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Abstract 

. This quantitative correlational study examined the relationships between gender, age, and servant 

leadership among NCAA Division II athletic directors, as perceived by their associate athletic directors. 

It also explored whether gender moderates the relationship between age and servant leadership. Grounded 

in Greenleaf’s servant leadership theory, the study surveyed a convenience sample of 102 associate 

athletic directors using an online instrument, including Liden’s seven-item Servant Leadership Scale. 

Hierarchical multiple regression analysis was employed, with gender and age entered in Block 1 and the 

gender × age interaction in Block 2. Results indicated that neither gender nor age significantly predicted 

servant leadership scores, and the interaction term did not contribute additional explanatory power. Thus, 

the study found insufficient evidence to support statistically significant relationships between these 

variables. It was also concluded that gender does not significantly moderate the age–servant leadership 

relationship. Future research should include NCAA Division I and III athletic directors and consider a 

broader range of variables potentially associated with servant leadership (Nee, 2020).   
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1. Introduction  

Since servant leadership was first described by 

Greenleaf (1970), this leadership style has been 

examined in dozens of studies covering a wide 

variety of populations, such as CEOs, managers, 

and employees in restructured companies (Kool & 

van Dierendonck, 2012; Liden, Panaccio, Meuser, 

Hu, & Wayne, 2014a; Peterson, Galvin, & Lange, 

2012). More recent empirical research continues to 

reinforce its applicability: for instance, Ren and 

Shen (2024) found that servant leadership 

positively influences team innovation 

performance, with innovation self‑efficacy 

mediating this relationship (Ren & Shen, 2024). 

However, there is very limited empirical research 

exploring servant leadership in intercollegiate 

athletics (Brown & Bryant, 2015; Green, 

Rodriguez, Wheeler, & Baggerly-Hinojosa, 2015; 

van Dierendonck & Nuijten, 2011). In the field of 

intercollegiate athletics, servant leadership may be 

an important leadership style because it 

emphasizes the interpersonal relationships 

between the athletic director, the coaches, and the 

student-athletes. Servant leadership aims to 

prioritize the needs of individual followers over 

the success of the leader or the organization (Nee, 

2020). Greater use of servant leadership in an 

intercollegiate environment could enable coaches 

and student-athletes to reach their full potential 

(Greenleaf, 1977). Jonker and Dube (2025) 

reviewed evidence linking servant leader- 

ship with positive organizational well-being outc- 

omes, including hope, happiness, and group 

flourishing (Jonker & Dube, 2025). Burton and 

Welty Peachey (2013) called for empirical 

research on  servant leadership in the context on 

intercollegiate athletics since its guiding principles 

align with the mission of the National Collegiate 

Athletic Association (NCAA). Therefore, it is 

important to explore this leadership style within 

intercollegiate athletics, as well as potential factors 

that may influence it. Gender and age are 

significant when examining servant leadership 

because social expectations and perceptions vary 

across these dimensions. Research indicates that 

men and women are equally capable of enacting 

servant leadership behaviors (Barbuto & Gifford, 

2010), and that servant leadership is perceived as 

effective and promotable regardless of leader 

gender (Barthel & Buengeler, 2023). However, 

gender stereotypes still influence expectations—

for example, people expect more communal 

behaviors (like servant leadership) from women 

and more authoritarian behaviors from men 

(Hogue, 2016). Additionally, servant leadership 

may function differently across age groups, as 

younger leaders are sometimes evaluated as less 

effective and likable (Barthel & Buengeler, 2023), 

which implies that age may moderate the impact of 

servant leadership on perceptions of effectiveness.  

Research on the relationship between gender, 

age, and servant leadership has been limited and 
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inconsistent (Liden et al., 2014a; Walter & 

Scheibe, 2013). For example, McCuddy and Cavin 

(2009) found no association between gender and 

servant leadership behavior, while Rodriguez de 

Rubio and Galvez-Kiser (2015) reported that both 

gender and age may be related to servant 

leadership. Recent empirical evidence further 

contributes to the debate: Nguyen et al. (2024) 

found that the positive relationship between 

servant leadership and supervisory commitment is 

stronger for  

female supervisors than male supervisors. Addi- 

tionally, Barthel and Buengeler (2023) 

demonstrated that servant leaders—regardless of 

gender—are perceived as more effective, likable, 

and promotable than directive leaders, and women 

and men benefit equally from servant leadership 

behaviors. Due to these mixed findings, further 

research is needed. The present study addresses 

this gap by examining the relationships between 

athletic directors’ servant leadership behaviors—

as perceived by their associate athletic directors—

and the athletic directors’ gender and age (Nee, 

2020). It also explores whether age is related to 

servant leadership when accounting for gender. 

Leadership research has increasingly focused on 

the relationship between leaders and followers, 

rather than on transformational leadership, which 

emphasizes organizational goals over individual 

needs (van Dierendonck & Nuijten, 2011). 

Although transformational leadership has been the 

predominant leadership style preferred by 

intercollegiate athletic directors, some researchers 

have voiced a need for servant leadership as an 

alternative leadership style for intercollegiate 

athletic directors (DeSensi, 2014; Lumpkin & 

Doty, 2014; Roby, 2014). Burton and Welty 

Peachey (2009) noted there is a shortage of 

research regarding leadership styles of 

intercollegiate athletic administrators as compared 

to other administrators in higher education.  

The strategic plan of the NCAA Division II 

includes a mission statement that emphasizes 

community service and the importance of 

providing educational and leadership opportunities 

to student-athletes (Nee, 2020). The goals outlined 

in the mission statement closely aligned with the 

outcomes that are attributed to servant leadership. 

Burton and Welty Peachey (2013) suggested that 

intercollegiate athletics should consider servant 

leadership as a viable leadership style to provide 

greater educational and leadership opportunities to 

student-athletes. The strategic plan for the NCAA 

Division II “supports a balanced and inclusive 

approach that affords student-athletes the 

opportunity to explore their varied academic and 

social interest, to grow as productive citizens and 

to contribute to their communities” (National 

Collegiate Athletic Association, 2015, p. 1).  

Researchers have debated the relationship be- 

tween gender and age and servant leadership 

behavior with empirical findings being mixed. For 
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example, Rodriquez de Rubio and Galvez-Kiser 

(2015) suggested that gender and age could influ-  

ence servant leadership. Liden et al. (2014a) also 

suggested that gender influences servant 

leadership behavior. Meanwhile, several other 

researchers have taken the position that gender and 

age are not related to servant leadership 

(Dannhauser & Boshoff, 2006; Taylor, Martin, 

Hutchinson, & Jinks, 2007). The empirical 

evidence regarding the relationships between 

gender, age and servant leadership is mixed. This 

research study contributes empirical data relevant 

to this ongoing debate. The present study 

contributes to this ongoing debate by providing 

data specific to NCAA Division II athletic 

directors, thereby expanding the existing 

knowledge base and extending research on servant 

leadership into a new context. 

 

Research Questions   

It was not known if or to what extent the 

demographic variables of gender and age are 

associated with NCAA Division II athletic 

directors’ servant leadership behavior. The non-

manipulated independent variables in this study 

were gender, age, and the gender x age interaction 

term. The dependent variable was servant 

leadership, as perceived by NCAA Division II 

associate athletic directors. This study addressed 

the three following research questions:  

 

RQ1: Is there a relationship between 

gender and servant leadership among NCAA 

Division II athletic directors?  

 

RQ2: Is there a relationship between age 

and servant leadership among NCAA Division 

II athletic directors?  

 

RQ3: Does gender moderate the 

relationship between age and servant leadership 

among NCAA Division II athletic directors?  

 

Advancing Scientific Knowledge and 

Significance of the Study  

Athletic directors who adopt servant leadership 

behavior develop a department in which the 

primary goal is to support the student-athlete in the 

best manner possible (Burton & Welty Peachey, 

2013; Lumpkin & Doty, 2014). In this study, the 

leaders were athletic directors whose primary 

responsibility was to support student-athletes 

within intercollegiate athletic programs at 

institutions of higher education. Being a leader of 

an intercollegiate athletics program involves 

creating a positive academic and athletic 

environment for the student-athletes (National 

Collegiate Athletic Association, 2016a).  

