains 

difficult to measure, which is a common problem. Criterion validity is difficult, if not impossible, 

in social science abstract and theoretical investigations; as such, limited usefulness for this form 

of validity is cited (Carmines & Zeller). Even scales subjected to exhaustive psychometric 

validation, such as the Big Five adolescent personality inventory (Lounsbury et al., 2003), 

include levels of subjectivity in establishing criterion validity. For example, a subscale factor of 

agreeableness significantly correlated directly to GPA data and inversely to absences. While the 

inference seems obvious, and proven correlation established, criterion validity of the 

agreeableness subscale based on those data nevertheless carries a level of subjectivity. This is the 
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point Carmines and Zeller made theoretical constructs are not necessarily validated against 

objective criterion. 

Content validity exists to the extent a measurement accurately reflects the domain of 

content. While measurable in objective instruments, such as an arithmetic test, content validity 

measurement is difficult to achieve in instruments where no agreed criterion exists. Thus, the 

burden of content validity remains theory laden to the extent (a) theoretical concepts are 

specified, (b) empirical relationships between measures are examinable, and (c) empirical 

evidence is interpreted to clarify the construct validity of a measure (Carmines & Zeller, 1979). 

Thus, the ultimate burden of content validity falls to logic and reasoning, subjecting 

instrumentation to two primary concerns: (a) content adequately reflects theory, and (b) content 

is adequately cast into testable items (Nunnally & Bernstein, 1994). Content validity is therefore 

also a subjective process. The LAARS instrument attempts to measure authentic leadership in 

adolescents. If the items of the LAARS are content valid, these same items would therefore be 

present in genuine authentic leadership of adolescent leaders. The process of literature and theory 

review combined with focus groups were used to establish initial content validity.  

The LAARS development process proceeded through four validity sessions, including 

three focus groups – one in Oregon at a small high school, one in China with international high 

school students, and one in Oregon with a leadership camp tapping student leaders from across 

the state. Approximating content validity requires an appeal to reason, exhaustive literature 

reviews, and construct derivation in a logical method that results in a clear instrument (Carmines 

& Zeller, 1979). Furthermore, the literature undergirding the LAARS content assertions was 

subjected to multiple rounds of scholarly peer review with Education Management and 

Leadership Administration prior to receiving publication acceptance.  
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As stated, criterion and content validity are difficult to establish in abstract social science 

instruments. Therefore, instrument validation typically takes the form of construct validity where 

theoretical constructs are observable and measurable (Carmines & Zeller, 1979). Often this is 

accomplished by comparing study results with a gold-standard (Cortina, 1993; DeVellis, 2003; 

Holton & Burnett, 2005). 

Therefore, establishing construct validity requires measures to perform harmoniously 

with theoretical belief (Carmines & Zeller, 1979). For example, if certain hypotheses were 

founded as a result of the literature on authentic leadership, and those hypothesized could be 

operationally measured, then the LAARS instrument could undergo construct validation. 

Embedded within the LAARS were measures of prosocial behavior and social desirability. 

Therefore, if the LAARS authenticity component correlated highly to prosocial behaviors, and if 

prosocial behaviors were a theoretical construct of authenticity, then a measure of initial 

construct validity would be established. One caveat for the present research is that the prosocial 

construct as developed for the present study have not undergone independent validity testing. An 

argument also exists for utilizing the social desirability scale to establish initial construct 

validity. Social desirability scales measure the degree to which test takers are authentic in their 

test taking action. That is, if a respondent answers in a way he or she assumes the instructor 

wants, then the respondent demonstrates a bias towards social desirability. This would indicate 

inauthenticity in the test taking itself. Thus, social desirability bias indicates discriminant validity 

because respondents high in social desirability bias would demonstrate characteristics that move 

in the opposite direction as authenticity.  

However, construct validity remains an ongoing process in instrument development. 

Possible future comparative examinations could include Tate (2008) or Walumbwa et al. (2008) 
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instruments measuring authentic leadership attributes in college and adult populations, the 

adolescent concerns measure (ACM) (Brooks-Gunn, Guo, & Furstenberg Jr, 1993), positive 

behavior inventories (Cohen et al., 2007), or Rosenberg’s (1983) 10-item self-esteem scale. The 

latter could be integrated easily into the 49-item authenticity portion of the LAARS. 

Reliability 

While validity primarily deals with the degree to which the underlying cause of item-co-

variation is related to the variable in question, reliability is concerned with measuring the degree 

a variable influences items (DeVellis, 2003). The proportion of variation attributed to the true 

score of the latent variable is the measure of scale reliability. While four methods exist to 

measure reliability (retest, alternative-form, split-halves, and Cronbach’s alpha) the literature 

consistently points towards Cronbach’s alpha as an accepted conservative and recommended 

measure of reliability (Carmines & Zeller, 1979). Large alphas indicate a high degree of 

reliability (Cortina, 1993).  

The LAARS authenticity component was evaluated for reliability using Cronbach’s alpha 

with an objective of achieving a .80 or above, which is considered to be a high standard for 

instrument reliability (Carmines & Zeller, 1979; Cortina, 1993; DeVellis, 2003). However, 

coefficient alphas of .70 or above are also considered large for exploratory research (Hinkin, 

2005; Nunnally & Bernstein, 1994). Reliability was optimized by dropping items from the scale 

in an attempt to increase inter-item correlation and strengthen overall reliability; thus, the 

LAARS reduction followed a standard method for strengthening internal reliability (Carmines & 

Zeller). 
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Computation of composite scores 

Finally, the instrument was broken into a number of sections. Composite scores for each 

section were reported following the instrument scoring methodology outlined in this document. 

Scores reported from the LAARS included authenticity composites (including factored 

composite scores), social desirability scores, and prosocial composite scores. 

  

Bias and Risk Mitigation 

Limitations exist in all research. To the degree possible, the LAARS study addressed key 

limitations by following scholarly guidelines to instrument development. Included in those 

guidelines were recommendations around consent processes and inclusion of bias measuring 

sub-scales. A brief description of how those two limitations were addressed follows. 

Consent and Assent 

All respondents submitted either a written consent or an electronically signed consent 

authorizing the use of their individual data in the study. Respondents under the age of 18 were 

required to have guardian permission as well before data could be utilized. For respondents 18 or 

older, the guardian permission was their consent proxy. Respondents under age 18 were required 

to submit an assent authorizing the use of their individual data in the study along with a guardian 

consent granting permission. The right to use data followed a rigorous process assuring no data 

was captured for analysis without either a physical or electronic consent.  

Appendix B represents the guardian consent form and the respondent assent form. These 

forms were approved by the George Fox University School of Management’s human subjects 

committee. The forms were administered through a website in conjunction with the LAARS, and 

were completed prior to respondents proceeding with the instrument.  
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Control for Social Desirability Bias 

Data was extracted and immediately analyzed for social desirability bias (DeVellis, 2003; 

Dierker et al., 2004; Loo & Thorpe, 2000; Townsend et al., 2007). To control for the presence of 

this phenomenon, the LAARS instrument integrated Reynolds’ (1982)13-item short-form C (see 

Table A-2) of the Marlowe-Crowne Social Desirability (MCSD) scale. Responses were initially 

evaluated for high-scale rating (the degree to which the respondent approached the value of 13) 

and the degree to which social desirability correlated with authenticity composite scores. 
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Chapter 4: Results 

This chapter reports the results from administering the Leadership Authenticity 

Adolescent Rating Scale (LAARS) instrument. The chapter is organized into six sections 

covering: (a) sampling process and descriptive statistics, (b) factor analysis assumptions testing, 

(c) factor extraction, (d) authenticity-instrument scoring, (e) control variables and key 

correlations, and (f) a summary. 

 

Sample, Participants, and Descriptive Statistics 

The LAARS was administered during the period from March 25, 2009 to June 1, 2009 to 

271 students in grades 9-12 representing five U.S. secondary schools:  

 East Grand Rapids High School, Grand Rapids Michigan 

 East Salt Lake High School, Salt Lake City, Utah 

 Pleasant Grove Junior High School, Pleasant Grove, Utah 

 Provo High School, Provo, Utah 

 Tualatin High School, Tualatin, Oregon 

Initial experiment design called for 400 responses. Ultimately, the research initiated data 

collection in the spring, which is troublesome when surveying in high schools because 

competing deadlines with end-of-year activities arise. As a result, due to time constraints the data 

collection was curtailed at 271 responses. In order to assure the sample size was adequate, the 

literature was consulted. Hair et al. (1998) indicate an acceptable sized sample for instrument 

development is five times the quantity of item numbers. Therefore, with 50-items in the 
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authenticity component of the LAARS instrument, a sample of 250 or greater was deemed 

adequate. Furthermore, DeVellis (2003), as well as Nunally and Bernstein (1994), indicate initial 

instrument development can reasonably occur with 200-400 respondents. 

A majority of the respondents utilized the web-based survey using Survey Gizmo®. 

However, 31 tests were manually administered using a printed version of the web-based 

instrument. Of the 271 responses, 270 valid cases resulted. Completeness of each survey was 

examined with few errors found. Of the 270 valid cases, only four possessed missing data points. 

Each of the four cases containing missing data were evaluated; in each case a different variable 

was missing. Missing variables occurred only in manually administered instruments.  

While visual inspection indicated a lack of a trend in missing variables, an additional test 

was conducted to verify the random nature of missing data. The four variables missing were: (a) 

I am not shy about taking credit, (b) I am negative most of the time, (c), I cannot identify my 

core personal values, and (d) I am willing to sacrifice my personal happiness to achieve success. 

According to Hair et al. (1998), an appropriate test for diagnosing randomness of missing data is 

to conduct dichotomized correlations with a control variable of no missing data. Five variables 

were selected, one control variable and the four variables with missing data. Missing responses 

were given a value of zero and completed responses were assigned a value of one. Correlation 

tests resulted in low correlations denoting randomness; thus, missing data were adjudged to be 

missing completely at random (MCAR) and likely a result of fatigue caused by the manual 

method. Additionally a Chi-Square test with Cramer’s V and Phi were calculated with results 

confirming the lack of correlation as indicated in Table 6. 
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Table 6  

Cramer’s V and Phi Symmetric Measures 

 Value Significance 

Nominal by Nominal Phi -.004 .951 

  Cramer's V .004 .951 

  Contingency Coefficient .004 .951 

N of Valid Cases 270   

 

 

Therefore, the method selected for handling missing data was the complete case approach, which 

excluded observations without data. Because these data were classified MCAR, the 

generalizability to the population was also preserved (Hair et al.). 

Data prep and coding 

Data variable encoding followed the pattern outlined in the method’s chapter. Two sets of 

codes were established in order to distinguish the nature of the variable within SPSS. The first 

code consisted of three to four digits describing the construct and the item number within the 

construct. For example, SC1 represented the first item in the self-core item pool. The second 

code provides a brief label for the SPSS variable. The SC1 would therefore be labeled: SC Know 

Self 1. A detailed code book was established using Microsoft Excel®. An additional set of codes 

were utilized to assign values to dichotomous variables such as gender. These codes were also 

documented in a code book using Microsoft Excel®. The complete codebook is available in 

Appendix C. 
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Descriptive Statistics  

Location. A majority (68%) of the respondents were from Tualatin High School in 

Oregon, USA. The full frequency distribution is outlined in Table 7. 

 

Table 7  

High School/Location Distribution 

High School Frequency Percent 

Tualatin, OR 184 68.1% 

East Salt Lake, UT   31 11.5% 

East Grand Rapids, MI   27 10.0% 

Provo , UT   18   6.7% 

Pleasant Grove Jr. High, UT     3   1.1% 

No response     7   2.6% 

 

 

Gender and GPA. Respondents were relatively evenly distributed by gender with 56.13% 

male and 43.87% female. Sixteen percent of the respondents held grade point averages below 

3.00 while 57% of the respondents held grade point averages above 3.50. Grade point average 

was based on a 4.00 scale and the distribution is fully outlined in Table 8. 
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Table 8  

GPA Distribution 

GPA Frequency Percent 

Below 2.00  7   2.6% 

Above 2.00 below 2.50 12   4.4% 

Above 2.50 below 3.00 23   8.5% 

Above 3.00 below 3.50 74 27.4% 

Above 3.50 below 3.75 65 24.1% 

Above 3.75 88 32.6% 

Undisclosed  1    .4% 

 

 

Declaration and activity variables. Three declaration variables along with an activity 

matrix were introduced. The declaration variables gauged the degree to which a respondent felt 

he or she: (a) was a leader, and (b) preferred a certain gender in leadership roles. Most 

respondents viewed themselves as a leader with 89.3% agreeing to the statement “I consider 

myself a leader,” and 88.5% agreeing to the statement “Others consider me to be a leader.” The 

level of activity and practical leadership in which respondents were engaged was assessed. 

Eighty percent of all respondents were involved in at least one extracurricular activity; 45% were 

involved in two or more extracurricular activities, and 52% were involved in athletics. Thirty 

percent of all respondents were involved in some form of leadership and 7.4% held two or more 

leadership roles. The abbreviated activity matrix is provided in Table 9 providing a breakdown 

of involvement and leadership by activity. 

 



 LAARS Validation - 124 

Table 9  

Activity/Leadership Distribution 

Activity Percent of respondents 

involved in activities 

Percent of respondents 

holding leadership role 

Athletics 52.6% 16.3% 

Student Government   8.1%   5.6% 

Junior ROTC 10.7%   4.8% 

Dance/Rally/Drill   7.4%   3.3% 

Choir 13.3%   3.0% 

Speech   8.1%   1.5% 

Band   4.8%   1.9% 

Future Farmers of America   2.6%   1.1% 

Drama   6.7%   0.4% 

 

 

Ethnicity. Sixty-nine percent of all respondents were Caucasian, 8.1% Hispanic, and 

5.2% Asian. The ethnicity distribution is displayed in Table 10.  
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Table 10  

Ethnicity Distribution 

Ethnicity Frequency Percent 

Caucasian 187 69.3% 

Other  23  8.5% 

Hispanic  22  8.1% 

Asian  14  5.2% 

Black  10  3.7% 

Decline to respond   9  3.3% 

Native American   3  1.1% 

Chinese   2  0.7% 

 

 

Multivariate and Factor Analysis Assumptions Testing 

According to Hair et al. (1998), two critical assumptions should be met prior to 

subjecting data to factor analysis. While usually data subjected to multivariate analysis must 

meet tests of normality, homoscedasticity, and linearity, factor analysis desires a level of 

multicollinearity among variables. Therefore, two fundamental assumptions were tested: (a) 

normality and (b) inter-item correlation (DeVellis, 2003; Green & Salkind, 2005; Hair et al.; 

Yang, 2005).   

