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ABSTRACT 

Leadership is a widely discussed, yet seldom taught component in the public 

schools of Texas. Students are elected to leadership positions each year, yet little training 

accompanies the election process. Specifically, there is extremely limited information in 

the area of servant-leadership as it pertains to high school age students. 

This dissertation provides the first in-depth analysis of the impact a servant-leader 

model can have on high school students. The servant-leader model is consistent with the 

symbolic frame of cognition as described by Bolman and Deal (1993) as well as the 

symbolic force of Sergiovanni (1984). The servant leader model is consistent with five 

characteristics outlined as integrity/tmst, love/respect, service, listening, and the higher 

calling/values. The review of the literature focuses on the servant-leader model from the 

areas of business, educational leadership, and finally from a student servant-leadership 

perspective. A pragmatic approach to the literature is also included due to the limited 

research literature available on the servant-leader model. 

The data was collected and analyzed from a case study approach. The data was 

collected from two separate case study locations at different geographic locations within 

the state of Texas. Students attended a three-hour workshop on the servant leader model 

and the study focused to see whether short-term leadership perceptions held by students 

could be altered after exposure to the servant-leader model. Triangulation was achieved 

through a mixed methods approach to data collection and analysis. A survey instmment 

was utilized to measure perceptional changes from a quantitative approach. The 

Vlll 



qualitative tools of interviews and participant observations were used to discover the 

meaning behind the survey results. 

This study provided evidence that students' short-term perceptions about 

leadership can be altered through a three-hour workshop on the servant leader model. 

Educational leaders should pursue opportunities to both expose and educate their students 

on the merits of the servant leader model so that public school systems and the 

stakeholders within can maximize their full potential. By doing this, public school 

educators have an opportunity to build school communities that are centered on the 

development of values and beliefs that take on sacred or cultural characteristics. 

Educational leaders should strive for excellent schools that are built on a foundation of 

values and beliefs rather than popularity and power. Educational leaders can impact the 

student leadership in schools across Texas by allowing these students an opportunity for 

exposure to the servant-leader model. 
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CHAPTER I 

THE PROBLEM 

Pumose of the Studv 

Top down leadership is dead. Today's workers, employees, and volunteers expect 
to be part of the decision-making process in their organizations. Effective leaders 
today have closed the distance between leader and follower, coming from closed 
mahogany executive suites into the open-office world of the workers. Leadership 
accessibility and teamwork are buzzwords of the 1990s and have carried into the 
new millennium. (Finzel, 1997, p. 273) 

While Finzel (1997) was speaking more specifically of leadership in the business 

arena, his words could just as easily have been written with public education in mind. 

Our schools have become sites of the more open model of leadership as we have seen 

legislative measures supporting local control. This is often referred to as site-based 

decision-making and was initiated to allow the members of the campus teams to have 

some control over the decision-making process within their schools. This transition to 

site-based decision making has its foundation on the premise that decision making needs 

to be in the hands of the people who are most familiar with the needs of the school staff, 

the people who make decisions each and every day (Texas Education Agency, 1999). 

Campuses are required by law to have improvement committees in place with 

representation from administration, teachers, the community, and parents (Texas 

Education Agency, 1999). Interestingly enough, at present, there are no requirements to 

have any student representation on the campus improvement committees. This lack of 

representation is an example of missed opportunities by school systems to educate 

students in the role of leadership, specifically, servant-leadership. The focus of this study 
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was to determine if exposure to a three hour servant-leader workshop could alter 

students' perceptions about leadership. 

Leadership 

The examination of leadership will begin in a broad sense. According to Bama 

(1997), Kouzes and Posner (1995), and Cohen (1990), there is no universally accepted 

definition of leadership. It appears that leadership, like beauty, lies in the eye of the 

beholder (Kouzes & Posner, cited in Rosenbach & Taylor, 1998). This can be attributed 

to the belief that leadership is not a science but rather an art (Bama, 1997; Cohen, 1990). 

Art, by its definition, defies definition; however, several of the leading authorities on 

leadership offer the following definitions: 

Bennis and Nanus assert, leadership is more than doing things right. It is doing 
the right things. Bums maintains that, leadership is when persons with motives 
and purposes mobilize, in competition or conflict with others, institutional, 
political, psychological and other resources so as to arouse, engage, and satisfy 
the motive of the follower. Packard believes leadership is mastering paradoxes 
and what they stand for. Sanders contends, leadership is influence. Wills 
promotes the idea that, leadership is mobilizing others toward a goal shared by the 
leader and the followers. (Bama, 1997, p. 21) 

Leadership contains all the elements cited by authorities in the field, and many 

more. While they may differ in the selection of the words to describe leadership, they are 

all saying essentially the same things. Leadership requires a level of giving and 

responsibility few are willing to aspire. 

Doman and Maxwell (1997) stated that the tme measure of leadership is centered 

on influence. Whether the desire is to build a business, strengthen children, or teach the 

world, one can achieve it by raising the level of influence in the lives of others. Cohen 



(1990) stated, ".. .one must start with some basic capacity for leadership. Yet this 

capacity may lie imused and dormant because one does not start life as a general, 

company president, or outstanding leader" (p. 11). Maxwell (1993) fiirther suggested 

that leadership is not an exclusive club for those who were "bom with it." The traits that 

are raw materials of leadership can be acquired. Maxwell (1993) shared this story from 

Ravenhill, who explains his philosophy of leadership to a group of tourists who were 

visiting a beautiful village. As they walked past an old man sitting beside a fence, one 

tourist asked, "Were any great men bom here?" The old man replied, "Nope, only 

babies" (infroduction). And so it is in leadership. Leadership must be developed; it is not 

inherent (Maxwell, 1993). 

It is recognized that people tend to lead in a manner imique to that individual. 

This uniqueness may be reflected in a manner that is demonstrated by personal stiengths, 

weaknesses, beliefs, and values. However, just as each person has a unique style of 

leading, each leadership style has a specific set of qualities that are likely to be exhibited. 

Since Greenleaf (1973) first introduced the term servant-leader, several leading 

authorities in the field of leadership have begun to embrace this leadership concept 

(Spears, 2000). The list includes such leadership experts as Beimis, Block, Covey, 

Depree, Kouzes, Peck, Senge, Vaill, Wheatley, and Zohar. Zohar (1997) went so far as 

to state that, "servant-leadership is the essence of quantum thinking and quantum 

leadership" (p. 146). Servant-leadership provides a concrete model of what leadership 

should be. 



The primary focus of this chapter was to examine the concept of servant-

leadership and the five characteristics observed in the servant-leadership model. The five 

characteristics to be defined were: integrity/tmst, love/respect, service, the willingness to 

listen, and a desire to serve a higher calling/values system. However, there are additional 

terms that required definitions as well. 

Definition of Terms 

The following definitions, listed in alphabetical order, will be used in this study: 

Affection/Love: Affection/love is defined as a fond or tender feeling toward 

another person or idea. 

Calling: The calling is defined as a strong inner urge or impulse to encourage and 

serve others. 

Character: Character is defined as the group of ethical characteristics that mark a 

person or organization. It is also defined as moral integrity. 

Faith: Faith is defined as belief without evidence. It is also defined as the 

confidence in or dependence on a person, statement, or thing as tmstworthy. 

Integrity: Integrity is defined as the strict adherence to a generally accepted 

standard of values or conduct. It is also defined as personal honesty and independence. 

Listening: Listening is defined as trying to hear and paying heed. 

Respect: Respect is defined as a willingness to feel or show deferential regard. It 

is further defined as trying to avoid violation of, or interference with, the beliefs of 



others. Finally, it is defined as a willingness to show consideration or esteem to a person 

or object. 

Servant: Servant is defined as one who serves another person or standard. 

Service: Service is defined as works or duties performed for the benefit of others, 

rather than oneself This service traditionally comes in the form of assistance to another 

person or entity. It is further defined as the occupation of a servant. 

Tmst: Tmst is defined as a firm reliance in the honesty, dependability, strength, 

or character of someone or something. It is also defined as something or someone in 

which faith or confidence is placed. It is the reliance on something in the future. 

The Servant-Leader 

Due to the limited amount of research literature available on the subject of 

servant-leadership, a more pragmatic approach was taken to assist in the development of 

the imderstanding of the servant-leader model (Boyer, 1999). Consequently, many of the 

descriptors utilized within this study are theoretical, prescriptive, or anecdotal in nature as 

opposed to research based (Boyer, 1999). 

At first glance, it would appear that the term servant-leadership is an oxymoron 

(Hildebrand, 1990). But a closer analysis reveals, "the great leader is seen as servant 

first, and that simple fact is the key to his greatness" (Greenleaf, 1977, p.7). This does 

not suggest that a servant-leader should be reluctant to lead, nor does it insinuate a 

service dependence upon the desires of those being led. Instead, servant-leadership is an 

attitude that blends the characteristics of both terms into one (Hildebrand, 1990). 



Depree (1989) stated, "The first responsibility of a leader is to define reahty. The 

last is to say thank you. In between the two, the leader must become a servant" (p.l 1). It 

is within this context of servant-leadership that leaders from all points of reference must 

provide creative ways for improving their respective environments (Amold & Harris, 

2000). 

As previously stated, the characteristics integrity/tmst, love/respect, service, 

willingness to listen, and higher calling/values were used as the focal point of this paper 

on servant-leadership. A more comprehensive definition of these terms follows in the 

next chapter of this research project. The four cognitive frames of Bolman and Deal 

(1993) and the cognitive forces of Sergiovanni (1984) were also defined and analyzed in 

this section. The works of these scholars have been included specifically because of their 

focus on symbolic or higher calling/values system. 

Bolman and Deal (1997) suggested that humankind has stmggled with the 

concept of values and beliefs for years. Because of this lack of imderstanding in this 

area, people have tumed to religion as a source of meaning. Braswell (1984) contends 

there are hundreds of religions being practiced within the world today. Rather than 

pursuing a specific religion, the researcher will broaden the term religion and utilize the 

terms spirituality and religion interchangeably. 

Integrity/Tmst 

It is important, whether in the workplace, the church, or the schools, to determine 

what characteristics are necessary for a person to have the credibility needed to lead or 



influence a group. A 1990 joint study conducted by the University of Cahfomia Los 

Angeles (UCLA) Graduate School of Management and Kom/Ferry hitemational of New 

York City questioned 1300 senior executives on the desired characteristics of a leader. 

Seventy-one percent of the respondents cited integrity as the quality most needed to 

succeed in business (Doman & Maxwell, 1997). Another study conducted by the Center 

for Creative Research discovered that errors and obstacles could be overcome by a person 

wanting to rise to the top of an organization if integrity was a strong character trait of the 

leader (Doman & Maxwell, 1997). Workers presumed that the mistakes made by the 

leaders were made honestly and consequently, there was a willingness to forgive the 

errors so long as the integrity of the leader was not tarnished, ft is difficult for a person to 

be able to move up in the organization if integrity is compromised by betraying a tmst 

(Doman & Maxwell, 1997). 

Covey spends much of his book. The Seven Habits of Highlv Effective People 

(1989), discussing integrity. 

If I try to use human influence strategies and tactics of how to get other people to 
do what I want, to work better, or to be more motivated, to like me and each other 
while my character is fundamentally flawed, marked by duplicity, or insincerity-
then, in the long mn, I cannot be successful. My duplicity will breed distmst, and 
everything I do—even using so-called good human relation techniques—will be 
perceived as manipulative. It simply makes no difference how good the rhetoric 
is or even how good the intentions are; if there is little or no tmst, there is no 
foundation for permanent success. Only basic goodness gives life to technique, 
(p. 21) 

While Covey (1989) did not directly address integrity in this quote, his statement 

leaves no question as to the importance of leaders acting with integrity. His statements 

regarding insincerity and duplicity acknowledge that these traits are not admirable in 



leaders and should be resisted. Permanent success is likely to occur only if the leader is 

able to develop tmst with the followers. 

Maxwell (1993) suggested that integrity is the foundation upon which many 

qualities are built, such as respect, dignity, and tmst. He states that eighty-nine percent of 

what people leam comes from visual stimulation, ten percent through auditory 

stimulation, and one percent through other senses. Taking these statistics into 

consideration, Maxwell (1993) contended that the more leaders model desired behaviors, 

both visually and audibly, the greater their consistency and loyalty. "What they hear, 

they understand. What they see, they believe. If my people understand me, I'll get their 

attention. If my people tmst me, I'll get their action" (Maxwell, 1993, p. 39). ft appears 

that tmst is a by-product of integrity. 

Schweitzer (cited in Cory, 1977) said, "[leading by] example is not the main thing 

in influencing others, ft is the only thing" (p. 102). Greenleaf (1977) likewise saw 

integrity as a demonstration of behaviors. He argued that the basic qualification for 

servant-leadership is that leaders should "be living demonstrations of the reality of all 

they teach" (p. 117). 

Love/Respect 

Love is essential to the servant-leader model (Cedar, 1987; Greenleaf, 1977). 

This love may be seen as the desire to please, the affection one has for the work they 

perform, or a love for the people that surround them. Kouzes and Posner (1993) 

discovered only one leadership characteristic common to all the top CEOs. This 



characteristic is affection or, in a broader sense, a relationship characterized by love and 

respect. Respect, whether for the person or the work of the person, is essential to the 

success of the leader. 

In a recent study by the Public Agenda Foundation, Cohen (1990) stated the most 

important factor sought by employees is to "work with people who treat me with respect" 

(p. 140). 

Another aspect of love can be the displaying of compassion towards people or 

objects (Lepani, 1999). Love can be created through compassion and community. 

Lepani (1999) stated: 

Compassion is limitless power of human love to transform suffering and create 
well being in ourselves and others. Compassion enables us to transcend self-
protection to embrace our cormection to others, to live from the space of respect, 
equality and a kind heart, to transform fear, fhistration and anger. Community is 
communion, the commitment to sharing, fellowship and participation, the deep 
recognition that social connectivity, relationship and support is essential to human 
well being, that other's happiness is our happiness, that other's suffering is our 
suffering, that independence and personal freedom rest on respect for the needs of 
others, (p. 6) 

Service 

Servant-leaders are mandated to serve their people (Blackaby & Blackaby, 2001). 

When leaders are driven to actively participate in service towards people, they develop a 

unity that enables the organizational culture to achieve far more than if individuals work 

on their own (Blackaby & Blackaby, 2001; Greenleaf, 1977; Cedar, 1987). 

Leadership is a moral enterprise, with the challenge being to better the lives of the 

people within the community (Bums, 1978; Foster, 1989; Greenleaf, 1977). Bums 



(1978) saw servant-leadership as more than pre-aching and the insistence on social 

conformity and asserts that it "emerges from and always retums to the fundamental wants 

and needs, aspirations, and values of the followers" (p. 4). Bums (1978) and Foster 

(1989) contended that leaders contribute to a better community when they work together, 

with their followers, to improve the community and everyone within it. 

Foster (1989) suggested leadership must be committed to social change and 

development rather than control and production. Leadership is the achievement and 

refinement of human community through "the ability of humans to relate deeply to each 

other in the search for a more perfect union" (Foster, 1989, p. 61). 

Greenleaf s (1977) test for service combines Bum's (1978) higher values, 

purpose, or forms of self-fulfillment with Foster's (1989) concem for human freedom. 

Greenleaf (1973, 1977) has provided the benchmark for identifying service in the 

following questions: Did the follower grow as a person? Did they become healthier, 

wiser, freer, and more autonomous? Finally, are they more likely to become servants 

themselves? 

Willingness to Listen 

The servant-leader model is regarded as a high level of leadership because the 

leader is more focused on the needs of others and, consequently, must be more aware of 

the surroundings (Cedar, 1987; Greenleaf, 1977). The servant-leader is able to see, hear, 

and, consequently, know things because of a willingness to be aware of the needs of 

others. For a leader to be able to address the needs of his/her constituents, it is imperative 
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for tiie leader to know those being led. The only way a leader can come to know another 

person is through listening. By listening to the needs of the followers, leaders are 

sending a message to their followers that they are valued members of an organization 

(Kouzes & Posner, 1993; Rosenbach & Taylor, 1998). 

Spears (1995) suggested that leaders need to be more receptive to the followers 

and what they have to say. The belief is that leaders will leam more about the needs and 

desires of the followers. With this additional information, leaders will be better equipped 

to serve the needs of those being led. 

Too often leaders become focused on their personal needs and are unwilling to 

reach out to those around them. Hildebrand (1990) recounted the story of 28-years-old 

Kitty Genovese in 1964. A man carrying a knife in a wealthy Queens neighborhood 

attacked her. She stmggled with her assailant for over 35 minutes. During this time she 

pleaded for help, even calling one passerby by name. Thirty-eight people admitted to 

seeing her stmggle, as well as to hearing her pleas for help. The only rationale given by 

those that witnessed the young lady's murder was that they did not want to get involved. 

Finally, one person phoned the police of the incident, but only after Kitty had been 

murdered. The unwillingness of people, specifically leaders, to listen to the needs of 

those around them creates an unhealthy environment Followers must feel their needs are 

being heard in order to be validated. 

A servant-leader will hear the voice of the follower and respond accordingly 

(Greenleaf, 1977). The goal of the servant-leader is to hear the voice of those in need. 
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regardless of the nature of the need. Unfortunately, in the case of Kitty Genovese, the 

immediate need was life threatening. 

Wheatley (2001) suggested that listening is a simple act. Listening requires only 

that tile listener be present. This means to be attentive and focused on the listener. It 

does not require a leader to offer advice, coach, or sound as if they possess all the 

answers. Therefore, by simply listening to others, a leader can attend to the ideas and/or 

concems, and begin a process that promotes and addresses remediation that benefits the 

group. Wheatley (2001) and Drakeford (1982) continued to suggest that in the final 

analysis, listening is therapeutic and holds the potential for healing. 

Higher Calling/Value System 

At the focal point of servant-leadership is a system of values. The servant-leader 

model suggests that it is impossible to lead others to a higher calling without first 

elevating oneself (Cohen, 1990). Once a leader is comfortable with the set of values that 

will govem his/her life, a renewed purpose is given to every decision that is made 

(Cohen, 1990). 

Greenleaf (1977) and Sergiovanni (1984, 1992, 2001) referred to the higher 

calling of leadership. Greenleaf (1977) suggested that the work exists for the person as 

much as the person exists for the work. This requires awareness on the part of the leaders 

to stay open and attentive to the needs of those around him. Leaders must perpetuate and 

continue to articulate the larger vision while constantly being aware of the smaller 

elements and how these elements relate to the whole. 
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People with servant's hearts have certain characteristics and values in common as 

they make leadership decisions (Blanchard, Hodges, & Hybels, 1999). The value system 

of these people is centered on the best interest of those they lead. Servant-leaders are 

leaders who are willing to share power. Servant-leadership in essence holds that if two 

people share certain values, the bond between them will be stronger and more effective 

than if they simply follow the same directives (Huey & Sookdeo, 1994b). The purpose is 

to equip other people to become freer, more autonomous, more capable, and, therefore, 

more effective (Blanchard et al., 1999). The servant-leader freely shares the kudos that 

are integral in a successful organization by being confident in himself/herself. Servant-

leaders believe strongly in the saying, "anything can be accomplished if it doesn't matter 

who gets the credit," because this statement suggests the only way to tmly lead people is 

to empower them. 

Leaders with a desire to serve the higher calling demonstrate a tme caring for all 

in the organization, so their approach to problem solving is a positive approach, not 

adversarial (Covey, 1998). There must be a desire to be motivated by a set of deep 

personal values, beliefs, or the answering to a higher calling or religion if the leaders of 

the future desire to impact the lives of students and society (Senge, 1990). The 

foundation for spiritual references comes from Bolman and Deal (1995, 1997) and 

Fowler and Keen (1978). These scholars argue that for humans to interpret the basic 

issues of life, they have tumed to religion for an explanation. 

Ultimately, people follow people who believe in something and have the ability to 

achieve results in the service of those beliefs (Senge, 1990). 
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Student Servant-Leadership 

The purpose of any program implementation should be buift on a core of common 

beliefs and expectations (Belenardo, 2001). In large part these beliefs are used to develop 

the sense of community within any organization. Belenardo (2001) described community 

as the presence of beliefs, feelings, and relationships that connect members of a school 

community to one another. A sense of community provides a feeling of belonging to 

something that transcends the situational relationships in an organization (Goodlad, 1981; 

Haberman, 1992; Sergiovanni, 1994). 

Sociological theorists Dewey (1916), Durkheim (1947), Etzioni (1993), and 

Tormies (1957) have identified characteristics that lead to a sense of community. While 

not identified verbatim, these characteristics are consistent with the five characteristics 

identified in this study. The importance of a sense of community has also been identified 

as an important concept of school success by researchers such as Bolman and Deal (1993, 

1997), Bryk and Driscoll (1988), Royal and Rossi (1996), and Sergiovanni (1994). 

The servant-leader model when implemented at the high school level could 

provide a framework to assist in the development of the sense of community. It provides 

opportunities for students to be in an environment of cooperation rather than competition. 

The servant-leader model creates an environment that is built on relationships and the 

development of individuals who care and are cared for in retum (Greenleaf, 1977; 

Noddings, 1995). Within the caring community there is a spirit of giving and service, 

where the higher calling is to assure that the needs of individual school members are met 

(Noddings, 1995). 
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This researcher hypothesized that by building the sense of community within 

school, many opportunities for school improvement could be evaluated. The servant-

leader model provides a framework whereby all parties focus attention not on themselves, 

but rather on the betterment of the schools, organizations, or parties they represent. 

Discipline referrals, attendance, safety, and academic performance are all areas the 

development of servant-leadership can assist in improving. Servant-leadership impacts 

the very core of the individual and requires him/her to look beyond personal selfishness 

and need. The higher calling of individual growth and school improvement takes priority 

over all other needs within the organization. By creating an environment of people 

willing to give rather than an environment where self-interest is tolerated, if not fostered, 

tme progress can be made towards dealing with tme educational issues as opposed to the 

operational trivia that tends to consume much of the leaming day. These thoughts are 

consistent with the writings of Bolman and Deal (1993, 1997) and Sergiovarmi (1984, 

1994). These researchers contend that the full potential of organizations can only be 

achieved when organizations are operated from the symbolic frame of cognition. This 

researcher suggests that greater strides in the leaming process can be achieved if the 

symbolic frame or the servant-leader model is introduced to the students within the 

school. 

Traditionally, many decisions within the school business have been made from a 

political framework (Bolman & Deal, 1993; Sergiovanni, 1984). The move to the 

servant-leader will require a paradigm shift for most school leaders because the servant-

leader model requires the political environment to be reshaped (Baker, 2001). Political 
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power is now utilized to protect and build people, rather than to keep them in a state of 

dependency. 

Practicing servant-leadership within schools or other organizations means creating 

an environment that assists people in removing obstacles that block their acquiring 

wanted success. This model also assists them in acquiring tools and resources needed to 

perform their tasks at a higher level. Servant-leadership means lightening the load of 

those around you. It means doing whatever is needed at that specific moment because it 

is what is needed. It means listening to those being served to find out what they really 

need you to do for them, rather than deciding yourself what is best for them. 

Greenleaf (1977) contended that being a leader that serves is not sufficient to 

qualify as a servant-leader. A servant-leader is a servant first. While some aspire to be 

leaders and then serve in some capacity, a servant-leader gains power by giving power 

away (Greenleaf, 1977). 

Adopting the servant-leader model may require viewing the world or the school 

through a different lens. It may require the leaders to be vulnerable, to listen for 

understanding, to respect differences in perspectives, and to receive personal feedback 

from others. Only then can valuable information be effectively examined. The servant-

leader model cannot be achieved with a quick fix mentality. It cannot be instilled quickly 

within schools or organizations (Baker, 2001; Greenleaf, 1977). 

There must, however, be a justification as to why this study involving high school 

leaders and the servant-leader model is important. Researchers suggest that what occurs 

during the developmental stages of education can have an impact on the leadership that 
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will be exhibited in the workplace as an adult (Cambell, Dunnette, Lawler, & Weick, 

1970; Rothstein, Schmidt, Erwin, Owens, & Sparks, 1990). Studying the perceptions and 

opinions of leadership held by current high school-aged students should assist researchers 

in further understanding the capabilities of aduh leaders. This premise is supported by 

tile Early Identification of Management Potential (EIMP) studies that were conducted in 

the 1950s and 1960s. This research reveals that early life experiences can both predict 

and shape later leadership effectiveness (Cambell et al., 1970; Rothstein et al., 1990). 

Excellent schools are composed of values and beliefs that take on sacred or 

cultural characteristics. These values become the core for the unofficial religion on that 

campus (Sergiovanni, 1984). By taking the focus off of the needs of the individual and 

placing the focus on the needs of the group or on a higher calling, the group as a whole 

takes on a servant's role. This role resembles one of service and servanthood with a 

commitment to the needs of others (Maxwell, 1993). 

This researcher agrees with the findings of Gavin and Furman (1989), Granstrom 

(1986), and Morris (1992), who state that there is a scarcity of research studies on student 

leadership. This lack of knowledge addressing leadership in youth generally, and 

servant-leadership specifically, highlights the need for a study involving servant-

leadership in general, and student servant-leadership specifically. 

Summary 

An overview of the research literature has been presented from the five 

characteristics identified by the researcher as components of the servant-leader model. 
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These characteristics are integrity/tmst, love/respect, service, willingness to listen, and 

higher calling/values. The researcher suggests that these characteristics of the servant-

leader model are consistent with the symbolic frame discussed by Bolman and Deal 

(1993, 1995, 1997) and the symbohc force as defined by Sergiovanni (1984). The 

cognitive frames of Bolman and Deal (1993) and the forces of Sergiovanni (1984, 1992, 

2001) will be discussed in the following section of this paper. 

The Four Frames/Sergiovanni's Forces 

The researcher suggests that the servant-leader model is consistent with the 

descriptions of the symbolic frame and symbolic force as described by Bolman and Deal 

(1993, 1995, 1997) and Sergiovanni (1984, 1992, 2001), respectively. 

Bolman and Deal (1993) suggested there are four frames by which schools and 

other organizations operate. In this paper, the four frames discussed are the stmctural, 

human resource, political, and symbolic. 

Sergiovanni (1984) also suggested similar lenses for analysis. He proposed that 

there are leadership forces, which he classifies as: technical, human, educational, 

symbolic, and cultural. The symbolic and cultural forces provide a sense of purpose, 

which is essential to excellence in schools (Sergiovanni, 1984). He suggested that the 

ability of a school to move from competence to excellence lies in the leader's willingness 

to move from the technical and human forces into the symbolic and cultural forces. 

Sergiovanni's (1984) studies indicate that the technical and human forces tend to focus 

on the management and social resources respectively, while the symbolic and cultural 
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forces focus on matters important to the success of the school, as well as the building of a 

unique school culture. 

The frames of cognition (Bolman & Deal, 1993) and the forces of Sergiovanni 

(1984) share many similarities. Table 1 below provides an analysis which allows for 

comparison of the frames, forces, as well as similarities to the servant-leader model. 

Table 1. Comparison of frames, forces and servant-leadership 

Bolman and Deal 

Structural 
Productivity 
Stmcture 
Goal Oriented 

Human Resource 
Needs of workers 
Tmsting environment 
Concem for others 
Organization serves 

human needs 

Political 
Bargaining 
Compromise 
Persuasion 

Symbolic 
Understanding 
Symbols 
Rituals 
Meaning 
Faith 

Sergiovanni 

Technical 

Organization 
Planning 
Product driven 

Human Focus 
Human relations 
Interpersonal 

competence 
Motivation 
Culture of support 

Educational 
Diagnosis of situation 
Constant evaluation 

Symbolic/Cultural 
Direction 
Religion 
Meaning 
Faith 

Servant-Leadership 
Beliefs 
Human conscious 
Spirituality 
Higher calling 

Bolman and Deal's stmctural frame finds its foundation centered on productivity. 

The assumptions of the leaders who operate out of the stmctural frame reflect a belief in 

rationality and a belief that the right formal arrangements minimize problems and 

19 



increase quality and performance (Bolman & Deal, 1997). The stmctural frame focuses 

on designing roles that accomplish goals while still allowing for individual differences 

(Bolman & Deal, 1997). These researchers believe "organizations work best when goals 

and roles are clear, and the efforts of individuals and groups are well coordinated through 

both vertical and lateral sfrategies" (p. 25). For most organizations, productivity must be 

a concem. Most organizations have goals, which are analyzed, reviewed, and renewed 

on a regular basis. 

According to Bolman and Deal (1997), six assumptions support the stmctural 

frame: 

1. Organizations exist to achieve goals and objectives. 
2. Organizations work best when rationality prevails over personal preferences 

and extemal pressures. 
3. Stmctures must be designed to fit an organization's circumstances including 

its goals, technology, and environment. 
4. Organizations increase efficiency and enhance performance through 

specialization and division of labor. 
5. Appropriate forms of coordination and control are essential to ensuring that 

individuals and units work together in the service of organizational goals. 
6. Problems and performances gaps arise from stmcturing deficiencies and can 

be remedied through restmcturing. (p. 40) 

The stmctural frame provides organizations with a goal-oriented framework. This 

is a very popular frame from which leaders operate because the expectations are 

constantly being evaluated. The stmctural frame is consistent with the thoughts of 

Sergiovanni (1984) on the technical frame. The technical leader (Sergiovarmi, 1984) 

focuses the majority of his/her energies on planning, contingency-leadership theory, and 

organization. From an educational viewpoint, the by-product of such a leadership style 

will be an effectively managed school. 
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Public schools in the state of Texas have recently received much attention from 

researchers because of large gains achieved by students on the Texas Assessment of 

Academic Skills (TAAS) (Klein, Hamilton, McCaffrey, & Stecher, 2000). These 

researchers agree that the improvement in student-test performance can, in fact, be 

attiibuted to the Texas Education Agency's accountability system. However, on many 

campuses there are concems that this stmctural approach to education is having the 

reverse effect. Test scores are improved but the pressure to achieve at all cost tends to 

undermine the curriculum (Jones & Whitford, 1997). ft appears the stmctural frame can 

be a preferred frame when school organizations wish to be measured or even restricted by 

specific goals. 

The human resource frame highlights the importance of needs and motives 

Bolman and Deal (1993). It suggests that the company or organization works best when 

the needs of the workers are being met. A human resource leader is necessary to provide 

a caring, tmsting work environment. The leader in this frame will make it a priority to 

show concem for others and offer ample opportunities for reciprocal involvement. This 

leader operates from the perspective that workers actually want to be productive (Bolman 

& Deal, 1997). Still other researchers believe that workers both could and would be 

productive if management had enough insight to align the jobs with the needs of the 

workers. This concept plays upon the individual's skills, attitude, and commitment as 

resources capable of either making or breaking an organization (Bolman & Deal, 1997). 

"We all know that organizations can be alienating, dehumanizing, and fmstrating" 

(Bolman & Deal, 1997, p. 101). This creates a conflict of desired outcomes. The 
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employee spends more time fighting against the system rather than working within the 

system; consequently, much time is spent on deeds counterproductive to goals of both the 

organization and the employee. 

The following four assumptions support the human resource frame: 

1. Organizations exist to serve human needs rather than the reverse. 
2. People and organizations need each other: organizations need ideas, energy, 

and talent; people need careers, salaries, and opportunities. 
3. When the fit between the individual and system is poor, one or both suffer: 

individuals will be exploited or will exploit the organization or both will 
become victims. 

4. A good fit benefits both: individuals find meaningful and satisfying work, and 
organizations get the talent and energy they need to succeed. (Bolman & Deal, 
1997, pp. 102-103) 

Once again, Bolman and Deal (1997, 1993) are consistent with the teachings of 

Sergiovanni (1984). The human focus leader emphasizes such concepts as human 

relations, interpersonal competence, and motivation (Sergiovanni, 1984). This leader 

works to create a culture built on support, encouragement, and growth opportunities for 

the human component of the school. The leader that operates from this force is a master 

at building and maintaining the morale of a campus. 

The next frame to be studied by Bolman and Deal (1993) is the political frame. 