This study measured the servant leadership of  

NCAA Division II athletic directors as perceived 

by their immediate subordinates- the associate 

athletic directors. These perceptions were then 
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analyzed in relation to the athletic directors’ 

gender and age, and the extent to which gender 

moderated the relationship between age and 

servant lead- 

ership was also examined.  The theoretical 

framework for this study was servant leadership 

theory, grounded in Greenleaf’s (1977) 

proposition that servant leadership is a style in 

which leaders prioritize the growth and well-being 

of their followers. Servant leadership is also 

believed to foster a positive organizational culture 

by enabling followers to reach their full potential 

(Greenleaf, 1977).  

 

Limitations/Delimitation  

1. Since this study focused on associate 

athletic directors’ perceptions of their 

athletic directors’ servant leadership, the 

results may not accurately reflect the actual 

servant leadership behaviors of NCAA 

Division II athletic directors. The Servant 

Leadership Scale (SL-7) used in this 

research was specifically designed to 

measure followers’ perceptions of their 

supervisors’ servant leadership, rather than 

direct observations of leadership behavior.  

 

2. Although all 312 associate athletic 

directors were invited to participate, 

participation was voluntary and beyond the 

researcher’s control. As a result, the 

characteristics of the final sample may not 

accurately represent the broader population 

of NCAA Division II associate athletic 

directors.  

3. A delimitation of the study was the 

researcher’s decision to use the abbreviated 

Servant Leadership Scale (SL-7; Liden et 

al., 2015) instead of the full version, the 

SL-28 (Liden et al., 2008). While both 

instruments measure the seven dimensions 

of servant leadership, the SL-7 provides 

only an overall score and does not yield 

individual subscale scores for each 

dimension, as the SL-28 does. This limited 

the analysis to overall servant leadership. 

The SL-7 was selected for its brevity, with 

the intention of increasing participant 

response rates.  

 

4. The information collected was limited in 

scope due to the use of a quantitative 

approach, chosen to assess the strength of 

relationships between athletic directors’ 

gender, age, and servant leadership. 

However, unlike qualitative methods, this 

approach does not allow for in-depth 

exploration of participants’ perspectives or 

the reasons behind these relationships. 

 

2. Literature Review  

Servant Leadership  
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Servant leadership is built on the philosophy 

that the leader gains trust and complicity by 

demonstrating respect for the value and dignity of 

all constituents and practicing leadership by 

example (Spears, 2010). Defining servant 

leadership has been problematic as Greenleaf 

(1977) provided only a vague description, leading 

scholars to attempt to define servant leadership in 

more precise terms (Barbuto & Wheeler, 2006; 

Brown & Bryant, 2015; Burton & Welty Peachey, 

2013; Focht & Ponton, 2015).  This lack of clarity 

in defining servant leadership has posed a 

perennial obstacle to developing scales and items 

for measuring servant leadership (Avolio et al., 

2009; Brown & Bryant, 2015), which is further 

complicated by the difficulty of distinguishing 

servant leadership from other leadership styles 

such as transformational leadership (Focht & 

Ponton, 2015).  This was the reason behind the 

Delphi study to identify the primary 

characteristics of servant leadership (Focht & 

Ponton, 2015). Most authors turn to Spears (2010), 

who presented 10 principles of servant leadership 

drawn from Greenleaf’s (1977) philosophy.  

According to Spears (2010), the 10 defining 

attributes of servant leadership are: listening, 

empathy, healing, awareness, persuasion, 

conceptualization, foresight, stewardship, 

commitment to the growth of people, and building 

community.  

Research indicates that leader age can 

significantly affect followers’ evaluations of 

leadership behaviors—older leaders (over 45) are 

often rated higher on transformational leadership 

and overall effectiveness, whereas leaders aged 

36–45 score lower on intellectual stimulation and 

individualized consideration; no age-related 

differences were found for influence tactics 

(Barbuto et al., 2007). In contrast, Tomova Shakur 

et al.’s (2024) meta-analysis found that older 

leaders are perceived as using less active 

leadership styles—such as transformational and 

contingent reward—and more passive styles like 

laissez-faire (Tomova Shakur et al., 2024). This 

pattern challenges prior assumptions about the 

relationship between age and leadership style.  

Gender-related research has produced similarly 

inconsistent results. Barbuto and Gifford (2010) 

distinguished servant leadership into communal 

traits (e.g., emotional healing, altruistic calling) 

and agentic traits (e.g., wisdom, persuasive 

mapping), finding no gender differences in how 

leaders deployed these dimensions. Sousa and van 

Dierendonck (2017) later recategorized 

stewardship as agentic, complicating earlier 

models. More recent work by Lemoine & Blum 

(2021) and Ghazi et al. (2023) suggests female 

leaders tend to exhibit authentic, communal 

servant leadership more frequently than male 

counterparts, though agentic behaviors are also 

present (Ghazi et al., 2023). Meanwhile, the meta-

analysis “Gender and evaluations of leadership 
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behaviors” (Paustian-Underdahl et al., 2024) 

found that women are more likely to engage in 

both agentic and communal leadership behaviors 

and are evaluated more positively overall, further 

complicating a simplistic gender dichotomy. More 

recent research by Tomova Shakur et al. (2024) 

and Chung and Lee (2024) critically reviews over 

50 studies and reveals that servant leadership’s 

relationship with gender is context-dependent and 

often moderated by social identity factors such as 

race and ethnicity.  

Several studies have found that gender does not 

significantly influence servant leadership 

(Barbuto & Gifford, 2010; Braye, 2000; Goodwin, 

2011; Jacobs, 2011; Laub, 1999). In contrast, 

other research studies indicated gender had a 

significant difference on servant leadership 

behavior (Beck, 2010; Fridell et al., 2009; 

Washington et al., 2014). Because the research 

indicates different results from their studies, it is 

inconclusive if gender influences servant 

leadership behavior.   

A study by Parolini (2007) indicated that age 

did influence servant leadership behavior. This 

study found that the older an individual was in an 

organization, more of an increase in servant 

leadership behavior. This finding is in the direct 

opposite view of Greenleaf (1977), where the 

author believed that the future of servant 

leadership was with younger individuals. 

McCuddy and Cavin (2009) advanced another 

point of view; the results of their research 

demonstrated that age did influence servant 

leadership behavior and gender did not influence 

servant leadership behavior.   

Given these inconsistent empirical findings, 

further research is warranted. The present study 

examines the relationships between NCAA Divi-

sion II athletic directors’ servant leadership beha-

viors—as perceived by their associate athletic 

directors—and the athletic directors’ age and 

gender. It also explores whether gender moderates 

the association between age and servant 

leadership. Barbuto and Gottfredson (2016), argue 

that the development of servant leadership could 

be a major strategic advantage for organizations in 

attracting and retaining the Millennial generation 

employees whose workplace presence is rapidly 

growing. According to Barbuto and Gottfredson, 

many attributes of servant leadership are uniquely 

compatible with the preferences of Millennials, 

such as desires for frequent and honest 

performance feedback, good interpersonal 

relationships, strong managerial support, and a 

leader who serves their best interests. While this 

may appear to be a compelling argument, it needs 

to be supported empirically, especially given the 

large body of research documenting the 

effectiveness of transformational leadership.  

Currently there are very few studies of servant 

leadership in intercollegiate sports. 
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3. Methodology 

The general population and the target 

population were the same in this study and 

consisted of 312 current NCAA Division II 

intercollegiate associate athletic directors (Nee, 

2020). Data from a sample of these individuals 

were analyzed to address the study’s research 

questions. The target population was limited to 

NCAA Division II intercollegiate athletic 

programs because the servant leadership style is 

especially relevant to this division. The strategic 

plan for NCAA Division II “supports a balanced 

and inclusive approach that affords student-

athletes the opportunity to explore their varied 

academic and social interests, to grow as 

productive citizens and to contribute to their 

communities” (National Collegiate Athletic 

Association, 2015, p. 1).  Servant leadership is a 

leadership style that is very much in line with the 

strategic plan of NCAA Division II.   