Normality 

The data were analyzed for normality by evaluating normal probability plots, which 

compared cumulative distribution of actual values with a normal distribution (Hair et al., 1998). 

A normal distribution was represented by a straight diagonal line. Each LAARS variable was 
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subjected to a plot analysis revealing normal distribution. No abnormalities were observed. A 

second test of normality was conducted using the Shapiro-Wilks test and the Kolmogorov-

Smirnov test (Hair et al.). Significant results (p < .05) supported observed normality. Test results 

are shown in Table E-1.  

Inter-item Correlation 

Visual inspection revealed a large number of correlations greater than .30, which was a 

benchmark for proceeding with factor analysis (Hair et al., 1998). Partial correlations were also 

evaluated. Where true underlying factors exist in the data, partial correlations are expected to be 

small (Hair, et al.). The data supported both correlation and partial correlation assumptions. 

Another test for inter-item correlation was Bartlett’s test of sphericity (Hair et al.; Yang, 2005). 

A significant result of p < .01 indicated a statistical probability significant correlations exist. 

Finally, to quantify the degree of intercorrelations among variables Kaiser-Meyer-Olkin’s 

measure of sampling adequacy (MSA) was used (Hair et al.). Table 11 provides a guideline for 

interpreting MSA values. 

 

Table 11  

MSA Interpretation and Results 

MSA Value Categorization Qty of LAARS Variables  

.80 or above Meritorious 20 

.70 or above Middling 22 

.60 or above Mediocre 5 

.50 or above Miserable 1 

Below .50 Unacceptable 1 
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A test of the LAARS variables resulted in a .785 overall MSA for the data, indicating 

middling to nearly meritorious sampling adequacy. Following the performance of an overall 

MSA, Hair et al. (1998) suggested reviewing each individual variable’s MSA and eliminating 

those variables that have unacceptable scores. Individual MSA’s for each variable were 

calculated by producing the anti-image of partial correlations in SPSS. A single variable (SC12 - 

My personal health and welfare is more important to me than social or professional success) 

scored in the unacceptable range and was eliminated from inclusion in the factor analysis 

bringing the overall MSA to .791. All other variables were retained for further analysis.  

 

Factor Extractions 

Because examination of the multivariate assumptions undergirding factor analysis 

indicated that factor analysis was appropriate, the dimensionality of the remaining 48 items of 

the LAARS instrument was analyzed using principal access factoring with promax rotation. 

Three criteria were used to determine the number of factors to rotain: (a) latent root criterion 

with eigenvalue greater than one, (b) scree test criterion, and (c) percentage of variance criterion.  

Evaluation of the latent root criterion resulted in 14 variables for extraction, which 

accounted for approximately 60% of total variation. While the fourteen factor set accounted for 

the highest cumulative post-rotation variation (45.73%), the 14 factor set violated the minimal 

loading assumption of three to five items (Yang, 2005). A number of factors had only single item 

loading; therefore, the 14-factor set was dismissed because factor labels could not be easily 

identified and factor loadings were too narrow. Thus, the analysis focused on extracting factors 

identified by the scree test (Figure 8) which suggested two possibilities: (a) four factors, and (b) 
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eight factors. A number of additional factor extractions were therefore conducted using promax 

rotations with tests conducted rotating sets with 8, 7, 6, 5, 4, and 3 extractions (DeVellis, 2003). 

 

 

Figure 6. Scree plot for LAARS unrotated factor extraction 

 

Factor loading criteria was set at .35 as significant given the sample size of 250 or greater 

(Hair et al., 1998). Each factor assessment looked for a clear and simple latent structure 

(DeVellis, 2003) and cumulative variance accounted for by the factor structure. Hair et al. 

suggested 60% as a target for cumulative variance; however in the imprecise nature of social 

science, much lower values are relevant and usable. Additionally, each extraction was evaluated 

for communality. Items with low communality (below .50), and also failing to load on a factor 

were considered for elimination if loading values fell below significant levels. 
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Ultimately, a 6-item factor set was selected because: (a) a clear latent structure of 

identifiable factors surfaced; (b) reliability tests of each factor resulted in a Cronbach’s alpha of 

at least 0.60, which is cited by Hair et al. (1998) as a minimally acceptable reliability measure for 

exploratory analysis; and (c) factor loadings made logical sense, which was identified by 

DeVellis (2003) as an important non-statistical approach to factor analysis.  

Two internal consistency estimates of reliability were computed: (a) Cronbach’s alpha 

coefficient, and (b) a split-half coefficient expressed as a Spearman-Brown corrected correlation. 

The 6-item factor structure’s initial Cronbach’s alpha was 0.81. However, seven items were 

reduced from the pool due to combined low communalities and low alphas, which increased the 

reliability measure to 0.85. Items reduced included: (a) SC6, (b) SC8, (c) EC9, (d) SC7, (e) TC6, 

and (f) SC22. For the split-half coefficient, the scales were split into two halves such that the two 

halves were as equivalent as possible. In splitting the items, sequencing was considered and 

items were split with odd items in one group and even items in the other. The Spearman-Brown 

corrected correlation of .82 was recorded. Thus, satisfactory internal reliability exists within the 

LAARS instrument. Each factor was then analyzed for internal reliability. Select items were 

removed to clarify the construct and improve internal reliability as outlined in table 12. 
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Table 12  

Factor Structure and Internal Reliability 

Factor Components Initial 

Reliability 

Reductions 

(Item Code) 

Final 

Reliability 

Factor 1: 

Leadership 

social 

responsibility  

 

 Connected to followers 

 Close social gaps of 

unfairness or rank privilege 

 Sustain morality of others 

 True to self core 

 Burden of leadership, 

greater good 

 Willing to sacrifice for 

success 

0.812 CC2 

 

0.819 

Factor 2: 

Follower 

values 

development  

 Help others’ ethics 

 True to commitments 

 Others grow and develop as 

leaders because of my 

leadership 

 Perceived to be authentic 

0.722 None 0.722 

     

Table 12 (continued) 

Factor Structure and Internal Reliability 
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Factor Components Initial 

Reliability 

Reductions 

(Item Code) 

Final 

Reliability 

Factor 3:  

Positive, self 

aware, 

confident 

 Positive outlook 

 Know self 

 True to self 

 Confident in abilities 

0.634 None 0.634 

Factor 4:  

Improvement-

driven, 

hopeful 

 Improvement oriented 

 Values and builds trust 

 Possesses hope 

 Create hope in others 

0.690 None 0.690 

Factor 5: 

Follower 

success 

development  

 Eliminate social gaps 

 Foster success of others 

 Self-sacrificing for others 

and community 

0.608 EC10 0.645 

Factor 6: 

Community  

 Values the organization, 

history, culture, customs 

0.620 None 0.620 

 

The rotated 6-item solution, shown in Table 14 yielded six interpretable factors: (a) 

leadership social responsibility accounted for 13.11% of item variance, (b) follower values 

development accounted for 8.09% of item variance, (c) positive and self-aware accounted for 

3.91% of item variance, (d) improvement-driven and hopeful accounted for 2.75% of item 
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variance, (e) follower success development accounted for 2.48% of item variance, and (f) 

community focus accounted for 2.00% of item variation.  

Factor names (Table 15) were extracted based on practical significance of item loading 

(Hair et al., 1998), which in the case of the LAARS factor matrix landed at .50. A practical 

significance of .50 is interpreted as accounting for 25% of the variance. Loadings of .75 account 

for 50% of variance. Factor loadings are detailed in Table 13 revealing a unidimensionality and a 

simple structure.   

 

 

Table 13  

Common Factor Structure of the LAARS 

 Factor 1 Factor 2 Factor 3 Factor 4 Factor 5 Factor 6 

1. Leaders must maintain a 

social distance from 

followers. 

0.63 -0.10 0.10 0.14 0.00 -0.13 

2. A good leader does not 

socialize with 

subordinates. 

0.62 0.06 -0.03 0.28 -0.19 0.02 

3. I do not owe the school 

or my local organization 

anything. I am focused 

on my own success. 

0.61 0.10 -0.09 0.02 0.05 0.06 

4. I feel those who are not 

in a social or leadership 

position of privilege do 

not deserve it. 

0.60 0.01 0.12 0.08 0.08 -0.16 

5. I regularly create 

situations that cause or 

encourage others to 

break their moral code. 

0.58 0.17 -0.02 -0.05 -0.12 0.05 
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6. I cannot identify my 

core personal values. 

0.55 0.22 0.21 -0.06 -0.12 -0.15 

7. The people that follow 

me do not always know 

what is best for them. 

0.53 -0.19 0.10 -0.08 0.11 0.14 

8. It is OK to be deceptive 

if the greater good is at 

stake. 

0.49 -0.12 0.09 -0.11 0.12 0.10 

9. My existing talents and 

strengths are all that I 

need to be a good leader. 

0.48 -0.03 -0.19 0.00 0.04 -0.11 

10. I am willing to sacrifice 

personal happiness to 

achieve success. 

0.40 0.06 0.00 -0.14 -0.02 -0.07 

Table 13 (continued) 

Common Factor Structure of the LAARS 

   

 Factor 1 Factor 2 Factor 3 Factor 4 Factor 5 Factor 6 

11. I only attend the 

extracurricular activities 

that benefit or interest 

me personally. 

0.37 0.01 -0.20 0.18 0.08 0.10 

12. I help others to be 

ethical. 

0.00 0.71 -0.12 -0.12 -0.04 0.17 

13. People are loyal to me 

because I consistently do 

what I say I will do. 

-0.06 0.54 0.08 0.21 -0.06 -0.01 

14. Other people grow their 

talents because of my 

leadership. 

0.05 0.52 0.17 -0.25 0.25 0.05 

15. I help others see the 

bigger picture. 

0.03 0.45 -0.01 0.08 0.19 -0.03 

16. I am perceived by others 

to be someone who acts 

in conjunction with my 

core beliefs. 

0.06 0.41 -0.05 0.22 0.04 -0.05 
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17. When I help someone 

develop a skill, I try to 

do it in a way that fits 

their personal objective. 

0.08 0.39 0.03 -0.08 0.36 0.05 

18. I am perceived by others 

to be sincere. 

0.20 0.35 -0.03 0.02 -0.03 0.07 

19. I am negative most of 

the time. 

0.34 -0.13 0.61 0.00 -0.04 0.04 

20. I am a positive person 

most of the time. 

-0.04 -0.10 0.58 0.03 0.09 0.10 

21. I know myself very well. -0.19 0.21 0.47 0.08 -0.06 -0.07 

       

Table 13 (continued) 

Common Factor Structure of the LAARS 

   

 Factor 1 Factor 2 Factor 3 Factor 4 Factor 5 Factor 6 

22. I follow my instincts and 

listen to my inner-voice 

when making a 

leadership decision. 

-0.01 0.07 0.44 0.04 0.02 0.04 

23. I am confident that I can 

achieve whatever task is 

given to me regardless 

of training or 

experience. 

-0.05 0.02 0.38 0.11 0.23 0.12 

24. I continuously evaluate 

my strengths and 

weaknesses. 

-0.05 0.09 -0.17 0.64 0.04 0.04 

25. I want to improve as a 

leader. 

0.10 -0.04 0.03 0.57 0.05 0.05 

26. I feel trust is an 

important characteristic 

of a good leader. 

0.12 0.07 0.14 0.48 -0.12 0.00 

27. I believe something 

better is always about to 

-0.07 -0.20 0.22 0.45 0.19 0.11 



 LAARS Validation - 135 

happen. 

28. Leaders have a social 

responsibility to create 

opportunity for others. 

0.05 0.23 -0.15 0.43 -0.02 0.01 

29. I seek to eliminate 

differences between the 

socially privileged and 

those with less social 

status. 

0.26 0.30 -0.07 -0.13 0.54 -0.07 

30. Team or group success 

is more important than 

my personal success. 

0.07 0.04 0.22 0.04 0.53 -0.07 

       

Table 13 (continued) 

Common Factor Structure of the LAARS 

   

 Factor 1 Factor 2 Factor 3 Factor 4 Factor 5 Factor 6 

31. When faced with a 

dilemma I am willing to 

sacrifice my own 

personal benefit for the 

group's benefit. 

0.00 0.11 -0.04 0.27 0.41 -0.05 

32. Traditions are important 

to me. 

-0.09 -0.03 0.12 0.11 -0.11 0.76 

33. I try to make sure others 

know important 

traditions. 

0.23 0.00 0.00 0.04 -0.28 0.56 

34. I try to make sure others 

know important 

traditions. 

-0.09 0.32 0.06 -0.04 0.12 0.45 

35. I regularly attend 

extracurricular school or 

community activities 

because I want to 

support my school or 

community. 

0.05 0.24 -0.05 0.11 0.20 0.23 
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36. My leadership style 

creates situations where 

people's lives are better. 

0.00 0.31 0.00 0.11 0.04 0.14 

37. Having hope is not a 

part of my leadership 

attitude. 

0.34 0.04 0.08 0.04 -0.02 0.12 

38. If I say I will do 

something, I always 

follow through. 

0.06 0.15 0.20 0.30 0.15 0.04 

39. I help others to become 

self-reliant. 

-0.05 0.33 0.12 0.02 0.25 -0.06 

       

    

Table 13 (continued) 

Common Factor Structure of the LAARS 

   

 Factor 1 Factor 2 Factor 3 Factor 4 Factor 5 Factor 6 

40. When I know something 

is right, I forge ahead 

regardless of criticism. 

-0.09 0.30 0.25 0.15 0.03 -0.09 

41. I am known as someone 

who helps others to 

become resilient. 

-0.13 0.33 -0.06 0.16 0.08 -0.11 

 

 

The instrument could be further refined by dropping items failing to load with low 

commonality scores (see Table 14); thus, the item pool could be reduced to 34 items.  
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Table 14  

Non-loading Items 

Item failing to load Communality MSA 

35. I regularly attend extracurricular school or community 

activities because I want to support my school or community. 