This frame suggests that the goals emerge from bargaining and compromise among 

different interest groups rather than from rational analysis at the top. Woyach (1992) 

described this as advocacy. He contends that some people will disagree with the group's 

goals or challenge the group's right to work toward the collective goals. These people 

need leaders who can persuade the doubtfiil and hold the critics at bay. The political 

frame views organizations as live political arenas with very complex stmctures of both 
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individual and group interests (Bolman & Deal, 1997). Five assumptions summarize this 

perspective: 

1. Organizations are coalitions of various individuals and interest groups. 
2. There are enduring differences among coalition members in values, beliefs, 

information, interests, and perceptions of reality. 
3. Most important decisions involve the allocation of scarce resources—who gets 

what. 
4. Scarce resources and enduring differences give conflict a central control in 

organizational dynamics and make power the most important resource. 
5. Goals and decisions emerge from bargaining, negotiations, and jockeying, for 

position among different stakeholders, (p. 163) 

Sergiovarmi (1984) contended the educational leader possesses the skiUs to 

diagnose the problems within a school and handle them appropriately. This requires the 

similar political skills as described by Bolman and Deal (1993). These researchers 

contend that leadership is a skill that requires the leader to constantly evaluate the 

consequences of each decision that is made. 

The symbolic frame embodies the qualities of integrity and servant-leadership. 

Bohnan and Deal (1993) defined the frame as follows: 

The symbolic frame centers attention on symbols, meaning and faith. Every 
human organization creates symbols to cultivate commitment, hope, and loyalty. 
Symbols govem behavior through informal, implicit, and shared mles, 
agreements, and understanding. Stories, metaphors, heroes and heroines, ritual, 
ceremony, and play add zest and existential buoyancy. The organization becomes 
a way of life rather than merely a place of work. (p. 25) 

Leaders operating from the symbolic frame seek to interpret the basic issues about life as 

it pertains to specific issues. From the beginning of time, humans have wrestled with the 

meaning of life. They have tumed to faith and religion in an attempt to understand the 

cultiire, beliefs, and values of their society (Bolman & Deal, 1997). Similarly, workers 

refer to symbols within their organizations to find meaning for their work. 
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The core assumptions about the symbolic framework as described by 

Bolman and Deal (1997) are as listed below: 

1. What is most important about every event is not what happens but what it 
means. 

2. Activity and meaning are loosely coupled: events have multiple meanings 
because people interpret experience differently. 

3. Most life is ambiguous or uncertain-what happens, why it happened, or what 
will happen next are all puzzles. 

4. High levels of ambiguity and uncertainty undercut rational analysis, problem 
solving, and decision-making. 

5. In the face of uncertainty and ambiguity, people create symbols to resolve 
confusion, increase predictability, provide direction, and anchor hope and 
faith. 

Many events and processes are more important for what is expressed than what is 

produced. They form a cultural tapestry of secular myths, rituals, ceremonies, and stories 

that help people find meaning, purpose, and passion (pp. 216-217). 

School organizations are microcosms of society at large. Bolman and Deal (1997) 

have described the processes humans encounter as they go about the process of searching 

for meaning to life. The student servant-leader model is consistent with the teachings of 

Bolman and Deal (1997) and Sergiovanni (1984, 1992). Students, just as other members 

of a society, must develop a belief system that assists them in answering questions about 

the purpose and direction of their schools. The purpose of this study is to determine if the 

student servant-leader model can have an impact on Texas high schools. 

Similar to the teaching of Bolman and Deal (1993, 1997), "the symbolic leader 

assumes the role of 'chief and by emphasizing selective attention (the modeling of 

important goals and behaviors) signals to others what is of importance and value" 

(Sergiovanni, 1984, p. 7). Thus this force and the symbolic frame are similar because 
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they both emphasize the need for meaning, faith, and a direction that points to the higher 

calling within organizations (Bolman & Deal, 1997, 1993; Sergiovanni, 1984). 

The leader operating within the symbolic and cultural frames downplays the 

management aspect of school leadership and focuses the energies into a unified vision for 

the school. The highlight of symbolic leadership is the stirring of human consciousness. 

A symbolic leader stiives to identify the meaning of the daily rituals within a school so 

that students, teachers, and members of the community develop a sense of importance. 

By placing emphasis in the force, the school vision becomes a way of life, and the 

participants are able to share in the ownership of the schooling process (Sergiovanni, 

1984). The symbolic and cultural forces provide the basis for schools wishing to move 

from the competent level to the excellent level. The symbolic and cultural forces will be 

referenced throughout this study as the symbolic force in the future. Symbols play an 

important role in schools across Texas. These symbols help create a vision by which all 

participants within the school can acquire ownership. 

Summary 

Bolman and Deal (1997, 1993) and Sergiovanni (1984, 1992) have described 

frames of cognition and forces, respectively, that shape the leadership within 

organizations. The frames and forces that have been addressed include the stmctural 

frame and technical force, the human resource frame and human force, the political frame 

and educational force, and the symbolic frame and symbolic/cultural force. 
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Bolman and Deal's stmctural frame finds its foundation centered on productivity. 

The assumptions of the leaders who operate out of the stmctural frame reflect a belief in 

rationality and a belief that the right formal arrangements minimize problems and 

increase quality and performance (Bolman & Deal, 1997). Organizations exist to achieve 

goals and objectives. Organizations work best when rationality prevails over personal 

preferences and extemal pressures. The technical leader (Sergiovanni, 1984) focuses the 

majority of his/her energies on planning, developing the contingency-leadership theory, 

and organization. From an educational viewpoint, the by-product of such a leadership 

style will be an effectively managed school. 

The human resource frame illustrates the significance of needs and motives 

(Bolman & Deal, 1993). It suggests that companies or organizations work best when the 

needs of the workers are being met. A human resource leader is responsible for 

providing a caring, tmsting work environment. The human focus leader emphasizes the 

relational aspects such as interpersonal competence and motivation (Sergiovarmi, 1984). 

This style of leader works to create a culture built on support, encouragement, and growth 

opportunities for the human component of the school. 

The political frame views organizations as live political arenas with very complex 

stmctures of both individual and group interests (Bolman & Deal, 1997). Organizations 

are coalitions of various individuals and interest groups. Most important decisions 

involve the allocation of scarce resources-who gets what. Scarce resources and enduring 

differences give conflict a central control in organizational dynamics and make power the 

most important resource. Similarly, the educational force of Sergiovanni focuses on 
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leadership from a diagnostic perspective. There is a constant evaluation process 

occurring, and the leader makes changes and adjustments to fit the curtent need. 

The symbolic frame and symbolic/cultural forces center attention on symbols, 

meaning, and faith (Bolman & Deal, 1993; Sergiovanni, 1984). A symbolic leader strives 

to identify the meaning of the daily rituals within a school so that students, teachers, and 

members of the community develop a sense of importance. Consequently, these 

researchers suggest that full potential within an organization can only be reached when 

that organization begins operating from the symbolic frame or force. Because of the 

sfrong relationship between the symbolic frame or force and the servant-leader model, 

this researcher theorizes that the servant-leader model will have similar results on high 

school students and their respective high schools. 

Statement of the Problem 

The purpose of this study was to determine if students' short-term perception of 

leadership could be changed after exposure to the servant-leader model during the course 

of a three-hour workshop. The servant-leadership model is characterized by the 

characteristics of integrity/tmst, service, respect/love, the willingness to listen, and a 

desire to serve a higher calling/values system. 
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Research Ouestions 

The overriding question surrounding this study was to determine if a three-hour 

workshop on the servant-leader model could impact high school students' short-term 

perceptions on leadership. The subsidiary research questions were: 

1. Is there a difference in student perceptions of leadership immediately 

following a three-hour exposure to a servant-leader model? 

2. How are the student perceptions of the servant-leader model affected by the 

leadership workshop? 

3. What do students consider the impact of the servant-leader model will be on 

their respective schools? 

Purpose 

The purpose of this study was to determine if a three-hour exposure to the 

servant-leader model could impact high school students' short-term perceptions on 

leadership. This study was used to establish basic level interest in the servant-leader 

model among high school age students. This study did not seek to determine longitudinal 

results for the receptivity to this leadership model. The researcher utilized this study as a 

mechanism to determine whether a need for the development of curriculum on the 

servant-leader model existed. The researcher utilized the short-term study as a catalyst to 

determine the need for future study and research, as there is limited literature available on 

high school leadership. 
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The secondary purposes of this study were to: 

1. Analyze the current perceptions of leadership possessed by the high school 

students age 15-18 attending the two workshops. 

2. Identify existing barriers, or resistance to the servant-leader model. 

Assumptions 

The assumptions for this research were as follows: 

1. There will be a favorable response when students are exposed to the servant-

leader model. 

2. Students will respond to survey questions and interview questions honestly. 

Delimitations 

The following were the delimitations for this investigation: 

1. This study will include 100 students each from two separate servant-leader 

workshops administered by this researcher. 

2. The workshop will be conducted in two different regions of the state and will 

be three hours in length. 

3. All participants in the workshops will be students currently enrolled in a 

Texas high school consisting of grades 9-12. 
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Limitations 

The following were the limitations for this investigation: 

1. This study does not attempt to evaluate any prior knowledge the students have 

towards leadership. 

2. All perceptions about leadership are accepted as viable. 

3. This study seeks to identify whether the perceptions students have towards 

leadership are impacted after attending a workshop on the servant-leader 

model. 

4. This study is based solely on responses, observations, and interviews with 

high school age students from two separate high schools in Texas. 

5. Information will not be solicited from any school personnel because the 

researcher is interested in the responses of the students only. 

6. The workshop does not attempt to serve as a conversion project in which any 

religion is advocated over another. References to religion or religious figures 

are utilized from a historical standpoint to assist in bringing meaning to the 

understanding of the servant-leader model. 

Significance of the Studv 

There is a vast array of material in the field of education dealing with aspects of 

school leadership. Unfortunately, little of this information is focused on the student as 

leader. 
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This study may provide evidence that the perceptions students currently have 

towards leadership can be impacted through a servant-leader model. The servant-leader 

model is consistent with the thoughts of Bolman and Deal (1993) and their symbolic 

frame. Sergiovanni's symbolic force is very similar to the servant-leader model because 

of the references to faith and school as a religion. This researcher contends that school 

climates can be impacted in a positive manner through an exposure to the servant-leader 

model. 

Chapter Summary 

The purpose of this study was to determine if a three-hour exposure to the 

servant-leader model can impact high school students' short-term perceptions about 

leadership. The target population for this study was students ranging in age of 15 to 18 

years of age, enrolled in high school grades 9-12 at the time of the study. An overview of 

the research questions, significance of the study, limitations, and definitions are included 

in Chapter I. Chapter II reviews the literature related to the servant-leader model. 

Methodologies and procedures are included in Chapter III. Chapter IV will represent the 

collection and analysis of the data, and Chapter V will present the summary, conclusions, 

and implications for further research or exploration. 
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CHAPTER II 

REVIEW OF THE LITERATURE 

The focus of this review of the literature is on various practices of the servant-

leader model. The review of the literature will begin with a study of available literature 

on the servant-leader model as it pertains to the area of business. The literature review 

will continue with a focus on servant-leadership within the field of educational 

leadership. The review of the literature will conclude with existing literature on the 

servant-leader model as it pertains to students. Servant-leadership will be reviewed from 

the five areas of integrity/tmst, love/respect, listening, service, and the higher 

calling/values. 

Bolman and Deal (1993, 1997) and Sergiovanni (1984, 1992, 2001) have done 

extensive research in the area of identifying frames and forces of cognition respectively. 

These cognitive frames have been channeled into four specific areas of research. They 

are the stmctural, human resource, political, and the symbolic frames. These frames, and 

specifically the symbolic frame, will form the foundation for this review of literature. 

The symbolic frame has been selected because of the similar alliance with the servant-

leader model. The symbolic frame and force (Bolman & Deal, 1993; Sergiovarmi, 1984) 

center on symbols, rituals, and faith to bring meaning to the workplace. Likewise, the 

servant-leader model endorses these characteristics. 
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Leadership in Business 

As businesses move from the 90s into the new millennium, there comes a desire 

to begin to rethink the ideas of leadership (Kiechel & Rosenthal, 1992). Many of the 

scholars reporting on leadership no longer view leadership and management in the same 

light (Rost, 1993). Major American companies such as Southwest Airiines, IBM, 

General Motors, Kodak, Digital Equipment, Westinghouse, and American Express are 

coming to the conclusion that a paradigm shift is required in the ways we view leadership 

(Frieberg, 1998; Huey & Sookdeo, 1994a; Rost, 1993). In fact, these companies are but a 

few examples where ex-CEOs are in abundance and where the classical forms of 

leadership or management are no longer used to stimulate company growth. The concept 

of servant-leadership is gaining rapid support from leaders and followers alike (Frieberg, 

1998; Huey & Sookdeo, 1994a; Rost, 1993). 

In this section of the literature review, the impact of the servant-leader model will 

be viewed from the perspective of the business world. The literature will be examined 

from the five characteristics of integrity/tmst, love/respect, service, willingness to listen, 

and the desire to serve the higher calling/value system. These characteristics have been 

selected because of early identification of characteristics of the servant-leader model. 

Integrity/Tmst 

A key ingredient to servant-leadership is developing tmst or integrity. Theorists 

have long championed the place for integrity in the attributes most desired in leaders 

(Wendel, Hoke, & Joekel, 1996; Pastin, 1986). Rost (1993) made the following point. 
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"an ideal [ethical] organization adds to the autonomy and value of the individuals who 

are the organization. It does not require individuals sacrifice some of their integrity to 

belong to the organization" (p. 160). The servant-leader model manifests itself through 

the building of tmst and integrity as opposed to the erosion of integrity required of some 

organizations (Pastin, 1986). 

According to Rosenbach and Taylor (1998), the most streamlined method to 

building tmst is to give power away. By doing this, the power of the organization is 

spread throughout the organization much quicker and from different points of view. 

They suggest that by providing an example for all employees to copy, leaders are 

building credibility with their workers. "Do what you say you will do" (Rosenbach & 

Taylor 1998, p. 226). It is not sufficient for leaders to clarify their beliefs. Integrity is 

gained when people live their beliefs rather than talk about their beliefs (Rosenbach & 

Taylor, 1998). Integrity is a key component to gaining tmst. Likewise, tmst is dependent 

upon having tmstworthy people (Baker, 2001). Baker (2001) went on to describe 

tmstworthy people as people with principles. These are people that within their personal 

lives practice the beliefs they expect members of their organizations to operate. 

The researcher theorizes that this last statement of practicing beliefs is a difficult 

concept for high school age students to grasp. This theory can, in part, be supported by 

the rationale that high school students are young adults, and this concept is difficult for 

adults in general to successfully comprehend (Cambell, Durmette, Lawler, & Weick, 

1970; Rothstein, Schmidt, Erwin, Owens, & Sparks, 1990). The teaching of integrity and 

tmst in high school students can impact public schools in the same manner that it has 
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impacted the business community. For instance, high school students should plan 

activities that promote the self-esteem of the high school populations as opposed to 

desfroying one another so that some individuals can feel superior to others. This activity 

could take the form of a freshman-mentoring program. The upper classmen will identify 

an incoming ninth grader and become their mentor for the duration of the year. The 

upper classmen will be encouraged to assume responsibility for their freshmen 

throughout the year. School traditions, as well as study habits and other helpful ideas, 

would be shared with or taught to the freshmen. 

The concept of tmst is not new at Southwest Airlines. The Southwest employees 

deal with customers with professionalism and integrity. They answer every concem and 

try desperately to resolve concems when they arise. However, when employees once 

failed to satisfy the concems of a frequent flyer, as well as a frequent complainer, the 

complaint ended up on CEO Herb Kelleher's desk. His reply to the complaining 

customer was swift and brief "Dear Mrs. Crabapple, We will miss you. Love, Herb" 

(Frieberg, 1998, p. 270). This kind of response breeds confidence and tmst in employees 

because the tme servant-leader does not require his/her employees to sacrifice their 

integrity just to satisfy a difficult customer (Frieberg, 1998). 

The tale of Ms. Crabapple has been included because it exemplifies a new and 

different way to view tmst (Frieberg, 1998). In the past, businesses buiU their tmst with 

the customer. Southwest Airlines has determined they will build their tmst with the 

employee. By doing this, the employee is better prepared to serve the needs of the 
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customer because the employee's needs have first been served by administration 

(Frieberg, 1998; Greenleaf, 1977). This is the essence of servant-leadership. 

Again it can be theorized that students will also perceive integrity and tmst 

favorably and as valid components of a successful leadership model (Bettis & Adams, 

2002). Even in the cutthroat world of business, integrity and tmst are an essential part of 

the servant-leader model because these traits are necessary for others to have confidence 

in the ability of the leader to lead (Jones, 2002). Unfortunately, many high school leaders 

lead from a popularity perspective. Many feel their popularity is diminished if they are 

forced to share it with others. Consequently, they resort to destroying others by attacking 

their self-worth. This erosion of an individual's self-worth is detrimental to the building 

of integrity and tmst. The researcher suggests the servant-leader model can assist in the 

development of tmst and integrity in high school student leaders. 

Love/Respect 

Servant-leadership is more than the latest craze. While some may dismiss 

servant-leadership as a "touchy feely flavor of the month," others disagree (Huey & 

Sookdeo, 1994a). According to Huey and Sookdeo (1994a), "It's real, U's radical, and 

ft's challenging the very definition of corporate leadership for the 2 l" century" (p. 2). 

It may be farfetched to title servant-leadership as radical. In fact, this leadership 

concept has existed since Biblical times. "Do unto others as you would have them do 

unto you." The Golden Rule is widely accepted as a standard practice for society 

(Wendel, Hoke, & Joekel, 1996). While dialogue pertaining to The Golden Rule has not 
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been specific to the corporate worid, the mle remains applicable (Braham, 1999; Wendel 

etal., 1996). 

This researcher suggests that many interpret the "do unto others" as a challenge to 

not misfreat others, while the servant-leader model suggests doing for others what we 

would have them do for us. This action approach to assisting the fellow man creates a 

sense of camaraderie that tums to respect and then to a form of love. 

It has become a common practice for leaders of companies to actually show a 

high regard or love for the well being of their employees (Blackaby & Blackaby, 2001; 

Rosenbach & Taylor, 1998). Servant-leadership comes in the form of love at Southwest 

Airhnes. "Love is an act of will. It [love] is something Southwest employees do because 

they are committed to the well-being of others" (Frieberg, 1998, p. 217). hi fact. 

Southwest has used the motto, "We're Spreading Love" for several years in many of the 

company's ad campaigns (Frieberg, 1998). It appears however, that Southwest Airlines 

has done more than advertise their motto. They have practiced it, as well, with few 

exceptions. Kelleher models this demonstration of love by caring enough for his 

employees to protect them from the Ms. Crabapples of the world (Frieberg, 1998). 

This researcher hypothesizes that students will view love and respect as 

favorably as they have been viewed within the lens of the business arena. 

Provided this hypothesis holds tme, the servant-leader model can conceivably 

have the same impact on Texas public high schools as has been witnessed in the 

area of business. The servant-leader model requires humans to think less of their 

personal needs and focus more on the needs of others (Greenleaf, 1977). 
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Students in high schools will demonstrate their respect and love in a variety of 

fashions. Again, the freshmen mentoring program provides excellent 

opportunities for student leaders to demonstrate a respect for the incoming 

freshmen. This willingness to assist the least knowledgeable membership within 

the school contributes greatly to a mutual respect. 

Major General John Stafford, then Commander of the U.S. Army's Military 

Traffic Management Command, stated, "When people ask me that question (how to 

develop a leader), I tell them I have the secret to success in life. The secret to success is 

to stay in love" (Rosenbach & Taylor, 1998, p. 228). To feel success, humans must love 

what they are doing enough to maintain the passion to continue. Constituents will not 

follow a leader unless there is a love, passion, or respect present. Baker (2001) 

elaborated on the respect aspect of servant-leadership. "It [servant-leadership] means 

leveling hierarchies. It means not only being a boss, but also a friend. It means listening 

to those served to find out what they really need you to do for them, rather than deciding 

for yourself what is best for them" (p. 5). Servant-leadership requires a respect and love 

for both the work at hand as well as for the person being led. 

Service 

The servant-leader works hard to serve the followers or associates, who in tum 

serve the customer (Braham, 1999; Greenleaf, 1973). Greenleaf (1973) further suggested 

that a leader is the person who is willing to risk and thereby serves those who are less 
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fortunate than those he/she is leading. "The business then becomes a serving institiition-

serving those who produce and those who use" (Bole, 1994, p. 5). 

Rosenbach and Taylor (1998) suggested that servant-leadership is contrary to the 

"leader-as-heroes myth perpetuated in comic books, novels, and movies" (p. 223). They 

assert that servant-leadership is essential to the development of the relationship between 

leader and follower. If the leader is unable to assist the follower through service to 

achieve his/her dreams, then it is impossible for the follower to be led. 

Braham (1999) stated that the concept of servant-leadership is a fundamental goal 

within the business world. The leaders within the organization work diligently to serve 

their associates, who, in tum, serve the customers. The story of Kelleher's interaction 

with Ms. Crabapple demonstrates Kelleher's refusal to allow his associates to be 

demeaned (Frieberg, 1998). Kelleher served his employees by recognizing the fact that 

the customer is occasionally wrong. He is not willing to sacrifice his employees to make 

Ms. Crabapple happy when he is confident his employees have gone beyond reasonable 

expectations in an attempt to provide the best service possible. Kelleher realizes that 

there will be some people who simply cannot be satisfied (Frieberg, 1998). Steward, 

CEO of World Wide Technology, says, "There's a scripture that says seek Me first and 

everything else will be added unto you. That means seek to serve" (Braham, 1999, p. 5). 

Service or altmistic involvement is an integral component of high school life in 

public schools (Eisenburg, 1982; Oliner & Oliner, 1988). Yet the service rendered on 

high school campuses for the most part fails to meet the servant-leader test. Service is 

primarily performed in an attempt to eam mandatory service hours for participation in an 
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organization. Service may also be performed from a competitive perspective. Students 

perform an act of service but many times do it while attempting to either defeat someone 

or to bring recognition to their particular organization. Servant-leadership is practiced by 

serving others, but its ultimate purpose is to place one, and others for whom one has 

responsibility, in service of ideals (Sergiovanni, 1992). The researcher theorizes that this 

lack of tme altmism, that is serving simply for the betterment of mankind, can be 

addressed through the servant-leader model, thereby impacting our public high schools in 

a favorable fashion. 

Servant-leadership requires maturity on the part of the leader. It requires the 

leader to place self-interest on hold while choosing to serve others (Baker, 2001). Just 

because one serves and holds a leadership position does not automatically make that 

person a servant-leader (Greenleaf, 1977). Greenleaf s (1977) studies indicate a tme 

servant-leader is servant first. Some may first choose to be a leader then serve, or serve 

in a fashion that is controlling. However, this is not the method that produces the greatest 

results. Baker (2001) argued that practicing servant-leadership within an organization 

requires the leader to remove obstacles from the path of the follower. Servant-leadership 

requires a leader to have a passion for meeting the needs of others through service. 

Again, service is the most readily available characteristic of the servant- leader 

model found in Texas public schools today. From this researcher's hypothesis, service 

by high school student leaders should not be performed out of obligation. The servant-

leader model assists in developing the leader, thus allowing him/her to participate in 

service opportunities willingly. High school students will be constantly exposed to 
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service opportunities. There will be considerable education on the merits of altmism and 

the benefits of serving others. Once again, the focus will be taken away from the leaders 

and positioned on those who are being served. Currently, many prizes are awarded to the 

students who raise the most money. This creates an environment of competition and 

diminishes the worth of the service. In the servant-leader model, the attention will be 

focused on the recipient of the service as opposed to the provider. 

Willingness to Listen 

Servant-leadership is difficult for many leaders because it requires a kind of 

opermess, a freedom to share in mistakes and pain that few managers are willing to accept 

(Kiechel & Rosenthal, 1992). 

The best leaders are the servants of others' wants and desires, hopes and dreams. 
By knowing their constituents, listening to them, and taking their advice, leaders 
can stand before others and say with assurance, 'Here is what I heard you say you 
want for yourselves.' (Rosenbach & Taylor 1998, p. 223) 

Rosenblum, dean of the University of Virginia's business school, describes 

servant-leadership this way, ".. .the leader brings a vision, but also his realization that 

everyone else in the organization may have a vision of his own" (Kiechel & Rosenthal, 

1992, p. 124). Rosenblum observes that "servant-leadership at its heart is an opermess, 

an ability to listen, and an ability to speak in a way that engages people directly affected 

by the choices to be made" (p. 124). Everyone talks. From the dialogue emerges a 

shared vision. 

Baker (2001) agreed with this concept. He suggests that servant-leadership 

requires interdependence between the leader and follower. To achieve this 
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connectedness, the leader must first listen and then listen intently for understanding. A 

servant-leader is required to listen, to identify, and to clarify what the organization is 

saying. This level of listening requires more than just hearing. "To the servant-leader, 

listening means a genuine willingness to be influenced by those you serve" (Baker, 2001, 

p. 4). 

Knudsen (2001) reflected on the works of Senge when discussing listening. 

Senge (cited in Knudsen, 2001) suggested that listening is essential to reaching the 

pinnacle of leadership. Without the willingness to Usten closely at all levels, the leader 

carmot reach maximum potential personally, nor can the follower. 

It can be hypothesized that students operating in a servant-leader model should 

embrace the concept of listening as well. High school students tend to be more 

concerned with their personal needs than with the needs of those around them. The 

servant-leader model provides an example by which students can be educated that 

listening and hearing different perspectives provides opportunities for growth on a 

personal level. If students can be trained to focus and hear the needs of others within 

their schools, they have a much better opportunity to impact their environments in a 

positive fashion. 

As Drakeford (1982) has stated previously, people grow and develop when they 

listen to the needs of those around them. This ability to listen provides direction for the 

servant-leader as he/she works towards the development of others. With evidence that 

this concept is tme with adults, the same should apply to students. 
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Higher Calling/Values System 

Greenleaf (1977) referred to the higher calling of leadership. He suggests that the 

work exists for the person as much as the person exists for the work. This new attitude 

requires awareness for leaders to stay open and attentive to the needs of those around 

him. Leaders must perpetuate and continue to articulate the larger priorities, or vision, 

while constantly being aware of the smaller elements and how these elements relate to the 

whole. 

In recent years, there has been an inclusion of literature on leadership in the 

secular world that religious principles do indeed have a positive impact on the business 

world. In fact, this leadership concept has existed since Biblical times. "Do unto others 

as you would have them do unto you." The Golden Rule is widely accepted as a standard 

practice for society (Wendel, Hoke, & Joekel, 1996). While dialogue pertaining to The 

Golden Rule has not been specific to the corporate world, the mle remains applicable 

(Braham, 1999; Wendel et al., 1996). It is not uncommon for today's business leaders to 

enter into covenants or agreements with their workers. However, to do so there must be a 

demonstration on the part of the leader that the leader's value system is more than just 

words (Rosenbach & Taylor, 1998). Greenleaf (1973) suggested that if two or more 

people share certain values, the bond between them will be stronger and more effective 

than if they simply follow the same directives. They are more likely to work together 

when they believe the same things rather than because they fear their boss. The servant-

leader model allows the higher calling or values of an organization to take precedence 

over the personal needs of any individual (Greenleaf, 1973; Rosenbach & Taylor, 1998). 
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The servant-leader model is dependent on an effort to create a corporate 

environment in which every employee feels a sense of community (Blackaby & 

Blackaby, 2001). The jobs of the past were performed for the single purpose of eaming a 

paycheck. Personal fulfillment was definitely not a priority, hi contrast, the workplace 

of today provides an opportunity for self-expression and contributes to society at large. 

The worker in the 21^' century will seek out companies where corporate values are 

congment with personal values. Given the opportunity, people will gravitate towards the 

jobs that provide meaning to their personal life. 

CEO Herb Kelleher provides an outstanding deal to passengers flying Southwest 

Airlines. Kelleher has taken a different approach to the higher calling however. Whereas 

most companies argue that the customer is always right, Kelleher acknowledges that the 

customer is sometimes wrong. Kelleher has made the higher calling a work environment 

conducive to high employee morale. He has taken the human resource frame to a higher 

level and into the symbolic frame. A human resource leader is necessary to provide a 

caring, tmsting work environment. The leader in this frame will make it a priority to 

show concem for others and offer ample opportunities for reciprocal involvement. 

Whereas the human resource frame focuses on the needs of the individual, the symbolic 

frame centers attention on symbols, meaning, rehgion, and faith (Bolman & Deal, 1993). 

Apparently this approach works as Southwest Airlines is consistently rated at or 

near the top in most categories in the airiine industry (Frieberg, 1998). At Southwest 

Airlines, the employees provide outstanding service because they realize they are coveted 

members of a family (Frieberg, 1998). 
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Servant-leadership is being incorporated at Pepperdine University. President 

David Davenport is using the servant-leader model to assist in making Pepperdine more 

than a cold institution. Instead of students registering for class in a noisy area, each 

student meets individually with a faculty advisor who has access to a computer tied 

directly into the central scheduling system. This move from institutional convenience to 

institutional service is an indication that Pepperdine has opted to bring the higher calling 

to the students (Kiechel & Rosenthal, 1992). This higher calling comes in the form of 

administrators acting out of a servant's mentality rather than a mentality of convenience 

to themselves. 

Further, in the servant-leader model, the criterion of a leader's ultimate 

measurement comes from a plane higher than the human origin. The character of a tme 

leader requires an answer to a calling that sounds from the highest source and shapes 

him/her in the deepest, most personal comers of his/her soul (Bama, 1997; Jones, 2002). 

This is consistent with the teachings of Bolman and Deal (1993) and their writings on the 

symbolic frame of cognition, as well as with Sergiovanni (1984) and his reference to the 

symbolic force. The symbolic frame and force deal with symbols, faith, and events as a 

religious ceremony (Bolman & Deal, 1993; Sergiovarmi, 1984). These researchers 

suggest the only way to elevate organizations to a higher level is to operate from the 

symbolic frame (Bolman & Deal, 1993; Sergiovanni, 1984). It is important for leaders to 

have a pure heart, or pure motives as they lead their followers towards the higher calling. 

"Values are often considered the soft side of management, but, based on our research, we 
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would say that nothing is more difficult than to be unwaveringly tme to one's guiding 

beliefs" (Rosenbach & Taylor, 1998, p. 226). 

It appears then that the business leader of today should strive to be a servant-

leader and must constantly display integrity, honesty, and a constant desire to strive for 

the higher calling-one that goes beyond making a profit (Blackaby & Blackaby, 2001). 

Many of the business leaders of today have decided to approach life from a more humble, 

or from a servant's, point of view. 

The servant-leader model requires men and women to look beyond personal needs 

and desires and elevate their thoughts to a higher plain or calling (Greenleaf, 1973). 

Society, and all members within, gains from the selfless acts of others when this occurs. 

This researcher suggests high school students can be educated on the higher calling 

within their respective schools. The servant-leader model is centered on focusing on the 

meaning behind issues, similarly to the symbolic frame (Bolman & Deal, 1993). This 

researcher suggests the servant-leader model can be beneficial to the public high schools 

of Texas. 

Conclusions 

In the attempt to describe servant-leadership and the relevance to the business 

community, it must be understood that a paradigm shift will be required from the more 

traditional ways of business thinking (Baker, 2001). ft will require businessmen and 

businesswomen to view the world and the people in it in a different light. To do this 

successftilly, it will be necessary for the servant-leader to "be vulnerable, to listen for 
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understanding, to respect differences in perspective, and to receive feedback from others. 

Only then will you be able to modify your assumptions, values, and paradigms-your 

world view" (Baker, 2001, p. 5). If these changes are made, the motives of leaders 

become more pure, and a higher level of leadership adherence or the practice of servant-

leadership is attained. 

Educational Leadership 

In this section of the literature review, servant-leadership will again be analyzed 

through the five characteristics of integrity/tmst, love/respect, service, willingness to 

listen, and higher calling/values. Attention to the examples of preparation opportunities 

for administrators as it pertains to servant-leadership, rituals within the schools, and 

campus leadership within the servant-leader model will be referenced. 

The concept of servant-leadership manifests in educational leadership in the form 

of spirituality. While Coyne and Coyne (2001) offered evidence that components of 

servant-leadership can be taught without teaching religion. Biblical as well as other 

religious references do offer the compass by which servant-leadership can be measured. 

Because of the religious implications, many principals and other school leaders are 

reluctant to openly discuss morality and spiritual development—characteristics looked for 

in the higher calling, as well as their place in school leadership (Coyne & Coyne, 2001). 