The associate athletic directors were contacted 

through their university email addresses, which 

are public information that is accessible through 

several sources – institutional websites, athletic 

department websites, conference websites, and the 

NCAA database. Using these email addresses, site 

authorization was not required prior to soliciting 

research participation since the email addresses 

that were used to contact all potential participants 

came from public data sources.  

The study sample consisted of a convenience 

sample of volunteers who were willing to 

complete the survey used for gathering data (Nee, 

2020). In their comprehensive study of volunteer 

research participants, Rosenthal and Rosnow 

(1975) documented over a dozen individual 

different characteristics that differentiate those 

who do and do not volunteer to participate in 

research. In the context of this study, this means 

that the sample of associate athletic directors who 

volunteered to participate probably differed in 

some ways from those other associate athletic 

directors who declined to participate. Specifically, 

the population for this study consisted of NCAA 

Division II associate athletic directors who were 

willing to participate in the survey exploring their 

athletic directors’ servant leadership, gender, and 

age characteristics and whose demographic and 

professional characteristics correspond to those of 

the convenience sample. Frazier, Tix, and Barron 

(2004) recommended using hierarchical multiple 

regression when the goal is to examine both the 

main effects of two independent variables on a 

dependent variable and the extent to which one 

independent variable moderates the relationship 

between the other independent variable and the 

dependent variable (i.e., the interaction effect). In 

this study, athletic directors’ gender (coded as 0 = 

female, 1 = male) and age (in years) were entered 

in Block 1 of the hierarchical regression, followed 

by the gender × age interaction term in Block 2. 

The significance of the increase in R² from Block 
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1 to Block 2 served as a test of the interaction 

effect (Research Question 3).  

In analyses where both main and interaction 

effects are of interest, the interaction is tested first, 

as a significant interaction complicates the 

interpretation of main effects. Specifically, if the 

gender × age interaction is significant, the 

relationship between age and servant leadership 

would differ by gender, and the relationship 

between gender and servant leadership would vary 

by age. As such, no straightforward interpretation 

of the main effects would be possible without 

accounting for this interaction.  

Given this priority, the main effects of gender 

and age were examined only after evaluating the 

interaction effect. These were assessed through 

the statistical significance of the regression 

coefficients for gender (RQ1) and age (RQ2) in 

Block 1—before the interaction term was included 

(Engqvist, 2005). A significant coefficient for 

gender in Block 1 would indicate that gender 

uniquely contributed to the variance in servant 

leadership beyond what was explained by age, and 

vice versa for age.   

The dependent variable in the hierarchical 

multiple regression analysis was athletic directors’ 

servant leadership levels (reported by their 

associate athletic directors). Independent variables 

entered in Block 1 of the hierarchical multiple 

regression analysis were the athletic directors’ 

gender and age (also as reported by their 

associated athletic directors). Finally, the gender x 

age interaction term were entered in Block 2 of the 

analysis.  

Research questions were addressed by first 

evaluating the gender x age interaction effect (i.e., 

the degree to which the relationship between age 

and servant leadership is moderated by gender, as 

addressed by RQ 3). This interaction effect was 

evaluated using the F test of the significance of the 

increase in R2 from Block1 (where only the eff- 

ects of gender are considered) to Block 2 (which 

adds the gender x age interaction effect). 

Following the test of the gender x age interaction 

effect, the main effects of gender and age were 

evaluated by examining the significance of the 

regression coefficients associated with gender 

(RQ1) and age (RQ2) in Block 1 of the analysis 

(Engqvist, 2005). A significant regression 

coefficient for gender in Block 1 would indicate 

that gender explained a significant unique portion 

of the variance in servant leadership, i.e., a 

variance that was not explained by age. Likewise, 

a significant regression coefficient for gender in 

Block 1 would indicate that age explained a 

significant unique portion of the variance in 

servant leadership, i.e., a variance that was not 

explained by age.  

The survey data collected by SurveyMonkey® 

were downloaded as an Excel file and 

subsequently imported into IBM SPSS (25.0). The 

variable names assigned by SurveyMonkey® 
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software were replaced with more descriptive 

names; string variables were recoded into numeric 

variables. Additionally, a consecutive case 

identification variable was added to the file, and 

variable definitions were checked and corrected as 

needed. All responses were anonymous. 

Confidentiality of the participants who provided 

data in this study was guaranteed because no 

personally identifiable information was collected. 

The option available in SurveyMonkey® of 

tracking IP addresses was turned off.   

Instrumentation  

The three research questions addressed in the 

study required data collection on three variables 

describing athletic directors: (a) gender, (b) age, 

and (c) servant leadership. These three variables 

were collected using the Liden et al. (2015) 7-item 

servant leadership survey. The survey measured 

the associate athletics directors’ perceptions of the 

seven dimensions of their athletic directors’ 

servant leadership: (a) emotional healing; (b) 

creating value in the community; (c) conceptual 

skills; (d) empowering followers; (e) helping 

subordinates grow and succeed; (f) putting 

subordinates first; and (g) behaving ethically. The 

SL-7 was designed by Liden et al. (2015) to be 

completed by employees to provide information 

about their managers. However, since associate 

athletic directors do not think of their athletic 

directors as “managers” (which is the word used 

in the original SL-7), the word “manager” was 

replaced with “athletic director” in this study. The 

SL-7 has a history of being modified in ways like 

this to be appropriate to the sample at hand in each 

study (Liden et al., 2014b; Liden et al., 2015; 

Panaccio et al., 2015; Washington et al., 2014). 

For example, in the Liden et al. (2015) study, the 

SL-7 was modified to use the words “my leader” 

instead of “my manager.” In that study, 

Cronbach’s alpha values for the SL-7 did not vary 

as a function of item wording. Three similarly 

worded versions of the SL-7 used in rec- 

ording data from three separate samples produced 

Cronbach’s alpha coefficients of .80, .81, and .89.   

In a series of studies reported by Liden et al. 

(2008), a 28-item measure of the servant 

leadership construct, the SL-28, was developed in 

which each of the seven dimensions of that 

construct (emotional healing, creating value for 

the community, conceptual skill, empowering 

others, helping followers grow and succeed, 

putting followers first, and behaving ethically) 

was represented by four items. Each item of the 

SL-28 is a 7-point Likert rating scale anchored as 

follows: 1 = strongly disagree, 2 = disagree, 3 = 

slightly disagree, 4 = neutral, 5 = slightly agree, 6 

= agree, and 7 = strongly agree. To shorten the SL-

28 instrument, Liden et al. (2015) identified the 

single items that best represented each of the seven 

dimensions (i.e., the item with the highest factor 

loading on the relevant dimension and with the 

smallest cross-loadings on other dimensions). The 
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seven items identified in that way became the 

seven items that form the Servant Leadership 

Scale (SL-7), and servant leadership is measured 

as an aggregate construct by averaging ratings 

across the seven items. Consequently, scores can 

vary from 1 to 7 with lower scores indicating less 

servant leadership and higher scores indicating 

greater servant leadership. Although each item in 

the SL-7 provides an ordinal scale of measurement 

(Brown, 2011), the averaged final score was 

treated as an interval scale variable, consistent 

with the recommendation of Meyers et al. (2017).  

In addition to providing information about their 

athletic directors’ servant leadership qualities, the 

associate athletic directors were also called upon 

in this study to provide information about their 

athletic directors’ gender and age. Gender 

information was collected using a multiple-choice 

item with two options—male and female. Gender 

was coded for data analysis as a binary variable (0 

= female, 1 = male). Binary variables are routinely 

included as independent variables in multiple 

regression analyses (Meyers, et al., 2017). 

Information about age was collected by asking 

associate athletic directors to report their athletic 

directors’ age in years which provided a ratio scale 

of measurement. Ratio scale variables may also be 

included as independent variables in multiple 

regression analyses (Meyers et al., 2017). It is 

likely that some respondents did not know the 

exact age of their athletic directors, but 

instructions to respondents encouraged them to 

ask for that information if they were uncertain. 