0.36 0.88 

36. My leadership style creates situations where people's lives are 

better. 

0.37 0.79 

37. Having hope is not a part of my leadership attitude. 0.30 0.79 

38. If I say I will do something, I always follow through. 0.33 0.87 

39. I help others to become self-reliant. 0.43 0.86 

40. When I know something is right, I forge ahead regardless of 

criticism. 

0.20 0.85 

41. I am known as someone who helps others to become resilient. 0.19 0.73 

 

Authenticity Scores and Distribution 

The final 41-item list was then evaluated for score. Each score represented a mean value. 

The authenticity raw mean score was 4.59 on a 6-point scale with a standard deviation of .46. 

The distribution of authenticity mean scores (Figure 9) satisfied two important factor analysis 

criteria (Green & Salkind, 2005): (a) few scores were at the extreme and, (b) a normal 

distribution around the mean existed. 

 



 LAARS Validation - 138 

Authenticity Raw Mean Score
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Figure 7. Authenticity raw mean score distribution. 
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Figure 8.  Authenticity factors’ raw mean scores and distribution. 
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Each factor’s distribution is depicted in Figure 10. A slight negative skew existed for 

factors 1, 2, 3, and 6. Factors four and five both presented a heavier negative skew, -1.09 and -

1.51 respectively. Factors 1, 2, 3, 5, and 6 presented a leptokurtic kurtosis, while factor 4 alone 

demonstrated a definite platikurtic shape. The overall authenticity mean score and factor scores 

are presented in Table 15. 

 

Table 15 Authenticity Factor Statistics 

 M SD Skewness Kurtosis 

Authenticity score 4.59 0.46 -0.23 0.36 

F1: Social responsibility 3.82 0.89 -0.56 0.27 

F2: Follower values 4.77 0.61 -0.98 0.30 

F3: Positive self aware 4.96 0.71 -1.09 1.44 

F4: Improvement – hope 5.09 0.68 -1.51 4.57 

F5: Follower success 3.89 0.96 -0.52 -0.15 

F6: Community 4.66 0.85 -0.32 0.17 

 

 

Controlling Variables and Correlations 

Social Desirability  

Reynolds’ (1982) 13-item short-form C was integrated into the LAARS instrument. The 

short form measured social desirability as the difference between an individual’s intention and 

that of his or her perception of expectation of peers or an instructor (Chung & Monroe, 2003).  

Responses to the social desirability were compared with the index (Appendix A) and scored 
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Social Desirability Mean Distribution
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accordingly. Score potential ranged from 0 to 13. The higher the score, the greater the potential 

influence of social desirability phenomenon.   

The mean score for social desirability was 7.36 with a standard deviation of 1.98. The 

distribution about the mean was normal as shown in Figure 11. Approximately 72% of 

respondents scored eight or less, indicating a majority of respondents scored low on the social 

desirability instrument. Fewer than 7% of all respondents scored 10 or above.  

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 9. Social desirability mean score distribution. 

 

Social desirability bias was analyzed by reviewing the correlation between the social 

desirability score and the dependent variable, the authenticity mean score (Chung & Monroe, 
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2003; Dijkstra et al., 2001; Lapsley & Enright, 1979; Schriesheim, 1979).  Correlation 

coefficients were computed between the authenticity mean score and the social desirability score. 

Authenticity and social desirability were weakly and negatively correlated (r = -0.13, p < .05).  

In general, those who scored high on the social desirability scale were less likely to score high on 

the authenticity scale. This is an important finding and does provide a statistically significant 

statement regarding discriminant validity. 

ProSocial and Antisocial Variables 

The prosocial index mean was 4.94 and the antisocial mean was 3.14 with a standard 

deviation of .63 and .78 respectively. Both indexes achieved adequate reliability with the 

prosocial Cronbach’s alpha at .78 and the antisocial Cronbach’s alpha at .73. Individual scale 

statistics are shown in Table 16 and the scale distribution of scores in Figure 10. However, an 

important disclaimer continues to be that the prosociality indexes are not validated; thus, validity 

inference resulting from prosociality conclusions should be interpreted with caution. 
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Table 16  

Prosocial and Antisocial Variable Statistics 

Prosocial Index Items M SD  Antisocial Index Items M SD 

1. PS Prosocial help 

others 

5.03 0.92  1. AS Anti social do not 

enjoy learning 

2.53 1.51 

2. PS Prosocial strong 

leadership needed 

5.15 0.94  2. AS Anti social gain 

hope in others failure 

3.08 1.50 

3. PS Prosocial 

academics 

5.22 1.04  3. AS Anti social do what 

I think best regardless 

2.93 1.51 

4. PS Prosocial 

Kindness 

5.29 0.98  4. AS Anti social 

physical power used to 

achieve goals 

3.05 1.64 

5. PS Prosocial image 5.09 0.94  5. AS Anti social 

toughness needed to 

keep others in line 

3.82 1.44 

6. PS Prosocial 

navigate system 

5.10 0.95  6. AS Anti social 

unsolvable 

3.47 1.30 

7. PS Prosocial 

cooperation 

5.02 1.17  7. AS Anti social good 

leaders not good 

students 

4.47 1.39 

    8. AS anti social 

disruptive in class 

2.60 1.56 

    9. AS Anti social I am 

considered tough 

4.06 1.46 
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Figure 10. Prosocial and antisocial distribution 

 

Correlations 

Table 17 shows correlation coefficients among 13 scales of interest. Using the Bonferroni 

approach to control for Type I error across the 13 correlations, a p value of less than .05 was 

required for significance. The results of the correlational analysis presented in Table 19 show 

eight correlations statistically significant and greater than or equal to .35. In general, authenticity 

was strongly positively correlated and varied significantly with three items: (a) the degree others 

consider one to be a leader (r = .44, p < .01), (b) the degree that one considers self to be a leader 

(r = .42, p < .01), and (c) the degree of prosocial leaning (r = .63, p < .01). Furthermore, 

authenticity was strongly negatively correlated to antisocial behavior (r = -.35, p < .01). 

However, while this finding is also important, interpretation requires caution as antisocial index 

and measures have yet to undergo construct validation.  

Other significant correlations included the relationship between one’s view of self as a 

leader and how others view one as a leader; 65% of the variation between those two items was 

accounted for by the other (r = .65, p < .01). Finally, the relationship between preference for 
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following an athlete-leader above a non-athlete leader and the antisocial index was significant (r 

= .41, p < .01). Intuitively, one may therefore assume a negative correlation between authenticity 

and athletic involvement. However, there is no negative correlation between authenticity and 

athletic involvement, and only a mild, though significant (r = .12, p < .05) correlation between 

athletic leadership and authenticity in leadership.   
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Table 17  

Correlation Matrix 

 M SD 1 2 3 4 5 6 7 8 9 10 11 12 

1.  Authenticity 4.46 .46 -            
2.   Age 16.64 1.10  .10      -           
3.  GPA 3.64 1.28  .18** -.00 -          
4.  Extra 

curricular (1) 
.80 .40  .15* -.05  .02 -         

5.  Extra 

curricular 

leader (1) 

.30 .46  .18**   .14*  .02  .32** -        

6.  Considered 

leader by 

others 

4.69 1.14  .44**   .05  .08  .12*  

.20** 
-       

7.  Prefer to 

follow athlete 

leaders 

2.94 1.61 -.22**   .02 -.04  .11  .04 -.02 -      

8.  Consider self 

to be a leader 
4.87 1.21  .42*   .03  .08  .12*  

.17** 
 .65**  .08 -     

9.  Females make 

better leaders 
3.26 1.57 -.12*   .04 -.08  .01  .01 -.01  .12* -.02 -    

10. “To thine   
      own self be   
      true” 

5.20 .82  .22** -.00  .14*  .01  .11   

.21** 
-.10  .23**  .15* -   

11. Social  
      desirability  
      index 

7.36 1.98  .13*   .05 -.11 -.05 -.07 -.14*  .08 -.26**  .04 -.01 -  

12. Prosocial  
      index 

4.94 .63  .63** -.06   .44**  .05  .05  .44** -.07  .42** - 0.08  .27**  .26** - 

13. Antisocial  
      index 

3.14 .78 -.35**   .02 -.33**  .03  .06  .07  

.41** 
 .04  .03 -.04 -.17** -.25** 

Note. ** p < .01, * p < .05 level 
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Results Summary 

The purpose of administering the LAARS instrument was to identify key factors 

of authenticity in adolescent leadership. Valid cases emerged, enabling evaluation of the 

technical adequacy of the LAARS psychometric qualities required by Standards for 

Educational and Psychological Testing (American Educational Research Association et 

al., 1999). Oakland et al. (1996) recommended test developers fully disclose the 

development and normative population, reliability, and validity.  

Sample Characteristics  

Respondents ranged from ages 14 to 18 with a mean age of 16.64, in grades 9-12, 

representing five U.S. schools. Out of 10 schools contacted, six expressed interest in 

participating in the research. However, one school that agreed to participate did not meet 

deadlines. The 10 schools were identified by contacting social studies, communications, 

and history teachers along with student government and Reserve Officer Training Corps 

advisers to solicit participation. Teachers opting to participate received instruction on the 

project and were taught how to introduce and administer the instrument. Teachers then 

introduced the research to their students as a doctoral project, administered the consent 

forms, and then administered the LAARS. The sample was comprised of 56% males, 

69% Caucasian. The average grade point average for the sample group was 3.64 on a 

4.00 scale. Eighty percent of all respondents were involved in extracurricular activities 

and 30% of all respondents held at least one position of leadership in an extracurricular 

activity.  

Data were analyzed for potential violations of the multivariate assumptions of 

factor analysis (Hair et al., 1998) including normality and inter-item correlation. A single 



 LAARS Validation - 149 

item was eliminated (SC12) for possessing an unacceptable sampling adequacy. 

Otherwise, tests suggested the data produced by the sample were normally distributed, 

possessed the appropriate degree of multicollinearity for factor analysis, and likely 

generalize to the population being studied (DeVellis, 2003; Hair et al.). 

Reliability 

Two internal consistency estimates of reliability were computed for the LAARS: 

(a) Cronbach’s alpha of 0.85, and (b) a split-half Spearman-Brown corrected correlation 

of .82. These indicate an adequate degree of reliability by exceeding .70, which is 

accepted as an instrument development standard (Carmines & Zeller, 1979; Cortina, 

1993; DeVellis, 2003; McGilton, 2003; Nunnally & Bernstein, 1994). 

Emergent Factors 

Six factors were extracted: (a) leadership social responsibility, (b) follower-values 

development, (c) positive, self-aware, confident, (d) improvement-driven, hopeful, (e) 

follower-success development, and (f) community. Factor loading criteria was set at .35, 

which according to Hair et al. (1998), is significant at p < .05 and a power level of .80 

when a sample size exceeds 250. However, factor name extraction was based on practical 

significance (Hair et al.) of item loading at .50 which accounts for 25% of the variance 

within the factor. The ultimate factor extraction revealed unidemensionality and a simple 

structure. The computed authenticity in leadership mean (LAARS score) was 4.59 on a 6-

point scale. Factor, or subscale scores ranged from 3.82 (Factor 1 – leadership social 

responsibility) to 5.09 (Factor 4 – improvement and hope).  

Convergent and Discriminate Validity Correlations 
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Control variables. Two controlling variables were assessed as part of the study: 

(a) social desirability, and (b) prosociality. Reynolds’ (1982) 13-item instrument was 

used to test for social desirability phenomenon’s influence upon the LAARS instrument’s 

results. Social desirability bias was analyzed by reviewing correlations between 

authenticity and the mean social desirability score (Chung & Monroe, 2003; Dijkstra et 

al., 2001; Lapsley & Enright, 1979). While statistically significant, the correlation 

between authenticity and social desirability was negative and weak (r = -.13, p < .05). 

Thus, the conclusion that a social desirability phenomenon has little influence on the 

LAARS outcome was supported and is discussed later under the topic of discriminant 

validity. 

The second controlling variable was the inclusion of a not-validated prosociality 

scale composed of an antisocial and prosocial subscale with alpha scores of .73 and .78 

respectively. Correlation analysis indicated a strong positive correlation between 

authenticity and prosocial behavior of (r = .63, p < .01), and a moderate negative 

correlation between authenticity and antisocial behavior of (r = -.35, p < .01). However, 

interpretation inferring LAARS construct validity on the basis of prosociality scores 

should be cautiously pursued until prosociality indexes are formally validated. 

Correlations. The results of the correlation analysis show eight overall 

correlations exceeding .35 and with statistical significance at p < .05. Self-declarations of 

leadership (e.g., view self as leader, others view as leader, etc.) possessed moderate to 

strong positive correlations with authenticity (r = .42, p < .01; and r = .44, p < .01 

respectively). In addition to the correlational analysis, four other variables were examined 

for points of convergent and discriminant validity. The variables were derived from 
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reported measures of authenticity (Henderson & Hoy, 1982; Tate, 2008; Walumbwa et 

al., 2008) and are represented in Table 18. The first two columns represented the variable 

code and description. The third column stated the correlation with the authenticity mean. 

The fourth column identified whether the measure was a discriminant or convergent type. 

The fifth and sixth columns reported the mean and standard deviation of the individual 

variables. 

 

Table 18   

Convergent and Discriminate Correlations 

Variable  Description Authenticity 

correlation 

Validity 

type 

Variable 

mean 

Variable 

SD 

AS2 Gain hope in others failure  -.32** D    3.08     1.50  

PS1 Help others   .50** C    5.03       .92  

PS4 Kindness   .42** C    5.29       .97  

PS6 Navigate organizational 

system 

  .42** C    5.10       .95  

 ** p < .01 level 
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Chapter 5: Discussion  

The purpose of this study was the development and initial validation of the 

Leadership Authenticity Adolescent Rating Scale (LAARS). The LAARS instrument 

integrated theoretical constructs from the literature in both authentic leadership and 

adolescent leadership development producing a 49-item instrument. The LAARS was 

administered to 270 U.S. high school students. Tests were conducted supporting the 

applicability of the data for factor analysis. Following exploratory factor analysis using 

promax rotation, six key factors emerged: (a) leadership social responsibility, (b) 

follower-values development, (c) positive, self-aware, confident, (d) improvement-

driven, hopeful, (e) follower-success development, and (f) community. The resulting 41-

item instrument yielded an overall internal reliability of .845, with each of the six factors 

also demonstrating adequate internal reliability at the exploratory stage.  