This reluctance goes against the thoughts of leading school leadership authorities 

such as Bolman and Deal (1993) and Sergiovarmi (1984). They contend that for schools 

to aspire to the most productive levels possible, there must be a movement away from the 
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stioictural and human resource frames, and a movement towards the symbolic frame. The 

symbolic frame is characterized by references to rituals and symbolism. Bolman and 

Deal (1993) contended that humans have searched for the meanings of these rituals and 

symbolisms through religions for ages, yet there appears to be a conflict between the 

servant-leader model and the laws goveming the United States of America (Ferrararo, 

1998; Underwood, 1998). 

Integrity/Tmst 

Preparation programs for today's administrators are faced with a difficult task. 

The present day principal must think strategically, handle multiple ambiguous tasks at 

once, stay clear and steadfast on fundamental vision and values, maintain integrity and 

interpersonal sensitivity, and handle stress with relative ease (Davis, 1998). Several 

schools of leadership suggest that leadership has evolved from a time when principals 

concentrated on what the school needed to do to a time when the emphasis must be on 

what the school needs to be (Davis, 1998). The leader must have a vision for the school 

but will not invent the vision alone. To implement a vision that will make a significant 

contribution to the school community, the principal must involve all the stakeholders in 

helping to form the vision and in addressing implementation strategies once the vision 

has been identified (FuUan, 1997). This vision is strongly influenced by people's values. 

A tmst emerges between leader and follower alike, as all participants embrace these 

values. By articulating a view of the future that is better than what currently exists, the 

48 



vision, or the quest for a school to be all it is capable of, is accomplished (Bennis & 

Nanus, 1985; Depree, 1992; Davis, 1998). 

Preparation programs for school administrators will need to give far more 

emphasis and a concem for values and servanthood if the programs are to be successful 

(Sergiovanni, 1984). This presents an interesting paradigm shift, as schools have long 

been bastions of the management form of leadership (Rost, 1993). Pastin (1986) made 

the following point, "An ideal (ethical) organization adds to the autonomy and value of 

the individuals who are the organization. It does not require that the individuals sacrifice 

some of their integrity to belong to the organization" (p. xiv). 

It is essential for leaders to promote integrity within organizations so that the 

group focus can always be identifiable and consistent. If the vision of schools vacillates 

from day to day, it becomes difficult for employees to be tme to the integrity of the 

organization. 

The development of integrity is essential to the development of any organization 

(Rost, 1993; Pastin, 1986). This statement should also hold tmth for the development of 

student organizations as well. The researcher theorizes that the servant-leader model will 

have an impact on Texas high schools by providing a foundation for the development of 

integrity/tmst. Student leaders will be taught the merits of promoting the well being of 

their classmates as opposed to promoting personal agendas. By conceming themselves 

with the needs of others, the leader's integrity grows and a tmst is developed with their 

peers. Student organizations will become centers where the primary focus is on the needs 
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of the students in the school. Free tutoring assistance and attendance hotlines are 

examples of ways students can work together to develop tmst within the schools. 

Love/Respect 

One of the staples of public school education centers on the concept of respect 

(Eisner, 2001). Students are taught expressions from the first day of kindergarten that 

focuses on leaming the concept of respect. One of the most noted expressions of respect 

surfaces in the area of patriotism (Leadership Now, 2000). Students are encouraged from 

an early age to stand at attention, put their hands over their hearts, and recite the Pledge 

of Allegiance. While the Supreme Court mled in 1943 that this form of expression 

carmot be mandated, it remains a focal point in the displaying of respect to our coimtry at 

school each day (Eisner, 2001). While students refusing to recite the Pledge of 

Allegiance due to religious reasons are not showing disrespect to the American flag, they 

are showing a respect to their particular religion and demonstrating a respect for our Bill 

of Rights. There is however, a point where the respect for country, or another person, 

grows from respect to love (Leadership Now, 2000). 

George Washington is an example of respect growing into love. Washington's 

model of love to his country came in the form of his unselfish acts of service. 

Washington stated at his First Inaugural Address: 

On one hand I was summoned by my Country, whose voice I can never hear but 
with veneration and love, from a retreat which I had chosen with the fondest pre
dilection, and, in my flattering hopes, with an immutable decision, .. .by the 
addition of habit to inclination, and of frequent intermptions in my health to the 
gradual waste committed on it by time. (Leadership Now, 2000, p.l) 
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This display of love of country by Washington is rarely referenced in our schools (Eisner, 

2001). Perhaps if more effort were placed on teaching why children should have feelings 

of love and respect towards their country, and less on the recitative involved, then 

genuine respect and love could evolve (Eisner, 2001). This researcher suggests that 

developing a genuine love and respect at an early age establishes the core values essential 

to the success of future student servant-leaders. The development of these values such as 

love/respect should equate to an impact on high schools in the state of Texas. The 

development of respect could lower discipline referrals as well as crimes that are 

committed such as stealing and fighting. Education on the value of love and respect 

makes students more aware of the positive impact such a model can provide. The 

implementation of all components of the servant-leader program will assist in the 

development of respect and love. 

Service 

Whatever a person's code of ethics or spiritual beliefs, there is an underiying 

notion of service to others in all cultures and civihzations (Egan, 1994). School leaders 

are no different. Principals wishing to fiinction as servant-leaders must come to the 

realization that in effect, they are staff positions (Amold & Harris, 2000). They are there 

to help meet the needs of teachers, students, and parents to accomplish the goals as 

outlined by the school district. A major challenge for an educational servant-leader is to 

remove the obstacles that prevent faculty from doing their work and to give them the 

freedom and incentive to live up to their potential (Pellicer, 1999). 
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Toumier (1964) suggested that leaders are always respected when they demand 

more of themselves than of their followers, and when they show them the same 

consideration and loyalty they would expect from them. Toumier (1964) offered a 

differing thought suggesting a leader is despised if he uses his/her power for personal 

advantage. The occasion to protect oneself from adverse circumstances goes against the 

principles of the servant-leader model (Greenleaf, 1977). 

Servant-leader principals find ways to address the needs of those they are serving 

(Amold & Harris, 2000). This may come in the form of providing supplies when the 

funds have been exhausted, hand writing notes of appreciation for jobs well done, or 

providing rest for a teacher going through personal problems. 

Sergiovanni (1992) suggested that service might take on a different form than 

anticipated. Service might also include values, respect for the values of the school 

community, a sense of what is right and good, and a desire to serve what is right and 

good. Sergiovanni (1992) continued with this line of thinking by suggesting that the 

leader and the follower should serve a shared ideal together. Servant-leadership is 

practiced by serving others, but its ultimate purpose is to place oneself, and others for 

whom one has responsibility, in service of ideals (Sergiovanni, 1992). The service of 

these ideals should manifest itself in improved student performance on a campus 

(Sergiovarmi, 1992). Sergiovanni (1984) contended that maximum achievement can only 

be attained when schools are being operated from a symbolic reference point. The 

servant-leader model is similar in principles to the symbolic frame as it relates to rituals 

and a focus on religious principles. 
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While service projects involving students are a commonality in Texas high 

schools, this researcher proposes that a closer look is needed into the motives that drive 

such projects. This researcher suggests that the servant-leader model can have an impact 

on the students and high schools in Texas and that service will be performed for the 

betterment of humankind rather than to accumulate service points. This service to others 

can materialize in many fashions. The student leadership on each campus can select 

projects unique to their campus that serve the community in which they are located. 

Examples would include mentoring elementary age students in reading, developing study 

habits, or serving the elderly through spring-cleaning and revitalization of property 

projects. 

Willingness to Listen 

When listing the characteristics of successftil principals, Sergiovanni (2001) 

suggested that listening is instmmental for the success of the principal but also for the 

benefit of the school itself Sergiovarmi (2001) elaborated that listening to colleagues is 

necessary, but a principal must also be willing to listen to students and parents. This 

demonstrates a willingness to work effectively with people and secure their cooperation. 

Traviss and Shimabukuro (1999) concurred with this belief The graduates of the 

Institute for Catholic Educational Leadership are expected to be "community builders" 

(p. 339). By building community, the leaders from this institute are stimulating 

involvement of students, parents, and faculty through the listening to the needs of the 

community and the members within the community. 
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Hausman, Crow, and Sperry (2000) approached the concept of listening from a 

different perspective. These scholars suggest the emotional intelligence characteristics of 

empathy and social skills are instmmental in the development of an ideal principal. 

Effective principals understand the emotional makeup of those they are leading and 

respond accordingly. Good principals understand that different personalities bring 

different gifts and possible solutions to the problems at hand. Principals also understand 

that people have different needs that must be addressed in this process. A principal must 

utilize his/her interpersonal strategies and be acutely aware of the needs of those in the 

vicinity. This can only be done through a listening or awareness process. 

Drakeford (1982) made the following statement: 

One authority in the field of leadership speaks about the necessity of the leader's 
making an 'effective show of devotion.' Such a display may take the form of a 
statement of appreciation by the leader, but by far the most effective way to do it 
will be to indicate a willingness to listen to what his followers have to say. (pp. 
118-119) 

Higher Calling/Value System 

School leaders should employ the moral language of high ideals (Capps, 1999). 

Vaill (1998) contended tioie leadership is spiritual/servant-leadership. Bolman and Deal 

(1995) drew attention to qualities of the spirit and soul as the essence of leadership. This 

spirituality, this belief, or these values are at the core of the success of an administrator 

(Chopra, 2002; Fullan, 2002; Kessler, 2002; Soder, 2002; Sokolow, 2002; Stokely, 2002; 

Wheatley, 2002). These values communicate to staff members, parents, and students 

what the principal believes to be important. "Tmth, honor, reason, integrity. 
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responsibility, service, and democratic principles liberate children to imagine their 

futures" (Capps, 1999, p. 2). All these admirable qualities may appear to be somewhat 

daunting to the youth of America. However, it is only through the teaching of these 

values that students can realize their maximum potential. This is a strong rationale for 

the implementation of a program where many of these values are emphasized. 

Effective school leadership is more than a set of skills or competencies. While 

the criterion such as budgets and standards tests are important to the success of any 

educational organization, tme leadership is related to the leader's character, beliefs, 

morals, values, emotions, integrity, and spirit (Creighton, 1999). "To lead our schools 

and the communities they serve into the new millennium, principals must strengthen the 

correlation between organizational success and their spiritual development" (Creighton, 

1999. p. 1). 

Sergiovanni (2001) defined this spirituality as symbohsm. The principal of the 

building assumes the role of "chief' and signals to others what is important and valuable 

in the school. This symbolic force of leadership derives much of fts power from the 

needs of persons at work to have a sense of what is important and what is of value 

(Sergiovanni, 2001). Likewise, Bolman and Deal (1993) stated: 

The symbolic frame centers attention on symbols, meaning and faith. Every 
human organization creates symbols to cultivate commitment, hope and loyafty. 
Symbols govem behavior through informal, implicit, and shared mles, 
agreements, and understandings. Stories, metaphors, heroes and heroines, ritiial, 
ceremony and play add zest and existential buoyancy. The organization becomes 
a way of life rather than merely a place of work. (p. 25) 

The schools of today are looking beyond management in the quest for strong 

leadership (Rost, 1993). This is resulting in the need for a paradigm shift, or an 
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opportunity to embrace effective practices from the business world. Thus it appears there 

is strong support for value-based leadership (Sergiovanni, 1992). Sergiovanni (1992) 

suggested that administrators' actions are not only influenced by their values; 

adminisfrators should actually take a stand and articulate their platforms. While there is 

also much resistance to this style of leadership because of the religious implications, the 

previous statement has tremendous implications for the future of our public school 

system. Attempts have been made to develop the values of the students within the public 

school system (Coyne & Coyne, 2001). In many instances this initiative has been 

through the development of character education programs. 

Student Servant-Leadership 

The focus of this study centers on the impact of the servant-leader model on 

Texas high schools from the perspective of high school student leaders. This portion of 

the review of literature will seek to identify information relating to student leadership in 

general and the servant-leader model as it relates to high school students. The majority of 

the research pertaining to leadership is adult-centered and focuses on the skills that may 

impact the leadership capabilities of adults (Hartman, 1999; Rost, 1990; Wheatley, 1999). 

Background information will be provided, suggesting the importance as well as the 

impact of such a focus. 

There must be a justification as to why a study involving high school leaders is 

important in an attempt to validate the need for the study on the impact of the servant-

leader model on high school students. Researchers suggest that exposure to specific 
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models of leadership during pre-coUege years can have an impact on the leadership that 

will be exhibited in the workplace as an adult (Cambell et al, 1990). Studying the 

perceptions and opinions of leadership held by current high school-aged students should 

assist researchers in further understanding the capabilities of adult leaders. This premise 

is supported by the Early Identification of Management Potential (EIMP) studies that 

were conducted in the 1950s and 1960s. This research reveals that early life experiences 

can both predict and shape later leadership (Cambell et al., 1970; Rothstein, Schmidt, 

Erwin, Owens, & Sparks, 1990). 

Exploration into the early identification of leadership behavior is important to 

help ensure that there are programs dedicated to the development of adolescent leadership 

opportunities (Smith, Smith, & Bamette, 1991). Kames (1990) stated that this kind of 

information would "ensure that leaders of the future are given the opportunity at an early 

age to begin to realize and develop their leadership potential" (p. 563). 

Given this background information, it could be assumed that there should be 

significant literature from theorists and researchers involving leadership studies of high 

school aged students. However, the review of the literature by this researcher reveals that 

despite the fact that there are research materials within business and other adult 

populations, there is very little literature available that examines student leadership (Bass, 

1990; Gavin & Furman, 1989; Granstrom, 1986; Morris, 1992). Most of the available 

literature that involves high school-aged students tends to categorize students into 

nartowly focused leadership groups, with the population itself being the identifying 

trademark for leadership potential (Bass, 1990; Kames, 1990; Sisk, 1985). hi other 
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terms, the characteristic of the group isolated for the study tends to possess the desired 

characteristics of leadership as outiined within that specific study. Spalding (1934 cited 

in Bass, 1990) stated there are studies of athletes and academically gifted students that 

discuss leadership criteria and perceptions. As would be expected, the athletes favored 

athletic ability as a leadership trait, while the academically gifted students favored 

leadership qualities that focused in their area of expertise. 

While there was no research on the servant-leader model available as it pertained 

to high school-aged students in public schools, there were related materials pertaining to 

adults in the areas of business as well as education. Adult leadership research 

information was included because there was so little information pertaining to student 

leadership. This information was included in the following sections of the literature 

review. The focus of this study was based on the impact of the servant-leader model on 

high school student leaders. This portion of the review of literature sought to identify 

information relating to student leadership in general and the servant-leader model as it 

relates to high school students. The majority of the research pertaining to leadership was 

adult-centered and focused on the skills that may impact the leadership capabilities of 

adults (Hartman, 1999; Rost, 1990; Wheatley, 1999). Background information was 

provided suggesting the importance, as well as the impact, of such a focus. 

This researcher exhausted all known resources in an attempt to locate research-

based literature focusing on leadership among secondary students and the servant-leader 

model. Searches conducted by this researcher included servant-leadership, adolescent 

leadership, adolescent psychology, youth leadership, leadership in high school-aged 

58 



students, and leadership development in high school students. This researcher agreed 

with the findings of Gavin and Furman (1989), Granstrom (1986), and Morris (1992). 

There was a scarcity of research studies on student leadership. This lack of knowledge 

addressing leadership in youth generally, and servant-leadership specifically, highlights 

the need for a study involving servant-leadership in general, and student servant-

leadership specifically. 

At present, however, the closest model in existence to servant-leadership in the 

public schools is character education (Spears, 2000). The most popular character 

program is Character Counts, a program established by the Josephson Institute of Ethics. 

This program is built on core values, which are called the "Six Pillars of Character." 

These pillars are tmstworthiness, respect, responsibility, faimess, caring, and citizenship. 

Much of the leadership literature centers on the belief that positive character can and 

should be a mainstay of the leaders' inner being. No one felt stronger about the character 

of a leader than Greenleaf (1977). This is significant because Greenleaf (1977, 1973) 

stated that character is essential to the success of the leader. By immersing the student 

leaders in a character education program, a positive step has been taken towards the 

development of servant-leaders. 

Today's schools are faced with the tremendous responsibility of developing 

leadership in today's youth (Woyach, 1992). hi fact, studies of adult leaders clearly 

indicate that youth leadership experiences in school-based clubs and organizations play a 

significant role in encouraging and preparing youth for leadership as adults (Cox, 1988). 

There must be a concem for today's students, as the changes in school accountability 
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have had a tremendous impact on the development of tomorrow's leaders. The fact that 

most schools across the nation are witnessing a decline in club participation should be a 

concem to those individuals interested in leadership development (Woyach, 1992). The 

decline in large part is attributed the more rigorous demands of state testing. Students 

that may have previously been able to participate in extra-curricular activities are now 

feeling the pressure to take classes that will allow for success in testing opportunities. 

Consequently, students have little opportunity to develop their leadership qualities 

through extra-curricular and service organizations. 

As stated previously, Bama (1997) and Cohen (1990) addressed the concept of 

leadership as an art. While these researchers were speaking of the business arena, T. 

Lautzenheiser (personal communication, August 14, 2000) suggested that this concept 

can, and should, be tiansferred to the education field as well. "It is imperative for 

students to have an opportunity to develop and refine these skills, and the schools must 

accept this challenge," stated T. Lautzenheiser (personal communication, August 14, 

2000). By developing these leadership skills at an earlier age, students have an 

opportunity to impact the high school campuses they represent. 

The following section of this review of the literature will focus on the public 

schools and their possible role in the servant-leader model. The characteristics of 

integrity/tmst, love/respect, service, willingness to listen, and higher calling/values will 

be examined as they pertain to the development of the servant-leadership model in the 

school. 
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hitegritv/Tmst 

According to T. Lautzenheiser (personal communication, August 14, 2000), 

elections are conducted every year to elect the "school leadership" for the following year. 

Unfortunately, more preparation goes towards insuring that the election won't be 

challenged than goes into developing leaders once the students are elected. School 

adminisfrators are consumed with making sure tasks are performed correctly. There is 

nothing wrong with being concemed with the integrity of an election. However, in all 

likelihood, it does not matter who wins the election if the elected officials are going to be 

ineffective because of a lack of training. Students must have a basic working knowledge 

and understanding of the concepts of integrity and tmst, according to T. Lautzenheiser 

(personal communication, August 14, 2000) and F. Kick (personal communication, 

September 21, 2000). "No number of titles, degrees, offices, designations, awards, 

licenses, or other credentials can substitute for basic honesty, integrity when it comes to 

the power of influencing others" (Doman & Maxwell, 1997, p. 23). T. Lautzenheiser 

(personal communication, August 14, 2000) contended that student leadership, like 

reading, writing, spelling, adding, and subtracting, must be taught. 

Prager (1998) considered integrity to be closely related to a person's character or 

moral fiber. Prager asserted the following: 

Character consists of doing the right thing when not doing the right thing is more 
tempting and immediately rewarding. Having character consists of valuing the 
good more than one's own desire, of being honest when dishonesty is personally 
beneficial, of exercising self-control when the impulse toward self-gratification is 
more powerful, (p. 6) 
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It is imperative for the characteristic of integrity to be taught to the youth of today 

(Cleland, 1998). Cleland stated, "The character and conduct of our youth reflect the 

character and conduct of society; therefore, every adult has the responsibility to teach and 

model the core ethical values and every social institution has the responsibility to 

promote the development of good character" (p. 6). Cleland (1998) went on to cite Ralph 

Waldo Emerson in a statement that best sums the qualities of integrity. Emerson said, 

"what lies behind us and what lies before us are tiny matters compared to what lies within 

us" (p. 2). 

This researcher proposes that the development of "what lies within" the student is 

essential not only to the well being of the student, but also to the society in which the 

student lives. "Students are leamers and schools are places for leaming, therefore, 

leadership curriculum opportunities are essential not only for today, but more importantly 

for tomorrow," stated F. Kick (personal communication, September 21, 2000) and T. 

Lautzenheiser (personal communication, October 4, 2001). The characteristics of the 

servant-leader model, such as integrity, are critical to the development of both students 

and the schools they attend. This researcher suggests that through the development and 

implementation of the servant-leader model, schools can be impacted in a favorable 

fashion. 

Love/Respect 

There are many opportunities for respect and love to be demonstrated by the 

youth of today (Gablenick, 1997). She contended that society dictates the norms of 
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respect. T. Lautzenheiser (personal communication, October 4, 2001) suggested 

patriotism is an excellent example of respect taught in the public schools. He elaborated 

that students are taught from an early age "to respect the flag, don't talk while others are 

talking, and always ask permission." T. Lautzenheiser (personal communication, August 

14, 2000), F. Kick (personal communication, September 21, 2000), and (Gablenick, 

1997) asserted that what is respected changes and is influenced by what society perceives 

as worthy of respect. Though what is to be respected may differ from person to person, 

the concept is a fairly universal one, asserted T. Lautzenheiser (personal communication, 

August 14, 2000) and (Gablenick, 1997). 

Theisen (2000) suggested that it is imperative for student leaders to have the 

respect of those they are leading. As a student government sponsor for many years, 

Theisen has seen countless student leaders walk the halls of his school. He contended 

that it is essential for students participating in student government to understand the two 

roles they must assume when elected. These two roles are centered on the role as a leader 

and the role as tmsted servant. These roles carmot both be served unless there is a respect 

between the follower and the leader (Theisen, 2000). 

Sergiovanni (1992) suggested respect is possible in a community in which all are 

loved and respected, where community ties become substitutes for extemal controls, 

where self-interest gives way to sacrifice, and where members associate with one another 

because they enjoy it and share a common practice. These ideas are consistent with 

Booth (2001) and his description of a holistic approach to leadership at DeSoto High 

School. The Success Program centers on the development of the heart, not from a 
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physical sense, but rather from an emotional viewpoint. Flippen (in Booth, 2001) said, 

"Establish the heart cormection. This step occurs when students leam that having heart in 

what one does is important. It sets aside personal agendas." (p.l) 

By eliminating personal agendas and adopting the servant-leader model that 

includes love/respect, this researcher theorizes that the public schools and the 

memberships within will be impacted in a positive fashion. The schools and the 

members all grow because the focus tums from personal need to respecting the needs of 

others. Examples would include the mutual respect between faculty and student as they 

work together for the betterment of one another. The mutual respect that would be 

developed between staff and students would be instmmental in the promotion of agendas 

that transcend the rigors of day-to-day class attendance. Once respect is established and 

practiced daily, new avenues of education can be explored that would enhance the 

education of students. However, many faculty members are fearful of the consequences 

that can occur when non-traditional teaching methods are practiced. The faculty would 

feel much safer to attempt strategies with great potential if the respect is in place. 

Service 

"In today's school culture, students are often placed in elected positions, and 

somehow a conclusion is made that this student is now a leader," said F. Kick (personal 

communication, September 21, 2000). In reality, this person may be a leader, but the 

only thing known for certain is that this person has been elected to hold some position or 

office. The fact that a student can get elected in no way is an indicator of success as a 
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leader, ft is, however, an indicator of popularity, according to F. Kick (personal 

communication, September 21, 2000). Quite simply, all that is known for certain about 

this student is that he/she possesses enough popularity to be elected. 

F. Kick (personal communication, September 21, 2000) ftirther stated that there is 

a difference in how adults and students view leadership. Students lack knowledge in the 

understanding of leadership. They tend to be more influenced by the "extemal" than by 

the "intemal." AduUs, on the other hand, have traditionally looked for candidates that 

mirror their personal beliefs. 

F. Kick (personal communication, September 21, 2000) further contended that a 

willingness to serve is essential, not only for a student leader, but rather for any leader. 

"Somewhere in the discussion process of leadership, there must be dialogue referencing 

leadership as a willingness to give, to serve, rather than a contest to see who can 

accumulate a lot of votes," stated F. Kick (personal communication September 21, 2000). 

Fran Kick is a practicing expert in the field of student leadership. He is actively engaged 

with students and educators across the nation on a daily basis. His expertise comes from 

his interviews and anecdotal approach. 

Sergiovarmi (2001) discussed the significance of service for high school students. 

Referencing a 1996 report from the National Association of Secondary School Principals 

entitled Breaking Ranks, Sergiovanni (2001) believed that each high school student 

should participate in a service project within the community or in the school itself 

As noted within the body of this paper, one of the more visible elements of the 

servant-leader model is the service component. Community service projects are a 
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mainstay of high school and junior high school organizations across the nation. These 

projects, intended as altmistic efforts, are centered on teaching civic responsibility at a 

young age (Eisenburg, 1982). Research studies demonstrate this is a successftil 

approach, hi case studies of altmism within adults, this development is attributed to the 

childhood years (Oliner & Oliner, 1988). Krebs and Van Hesteren (1994) suggested 

there are eight forms of altmism, and they see altmism as a dimension that develops in 

people, as opposed to a trait they inherit or acquire early in life, ft is at Krebs and 

Hesteren's (1994) stages 6 and 7 that specifically integrated altmism and universal self-

sacrificial love that corresponds specifically with the servant-leader model. 

Stage 6 speaks to the ideals of upholding the welfare of all people to foster 

maximum balance and integrated social relations. Stage 7 addresses selfless, even 

sacrificial, service extended to others without regard of the reward to the individual. 

There is a suggestion that personal sacrifice occurs as an obedient response to a higher 

calling. This is consistent with the thoughts of Bolman and Deal (1993), as well as 

Sergiovanni (1984), who have developed theories about the frameworks of cognition, 

including the symbolic frame. As stated previously, the symbolic frame deals with faith, 

meaning, behefs, and rituals (Bolman & Deal, 1997, 1993). The events within an 

organization become almost religious or spiritual in nature. 

The self-sacrificial love discussed is critical to the servant-leader model. The 

willingness to serve the school, as well as the membership within, provides a model of 

this leadership concept. This researcher suggests that the servant-leader model can have 
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an impact on the students and high schools in Texas and that service projects will be 

performed out of love for humankind rather than to eam service badges. 

Willingness to Listen 

Shapiro and Stefkovich (2001) addressed listening in a completely different 

fashion than the scholars previously listed. They contend that educators have a 

responsibility to students to teach them how to listen. They, along with Beck (1994) and 

Gilligan, Ward, and Taylor (1988), have sfressed the importance of developing listening 

through life stories and personal experiences. 

The Character Counts Program lists six pillars of character. These pillars of 

character are tmstworthiness, respect, responsibility, faimess, caring, and citizenship. 

While all the pillars are credible qualities, Character Counts does fail to give validity to 

the concept of listening. Spears (2000) suggested listening is the number one 

characteristic needed in a servant-leader. While many authorities on leadership have 

lauded the merits of listening, Spears (2000) contended that the servant-leader will take 

the responsibility of listening to a new level. Spears (2000) stated: 

The servant-leader seeks to identify the will of the group and helps to clarify that 
will. He or she listens receptively to what is being said and unsaid. Listening 
also encompasses getting in touch with one's own inner voice. Listening, coupled 
with periods of reflection, is essential to the growth and well-being of the servant-
leader, (p. 2) 

Wheatley (2001) stressed the merits of listening as well. She suggests that 

listening moves us closer to one another, ft allows a connectivity that makes us more 

whole and healthy as well as more holy. Wheatley tells the story of a teacher being 
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threatened by a sixteen-year-old student. While she could have a called the authorities, 

she opted to try and defuse the situation on her own. Finally, the young man began 

talking. The teacher did nothing but listen. She did not try to solve the young man's 

problems. Her silence allowed the young man to both see and hear himself ft is 

imperative for students to have role models and mentors to show them the art and value 

of listening. Adults that model the desired behavior for students send a message that they 

are important and significant members of the school. This model also provides a clear 

picture as to how students should frame their interactions with others (Wheatley, 2001). 

Higher Calling/Value System 

Greenleaf (1977) contends that there should be no confusion over whether values 

should be taught in the classroom. He made this comment at a time when institutions of 

leaming are retreating from the responsibility of teaching values. Greenleaf (1977) asked 

the following question: 

Is it only appropriate to teach values, and make no judgments about what they 
ought to be? Is this really an adequate role for schools and colleges? Should not 
schools be importantly concemed with value clarification so that students are 
given as firm a basis as possible for making the choices they have always made-
even when the schools presumed to know what their values ought to be? (p. 165) 

This quote is consistent with his thoughts that the purpose of education should be to pre

pare students for life and leadership (Greenleaf, 1977). 

It appears Greenleaf (1977) could see well into the future. It appears he could see 

the litigious society that lay in the future. He is championing the idea of schools teaching 

values, yet in today's society parents are becoming more and more resistant to schools 
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teaching values. The parents of today have placed many restrictions on the values that 

should and can be taught within the school walls. While this is certainly understandable 

as values vary from home to home, the servant-leader model provides a set of core values 

most families could accept. 

Excellent schools are composed of values and beliefs that take on sacred or 

cultural characteristics. These values become the core for the unofficial religion on that 

campus (Sergiovanni, 1984). By taking the focus off of the needs of the individual and 

placing the focus on the needs of the group or on a "higher calling," the group as a whole 

takes on a servant's role. This role resembles one of service and servanthood with a 

commitment to the needs of others (Maxwell, 1993). 

This definition as outlined by Greenleaf (1977) and Sergiovanni (1984) sounds 

very similar to the writings of Coyne and Coyne (2001). They suggest that values, one of 

the comerstones of servant-leadership, can in fact be taught in the public schools without 

imposing specific religious beliefs in the process. The Declaration of Independence and 

the Constitution are cited as examples where values such as life, liberty, and the pursuit 

of happiness are the higher calling of that particular period in history. Coyne and Coyne 

(2001) offered other examples such as freedom from slavery, freedom from torture, and 

freedom of religion as examples of values being taught in the public school system 

without the inclusion of religious beliefs. They suggest that through character education, 

values and the higher calling can be taught by referencing historical documents, literature 

where there is an emphasis on high levels of character, and mission statements from 

businesses. There are outstanding images of the servant-leader model easily within the 
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grasp of students on a daily basis. These examples from sources in all disciplines can 

easily be incorporated into a multidisciplinary situation. 

Conclusions 

One growing issue across the nation is the requirement of mandatory community 

service projects being a requirement for graduation (Ferrararo, 1998; Underwood, 1998). 

While this battle is still being waged in the courtrooms, the only certainty is that the issue 

will continue to be controversial and that ultimately the Supreme Court will be asked to 

make a decision about the constitutionality of such a program. 

Situations such as this make the proposal to implement a student servant-

leadership program into the schools questionable from a legal standpoint though all the 

mlings to date have sided for the school district. Perhaps a more logical approach would 

be to expose and immerse students in the servant-leader model but not require any of the 

elements to be mandatory. Greenleaf (1977) supported this concept when he alluded that 

there is a difference between coercion and leadership. He further suggested that in the 

servant-leadership model, nothing is imposed. Greenleaf (1977) added, "I will remind 

you that in offering these observations I am not presuming to tell you how you should 

think. Rather, I am offering what I think in the hope that you will say what you think and 

that, out of the dialogue, all of us will be wiser" (p. 170). 

Therefore, a servant-leadership program not only provides an altemative to 

programs such as mandatory community service, but it also provides a means by which 

dialogue can be generated about the greater rewards in education. Some of these rewards 
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include the development of integrity, respect which grows to love, a voluntary service 

program, a willingness to listen to the needs of those around us, as well as the obedience 

to search for the higher calling in public education. This researcher asserts that high 

schools in Texas can be impacted through a student servant-leader model. 
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CHAPTER III 

METHODS AND PROCEDURES FOR THE STUDY 

Rationale 

The purpose of this study was to determine if high school-age student leaders 

believe the servant-leader model can have an impact on high schools in Texas. Special 

attention was given to identifying and defining five characteristics of the servant-leader 

model. These characteristics are integrity/tmst, love/respect, service, willingness to 

listen, and the higher calling/value system. This chapter focuses on how the study was 

conducted. Initially, methodologies to be utilized are identified and the design of the 

research is discussed. Secondly, a review of the frames of cognition as discussed by 

Bolman and Deal (1993, 1997) and Sergiovanni (1984) is addressed. Thirdly, the design 

for the study is included. 

This research study examined the short-term impact of the servant-leader model 

on high school aged students at two high schools in the state of Texas. This study was 

used to establish basic level interest in the servant-leader model among high school-age 

students. This study did not seek to determine longitudinal results for the receptivity to 

this leadership model. The researcher utilized this study as a mechanism to determine 

whether a need for the development of curriculum on the servant-leader model existed. 