Realistically, some respondents may have chosen 

instead to estimate their athletic director’s age. 

This would have the effect of introducing random 

error variability into the age variable, which would 

attenuate correlations involving the age variables. 

Some error variance is an unavoidable reality of 

social science research and was not limited in this 

study to just the age variable. The subjectivity 

involved when respondents rated their athletic 

directors’ servant leadership characteristics also 

contained variance due to measurement error.   

4. Results  

The data file downloaded from Survey 

Monkey® contained 136 responses. Records that 

did not include complete data on the study’s key 

variables were deleted from the file. Data from 29 

cases showed missing data on the key variables 

and were deleted, leaving 107 cases in the file.   

Data were first screened for excessively rapid 

survey completion times, such as “speeders.” 

Survey completion times were calculated from 

two metavariables that were automatically 

collected by the SurveyMonkey® software—date 

and time of the start and completion of the survey. 

Completion times ranged from 1 to 1440 minutes, 

with a median of 2 minutes (SD = 142.44). Those 

completion times were standardized and screened 

for z-scores exceeding +3.30 (p < .001). Because 
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the majority (61.8%) of surveys were completed 

quite quickly, no respondents stood out as 

“speeders” by the criterion set for making that 

determination. There were a small number of 

respondents who took an hour or longer to 

complete the survey, but it was assumed that this 

might have resulted from interruptions during the 

completion of the survey and those records were 

retained in the file.   

Frequency distributions were generated for all 

survey items to identify out-of-range values and to 

check items for appropriate levels of data variab- 

ility. No out-of-range values were found and there 

was reasonably good variability on all of the 

study’s key variables. Although, variability on 

athletic directors’ gender was somewhat truncated 

by virtue of the disproportionate number of males 

(82.4%, compared to only 17.6% females). 

Gender was treated as a dichotomously scored 

nominal scale variable, scored as 0 = female and 1 

= male. Athletic directors’ ages showed strong 

variability with ages ranging from 31-78 years. 

The age variable was treated as a ratio scale 

variable. Variability was also adequate on seven 

items of the SL-7instrument, with responses 

ranging from 2 to 7 on all items (responses of 1 

were possible but none were observed). Having 

determined that there were no out-of-range values 

on the SL-7 items, SL-7 total overall scores were 

calculated by averaging responses across the 

seven items.   

The next data quality assessment screened for 

multivariate outliers. Multivariate outliers were 

screened by calculating the Mahalanobis distance 

statistic (D) for each case using their responses to 

the seven items of the SL-7. The D statistic 

measures the degree to which each case shows a 

pattern of scores that is different from the average 

pattern shown by the rest of the sample. Values of 

D were evaluated against the chi-square 

distribution with df = 7 (the number of variables 

used in calculating D) using a stringent level of 

significance (p <.001; Meyers et al., 2017). Three 

multivariate outliers were identified in this study 

and were deleted from the data file, leaving 104 

cases.  

The next step in data cleaning was screening for 

univariate outliers. Univariate outliers show 

extremely high or low scores relative to the rest of 

the sample. Univariate outliers were identified in 

this study by standardizing study variables and 

screening for z-scores exceeding +3.30 (p <.001 in 

a normal distribution; Meyers et al., 2017). Two 

outliers were found in this way, both with 

unusually low scores on the seventh item of the 

SL-7 (assessing creating value for the 

community). Both of those cases were deleted in 

their entirety from the data file because they could 

not contribute to answering the study’s research 

questions without complete SL-7 data. The 

deletion of those two cases brought the total 

number of cases to 102.   
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The general population and the target 

population were identical in this study and 

consisted of 312 current NCAA Division II 

intercollegiate athletic program associate athletic 

directors located in the United States. An a priori 

G*Power (Faul et al., 2007) analysis performed 

5. Discussion  

This section may be divided by subheadings. It 

should discuss the findings and analyze future 

implications. The section can also be divided into 

subheadings. The format is the same as in any 

other section during the planning stages of the 

study estimated that a sample of 55 cases, 

representing a response rate of 17.6%, would be 

suffi-cient to support all planned analyses with 

statistical power of 80%. The actual response rate, 

even following the elimination of data during data 

cleaning and screening, was considerably higher. 

Usable responses were received from 102 

individuals, a response rate of 32.7%.   

Table 1 provides descriptive statistics for the 

variables that were important to address the 

study’s research questions. These statistics 

describe the characteristics of the athletic directors 

who were the focus of this study. The NCAA 

provided information on the gender distribution of 

athletic directors in Division II in their NCAA 

Demographics Database (National Collegiate Ath 

letic Association, 2018b). According to that 

source, 255 (81.7%) athletic directors in Division 

II are males, and 57 (18.3%) are female. The 

overall NCAA demographics of NCAA Division 

II athletic directors compares very closely with the 

gender distribution of athletic directors in this 

study, where there were 84 (82.4%) males and 18 
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females (17.6%). A chi-square goodness-of-fit test 

found no significant difference in the gender dis-

tributions of the study sample and the NCAA 

Division II population of athletic directors, χ2(N = 

102, 1) = 0.03, p = .871.  

The SL-7 used in this study was modified 

slightly from its original form to increase the 

relevance of the items to the circumstances 

involved. Specifically, the word “manager” was 

replaced with “athletic director” in each item. 

Cronbach’s alpha coefficient was used for this 

purpose. The analysis found that the seven-item 

SL-7 instrument displayed a Cronbach’s α = 0.84 

in the sample of 102 individuals. This value is 

within the range 0.80 to 0.89 described by Tavakol 

and Dennick (2011) as “good” (but not excellent) 

and is comparable to values of 0.80 and higher 

reported by Liden et al. (2015) in studies of six 

separate samples.  

Corrected item-total correlations were calcu- 

lated for each of the seven items of the SL-7 to 

identify any items that might have detracted from 

the instrument’s internal consistency reliability. 

Those corrected item-total correlations measured 

the degree to which scores on each item were 

correlated with total scores calculated using the 

other items. As such, the corrected item-total 

correlations evaluated the extent to which each 

SL-7 item measured the same construct (servant 

leadership) that was measured by the other items 

of the instrument (Miller & Lovler, 2016).  

The results of this item level analysis are 

summarized in Table 2, which shows both 

corrected item-total correlations and values of 

Cronbach’s alpha that would result if items were 

deleted. As seen in that table, all corrected item-

total correlations were strong (rIT > .50; Cohen, 

Swerdlik, & Sturman, 2010; Warner, 2013), and 

the removal of any item from the instrument 

would have reduced its reliability as measured by 

Cronbach’s alpha. It was concluded that the 

modified SL-7 instrument used in this study 
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displayed good internal consistency reliability that 

was comparable to that seen in previous research 

with the SL-7.   

 

Data Analysis Procedures  

Two a priori power analyses were performed 

using G*Power software (Faul et al., 2007) to 

estimate the sample size needed to provide 80% 

statistical power to detect effects of medium 

strength in all statistical analyses aimed at 

answering the study’s research questions. The first 

power 

analysis 

estimated the 

sample size 

needed to test 

the 

significance 

of the increase 

in R² from 

Block 1 to 

Block 2, 

which 

addressed 

whether 

gender 

moderated the 

relationship 

between age 

and servant 

leadership 

(Research Question 3). The second power analysis 

estimated the sample size required to test the 

significance of the regression coefficients for the 

individual predictors in Block 1—specifically, 

athletic directors’ gender (RQ1) and age (RQ2). 

These tests evaluated the main effects of gender 

and age on servant leadership. Those analyses 

indicated that a sample of n = 55 would be 

sufficient. That sample size was substantially 

exceeded with the obtained sample of 102 cases, 

meaning that this study had a sufficient sample 
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size to detect weaker effects.  