The study results contribute to the ongoing research in both authentic leadership 

and adolescent behavior by suggesting the plausibility of six key factors relating to 

authentic adolescent leadership. Furthermore, the emerged factors align with thematic 

constructs derived from the literature and suggested three important findings. First, 

authentic adolescent leaders are others-directed, focusing on the success of others and the 

authentic values-development of those whom they lead. Second, authentic adolescent 

leaders are aware of their own need for constant improvement, for self-awareness, and 

need for positive psychological capital. Third, authentic adolescent leaders are connected 

to community and see their role as one which supports the broader authentic development 

of the world around them. 
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Chapter five is organized into five sections: (a) an overview of findings, (b) 

findings in light of existing research, (c) generalizability and limitations, (d) 

recommendations for further research, and (e) implications for practitioners.  

   

Overview of Key Findings 

The primary objective of the research was the initial validation of the LAARS 

instrument. The instrument development process followed steps outlined by DeVellis 

(2003) and Hair et al. (1998). The process of factor analysis, item reduction, and initial 

validation testing resulted in the emergence of a 6-factor structure. This section reviews 

the factor structure and item reduction results.  

Factor Emergence 

The first purpose of the exploratory analysis was the determination of a factor 

structure. Six factors emerging in the LAARS analysis are: (a) leadership social 

responsibility, (b) follower-values development, (c) positive, self-aware, confident, (d) 

improvement-driven, hopeful, (e) follower-success development, and (f) community.  

An important picture emerges by examining the six factors. Each of the six factors 

were distinct and unidimensional in their respective loadings; however, as expected, the 

factors retained a degree of commonality, supporting three constructs of authentic 

leadership: (a) others-directed, (b) self-directed, and (c) community-directed. While two 

factors were self-directed (factors C and D), a clear outwardly-directed, or others’-

directed construct emerged in factors A, B, E, and F. Michie and Gooty (2005) proposed 

an authenticity model that theorized factor groupings around (a) self-transcendent, and 

(b) others-directed. The LAARS factors suggested these two constructs were fully 
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represented in the adolescent sample. The importance of this finding supports existing 

research (Schneider et al., 1999) identifying the adolescent’s need for social affiliation, 

peer relationships, and social orientation are paramount concerns.  Furthermore, the 

hypothesis formed by Mullen and Tuten (2004), which specifically theorized adolescent 

leaders are motivated for reasons beyond self and are particularly motivated to be 

connected even with those outside of a specific peer group, adds additional empirical 

support for the emerging LAARS factor structure. From the LAARS results, authentic 

adolescent leadership places emphasis on non-self factors (A, B, E, and F), yet retains a 

balance with traits related to a self-directed and development of positive psychological 

capital (C and D). These findings support theorized factors found in the literature.  

The LAARS research indicated adolescent leaders recognized the need for 

continued self-development, self-awareness, and the need to understand one’s true 

authentic self, which was theorized as the narrative self by Sparrowe (2005). This self-

reflection, while inwardly focused, nevertheless demonstrated an embedded external 

reach, or the need to think of others, which is indicated by the presence of a social 

responsibility factor. A constant value in all factors was the role of a leader’s 

responsibility to others. That is, the self-focus internal improvement nature of authentic 

leaders occurs within the framework of how one is perceived, interacts with others, and 

serves to benefit others. This attribution represents another significant finding, indicating 

adolescents think deeply about self-development in context of a community or global 

condition (Carter et al., 2003).  
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Construct validity indicators found in the LAARS 

The LAARS data indicates support for convergent validity as depicted in 

correlation analysis. Prosocial attributes, self-declaration of leadership, and perceived by 

others to be a leader positively correlate with authenticity (r = .63, r = .44, and r = .42; p 

< .01 respectively). Table 16 also identifies several variables pulled from the literature, 

which if strong positive correlations exist, signal additional support for convergent 

validity. While a number of correlations are found to be significant at p < .01, the 

strength of the correlations in table only average .40 with the strongest correlation at .50 

(helping others). Thus, overwhelming evidence of convergent validity fails to materialize.  

Social desirability scores reported in the LAARS represented potential support for 

discriminant validity. Because social desirability measures the degree to which a person 

is inauthentic in test taking (Chung & Monroe, 2003), one would expect authenticity and 

social desirability to be strongly and negatively correlated. However, the correlation 

found in the LAARS data indicated only a weak negative, though significant, correlation 

(r = -.132, p < .05). Only one significant connection between social desirability and any 

of the authenticity factors surfaced. Factor 1 (leadership social responsibility) negatively 

and moderately correlated with social desirability -.262 at p < .01. Thus, on the basis of 

social desirability, limited support for discriminant validity exists. 

Another correlation potentially supporting discriminant validity was the degree to 

which authenticity is unrelated to antisocial attitudes (Belch & Landon, 1977). 

Authenticity and antisocial attitudes were moderately negatively correlated (r = -.350, p < 

.01). However, a closer examination of the factor structure correlation with antisocial 

behavior reveals only Factor 1 (leadership social responsibility) retaining a moderate 
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negative correlation while the other factors reveal neither strong nor weak correlations in 

either direction. Two concerns surface. First, because of the potential bias of negatively-

worded items dominating Factor 1, the correlational strength may be spurious and 

therefore the conclusion questionable. Further implications of negative wording are 

addressed later in this chapter. The second issue revolves around the already mentioned 

concern that the antisocial scale is not a validated scale. Therefore, conclusions regarding 

construct validity based on that scale must be viewed with caution. Nevertheless, 

assuming no negative wording bias, and assuming the scale could be validated, what then 

are the implications for authenticity in leadership and antisocial attitudes? Do these 

results indicate authentic leaders are not antisocial? The major problem with this line of 

reasoning is that antisocial behavior in certain situations can be quite authentic, such as 

when objections are raised against an immoral regime. The antisocial traits indicate the 

degree to which a person acts in discordance with existing social norms. A plausible 

argument exists suggesting authentic individuals fall into antisocial categories when 

social norms themselves take on inauthentic or unethical properties. For example, in the 

case of students exhibiting antisocial behavior to call into question, or correct, or protest 

against an organizational issue, which is perceived to be immoral or unfair, the student 

may be acting authentically. Standing up for one’s rights, beliefs, and values, and for the 

good of the underrepresented social order in the face of what is perceived to be non-

responsive leadership can be a form of authentic leadership. Therefore, drawing a 

conclusion purely from correlations indicating an inverse relationship between antisocial 

and authenticity requires further investigation and balanced reasoning. 
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Overall, evidence exists supporting potential construct validity; however, the 

moderate to weak correlations in key areas indicate a need for more investigation. 

Additional convergent validity examination could follow a path similar to Walumbwa et 

al. (2008) by integrating two key scales: (a) an ethical leadership scale (Brown, 1990), 

and (b) a short form of the multi-factor leadership questionnaire by Bass and Avolio (as 

cited in Walumbwa et al.). Additionally, further evidence of discriminant validity could 

be assessed against Henderson and Hoy’s (1982) definition of inauthenticity: (a) passing 

the buck, (b) blaming others, (c) manipulating subordinates, and (d) salience of role over 

self. The integration of these items into the LAARS leads to a clearer construct validity 

path. Thus, as expected, arguments for criterion and construct validity rests in the results 

of future research using the LAARS and other construct valid instruments (Carmines & 

Zeller, 1979; Cronbach & Meehl, 1955; DeVellis, 2003; Nunnally & Bernstein, 1994).  

Item Reduction  

While producing an optimally-sized scale met initial objectives, item reduction 

advanced cautiously. Only seven items were deleted from the original LAARS scale. 

While a more aggressive item reduction could have produced a briefer scale, care to not 

over factor was a primary caution (DeVellis, 2003). Therefore, a maximum number of 

items were retained even in borderline cases. For example, the first opportunity for item-

pool reduction came during an evaluation of Kaiser-Meyer-Olkin’s measure of sampling 

adequacy (MSA). The LAARS item-pool produced one item in the unacceptable range 

(.50 or below) which was promptly eliminated. However, another item fell in the .50 to 

.60 range, considered miserable, and five more items fell in the .60 to .70 range, 

considered mediocre. Because of the exploratory nature of this study, items falling in 
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those ranges were retained, while in future studies of confirmatory nature, items falling in 

those ranges may be eliminated before factor analysis begins.  

Similarly, consistent with the conservative nature of item reduction, seven items 

failing to load remained in the pool. Again, failure signals potential elimination, however 

high MSA and strong communality values indicated a positive contribution towards 

overall internal consistency.  

 

Findings in Light of Existing Research 

This section discusses study findings in light of both the theoretical assertions 

made in chapter two and empirical evidence available from recent authenticity research.  

Findings Relative to Forecasted Factor Structure 

Chapter two built a case for a theorized factor structure of authentic leadership in 

adolescents containing four forecasted factors: (a) self-core, (b) trust, (c) empathy, and 

(d) community. However, exploratory analysis conducted with the LAARS indicated six, 

not four, factors explain authentic leadership in adolescents. Only one factor 

(community) emerged as expected, while one factor (social responsibility of leadership) 

emerged unexpectedly. The other four factors contained logical derivatives of the 

originally theorized structure (Figure 11).  
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Figure 11. LAARS factors in relation to forecasted structure. 

 

Unexpected factor. The leadership social responsibility factor suggests leadership 

duty includes a moral point of view. That is, those exhibiting social responsibility in 

leadership believe in a responsibility to connect to, and benefit, those whom they lead. 

Thus, while this factor relates to theorized elements of trust and empathy, the factor 

reveals altruistic leadership presence in the adolescent. Support for presence of altruism 

in adolescent leaders surfaced in research conducted by Zeldin et al. (1984). Both the 

character of the leader, coupled with the social context, produces conditions where high 

degrees of altruistic behavior surfaces when adolescents participate in leader roles. The 
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LAARS study confirms adolescents are aware of the need to help others as a level of 

“goodness” associated with a leader’s actions (Nelson & Buchholz, 2003). 

Price (2003) identified commitment beyond self as an important element of 

authenticity, and Sparrowe (2005) stated authenticity is in part the process others play in 

the development of self. Michie and Gooty (2005) summarized this outward nature of 

authenticity as an others-directed focus. The result of the LAARS factor structure 

suggests others-directed is a strong focus of adolescent leaders. Additionally, the nature 

of others-directed goes beyond simply offering assistance or aid for others’ success. 

Rather, the LAARS first factor indicates authentic adolescent leaders accept a degree of 

responsibility for others-directed success. Developing others to be successful in their 

distinct purpose not only thematically underscores Factor 1, but also contributes to the 

latent construct of the other factors. However, of all factors revealed, Factor 1 was both 

surprising and encouraging because the strength of unidimensional focus and high 

reliability signaled authentic adolescent leaders choose leadership mechanisms that 

consider welfare of others a priority.  

Anticipated factors. Empathy, a forecasted latent variable consistent with the 

follower-development theme of authenticity, manifested in both factors 2 and 5. Factor 2 

emphasized the development of values in followers while Factor 5 emphasized the 

success of follower efforts, or the development of followers for enhanced success. 

Likewise, the emergence of ethical attribution hypothesized by scholars (Bhindi & 

Duignan, 1997; Larimore & Chityo, 2007; Price, 2003) to exist in authentic leadership 

also surfaced, suggesting adolescents’ authentic leadership consists of ethics and an 

awareness of the implication of ethical decision-making (Nelson & Buchholz, 2003). 
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Additionally, trust loaded on multiple factors (Factors 1, 2, and 4). Therefore, empathy, 

ethical behavior, and trust weave throughout the factors of authenticity and do not 

necessarily represent holistically a single latent construct. In other words, authentic 

leadership factors in adolescents require the presence of empathy, trust, and ethical 

attribution. This phenomenon is also not surprising. Authenticity in leadership requires 

trust, self-awareness relative to external conditions, and a desire to enhance effectiveness 

of others to operate in leadership functions beyond current capacity (Woods, 2007).  

The theorized self-core construct manifested in Factor 3 (self-awareness) and 

Factor 4 (self-development). Self-core remains the most identifiable element of 

authenticity found in the literature; thus, the data proved unsurprising in this regard. 

Authentic leaders improve self, possess positive psychological capital, exhibit 

confidence, hope (Avolio & Gardner, 2005; Harvey et al., 2006), but do so within the 

framework of self-understanding and benevolence (Sparrowe, 2005).  Overall, while 

anticipation of a 4-factor structure existed, the resultant 6-factor structure provided a 

more precise explanation of authentic behavior in adolescent leaders.  

Findings in Light of Existing Research and Implications for Theory 

The theory of authenticity in leadership is relatively immature with a large 

amount of theoretical framing occurring in the literature over the previous decade, 

resulting in limited empirical data. However, quantitative research on the topic of 

authenticity in leadership surfacing recently in the literature takes the form of instrument 

development and measuring authentic behavior. Two recent studies (Tate, 2008; 

Walumbwa et al., 2008) surfaced during the same time the data collection processes for 

the LAARS occurred.  
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Authenticity scale 1–Tate. Tate’s (2008) three factor scale resulted in similarities 

with the LAARS findings. Both Tate’s findings and the LAARS outcome identified the 

true-to-self, integrity nature of authenticity. Additionally, both instruments revealed a 

certain degree of sociality required for authentic leaders. Tate’s first factor included being 

genuine with positive interactions while the LAARS’ first factor dominatingly expressed 

social commitment towards others. Sociality is a key theorized principle of authenticity 

(Duignan & Bhindi, 1997; Ilies et al., 2005; Novicevic et al., 2006; Starratt, 2007). Tate’s 

factors’ one and two contain items which could also categorize into an altruistic and 

others-directed (Michie & Gooty, 2005) construct; thus, mirroring the thematic 

interpretation of the LAARS data. Likewise, both the LAARS and Tate (2008) presented 

a pattern of authentic relational orientation (Ilies et al., 2005) and a social concern for 

others as an important element of authentic behavior (Sparrowe, 2005).  