The researcher utilized the short-term study as a catalyst to determine the need for future 

study and research, as there is limited literature available on high school leadership 

available. 
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A mixed methodology involving both qualitative and quantitative analysis was 

necessary to fully develop an understanding of the research question. This researcher 

adopted the mixed methodological approach to data collection due to the nature of the 

research questions (Kelle, 2001). The methodological considerations needed to first be 

examined based on the nature of the study. 

The research proposal was based on resufts of two pilot studies. In the pilot 

studies, both pre- and post-surveys were administered to students attending a three-hour 

workshop based on the servant-leader model. Opinions held by students towards 

leadership were gathered prior to the workshop then compared to opinions after the 

workshop. The results from the two pilot studies provided the foundation for this study. 

The Four Frames/Forces 

This research proposal was conducted in an attempt to study attitudes of high 

school aged students towards a servant-leader model. The servant-leader model carries 

close reference to Bolman and Deal's (1993) symbohc frame of cognition as well as 

Sergiovarmi's forces (1984). This researcher's studies have found little evidence of 

schools providing students with an exposure to the servant-leader model. Bolman and 

Deal (1997) stated the symbolic frame of cognition appeals to the higher calling or the 

religious symbols associated within cultures. 

Bolman and Deal (1993) have identified four frames of cognition that people tend 

to utilize to influence the decision making process. These four frames are the stioictural, 

human resource, political, and symbolic frames. Sergiovanni (1984) has also identified 
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similar ideas in which organizations operate. The leadership forces discussed by 

Sergiovanni (1984) include the technical, human, educational, symbolic, and cultural. 

Bolman and Deal's (1997) stmctural frame is centered on productivity. When 

leaders operate from this frame, they are concemed with the achievement of goals. These 

goals are best reached when the expectations of the employees are clearly outlined 

(Bolman & Deal, 1997). This frame is consistent with the technical frame of Sergiovarmi 

(1984). The technical leader focuses the vast majority of his/her energies planning and 

organizing in an attempt to provide efficient management. 

The human resource frame focuses on the needs of the workers (Bolman & Deal, 

1997). This frame of cognition assumes that employees want to be productive members 

of an organization. Sergiovarmi's (1984) human lens approach provides an environment 

built on encouragement and support. The human-focused leader will provide an 

atmosphere that focuses on a positive work envirorunent. 

Bolman and Deal's (1993) political frame of cognition suggests that goals emerge 

through a bargaining and compromise process. The political frame describes 

organizations as political arenas in which individual and group interests are all at stake 

(Bolman & Deal, 1997). Sergiovanni (1984) contended the educational leader possesses 

the skills to diagnose the problems within a school and handle them appropriately. 

The symbolic frame appeals to the qualities of integrity and the meaning of life 

(Bolman & Deal, 1997). The symbolic frame also centers much attention on faith. Due 

to the imphcations towards religion as suggested by Bolman and Deal's (1993,1997) 

references to faith, meaning of life, and religion, religion will be handled through the 
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broader term of spirituahty. Sergiovarmi (1984, 1992) described the symbolic frame as 

the stirring of the human consciousness. The symbolic leader will work to bring meaning 

to the daily rituals within a school culture. 

Pilot Studies 

The purpose of this study was to determine if student leaders believe the servant-

leader model can have an impact on high schools in Texas. Comparisons of the cognitive 

frames as discussed by Bolman and Deal (1993, 1997) were utilized to determine 

students' perceptions of leadership. The target population for this study was students 

ranging in age of 15 to 18 years of age and enrolled in high schools grades 9-12 and 

grades 10-12 at the time of the study. 

Two separate pilot studies were conducted at different locations within the state of 

Texas. The pilot studies included exposing high school-age students to the three-hour 

servant-leader workshop as well as administration of the pre- and post-survey 

instmments. The pilot studies were conducted in an attempt to determine if a three-hour 

exposure to the servant-leader model positively affected participant perceptions of 

leadership. The pilot studies focused on the feasibility of student leadership groups 

operating from the servant-leader model, which is consistent with the symbolic frame as 

described by Bolman and Deal (1997, 1993) and Sergiovanni's symbolic force (1984). 

While the primary purpose of the pilot studies was to determine the effects, if any, 

of the servant-leader model, the pilot studies were also used to test the understanding of 

definitions and concepts. The researcher was solely responsible for administering the 
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three-hour workshop. This approach is consistent with several scholars in this area who 

suggest the researcher act as the human instmment of data collection (Bogdan & Biklen, 

1992; Lincoln & Guba, 1985; Patton, 1990; Eisner, 1991). 

The primary purpose of the pilot studies was to analyze students' short-term 

perceptions about leadership and see if there was a change after the three-hour workshop. 

Student perceptions were analyzed prior to the workshop through a pre-survey instmment 

as well as after the servant-leader workshop in an attempt to see if the short-term 

perceptions of leadership were impacted during the course of the workshop. The five 

characteristics of servant-leadership discussed previously were the focal point of the 

survey. These characteristics are integrity/tmst, love/respect, service, willingness to 

listen, and the higher calling/value system. The comparison between the pre- and post-

surveys indicated that students' short-term attitudes or perceptions towards leadership can 

be altered. 

Sixty students participated in a leadership workshop with the researcher during 

the first pilot study that was conducted. The first version of the Leadership Trait Survey 

(see Appendix B) was administered as a pre-workshop survey as well as a post-workshop 

survey. Students tumed in their surveys prior to the begirming of the workshop. The 

post-workshop survey was the same survey but in different color ink. This ink color was 

used to differentiate the pre-workshop responses from the post-workshop responses. 

Response differences from the pre-survey to the post-survey indicated a change in 

attitude towards the characteristics of an effective leader. Ninety-five percent of the 

students surveyed responded positively to the servant-leader model. 
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The second pilot study was conducted in a different part of the state. Again, sixty 

students were utilized for this pilot study. The revised version of the Leadership Trait 

Survey (see Appendix B) was administered in this pilot study. Changes were made in the 

instrument to make it more age appropriate in reference to vocabulary and the 

understanding of much of the leadership terminology. The response to the servant-leader 

model was more positive in the second pilot study. One hundred percent of the attendees 

considered the servant-leader model a viable tool which could impact their schools in a 

favorable fashion. 

The researcher also evaluated perceptional changes through the use of participant 

observations in both workshops. As the workshops were presented, mental and written 

notes were taken to assist in the analysis of the data. Once again, the data gathered from 

the participant observations indicated that student perceptions were altered favorably 

during the course of the three-hour workshop. 

Instmmentation of the Pilot Studies 

This researcher developed three instmments for this study. The instmments are 

the Student Leadership Nomination Form (see Appendix A), the Leadership Trait Survey 

(see Appendix B), and the Leadership Trait Interview (see Appendix C). This researcher 

was also responsible for the development of the survey instmment. This is consistent 

with the thoughts of Thompson (1994), who suggests that the researcher must be a 

participant in the designing phase of data gathering instmments. 
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The Student Leadership Nomination Form (see Appendix A) was developed as a 

tool for students to nominate their peers for participation in the servant-leader workshop, 

ft was developed to eliminate the potential for bias that might occur if one person were 

utilized to nominate students for participation. Students were given an opportunity to 

nominate five students for participation in the workshop. There is a list of descriptors 

provided on the nomination form. Students were asked to check any characteristics that 

applied to their nominees. These responses were available as archival materials if needed 

at a later date. 

A survey instmment developed by this researcher was utilized for the pilot 

studies. The Leadership Trait Survey (see Appendix B) was used as both a pre- and post-

workshop instmment and was used to gather information regarding student perceptions 

about leadership. The Leadership Trait Survey was utilized to identify the five 

characteristics of the servant-leader model and the perceptions students held prior to and 

after the servant-leader workshop. The five characteristics included are integrity/tmst, 

love/respect, service, willingness to listen, and the higher calling/value system. The 

survey also sought information regarding whether students' responses to the servant-

leader model could have an impact on their respective schools. 

The Leadership Trait Survey (see Appendix B) was developed to assist in 

substantiating thoughts held about leadership possessed by the youth in two Texas high 

schools. The survey instmment was finalized through an evolutionary process. The 

survey was piloted in two different settings, and tests were performed to address the 

survey for understanding within the desired audience. 
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Finally, the Leadership Trait Interview (see Appendix C) was developed to elicit 

meaning from the results of the survey. While the survey instmment provided data as to 

whether there was a preference towards the servant-leader model, the Leadership Trait 

Interview assisted in determining why there was a preference towards this leadership 

model. This instmment was utilized to confirm the findings of the survey but also to add 

depth and understanding to the responses. 

The researcher also designed an interview protocol and release form for 

participants to sign prior to the interview process. Taylor and Bogdan (1984) listed five 

elements that should be addressed prior to begirming the interview process. These 

elements are: 

1. The investigator's motives and intentions and the inquiry's purpose, 

2. The protection of respondents through the use of pseudonyms, 

3. Deciding who has the final say over content, 

4. Payment (if any), and 

5. Logistics in regards to time, place, and number of interviews to be scheduled 

(pp. 87-88). 

This researcher satisfied all requirements established by Taylor and Bogdan (1984) in 

regards to research interview protocol. 

This researcher sought input from a panel of experts familiar with student 

leadership issues as well as the frames of cognition as described by Bolman and Deal 

(1993, 1997) and Sergiovanni, (1984). These scholars were utilized to review and make 

recommendations before the three instmments in this research were confirmed. The three 
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instruments reviewed by the panel were the Student Leadership Nomination Form (see 

Appendix A), the Leadership Trait Survey (see Appendix B), and the Leadership Trait 

Interview (see Appendix C). 

A panel of scholars familiar with student leadership issues confirmed the research 

instruments. Prior to reviewing the three instmments, however, the members of the panel 

were sent information through e-mail about the servant-leader model to assist them in 

reviewing the instmments. After sufficient time to review the materials, the three 

instmments were mailed to the panel for recommendations. Changes and corrections 

were made to the instmments based on the input from the panel for use in the research. 

Resufts of the Pilot Studies 

The results from the pilot study revealed a definite altering of student views 

towards leadership after a three-hour exposure to the servant-leader model. The results 

from the pre- and post-survey indicate the need for a follow-up study. Based on survey 

results, over 97% of the students polled showed a change in attitude following the 

servant-leadership workshop and believed the servant-leader model could favorably 

impact their schools. 

The results from the participant observations also indicated the need for a follow-

up study. The attitudes of the students polled showed a significant change after this 

three-hour workshop based on pilot study observations. There was a shift from the 

stmctural or political frame to the servant-leader model, or symbolic frame of thinking. 
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Design for the Studv 

Research Problem: This research study was being conducted to explore the 

feasibility of implementing a servant-leadership model on Texas high school campuses. 

Resufts from two pilot studies showed a favorable response to this leadership model and 

indicated the need for further research. 

Research Questions: The research questions were developed based on the 

research studies of Bolman and Deal (1997, 1993), as well as Sergiovanni (1984). These 

scholars have developed cognitive frames or forces by which organizations operate and 

make decisions. While this researcher discovered no research literature on the cognitive 

frame by which student leaders operate, there appeared to be a preference for the 

stmctural or political frame based on results from this researcher's pilot studies. This 

conclusion was based on responses given on the pre-survey instmment by students in the 

two pilot studies. The responses were consistent with the management aspect of the 

stmctural frame and the bargaining concepts associated with the political frame. While 

the preferred cognitive frame was not the focus of this study, some attention was needed 

so that an analysis of perceptional changes could be made during the course of the 

servant-leader workshop. 

Bolman and Deal (1993, 1997) and Sergiovanni (1984) all contended that the 

symbolic frame of cognition allows for organizations to maximize their potential. The 

symbohc leader assumes the role of chief within the school organization and models the 

important goals. This in tum signals to others what is of importance and value 

(Sergiovanni, 1984). The symbolic force as described by Sergiovanni (1984) and the 
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symbolic frame (Bolman & Deal, 1997, 1993) are similar because they both emphasize 

the need for meaning, faith, and a direction that points to the higher calling within 

organizations. The symbolic force provides the basis for schools wishing to move from 

the competent level to the excellent level. 

The symbolic focus given by leaders became the focus of this research study 

involving high school students. If student leaders can operate from the symbolic frame 

through a servant-leader model, it appeared the potential to move schools from 

competence to excellence existed. Allowing students an education in the servant-leader 

model within school organizations could create a leaming environment that is supportive 

as well as one where the students provide a catalyst for the school improvement. The 

school vision becomes a way of life, and the participants are able to share in the 

ownership of the schooling process by placing emphasis in the symbolic aspects of 

leaming (Sergiovarmi, 1984). 

The purpose of this study was to determine if a three-hour workshop on the 

servant-leader model could impact high school students' short-term perceptions on 

leadership. The subsidiary research questions were: 

1. Is there a difference in student perceptions of leadership immediately 

following a three-hour exposure to a servant-leader model? 

2. How are the student perceptions of the servant-leader model affected by the 

leadership workshop? 

3. What do students consider the impact of the servant-leader model will be on 

their respective schools? 
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These questions were the focus of this mixed methodology study and were 

utilized to direct the analysis of the data. 

Context of Study 

The study focused on two high schools in various locations throughout the state of 

Texas. The schools were selected based on several criteria. Both schools have recent 

historical successes within University Interscholastic League competitions as well as 

academic success as determined by the Texas Education Agency. This excellence has 

been verified through competitions sponsored by the University Interscholastic League 

(UIL). Both schools have teachers with whom the researcher has a coUegial relationship 

and who have agreed to assist in this research study. One hundred students were selected 

from each of these two schools to participate in the leadership workshop. 

While both of the targeted schools have recently demonstrated excellence in many 

aspects of school competitions, the schools were also selected based on the diverse 

situations they represent. One school is located in the South Plains region of Texas. 

According to the 2000 census, the city has a population of roughly 200,000 people. The 

school district currently has three high schools designated as Class 5A by the UIL as well 

as one Class 4A high school. For a school to be considered 5A, the enrollment must be 

1910 students or above, grades 9-12 (UIL). The current enrollment of this school is 1650 

students. This number does not include the freshman students who actually attend a 

junior high school, but the freshman numbers must be reported for UIL purposes. It 

should be noted that the researcher currently holds a supervisory position within this 
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school district and is a direct supervisor to the principal of the building. Special 

consideration was given to this situation to eliminate the potential for any conflict of 

interest. A meeting was held with several members of the school administration, and the 

offer was made by the researcher to provide a leadership workshop for the students of 

this high school. The researcher had conducted a similar workshop approximately five 

years ago, so there was an interest on the part of the school administration. The 

researcher elaborated that the decision was the school's, but if they chose to participate, 

the researcher would schedule at the convenience of the school. After several days of 

deliberation, the school officials contacted the researcher and lobbied for a time during 

the school day to avoid as many conflicts as possible. All parties agreed upon a Friday 

moming in early November. 

The second school studied is located in a suburban area of the Dallas-Fort Worth 

Metroplex. The city currently has a population of 77,737 as of the 2000 census report, 

and the school district has four high schools designated as 5A schools by the UIL as well 

as two 4A schools. It should be noted, however, that the school district encompasses 

more territory than does the city. Consequently, students residing in this school district 

actually reside in three different cities. The student enrollment of the school studied was 

2434 students. 

These particular schools were selected because they serve as a representative 

population within 5 A schools in the state of Texas. The schools were representative in 

the fact that both provided a ftiU complement of leadership opportunities for the students. 

84 



These leadership opportunities included student government, school clubs, as well as 

exfra curricular activities such as athletics, music, theater, and other forms of the arts. 

The only diversities noted in these two populations came from the geographic 

locations within the state as well as the size of the communities in which these schools 

reside. These diversities were critical to the study in order to consider biases towards the 

servant-leader model based on community standards. 

It was critical for the sampling frame to be feasible. Since the researcher 

conducted the workshops, and collected and analyzed the data without support from co-

researchers, this sample size was congment with the time, access, and fiscal resources 

available to the researcher at that time (Miles & Huberman, 1984). 

Qualitative research design was able to more accurately describe the fiill meaning 

from the researcher's perspective, but also from the reader's perspective. "If you want 

people to understand better than they otherwise might, provide them information in the 

form in which they usually experience it" (Lincoln & Guba, 1985, p. 120). "Due to the 

nature of the rich writing, as well as the details generally brought to by the researcher, the 

research becomes more meaningful" (Stake, 1995, p. 5). 

This study also utilized the concept of the researcher as bricoleur and qualitative 

research as bricolage. Denzin and Lincoln (1994) defined bricoleur as a handyman or 

someone capable of handling muftiple tasks. A bricoleur from a qualitative standpoint is 

someone who will utilize all available tools to accomplish the task at hand. They further 

suggest that there are also meanings that suggest trickery and cunning. 
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A bricolage is the product that emerges from the works of the bricoleur rather 

than being fully planned in advance (Denzin & Lincoln, 1994). They elaborate on these 

characteristics as follows: 

• flexible and responsive: a willingness to deploy whatever research sfrategies, 
methods or empirical materials are at hand, to get the job done, if new tools 
have to be invented, or pieced together, the researcher will do this 

• technically curious and multi-competent: skilled at using different methods 
such as interviews, observation, personal documents, etc. 

• intellectually informed: reads widely and is knowledgeable about different 
interpretive paradigms 

• reflexive the bricoleur understands that research is an interactive process 
shaped by his or her personal history, biography, gender, social class, race, 
ethnicity.. .writes well: capable of producing a bricolage; a complex, dense, 
reflexive, collage like creation, (pp. 2-3) 

In light of some unorthodox procedures that will be discussed later, the researcher 

as bricoleur was an appropriate qualitative approach for this study. This researcher 

served as the presenter of a three-hour servant-leader workshop. During this workshop, 

the presenter made observations about the impact, if any, on the 100 students that were 

anticipated to attend each workshop. A bricolage was created through the workshop 

presentation, video observations of the workshop participants, and follow-up interviews 

with a sampling of participants. 

Methodologies 

Mixed Methodology 

There has long been a mnning debate about the incompatibility of the two 

methodological approaches. In fact, many of the prominent researchers in these two 

methodology fields have formed allegiances within their respective areas and reject the 
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idea of integration between the two methodologies (Tashakkori & Teddlie, 1998; Lincoln 

& Guba, 1985; Smith, 1983). However, there is considerable data available that suggests 

that qualitative and quantitative methods both have, and can be utilized in the same 

research project (Bryman, 1988; Brannen, 1992; Creswell, 1994; Erzberger, 1988; Flick, 

1992; Kellie & Herzberger, 1999; Tashakkori & Teddlie, 1998). The growing trend in 

methodological research may best be described as "take whatever seems adequate from 

each paradigm or methodology for your research questions and leave the rest" (Kelle, 

2001, p. 22). 

While there appears to be strong support for the usage of the mixed methods 

approach to data collection, there are considerations inherent to this methodological 

approach as well (Greene, Benjamin, & Goodyear, 2001). Due to the different natures of 

data collections and analysis, the utilization of mixed methods requires careful analysis of 

data results. Though different methods may be focused on the same project, it must be 

understood that the researcher must make a conscious decision about which method, 

qualitative or quantitative, will take precedence in the study (Creswell, 1994; Greene & 

Caracelli, 1989; Tashakkori & Teddlie, 1998). The consensus of these research scholars 

is to determine the importance of the questions being addressed in the research project. 

Once this issue is resolved, the researcher can prioritize the methods appropriately 

(Greene etal., 2001). 

Cook (1985) suggested the primary rationale for implementing mixed methods is 

centered on the complexity of the social phenomena as well as the limitations of using 

just one research approach. Cook stated: 
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In a world where one way of conducting research was universally considered to 
be correct, scientific practice would be easy.. .It is the current absence of total 
certainty about what constitutes correct practice that leads to the advocacy of 
multiplism in perspectives and methods. (1985, p. 22) 

Leading scholars suggest that strong scientific practice is based on a trial and 

error process. To best capture this process, analysis should be made from multiple lenses 

through a continual process of action and reflection (Greenwood & Levin, 1998). 

Different kinds of methods are better suited to addressing the discovery needs of different 

research studies (Green & Caracelli, 1997). 

Discussion among researchers often centers on the issue of the paradigm (Greene 

& Caracelli, 1997). While the methods do not have to be linked to specific paradigm, in 

reality many times they are, and this helps frame the discussion on whether or not a 

mixed methods approach is either feasible or warranted. The dialogue among scholars as 

it pertains to mixed methodology has generated several positions, which serve as the 

conceptual frameworks for mixing methods (Greene & Caracelli, 1997; Guba & Lincoln, 

1989; Krantz, 1995; Patton, 1988). The most often referenced frameworks are the 

pragmatic and dialectical views, which are centered on existing philosophical traditions. 

Pragmatic View 

Researchers who work as pragmatists believe that the natural limitations and 

opportunities of a given context matter most when making mixed methods decisions, 

rather than the consideration of the philosophical compatibility of different inquiry 

approaches. There may be fundamental differences between different paradigms; 

however, they are "descriptions of, not prescriptions for, research practice" (Greene & 
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Caracelli, 1997, p. 8). Patton (1988) suggested that differences in paradigms are real; 

however, descriptions of paradigms tend to place more emphasis on subjectivity and 

objectivity than is necessary. 

The pragmatic stance assists in overcoming contradictions that appear logical in 

nature because resolutions to the paradigm differences are not a requirement for the 

utihzation of a variety of methods (Patton, 1988). The pragmatic approach responds to 

the context of the study that supports the methodological decision-making. 

Dialectic View 

Scholars aligning with the dialectical view contend that there are differences in 

paradigms, and this difference is important. Because a resolution between these 

philosophical assumptions cannot be achieved, it becomes important to examine each 

paradigm. There is a faction that contends a conversion between different paradigms and 

their related methods within one study leads to better understanding (Greene & Caracelli, 

1997). These scholars argue that integrating different paradigms leads to "more 

comprehensive, insightful and logical results than another paradigm could obtain alone" 

(1997, p. 10). Greene and Caracelh (1997) supported. 

The need to move beyond debating paradigmatic differences that may well be 
irreconcilable and to focus instead enjoining the critical features of our evaluative 
claims that represent distinct traditions. Joining such critical features can help to 
generate more relevant, useful and disceming inferences, (p. 19) 

Due to the nature of this study, an examination from a qualitative methodological 

perspective was required. Newman and Benz (1998) suggested that most qualitative 

research reflects on some individual perspective of an event. 
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Newman and Benz (1998) stated, "one needs to identify qualitative research according to 

the type question being asked and the type data being collected" (p. 26). The nature of 

the questions being asked by this researcher required some answers to be measured, or 

quantified, in order to measure the degree to which an event is occurring. However, other 

questions required a qualitative approach, or an understanding, of the event or 

phenomenological event taking place (Taylor & Bogdan, 1984). 

Taylor and Bogdan (1984) described qualitative research as following a 

phenomenological trend that is centered on understanding social events from the 

researcher's perspective. Qualitative research can be characterized by five traits: (1) the 

natural setting is the direct source of data and the research is the key instmment to 

allowing the data to unfold; (2) the written results will be descriptive in nature; (3) the 

focus of the study is on the processes involved rather than the outcomes; (4) the data is 

analyzed from an inductive perspective; (5) the meaning of events are essential 

components (Bogdan & Biklen, 1992; Creswell, 1994). 

This research proposal was conducted to determine if the high school-age students 

believe the servant-leader model can impact high schools in Texas. The servant-leader 

model carries close reference to Bolman and Deal's (1993) symbolic frame of cognition 

as well as the symbolic force as defined by Sergiovanni (1984). This researcher's stiidies 

have found little evidence of schools providing students with opportunities for exposure 

to the servant-leader model. Bolman and Deal (1997) suggested that the symbolic frame 

of cognition appeals to the higher calling or the religious symbols associated within 

cultures. The servant-leader model, as described by this researcher, addresses five 
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characteristics. These characteristics are integrity/tmst, willingness to listen, 

love/respect, service, and the higher calling/value system. 

Strategies 

Qualitative methodology is a research technique that utilizes "the natural setting 

as the direct source of data and the researcher as the key instmment for data collection" 

(Bogdan & Biklen, 1982, p. 27). Researchers are interested in understanding behaviors 

from the perspective of the participant and contend that events can only be understood if 

analyzed from the contexts in which they occur (Evans, 1998). Scholars in the qualitative 

area share similar views that all inquiry is valuable and that realities are multiple and 

shifting (Ely, Anzul, Friedman, Gamer, & Steinmetz, 1991). 

Because there was little literature available in the area of servant-leadership as it 

pertains to public school students, an exploratory process was needed to capture as much 

information as possible on the effects of the servant-leader model (Yin, 1994; Miles & 

Huberman, 1994). "An important strength of qualitative methods is their exploratory 

role" (Maxwell, 1996, p. 19). Robson (1993) suggested this research model is striving to 

discover what is occurring, to pursue new insights, to ask questions, and to evaluate 

events in from a new light. It should be noted that leading scholars in the field of 

qualitative research contend that this method should not be used to generate predictable 

statistics (Strauss & Corbin, 1990). Rather this qualitative method should be utilized to 

create a better understanding of an event, a context, or a culture (Jensen & Allen, 1996; 
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Patton, 1990; Sandelowski, 1997). Patton (1990) fiirther suggested that the qualitative 

method should pursue an understanding between situations. 

As is the case with most qualitative studies, this research project will utilize 

several methods. Denzin and Lincoln (1994) are proponents of using all available 

qualitative sfrategies, methods, or empirical materials. Patton (1990) also advocated a 

"paradigm of choices" that seek "methodological appropriateness, the primary criterion 

forjudging methodological quality" (p. 39). The researcher utilized a case study as the 

sfrategy for this study. Participant observations made during a three-hour servant-leader 

workshop, a pre- and post-survey and interviews were used as a basis for the findings in 

this case study. 

Case Studv 

This researcher determined that the strategy of case study was most appropriate 

for this study. Yin (1984) defined the case study as follows, 

an empirical inquiry that investigates a contemporary phenomenon within its real-
life context; when the boundaries between the phenomenon and context are not 
clearly evident; and in which multiple boundaries between phenomenon and 
contexts are not clearly evident; and in which multiple sources of evidence are 
used.(p.23) 

He states that the case study refers to the use of case or a written description of a problem 

to present a problem for analysis. Berg (2001) also suggested, "case study methods 

involve systematically gathering enough information about a particular person, social 

setting event, or group to permit the researcher to effectively understand how it operates 

or functions" (p. 255). 
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Yin (1994) has determined that there is a protocol to case study research. This 

protocol contains more than the survey tools to be utilized. This protocol contains 

procedures and mles that should be followed in using the instmment. This protocol is 

essential in a mufti-case study. Yin (1994) suggested this protocol is a major component 

in ascertaining the reliability of the case study research. The protocol should include the 

following components: 

• An overview of the case study project (objective, issues, topics being 
investigated) 

• Field procedures (credentials and access to sites, sources of information) 
• Case study questions (specific questions that the investigator must keep in 

mind during the data collection) 
• A guide for case study report (outline, format for the narrative) (Yin, 1994, p. 

64) 

Case study was also appropriate for this study because the researcher was looking 

for more than numbers that are traditionally generated through a quantitative study (Yin, 

1994). This case study allowed the researcher to report the attitudes and feelings of all 

participants and understand the story associated with the findings (Feagin, 0mm, & 

Sjoberg, 1991). 

The multiple case study process was appropriate for this study. This 

appropriateness was due to the fact that there were options available for more than one 

case study (Yin, 1994; Hamel, Dufour, & Fortin, 1993). This researcher determined that 

two individual case studies involving separate Texas high schools were to be used for this 

project. Two schools were selected to add as much validity to the study as possible, as 

well as to make argument for a representative population within 5A schools (Miles & 

Huberman, 1994). In the multiple case study process, each study was treated as an 
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individual study. The results from each study were utilized as information that 

contributed to the whole study; however, each study remained a single case. 

A strength of the case study method is that it allows for the tme picture of the 

study being performed to be told (Zonabend, 1992). This tme picture was gathered by 

being thorough in the observation, reconstmction, and analysis of the case or cases under 

study. The case study allowed for the researcher's voice to speak through the participants 

of the case study. Hamel et al. (1993) and Yin (1994) concurred that the case study 

approach is valid when parameters for the study are cleariy established and applied 

throughout the research. Yin (1984) stated that the case study supports or satisfies the 

three criteria of the qualitative method: describing, understanding, and explaining. 

Likewise, there are weaknesses associated with the case study methodology. Yin 

(1994) stated that the literature available in case study research is both primitive and 

limited when compared to other research methods. Berg (2001) suggested that the 

subjectivity involved by the researcher may also be a weakness. Adams and White 

(1994) contended that case studies play a limited role in the accumulation of knowledge. 

These researchers agree with McCurdy and Cleary (1984) that case studies do not 

generate quality results. All these researchers also contend that case studies are not 

generalizable. Case studies do, to some extent, trade detail for generalizability (Jensen & 

Rodgers, 2001). Many researchers believe the detailed information generated by a case 

study has little value because it is difficult to ascertain whether the findings are 

generalizable to other entities. However, this concem can be addressed through a 

notation of the procedures required to duplicate a similar research project. 
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Survey 

While the utilization of a survey instrument is often considered to be quantitative 

research, it may be utilized as a qualitative research instmment as well (Potter, 1996; 

Grady, 1998). 

When designing the survey instmment, 20 questions were composed to assess 

opinions regarding leadership from a workshop group of 100 students. This workshop 

was replicated in two locations across Texas, and the survey was administered to all 

participants. A Likert-type scale was utilized because of the simplicity of the scoring for 

the respondent (Borg & Gall, 1989). Borg and Gall stated: 

An important study concemed with this use of attitude scales 
was done by Tittle and Hill. They compared the effectiveness 
of various types of attitude scales (Likert, Guttman, Semantic 
Differential, Thurstone, Self-Rating) in predicting objective 
indices of voting behavior. The Likert scale was superior to all the 
other scale types.. .(p. 183) 

"On a Likert-type scale, the individual checks one of five possible responses to 

each statement: strongly agree, agree, undecided, disagree, and strongly disagree" (Borg 

& Gall, 1989, p. 183). hi the survey instmment designed for this study, a numerical scale 

was utilized to measure the five different degrees of satisfaction or agreement. The scale 

is hsted below: 

Strongly Agree 1 2 3 4 5 Strongly Disagree 

Instmctions for scoring were printed on the survey instmment to assist in scoring the 

questions. 
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It is customary and advised to test the effectiveness of the instmment prior to the 

actual apphcation (Borg & Gall, 1989). Two pilot studies were conducted with high 

school-age students prior to the actual collection of data. The survey instmment was 

piloted with groups congment with the groups to be studied in the actual research project. 

In addition, the Leadership Trait Survey (see Appendix B) was field tested in two 

separate pilot studies and confirmed by a panel of scholars familiar with quantitative 

instruments. The SPSS 10.0 has been utilized to validate the survey questions as well as 

the known and unknown linkages between the various questions. 

The survey for this research project was utilized to determine perception held by 

high school-aged students prior to a three-hour servant-leadership workshop. The 

Leadership Trait Survey (see Appendix B) was administered to approximately 100 

students prior to the leadership workshop. The same survey was then administered again 

following the conclusion of the three-hour workshop. 

The researcher had stmctured questions based on the five characteristics identified 

in the servant-leader model. These characteristics are integrity/tmst, love/respect, 

service, the willingness to listen, and a desire to serve a higher calling/values system. 

There were three questions each pertaining to the categories of integrity/tmst, 

love/respect, and service. There were two questions identified as relevant to listening, 

and five that dealt with higher calling/values or opposite characteristics noted as 

popularity and power. The final question was in yes/no fashion and asked whether 

students perceived the servant-leader model can impact their respective schools. 
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Interviews 

Qualitative interviews may be utilized as the primary method for collecting data 

but may also be used in conjunction with observations, surveys, and other techniques 

(Bogdan & Biklen, 1992). The qualitative form of interviewing utilizes open-ended 

questions that allow for personal responses. There are three types of interviewing that 

may be utilized within this methodology. These interviewing methods are informal, 

conversational interviews; semi-stmctured interviews; and standardized, open-ended 

interviews (Patton, 1990). This researcher focused primarily on the semi-stmctured style. 

This decision was made in an attempt to stmcture the interviews by developing a list of 

questions to be asked, but allowing enough flexibility for the interviewee to be able to 

express himself/herself fully. 