Statistical assumptions and the methods by  

which they were evaluated are summarized in 

Table 3 along with corrective actions taken, if 

needed, to meet the statistical assumptions. All 

statistical assumptions for the multiple regression 

analysis were satisfied. Methods used to test the 

statistical assumptions of the hierarchical multiple 

regression analysis are presented in detail after the 

summary.   

 

Normality. The normality of the distribution of 

scores on the SL-7 dependent variable was 

evaluated visually, by examining frequency 

histograms and normal Q-Q plots, and 

statistically, by calculating measures of skewness 

and kurtosis.  

Figure 1 provides a frequency histogram of the 

SL-7 variable (on the left) and the normal Q-Q 

plot for the SL-7 (on the right). It was visually 

apparent that SL-7 scores were somewhat 

negatively skewed, even though the calculated 

measure of skewness = -0.63 was considerably 

lower than the criterion value + 1.0 suggested by 

Hair, Black, Babin, and Anderson (2010) to 

identify excessive skewness. Skewed 

distributions are typically leptokurtic, but there 

was only a slight tendency toward leptokurtosis in 

this distribution as confirmed by the measure of 

kurtosis = 0.20. With that in mind, it was 

determined that the distribution did not provide a 

good fit to the normal curve, despite the benig this 
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can cause (like reversing the signs of 

correlations), Tabachnick and Fidell (2013) 

suggested re-reflecting the transformed scores, 

thus eliminating the problem of score reflection. 

Accordingly, square-root transformed SL-7 scores 

were reflected in the manner described by those 

authors, and the results are displayed in Figure 2. 

That figure shows a frequency histogram for the 

re-reflected square-root transformed scores (on 

the left) and a normal Q-Q plot (on the right). A 

comparison of Figure 1 and Figure 2 shows that 

the square-root transformation was successful in 

removing some of the skewness that was present 

in the raw scores. This was confirmed by the 

measure of skewness = -0.19, reduced from 

skewness = -0.63 with raw scores. The 

transformation caused a shift from slight 

leptokurtosis in the raw score distribution 

(kurtosis = 0.20) to slight platy kurtosis in the 

transformed score distribution (kurtosis = -0.38), 

but the improvement in the visual characteristics 

of the distribution was undeniable.   

 

While normalizing score transformations ena- 

ble a researcher to meet the statistical assumptions 

of parametric procedures like multiple regression 

analysis, they have the negative effect of changing 

the scores; the transformed scores take on very 

different values than the raw scores. In the context 

of the present study, raw scores on the SL-7 could 

range from a very interpretable 1 = strongly 

disagree (indicating very little of the attribute) to 

7 = strongly agree (indicating a great deal of the 

attribute) with a neutral point of 4 and mean of 

5.60 (SD = 0.89). In contrast, the transformed SL-

7 scores ranged from 1 to 2.27 with a neutral point 

of 1.27 and a mean of 1.75 (SD = 0.29). The simp- 

lest way of coming to terms with the changes in 

score values that result from data transformations 

is to remember that despite the transformation, 

higher scores indicate more of the attribute 

(servant leadership) and lower scores indicate less 

of the attribute.   

 

 

With the arithmetic manipulations and score 
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changes that are involved in data transformation, 

one can be left wondering if the intended 

construct-servant leadership-is still being 

measured by the transformed scores. The simplest 

way of confirming that the transformed scores do 

indeed measure servant leadership is with a 

correlation. It is axiomatic in statistics that to the 

degree that two variables are correlated, they 

measure the same construct (Miller & Lovler, 

2016). The correlation between the SL-7 raw 

scores and SL-7 transformed scores was +.994. It 

is clear from this that the transformed SL-7 scores 

measured the same construct that was measured 

by raw SL-7 scores. The normality of the 

independent variable, age,  

was also evaluated using a frequency histogram,  

normal Q-Q plot, and measures of skewness and  

kurtosis. Figure 2 shows the histogram (on the 

left) and normal Q-Q plot (on the right). Despite 

the presence of a few scattered frequency spikes 

in the frequency histogram, the distribution of 

athletic directors’ ages appeared to provide a 

reasonable approximation to the normal curve. 

This was confirmed by measures of skewness = 

0.26 and kurtosis = -0.40. Based on these results, 

it was concluded that age approximated a normal 

distr- 

ibution sufficiently, and no data transformation 

was necessary.  

 

Linearity. The linearity of the relationship 

between athletic directors’ ages and servant 

leadership was evaluated by developing a 

scatterplot, which depicted the relationship 

between athletic directors’ age and transformed 

SL-7 scores, then fitting both a line and a 

quadratic curve through the scatterplot. A strong 

nonlinear relationship was identified as one in 

which the curve provided both a good fit 

(measured by a strong R2 value for the curve) and 
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a substantially better fit than the line (measured by 

R2 for the line). Figure 4 shows the scatterplot 

with a line and curve of best fit. Neither the linear 

or quadratic relationship between athletic 

directors’ age and their reported levels of servant 

leadership was strong. Most importantly for 

evaluating the statistical assumptions of the 

multiple regression analysis, there was no strong 

evidence of nonlinearity, so the linearity 

assumption was satisfied.  

 

Absence of multicollinearity. Multicollinearity  

was evaluated in this study by performing a 

preliminary run of the hierarchical multiple 

regression analysis to examine the diagnostic 

tools included in the output, including values of 

the tolerance statistic for each of the predictors. 

The tolerance statistic indicates the proportion of 

variance in each predictor that is not explained by 

the other predictors in the analysis (Meyers et al., 

2017). With athletic directors’ age (mean 

centered), gen- 

der, and the gender x age interaction term as 

predictors, the tolerance values associated with 

each were 0.10, 0.80, and 0.10 respectively, all 

within acceptable limits (Stevens, 2009). 

 

Homoscedasticity. In multiple regression ana-  

lysis, it is assumed that errors of prediction are 

approximately equally distributed (dispersed) 

across the full range of predicted values 

(Tabachnick & Fidell, 2013). In a bivariate 

regression analysis, homoscedasticity is displayed 

by an approximately equal scattering of points 

around the regression line of Y on X fitted through 

the scatterplot depicting the relationship between 

X and Y (Tokunaga, 2019). In multiple regression, 

the as- 

sumption of homoscedasticity is evaluated using a 

plot of residuals (prediction errors) on predicted 

values (Tabachnick & Fidell, 2013). That plot is 

included in the diagnostic output from the SPSS 
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multiple regression analysis and is shown in 

Figure 5. The fact that the points in the plot were 

relatively equally vertically dispersed around the 

horizontal line in the plot along the full range of 

the X-axis indicates that the homoscedasticity 

assumption was satisfied.   

 

Outliers. It is assumed in multiple regression 

analysis that there are no outliers (Tabachnick & 

Fidell, 2013). In a bivariate regression analysis, 

outliers appear as points unusually far away from 

the regression line of Y on X fitted through a 

scatterplot depicting the relationship between X 

and Y (Tokunaga, 2019). In multiple regression 

anal- 

ysis, outliers can be observed in the plot of 

residuals on predicted values (Figure 5.) as points 

that are unusually high or low on the vertical axis. 

Such cases are also identified in the case wise 

diagnostics output of the SPSS multiple 

regression procedure (Tabachnick & Fidell, 

2013). In this study, “unusually” was defined as 

falling 3.3 or more standard deviations from the 

mean (Meyers et al., 2017). No such outliers were 

identified in this study. 

The hierarchical multiple regression analysis.  

Hierarchical multiple regression analysis was 

used to address the study’s research questions. In 

this analysis, athletic directors’ servant leadership 

(as measured by the square-root transformed SL-

7 scores) served as the dependent variable. 

Athletic directors’ age (mean- centered) and 

gender (coded as a binary variable, 0 = female and 

1 = male) served as the independent variables. 

Gender and age were entered as predictor 

variables in Block 1 of the analysis. The gender x 
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age interaction term was entered in Block 2 of the 

analysis. When hierarchical multiple regression 

analysis is used in this manner to evaluate a 

moderator effect, it is referred to as moderated 

multiple regression analysis (Aguinis & 

Gottfredson, 2010; Frazier et al., 2004). Figure 6 

clearly shows that there was no significant 

interaction between the variables because the lines 

did not intersect.  