Authenticity scale 2–Walumbwa et al. The Walumbwa et al. (2008) instrument 

differs from the design of the LAARS in two fundamental ways. First, the target sample 

consisted of professional business respondents who rated their manager in a corporate 

setting; whereas, the LAARS focused on general leadership using a self-rating scale but 

with a target of adolescent respondents in a social (high school) environment. Second, the 

Walumbwa et al. instrument was not self-reflective, but rather designed to rate the 

authenticity of an organizational superior. The LAARS instrument was a self-rating scale 

evaluating leadership attitudes. The factor results also differed. Walumbwa et al. found 

four factors: (a) self-awareness, (b) relational transparency, (c) internalized moral 

perspective, and (d) balanced processing. The LAARS resulted in six factors: (a) 

leadership social responsibility, (b) follower-values development, (c) positive, self-aware, 
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confident, (d) improvement-driven, hopeful, (e) follower-success development, and (f) 

community.      

Noticeable similarities between the Walumbwa et al. (2008) and the LAARS 

research outcomes exist. Commitment to self-awareness, commitment to others, and 

ethical behavior emerge as clear attributions of authenticity. The Walumbwa et al. 

research also began with an a priori 4-factor structure. Their confirmatory analysis 

supported a 4-factor structure as the most probable of all the structures tested. Thus, an 

important difference in the research techniques should be noted. The LAARS study 

engaged exploratory factor analysis while Walumbwa et al. chose a confirmatory model. 

While unable to specifically pin down other factors, Walumbwa et al. concluded other 

authenticity factors were probable. Thus, the 6-factor structure emerging from the 

LAARS not only supports Walumbwa et al.’s findings, but offers evidence that 

authenticity constructs may vary depending on the construct of the nomological network. 

LAARS findings in light of these studies. While existing empirical evidence on the 

topic of authenticity in leadership has limitations (Walumbwa et al., 2008), the emerging 

LAARS findings enjoy a number of consistencies with other authenticity instrumentation 

research. From empirical data (Walumbwa et al; Tate, 2008), and including the LAARS 

findings, authenticity in leadership includes: (a) a high concern for others, (b) a sense of 

responsibility of one’s leadership position, and (c) a high sense of responsibility for 

community. The consistency of these findings support theories of adult-oriented authentic 

leadership as well as reflect upon what is known of adolescent leader-behaviors, 

particularly regarding others-directed reference points. Tiffin (1980) stated the period of 

adolescence occurs from delaying the rite of passage to adulthood in modern and post-
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modern societies. In other words, during pre-industrial societies the concept of adolescent 

did not exist. However, as modern and post-modern sociality extends the period of time 

before young individuals emerge into the work-force, a period of adolescence occurs. 

Thus, during that time adolescents form their own societal ideas and bonds. Peer 

associations are critical in developing and sustaining identity (Churchill et al., 1974; 

Starratt, 2007). Strong others-directed attributions of social responsibility in leadership, 

and the process of developing values, ethics, and success in followers therefore aligns 

with the developmental and highly social nature of adolescent societies.  

The distinct others-directed (Michie & Gooty, 2005) pattern found in the findings 

of Walumbwa et al. (2008), Tate (2008), and the LAARS, suggests authentic leaders 

place high priority on the welfare of followers, the organization, and they feel constrained 

or obligated to do what is right. Authentic leaders understand leadership as a moral 

responsibility facilitating authentic development of both the broader community as well 

as individual subordinates. A critical finding from the LAARS research, which is also 

supported by Walumbwa et al., suggests the notion authenticity in leadership contains 

more than self-awareness or true-to-oneself (Cohen et al., 2007; Ferrara, 1998). Authentic 

leadership, especially in adolescents, expressly points outwards (Michie & Gooty) 

embracing nobles oblige leadership as the core mentality (Duignan & Bhindi, 1997; 

Price, 2003; Starratt, 2007). 

 

Limitations Affecting Generalizability and Validity  

Four issues affecting generalizablity and validity of the LAARS study include: (a) 

theory integration, (b) empirical differences between LAARS administrations, (c) 
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negatively-worded statements, (d) embedded validity, and (e) face validity. This section 

briefly discusses each limitation. 

Theoretical Integration and Evolution of Item-Pool 

Cronbach and Meehl’s (1955) first suggested task when reporting validity 

addresses the degree to which the instrument adequately represents theory in the 

constructs measured. Accordingly, they indicate it is possible to miss theoretical 

constructs extant in the literature, especially during exploratory research. Walumbwa et 

al. (2008) suggested a potential flaw in their authenticity instrument included concern for 

unveiling all potential latent constructs of authenticity; thus, they suggested additional 

empirical research to explore all potential factors contributing to authenticity. 

Furthermore, even well-researched instruments in the social science of leadership evolve 

over time with theory. For example, Bass and Avolio’s Multifactor Leadership 

Questionnaire (MLQ) shifted from a 6-factor model (Avolio et al., 1999) to a 9-factor 

structure (Antonakis et al., 2003) over time. A shift, or evolution, demonstrates the 

constant validation process that must occur with social science instruments. For example, 

the MLQ’s item pool evolved, eliminating poorly performing items and unclear items 

while also encapsulating new ideas. Thus, the construction of the LAARS attempted to 

include all potential theoretical factors of authenticity in leadership. Yet, continued 

evolution to purge the item-pool from potentially unclear or inaccurately expressed items 

as well as including undiscovered latent constructs remains.  

Furthermore, not all authenticity instruments measure the same construct of 

authenticity. Walumbwa et al. (2008) declared they likely did not include the full 

nomological network of all authentic leadership in their instrument. They suggested 
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continued research and an open mind to develop detailed nomological networks based on 

specific authentic leadership dimensions. One such dimension is adolescent leadership, 

which the LAARS begins to address. Therefore, like the MLQ’s evolution, strengthening 

the LAARS by further identification of component dimensions of authentic leadership 

within the nomological network of the adolescents’ world requires continued research 

and application of the instrument. 

Difference from the LAARS China Pilot. Replicability of findings presents an 

important indicator of instrument validity (Cronbach & Meehl, 1955; Hair et al., 1998). 

The pilot study for the LAARS engaged 200 Chinese university students but resulted in a 

different factor structure than produced in the study using U.S. adolescent respondents. In 

the Chinese university study, exploratory factor analysis revealed a 4-factor structure. 

However, only two factors possessed satisfactory reliability coefficients: (a) ethics, 

resilience, and loyalty focus, .82, and (b) confident, instinctive, and improve life focus, 

.75. The substantial difference in factor structure may be attributed to differences in 

respondents’ age, geographic conditions, and cultural influences. Thus, some of the 

concern over differences in findings may be explained by ethnographic differences in 

respondent pools. However, Walubmwa et al. (2008) found consistency between Chinese 

respondents and U.S. respondents, although their sample pool represented mature 

working professionals versus high school students. Nevertheless, as a result of 

differences additional research is needed. Two potential studies include: (a) administering 

the LAARS on U.S. university students, comparing outcomes to those generated by 

Chinese university students, and (b) administering the LAARS with Chinese secondary 

students comparing the outcomes with those found in the current LAARS study.  
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Negatively-worded Statement Implications 

Ironically, the Factor 1 item-pool retained 11 negatively-worded questions, 

substantially more than any other factor. Additionally, inter-factor correlation between 

Factor 1 and the other factors was low and not significant, as reported in Table 19. 

Cronbach and Meehl (1955) suggested internal reliability and correlation between factors 

as an indicator of validity. Interestingly, the inter-factor correlations in Table 19 show 

significant moderate correlations between each factor except Factor 1. Thus, a 

supplemental research foray into the literature to investigate the impact of negatively-

worded questions followed.  
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Table 19  

Inter-factor Correlation Coefficients 

 M SD (1) (2) (3) (4) (5) (6) 

1. Authenticity rating 4.59 0.46       

2. Factor 1: Leadership 

social responsibility 

3.82 0.89 .626

** 

     

3. Factor 2: Follower values 

development 

4.77 0.61 .686

** 

 .101      

4. Factor 3: Positive, self-

aware, confident 

4.96 0.71 .614

** 

.149

* 

.418

** 

   

5. Factor 4: Improvement-

driven, hopeful 

5.09 0.68 .604

** 

 .114 .412

** 

.379

** 

  

6. Factor 5: Follower 

success development 

3.89 0.96 .521

** 

 .082 .473

** 

.268

** 

.332

** 

 

7. Factor 6: Community 4.66 0.85 .427

** 

 .018 .302

** 

.255

** 

.284

** 

.177

** 

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

 

A number of research studies (Borgers et al., 2004; Deemer & Minke, 1999; 

Garg, 1996; Hazlett-Stevens et al., 2004; Leenaars et al., 1978) were consulted on the 

question of negatively-worded statements; the results were mixed. Deemer replicated a 
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study of the teacher efficacy scale (TES) with 196 teachers. The TES possessed a number 

of negatively-worded items. While in the literature a consistent factor structure existed, 

Deemer’s replication of the study found inconsistencies. By eliminating the confounding 

items through positive wording, one of the factors previously identified failed to be 

supported. Thus, Deemer’s conclusion suggested negatively-worded items may 

contribute to a false construct. In part, the reason for this phenomenon is because of the 

nature of the negatively-worded items. If an item is offensive, meaning respondents do 

not align or agree with the item, the negatively-worded offensive item draws more 

emotional attention than a positively-worded counterpart. Thus, negative items 

consistently reach higher ratings on scales and produce stronger internal consistency 

(Garg). Likewise, Leenars et al. found negative statements problematic. However, a study 

by Garg measuring the impact of positive versus negative statements on factor emergence 

did not surface significant differences attributable to negative statements. In other words, 

Garg could not replicate the theoretical assumptions that negative statements attract more 

weight. Similarly, in four studies (Hazlett-Stevens et al.) conducted on the Penn State 

worry questionnaire, negatively-worded items failed to receive heavier weighting nor did 

they congregate into a single factor. Finally Borgers et al. specifically tested the impact of 

negatively-worded statements on 2,000 adolescents and children, finding no noticeable 

effects on reliability measures. Whether or not the negatively-worded statements forming 

the LAARS Factor 1 structure produced a bias remains unclear. However, because all 

Factor 1 items come from the negative item pool (see Table 20), suspicion is raised. 

Accordingly, additional research which tests for negatively-worded bias in the LAARS is 

warranted. 
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Table 20  

Item Pool for Factor 1 

Item Pool for Factor 1 Load 

 Leaders must maintain a social distance from followers. .63 

 A good leader does not socialize with subordinates. .62 

 I do not owe the school or my local organization 

anything. I am focused on my own success. 

.61 

 I feel those who are not in a social or leadership position 

of privilege do not deserve it. 

.60 

 I regularly create situations that cause or encourage 

others to break their moral code. 

.58 

 I cannot identify my core personal values. .55 

 The people that follow me do not always know what is 

best for them. 

.53 

 It is OK to be deceptive if the greater good is at stake. .49 

 My existing talents and strengths are all that I need to be 

a good leader. 

.48 

 I am willing to sacrifice personal happiness to achieve 

success. 

.40 

 I only attend the extracurricular activities that benefit or 

interest me personally. 

.37 
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Embedded Validation 

As previously discussed, the nature of construct validation requires correlative 

relationships between LAARS factors and validated instruments. Validity arguments 

extending beyond internal reliability rely upon three measures present in this study: (a) 

correlations with independent instruments that have not been validated (e.g., antisocial 

and prosocial), (b) correlations with individual demographic-self-selecting items, and (c) 

a validated instrument for social desirability bias to examine discriminant validity. The 

evidence presented supports indications of potential validity of the LAARS; however, 

continued research with validated instruments is now essential for furthering any validity 

discussion of the LAARS. Cronbach and Meehl (1955) intimated that any single 

coefficient cannot demonstrate validity; rather, validity takes on the form of a process and 

series of investigations. They state: “the investigation of a test’s construct validity is not 

essentially different from the general scientific procedures for developing and confirming 

theories” (Cronbach & Meehl, p. 300). Therefore, future use of the instrument should 

include items that meet convergent and discriminant assessment standards for 

authenticity instruments.  

Face Validity 

Face validity, or content validity, could improve in two ways. First, the formal 

content validation of the LAARS occurred through literature reviews, scholarly peer-

review of hypothesized factor constructs with a tier-1 journal, qualitative review-sessions 

with adolescents, and feedback on the quantitative instrument by both a group of doctoral 

students and an adolescent leadership pilot group. However, continued examination and 

review of items sustains relevance over time. For example, and as previously discussed, 
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validated instruments such as the MLQ (Antonakis et al., 2003; Avolio et al., 1999) 

undergo periodic item-pool modification; though not without reconfirming and constantly 

testing for construct validity.  

Therefore, strengthening content validity remains an important part of continued 

research. Potentially, an additional item-pool review should include a group of adolescent 

leadership experts, a group grounded in authenticity in leadership theory, as well as 

sociologists familiar with adolescent behavior.  

 

Recommendations for Further Research 

A number of research opportunities surfaced resulting from the LAARS study. 

While many potential research opportunities received brief mention throughout the 

discussion thus far, this section specifies opportunities considered critical to establishing 

LAARS’ psychometric adequacy. Therefore, research that examines (a) the 6-item factor 

structure, (b) tests for construct and criterion validity, (c) pursues bias elimination, and 

(e) improves the item-pool, should receive priority.    

Confirmatory Analysis 

Exploratory factor analysis deduces factors from data (DeVellis, 2003) while 

confirmatory factor analysis examines and confirms hypothesized structures (Benson & 

Zarnegar, 1984; Suhr, 2006). Thus, confirmatory procedures provide a reasonable second 

step towards factor structure and goodness of fit determination (Benson & Nasser, 1998; 

Cohen et al., 2007; Hinkin, 2005). Confirmatory analysis provides another lens into the 

estimates of factor parameters, inferential exploration, and intercorrelations of factors 

(Dierker et al., 2004). However, confirmatory procedures can produce over-factoring 
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(Dierker et al., 2004; Silverstein, 1983; Strahan & Gerbasi, 1972), which is a concern 

expressed by DeVellis. Thus, given the stage of authenticity in leadership theory 

development, over-factoring concerns exist. Therefore, both exploratory as well as 

confirmatory research continue as an important method to ultimately discover true latent 

authenticity constructs.  