The researcher was first seeking information about any changes in perceptions 

regarding leadership. The researcher asked questions in such a fashion as to elicit 

responses about leadership that focused on attitudes both prior to and after the workshop, 

ft was important for the researcher to help identify perceptions prior to the workshop to 

confirm whether the perceptions had changed following the workshop. The researcher 

developed the Leadership Trait Interview (Appendix C) that was utilized in all 

interviews. 

The researcher also sought information about the effects of a three-hour workshop 

utilizing the servant-leader model. The desire of the interview was to glean information 

about the receptivity to the servant-leader model among high school age students. 

Specifically, the researcher attempted to delve into the thought process of the participants 
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and seek information on whether they perceive the servant-leader model can impact their 

high school in a positive maimer. 

The researcher also designed questions in such a manner as to gain meaning from 

the results (Berg, 2001). It is not enough in a mixed methods approach to know the 

answer; there must be an understanding of the event (Greene et al., 2001). While 

assumptions were generated from the observations during the workshop, the interview 

questions attempted to validate these observations and create the understanding behind 

the observations. 

A strength of the interview method of data collection is it allows for a focused 

approach to the case study topic (Yin, 1994). The interview is also insightful. It allows 

for the researcher to gather perceptions about inferences made during the course of the 

interview (Bogdan & Biklen, 1982). The interview can also be utihzed to vahdate 

information or add depth to information previously acquired through another method 

(TeUis, 1997). 

The interview is not without weaknesses, however. The interview can only be as 

strong as the interview questions (Yin, 1994). There is certainly an opportunity for a bias 

to arise due to poor questions. Poor data collection of the on the part of the interviewee is 

also a concem. It was necessary to conduct these interviews as soon as possible 

following the workshop. It will also be necessary for the interviewer to not lead the 

interviewee (Yin, 1994). The desire to respond to what the interviewer wants to hear 

must be cautioned (Bogdan & Biklen, 1982). 
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hiterviews with a random sampling of five from each of the three case studies 

were conducted by telephone due to the distance from the researcher's home to the other 

communities involved in the study. The systematic random sample is the choice of the 

researcher to accomplish procuring the sampling group. The systematic random sample 

is utilized as a convenient way to create a sampling group that is representative of the 

larger group (Berg, 2001). The sample group will be obtained by selecting a specific 

number of participants from the whole group. 

For the purpose of this study, five members from each of the two case studies 

were interviewed. The sample group was selected by assigning each case study 

participant a number from 1-100. The researcher randomly selected the number eight as 

the starting point for interview selections. The researcher then contacted every 17nth 

name on the list until five participants agreed to the interview (Berg, 2001). 

Berg (2001) states that the telephone interview is appropriate for a study when 

geographic distance prevents other forms of communication. The telephone interview 

was appropriate for this study due to the geographic considerations and the fact that a 

semi-stmctiu-ed interview was planned. Rubin and Rubin (1997) suggested that 

telephone interviews may be appropriate when a rapport has already been established 

between the researcher and the interviewee. While the relationship developed during the 

three-hour workshop was not of a nature to establish an intimacy between parties, it was 

certainly sufficient to establish knowledge of one another. 

The researcher was aware of the limitations of the telephone interview. The lack 

of face-to-face contact placed the researcher at a disadvantage when trying to establish 
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the pace of the interview (Berg, 2001). The researcher attempted to be conscious of these 

concems as each interviewee was contacted. 

Participant Observations 

Yin (1994) contended that participant observation makes the researcher into an 

active participant in the events being analyzed. This type methodology is often utilized 

in the study groups and allows for creative opportunities for data collection. 

Bmyn (1966) has outlined four elements that comprise a strong participant 

observation. These elements include awareness of time, awareness of the physical 

environment, awareness of contrasting experiences, and awareness of social openings and 

barriers. This phenomological approach allows the researcher to seek the meaning of 

various experiences from the group being studied at the time of the study. 

Leading qualitative scholars cite six elements that should be present when 

participating in an observational arrangement (Borg & Gall, 1989; Bogdan & Biklen, 

1992; Patton, 1990). The listing of elements includes (Merriam, 2001): 

1. Physical setting: The researcher should be cognizant of all physical elements 

that might impact the behaviors to be observed. These elements might include 

the physical location, temperature, available space, as well as then context of 

the arrangement. 

2. Participants: A description of the people or subjects being observed is 

required as well as the purpose for their being together in this location. Also 

an explanation is needed regarding the characteristics of the participants. For 
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this particular study, one characteristic is that peers in their schools have 

identified all participants as leaders. 

3. Interactions: The researcher must assess the nature of the interactions. 

Attention will need to be given to determine how the people connect or do not 

connect with one another in this particular setting. Are the interactions 

dictated or directed by the researcher or do the participants shape the 

interactions as well? 

4. Conversation: What is the nature of dialogue that occurs during the 

observation? Attention should be given to record the content as well as the 

context of conversations occurring during the observations. Detailed notes 

will be generated from a video recording of each of the servant-leader 

workshops. 

5. Subtle factors: These factors may present themselves in the form non-verbal 

communication, dress, and interactions through informal activities. The 

researcher should also look for the symbolic meanings of statements that 

occur during the study. 

6. Behavior of the researcher: The researcher must understand that he/she is as 

much a part of the observation as the participants being observed. The 

researcher has the potential to affect the study through interactions that occur 

with the participants. 

Strengths of this type of research include the concept of reality in which events 

are covered in real time (Stake, 1995; Miles & Huberman, 1994; Yin, 1994). Yet, 
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another strength of participant observation is that the event is measured from a contextual 

perspective. The context of the event is covered from beginning to end. The participant 

observation also allows for much insight into the inner most thoughts and behaviors of 

the participants because the researcher is directly involved in the research environment 

(Stake, 1995; Yin, 1994). 

One weakness of the participant observation is that it is quite time consuming 

(Yin, 1994). Yin (1994) also suggested that selectivity of facts may also be a weakness. 

By being so directly involved in the study, the researcher possesses the ability to guide or 

direct the events within the study. This is would not be beneficial in the collection of 

factual data for the study. 

The observer may miss or elect not to report certain facts that occur during the 

research procedures. There is also a concem that the researcher's presence might create a 

change in the attitudes of the participants. This is referred to as reflexivity (Yin, 1994). 

Another weakness of this type of research is the cost. This type research requires 

time on the researcher's part to participate in this type research (Miles & Huberman, 

1994; Yin, 1994). Finally, research bias becomes a weakness of the participant 

observation (Yin, 1994). This type research creates an opportunity for the data collection 

to be influenced by the actions of the researcher (Denzin & Lincoln, 1994; Yin, 1994). 

Merriam (2001) cited the participant observation as the "technique of choice 

when behavior can be observed firsthand" (p. 111). In light of the strengths offered by 

the participant observations, this researcher will strive to collect information from the 
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workshop that may not be derived from either the interview process or the numbers 

generated from a survey instmment. 

The researcher sought information regarding changes in student's perceptions of 

leadership during the course of a three-hour workshop on the servant-leader model. The 

participant observation provided information regarding the context of the events that 

occurred during the three-hour workshop (Merriam, 2001). The participant observation 

also allowed this researcher to witness the events firsthand and consequently have a 

record of the event as it happened. It was important, when possible, for the researcher to 

view data collected himself as opposed to relying on the observations of others. 

The use of the researcher as the presenter of the three-hour servant-leadership 

workshop qualified as participant observation. The researcher was cognizant of his 

surroundings throughout the workshop in order to capture meaningful data. Once the 

data was observed, field notes were written in descriptive terms to provide the data log 

from which the analysis emerged (Lofland & Lofland, 1984). The researcher was aware 

that a distortion of the events observed during the workshop was possible. Each 

workshop followed the pre-determined path each time it was presented. 

Triangulation 

Stake (1995) and Yin (1994) have identified at least six methods for accessing 

evidence in case study situations. Included in these methods is participant observation, a 

pre- and post-survey, and student interviews. Traditionally, data is triangulated through 

interviews, observations, and documents or archival records (Glesne & Peshkin, 1992). 
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However, surveys may also be utilized as a qualitative instmment. A survey was utilized 

in place of documents because there is little documented information on the research 

topic as it pertains to teens. Therefore, the triangulation of the research was attained 

through a survey that was administered to the students, through participant observations 

from the workshop, as well as through interviews with a sampling of the students in 

attendance. 

One of the major strengths of the case study method is that it involves multiple 

sources and techniques in the data gathering process. This researcher elected to use the 

quantitative and qualitative tools of pre- and post-surveys that identified student 

impressions towards leadership, participant observations derived during the course of the 

workshop, and follow-up interviews with a sampling of students. Through these various 

measures of qualitative research, a triangulation process unfolded. Strengths and 

weaknesses of these decisions will be discussed under each sub-heading. 

Denzin (1978) defined triangulation as "the combination of methodologies in the 

study of the same metaphor" (p. 291). If the hypothesis proves tme, the results from each 

of the three methodologies will corroborate the others. By these findings we may assume 

a greater confidence in the findings (Hopkins, 1993). Conversely, a lack of agreement 

between the three research measures would indicate that the research topic might require 

ftirther investigation. 

This researcher opted to utilize a mixed methods approach to analyze the data for 

this study. This approach also indicated that triangulation should not be considered a 

single unique method, but rather a vague metaphor which allowed for different meanings. 

104 



ft may also be related to a variety of methodological problems (Kelle, 2001). Qualitative 

and quantitative methods may be combined, and one of three outcomes may occur 

(Erzberger & Prein, 1997): 

1. qualitative and quantitative results may converge—in this particular situation, 

these results lead to the same conclusion, 

2. qualitative and quantitative results may relate to different situations or 

subjects but may be complimentary and therefore can be used to supplement 

each other, and 

3. qualitative and quantitative results may contradict each other. 

Triangulation may also be classified as simultaneous or sequential. According to Morse 

(1991), 

Simultaneous triangulation is the use of the qualitative and quantitative methods 
at the same time. In this case, there is limited interaction between the two 
datasets during the data collection, but the findings complement one another at the 
end of the study. Sequential triangulation is used if the results of one method are 
essential for plarming the next method. The qualitative method is completed 
before the quantitative method is implemented or vice versa, (p. 120) 

Researchers tend to be in agreement that the collection and analysis of data from 

three separate methodologies is sufficient to validate the project (Glesne & Peshkin, 

1992). The triangulation hypothesis assumes that multiple methods of analysis will not 

comprise the same weaknesses. Therefore, triangulation strengthens a study because the 

view from a multiple lens approach compensates for any weaknesses that may be found 

in an individual methodology (Jick, 1983). 
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Purpose 

The purpose of this study was to determine if students' short-term perceptions 

about leadership were impacted after exposure to a three-hour workshop focusing on the 

servant-leader model. A comparison of the cognitive frames as discussed by Bolman and 

Deal was utilized to determine students' perceptions of leadership. The target population 

for this study was students ranging in age of 15 to 18 years of age and enrolled in high 

schools grades 9-12 at the time of the study. 

Data Sources 

Subjects for this study were selected based on various criteria. Due to the large 

populations inherent both schools, a faculty member assisted the students in selecting 100 

members from the school. Each member assisted students in selecting members from the 

school that had demonstrated leadership within the school. A nomination form was 

submitted to a cross-section of the school. Each member was asked to nominate five 

members from within the school to attend the workshop. Students were also asked for 

rationale as to why they nominated particular students. This information was gathered 

for possible archival material if the researcher found it beneficial. 

The focus of this study attempted to reflect representation or diversity from all 

aspects of student leadership within each school. Diversity for the purpose of this study 

was defined as variety. Actual representation of the participants is discussed in the 

following chapter. 
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The students were given the option to select participants based on their personal 

perception of leadership. Students selected for this leadership training came from a 

variety of backgrounds and with a variety of leadership abilities. A leadership 

identification form (Appendix B) was mailed to each school sponsor ahead of time. This 

form outlined some possible leadership traits to be considered as potential participants 

were examined. Examples of leadership qualities to be considered included, but were not 

limited to, the following areas: leadership as demonstrated through extra curricular 

activity achievement such as All Region, All-State, club officer, student body officer as 

elected by peers, excellent athletic ability, cheerleaders as elected by peers, academic 

achievement as identified by SAT scores or honor roll, involvement in service to 

community, or involvement in church related activities. The students had the option to 

nominate participants based on their personal perception of leadership. An advantage to 

allowing the students to participate in the selection of leaders was it allowed for 

consistency in the selection process. All the leaders selected possessed leadership traits 

as defined by the selecting students. This allowed for diversity in the selection process 

and eliminated biases that might have occurred had any one person been solely 

responsible for the entire selection (Yin, 1994). 

Potential sampling difficulties centered on the strengths of each school sponsor 

and what each of them might gain from a successful workshop with their students. The 

preparation and follow-up required to successfully get each workshop participant to the 

sight was significant. A tremendous burden and responsibility fell on the sponsors at 

each school because the researcher was not present to assist with the preparation of each 
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workshop. These sponsors assisted in eliciting participants, collecting needed forms, 

reminding participants as the date of the workshop drew near, and assisting in the 

distribution and collection of the survey instmments. They also assisted the researcher in 

acquiring phone numbers for students selected for interviews. The researcher realized the 

burden placed on these individuals but was confident they would accept and perform this 

responsibility. This confidence was supported because of a coUegial relationship with 

the men and women. Again, the researcher had an assurance from both school sponsors 

that they were willing to assist with this project in any way necessary. 

Data Collection Methods 

A three-hour workshop developed by the researcher was used as the method to 

expose the students to the servant-leader model. Throughout the workshop the five 

characteristics of servant-leadership as defined previously were taught and demonstrated 

to the students. These five characteristics are integrity/tmst, willingness to listen, 

respect/love, service, and higher calling/value system. The workshop incorporated 

several different modes of delivery. Included in the workshop were interactive 

participation, note taking, and the viewing of video clips from movies. The researcher 

also elicited opinions from the participants in an attempt to gain information as the 

workshop progressed. This multi-media, mufti-faceted approach to securing impressions 

about servant-leadership is consistent with Gardner's (1983) thoughts on multiple 

intelligence and leaning environments. 
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A survey was administered to the students prior to the begirming of the workshop. 

The researcher attempted to glean information from the students about their present 

knowledge as well as their perceptions on leadership. Clips from movie fihns, personal 

stories, analogies, and group games were utilized to emphasize the five characteristics of 

the servant-leader model during the course of the three-hour workshop. These multi-

faceted tasks are supported by the concept of the researcher as bricoleur (Denzin & 

Lincoln, 1994). 

Data Analysis 

Gall, Borg, and Gall (1966) have identified three methods for the analysis of case 

study data. The methods discussed include interpretational, stmctural, and reflective 

analysis. Gall et al. (1966) contended interpretational analysis is the method that should 

be utilized for close analysis of case study data. The purpose of this method is to identify 

themes and pattems. The researcher develops categories for the data to be assigned. 

After the data is placed in the appropriate category, theories are developed based to 

determine meanings to the data within each category. Miles and Huberman (1984) 

suggested that computerizing the data allows for a more efficient method of categorizing 

data. It does, however, create some concems about confidentiality surrounding the 

access to computer files. 

Stmctural analysis is the process of examining the data from a case study in an 

attempt to identify pattems within the text, events, or other occurrences during the course 
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of the data collection. Very little opinion is required of the researcher using this method 

of data analysis (Gall et al., 1966). 

The third method of data analysis within a case study is reflective analysis. In this 

method of analysis, much emphasis is placed on the intuition and judgment of the 

researcher as opposed to the actual categorization of the data (Gall et al., 1966). 

According to this scholar, reflective analysis is appropriate when accompanied by thick 

text. Within this thick description the researcher is attempting to describe an event, or 

phenomenon, by recreating the occurrence. In this method of analysis, more attention 

will be given to the impressions and personal judgment of notes taken than in 

interpretational analysis. The reflective analysis method allows the reader to compare 

their impressions of the event with that of the researcher. Reflective analysis is well 

suited for analysis of information collected in an exploratory case study. It is, however, 

considered to be the most subjective of the analytic methods (Gall et al., 1966). 

The reflective analysis method was the method selected by this researcher for the 

data analysis of this case study. This method was a proper selection for this exploratory 

case study. This researcher was drawing conclusions throughout the three-hour 

workshop and relied greatly on impressions gained by observing the actions of the 

students involved. The researcher attempted to recreate the workshop experience for the 

reader through a thick, descriptive text. 

As previously discussed, this multiple case study was analyzed from two different 

perspectives. The case studies were first analyzed from a within-case study approach and 

then from a cross-case analysis perspective. This approach is consistent with the 
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thoughts of several qualitative research scholars. The within-case study method required 

for data to first be analyzed from within. Conclusions were drawn about the information 

reported from that individual case study, and the information was triangulated within that 

specific case study (Merriam, 1988). 

The cross-case analysis of approach seeks to build relationships across the 

multiple cases (Merriam, 1988). Yin (1994) described this analysis approach as an 

attempt to arrive at broad explanations that are used to fit the individual cases, even 

though the details of the cases will be different. Miles and Huberman (1994) suggested 

cross-case analysis as the endeavor to visualize the outcomes that may be consistent 

across several cases. 

Validity and Generalizability 

It is imperative in all research studies to establish a level of validity or 

tmstworthiness for a study to achieve a level of credibility. "The foundation of science is 

the cumulation of knowledge from many studies" (Hunter, Schmidt, & Jackson, 1982, p. 

10). Tmstworthiness is the term often used by qualitative researchers to describe, "a fit 

between what they record as data and what actually occurs in the setting under study" 

(Bogdan & Biklen, 1992, p. 44). "Being tmstworthy as a qualitative researcher means as 

the least that the processes of the researcher are carried out fairly, that the products 

represent as closely as possible the experiences of the people who are studied" (Ely, 

Vinz, Anzul, & Downing, 1997, p. 93). 
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Hammersley (1987) provided the following definition for validity, "An account is 

valid or tme if it represents accurately those features of the phenomena, that it is intended 

to describe, explain or theorize" (p. 69). Validity has also been described as accuracy and 

the degree of reliability (Lehner, 1979; Johnston & Pennypacker, 1980). Guba and 

Lincohi (1989) believed that for findings to be valid, they must be able to be confirmed. 

Confirmability refers to the degree to which findings are a result of the researcher's 

experiences and the conditions of the study, not the biases of the researcher. 

A frequently cited limitation of the case study is the results may be very difficult 

to generalize. Maxwell (1992) suggested generalizability is of httle value in qualitative 

studies. While generalizability is frequently utilized in quantitative studies, it is not as 

widely accepted in the qualitative arena. 

However, the counter argument subscribes to the research that the generalizability 

of findings from a case study is legitimate. Yin (1994) pointed out that the generalization 

of results from either single or multiple case study designs is made to theory, not to 

populations. While the validity and reliability of single case studies may come into 

question, multiple cases strengthen the results by replicating the study, thus increasing 

confidence in the soundness of the theory. This was done through literal replication of 

the case study. In the case of this research project, generalizability issues were addressed 

through two mirror studies being performed by the researcher. Students were exposed to 

a three-hour workshop on servant-leadership. The researcher was responsible for the 

three-hour workshop and was the sole interpreter of the data gathered. 
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According to Rubin and Rubin (1995), "Researchers judge the credibihty of 

qualitative work by its transparency, consistency-coherence, and communicability; they 

design the interviewing to achieve these standards" (p. 83). 

Stake (1995) described the generalization of case studies as context specific and 

congment with the prior experiences of the reader. Generalizability may also be 

considered the reliability of the findings (Hammersley, 1987). Other definitions include 

the ability to measure consistently and the reproducibility of the measurements (Lehner, 

1979; Black & Champion, 1976). 

The case study approach allows the reader more insight into the experience being 

recorded. For the purpose of this study, it was significant to know whether exposure to 

the servant-leader model had an impact on the way students viewed leadership. The 

qualitative methodology, and specifically the case study, allowed insights to the reader as 

to why their perceptions changed and how this change might be able to impact their 

school in a positive fashion. 

There are concems from some scholars that the case study approach can create a 

distortion on the part of the reader that causes an exaggeration of the data (Guba & 

Lincoln, 1981). This researcher attempted to collect and report the data in such a fashion 

as to reflect the tme essence of the environment being studied. Triangulation occurred 

through a pre- and post-survey administered at the workshop, observations made during 

the workshop, and interviews with a sampling group after each workshop. 

Validity and generalizability were reinforced due to the multiple case study 

approach being utilized. The multiple case study approach added strength to the validity 
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as well as generalization of the data (Yin, 1994; Ely et al., 1991). Miles and Huberman 

(1994) supported this thought process as well. They suggest that by looking at a range of 

similar cases, the vahdity and generalizabihty of the findings become more reliable. 

Credibility of the study was also enhanced through a mixed methodological study 

(Cook, 1985; Greene et al., 1989). In a mixed methods design, triangulation tends to 

offset biases inherent with each methodology. Utilizing both a quantitative and 

qualitative approach to data collection assists validity and generalizability. The 

utilization of both methods to measure the same phenomenon helped mle out threats to 

the validity of the study. 

This researcher replicated a servant-leader workshop at two sites across the state. 

The researcher attempted to have 100 participants at each location. All students were 

identified as leaders from within their school. The commonality among these leaders was 

that they were all seen as leaders from a peer group within their school. The workshops 

were held in two districts of varying size and from different locations within the state of 

Texas. These schools were representative of 5 A schools from across the state of Texas. 

Chapter Summary 

The four frames of cognition are the stmctural frame, the human resource frame, 

the political frame, and the symbolic frame (Bolman & Deal, 1993). The stmctural frame 

is characterized by organizational charts and is identified by its organization of labor, 

mles, policies, procedures, and hierarchies. The human resource frame sees the 

organization as an extended family with needs, feelings, skills, and limitations. The 
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political frame sees organizations as arenas, contests, or jungles (Bolman & Deal, 1997). 

There is apparent conflict caused by differing needs and perspectives. The symbolic 

frame views organizations as tribes, theaters, or camivals (Bolman & Deal, 1997). 

Organizations are cultures with rituals, ceremonies, stories, heroes, and myths. 

This research focused on the servant-leader model and whether student leaders' 

short-term perceptions of leadership could be altered with a three-hour exposure to a 

servant-leader workshop. There is a strong relationship between Bolman and Deal's 

(1993) symbolic frame of cognition, as well as the symbolic teachings of Sergiovanni 

(1984). These models or frames were developed into a workshop format to determine if 

there is an impact on high school student's perceptions of leadership. 

Two pilot studies were conducted with high school aged students. All had been 

identified as leaders within their school, and all participants had been selected for a youth 

leadership summer training program. These study groups consisted of leaders from 

multiple high schools. Both pre- and post-surveys were administered to the participants 

with specific opinions on leadership qualifications being addressed on each of the 20 

questions. 

The overriding question surrounding this study was to determine if a three-hour 

workshop on the servant-leader model could impact high school students' short-term 

perceptions on leadership. The subsidiary research questions were: 

1. Is there a difference in student perceptions of leadership after a three-hour 

exposure to a servant-leader model? 
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2. How are the student perceptions of the servant-leader model affected by 

exposure to the servant-leadership workshop? 

3. What do students consider the impact of the servant-leader model will be on 

their respective schools? 

This researcher assumed the role of bricoleur during this pilot study. A bricoleur 

is defined as a handyman or someone that will utilize all available tools in order to gain 

the desired information (Denzin & Lincoln, 1994). The product of the bricoleur is called 

a bricolage. The researcher as bricoleur was an appropriate qualitative approach for this 

study because of the multiple methods approach being utilized. A bricolage was created 

through the survey utilized in a pre- and post-workshop setting, participant observations 

of the workshop, and follow-up interviews with a random sampling of participants. 

The sfrategy utilized for this study was an exploratory multi-case study. Berg 

(2001) suggested that a case study involves gathering information about people or events 

in an attempt to understand how something works. 

This researcher elected to use a quantitative pre- and post-survey instmment that 

was administered to the student participants, the qualitative tools of participant 

observation derived during the course of the workshop, as well as follow-up interviews 

with a random sampling of students. Through this mixed methodological approach and 

various measures of research, a triangulation process unfolded. 

Survey instmments are considered appropriate methodological tools for a study 

that is primarily qualitative in nature (Potter, 1996; Grady, 1998). Participant observation 

allows the researcher to become an active participant in the event being studied (Yin, 
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1994). Qualitative interviews may be utilized as a primary method for collecting data 

(Bogdan & Biklen, 1982). Interviews were conducted with a sampling of students to 

triangulate the data that was gathered. 

The data was collected from three different perspectives. First, the researcher 

administered a pre- and post-survey to student participants in the workshops to gain 

insight about their perceptions toward the servant-leader model. Secondly, data was 

derived from impressions gathered by the researcher during the three-hour servant-leader 

workshop in a participant observation approach. Finally, the researcher performed 

interviews with a sampling group from the two workshops. 

The data was reviewed from a reflective analysis within the two case studies. In 

this method of analysis, much emphasis is placed on the intuition and judgment of the 

researcher as opposed to the actual categorization of the data (Gall et al., 1966). More 

attention was given to the impressions and personal judgment of notes taken than in 

interpretational analysis. The reflective analysis method allows the reader to compare 

their impressions of the event with that of the researcher. Reflective analysis is well 

suited for analysis of information collected in an exploratory case study. The data from 

the two case studies was analyzed from a within-case study model as well as a cross-case 

study approach. Findings from the data analysis will be discussed in Chapter FV. 
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CHAPTER W 

PRESENTATION AND ANALYSIS OF DATA 

Introduction 

The data for this study were gathered and analyzed utilizing a mixed-

methodological approach. A total of three data sets were utilized to gain insight into the 

perceptions high school students have towards the servant-leader model. These were pre-

and post-surveys, interviews with ten high school students, and field notes from 

participant observations and video reviews. These data sets, their collection process, and 

analysis procedures and findings were the focus of this chapter. 

Likewise, data were analyzed from three separate perspectives. Data were 

gathered from a quantitative perspective using a Likert-type survey. The Leadership 

Trait Survey (see Appendix B) was used as a pre- and post-workshop instmment. The 

survey was developed to focus on the characteristics of servant-leadership previously 

identified as integrity/tmst, service, respect/love, the willingness to listen, and a desire to 

serve a higher calling/values system as well as the characteristics of popularity and power 

which are inconsistent with the servant-leader model. This survey instmment was tested 

for validity and confirmed by a panel of experts familiar with the symbolic frame of 

cognition and symbolic force as described by Bolman and Deal and Sergiovarmi. 

The survey was distributed to students from two high school campuses selected 

for participation in this case study. The Leadership Trait Survey (see Appendix B) was 

administered to the participating students prior to the begirming of the three-hour 
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workshop on the servant-leader model. The pre-workshop surveys were collected, and 

the survey was administered again following the servant-leader workshop. All students 

participating in the workshop were given the survey to complete. Students were selected 

for the workshop through peer nominations. The Student Leadership Nomination Form 

(see Appendix A), was completed by students attending the participating schools, and the 

top 100 nominees were invited to participate in the workshop. Students selected were 

then given information about the workshop as well as a consent form (see Appendix E) to 

be signed by a guardian. 

The next set of data collection and analysis of this research focused on a 

qualitative methodological approach. An interview was conducted with five students 

from each of the two workshop locations. Students were randomly selected for 

participation by drawing a starting number arbitrarily from a hat. The total number of 

students attending the workshop was then divided by five in order to determine the 

interval for interview selection. The participants for the interviews were contacted 

utilizing information provided by the faculty contact on that specific campus. The 

Leadership Trait Survey (see Appendix B) was designed to gather more in-depth 

information from the participants as to why they determined the servant-leader workshop 

to be beneficial to their campus or not. A total often interviews were conducted at two 

separate sites within a two-week period following the workshop. 

The final stage of analysis again involved a qualitative methodological approach. 

Participant observations were utilized to determine any changes in perceptions of 

leadership during the course of the workshop. Information from these observations was 
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gathered from field notes taken immediately following the workshop as well as a review 

of videotapes recorded at the workshops. These firsthand observations were utilized to 

bring meaning and understanding to the events that took place during the workshop. 

Restatement of Research Ouestions 

The purpose of this study was to determine if a three-hour exposure to the 

servant-leader model could impact high school students' short-term perceptions on 

leadership. This study was used to establish basic level interest in the servant-leader 

model among high school age students. This study did not seek to determine longitudinal 

results for the receptivity to this leadership model. The researcher utilized this study as a 

mechanism to determine whether a need for the development of curriculum on the 

servant-leader model existed. The subsidiary research questions were: 

1. Is there a difference in student perceptions of leadership immediately 

following a three-hour exposure to a servant-leader model? 

2. How are the student perceptions of the servant-leader model affected by the 

leadership workshop? 

3. What do students consider the impact of the servant-leader model will be on 

their respective schools? 

Workshop Procedures 

The servant-leader workshop was designed by the researcher. Each workshop 

was three hours in length and stmctured to introduce the characteristics of the servant-
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leader model to the students. These characteristics are integrity/tmst, love/respect, 

service, listening, and the higher calling/value system. There were no scheduled breaks 

in the workshop. 

After the initial infroductions and completion of the pre-survey instmment, the 

researcher immediately moved into the first activity of the workshop. This was a 

listening activity which was utilized to show students the importance of listening and the 

potential consequences when leaders choose not to listen. The students were all offered 

$200.00 each if they could successfully play Simon Sez for two minutes. A student was 

handed $200.00 to hold to reinforce the activity. Students were refamiliarized with the 

mles of the game. The students were unsuccessftil from the first movement and the 

$200.00 was collected from the student holding the money. This exchange lasted for 

roughly fifteen minutes and the lesson was used to demonsfrate how many opportunities 

are lost because as leaders we do not listen and make sure our followers are equipped for 

success. 

The next activity was used to demonstrate why being a leader is very difficult. 

Different personalities of the people found in schools were discussed. The emphasis was 

to encourage the students to be aware of all the people in the school-not just those they 

liked or those that made them feel comfortable. Students were told that successful 

leaders are the people who can take different personalities and use the different strengths 

each person possesses to make the group stronger. The different personalities 

incorporated into the demonstration included students that want to be left alone, teachers 

because of their compassionate side, the cool guys that are in schools to be served, young 
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girls who are there to listen to the cool guys, principals, the senior girls because they are 

smart enough to see through the cool guys, and young boys who approach life through 

their own perspective. Students were made aware that the stereotyping was for the 

purpose of having a vehicle to illusfrate the different personalities within a school. 

A specific simple movement was assigned to each of the groups previously 

mentioned. The students performed each movement as the researcher called the specific 

group name. The movements became faster and faster and were culminated when the 

researcher tumed on the music to the Macarena, and the students realized they have been 

doing the Macarena dance. The students immediately began to laugh and the researcher 

encouraged them to continue the dance. The purpose of the activity was to demonstrate 

the higher calling of leadership. Leaders have a responsibility to all the stakeholders and 

must work to meet this responsibility. This activity took roughly fifteen minutes. 

The next activity involved the viewing of a short video clip that was used to 

generate thoughts about the relationship between leadership and power. The researcher 

had the participants perform an activity using the way they hold hands together to explain 

that the servant-leader model involves change from the way leadership is often viewed. 

The change can initially be uncomfortable, but with time and perseverance the change 

began to feel more comfortable. The focus of this activity centered on integrity and 

respect and lasted approximately fifteen minutes. 

Between each activity, students were given approximately thirty seconds to find a 

different seat in the workshop. The purpose was two-fold. First, the researcher wanted 

the students to have an opportunity to stretch about every fifteen minutes because there 
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were no breaks. Second, and most important, the researcher wanted the student leaders to 

be forced to extend their current boundaries and meet people from their school that they 

may not have met before. The purpose was to show students that it is difficult for many 

to approach sfrangers and engage in conversations. The point was also made that if it is 

difficuft for the leaders to make this initial contact, imagine how difficult it may be for 

the stiadents in the school that do not have the same level of recognition. 

The next activity was the viewing of a five-minute video from Martin Luther 

King's "I Have a Dream" speech. Students were given an assignment to look for two 

things during the speech. They were first asked to determine if Dr. King was a good 

leader or a bad leader. They were then asked to look for characteristics that supported 

their opinion. Once the film was concluded, students provided responses which were 

recorded on the board. The students were then divided into groups often, and an activity 

called the "human knot" was introduced. Students were to solve the situation by 

communicating and listening to one another as well as service through sacrifice. This 

activity took approximately thirty minutes to complete. 