The study’s research questions were addressed 

by first evaluating the gender x age interaction ef- 

fect (the focus of RQ3). The interaction effect in 

an analysis of this type is evaluated first because 

the presence of an interaction effect obviates any 

straightforward interpretation of main effects 

(Frazier et al., 2004; Meyers et al., 2017).  In this 

study, a significant gender x age interaction effect 

would mean that the nature of the relationship bet- 

ween age and servant leadership (RQ1) depends 

upon a participant’s gender, and the nature of the 

relationship between gender and servant 

leadership (RQ2) depends upon a participant’s 

age. However, in the absence of a significant 

gender x age interaction effect, attention can be 

turned to an evaluation of the main effects. The 

main effects under investigation were those of 

gender (i.e., the correlational relationship between 

gender and servant leadership, which is the focus 

of RQ1) and age (i.e., the correlational 

relationship between age and servant leadership, 

which is the focus of RQ2). These main effects 

were evaluated by checking the significance of the 

regression coefficients associated with gender and 

age in Block 1 of the hierarchical multiple 

regression analysis, that is, without the 

nonsignificant interaction term included in the 

model. A significant regression coefficient 

associated with age would indicate that age 

explains significant unique variance in servant 

leadership, which is the variance that is not acco- 

unted for by gender. Similarly, a significant 

regression coefficient associated with gender 

would indicate that gender explains significant 

unique variance in servant leadership, that is the 

variance that is not accounted for by age.   
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Overview of the results   

The dependent variable in the hierarchical 

multiple regression analysis was athletic 

directors’ servant leadership, as reported by their 

associate athletic directors using the SL-7 

instrument. Gender and mean centered age were 

entered as predictors variables in Block 1 of the 

analysis and the significance of the regression 

coefficients associated with those variables 

evaluated the main effects of the variables. The 

significance of the regression coefficient for 

gender assessed the degree to which gender was 

associated with servant leadership—RQ1. The 

significance of the regression coefficient for the 

mean centered age assessed the degree to which 

age was associated with servant leadership—

RQ2. The interaction term (mean centered gender 

x age) was entered at Block 2 and the significance 

of the increase in R2 from Block 1 to Block 2 

provided an evaluation of the degree to which 

gender moderated the relatio-nship between age 

and servant leadership—RQ3.   

Table 4 provides variable intercorrelations and 

descriptive statistics for the study variables. Table 

5 summarizes the results of the hierarchical 

multiple regression analysis at Blocks 1 and 2. 

Table 6 provides regression coefficients and tests 

of the significance of those coefficients for Blocks 

1 and 2. Portions of these results that pertain to 

each of the study’s research questions are 

presented next. 

Gender was a binary nominal scale variable  

coded 0 = female, 1= male. Consequently, 

correlations involving gender are point-biserial 

correlations. The weak, but statistically significant 

correlation between gender and age indicates that 

male athletic directors were significantly older 

female athletic directors.  The mean of a binary 

var- 

iable like gender is an interpretable value which 
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indicates the proportion of cases that scored 1 (i.e., 

male). The standard deviation is also an 

interpretable value that ranges from 0 (when all 

cases scored 0 or all cases scored 1) to a maximum 

value of .50 (when cases are evenly split between 

0 and 1). 

Results related to RQ1. Is there a relationship 

between gender and servant leadership among 

NCAA Division II athletic directors? Having 

established that the gender x age interaction effect 

was nonsignificant, the main effects of gender and 

servant leadership were evaluated at Block 1 with 

the interaction term excluded from the model 

(Engqvist, 2005). The bivariate correlation 

between gender and servant leadership was 

nonsignificant, r(100) = -.06. The relationship 

between gender and servant leadership, controlled 

for age, was evaluated by examining the 

significance of the regression coefficient (β = -

0.05) assigned to gender in Block 1 of the 

analysis. Gender did not predict a statistically 

significant unique portion of the variance in 

servant leadership among NCAA Division II 

athletic directors, t = -0.48, p = .630. It was 

concluded that there was insufficient evidence in 

this study to reject the null hypothesis that servant 

leadership is not significantly related to gender 

among NCAA Division II athletic directors. 

Expressed more directly, there was insufficient 

evidence to conclude that gender is related to 

servant leadership among NCAA Division II 

athletic directors. 

 Results related to RQ2. Is there a relationship 

between age and servant leadership among 

NCAA Division II athletic directors? The 

relationship between age and servant leadership 

was evaluated by examining the significance of 

the regression coefficient (β = -0.04) assigned to 

age in Block 1 of the analysis. The bivariate 

correlation between age and servant leadership 

was nonsignificant, r(100) = -.05, not significant. 

Age did not predict a statistically significant 

unique portion of the variance in servant 

leadership among NCAA Division II athletic 

directors, t = -0.38, p = .707. It was concluded that 

there was insufficient evidence to reject the null 

hypothesis that servant leadership is not 

significantly related to age among NCAA 

Division II athletic directors. Expressed more 

directly, there was insufficient evi-dence to 

conclude that age is related to servant leadership 

among NCAA Division II athletic dire-ctors. 

Results related to RQ3. Does gender moderate 

the relationship between age and servant 

leadership in NCAA Division II athletic 

directors? The significance of the gender x age 

interaction (or moderator) effect was tested first 

by evaluating the significance of the increase in 

R2 from Block 1 to Block 2. That increase in R2 

is attributable to the interaction term and in this 

study addresses RQ3. The value of R2 at Block 1 

(with gender and age included in the model) was 
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.01. With the addition of the gender x age 

interaction term at Block 2, R2 increased to .03. 

That slight increase in explained variance in 

servant leadership was not statistically significant, 

F(1, 98) = 2.32, p =.131. It was concluded that 

there was insufficient evidence to reject the null 

hypothesis that gender does not significantly 

moderate the relationship between age and servant 

leadership in NCAA Division II athletic directors. 

Expressed more directly, there was insufficient 

evidence to conclude that gender moderates the 

relationship between age and servant leadership 

among NCAA Division II athletic directors. 

In the absence of statistically significant 

findings, the statistical power of an analysis 

becomes an important consideration. This is 

because the lack of significant findings might be a 

reflection of Type II or “beta” error (β). A Type II 

error has occurred if an effect (such as the 

interaction or main effects tested in this study) 

actually exists in the population, but sampling 

error resulted in the failure to observe that effect 

as a statistically signi- 

ficant finding in the sample that was drawn from 

the population. What is the probability that the 

nonsignificant gender x age interaction effect 

and/or the nonsignificant gender and age main 

effects were due to Type II errors? The answer is 

related to the strength of those effects and how 

much statistical power was provided by a sample 

of N = 102 to detect them using the statistical 

procedures that were employed in this study. 

Statistical power is equal to 1 – β, meaning that as 

power increases, the likelihood of making a Type 

II or β error decreases. Knowing how much power 

was available to detect an effect of a given size 

enables one to calculate the probability of making 

a Type II or (β) error in the test for that effect.  

The strength of the observed gender x age 

interaction effect (RQ3) was measured as the 

change in R2 from Block 1 to Block 2. The partial 

R2 value was .02. G*Power software was used to 

calculate an observed Cohen’s f 2 effect size for 

this partial R2 value. The observed effect size was 

f2 = .02, considered to be a small effect (Dattalo, 

2008). That observed effect size was used along 

with the following parameters in a post hoc 

G*Power analysis: α = .05, N = 102, number of 

tested predictors = 1 (the interaction term), and the 

total number of predictors = 3. Observed power 

for the interaction effect was estimated as 1 – β = 

.30. It was concluded from this that for a weak in-

teraction effect like that seen in this study (i.e., 

Cohen’s f2 =.02), the available sample size provi- 

ded statistical power of only 1 – β = .30. The 

probability that a weak population effect like this 

would fail to be detected as a statistically 

significant sample finding (i.e., a Type II error) 

was .70. 