Validity 

The concept of validity frames a dominate theme in this chapter. Psychometric 

adequacy and validity must be clearly reported in order for instruments to possess utility 

for both researcher and practitioners (Oakland & et al., 1996). Thus, a critical leg of next 

research includes integration of independent and valid sub-scales expressing both 

convergent and discriminant constructs. The Current LAARS instrument contains 41 

items. However, this study also included a number of sub-scales related to social 

desirability and prosocial attitudes, which increased the overall items presented to 

respondents to well over 80. Future research should include the 41 items reduced from 

this study and incorporate an ethical leadership scale (Brown, 1990), and perhaps a short 

form of the multi-factor leadership questionnaire (MLQ) (Antonakis et al., 2003). The 

latter two instruments have theoretical (Avolio & Gardner, 2005; Price, 2003) and 

construct support  for convergence with authenticity (Walumbwa et al., 2008). 

Furthermore, research specifically outlining items investigating ethical and prosocial 

behavior from the literature on adolescent behavior  must also receive inclusion 

consideration (Martinek, Schilling, & Hellison, 2006; Nelson & Buchholz, 2003; Zeldin 

et al., 1984). 
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Future research including discriminant indication, which simply stated occurs 

with two unrelated measures (Belch & Landon, 1977), remains important to overall 

validity. Ideally, measuring inauthenticity creates invaluable discriminant discussion. 

However, given the current lack of such an instrument, incorporating individual items 

from Henderson and Hoy’s (1982) definition of inauthenticity: (a) passing the buck, (b) 

blaming others, (c) manipulating subordinates, and (d) salience of role over self, offers a 

potential starting point for independent discriminant measures. Moreover, their research 

on inauthenticity potentially provides an opportunity for short-scale development of an 

inauthenticity measure.   

Negative-item Bias 

As previously discussed, Factor 1 emerged with all 11 loaded items reflected in 

the negative-item pool. Furthermore, inter-factor correlations between Factor 1 and the 

other five factors were suspiciously low. While the first factor supported theoretical 

arguments from the literature, the lack of inter-factor correlation encourages continued 

investigation into negative-item bias. A number of studies (Borgers et al., 2004; Deemer 

& Minke, 1999; Garg, 1996; Hazlett-Stevens et al., 2004; Leenaars et al., 1978) serve as 

potential models. Essentially, an experiment and control group measuring the reaction of 

one side with negative items in the LAARS against the other side with negative items 

reworded into a positive construct will shed further light on the bias question. A second 

approach includes the pattern set by Deemer and Minke, who revised the Teacher 

Efficacy Scale (TES) so that both positive and negative orientations to items were 

available. In other words, each negatively-worded item also has a positively-worded 
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counterpart. Determining the degree, if at all, LAARS factors were confounded by item 

orientation remains critical to furthering the utility of the instrument.  

Qualitative Integration 

The use of qualitative or mixed methods in the next phase of research adds 

potential for important insight. According to Lincoln (2005), the use of qualitative 

research increases the ability to effectively interpret respondent constructs because the 

immediate feedback and intersubjective procedures available enhance researchers’ ability 

to adjust and unveil the full construct being sought. Furthermore, a mixed method 

incorporating both data analysis and investigatory interaction of authenticity meaning 

continues to establish convergent evidence (Creswell & Cresswell, 2005). Because 

Cronbach and Meehl (1955) suggested convergent validity takes on more than statistical 

inference, the qualitative interaction with respondents enhances reliability and validity 

discussions. The use of a mixed method to investigate the adolescents’ framework and 

point of view regarding authenticity in leadership, though difficult and time-consuming, 

should include practical evaluations and problem-solving events, which are likely to 

surface visible and criterion-driven leadership assessments (Jolly & Kettler, 2004). 

Mixed method research project 1. While the construct of authentic leadership 

receives attention in adult-oriented literature, authenticity in leadership offers a 

completely new perspective in adolescent research. Therefore, a study similar to 

Wenquan et al. (2000) would add substantially to the LAARS validity. Wenquan et al. 

developed an instrument for Chinese students by having 133 respondents identify 25 of 

the most important leadership factors. The data were distilled from 2,500 terms to 163 

testable items, which were administered in follow-up research. Engaging U.S. 
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adolescents in a similar study, and then administering both the LAARS and the 

adolescent-developed item-pool would provide an invaluable construct validity 

opportunity and enhance the definitions of authenticity among adolescents.  

Mixed method research project 2. The question of criterion validity and predictive 

ability of the LAARS instrument may suffer unless additional research moves beyond a 

self-rating scale. A study similar to Coie and Dodge (1983) where students both self-rate 

and are rated by other students, teachers, and adult leaders offers a predictive event for 

the LAARS.  

 

Implications for Practitioners 

Two practitioner benefits result from this study. First, practitioners gain an 

instrument to assess both group and individual authenticity in leadership. Second, the 

findings of this study, particularly the others-oriented factor structure, provide possible 

signals to practitioners for identifying and developing authentic adolescent leaders. 

Authentic adolescent leadership embraces an outward approach. 

Benefit 1: Access to an Instrument 

The LAARS instrument creates three opportunities for practical usage. First, 

administering the instrument to a group, such as a class, cohort, or a team, provides an 

opportunity to discuss the concepts of authentic leadership in context of group results. 

Actively calling the attention of authentic leadership as a topic to a student group creates 

invaluable opportunity for leadership discussion overall. Additionally, a teacher, coach, 

or youth leader benefits from understanding the levels of authenticity within the group, 

thereby tailoring instruction accordingly. The second way to use the LAARS follows the 
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individual pattern where scores reported privately include relative values to overall group 

scores, thus giving the respondent opportunity to see where he or she falls on continuum 

of peers. A third way to use the LAARS extends the instrument to an entire student body. 

School leaders, principals, teachers, coaches, counselors, etc., benefit by gaining 

awareness of the nature of attitudes about leadership from the adolescent perspective. At 

this stage, the LAARS does not have support for predictive validity; however, the 

LAARS can be used to identify relative levels of authenticity, including relative presence 

of each factor represented in a group. 

Access to the LAARS instrument remains free. The LAARS will remain an open-

source item for researchers and practitioners. For information on how to access and use 

the LAARS, contact the author. 

Benefit 2: A Greater Understanding 

The second primary implication for practitioners comes from the current study. 

The results of this study suggest adolescent leaders favor an outward and others-oriented 

form of leadership. That is, an overarching consideration for authentic adolescent leaders 

includes seeking to use their leadership office to genuinely benefit those whom they 

serve. Secondarily, these leaders seek self-improvement and desire an inner-alignment 

between actions and beliefs. The outcomes of this study advance the topic of leadership 

and authenticity primarily in the adolescent nomological network and present numerous 

discussion and training opportunities for those responsible for developing adolescent 

leaders.  
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Conclusion to the Study 

 

In January 2006, the author first encountered the formal notion of authenticity in 

leadership. The author’s involvement as both a high school football coach and basketball 

coach brought meaning to the scholarly research available. In 2007 a Richter’s grant from 

George Fox University made it possible to begin the development process of an 

instrument to measure authenticity in adolescent leaders. During this period a literature 

review, conducted and submitted for publication (Whitehead, 2009) paved the way for 

initial item-pool development. Initial item-pool testing occurred among doctoral students 

as well as two different adolescent focus groups. The instrument was then codified and 

administered to another group of adolescents, followed by additional adjustments. During 

this time another opportunity surfaced in China, whereby the LAARS was translated and 

administered to Chinese university students (Whitehead & Brown, In press). The findings 

were used to refine the current LAARS instrument administration methodology.  

Finally, the instrument was administered during 2009 to more than 270 U.S. high 

school students. The data were factor analyzed, revealing strong internal reliability with a 

Cronbach’s alpha of .845. Six factors emerged in the exploratory analysis (a) social 

leadership responsibility, (b) follower values-development, (c) positive, self-aware, and 

confident, (d) improvement-driven, hopeful, (e) follower success-development, and (f) 

community. Each factor enjoyed an internal reliability satisfactory for exploratory 
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research (Hair et al., 1998) ranging from .819 to .620. Forty-one items ultimately retained 

comprise the current item pool.  

This study conducted a number of correlational assessments to assert beginning 

support for construct validity. Support for both convergent and discriminant validity was 

identified to some degree, though substantial work remains in order to claim full 

psychometric adequacy. Therefore, the instrument now enters the public domain for 

additional research as well as use by practitioners. Those interested in understanding the 

leadership and authenticity attributions of adolescents benefit from both the use of the 

instrument as well as examining and comparing the outcomes of the LAARS study and 

other studies on the topic of authentic leadership.  

Understanding authentic leadership in adolescents appears an urgent matter. The 

adolescent leader exists in a post-industrial society where role models in athletics, 

government, and business unfortunately demonstrate inauthentic conduct, failing 

ethically, morally, and socially, while also neglecting social responsibility to community.  

The adolescent belief of what an authentic leader ought to be, may well vary from the 

constructs in place at the adult level. However, this should not be surprising because the 

research on adolescent attitudes (Coie & Dodge, 1983) and the views of an adolescent on 

leadership differs from an adult view (Carter et al., 2003). Therefore, the LAARS 

instrument makes an important contribution not only to the topic of leadership 

authenticity, but to the overall topic of adolescents’ leadership attitudes. Attributes of a 

sharing-future orientation resemble notions normally considered to be an adult attribution 

(Tiffin, 1980) are apparent in adolescent leaders. In other words, adolescents may likely 

be influenced by postmodern social norms not as a model to follow, but rather as a model 
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to reject. Thus, when leadership cognition occurs in the adolescent, authentic properties 

manifest to some degree. In the private world of the adolescent (Starratt, 2007; Tiffin) an 

interesting counterbalance forms a leadership behavior emphasizing social orientation, a 

commitment to ethics, and priority to help others succeed. These are mature constructs 

represented in adolescents. 

The most significant revelation from this study comes from the realization 

adolescents are probably far deeper in their thinking about leadership than adults realize. 

When compared to another study (Walumbwa et al., 2008) which used adult respondents 

from a highly mature group of business leaders, adolescent respondents of the LAARS 

surfaced similar constructs of ethics, service, and others-orientation. Evidence provided 

from this study suggests the adolescent contemplates the theory of leadership, and the 

LAARS instrument presents potential for measuring authenticity in adolescent leaders.  
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Authenticity Pool 

This section of the item-pool contains 49 statements, which should be randomly 

presented. Response options are: (a) strongly disagree, (b) moderately disagree, (c) 

slightly disagree, (d) slightly agree, (e) moderately agree, and (f) strongly agree. 

Table A - 1 Leadership Authenticity Construct Map 

Core  Sub-core variable Statement 

Self-core Know-self variable I know myself very well 

I continuously evaluate my strengths and 

weaknesses. 

Perception variable 

(others perceive me to 

be authentic) 

I am perceived by others to be sincere. 

I am perceived by others to be someone who acts in 

conjunction with my core beliefs. 

Self-confidence variable I am confident that I can achieve whatever task is 

given to me regardless of training or experience. 

I look confident, but inside I doubt myself. 

Not overly egoistic 

variable 

I am not shy about taking credit. 

I prefer to give others credit for the work I do. 

Seek self-improvement 

variable 

I want to improve as a leader. 

My existing talents and strengths are all that I need 

to be a good leader. 

Perspective 

(organization vs. 

individual) variable 

I am willing to sacrifice personal happiness to 

achieve success. 

My personal health and welfare is more important to 

me than social or professional success. 

True to inner nature 

variable 

I cannot identify my core personal values. 

I follow my instincts and listen to my inner-voice 

when making a leadership decision. 

Positive leader variable I am a positive person most of the time. 

I am negative most of the time. 

Hope variable Having hope is not a part of my leadership attitude. 

I believe something good is always about to happen. 

Self-resilience variable When I know something is right, I forge ahead 

regardless of criticism. 

The criticisms and doubts of others do not present 

obstacles to my personal success. 

Foster others’ self-

resilience variable 

I help others to become self-reliant. 

I am known as someone who helps others to become 

resilient. 

Empathetic-

core 

Expand horizons of 

others variable 

Other people grow their talents because of my 

leadership. 

I help others see the bigger picture. 
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Core  Sub-core variable Statement 

Follower development 

authenticity variable 

(developing authenticity 

in others) 

When I help someone develop a skill, I try to do it in 

a way that fits their personal objective. 

The people that follow me do not always know what 

is best for them. 

Close gap variable I seek to eliminate differences between the socially 

privileged and those with less social status. 

I feel those who are not in a social or leadership 

position of privilege do not deserve it. 

Remove barriers 

between leaders and 

followers variable 

A good leader does not socialize with subordinates. 

I feel leaders must maintain a social distance from 

followers. 

Remove barriers 

between haves and 

haven-nots variable 

Being popular improves my ability to be a good 

leader. 

I believe in eliminating wealth and privilege barriers 

between people. 

Trust-

building-

core 

Build trust variable I think it is ok to be deceptive if the greater good is 

at stake. 

I feel trust is an important characteristic of a good 

leader. 

Foster ethical behavior 

variable 

When faced with a dilemma I am willing to sacrifice 

my own personal benefit for the group’s benefit. 

I help others to be ethical. 

Foster moral behavior I regularly create situations that cause or encourage 

others to break their moral code. 

I try to follow a religious or specific moral code to 

the best of my ability. 

Builds loyalty variable If I say I will do something, I always follow through. 

People are loyal to me because I consistently do 

what I say I will do. 

Community-

core 

Participate in 

community variable 

I regularly attend extracurricular school activities 

because I want to support my school. 

I only attend the extracurricular activities that 

benefit or interest me. 

Value organizational 

history variable 

Traditions are important to me. 

Traditions are annoying; I would rather discover a 

new way of doing things. 

I try to make sure others know important traditions. 

Create responsive social 

structures variable 

Leaders have a social responsibility to create 

opportunity for others. 

My leadership style creates situations where 

people’s lives are better. 

Commitment to 

community success 

variable 

I do not owe the school or my community anything. 

I am focused on my own success. 

Team or group success is more important than my 



 LAARS Validation - 194 

Core  Sub-core variable Statement 

personal success. 
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Social Desirability Pool 

This section of the item-pool contains 13 statements to be randomly presented. 

Response options are: T/F. 