The next segment of the workshop focused on several of the characteristics of 

servant-leadership. The characteristics within this section of the workshop focused on 

the higher calling/value system, listening, and integrity/tmst. After the viewing of a 

segment of a children's video, the researcher set up a game where the students would 

have to monitor themselves to follow the mles, as there were too many people involved 

for the researcher to watch over. The workshop was divided into two teams and they had 

to communicate with one another to be successftil. The game also required the workshop 
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participants to sacrifice for the team. Integrity and tmst were issues that arose as the 

game progressed. The purpose of the activity was for team members to develop tmst 

through listening and sacrificing themselves for the higher calling. 

During this segment of the workshop, the researcher read a statement about the 

differences between eagles and parrots. The researcher asked the students whether an 

eagle or a parrot would make the best leader. The students concurred that the eagle was 

more desirable as a leader. The students were then asked to raise their hand if they 

thought of themselves as an eagle or to raise their hand if thought they were a parrot. 

This portion of the workshop was used to reinforce the characteristics of integrity/tmst. 

This activity took approximately fifteen minutes, and the workshop is halfway complete. 

The next activity was centered on the characteristics of service and integrity/tmst. 

Students were asked a series of questions dealing with the way they interact with their 

peers. The purpose was to demonstrate that relationships should not be situational in 

nature. They should not treat people differently because of the setting or the other people 

around. People should feel comfortable knowing that they will be respected regardless of 

the circumstances. An illustration was then enacted for the students so they could 

witness different levels of leadership in action. The purpose was to show students that 

the tme leader is one willing to give up recognition so that he/she can serve others. This 

activity took fifteen minutes. 

The next activity also dealt with integrity/tmst and was used to demonstrate that 

as leaders we must do more than talk about making a difference in our school. People are 

influenced by what they see more than what they hear, so effective leaders must do more 
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than talk about making a difference. They must be active and demonstrate for the 

followers the desired path. Students were asked to raise their hand if they promised to go 

back to their school and do the very best they possibly could. Of course, all hands went 

up. The researcher then told them to put their hands as high above their heads as they 

could, yet the researcher set a completely different expectation by barely raising his 

hands while he talked. Students were cautioned to not ask followers to do one thing then 

not be willing to meet the same level of commitment themselves. After fifteen minutes, 

the students switched seats and the workshop continued. 

There was no activity associated with the next portion of the workshop. The 

researcher spent time talking to the students about decision-making, both positive and 

negative in nature. Students were cautioned about allowing themselves to make 

decisions that could adversely affect their ability to generate the tmst needed to lead. 

This exchange lasted approximately fifteen minutes and focused on the characteristics of 

love/respect, integrity/tmst, and the higher calling. 

The next activity began with the viewing of a small portion of the video "The 

Lion King." The video was used to illustrate that many times we underestimate our own 

abilities and the responsibility leaders have to insure the best is being sought for their 

followers. This section of the workshop included a discussion of how a person's rights 

can often interfere with their willingness to accept their responsibilities. A box was 

drawn on the whiteboard so the illustration could be made for the students. Considerable 

time was spent discussing their responsibilities to their peers, the relationship with their 
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parents, and finally the responsibilities they had to themselves. This section of the 

workshop lasted approximately twenty minutes. 

The last segment of the workshop began with the viewing of a scene from "The 

Wizard of Oz." Students were given an opportunity to share personal traits or gifts they 

believed they possess that might be utilized to make a positive change in the school they 

represent. All characteristics of the servant-leader model were mentioned by students, as 

well as other characteristics. The discussion was used as the impetus to close the 

workshop. 

The final minutes of the workshop were spent thanking all the participants, 

sponsors, and anyone else who had been a part of the process. At the conclusion of the 

workshop, students were given the post-workshop survey to complete. 

Survey Data 

Data Collection Process 

The first method of data collection and analysis utilized in this study was a survey 

instrument. The Leadership Trait Survey (see Appendix B) was administered to students 

attending a three-hour workshop on the servant-leader model. This survey instmment 

was administered in a pre- and post-workshop setting in an attempt to measure whether 

exposure to the servant-leader model could influence students' perceptions of leadership. 

The pre-workshop administration of the survey instmment occurred once all 

students had arrived to the workshop and were seated. The researcher gave specific 

instmctions regarding how to complete the survey instmment. Careful attention was 
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given to make certain the students read the survey in the proper manner. In other words, 

they were cautioned to make certain they were actually circling the appropriate number to 

match their opinion of the correct answer. After all pre-survey instmments were 

completed, the researcher collected them from the students and filed them for later use. 

Likewise, the survey was administered in a similar fashion following the 

completion of the workshop. Once the workshop was completed, the researcher passed 

another copy of the Leadership Trait Survey (see Appendix B) out to the students. This 

survey was identical to the original except for the color of the paper. The pre-survey was 

copied on white paper while the post-survey was copied on colored paper. The South 

Plains workshop post-surveys were copied on lavender paper while the Metroplex 

surveys were copied on light blue paper. 

Data Analysis Process 

Factor Analysis 

Credibility was established in the survey instinment through a series of pilot 

studies with high school-aged students as well as computerized factor analysis. The 

factor analyses were conducted to see which questions displayed similarities in the 

opinion of the surveyed students. Questions were then grouped into categories based on 

their cohesiveness and how they measured the same constmct. The questions from the 

Leadership Trait Survey (see Appendix B) were then grouped according to the 

characteristics identified as consistent with the servant-leader model. These traits as 

previously described are integrity/tmst, love/respect, service, the willingness to listen, 
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and a desire to serve a higher calling/values system. Due to the ambiguity of describing 

values and the higher calling, questions dealing with power and popularity were utilized 

as the opposite of higher calling and values in order to create the reverse effect. These 

items were also reversed scored in the analysis phase. 

The first group of questions categorized dealt with integrity and tmst. The 

questions from the Leadership Trait Survey (see Appendix B) that were identified as 

measuring this constmct were questions 14, 16, and 17. Question 14 stated, "Leaders 

must maintain a high level of integrity to be effective." Question 16 stated, "Leaders 

should tell or show their followers that they love them." Finally, question 17 stated, 

"Leaders will get the job done at the expense of the followers." This question was 

reverse scored for the purposes of this study. 

The next group of questions that qualified as an individual constmct or category 

dealt with love and respect. Questions 4, 9, and 13 from the Leadership Trait Survey (see 

Appendix B) were identified in the factor analyses as questions consistent with this 

concept. Question 4 stated, "Leadership is about developing relationships." Question 9 

stated, "You must hold an official position to be a leader." Question 13 stated, "ft is 

important for leaders to be respected." For the purpose of this study, question 9 was 

reverse scored. 

Service was the next category of questions identified by the factor analyses. The 

questions identified for this category were 6, 7, and 12 from the Leadership Trait Survey 

(see Appendix B). Question 6 stated, "Leaders will make personal sacrifices to get the 

job done." Question 7 stated, "Leadership deals with serving other people and causes." 

128 



Question 12 stated "Leaders make decisions based on what is best for the organization." 

No reverse scoring was required for this constmct. 

Two questions from the Leadership Trait Survey (see Appendix B) were 

identified with consistencies to the concept of listening. These questions were numbers 

18 and 19. Question 18 stated; "Leaders are more successful when they hsten to the 

needs of others." Question 19 stated, "Leaders should seek the advice of others." No 

questions were reverse scored in this category. 

The final group of questions was organized into a category dealing with higher 

calling and values system. Characteristics identified as being inconsistent with this 

particular concept were popularity and power. This identification of popularity and 

power as inconsistent qualities with a values system came from two separate sources. 

First, the factor analysis placed these questions into a grouping that showed cohesiveness, 

and secondly, the inconsistent qualities were validated by students in the pilot studies 

prior to finalizing the survey instmment. Questions may have dealt with popularity or 

power but were reverse scored for alignment within the measurements. There were a 

total of five questions that were either identified as being both consistent with the 

characteristics of higher calling/value system or the inconsistent qualities of popularity 

and power. The questions identified for this constmct were numbers 3, 5, 8, 10, and 15. 

Question 3 stated, "Leadership allows you to tell others what to do." Question 5 

stated, "Leadership is about popularity." Question 8 stated, "Leadership is about gaining 

the privileges that come with a position." Question 10 stated, "Leaders should always 

show they are in charge of the situation." Lastly, question 15 stated; "Leaders must put 
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people in their place in order to show who is the boss." All questions are part of the 

Leadership Trait Survey (see Appendix B). All questions for this area were reverse 

scored. 

Three questions failed to meet the criteria for placement within any of the 

aforementioned constmcts; therefore, results from these questions were not included in 

the statistical analysis. The three questions were numbers 1, 2, and 11. Question 1 

stated, "Leadership is about gaining power." Question 2 stated, "Leadership is about 

giving power away." Question 11 stated, "Leaders should never reveal their 

weaknesses." All questions were included as part of the Leadership Trait Survey (see 

Appendix B). 

The factor analyses described in this first method of analysis provided the 

foundation for analysis for the remainder of this section. Questions identifying the five 

characteristics of the servant-leader model have been identified and placed in the 

appropriate category or constmct preparing for further analysis. 

Rehability Analysis 

Reliability analysis was conducted to measure how well the questions from the 

Leadership Trait Survey (see Appendix B) within each constmct matched one another. 

All scales measured had adequate to good reliability. All analysis is displayed in Figure 

4.1. 
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The constmct of integrity and tmst was the first constmct to be analyzed. This 

grouping consisted of question numbers 14, 16, and 17. Cronbach's alpha for the items 

measuring integrity and tmst = .62. 

Love and respect was the next constmct to be analyzed. Question numbers 4, 9, 

and 13 were grouped together forming this constmct. Cronbach's alpha for the questions 

measuring love and respect = .80. 

The area of service was the next group of questions submitted for reliability 

analysis. Question numbers 6, 7, and 12 formed this constmct. Cronbach's alpha for the 

questions measuring service = .88. 

Listening was the next area of analysis for reliability. Question numbers 18 and 

19 were the items identified as consistent with this constmct. Cronbach's alpha for these 

two questions pertaining to listening = .80. 

The final area of reliability analysis dealt with the concepts of higher calling/value 

system or the qualities of power and popularity, which are inconsistent with the higher 

calling/value system. Five questions were assigned to this group. The questions were 

numbers 3, 5, 8, 10, and 15. Cronbach's alpha for this constmct = .70. 
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Figure 4.1. Reliability Scale for Interview Questions. 

As previously stated, all groups of questions had adequate to good reliability. The 

analysis of the reliability of the groupings has provided an additional comerstone for in-

depth analysis of the research questions to follow. 

T-tests 

The t-tests were performed with the data collected from the two workshop sites in 

Texas. The t-tests were utilized to measure significant changes in perceptions of 

leadership held by high school-age students prior to a three-hour workshop on the 

servant-leader model to perceptions held by the same students following the workshop 

experience. All five areas identified as characteristics of the servant-leader model were 

analyzed separately from both the South Plains workshop site as well as the Metroplex 
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workshop site. The schools' names listed are pseudonyms utilized to preserve the actual 

identification of the workshop site. 

Findings 

Within both workshops, tiie characteristics of integrity/tmst, service, and higher 

calling/values were noted to have the greatest changes in perceptions among both sets of 

workshop participants. 

The mean score for perceptional change from the South Plains workshop in the 

area of integrity/tmst was t = 3.88(83), p < .001. The mean score for the Metroplex 

workshop within this same characteristic was t = 8.24(91), p < .001. The students 

surveyed had a significant change in their perception of this characteristic during the 

course of the workshop. 

Service was another characteristic identified with significant changes in 

perceptions among the students completing the survey. The mean change within this 

characteristic was t = 3.53(83), p < .001 for the South Plains workshop. The findings 

from the Metroplex workshop were t = 8.18(91), g < .001. These findings indicate that 

students' perceptions about the need to serve others changed as the workshop progressed. 

The final area with significant change was the area of higher calling/values or the 

opposite characteristics of popularity and power. There was a significant change in the 

perceptions of these characteristics between the pre-survey and post-survey analysis. The 

South Plains students' t-tests revealed t = 3.93(83), p < .001 while the Metroplex scores 

were t = 8.70(91), p < .001. These characteristics yielded the greatest perceptional 
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changes of all the characteristics. Data analysis from the participant interviews as well as 

the participant observations will be used to bring meaning to these numbers later in the 

analysis. 

South Plains Workshop 

Research Question 1 asked, "Is there a difference in student perceptions of 

leadership immediately following a three-hour exposure to a servant-leader model?" 

The t-tests were performed within each category of the servant-leader model to 

determine a change in student perception of the servant-leader model. The same five 

areas of analysis were utilized for this workshop site. The five areas of t-tests analysis 

were integrity/tmst, love/respect, service, the willingness to listen, and a desire to serve a 

higher calling/values system. Once again, power and popularity have been utilized as 

identifiers of characteristics familiar to high school students, which are inconsistent with 

the higher calling/value system. The specific t-tests results from the South Plains 

workshop are as follows: 

ftitegrity/tmst: t - 3.88(83), p < .001 

Love/respect: t = 2.83(83), p < .006 

Service: t = 3.53(83), E<.001 

Listening: t = 3.01(83), p < .003 

Higher calling/value system: t = 3.93(83), p < .001. 
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Figure 4.2. Workshop t-tests Results. 

The data derived from t-tests from the South Plains workshop indicated a 

significant change in leadership perceptions in all categories. This change is noted in 

Figure 4.2. 

Metroplex Workshop 

The same t-tests were utilized to analyze the results from the workshop held at 

Metroplex High School. The characteristics of the servant-leader model are 

integrity/tmst, love/respect, service, the willingness to listen, and a desire to serve a 

higher calling/values system. Power and popularity have been utilized as identifiers of 

characteristics familiar to high school students, which are inconsistent with the higher 

calling/ value system. 
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The specific t-test findings from each category are shown in figure 4.2 and are as 

follows: 

hitegrity/tmst: t = 8.24(91), p < .001 

Love/respect: t = 8.14(91), p < .001 

Service: L== 8.18(91), p < .001 

Listening: t = 8.54(91), p < .001 

Higher calling/value system: t = 8.70(91), p < .001. 

Results of the t-tests from the Mefroplex workshop also indicated that students 

showed a significant change in perceptions of leadership in all categories of analysis. 

The data collected from each of the two workshops indicated a change in the perception 

of leadership held by high school age students. The change was in the expected 

direction. This data is reflected in Figure 4.2. 

Question 2 asked, "How are the student perceptions of the servant-leader model 

affected by the leadership workshop?" 

The mean score from the data obtained from each workshop was the analysis used 

to determine the affect of the workshop towards the servant-leader model. Students 

completed the Leadership Trait Survey (see Appendix B) prior to the three-hour 

workshop on the servant-leader model. The mean score was calculated within each of the 

characteristics of the servant-leader model to establish student perceptions towards the 

leadership model prior to the workshop. The survey was a five-point Likert scale with 

the range of measurement varying from strongly agree to strongly disagree. The survey 

was designed in the following fashion: (1) Strongly Agree, (2) Agree, (3) No Opinion, (4) 
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Disagree, and (5) Strongly Disagree. The same survey was administered again 

immediately following the three-hour workshop. Once again, the mean score was 

calculated within each of the characteristics of the servant-leader model. A comparison 

was performed to determine if there was a change in the perception of leadership held by 

high school students and if so, what the changes were. It should be noted that all the 

characteristics of the servant-leader model are considered positive for the purpose of this 

study therefore, results indicating strong agreement or movement in that direction on the 

Likert scale are viewed in a favorable fashion. 

While the intent of the research was not to measure the change of individual 

students, pre-and post-survey results were matched through a numbering system. 

Students were assigned a number at the time of registration, and they used that number 

for identification purposes throughout the workshop. 

South Plains Mean Scores 

The total number of students attending the workshop at South Plains High School 

was 84. This was fewer than the desired number of 100, but certainly the number of 

attendees was significant enough to provide the needed data. The workshop was held 

during the school day on a Friday moming in November. The workshop was scheduled 

to occur between the hours of 8:00 a.m. and 11:30 a.m. The workshop ran smoothly, and 

there were no major deviations in the scheduled times. 

Students were administered a survey prior to the beginning of the servant-leader 

workshop. Students tumed in the surveys and then were exposed to the workshop. The 
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procedures for the workshop have been discussed previously. Following the workshop, 

the same survey instrument was administered again. Results were obtained by 

calculating the mean score for all participants within the South Plains workshop. 

The first characteristic analyzed was integrity/tmst. Question numbers 14, 16, and 

17 are the questions used to identify this characteristic. Results from the pre-workshop 

survey adminisfration measured students' perceptions at a mean of 2.46, which is very 

close to halfway between "No Opinion" and "Agree" on the Likert scale. Results from 

the post-workshop survey administration measured a significant change in students' 

perceptions towards the characteristic of integrity/tmst. The mean score had changed to 

2.07, or the shift in perception was measured at the "Agree" level. The results of this 

analysis are provided in Figure 4.3. 

The characteristic of love/respect was the next servant-leader trait analyzed. 

South Plains students recorded a mean score of 1.89 on the questions identified with the 

traits of love/respect. These questions have been previously identified as numbers 4, 9, 

and 13. This score is on the "Agree" level with minor tendencies towards "Strongly 

Agree". The resufts from the post-workshop survey disclose a mean score of 1.60. This 

score reveals that students were still at the "Agree" level following the workshop, but the 

tendencies toward the "Strongly Agree" level were stronger. Comparisons of the pre-

and post-workshop results are provided in Figure 4.3. 

The characteristic of service was the next area of analysis. Students' responses 

from the South Plains workshop were analyzed, and a mean score of 1.67 was established 

based on responses given in the pre-workshop survey. Questions identified as consistent 
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with service were numbers 6, 7 and 12. The results from the post-workshop survey 

revealed a mean of 1.35 for this same group of students following the servant-leader 

workshop. The change is considered to be a significant change. Pre-workshop results 

were at the "Agree" level with a minor trend towards the "Strongly Agree" level, while 

post-workshop results showed a sfrong movement towards the "Strongly Agree" position 

on the scale. These results are graphed in Figure 4.3. 

Listening was the next category of analysis for this research study. Questions that 

dealt with listening on the Leadership Trait Survey (see Appendix B) were numbers 18 

and 19. The mean score from the pre-workshop within the characteristic of listening was 

calculated at 1.76. The post-workshop mean score in this category was 1.45. The change 

in students' perception within this category was also significant. The pre-workshop 

survey revealed students perception of service at the "Agree" level with slight tendencies 

toward "Strongly Agree." The post-workshop score also is charted between the "Agree" 

and "Strongly Agree" levels, but the movement is in the direction of "Sfrongly Agree." 

These results are provided in Figure 4.3. 
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Figure 4.3. Mean Scores for South Plains Workshop. 

The final questions to be analyzed dealt with the characteristic of higher 

calling/values. Questions dealing with power and popularity were also utilized in this 

category but were reverse scored for consistency in reporting the findings. Questions 

meeting either of these criteria were identified as numbers 3, 5, 8, 10, and 15. Results 

from analysis of this information revealed little understanding of the concept of the 

higher calling prior to the workshop at this workshop. The pre-workshop survey mean 

score was calculated to be 2.82, while the mean score following the workshop was 

measured at 2.50. The change in perception within this characteristic is also significant. 

The pre-workshop results placed students at the "No Opinion" level with a slight trend 

towards the "Agree" level. The post-workshop results were calculated exactly between 
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the "No Opinion" level and the "Agree" level. The trend in this characteristic is also 

positive. The resufts may be found in Figure 4.3. 

The results from the South Plains workshop revealed a significant altering in 

students' perceptions of leadership following the three-hour workshop on the servant-

leader model. Significant changes were revealed through analysis of each of the 

characteristics of the servant-leader model previously identified as integrity/tmst, 

love/respect, service, listening, and higher calling/values. A comparison of mean scores 

of the pre-workshop administration of the survey and the post-workshop administration 

was used to measure perceptional changes. A positive impact was recorded in all areas of 

analysis. 

Mefroplex Mean Scores 

The Mefroplex workshop had a total of 91 participants in attendance. Again, this 

was fewer than the desired number of 100, but the 91 provided adequate data for the 

research project. In contrast to the South Plains workshop, this workshop was conducted 

after school. Students attended school all day, took roughly a 30 minute break, and then 

engaged in the three-hour workshop. This workshop did not mn on schedule as cleanly as 

the South Plains workshop. This can be attributed to the fact that the high school 

students at South Plains were in a mode of coming to school at the same time every day. 

The Metroplex students did not have this ritual to assist in getting them to the workshop 

site, therefore they tried to engage in their own after school rituals of getting a soft drink 

or snack prior to attending the workshop. These students were also instmcted to grab 
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something to eat as the workshop was not scheduled to end until roughly 8:00 p.m. This 

workshop started late and ended late, as it was roughly 8:30 before the researcher was 

able to leave. 

Results from the Metroplex workshop were calculated, and data revealed that 

there was a significant change in the attitudes of the students in attendance, and the 

change was positive, or rather, more consistent with the characteristics of the servant-

leader model. 

The characteristic of integrity/ti-ust was the first area analyzed through this 

process. Question numbers 14, 16, and 17 are the questions used to identify this 

characteristic. Results from the survey administered prior to the workshop measured 

students' perceptions at a mean of 2.49, or approximately halfway between "No Opinion" 

and "Agree" on the Likert scale. Results from the survey administered following the 

workshop measured a significant change in students' perceptions towards the 

characteristic of integrity/tmst. The mean score had changed to 1.66, or the shift in 

perception was measured at the "Agree" level with a strong trend towards "Strongly 

Agree." The resufts of this analysis are provided in Figure 4.4. 

The characteristic of love/respect was the next servant-leader trait analyzed. 

Students at the Metroplex workshop record a mean score of 2.2 on the questions 

identified with the characteristics of love/respect on the pre-survey. These questions 

were previously identified as numbers 4, 9, and 13. The mean score results on the pre-

workshop survey was 2.21. This score is on the "Agrees" level with tendencies towards 

"No Opinion." The results from the post-workshop survey disclose a mean score of 1.41. 
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This score reveals that students were at the "Agree" level following the workshop, but 

there were strong tendencies toward the "Strongly Agree" level. Comparisons of the pre-

and post-workshop results are provided in Figure 4.4. 

The characteristic of service was the next area to be analyzed. Results from the 

students in attendance at the Metroplex workshop were analyzed, and a mean score of 

2.07 resulted from answers given in the pre-workshop survey application. Questions 

identified as consistent with service were numbers 6, 7, and 12. The results from the 

post-workshop survey revealed a mean of 1.27 for this same group of students following 

the servant-leader workshop. The results yield a significant movement in students' 

perceptions following the three-hour workshop. Pre-workshop results were at the 

"Agree" level, while post-workshop results showed a very sfrong movement towards the 

"Sfrongly Agree" position on the scale. These results are graphed in Figure 4.4. 

Listening was the next category of analysis within the servant-leader model. The 

questions on the Leadership Trait Survey (see Appendix B) that dealt with listening were 

question numbers 18 and 19. The mean score from the pre-workshop within this 

characteristic was 2.33. The post-workshop mean score in this category was 1.35. The 

change in students' perception within this category was also significant. The pre-

workshop survey revealed students perception of service at the "Agree" level with strong 

tendencies toward "No Opinion." The post-workshop score is charted between the 

"Agree" and "Strongly Agree" levels with a strong trend towards "Strongly Agree." 

These results are provided in Figure 4.4. 
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Figure 4.4. Mean Scores for Mefroplex Workshop. 

The final questions to be analyzed were within the characteristic of higher calling/ 

values. Questions dealing with power and popularity were also utilized in this category 

but were reverse scored for consistency in reporting the findings. Questions meeting 

either of these criteria were identified as numbers 3, 5, 8, 10, and 15. Results from 

analysis of this information revealed little understanding of the concept of the higher 

calling prior to the workshop. Pre-workshop survey results yielded a mean score of 3.20, 

while the mean score following the workshop was measured at 2.10. The change in 

perception is both significant and positive. The pre-workshop results placed students at 

the "No Opinion" level with a trend towards the "Disagree" level. The post-workshop 

resufts were at the "Agree" level. The results may be found in Figure 4.4. 
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The results from the Metroplex workshop reveal a significant altering in stiidents' 

perceptions of leadership following the three-hour workshop on the servant-leader model. 

Significant changes were revealed through analysis of each of the characteristics of the 

servant-leader model previously identified as integrity/tmst, love/respect, service, 

listening, and higher calling/values. A comparison of mean scores of the pre-workshop 

adminisfration of the survey and the post-workshop adminisfration was used to measure 

perceptional changes. A positive impact was recorded in all areas of analysis. 

Composite Analysis 

Analysis of Variance (ANOVA) was conducted for each scale using responses 

before and after the workshop as a repeated measure and using the workshop setting 

(Mefroplex and South Plains) as between-subjects factors. There was a significant 

interaction between the effect of the workshop and the effect of the school for all 

subscales or characteristics measured. In other words, the effect of the workshop differed 

depending on the location. These effect differences may be traced to the workshop 

locations and conditions which will be discussed later. Some of the differences included 

physical setting, economic status of the student participants, weather, and time of day. 

The first perceptions to be analyzed dealt with the characteristic of integrity/tmst. 

There was a significant interaction between the workshop effect and the school effect, 

F=9.26, (1, 174), p < .001. This interaction is provided in Figure 4.5. 
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The next variable of analysis was the characteristic of love/respect. Results from 

analysis in this area reflect a significant interaction between the workshop effect and the 

school effect, F=13.22, (1,174), p < .001. This interaction is displayed in Figure 4.5. 

The characteristic of service was the next variable of analysis. The results from 

analysis of this characteristic also reveal a significant interaction between the workshop 

effect and the school effect, F=12.37, (1,174), p < .001. The graph of this comparison is 

provided n Figure 4.5. 

Listening was the next characteristic analyzed for the effect. There was a 

significant interaction between the workshop effect and the school effect, F=18.94, 

(1,174), p < .001. This interaction is provided in Figure 4.5. 
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The final characteristic analyzed dealt with higher calling/values, or the 

characteristics of power and popularity scored in reverse. There was a significant 

interaction between the workshop effect and the school effect, F=25.828, (1,174), p 

.001. A graphic of this interaction is provided in Figure 4.5. 

The summary of the ANOVA tests revealed several consistencies within each 

workshop study. The first area of revelation was that there was significant interaction 

between the effect of the workshop and the effect of the school within all subscales. This 

interaction has been presented in Figure 4.5. The findings yield two conclusions. First, 

the workshop was effective regardless of inconsistencies that might have occurred in the 

presentation from workshop to workshop, and the data revealed that the workshop was 

effective regardless of differences in location. 

Another area of analysis revealed that the effect of the workshops was different in 

each analysis. The data revealed a more drastic positive impact on student perceptions in 

the Metroplex area than were revealed in the South Plains workshop. Much of this 

differentiated score can be attributed to the fact that the South Plains students came to the 

workshop with leadership beliefs more consistent with the servant-leader model. This 

was evident by a comparison of the beginning mean score within each of the 

characteristics of the servant-leader model on the pre-survey between the two workshop 

sites. While there was movement in perceptions at both locations, the Metroplex students 

were able to grow more because there was more room for growth. 

The data revealed that in several of the characteristics measured, the post-survey 

mean scores between the two workshops were fairly close to being even though the pre-
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workshop scores were not. This could be attributed to the workshop, as three hours may 

only allow students to achieve a certain level of understanding. It may also reflect a 

consistency in the workshop presentation by the researcher. 

It appeared from the survey results that the workshop can generate consistent 

results regardless of location. This was evident by the discrepancies noted in the 

beginning mean scores within each category but the fairly consistent mean scores on the 

post-survey results. All results from the both workshops revealed a significant altering in 

students' perceptions of leadership following the three-hour workshop on the servant-

leader model. Significant changes were revealed through analysis of each of the 

characteristics of the servant-leader model previously identified as integrity/tmst, 

love/respect, service, listening, and higher calling/values. A comparison of mean scores 

of the pre-workshop adminisfration of the survey and the post-workshop adminisfration 

was used to measure perceptional changes. A positive impact was recorded in all areas of 

analysis. 

Question 3 asked, "What do students consider the impact of the servant-leader 

model will be on their respective schools?" 

The last question of the Leadership Trait Survey (see Appendix D) was designed 

specifically to answer this question. Question 21 states, "Do you believe that the 

leadership model demonstrated today could have a favorable impact on your campus?" 

A total of one hundred seventy five surveys were analyzed from the two workshop sites. 

The responses to this question were only gathered from the post-survey, as students had 

no way to determine the effects of the servant-leader model prior to being exposed 
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through the workshop. The students unanimously answered this question yes from both 

locations. This information was reported as one response because there were no 

discrepancies cited between the two workshop locations (see Figure 4.6). 
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Figure 4.6. Student Perception of Servant-Leader Impact. 

Summary of Survey Data 

The first method of data collection and analysis in this study utilized a survey 

instmment. The Leadership Trait Survey (see Appendix B) was administered to students 

attending a three-hour workshop on the servant-leader model. This survey instmment 

was administered in a pre- and post-workshop setting in an attempt to measure whether 

exposure to the servant-leader model could influence students' perceptions of leadership. 

Credibility was established in the survey instmment through a series of pilot 

studies with high school-aged students as well as computerized factor analysis. The 

factor analyses were conducted to see which questions displayed similarities in the 
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opinion of the surveyed students. Reliability analysis was conducted to measure how 

well the questions from the Leadership Trait Survey (see Appendix B) within each 

constmct matched one another. All scales measured had adequate to good reliability. 

T-tests were performed with the data collected from the two workshop sites in 

Texas. The t-tests were utilized to measure significant changes in perceptions of 

leadership held by high school-age students prior to a three-hour workshop on the 

servant-leader model to perceptions held by the same students following the workshop 

experience. All five areas identified as characteristics of the servant-leader model were 

analyzed separately from both the South Plains workshop site as well as the Metroplex 

workshop site. Results of the t-tests from both the Metroplex workshop and the South 

Plains workshop indicated that students showed a significant change in perceptions of 

leadership in all categories of analysis. The change in perception was in a positive, or the 

anticipated, direction. 

Question number 1 asked whether there was a difference in student perceptions of 

leadership after a three-hour exposure to a servant-leader model. The results from the 

both workshops revealed a significant altering in students' perceptions of leadership 

following the three-hour workshop on the servant-leader model. Significant changes 

were revealed through analysis of each of the characteristics of the servant-leader model. 

These results were obtained by comparing the mean scores of the pre-workshop survey 

results against the mean scores from the post-workshop survey results. This comparison 

was used to measure perceptional changes towards the servant-leader model. A positive 

impact was recorded in all areas of analysis. 
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Question 2 asked how the student perceptions of the servant-leader model were 

affected by exposure to the servant-leadership workshop. Results from both workshops 

were calculated, and data revealed that there was a significant change in the attitudes of 

the students and that the change was positive in nature. Positive traits were determined to 

be those that were more consistent with the characteristics of the servant-leader model. 

This positive change was seen in all five of the characteristics of the servant-leader 

model. 

Question 3 asked students to answer what the impact of the servant-leader model 

will be on their respective schools. The responses to this question were only gathered 

from the post-survey, as student had no way to determine the effects of the servant-leader 

model prior to being exposed through the workshop. The students' answers determined 

they felt the servant-leader model could have a positive impact on their respective high 

schools. 

Interview Data 

Data Collection Process 

The second method of data gathering utilized in this study was the interview 

process. A total often interviews were conducted with students from the two schools 

participating in this study. The five interviews conducted at one site were done in offices 

located on the school campus with one exception. One student could not make 

arrangements to meet at the school and agreed to meet during the lunch hour at a 

restaurant, and the interview was conducted over lunch. The interviews with students at 
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the other location were conducted in a telephone conference setting. Verbal permission 

was given by each participant to be interviewed prior to each interview. Each participant 

signed a consent form to be tape-recorded. The consent form was also signed by the 

guardian prior to the leadership workshop, which allowed for interviews to be conducted 

in the event the student was selected. The participants were also given verbal assurances 

tiiat there would be complete anonymity in their responses. All ten of the participants 

accepted and agreed to the interview conditions. After each of the interviews was 

recorded, they were transcribed for analysis. The transcript data were used to triangulate 

the data gathered in the first and third stages. Pseudonyms were assigned to each 

participant to conceal their identity. 