The strength of the observed relationship 

between gender and servant leadership (RQ1) was 

measured at Block 1 as the squared partial 
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correlation between servant leadership and 

gender, controlling for age, r2 = .002, a very weak 

effect (Dattalo, 2008). G*Power found that this 

squared partial correlation translated to a Cohen’s 

f2 value of .002. For a population effect this weak, 

a sample size of N = 102 provided a statistical 

power of only .07. Consequently, the probability 

that a weak population effect like this would fail 

to be detected as statistically significant (i.e., a 

Type II error) was estimated as .93. 

The strength of the observed relationship 

between age and servant leadership (RQ2) was 

measured at Block 2 as the squared partial corre-

lation between servant leadership and age, 

controlling for gender, r2 = .001. G*Power 

analysis translated this squared partial correlation 

to an extremely weak effect size, measured by 

Cohen’s f² = .001 (Dattalo, 2008). For a 

population effect this weak, the statistical power 

provided by the ob-tained sample of N = 102 was 

only .06. Thus, the probability that a population 

effect this weak would fail to be detected as a 

statistically signifi- cant was .94. It can be 

concluded that all observed effect sizes in this 

study were very weak, and the obtained sample 

size did not provide sufficient statistical power to 

detect effects of this magnitude. 

6. Conclusion 

The purpose of this quantitative, correlational 

study was to determine if, and to what degree, the 

servant leadership of NCAA Division II athletic 

directors-as perceived by their immediate 

subordinates, the associate athletic directors- is 

related to the gender and age of the athletic 

directors. Further, the study sought to determine 

if, and to what degree, the gender of the athletic 

directors moderated the relationship between their 

age and servant leadership. Data were collected 

using an online survey sent to all 312 associate 

athletic directors in NCAA Division II 

intercollegiate athletic programs in the United 

States. Surveys were returned by 136 individuals; 

however data cleaning and quality screening 

reduced the usable data file to 102 cases, 

constituting a 32.7% response rate. This sample 

size met Krejcie and Morgan’s (1970) standard for 

a representative sample and provided over 97% 

statistical power to support the statistical analyses 

used in the study to address the research questions 

(assuming moderate popular-tion effects and 

using the .05 level of significa-nce).   

The SL-7 (Liden et al., 2015) instrument was  

slightly modified from its original form to serve as 

the dependent variable measuring servant leade- 

rship among NCAA Division II athletic directors 

as reported by their associate athletic directors. 

The internal consistency reliability of the revised 

instrument was evaluated using Cronbach’s alpha 

and was found to be good, α = .84, which 

compared favorably to values reported by Liden 

et al. (2015). Two non-manipulated independent 
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(predictor) variables were evaluated in this 

study—athletic directors’ gender and age. The 

gender x age interaction was also evaluated. These 

variables were analyzed using a hierarchical 

multiple regression analysis. At Block 1, gender 

and age (mean-centered) were entered as 

predictors. At Block 2 the gender x age interaction 

term was entered. The significance of the change 

in R2 from Block 1 to Block 2 served as a test of 

the degree to which gender moderates the 

relationship between age and servant leadership 

among NCAA Division II athletic directors 

(RQ3). The significance of the regression 

coefficients associated with gender and age in 

Block 1 served to test the degree to which gender 

and age were individually related to servant 

leadership.   

Prior to performing the hierarchical multiple 

regression analysis, tests were conducted to deter-

mine if the statistical assumptions of that proce-

dure were satisfied by the available data. The SL-

7 scores were found to be somewhat negatively 

skewed and were normalized using a square-root 

data transformation followed by re-reflection of 

the transformed scores. Although multicollinear- 

rity can be problematic when hierarchical multiple 

regression analysis is used to evaluate interaction 

(moderator) effects, multicollinearity was 

mitigated in this study by mean centering the 

study’ sole continuous predictor variable, athletic 

directors’ age. With that corrective action, 

multicollin 

earity was not excessive. All other assumptions of 

the procedure were satisfied without taking any 

further corrective actions.  

The interaction (moderator) effect was evalu- 

ated first to address RQ3. With gender and age in 

the model (Block 1), R2 was .01. The addition of 

the gender x age interaction term (Block 2) 

increased R2 to .03, an increase of .02. This 

increase was not statistically significant, F(1, 98) 

= 2.32, p = .131. It was concluded that there was 

insufficient evidence to reject the null hypothesis 

that gender does not significantly moderate the 

relationship between age and servant leadership 

among NCAA Division II athletic directors; i.e., 

gender did not moderate the relationship between 

age and servant leadership.   

The main effect of gender was evaluated by the 

test of significance of the regression coefficient 

assigned to gender, β = -0.05, at Block 1 

(Engqvist, 2005). That regression coefficient was 

not significant, t = -0.48, p = .630. It was conclu-

ded that there was insufficient evidence in this 

study to reject the null hypothesis that is, gender 

was not found to be related to servant leadership 

among NCAA Division II athletic directors (i.e., 

gender was not found to be related to servant 

leadership).   

The main effect of age was evaluated by the test  

of significance of the regression coefficient 

assigned to age, β = -0.04, at Block 1 (Engqvist, 
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2005). That regression coefficient was not signif 

icant, t = -0.38, p = .707. It was concluded that 

there was insufficient evidence in this study to 

reject the null hypothesis that age is not related to 

servant leadership among NCAA Division II 

athletic directors; that age was not found to be 

related to servant leadership.   

None of the effects examined in this study were 

statistically significant. However, the effects 

observed in the sample were all very weak. 

Observed values of Cohen’s f2 were .02 for the 

interaction effect, .002 for the main effect of 

gender, and .001 for the main effect of age. Post 

hoc G*Power analyses were used to estimate how 

much statistical power was provided by the 

obtained sample of N = 102 to detect population 

effects as weak as these observed effects (using α 

= .05). Statistical power for all tests was very low: 

for the gender x age interaction effect, 1 – β = .30; 

for the main effect of gender, 1 – β = .07; and for 

the main effect of age, 1 – β = .06. Of course, these 

weak values of statis-tical power also point to 

strong Type II (β) error probabilities associated 

with the tests. The available sample size was 

insufficient to provide adeq-uate statistical power 

to detect population effects as weak as the sample 

effects that were observed in this study.   

 

Summary of Findings and Conclusion  

Results related to RQ1: Is there a relationship 

between gender and servant leadership among 

NCAA Division II athletic directors?  The rela- 

tionship between gender and servant leadership 

was evaluated by examining the significance of 

the regression coefficient assigned to gender in 

Block 1 of the hierarchical multiple regression 

analysis (β = -0.05). That regression coefficient 

was not statistically significant, indicating that 

gender did not predict a statistically significant 

unique portion of the variance in servant 

leadership among NCAA Division II athletic 

directors, t = -0.48, p = .630. It was concluded that 

there was insufficient evidence in this study to 

reject the null hypothesis that servant leadership is 

not significantly related to gender among NCAA 

Division II athletic directors. Expressed more 

directly, insufficient evidence was found to 

conclude that gender is related to servant 

leadership among NCAA Division II athletic 

directors.  

Previous research on gender and servant lead-

ership produced mixed findings. Several authors 

(Barbuto & Gifford, 2010; Braye, 2000; Goodwin, 

2011; Jacobs, 2011; Laub, 1999; Majd, 2018) re-

ported no gender differences in servant leadership 

behavior. However, other researchers found gen-

der differences, with women generally exhibiting 

stronger servant leadership behaviors than men 

(Beck, 2014; Fridell et al., 2009; Washington et 

al., 2006; Kim & Lee, 2020; Santos & Rodrigues, 

2021). Findings of the present study fell on the 

side of no relationship between gender and servant 
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leadership.  

Results related to RQ2: Is there a relationship 

between age and servant leadership among NCAA 

Division II athletic directors?  The relationship 

between age and servant leadership was evaluated 

by examining the significance of the regression 

coefficient (β = -0.04) assigned to the age 

predictor in Block 1 of the analysis. Age did not 

predict a statistically significant unique portion of 

the variance in servant leadership among NCAA 

Division II athletic directors, t = -0.38, p = .707. It 

was concluded that there was insufficient 

evidence in this study to reject the null hypothesis 

that servant leadership is not significantly related 

to age among NCAA Division II athletic directors. 