Table A - 2 Reynolds’s Social Desirability Short Instrument C 

Statement  Response Anchor 

It is sometimes hard for me to go on with my (school) work if I am not 

encouraged.  

 F 

I sometimes feel resentful when I don’t get my way.   F 

On a few occasions, I have given up doing something because I thought 

too little of my ability.  

 F 

There have been times when I felt like rebelling against people in 

authority even though I knew they were right.  

 F 

No matter who I’m talking to, I’m always a good listener.   T 

There have been occasions when I took advantage of someone.   F 

I’m always willing to admit it when I make a mistake.   T 

I sometimes try to get even rather than forgive and forget.   F 

I am always courteous, even to people who are disagreeable.   T 

I have never been irked when people express ideas very different from my 

own.  

 T 

There have been times when I was quite jealous of the good fortune of 

others.  

 F 

I am sometimes irritated by people who ask favors of me.   F 

I have never deliberately said something that hurt someone’s feelings.   T 

Note: Matching responses receive a score of 1 discordant responses receive a 

score of zero. Scores approaching 13 indicate social desirability while scores approaching 

zero indicate lack of social desirability bias. 
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Self-declaration Statements 

This section of the item-pool contains eight statements to be randomly presented. 

Response options are: (a) strongly disagree, (b) moderately disagree, (c) slightly disagree, 

(d) slightly agree, (e) moderately agree, and (f) strongly agree. 

Table A - 3 Self-declaration Statements 

Declaration Variables  Statement 

Leadership declaration  I consider myself a leader. 

 Others consider me to be a leader. 

Athletes make better leaders  I would follow a leader who was an athlete before I 

would follow someone who is not an athlete. 

 Athletes are make better leaders than non-athletes. 

Gender  In general, I think girls make better leaders than boys. 

Authenticity declaration  I consider myself to be authentic 
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Prosocial and Antisocial Attribution Links  

This section of the item-pool contains 23 statements to be randomly presented. 

Response options are: Y/N. 

Table A - 4 Prosocial and Antisocial Attribution Links 

Statement  Prosocial  Antisocial Authenticity 

I think students have a responsibility to 

obey teachers 

 X    

I am good at understanding how to get 

things done at my school. 

 X   X (com) 

Presenting a good image helps me be an 

effective leader 

 X   X (self) 

I have lettered in a varsity sport in high 

school.  

 X  X  

I am kind to others most of the time.  X   X (emp) 

Academics are important to me.  X   X (com) 

I like to wear the latest fashion.  X  X  

I agree there is a strong need for 

governments. 

 X   X (com) 

I usually help other people when they are 

struggling. 

 X   X (emp) 

Demographic link – if GPA response is 

above 3.00 

 X    

I do not enjoy learning.    X  

If I disagree with a coach, or teacher, I just 

go do things my own way. 

   X  

I have used physical force to achieve my 

objectives. 

   X  

Exhibiting toughness is needed to keep 

followers in line. 

   X  

Traditions are not important.    X X (com) 

Most social challenges are unsolvable 

because there is too much bureaucracy. 

   X X (com) 

Good leaders are not always good students.    X  

I am disruptive in class.    X  

People consider me to be tough.    X  

I gain hope in myself when others struggle    X X (emp) 

Note: Statement responses are yes or no. The column gaining attribution for the 

response is based on a yes response.  
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Demographic Questions 

This section of the item-pool contains seven demographic questions and are 

presented at the beginning of the instrument.   

Table A - 5 Demographic Questions 

Statement 

 

 Options 

Zip code where you live  Open text 

Gender  M / F 

Ethnicity  Caucasian 

Chinese 

Asian – Other than Chinese 

Hispanic 

African 

European 

Other - Fill-in box 

Age as of recent birthday  14 

15 

16 

17 

18 

19 

Are you currently a student  Y/N 

What is your current year in high school  9 

10 

11 

12 

To the best of your knowledge what is your current 

GPA 

 Below 2.00 

Above 2.00 but less than 2.50 

Above 2.50 but less than 3.00 

Above 3.00 but less than 3.50 

Above 3.50 but less than 3.75 

Above 3.75 but less than 4.00 

4.00 

 

Table A-6 represents an activity matrix useful in comparing the degree of 

leadership or activity enjoyed by the adolescent relative to responses to items. The 

respondent checks all boxes applicable. 

Table A - 6 Activity Matrix 



 LAARS Validation - 199 

 Captain, president, 

or formal 

leadership position 

Participate all year 

long 
Participate part of 

the year 

Varsity sport    
Band    
Choir    
Drama    
Speech    
Student government    
Dance, drill team, or rally 

squad 
   

FFA    
JROTC    
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Negative Statement Transformations 

Throughout the instrument there are a number of negatively-worded statements 

(Table A-7). The purpose is to make sure test-taking momentum does not keep the 

respondent from evaluating each statement. These statements are identified in this table 

simply to call attention to the fact that they will be transformed into positive scores as the 

data are imported into SPSS. 

 

Table A - 7 Negative Statement Transformations 

Statement 

Hope is not part of my leadership attitude 

Traditions are annoying, I would rather discover a new way of doing things 

A good leader does not socialize with subordinates 

I am not shy about taking credit 

I regularly do things to cause or encourage others to break their moral code 

I do not owe my school or community, I am focused on my own success 

It is OK to be deceptive if the greater good is at stake 

People that follow me do not always know what is best for them (or When it comes to 

helping others, I am able to direct them for their own good) 

I only attend the extra curricular activities that benefit or interest me 

Leaders must maintain social distance from followers 

I am negative most of the time 

I cannot identify my core values 

I feel those who are not in a social or leadership position of privilege do not deserve it. 

I am willing to sacrifice personal happiness to achieve success. 

My existing talents and strengths are all that I need to be a good leader 

Athletes are not always leaders.  

The perceived responsibilities of my leadership role heavily influences my decisions  

I yield to stereotyped rules. 

Note: All statements in this table are on a 1-6 likert scale. Transformation rules 

are: 1 = 6, 2 = 5, 3 = 4, 4 = 3, 5 = 2, 6 = 1.  

  



 LAARS Validation - 201 

 

 

 

 

 

 

 

 

 

Appendix B: Human Subjects and Consent 



 LAARS Validation - 202 

Approval to proceed with research required permission from the George Fox 

University School of Management human subjects committee (Figure B-1). 

 

Figure B-1. Human subjects research approval 

 

The first page of the instrument contained consent forms. The guardian consent 

form was required if the respondent was under age 18. Once a guardian form was signed, 
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the student then was required to assent permission on the student form. The following 

forms were electronically rendered as part of the web instrument, and they were included 

as the first pages of the manual instrument. In the case of a web-based signature, consent 

and assent was recognized by an electronic acknowledgement. Electronic approvals were 

automatically date stamped and saved. In the case of manual instrumentation, the consent 

and assent forms were collected and saved.  
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RESEARCH PARTICIPANT GUARDIAN CONSENT FORM 

George Fox University 

School of Management 

Principal Investigator: Gordon Whitehead 

Project Title: Developing leadership authenticity in adolescent leaders 

 

The purpose of this form is to authorize my child to participate in a study on 

developing leadership authenticity in adolescent leaders. 

 

Purpose of Research: We are conducting a study on the way leadership 

development occurs for high school students. In this study we seek to understand 

the influence of different types of leaders on their peer groups. This research is for 

a doctoral dissertation project.   

 

Specific Procedures to be Used: Duration of Participation: If you consent to 

allowing participation in this study your dependent will be given a brief survey 

that will last approximately 40 minutes. There are no right or wrong answers to 

the survey questions, we simply seek to understand how high school students 

think about certain leadership characteristics.  

 

The survey will be administered by the researcher through a website. If this 

survey is being taken as part of a class activity, there will be an opportunity to 

discuss the compiled research findings. 

 

Risks to the individual: There are no known risks to participants. 

 

Benefits to the individual: This study presents an opportunity for participants to 

reflect on and gain more awareness about their own leadership style.  

 

Compensation: Each participant will receive a $5 gift card. 

 

Extra costs to participate: There are no costs to participate in this study. 

 

Confidentiality: Privacy and confidentiality will be protected. Surveys will be 

maintained for ten years under lock and key in the private office of the researcher. 

No individual data will be released. Any discussion on the data will be focused 

solely on an aggregate and will not contain any individually identifying 

information. 

 

The project’s research records may be inspected by the George Fox University’s 

Institutional Review Board or its designees to ensure that participants’ rights are 

being protected. 

 

Guardian’s Form 
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Voluntary Nature of Participation: Non-participation will not have negative 

consequences on the participant. I can withdraw my consent at any time until the 

data has become part of a larger data pool, at which point all personal identifying 

information will have been removed. To withdraw, I will simply notify the 

researcher: Gordon Whitehead at 801.369.0107 or by email at 

Gordon.Whitehead@Captus5.com.  

 

Contact Information: If I have any questions about this research project, I can 

contact Gordon Whitehead (doctoral student in the doctor of management 

program at George Fox University) at 801.369.0107 or at 

Gordon.Whitehead@Captus5.com. I may also contact the project advisor, Doctor 

Tim Rahschulte at 503.554.2827 or Trahschulte@georgefox.edu. 

 

I HAVE HAD THE OPPORTUNITY TO READ THIS CONSENT FORM AND ASK 

QUESTIONS ABOUT THE RESEARCH PROJECT AND I GIVE PERMISSION FOR 

MY DEPENDENT TO PARTICIPATE IN THIS PROJECT (dependent’s name here). 

 

I DO NOT GIVE MY PERMISSION. Guardian’s name  

By affixing my name and permitting or declining consent, I acknowledge that I 

am the legal guardian of the respondent. This acknowledgement serves as a valid 

electronic signature. 
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RESEARCH PARTICIPANT STUDENT ASSENT FORM 

George Fox University 

School of Management 

Principal Investigator: Gordon Whitehead 

Project Title: Developing leadership authenticity in adolescent leaders 

 

 

The purpose of this form is to provide permission to participate in a study on 

developing leadership authenticity in adolescent leaders. 

 

Purpose of research: We are conducting a study on the way leadership development 

occurs for high school students. In this study we seek to understand the influence of 

different types of leaders on their peer groups. This research is for a doctoral dissertation 

project.   

 

Specific Procedures to be Used: Duration of Participation: If you assent to participate in 

this study you will be given a brief survey that will last approximately 40 minutes. There 

are no right or wrong answers to the survey questions, we simply seek to understand how 

high school students think about certain leadership characteristics.  

 

The survey will be administered by the researcher through a website. If this survey is 

being taken as part of a class activity, there will be an opportunity to discuss the compiled 

research findings. 

 

Risks to the individual: There are no known risks to participants. 

 

Benefits to the individual: This study presents an opportunity for participants to reflect 

on and gain more awareness about their own leadership style.  

 

Compensation: Each participant will receive a $5 gift card. 

 

Extra costs to participate: There are no costs to participate in this study. 

 

Confidentiality: Privacy and confidentiality will be protected. Surveys will be 

maintained for ten years under lock and key in the private office of the researcher. No 

individual data will be released. Any discussion on the data will be focused solely on an 

aggregate and will not contain any individually identifying information. 

The project’s research records may be inspected by the George Fox University’s 

Institutional Review Board or its designees to ensure that participants’ rights are being 

protected. 

 

Student’s Form 
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Voluntary Nature of Participation: Non-participation will not have negative consequences 

on the participant. I can withdraw my assent at any time until the data has become part of 

a larger data pool, at which point all personal identifying information will have been 

removed. To withdraw, I will simply notify the researcher: Gordon Whitehead at 

801.369.0107 or by email at Gordon.Whitehead@Captus5.com.  

Contact Information: If I have any questions about this research project, I can contact 

Gordon Whitehead (doctoral student in the doctor of management program at George Fox 

University) at 801.369.0107 or at Gordon.Whitehead@Captus5.com. I may also contact 

the project advisor, Doctor Tim Rahschulte at 503.554.2827 or 

Trahschulte@georgefox.edu. 

I HAVE HAD THE OPPORTUNITY TO READ THIS ASSENT FORM AND ASK 

QUESTIONS ABOUT THE RESEARCH PROJECT AND I GIVE PERMISSION TO 

USE MY DATA FOR THIS RESEARCH ROJECT. (Enter Name here). 