Each interview lasted approximately 20 to 25 minutes in duration. The researcher 

experienced no concems from the participants or complaints from any guardians about 

the conduct of the interviews. None of the participants expressed concems about the 

study or the interview process itself Each of the recorded interviews was transcribed, 

and the time it took to complete the franscription averaged approximately two hours each. 

The interview participants were selected based on a random number selection and 

their willingness to participate. A number was selected as the beginning interview 

number, and every seventeenth student from the South Plains workshop was selected 

based on a desire to interview five students from the 84 in attendance. Students indicated 

on their Leadership Trait Survey (see Appendix B) whether they wished to participate in 

an interview should their number be selected. Two of the students selected indicated a 

desire to not participate in the interview, so the next number was selected. None of the 
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participants refused to participate in the personal interview once contacted. All 

participants responded to all of the questions. 

The same interview procedures were also utilized for the Metroplex interviews. 

The only difference was that 90 students participated in the Metroplex workshop; 

therefore, every eighteenth person was interviewed after the initial random number was 

selected. Three of the numbers that were targeted for interviews were students who did 

not wish to participate; consequently the next consenting number was utilized. 

Data Analysis Process 

The process of data analysis focused on the examination of data collected from 10 

interviews with students from two workshop settings. Once the interviews were 

complete, they were transcribed over a period of two separate weeks. The transcriptions 

were then read by the researcher in an attempt gain an overall perspective of the 

information without looking for specific details. Each of the interviews was read in the 

order they were performed and transcribed. 

Once the franscriptions had been read, the researcher began looking for themes 

within the data. Specifically, the researcher looked for keywords associated with the five 

characteristics of the servant-leader model. These keywords were integrity/tmst, 

love/respect, service, listening, and higher calling/values. These words or synonyms 

were highlighted on the transcription for future use. 

Finally, the researcher searched for information that provided specific answers to 

the research questions. These answers were used as documentation of the findings of this 
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study, hi order to answer each research question, the researcher used the interview data 

to demonsfrate or exemplify the themes that were found within the data. The researcher 

attempted to be unbiased in the selection of the data used in the analysis. 

Findings 

Themes 

Three themes continued to appear throughout the analysis of the interview data. 

The three themes consistently cited by the participants interviewed were popularity and 

power as a determining factor in leadership, involvement and participation in the 

workshop, and tmst which grew during the workshop. Two of these themes were also 

noted within the survey analysis. 

The first theme centered on the concept of popularity/power versus the higher 

calling/value system. Many of the participants verbalized that their perception of 

leadership was built on popularity and power in their school. George described his 

school this way. 

At my school, most of it [leadership] is popularity. Um, it kind of depends what 
club. Certain clubs have the most popular person in the club as automatically the 
leader. Other clubs it could be the most outgoing or ah the best leader, I guess it 
just ranges with the club. 

Another student, Jenny, added these comments, "You know how I said that I think 

it is popularity and that popularity mles the school? The leaders are popular, I think they 

are doing it just for power they are not doing it to serve other people. And it is not, I 

mean people just follow them." 
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It was disturbing to the researcher that all of the interviewees used either the word 

power or popularity to describe characteristics of leaders within their school, yet none of 

the students identified leaders they admired who possessed these traits. The interviewed 

students spoke of their peers and the positions of leadership these students held when 

asked to describe their perception of leadership in their school. In other words, students 

associated a position or a title to leadership during the course of the interviews. 

However, the identification of titles, or positional leadership, were inconsistent with the 

traits and qualities the students used to describe leaders they admired and respected. 

Students used terms such as integrity, honesty, servant, giving, listener, and unselfish to 

describe the traits of the leaders they respected. 

The second trait revealed through the interviews was involvement. Participation, 

or involvement in the workshop, generated an eagemess for fiirther personal 

development. This involvement included the physical activities provided during the 

workshop as well as opportunities for personal reflection during the course of the three-

hour workshop. Becky perceived participation in the following maimer, "I think it was 

definitely a positive change because everyone went from being kind of oh, it is so early in 

the moming, to hey this is kind of cool, it's not like this guy is just up here talking, we 

are actually getting to move around and to participate." It appeared that as the students 

became involved in the workshop, the more comfortable they became with themselves as 

well as the other workshop participants. The continued involvement led to a sense of 

tmst between the workshop participants, which became cyclical. The increased 

involvement led to a greater sense of tmst, which led to a desire for greater involvement. 
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The last theme noted by the researcher was tmst. As previously noted, tmst 

became a by-product of workshop involvement, which increased as the tmst level 

increased. Students stated freely that the servant-leader model led to a high level of tmst, 

which made it easier to open up and risk without a fear of humiliation if the idea was not 

widely accepted. George stated, "You got to tmst the leader that is just what I kind of 

picked up. I mean ah you really have to tmst the leader because if they say they are 

going to get something done or if they say they are going to do something for you, you 

have to tmst them." These three themes will be further analyzed in the following section 

of the research findings. 

South Plains Workshop 

The overriding question surrounding this study was also to determine if a three-

hour workshop on the servant-leader model could impact high school students' 

perception on leadership. 

Research question 1 asks, "Is there a difference in student perceptions of 

leadership after a three-hour exposure to a servant-leader model?" 

It was necessary for the researcher to establish the prevailing attitude of the group 

as the servant-leader workshop began. During the interview process students were asked 

their impressions of the overall perceptions as the workshop began. The findings are 

revealed in the data that follows. 

Without exception, there was a difference in the ways students tended to view 

leadership not only immediately after, but as late as two weeks following the workshop. 
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The interviews involving the five students at the South Plains workshop supported the 

idea that not only was there a change, but the change was for the better. The prevailing 

attitude at the beginning of the workshop was one of indifference as reflected by the data 

that follows. 

The largest single change noted by Amy was the willingness of people to get out 

of their comfort zone and move away from their friends. She stated, "One main thing 

that really hit me was when we had to get up and change and sit by different people and 

they were like okay, so I am not supposed to just be with my friends and I am supposed 

to get out of my comfort zone." 

Becky identified the participants as indifferent prior to the workshop and during 

the beginning. When asked about the attitude of the students in attendance, Becky felt 

the group was mostly comprised of indifferent students. She contended, "I think there 

were a few people with good attitudes and a few with bad attitudes because it was early 

in the moming, but most of the people were just kind of indifferent." 

Becky was also surprised at the way her classmates seized the opportunity at the 

end of the workshop to share their feelings about their specific leadership gifts. When 

asked to identify the moment she realized the perceptions of leadership had changed from 

the begirming of the workshop to the end, Becky elaborated. 

Maybe it was towards the end when ah everybody stood up and said equally. And 
I really saw some people that I would not have expected to stand up, stand up and 
say something. I think people realized wow this is really cool that we get to be 
leaders and there is a lot more entailed than we thought. 
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She went on to indicate that there was a level of tmst in the room that allowed people to 

be open and honest rather than worrying about what everyone might say if the wrong 

answer was given. Becky said, 

I think people kind of opened up to the fact that you know nobody is going to say 
that they are stupid. The whole moving around thing and you know you weren't 
with people you knew where if you stood up and said something, your friends 
were going to go oh yeah you are so stupid, why did you stand up? So it was kind 
of a different environment from what we are used to. They walked thinking hey 
I've got a pretty big responsibility and I think I need to do a better job. 

Another student, Chelsea sensed that by and large, the attitude of the students in 

attendance was mixed at the beginning of the workshop. Chelsea said, "People thought 

this would be fun and some people were just glad to get out of class." However, she too 

concurred that the perceptional change of leadership shifted during the workshop. This 

student continually referred to the concept of listening that perhaps made a difference in 

the change in perceptions among the attendees. 

The only male interviewed from this workshop was Darmy. He had a tendency to 

respond to the interview after carefiil consideration of how his response would be 

received by the researcher. He did not appear to want to commit answers for fear that 

they might be perceived as incorrect. For example, when asked to discuss the overall 

attitude of the students at the beginning of the workshop Danny talked around the issue 

rather than responding. Darmy stated, 

I think that it was, wasn't bad. I mean I'm not sure if it was like man this is going 
to be exciting, but I think a lot of people were just kind of ready, interested, not 
really knowing what to expect, and kind of. .1 don't really recall seeing anyone 
like what is this, why did I do this. I think a lot of it was just alright what are we 
going to do with this? 
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The data indicated that the prevailing attitude was one of indifference as the workshop 

started, though this student did not use that word during the interview. This set the stage 

for most of this participant's responses. 

There appeared to be a desire on Danny's part to respond to the question in a 

manner that was pleasing to the researcher. Consequently, the researcher had to work 

extremely hard to make sure the answer was a tme picture of what this student observed 

during the workshop. When Danny was asked whether a change in attitude occurred 

during the course of the workshop and whether the change was positive or negative, he 

replied similarly; 

I think it [the attitude] did. I think because you know I said that the beginning 
there was just really kind of no opinion. But once it got started, it just kind of 
went up and down from there. I don't think anyone was just like ok what are we 
doing, but I think it either went to man, I just want to get out of here or wow, this 
is interesting. 

Again it should be noted that at this point, Danny has still not committed to 

whether the change was positive or negative. Finally, when asked directly by the 

researcher, "Do you think that by and large the change in attitude was positive or 

negative" Darmy responded, "I definitely think it was positive." 

Elizabeth cited indifference as the prevailing attitude at the beginning of the 

workshop. She addressed personal concems or other matters that needed her attention on 

the moming of the workshop. The student stated. 

My mindset was I couldn't decide if I wanted to go or not because I had missed 
classes the week before when others went to things and I was like well I am 
having a couple of tests now and that won't be good for me to miss class but I am 
going to come anyway just to see how it goes. 
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Elizabeth went on to add that she became conscious of the attitude shift from indifference 

to a more positive nature about halfway through the three-hour workshop. She stated, "I 

think by you switching us around and making us change places, that breaks some barriers 

down and makes us move out of our box and have to talk to the people beside us. I think 

that helps." 

The data collected during these interviews confirmed that a difference in 

perceptions toward leadership existed both immediately following the workshop as well 

as weeks after the workshop was completed. This change was sited by all participants 

and was reflected in the movement in attitude that they saw during the workshop. 

Research question two asks, "How are the students' perceptions of the servant-

leader model affected by the leadership workshop?" 

This question was clearly the most difficult of the research questions for the 

interviewees to answer. Students all agreed that there was a difference in the perceptions 

of leadership from the beginning of the workshop to the end of the workshop. There was 

unanimous agreement from the students that the change in perceptions was favorable. It 

appeared for many of the students the servant-leader model is a concept they are familiar 

with, and they acknowledged many of the concepts as the proper way to deal with other 

people. 

When asked specifically if she perceived the effect or change to be positive, 

negative, or indifferent, participant Amy answered, "Positive." However, when asked if 

she could identify any moment or event that elicited the change, the response was, "Not 
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really. I would say that it happened, but I didn't notice when it happened. I believe it 

was different for everyone." 

Likewise, when Becky was asked whether the change was positive, negative, or 

indifferent to the servant-leader model the response was positive. This student said, "I 

think it was definitely a positive change because everyone went from being kind of oh, it 

is so early in the moming to hey this is kind of cool. We are actually getting to 

participate." Becky did identify a moment in the workshop where the change was 

perceived to occur. The event identified was the Macarena. Becky shared, "I think it 

changed when we started doing the Macarena thing. I just looked around and saw people 

kind of brighten up and kind of pay more attention after that." It should be noted that the 

Macarena was an activity utilized to assist students in understanding that leadership is a 

difficult concept because you must demonstrate leadership to all of the different factions 

within your environment. The movements from the Macarena were used represent 

different groups within a school population. 

Once again participant Chelsea tended to see all aspects of the attitudes of those in 

attendance. She stated, "Well, I mean people were excited to be there and ah, I think as 

we went through it some people got more excited. You know that were ready to take all 

this and put it into their school but um, some people got bored, just bored and tired." 

However, when this student was encouraged to determine whether the change in attitude 

was positive from the beginning as it moved toward the end of the workshop, her 

response was, "it was positive." An activity called the human knot was identified as the 

fuming point in the workshop for Chelsea. This was an activity where ten students 
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formed a circle and each person in the circle held right hands with the person directly 

across from them but must hold left hands with some one else in the circle. The students 

then had to work to untangle the knot without releasing hands. The objective was to form 

one large circle, two concentiic circles, or two circles that are interconnected. Chelsea 

stated, "We had to talk to each other. We had to sort it out and people, some people sat 

back and we all looked at it and we all had to work together so 1 think that was it." 

The only male student interviewed, Danny, also believed the attitude of the group 

changed in a positive fashion, though his facial expressions during the interview did not 

reflect the same level of sincerity as the females that were interviewed. His responses 

were congment with the other interviewees, but there appeared to be a lack of conviction 

as he made his statements. When asked directly if the perceptions of the group changed 

for the positive or negative, his response was: 

I definitely think it was positive. 1 remember when we were playing the Simon 
Sez game and also when we had to get into groups and do knots. I think it keeps 
students more interested when you actually get up and do an activity that involves 
communicating and having to deal with problems that you as a group have to 
work to get out of and I think once we started doing more types of games and 
everyone started to get more involved. 

Likewise, Elizabeth believed the perceptional change towards the servant-leader 

model to be positive. When asked to identify the moment of realization that the 

personality of the group was changing, she talked about a moment towards the end of the 

workshop when students are asked to share characteristics that they personally possess 

that will enable them to become better leaders. Elizabeth reported, 

There was one point at the end when you asked people to start standing up and 
giving you different qualities and then 1 think it was Emily up there that was 
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writing on the board the different qualities just for people that usually wouldn't 
stand up to see them stand up and give qualities. 

When this student was asked what event during the workshop appeared to be the impetus 

for freeing the more timid to stand, she described when they were forced to get out of 

their comfort zone. She referred to the requirement to move about and interact with 

people they would not necessarily have associated with otherwise. 

All respondents of the interview confirmed the students' perceptions were 

impacted in a positive fashion. While students were in disagreement to some extent 

about what had created the favorable change in perceptions, there tended to be a common 

thread mentioned by all interviewees. This commonality was the ability to get all 

participants in the workshop involved at some level. 

This theme of involvement was noted by many of the South Plains participants as 

a key to the positive change previously noted, though not all of them used this word. 

Students used the terms such as "asked to stand," "students got more involved," and "we 

actually got to participate." These quotes referenced different points in the workshop but 

the commonality was the inclusion of the participants in the workshop activities. Based 

on this information, it appears that students feel the most positive about the school or the 

environment when they have an opportunity to be personally involved in the process. 

This would certainly indicate a need to provide students with responsibilities in the 

betterment of their respective schools through a program that includes campus-wide 

involvement. 

Research question three asked, "What do students consider the impact of the 

servant-leader model will be on their respective schools?" 
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As was the case with the other questions in this research project, all students 

interviewed expressed the same opinion regarding the servant-leader model at the South 

Plains workshop. All five students agreed that the model could have a favorable impact 

on tiieir school when asked specifically whether the servant-leader model could impact 

their high school. However, when asked to describe the impact, students saw different 

potentials for the servant-leader model. 

Amy saw the servant-leader model as an opportunity to include more students in 

the service to the school rather than limiting participation to the same students time after 

time. This student stated, "I think a lot of times if we would look outside of the 

fradition[al way] of doing things we could do more and more people could be effective or 

be helping." Amy's willingness to include all aspects of the student body, as well as a 

desire to provide service to the school, exemplified characteristics found within the 

servant-leader model. 

Becky saw a difference between the servant-leader model and the way her school 

traditionally operates. Popularity and power were the terms utilized by this student, as 

well as all other interviewees, to describe the basis for leader selection at her school. 

Becky said. 

It seems like sometimes student leaders in the school are just selected by 
popularity and they have no cormection with all kinds of people. They have 
connection with their friends and then so it is what their friends want. They lead 
for their friends. They don't lead for everybody. 

She identified a classmate she perceived to be the strongest leader she knew. 

Becky described this leader's willingness to reach out to all of the school when the 

characteristics that make this leader special were discussed. The researcher was able to 
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personalize the concept of servant-leadership with this student because of her 

identification of this leader as a servant-leader. The researcher asked Becky if her school 

were to model the leadership traits of her identified leader, would it have an impact on 

her school. She responded, "Oh, definitely. I think when everybody wants to make the 

school better because of one leader; ft can definitely have a positive impact." This 

student identified her ideal leader as one who is willing to reach out or serve the entire 

school. 

Chelsea also identified a leader in her school she perceived to be very strong. 

When asked about the qualities possessed by this leader, she identified several 

characteristics consistent with the servant-leader model. Chelsea said, "He is always 

down there with us working, serving. He doesn't just give out the orders, he helps do 

things and he listens to people and tries to make them better." It should be noted that this 

description of her ideal leader came at the begirming of the interview prior to any 

discussion of the concepts taught during the workshop. She also saw this person as one 

who is more concemed about the well being of others as opposed to himself 

However, this image Chelsea had of the ideal leader was inconsistent with what 

she contended other leaders want from a leadership position. Chelsea stated, "I think 

most people's picture is I get to be in charge. I get to tell people what to do." When 

asked specifically if the servant-leader model could impact her high school, Chelsea 

replied, "If we focused on serving the other person, we could get a lot done." 

Darmy also stated that the servant-leader model could definitely impact this 

school. He had a different perception of workshop attendees than did his fellow 
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interviewees. When this student responded to the question about the impact of the 

servant-leader model on the school, he responded. 

People that circled yes is probably pretty close to about as high as you can get. 
But the ones that really mean it, the ones that cared and really meant it, I would 
say is probably 65% to 15%. Everyone is going to circle what they think needs to 
be circled or what they think the leader is expecting them to circle, but yet they 
may not mean it. 

ft is unclear whether Darmy's lack of confidence is with the servant-leader model itself or 

with the fact that he may have a different view of people's willingness to serve a cause 

other than themselves without reservation. Yet another possibility is that he is being 

more honest than the rest of the students interviewed. While certainly a possibility, this 

would be inconsistent with earlier observations of the researcher that found this student 

wanting to find exactly the right answer so as to please the researcher. 

Elizabeth also emphasized that the servant-leader model could impact her school 

in a positive fashion. This student had a tremendous grasp or understanding of the 

servant-leader model. Part of this understanding may be a result of her attendance at a 

private religious school prior to enrolling in this city high school. She stated that many of 

the principles taught during the workshop were consistent with training she received 

while attending the private school. The student estimated that roughly 90% of the people 

in attendance at the workshop would have thought the servant-leader model could 

favorably impact their school. Elizabeth was not surprised when informed that in fact the 

accurate number for this workshop was one hundred percent. When asked why the 

servant-leader model could impact this school favorably she stated, 

A lot of people don't really understand what a leader is or is not or that you can be 
a leader and not be known and people not know your name and you not even 
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know it. You have to make it known to these people that you are a leader by 
example and by demonstrating the qualities of what a leader really is and that it is 
not just popularity. 

All respondents agree that the servant-leader model can positively impact their 

high school. It is worth noting that all the respondents believed the servant-leader model 

could significantly have a favorable impact their high school, yet all the students 

mentioned popularity or power as the sources of leadership within their school. If the 

students are accurate in their assessment that the servant-leader model can impact their 

school, then it would appear that education on this leadership model is essential to move 

their school to higher levels of satisfaction. This data is consistent with findings from the 

other methods used to analyze the data, thus forming the triangulation. 

Metroplex Workshop 

The overriding question surrounding this study was also to determine if a three-

hour workshop on the servant-leader model could impact high school students' 

perception on leadership. 

Research question one asked, "Is there a difference in student perceptions of 

leadership immediately following a three-hour exposure to a servant-leader model?" 

The interviews conducted after the Metroplex workshop reflected a definite 

change in how the students viewed leadership following the workshop. Three of the five 

students interviewed from the Metroplex workshop indicated an attitude of indifference 

prior to the workshop. 
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Francis considered the attitude at the beginning to be more or less indifferent. 

Students took a "let's wait and see attitude." Francis said, 

I think most of them had the attitude of let's wait and see what happens because 
when I first heard about a leadership person, I was just like okay, I hope this isn't 
going to be a long, boring, all talk thing. I think that is what most of them 
thought. 

While she reported that the beginning attitude was one of indifference, she went on to add 

that a change occurred during the workshop that was "positive" in nature. 

George also agreed that the attitude shifted to a positive one during the course of 

the workshop. He stated the attitude in general was one of impatience and indifference as 

the workshop was preparing to begin. George stated. 

Well, I think a lot of them were like okay, 1 want to be out. I want to go 
somewhere or something like that. I don't know if they wanted to be there 
physically or not. I thought it was going to be a good experience, so that is why I 
went but yeah, some of those people if you kind of watched for it were just like 
yeah, whatever, we are here let's get going. 

However, when this student was asked about the change in attitude following the three-

hour workshop, the response was, "Yeah, it changed big from the beginning. I think it 

was a positive change." 

The next person to be interviewed was participant Honey. She agreed that there 

was an attitude shift from the begirming of the workshop to the conclusion. Honey had a 

hard time determining the attitude at the begirming of the workshop. This student first 

believed it to be more or less indifferent but then changed her mind. She stated, "Um, 

indifferent. It [the attitude] was spread out. Some people really wanted to be there and 

some people were just there because their friends were there." When the researcher 

described the statement as being contradictory. Honey became more decisive. The 
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student said, "They were indifferent." It was certainly not the intent to lead the student 

either direction. The intent was to confirm an answer so the data could be analyzed as 

fairly as possible. 

ftiez was one of the more outgoing interviewees. This student elaborated on 

issues and had a different perspective than the views of some of the other students 

interviewed, ftiez perceived the attitude to be positive in nature when asked about the 

perceptions or attitude of the students prior to the beginning of the workshop. It should 

be noted however that she came into the workshop after it was already in process. All of 

the procedures such as registration had already been addressed. While this may not be 

associated with her perception, her feelings did differ from the other students interviewed 

from this workshop. Inez stated, 

I felt that a lot of the people had a really fired up attitude. It was a positive 
environment whenever I was coming in. I came in late but there were a lot of 
people that were just in a positive manner and having to go into a group of people 
like that and having to sign up and just looking at the people, it was pretty cool. It 
inspired me to just go in and have a good time. 

The interviewer was uncertain how this would impact the perceptions about the 

end of the workshop because Inez did not have a realistic view of the mannerisms 

associated with the begirming of the workshop. However, she was the student selected in 

the random selection process, therefore these results were utilized. When Inez was asked 

if there was a difference in the aftitude of the students toward leadership from the 

beginning of the workshop, or when she came in to the end of the workshop, her response 

was, "most definitely." The researcher then asked whether the change was positive or 

negative. She replied, "It was more positive in the end." 
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The last student to be interviewed was participant Jenny. This student was 

younger and had fewer leadership experiences than some of the other students. 

Consequently, she stmggled with answers more than the other students. She was clearly 

not as confident or decisive in the answers as the other students. This student perceived 

the attitude as positive when asked to describe the feelings of the students in attendance 

at the Friday aftemoon workshop. "I think it was good. To spend a Friday aftemoon 

there in the first place you know shows that we wanted to be there and that we all were 

going to give it a fair shot" stated Jenny. 

She also believed the attitude of the students in attendance began to change during 

the course of the workshop. Jenny stated, "Well, I think it [the attitude] got better. I 

think it was fun to start with but I think we all had a good attitude and got something 

from it." The Metroplex interviewees unanimously agreed that the perceptions students 

held about leadership changed during the course of the three-hour workshop. 

Research question two asked, "How are the student perceptions of the servant-

leader model affected by the leadership workshop?" 

Students in the Metroplex workshop all cited that there was indeed a change in 

student perceptions from the beginning of the workshop to when it concluded three hours 

later. All students responded that the change in the perception of leadership was positive. 

While there tended to be little consistency with the exact moment the 

transformation occurred, the general theme tended to refer to the events that required 

them to interact with or demonstrate a level of tmst with the other participants, ft appears 

the more the students interacted with one another, the greater the comfort level became. 
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Students began to tmst one another, and it seems this tmst was built on familiarity with 

one another and the fact that they believed the atmosphere to be safe from ridicule. There 

did not appear to be concems about whether their ideas would be viewed negatively from 

the other students. No student cited the lecture by the researcher as the moment the 

attitudes began to shift. 

Francis referenced the many activities that required the students to get out of their 

personal comfort zone and interact with the other students when asked to cite what event 

or events created the change in attitude. These activities required the students to stretch 

themselves and at the same time it developed a sense of tmst within the room. Francis 

said. 

The Simon Sez one, 1 think that was the first one. You know how we did move 
around and we got advice at the same time? That was really good. 1 think it was 
all of the activities that we did you know the Macarena thing and the twist out of 
that big circle thing and the carrying each other on the back. All of those were 
good because it made us think and made us work and it was fim at the same time 
so there was always something to be leamed from out of it and I thought that was 
really cool. 

George described that the change was very gradual with the group. While there 

was a defining moment that the change began for this student, he believed this moment 

was different for all parties. George stated, "I think it happened gradually kind of but 

also it happened to me because we were doing the Macarena because I kind of like to 

dance and I'm just a wild and crazy dude." He worked dihgentiy to recall all the 

information that could be mustered in reference to the other students when questioned 

about the other students in attendance. George said, 

Um, I am trying to think back, I mean kind of at the beginning when you were 
asking questions, nobody was feeling free to like raise their hand and answer the 
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question. By the end there was a bunch of hands up and when you were writing 
on the board and you wanted people's opinions and what they were thinking 
about, you had to tell people 'that is enough' because everybody wanted to say 
something then. 

Honey gave the appearance of an incredibly mature young lady. No contradictory 

statements were made. If she was confident of her stance on issues, she relayed it 

immediately. When asked how the students' perceptions were affected during the three-

hour workshop the response was immediate, "ft was positive." In confrast, if she was 

unsure of the exact words to use, she pondered them deliberately before beginning to 

speak. For example, when asked about the event or events that might have created the 

change, this student pondered the question for a long period of time before responding in 

the following fashion. 

Ah, towards the end when you asked us to stand up and say what we would like to 
give. Like, I would like to give the gift of listening. Something you asked us to 
do that kind of changed how the way everyone was acting. Everyone got serious 
and started listening I guess. 

Inez cited one specific activity or event that created the change. This student 

cited the activity at the end of the workshop, as did several other of the students 

interviewed. Inez said, "I think it was towards the end where we had to stand up and say 

our own changes." However this student also perceived this activity to have been the 

culmination of several activities that led to the change. She perceived that the tmst grew 

throughout the workshop which enabled students to feel safe enough to offer their 

personal ideas at the end of the workshop. 

Inez perceived the servant-leader model to have powerful potential. She stated, 

I think it was powerful only because towards the end we [had] acquired so much 
information from all those exercises and then having to brainstorm all our wants 
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in the end was pretty cool. It just felt like the positive ness and the unity was 
there. 

Jenny had no problem identifying the change in attitude towards leadership as 

positive. When asked to identify what created the change, this student replied, "I think 

when you would call on us and we would all give our answers, so I don't know, more and 

more people were volunteering you know?" When pressured for specific activities or 

events this student stmggled but finally stated, "Um, the games we played were fun, they 

brought us together a little bit, I mean it caused interaction, you know we got to actually 

see who is the leader." 

Research question three asked, "What do students consider the impact of the 

servant-leader model will be on their respective schools?" 

All students interviewed concurred that the servant-leader model could definitely 

have a favorable impact on their school. All students referenced the effect of the servant-

leader workshop from a personal viewpoint. Aside from this commonality, there was 

little consistency in the responses. Some of the participants saw the leadership model as 

an opportunity to develop tmst, while others viewed it as an opportunity to create more 

involvement on their campus. Though their reasons differed, the results did not. All 

agreed the model could impact their school favorably, and most perceived their school 

leadership to be popularity based. 

Francis had a difficult time expressing her feelings regarding the model. She 

strongly agreed the model could have a favorable effect on the school and also perceived 

the student body at large could embrace the concepts taught in the servant-leader model. 

When asked the question verbatim if the servant-leader model could have a positive 
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impact on her school, this student responded, "Yes, very much." She cited sharing as the 

infonnation as a key component to impacting the school. She went on to add. 

Well you taught it to us in a way that we could understand and then like things 
that are important to us and things that have like an impact on us that we deal with 
and ah you taught us in a very good way so that we can remember it and share it 
with others. 

George elaborated at great length about how leadership in his school is centered 

on popularity. Based on the information received in the workshop, George concluded 

that the servant-leader model could alter the popularity approach to leadership and 

require students to look at leadership as values. George shared this. 

Yeah, I mean because of at our school it [leadership] is mostiy popularity. Other 
people rate the person on their popularity. I mean that is how the school works. I 
think it [the servant-leader workshop] told the people in the workshop study thing 
that it is not about popularity. I think a couple of people did go into it [the 
workshop] thinking I am going to be a leader, I've got to be popular, but then it 
showed the real qualities of a leader. I mean 1 kind of thought it was popularity at 
first and now I came out of it, it is really what is inside. You got to know what do 
to, I mean like listening, tmst, all of that, so yeah, it is different. 

The information in this quote is significant because it provides evidence that high 

school students, or at least some, are able to assess their perception of traits such as 

leadership and come to the conclusion that these perceptions may not be accurate. In 

fact, by clinging to these perceptions, many students may overlook their opportunity to 

lead because they do not feel as though they are popular enough to lead. 

Honey was again very cautious to think before making a statement. She also 

agreed that leadership within her school was popularity driven. Honey described it this 

way, "I think it is popularity based. A lot of the leaders in certain organizations don't 
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really do much and they are just kind of there for the title and it is not much of a 

leadership kind of role. It is just well I am the president of this organization." 

This student went on to laud the merits of the servant-leader model and described how it 

could impact the students in her school. Honey stated. 

Ah, kind of to show other people that it is not so much about popularity but it is 
about tiying to help each other and not to think about, oh this is what I want this is 
what we want to do. I think that it is a good model because not to say that you 
have to be like that but it kind of like this will actually help you if you try to 
model yourself after it. 

ftiez also believed the servant-leader model could impact the school in a positive 

fashion. While not utilizing the word oxymoron verbatim, her thoughts and words 

focused on the conflict evident in the servant-leader model. She found it odd that many 

organizations focus on service as components for leadership yet popularity is still 

considered to be the prime source for identifying leaders. This student had previously 

identified popularity as the mechanism utilized for attaining and selecting school student 

leadership. Inez elaborated, 

It is kind of weird I guess how in general a lot of schools tend to go to the 
direction of use of popularity again only because they view popularity to get the 
title. But in some of organizations they use the service model to bring to the 
attention of leadership and stuff And it was kind of weird that you brought in the 
attention of other things, important leadership qualities. 

This student was asked two questions conceming the student body at school as it 

pertained to the servant-leader model. The first question was whether the characteristics 

of the servant-leader model could impact the school. The response was, "Yes, I believe 

they could." The researcher then asked whether this change would be positive or 

negative in nature. The student replied, "More in a positive way." 
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ftiez was then asked whether the concepts of the servant-leader model could be 

embraced be the other students in the school. She responded affirmatively, quoting, 

"Yes, I believe they could." 

Jenny identified popularity as a primary factor in determining school leadership 

within her school. Jenny stated, "You know how I said that I think it is popularity and 

that popularity mles the school? The leaders are popular, I think they are doing it just for 

power they are not doing ft to serve other people. And it is not, I mean people just follow 

them." When questioned as to whether the concepts of the servant-leader model could 

positively impact the student membership within the school, Jenny replied, "Yes, I do." 

All students participating in the interview were in agreement that the servant-

leader model could definitely have a positive impact on their school. This data is 

consistent with the findings of the other data analysis and is utilized as one means of 

triangulating the data. 

Composite Analysis 

Research question one asked, "Is there a difference in student perceptions of 

leadership immediately following a three-hour exposure to a servant-leader model?" 

There was a difference in the ways each student viewed leadership following the 

workshop. The interviews involving all ten students from each of the two workshops 

supported the findings that there was a change and the change was seen as positive. 

This analysis was supported by the use of the word "indifferent" to describe the 

feelings of the participants as the workshop began. The word indifferent was a 
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researcher-generated term. Students were asked whether their perception of the 

leadership attitude was positive, negative, or indifferent prior to the start of the workshop. 

The following statements demonstrate the students' feelings of indifference about the 

prevailing attitude as the workshop began. "I hope this isn't going to be a long, boring, 

all talk thing," and, "I think there were a few people with good attitudes and a few with 

bad attitudes because it was early in the moming, but most of the people were just kind of 

indifferent." Eight of the ten interviewees referenced indifference or the fear of a boring 

experience as the starting attitude for their respective workshops. 