Expressed more directly, there was insufficient 

evidence to conclude that age is related to servant 

leadership among NCAA Division II athletic 

directors.   

Previous research studies regarding leadership 

research, age is one of the most common demo-

graphic questions asked of participants. However, 

no research was identified that specifically exam-

ined the correlation between age and overall levels 

of servant leadership. Barbuto and Gifford (2010) 

examined the relationship between demographic 

characteristics and five specific servant leadership 

behaviors. None of the demographic 

characteristics included in their research was 

significantly related to the servant leadership 

behavior that they examined, including age. In the 

present study, the test of the significance of the 

relationship between servant leadership and age 

carried sufficient sta- 

tistical power to have an 80% chance of detecting 

a population interaction effect of medium strength 

and still no significant interaction effect emerged.   

Results related to RQ3: Does gender moderate 

the relationship between age and servant 

leadership in NCAA Division II athletic directors? 

The significance of the gender x age interaction 

(or moderator) effect was tested by evaluating the 

significance of the increase in R2 from Block 1 to 

Block 2 in the hierarchical multiple regression 

analysis. At Block 1, with gender and age 

included as predictors, R2 = .01. At Block 2, with 

gender, age, and the gender x age interaction term 

included as predictors, R2 = .03. The increase in 

R2 from Block 1 to Block 2 was not statistically 

significant.   

Consequently, it was concluded that there was 

insufficient evidence to reject the null hypothesis 

that gender does not significantly moderate the re-

lationship between age and servant leadership in 

NCAA Division II athletic directors. Expressed 

more directly, there was insufficient evidence to 

conclude that gender moderates the relationship 

between age and servant leadership among NCAA 

Division II athletic directors. Since the test of the 

significance of the change in R2 from Block 1 to 

Block 2 carried greater than 80% statistical power 

to detect an interaction effect of medium strength, 
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failure to detect the effect in this study was either 

an unlikely Type II error or the population effect 

was considerably weaker than medium strength.  

 

Theoretical implications.  

 Prior to this study, there was a gap in the 

literature regarding the relationship between 

gender, age, and servant leadership of NCAA 

Division II athletic directors (McCuddy & Cavin 

(2009); Parris and Welty Peachey, (2013). The 

results of this quantitative correlational study 

failed to identify significant relationships between 

gender and serv-ant leadership or age and servant 

leadership in NCAA Division II athletic directors. 

This study also failed to identify gender as a 

significant moderator of the relationship between 

age and servant leadership in NCAA Division II 

athletic directors. The findings were inconsistent 

with previous empirical research on gender and 

servant leadership that indicated that women 

demonstrate higher servant leadership behavior 

than men ((Beck, 2014; Fridell et al., 2009; 

Washington et al., 2006).  However, the findings 

of this study were consistent with other research, 

which found no re-lationship between gender and 

servant leadership behavior (Barbuto & Gifford, 

2010; Braye, 2000; Goodwin, 2011; Jacobs, 2011; 

Laub, 1999; Majd, 2018). It is not clear why the 

relationship between gender and servant 

leadership is seen only in some studies but not 

others. The fact that the gender x age interaction 

effect was found to be nonsignificant in this study 

suggests that age differences from one study to the 

next are probably not responsible for the different 

study outcomes. That is, age probably does not 

moderate the relationship between gender and 

servant leadership. Additional research should be 

conducted to identify variables that moderate the 

relationship between gender and servant 

leadership and that are responsible for the 

inconsistent results linking gender and servant 

leadership. Those studies might evaluate a wider 

variety of other potential moderating variables 

than was the case in this study using in-formation 

gathered from a broader variety of sources than 

were used. Instead of relying on only the 

perceptions of associate athletic directors, other 

individuals who are familiar with the 

characteristics of athletic directors might be 

interviewed or surveyed. In future studies, 

researchers would be advised to collect data on as 

many potential moderating variables as possible.  

 

Recommendations  

Prior to this study no known research had been 

conducted to determine if, and to what extent, the 

servant leadership of NCAA Division II athletic 

directors -as perceived by their immediate 

subordinates, associate athletic directors- is 

related to gender and age of the athletic directors. 

This research also evaluated the degree to which 

gender moderates the relationship between age 
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and servant leadership. The researcher 

recommends that this study be extended to include 

additional variables and additional intercollegiate 

athletic department administrative staff such as 

sports information directors, head athletic trainers, 

and facilities coordinators who are also 

considered immediate subordinates of the athletic 

director. Head coaches and student-athletes could 

provide another perspective in future research on 

servant leadership, as there exists a unique 

relationship between head coaches and student-

athletes.   

Second, the instrument used in this study, the 

SL-7, provided only a global overall measure of 

servant leadership. It is recommended that 

research using the SL-28, another instrument that 

measures servant leadership, might provide a 

more in-depth review of an NCAA athletic 

director’s servant leadership. Unlike the SL-7, the 

SL-28 provides subscale scores on each of the 

seven components of servant leadership. Age, 

gender, and other characteristics of athletic 

directors and those who work with student-

athletes may be related to one or more of these 

components of serv-ant leadership while not 

showing significant rela-tionships to overall 

servant leadership.  

Third, this study explored the extent to which 

athletic directors in NCAA Division II institutions 

display servant leadership, however, it is also 

important to study this special leadership style in 

the other NCAA divisions. Therefore, future 

research on servant leadership as a potential 

leadership style for NCAA Division I and NCAA 

Division III athletic directors should be explored 

to extend the generalizability of the findings.   

The goal of this study was to determine if there 

exists a relationship between gender, age, and 

servant leadership. This study did not reveal any 

statistically significant relationships between 

those variables, nor were there any findings to 

suggest that gender moderates the relationship 

between age and servant leadership among NCAA 

Division II athletic directors. Because the results 

of this study found no significant correlational 

relationships and also failed to discern any gender 

x age interaction effect on servant leadership, the 

use of this study as the basis for making 

recommendations for future practice is limited.   

The practical implications of these findings are 

notable. First, organizations can confidently 

encourage the development and implementation 

of servant leadership across diverse age groups 

and among all genders without concern for 

diminished effectiveness or credibility. Second, 

leadership training programs can emphasize 

servant leader-ship as an inclusive model that 

transcends tradi-tional demographic boundaries, 

supporting equi-table development opportunities. 

Lastly, these re-sults challenge persistent 

stereotypes related to leadership traits, reinforcing 

that servant leadership is a universally applicable 
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style that resonates across various leader profiles. 

However, one important finding from this study 

was the confirmation that servant leadership is a 

leadership style that is practiced to greater or 

lesser degrees by athletic directors in NCAA 

Division II intercollegiate programs. Not all 

athletic directors are servant leaders, but some are, 

and Division II intercollegiate athletic programs 

provide an environment in which that leadership 

style might be particularly effective. In Division 

II, athletic directors have more interactive 

experience with student-athletes, and the 

mentoring of potential athletic administrators are 

frequent.   

Most previous studies of leadership styles in 

intercollegiate athletic programs have focused on 

transformational and transactional leadership 

where the focus is on organizational goals and not 

on individuals. Servant leadership needs to be 

further studied and recognized as a viable form of 

leadership in the context of intercollegiate 

athletics. Current leadership research emphasizes 

a shared vision and the relationship between the 

leader and the follower (Wang, Waldman, & 

Zhang, 2014).    

Servant leadership provides a people-centered 

approach that utilizes both community 

engagement and ethical components not found in 

other leadership styles. The NCAA has 

encouraged student-athletes to participate in 

community engage- 

ment activities. It is through these outreach 

programs that the student-athletes are educated 

about the needs of their local community. It is 

through the actions of the student athletes of 

giving back to the community and helping others 

reach their full potential, that student-athletes 

become servant  

leaders. 
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