I DO NOT GIVE MY PERMISSION. Participant’s name 

By affixing my name and permitting or declining assent, I acknowledge that I am the 

person taking this instrument and by typing my name in the above box, I am creating a 

valid electronic signature. 
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Code Description 

SC Self Core 

EC Empathetic Core 
TC Trust Core 
CC Community Core 
AS Antisocial 
PS Prosocial 

DV 
Declaration 
Variable 

 

Test 
order Statement SPSS Name SPSS Label 

53 I do not enjoy learning. AS1 
AS Anti Social Do Not 
Enjoy Learning 

54 I gain hope in myself when others struggle. AS2 
AS Anti Social Gain 
Hope in Others Failure 

55 
If I disagree with a coach, teacher, or supervisor, 
I just go do things my own way. AS3 

AS Anti Social Do 
What I think best 
regardless 

56 
I have used physical power to achieve my 
leadership objectives. AS4 

AS Anti Social Physical 
power used to achieve 
goals 

60 
Exhibiting toughness is needed to keep followers 
in line. AS5 

AS Anti Social 
Toughness needed to 
keep others in line 

62 
Most social challenges are unsolvable because 
there is too much bureaucracy. AS6 

AS Anti Social 
Unsolvable 

63 Good leaders are not always good students. AS7 

AS Anti Social Good 
Leaders not Good 
Students 

64 
I am often disruptive in class, or in other group 
settings. AS8 

AS Anti Social 
Disruptive in Class 

66 People consider me to be tough. AS9 
AS Anti Social I am 
considered tough 

26 

I regularly attend extracurricular school or 
community activities because I want to support 
my school or community. CC1 

CC Participate 
Community 1 

32 
I only attend the extracurricular activities that 
benefit or interest me personally. CC2 

CC Participate 
Community 2 

45 Traditions are important to me. CC3 CC Value Org History 1 

15 
Traditions are annoying; I would rather discover a 
new way of doing things. CC4 CC Value Org History 2 

11 
I try to make sure others know important 
traditions. CC5 CC Value Org History 2 
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18 
Leaders have a social responsibility to create 
opportunity for others. CC6 

CC Create Responsive 
Social Structures 1 

28 
My leadership style creates situations where 
people's lives are better. CC7 

CC Create Responsive 
Social Structures 2 

25 
I do not owe the school or my local organization 
anything. I am focused on my own success. CC8 

CC Commitment to 
Community Success 1 

12 
Team or group success is more important than 
my personal success. CC9 

CC Commitment to 
Community Success 2 

57 
I would follow a leader who is an athlete before I 
would follow someone who is not an athlete. DV_Athlete1 

DV Athlete I would 
follow 1 

61 
From my experience athletes make better leaders 
than non-athletes. DV_Athlete2 

DV Athlete I would 
follow 2 

70 

Do you describe yourself as a leader who is self-
aware, humble, always seeking improvement, is 
aware of those being led and looking out for their 
welfare, fosters high degrees of trust by building 
an ethical and moral leadership framework, and is 
committed to organizational success within the 
construct of human and community social values. DV_AUTH1 DV Authentic 1 

72 
To what degree do you resemble this statement: 
"To thine own self be true." DV_AUTH2 DV Authentic 2 

71 
In general, I think girls make better leaders than 
boys. DV_Female1 

DV Female Better 
Leader 1 

65 I consider myself a leader. DV_LD1 
DV LD Leadership 
Declaration 1 

49 Others consider me to be a leader. DV_LD2 
DV LD Leadership 
Declaration 2 

10 
Other people grow their talents because of my 
leadership. EC1 

EC Expand Horizons 
Others 1 

31 
I believe in eliminating wealth and privilege 
barriers between people. EC10 

EC Remove Barriers 
Haves Have-nots 2 

14 I help others see the bigger picture. EC2 
EC Expand Horizons 
Others 2 

5 
When I help someone develop a skill, I try to do it 
in a way that fits their personal objective. EC3 

EC Follower 
Development 1 

30 
The people that follow me do not always know 
what is best for them. EC4 

EC Follower 
Development 2 

6 

I seek to eliminate differences between the 
socially privileged and those with less social 
status. EC5 EC Close Social Gap 1 

43 
I feel those who are not in a social or leadership 
position of privilege do not deserve it. EC6 EC Close Social Gap 2 

16 
A good leader does not socialize with 
subordinates. EC7 

EC Remove Barriers 
Leaders Followers 1 

34 
Leaders must maintain a social distance from 
followers. EC8 

EC Remove Barriers 
Leaders Followers 2 

33 
Being popular improves my ability to be a good 
leader. EC9 

EC Remove Barriers 
Haves Have-nots 1 
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51 
I usually help other people when they are 
struggling. PS1 

PS Prosocial Help 
Others 

52 
I agree there is a strong need for organized 
leadership. PS2 

PS Prosocial Strong 
Leadership Needed 

58 Academics are important to me. PS3 
PS Prosocial 
Academics 

59 I am kind to others most of the time. PS4 PS Prosocial Kindness 

67 
Presenting a good image helps me be an 
effective leader. PS5 PS Prosocial Image 

68 
I am good at understanding how to get things 
done at my school. PS6 

PS Prosocial Navigate 
System 

69 
I think students have a responsibility to obey 
teachers. PS7 

PS Prosocial 
Cooperation 

21 I know myself very well. SC1 SC Know Self 1 

50 
My existing talents and strengths are all that I 
need to be a good leader. SC10 

SC Seek Self 
Improvement 2 

48 
I am willing to sacrifice personal happiness to 
achieve success. SC11 

SC Perspective - Org v 
Ind 1 

47 
My personal health and welfare is more important 
to me than social or professional success. SC12 

SC Perspective - Org v 
Ind 2 

42 I cannot identify my core personal values. SC13 
SC True to inner 
nature 1 

2 
I follow my instincts and listen to my inner-voice 
when making a leadership decision. SC14 

SC True to inner 
nature 2 

1 I am a positive person most of the time. SC15 SC Positive Leader 1 

37 I am negative most of the time. SC16 SC Positive Leader 2 

3 
Having hope is not a part of my leadership 
attitude. SC17 SC Hope 1 

40 
I believe something better is always about to 
happen. SC18 SC Hope 2 

22 
When I know something is right, I forge ahead 
regardless of criticism. SC19 SC Self-resilience 1 

39 
I continuously evaluate my strengths and 
weaknesses. SC2 SC Know Self 2 

46 
The criticisms and doubts of others do not 
present obstacles to my personal success. SC20 SC Self-resilience 2 

4 I help others to become self-reliant. SC21 
SC Foster Self-
resilience 1 

38 
I am known as someone who helps others to 
become resilient. SC22 

SC Foster Self-
resilience 2 

9 I am perceived by others to be sincere. SC3 SC Perception 1 

35 
I am perceived by others to be someone who acts 
in conjunction with my core beliefs. SC4 SC Perception 2 

7 
I am confident that I can achieve whatever task is 
given to me regardless of training or experience. SC5 SC Self-confidence 1 

13 I look confident, but inside I doubt myself. SC6 SC Self-confidence 2 

17 I am not shy about taking credit. SC7 SC Not Egoistic 1 
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44 I prefer to give others credit for work I do. SC8 SC Not Egoistic 2 

36 I want to improve as a leader. SC9 
SC Seek Self 
Improvement 1 

29 
It is OK to be deceptive if the greater good is at 
stake. TC1 TC Build Trust 1 

8 
I feel trust is an important characteristic of a good 
leader. TC2 TC Build Trust 2 

19 

When faced with a dilemma I am willing to 
sacrifice my own personal benefit for the group's 
benefit. TC3 

TC Foster Ethical 
Behavior 1 

24 I help others to be ethical. TC4 
TC Foster Ethical 
Behavior 2 

20 
I regularly create situations that cause or 
encourage others to break their moral code. TC5 

TC Foster Moral 
Behavior 1 

27 
I try to follow a religious moral code such as the 
Ten Commandments to the best of my ability. TC6 

TC Foster Moral 
Behavior 2 

41 
If I say I will do something, I always follow 
through. TC7 TC Build Loyalty 1 

23 
People are loyal to me because I consistently do 
what I say I will do. TC8 TC Build Loyalty 2 
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Appendix D: Factor Structure and Reliability 
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Table D - 1 Factor Structure and Internal Reliability 

Factor Components Initial 

Reliability 

Reductions 

(Item Code) 

Final 

Reliability 

Factor 1: 

Leadership 

social 

responsibility  

 

 Connected to followers 

 Close social gaps of 

unfairness or rank privilege 

 Sustain morality of others 

 True to self core 

 Burden of leadership, 

greater good 

 Willing to sacrifice for 

success 

 

0.812 CC2 

SC7 

0.819 

Factor 2: 

Follower 

values 

development  

 Help others’ ethics 

 True to commitments 

 Others grow and develop as 

leaders because of my 

leadership 

 Perceived to be authentic 

 

0.722 None 0.722 

Factor 3:  

Positive, self 

aware, 

 Positive outlook 

 Know self 

 True to self 

0.634 None 0.634 
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confident 

 

 Confident in abilities 

 

Factor 4:  

Improvement-

driven, hopeful 

 

 Improvement oriented 

 Values and builds trust 

 Possesses hope 

 Create hope in others 

 

0.690 None 0.690 

Factor 5: 

Follower 

success 

development  

 

 Eliminate social gaps 

 Foster success of others 

 Self-sacrificing for others 

and community 

 

0.608 SC8 

EC10 

0.645 

Factor 6: 

Community  

 

 Values the organization, 

history, culture, customs 

 

0.618 TC6 0.620 
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Table D - 2 Common Factor Structure of the LAARS based on Practical Significance 

 Factor 1 Factor 2 Factor 3 Factor 4 Factor 5 Factor 6 

1. Leaders must maintain a 

social distance from 

followers. 

0.63 -0.10 0.10 0.14 0.00 -0.13 

2. A good leader does not 

socialize with 

subordinates. 

0.62 0.06 -0.03 0.28 -0.19 0.02 

3. I do not owe the school 

or my local organization 

anything. I am focused 

on my own success. 

0.61 0.10 -0.09 0.02 0.05 0.06 

4. I feel those who are not 

in a social or leadership 

position of privilege do 

not deserve it. 

0.60 0.01 0.12 0.08 0.08 -0.16 

5. I regularly create 

situations that cause or 

encourage others to 

break their moral code. 

0.58 0.17 -0.02 -0.05 -0.12 0.05 

6. I cannot identify my 

core personal values. 

0.55 0.22 0.21 -0.06 -0.12 -0.15 

7. The people that follow 0.53 -0.19 0.10 -0.08 0.11 0.14 
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me do not always know 

what is best for them. 

8. I help others to be 

ethical. 

0.00 0.71 -0.12 -0.12 -0.04 0.17 

9. People are loyal to me 

because I consistently do 

what I say I will do. 

-0.06 0.54 0.08 0.21 -0.06 -0.01 

10. Other people grow their 

talents because of my 

leadership. 

0.05 0.52 0.17 -0.25 0.25 0.05 

11. I am negative most of 

the time. 

0.34 -0.13 0.61 0.00 -0.04 0.04 

12. I am a positive person 

most of the time. 

-0.04 -0.10 0.58 0.03 0.09 0.10 

13. I continuously evaluate 

my strengths and 

weaknesses. 

-0.05 0.09 -0.17 0.64 0.04 0.04 

14. I want to improve as a 

leader. 

0.10 -0.04 0.03 0.57 0.05 0.05 

15. I seek to eliminate 

differences between the 

socially privileged and 

those with less social 

0.26 0.30 -0.07 -0.13 0.54 -0.07 
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status. 

16. Team or group success 

is more important than 

my personal success. 

0.07 0.04 0.22 0.04 0.53 -0.07 

17. Traditions are important 

to me. 

-0.09 -0.03 0.12 0.11 -0.11 0.76 

18. I try to make sure others 

know important 

traditions. 

0.23 0.00 0.00 0.04 -0.28 0.56 

19. I try to make sure others 

know important 

traditions. 

-0.09 0.32 0.06 -0.04 0.12 0.45 
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Table E - 1 Statistical Tests of Normality 

 Kolmogorov-Smirnov Shapiro-Wilks 

Variable Statistic df Sig. Statistic df Sig. 

 

CC1 0.21 266.00 0.00** 0.87 266.00 0.00** 

CC2 0.19 266.00 0.00** 0.89 266.00 0.00** 

CC3 0.19 266.00 0.00** 0.90 266.00 0.00** 

CC4 0.22 266.00 0.00** 0.91 266.00 0.00** 

CC4 0.16 266.00 0.00** 0.94 266.00 0.00** 

CC6 0.24 266.00 0.00** 0.83 266.00 0.00** 

CC7 0.23 266.00 0.00** 0.87 266.00 0.00** 

CC8 0.16 266.00 0.00** 0.92 266.00 0.00** 

CC9 0.23 266.00 0.00** 0.87 266.00 0.00** 

EC1 0.24 266.00 0.00** 0.89 266.00 0.00** 

EC10 0.18 266.00 0.00** 0.90 266.00 0.00** 

EC2 0.25 266.00 0.00** 0.87 266.00 0.00** 

EC3 0.24 266.00 0.00** 0.84 266.00 0.00** 

EC4 0.17 266.00 0.00** 0.94 266.00 0.00** 

EC5 0.21 266.00 0.00** 0.87 266.00 0.00** 

EC6 0.19 266.00 0.00** 0.88 266.00 0.00** 

EC7 0.29 266.00 0.00** 0.78 266.00 0.00** 

EC8 0.22 266.00 0.00** 0.87 266.00 0.00** 

EC9 0.19 266.00 0.00** 0.91 266.00 0.00** 

SC1 0.24 266.00 0.00** 0.79 266.00 0.00** 
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SC10 0.15 266.00 0.00** 0.94 266.00 0.00** 

SC11 0.16 266.00 0.00** 0.93 266.00 0.00** 

SC12 0.18 266.00 0.00** 0.92 266.00 0.00** 

SC13 0.24 266.00 0.00** 0.87 266.00 0.00** 

SC14 0.28 266.00 0.00** 0.81 266.00 0.00** 

SC15 0.29 266.00 0.00** 0.75 266.00 0.00** 

SC16 0.24 266.00 0.00** 0.81 266.00 0.00** 

SC17 0.20 266.00 0.00** 0.90 266.00 0.00** 

SC18 0.23 266.00 0.00** 0.87 266.00 0.00** 

SC19 0.25 266.00 0.00** 0.84 266.00 0.00** 

SC2 0.23 266.00 0.00** 0.86 266.00 0.00** 

SC20 0.23 266.00 0.00** 0.91 266.00 0.00** 

SC21 0.25 266.00 0.00** 0.84 266.00 0.00** 

SC22 0.21 266.00 0.00** 0.90 266.00 0.00** 

SC3 0.25 266.00 0.00** 0.80 266.00 0.00** 

SC4 0.24 266.00 0.00** 0.87 266.00 0.00** 

SC5 0.26 266.00 0.00** 0.84 266.00 0.00** 

SC6 0.17 266.00 0.00** 0.91 266.00 0.00** 

SC7 0.18 266.00 0.00** 0.91 266.00 0.00** 

SC8 0.15 266.00 0.00** 0.92 266.00 0.00** 

SC9 0.36 266.00 0.00** 0.64 266.00 0.00** 

TC1 0.20 266.00 0.00** 0.92 266.00 0.00** 

TC2 0.45 266.00 0.00** 0.48 266.00 0.00** 
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TC3 0.25 266.00 0.00** 0.87 266.00 0.00** 

TC4 0.25 266.00 0.00** 0.86 266.00 0.00** 

TC5 0.19 266.00 0.00** 0.88 266.00 0.00** 

TC6 0.16 266.00 0.00** 0.88 266.00 0.00** 

TC7 0.27 266.00 0.00** 0.84 266.00 0.00** 

TC8 0.26 266.00 0.00** 0.81 266.00 0.00** 

** p < .01 level 
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Notes 

 

                                                 
i
 The program was identified by Hinton (2004, p. 107) as a free resource for researchers 

to calculate power and effect size values. The program is available at 

http://www.psycho.uni-duesseldorf.de/aap/projects/gpower/. 

 

http://www.psycho.uni-duesseldorf.de/aap/projects/gpower/