The two students reporting a good attitude at the beginning of the servant-leader 

workshop were both attendees at the Metroplex workshop. In comparison, all ten of the 

interviewees perceived a change in the students' perception of leadership following the 

workshop. All ten students reported a trend towards a positive change in the perceptions 

of leadership. This analysis is consistent with the findings when analyzing each 

workshop location independently. 

When addressing the question as to where there was a perceptional change in the 

way students viewed leadership following the workshop, 100% of the interviewed 

students reported a change in the perceptions of the youth in attendance. This could be 

traced back to the fact that a majority of the students interviewed cited popularity or 

power as being congment with leadership. This background set a potential stage for 

many students to not view themselves as leaders because, in their opinion, they were 

neither popular nor powerful. 
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While students talked repeatedly about popularity and power as being equal to 

leadership, they described people possessing completely different traits when asked to 

identify a high school leader they admired. Words like servant, integrity, humble, 

caring, very giving, and tmstworthy were used to identify people on their campuses they 

looked up to as a great leader. One student stated, "She is humble and she is a nice 

person." 

The servant-leader model helps bring these qualities into a spotlight where 

students take the time to consider the merits of these traits. All the students agreed the 

previously aforementioned characteristics are those admired of students in leadership 

positions. The servant-leader model provides a basic training program to accentuate the 

qualities. 

Research question two asked, "How are the student perceptions of the servant-

leader model affected by the leadership workshop?" 

The students from each of the workshops unanimously agreed there was a 

difference in the perceptions of leadership from the beginning to the end of the 

workshops. The students also agreed unanimously that the change in perceptions was 

favorable or positive. It appeared the servant-leader model is a concept the students are 

familiar with and acknowledged many of the concepts demonstrated as the proper way to 

deal with other people. 

Students in the Metroplex workshop all cited there was indeed a change in student 

perceptions from the begirming of the workshop to when it concluded three hours later. 

There tended to be little consistency with the exact moment the transformation occurred. 
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In general, the transformation was centered on events that required students to 

demonsfrate a level of tmst in the other participants. This tmst was created through 

interactions among the students. No student cited the lecture by the researcher as the 

moment the attitudes began to shift. This is significant in that it demonstrates the 

researcher was providing information about the servant-leader model rather than 

promoting himself 

The South Plains workshop participants also perceived the perceptions of the 

students to change in a positive fashion. One student stated, "I think it keeps students 

more interested when you actually get up and do an activity that involves communicating 

and having to deal with problems that you as a group have to work out." This thought is 

consistent with the other students from the South Plains workshop as well as the 

Mefroplex workshop. 

There was no consensus on a specific event that created the perceptional change 

in the students' view of leadership. However, the commonality described by the 

interviewees involved their active participation in the workshop. The information 

gathered in the interviews reflects that these opportunities for involvement helped create 

a tmst between the students. As the tmst improved in the workshop, students gained 

confidence, and the process gained momentum throughout the workshop. 

Several different activities were mentioned as creating the change in perception. 

Each of these activities was utilized to demonstrate the qualities of the servant-leader 

model previously identified as integrity/tmst, love/respect, service, willingness to listen, 

and higher calling/values. Students that cited an experience or had knowledge of when 
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the change in perception was noted all responded with an event that had the students 

engaged. 

Research question three asked, "What do students consider the impact of the 

servant-leader model will be on their respective schools?" 

All students interviewed concurred that the servant-leader model could definitely 

have a favorable impact on their school. All students' referenced the effect of the 

servant-leader workshop from a personal viewpoint. Aside from this commonality, there 

was little consistency in the responses. Some of the participants saw the leadership 

model as an opportunity to develop tmst, while others viewed it as an opportunity to 

create more involvement on their campus. Though their reasons differed, the results did 

not. All agreed the model could impact favorably, and most perceived their school 

leadership to be popularity based. 

Analysis from a composite look at the workshops reveals no differences in the 

change of perceptions. Data from both workshops revealed that the change that occurred 

during the three-hour workshop was positive in nature. This data analysis is consistent 

with the findings from the survey analysis that will be utilized for tiiangulation purposes. 

Summary of Interview Data 

The second method of data gathering utilized in this study was the interview 

process. A total often interviews were conducted with students from the two schools 

participating in this study. The interview participants were selected based on a random 

number selection and their willingness to participate. 
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The first question asked whether there was a difference in student perceptions of 

leadership after a three-hour exposure to a servant-leader model. According to the 

workshop participants, there was a difference in the ways each student viewed leadership 

following the workshop. The ten students interviewed from the two workshops 

supported the findings that there was a change, and the change was seen as positive. 

The prevailing attitude at the beginning of the workshop was one identified by the 

term "indifferent." Students were neither excited nor unexcited prior to the workshop 

being conducted. However, students unanimously agreed that the attitude toward the 

servant-leader model changed during the course of the workshop and that this change was 

positive in nature. 

Question two asked how the student perceptions of the servant-leader model were 

affected by exposure to the servant-leadership workshop. The data analyzed from the 

two workshops indicated that the students' perceptions were impacted in a positive 

manner after exposure to the servant-leader model. The only common theme noted that 

created the perceptional change in the students' view of leadership was that the activities 

required an involvement from the students. The information gathered in the interviews 

indicated that these opportunities for involvement created tmst between the students. As 

the tmst improved in the workshop, students gained confidence, and the process gained 

momentum throughout the workshop. 

The activities associated with the servant-leadership workshop were mentioned as 

creating the change in perception. The activities were utilized to demonstrate the 

qualities of the servant-leader model previously identified as integrity/tmst, love/respect. 
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service, willingness to listen, and higher calling/values. The activities became the 

landmarks students used to mark the time or event that created the change in perception. 

The final question asked students to answer what the impact of the servant-leader 

model will be on their respective schools. All interviewed students agreed that the 

servant-leader model could positively impact their respective high schools. It should be 

noted that all the respondents believed the servant-leader model could significantly have 

a favorable impact their high school. However, every student mentioned popularity or 

power as the sources of leadership within their school. If the students were accurate in 

their assessment that the servant-leader model can impact their school, then it would 

appear that education on this leadership model is essential to move their school to higher 

levels of achievement. This data is consistent with finding from the other methods used 

to analyze the data, thus forming one comer in the triangulation process. 

Participant Observation Data 

Data Collection Process 

Qualitative scholars cite six elements that should be present when participating in 

an observational arrangement (Borg & Gall, 1989; Bogdan & Biklen, 1992; Patton, 

1990). The listing of elements includes (Merriam, 2001): 

1. Physical setting: The researcher should be cognizant of all physical elements 

that might impact the behaviors to be observed. These elements might include 

the physical location, temperature, available space, as well as the context of 

the arrangement. 
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2. Participants: A description of the people or subjects being observed is 

required as well as the purpose for their being together in this location. Also 

an explanation is needed regarding the characteristics of the participants. For 

this particular study, one characteristic is that peers in their schools have 

identified all participants as leaders. 

3. Interactions: The researcher must assess the nature of the interactions. 

Attention will need to be given to determine how the people cormect or do not 

connect with one another in this particular setting. Are the interactions 

dictated or directed by the researcher or do the participants shape the 

interactions as well? 

4. Conversation: What is the nature of dialogue that occurs during the 

observation? Attention should be given to record the content as well as the 

context of conversations occurring during the observations. In the study, 

detailed notes were generated from a video recording of each of the servant-

leader workshops. 

5. Subtle factors: These factors may present themselves in the form non-verbal 

communication, dress, and interactions through informal activities. The 

researcher should also look for the symbolic meanings of statements that 

occur during the study. 

6. Behavior of the researcher: The researcher must understand that he/she is as 

much a part of the observation as the participants being observed. The 
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researcher has the potential to affect the study through interactions that occur 

with the participants. 

Data from the two workshops were accumulated through notes generated during 

the workshops, notes generated immediately following the workshops, as well as the 

recording of the workshops through videotaping. 

The first area of data collection involved notes taken during the workshop. The 

only observations recorded during this time were major impact points that occurred. For 

example, students began to cry during one of the workshops. This made a major 

impression on the researcher and, consequently, was noted during the course of the 

workshop. These observations were recorded during activities or as students moved from 

one location to another. 

The second period of data reflection and collection occurred immediately 

following the workshops. Following the South Plains workshop, the researcher went 

back to his office and spent the next several hours reflecting on the events as well as the 

meaning of the events. After the Metroplex workshop, the school sponsor drove the 

researcher to the airport while the researcher made quick notes about the workshop as he 

visited with the sponsor. The researcher spent the time in the airport as well as in the 

airplane reflecting and gathering data from this workshop. 

The final method of data collection involved the recording of the workshop 

through videotape. The researcher made arrangements with the workshop sponsors, and 

they handled all the details involved in the recording process. The researcher did provide 
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a sufficient number of tapes to record the three-hour workshop. At the conclusion of the 

workshop, the sponsor provided the videos to the researcher. 

Data Analysis Process 

Analysis of the available data was conducted by the researcher systematically. 

The three levels of data collection involved workshop notes, notes generated immediately 

following the workshop, and videotape observations. The analysis was conducted in a 

similar fashion. 

The first area of analysis was conducted with the few notes taken during the 

course of the workshop. These notes were used to assist in the identification of themes, 

which would be used to not only answer the research questions but to provide meaning to 

the answers as well. This data provided very broad and general information about the 

workshop and the impact on the attendees. 

The second form of data analysis was derived from the field notes taken 

immediately after the workshop. These notes were more detailed than the ones taken 

during the workshop. These notes focused on more specific details and sought to gain 

more in-depth understanding to the events that took place during the workshop. The 

researcher used the workshop agenda as a method to retrace the events of the workshop 

systematically. Much time was devoted to remember as many of the details as possible 

from the workshop. Several hours were devoted to the field notes following the 

workshop. Again, the researcher sought to build upon the themes that evolved during the 

course of the three-hour workshop. 
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The final form of data analysis from the participant observation data set consisted 

of the viewing and reviewing of video recordings made during each of the workshops. 

The researcher approached this portion of data analysis in much the same way the other 

analyses were approached. The researcher viewed these two videos in the late evening 

and early moming hours and was alone during all of the reviews. Initially, the videos 

were played from beginning to end without stops. The researcher sought information to 

build upon themes that had been identified in earlier analysis but was also looking for 

additional themes that might have been overlooked because of subtleness. One workshop 

video was reviewed per evening. 

Once the videos had been reviewed from beginning to end, the researcher began 

the process of reviewing the videos looking for more specific information to support the 

themes that had emerged. This required considerable starting, stopping, and rewinding in 

order to acquire the accurate information. Each workshop required several days of 

review from this perspective before the researcher was comfortable with the information 

that had evolved from the viewings. The information from each workshop was kept 

separate from the other until the composite analysis from the two workshops was 

recorded. 

The final stage of data analysis involved reviewing each of the tapes one last time 

from beginning to end with no stops. The purpose of this was to compare the flow and 

perceptional mood of the workshop against notes that had been collected. It was 

important to this research project to collect accurate information and record the findings 
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as precisely as possible without pulling items from the data which could have been 

reported out of context. 

Findings 

Themes 

Two themes continued to catch the eye of the researcher throughout the 

participant observation analysis. These were themes that were also reported in the other 

two data analysis areas. The two themes noted by the researcher were involvement and 

tmst. 

Involvement has been previously cited in the interviews as a tool that allowed the 

workshop participants to forget the inhibitions and opinions that accompanied them to the 

workshop. The researcher also gleaned this from the field notes taken from the 

participant observations. Students who were reluctant from the outset of the workshop 

appeared to gain confidence as the workshop progressed. This can be attributed to the 

positive feelings they experienced from their involvement in the workshop. 

The second theme has also been mentioned in the previous data analysis sections. 

Tmst was observed to be a by-product of the success the students experienced from their 

involvement with the other workshop participants. Again, it appeared that these two 

themes served to reinforce one another. As the involvement grew, the tmst grew as well. 

The converse may also be stated. As the tmst grew, so grew the involvement. 
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South Plains Workshop 

Students began to arrive at roughly 7:30 a.m. for the beginning of the 8:00 a.m. 

workshop. The students arrived intermittently, and there appeared to be a reluctance to 

actually enter the school band room and begin the registration process. As the workshop 

host finalized the preparations for the workshop, she encouraged students she knew to 

step in and register. She had made arrangements for her student council officers to assist 

with the regisfration of the participants. 

The moming air was brisk as a cold front had entered the night before, bringing a 

dreary setting to greet the workshop participants. Since this was the first cold front of the 

winter season, the workshop host had to break away to arrange for heat in the band room 

where the workshop was to be conducted. The dreary mood of the moming appeared to 

permeate the total surroundings prior to the workshop. Students arrived and sat in 

different parts of the room to avoid interaction with students they did not know. At 7:50 

a.m., ten minutes prior to the beginning of the workshop, there were only about twenty 

students present. The researcher was quite concemed, as he was expecting approximately 

100 participants. Students begin to appear from every direction of the school five 

minutes before the workshop was scheduled to begin. They sought other members from 

their specific school group to sit with as they took their seats. Football players, band 

members, cheerleaders—most of the school groups were easily identifiable as they were 

traveling out of town later that day for the final district football game of the year. 

In general, the mood of the students was rather lethargic. While few words were 

spoken, the researcher could sense many wished they had not agreed to participate so 
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early in the moming. Students were allowed to miss school to participate in the 

workshop on servant-leadership, but the workshop began roughly 45 minutes earlier than 

the school day begins. Many students were practically in a prone position in their chairs 

as many students spent the early moments of the workshop yawning and stretching. 

Consequently, many students appeared to still be in need of an extra few minutes sleep. 

The students responded in a polite marmer as the researcher explained the 

Leadership Trait Survey (Appendix B) that was to be completed prior to the workshop. 

Even though the researcher assured students there was no right or wrong answer, they 

tended to be very concemed about the answers they gave as compared to what their 

neighbor was answering. This was evidenced by many students looking at their neighbor 

or their neighbors' survey for the answers. The researcher cautioned the students again 

about the need for the answers to be their opinion. It appeared that the students took this 

caution seriously as no other words were spoken regarding this topic. 

Students were reminded to review their survey to make sure all questions had 

been answered. They were also reminded to verify their interpretation of the Likert scale. 

Once this was brought to the attention of the students, many eyes were seen to roll and 

comments of dissatisfaction with themselves were heard. Several of the students had 

misinterpreted the survey and had inverted the survey scale so that a score of 1 now 

meant strongly disagree as opposed to strongly agree as it was intended. A handful of 

students looked bewildered as to what they should do. The researcher asked, "who needs 

a new survey to begin the process again?' Approximately six new surveys were 

distributed and the old ones were collected and destroyed. Once the researcher was 
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satisfied that an honest attempt had been made by the students to complete the survey, the 

survey instmments were collected from the students and the workshop began. 

The researcher served as the sole interaction with the students during the course 

of the three-hour workshop. The researcher strived to make a smooth transition from the 

completion of the survey to the beginning of the workshop. Unfortunately, the students 

did not transition as smoothly as the researcher had desired. The students appeared to be 

uncomfortable from the start. Perhaps it was the temperature or the fact that they were in 

surroundings unfamiliar to them even though it was on their campus, but the students sat 

very quietly with their arms folded across their chests or wrapped inside their jackets 

almost in defiance. While there was never a negative word spoken, there was a chilliness 

in the room that went beyond the physical temperature. 

The researcher began to try and loosen the group up with a listening game. The 

game was a childhood game called Simon Sez, which all students had knowledge of how 

to play. The relationship was made that listening is an integral part of leadership, so 

important, in fact, that the researcher offered each participant a monetary prize of 

$200.00 if all participants could successfully play the game for two minutes. Quickly a 

smile crossed the faces of the students when asked, "Anyone need a couple of hundred 

bucks?" Students were asked if they were ready, a timekeeper was assigned, and the 

game began. Students were told, "Ok, let's start. Everyone stand up." Roughly 25 of the 

85 students present stood only to be met with a disapproving "sit down" from their peers. 

One of the students had been given $200.00 to hold while the game was being played. 

The researcher took it back from him and made sure all students were watching. The 
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students had just been taught their first lesson of the workshop, hi order for a leader to 

win, all of his followers must win as well. The mood began to change as they realized 

this was going to be more than a lecture situation. 

The pace of the workshop began to pick up somewhat. Students were told they 

needed to get up and move and not sit by anyone they knew. They were given 30 

seconds to find their new seat, but most procrastinated in making the move final until the 

researcher began to count down the remaining seconds. "Five, four, three, two, one, 

you're there." Students began diving for empty seats as if something awfiil was going to 

occur if they were tardy getting a new seat. Most students had done as instmcted, but a 

handful opted to remain close to their friends. The researcher was able to identify several 

of the students and issued a group waming about having enough integrity to follow 

directions. No other comments were made at that time. 

The next activity was a motion activity utilized to demonstrate the different kind 

of personalities on any given campus. The groups identified were the loners, the 

teachers, the cool guys, the sophomore girls, the principal, the senior girls, and the kids 

that just march to the beat of a different dmmmer. Each group was assigned a motion 

that all participants had to demonstrate as the group name was called. The point of the 

activity was to make leaders aware that there are more needs in their school than just the 

needs of the people with whom they associate. The activity was to demonstrate that one 

must be concemed about all the followers, not just those he/she likes. By making the 

students aware of other groups, it started an intemal questioning process of how could 

they lead this group or that group. The final part of the activity was to do the motions 

191 



quickly. Once the students mastered this, the researcher tumed a tape player on that was 

set to play the "Macarena." The students immediately laughed but they were encouraged 

to continue doing the Macarena. Most students got into the activity though at first they 

did not necessarily understand why they were doing it. As the music stopped, the 

students broke into applause as they took their seats. When questioned about why they 

thought they had been doing the Macarena, most students responded something to the 

effect because it was fun. An even larger smile and nod of the head occurred when they 

were told that a great leader is one that can take all the personalities previously described 

and make something positive that makes sense. A major crack had been made in the 

armor of these students. 

A series of video clips was then introduced to the students. A very serious mood 

crossed the students as the video of Martin Luther King and his "I Have a Dream" speech 

was played. Not a word was said for over five minutes. When asked whether Martin 

Luther King was a good leader or bad leader a resounding "good" echoed through the 

room. When prodded as to why he was a good leader, roughly 30 students gave 

characteristics they thought made the Reverend King a good leader. Some of the 

qualities included integrity, passion, speaking ability, and charisma. These responses 

were written on a white board as the students gave them. The students were instmcted to 

ponder these leadership traits through the course of the workshop. 

The students were given an assignment involving ten people within a group. 

Students were given instmctions to hold right hands with a particular person in the circle 

depending on their number. They were instmcted to hold the left hand of someone else. 
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The object was to untie the human knot the students had formed into one circle, two 

concentiic circles that were interconnected, or two circles that were not connected. 

Students began the task of stepping over each other and through the arms and over the 

backs of those in their group. Most groups worked to solve the problem, though two 

groups had members that were openly questioning why they needed to get their hair 

messed up for a stupid game. Neither of these two groups was able to complete the task 

in the assigned timeline. 

Students were given an opportunity to share what their perceptions of the value of 

the activity. A few students murmured under their breath to a neighboring student. It 

was assumed by the researcher that these comments could be constmed as negative in 

nature. However, an overwhelming majority of the students raised their hands in an 

attempt to be recognized so that their answer could be shared. The students had listed 

such characteristics as having enough integrity to not cheat, working as a team, listening 

to one another so that the good of the group could be accomplished, and sacrificing 

personal comfort so that the team could succeed. The characteristics of listening, serving 

others, and integrity appeared to be paramount in the minds of the students based on the 

information the students shared openly during this portion of the workshop. 

The mood of the students was definitely different at this point. No longer were 

they compelled to stay within their respective groups of comfort but associated freely 

with the other participants regardless of the group they represented. When the researcher 

asked the students if they worked together with other organizations to solve concems that 

affected the entire school, in unison the reply was, "no." The researcher then asked, "If 
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school members worked as selflessly together for what was best for the school instead of 

being concemed with personal inconvenience or sacrifice, would your school be better?" 

A less than enthusiastic "yes" came from the 84 students present. Most of the students 

opted to not make eye contact during this verbal interaction. The researcher could 

perceive a certain amount of guilt in the apologetic tone of the response. One had to 

consider the possibility that the students may have realized they had been shortchanging 

their school, and they knew there was untapped potential walking the hallways. 

The researcher read the students a work that identified characteristics of eagles as 

well as characteristics of parrots. Many of the characteristics of the eagle are consistent 

with characteristics of the servant-leader model. These characteristics include 

integrity/tmst, love/respect, listening, service, and a higher calling/value system. The 

parrot has characteristics inconsistent with the servant-leader model. Next students were 

asked to raise their hand if they thought they were an eagle. Only a handful of hands 

went up. Parrots were then asked to identify themselves. Most of the people in the room 

raised their hands; however; a certain amount of embarrassment accompanied the raising 

of the hand. Responses came in two fashions when students were asked why they opted 

to operate as parrots when all in the room wanted to be eagles. The first was to shmg the 

shoulders as if they didn't know. The second response revealed that little discussion in 

their leadership training had placed the responsibility of leadership in this kind of 

perspective. According to the sponsor at this school, most of the training received by 

these students dealt with job responsibilities, attendance requirements, and parliamentary 

procedures. Students were asked if they thought personal qualities were important to 
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leadership. Without exception, students responded affirmatively-either vocally or 

through the nodding of their head. The researcher challenged the group and asked if a 

consistent fraining or a reminder of the values involved in leadership development would 

help them. Again the students responded affirmatively with comments such as 

"absolutely" and "no doubt." 

Students were exposed to a portion of the workshop that appeared to make them 

very uncomfortable. This analysis is made based on the marmerisms of the students 

during this time period. The demeanor changed when they were challenged to consider 

that they might not be a person of leadership in the eyes of all of those they come in 

contact. This was a portion of the workshop that dealt with love/respect, integrity/ tmst 

as well as the higher calling in their life. Students were asked how many of them had 

parents that had instmcted them to not hang around or interact with someone else. 

Without exception, all hands were raised. Very carefully, the researcher then stated, "I 

wonder how many of you that just raised your hands are the person someone else's parent 

doesn't want associating with." You could hear a collective breath, as the students 

appeared to be shocked as if they had never considered this as an option before that 

moment. The students looked to the researcher in astonishment waiting for him to say, 

"just kidding" or "gotcha." The comment did not come. Instead, the researcher became 

more aggressive with that theme. Students were told that based on the perceptions of the 

other students in the school, they were the best that this South Plains high school had to 

offer, yet many of them were now concemed as to whether they could withstand the 

scmtiny of some of the adults who love and value them so very much. Students were 
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then given an explanation as to why parents tend to be over zealous in their protection of 

their offspring. The example of a mother lion fighting to protect her offspring was 

verbalized as well as played on the video machine. Students were exposed to the thought 

that there is someone willing to risk life and limb in order to keep them safe. Certainly 

there must be a time for the offspring to seek out on their own, but because of the love for 

the child, this separation can be very difficult, and the parent wants to make sure the child 

is sfrong enough to survive. 

The researcher then asked the students if they honored their parents. The 

researcher told them not to confuse love with honor. Love can be an inherent trait, but 

honor is your willingness to demonstrate your personal integrity. Rather, love is 

instinctive in nature. The researcher asked the following questions, "Do you lie to your 

parents about where you are going and who you are with? Do you sacrifice your integrity 

in order be like a national burger joint and 'have it your way'?" Eyes began to close as 

most students nodded their heads in unison. Some students tried to inconspicuously wipe 

tears from their eyes. Finally, the researcher made the following statement to the 

students, "It is not an issue of disappointing your parents but rather issues of being less 

than you are capable of being. It becomes an integrity issue. There are things, issues, 

and events that serve as a higher calling than are personal agendas." The students again 

had tendencies to lower their head almost as though they were being reprimanded, ft 

appeared difficult for students, or at least these students, to be confronted with ideas that 

required them to get out of the personal interest mentality. However, when the ideas of a 
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higher calling or issues in life that might take a priority, they have a strong sense of right 

and wrong based on the previous observations. 

Roughly two and one half hours into the three-hour workshop it is amazing how 

fresh the students appear. There has been no break for the restroom or to get a drink. 

The researcher has continued to present the servant-leader model in a variety of different 

modes so to maintain the interest of the students. If anything, the students seem 

aggressive and eager for more information. The students are being much more vocal and 

willing to express their opinions as opposed to the begirming of the workshop when all 

activities were researcher driven. The hardest stretch of the workshop lies ahead as it 

requires the students to assume much more of the responsibility. The final activity is to 

try and demonstrate to students that within the servant-leader model, one must be willing 

to lose parts of their rights in order for them to be able to assume your responsibilities. A 

box is drawn on the white board and is dissected with a line beginning from the top left 

comer to the bottom right comer, thus forming two right triangles (Figure 4.7). On the 

left triangle the word "rights" is printed. On the right triangle the word "responsibility" is 

printed. The box is portrayed as their capability to perform certain tasks, with the 

thought being we all have a limit to what we can do. If you are a person constantly 

consumed with your personal rights, the box fills up at the bottom and there is no room to 

assume your responsibilities. However, if you are a person that will sacrifice rights in 

order to assume responsibilities, then your box fills up at the top. Since there is a 

physical limit to what we can do, every person falls into the continuum somewhere 

within the box. Students were not asked where they fell within the box but were asked 
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what kind of leader they would prefer to follow~one concemed with rights or committed 

to responsibility. Unanimously, the response was responsibility. Again, the response 

was not overwhelmingly loud but appeared to be a response made with a lot of thought. 

Students were asked if their school leaders tended to be more concemed with rights or 

accepting responsibility. Though the bulk of the group responded rights, one participant 

stated above the rest of the crowd, "it depends." When asked to elaborate, the young man 

stated that it depends on the leader because they certainly have both kinds at this South 

Plains school. The researcher then asked for clarification about which type leader tended 

to be in the majority. The response was "the guy concemed with rights." The response 

was followed with another question, "Which can lead your school to greater heights?" 

The young man smiled and responded, "You know the answer to that. It's the person that 

is willing to give more than he takes". 

Figure 4.7. Rights and Responsibilities Comparison. 

The final activity attempted to bring the three-hour workshop to a close yet still 

provide the students with a desire for more. A film clip from the "Wizard of Oz" was 

shown to the students. This was a scene at the very end of the movie where Dorothy is 

198 



telling of her joumey to Oz. The relatives and friends are listening intently to her tale, 

but it is obvious they do not believe her. When the students are asked if the people in the 

movie believed Dorothy they responded "no." Students were cautioned that there might 

be resistance from some to this new way to perceive leadership, but they would need to 

remember the lessons that had been leamed during the course of the last three hours. 

Students were asked to stand and share the leadership traits they believed they possess 

and were willing to share to make their school better. Suddenly the mood in the room 

changed. What had been a very upbeat experience suddenly tumed very serious, and you 

could almost hear the students in the room saying, "please don't call on me." The 

students were reassured that no one would be called upon to respond unless they 

volunteered. 

The researcher waited about five seconds and finally one young man stood and 

said he was going to use his gift of integrity to make South Plains High School a better 

school. As he sat, others slowly began to raise their hands. Perseverance, honesty, 

service, intelligence, and passion were just a few qualities shared by more than 40 

students that stood to respond. The students were then asked the last questions of the 

workshop. "How many of you have a different perception of leadership now than you 

did when you walked in the room over three hours ago?" Immediately and 

enthusiastically, the hands shot in the air. "Ok then, how many of you think your school 

would be a better place to attend if all decisions were made utilizing this leadership 

method?" Again, the response was the same. Students appeared excited about the 

possibilities offered by the servant-leader model. 
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The researcher closed the workshop with the following comment: 

If at the end of the year, the students at school admire and respect you, you will 
have been a good leader. If on the other hand, at the end of the year, the students 
at this school admire and respect themselves, you will have been a great leader. 
God bless you. Now go forth and become great leaders. 

The students responded with a round of applause and began to converse with one another. 

The researcher passed out the post-workshop survey to be completed in its 

entirety. The post-survey was copied on a lavender paper to distinguish the difference 

between the pre-survey and the post-survey. Students were instmcted to only fill in their 

workshop number on the top half of the survey. The post-workshop survey could be 

paired with the pre-workshop survey based on the corresponding numbers. Any 

additional information needed could be gathered from the pre-workshop form. Again, the 

researcher emphasized the importance of completing the survey in its entirety so the 

results could be validated. Many students came to researcher and offered thanks for the 

moming workshop as the forms were tumed in. Since these acts were unsolicited and 

spontaneous, the researcher interpreted by the comments that the concepts of the servant-

leader model had been favorably received. Students waited in the band room and visited 

with one another until the bell rang at roughly 11:45 a.m. for them to go to class. 

Metroplex Workshop 

The Metroplex workshop was conducted on a Friday aftemoon in mid-December. 

School dismissed at 4:05 p.m. and students were given 40 minutes to grab a bite to eat or 

simply wind down after a day at school before the workshop began at 4:45 p.m. It was a 

beautiful December aftemoon as the sun streamed through the full-length glass windows 
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in the school cafeteria. Students from all walks of the school strolled through the 

cafeteria as the researcher worked to prepare for the workshop. Many students stopped to 

ask what was going on as they exited the school on the way to their cars. 

Two girls scheduled to attend the workshop assisted the researcher with the 

television, VCR, jam box, and white board for the activities to follow. These young 

ladies placed the workbooks in chairs and also assisted the workshop host in setting up 

chairs for the 108 students pre-registered for the workshop. The host had performed 

many of the tasks ahead of time to expedite the event. It was imperative for the 

workshop to mn close to on time because the researcher had a flight to catch and could 

not run the risk of missing it as ft was the last flight out of the evening. 

Students began to arrive roughly 25 minutes prior to the workshop. It appeared 

they were very excited as dialogue filled the cafeteria. The dialogue overheard by the 

researcher indicated that the prospect of a weekend had a lot to do with this excitement. 

Because they had been in school all day, they had a tendency to arrive with their friends 

and simply opted to sit with them prior to the workshop. At 4:45 p.m. there were still 

several students standing in the registration line waiting on nametags, tuming in consent 

forms, and receiving a copy of the pre-workshop survey. The researcher's worst fears 

were becoming a reality. The workshop would not be able to begin on time. In fact, it 

was roughly 5:00 p.m. before the workshop was able to get under way. 

Although 108 students had pre-registered for the workshop, only 90 attended. 

Part of the fifteen-minute delay was waiting to make sure all students had an opportunity 

to grab a refreshment of some kind and get back to school. Most of the students had 
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taken advantage of the opportunity to purchase a snack as Coke cups and Doritos bags 

were present in the cafeteria. 

At 5:00 p.m. the researcher began issuing the instmctions about how to complete 

the pre-survey instrument. They were asked not to identify themselves by name but 

rather the number issued them as they signed in to the workshop. They were also 

instmcted to only complete questions 1-19. At this point, two students asked if they 

could get another survey as they had already answered the last two questions, which are 

not relevant until after the workshop. The students were quickly handed new surveys. 

The researcher also cautioned students to be sure they read and understood the 

Likert survey, citing examples of students in the past that had misinterpreted the meaning 

and had actually scored something a strongly agree when they intended for it to be a 

sfrongly disagree. The researcher noticed two participants exchanging glances that 

immediately told me they had fallen into the same trap. Students were again asked, 

"Who needs a new survey?" Reluctantly, three hands tried to raise themselves but had 

little support from the minds controlling the interaction. They were quickly issued new 

survey instmments. 

The researcher began to panic. The workshop had started 15 minutes later than 

desired and appeared to be being sabotaged before his very eyes. Students were told to 

look up and told to please make sure they took this very seriously as there was a keen 

interest in their thoughts and perceptions of leadership, but they had to remain focused 

enough to give accurate responses. Perhaps the message was a little strong. For the most 

part, students nodded affirmatively, but a few participants were noted rolling their eyes in 
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disgust. The researcher could almost hear them asking themselves why they were there. 

The same "eye rollers" took this opportunity to check their watch, which validated 

previous thoughts. Something positive needed to happen, and it needed to happen in a 

hurry. 

Finally, all the pre-survey instmments were collected, and the workshop could 

begin. Students were asked if anyone could use a little Christmas cash. All hands shot 

up and several students openly exclaimed, "I could, I could." The researcher then told 

each student there was a $200.00 cash prize for all workshop participants if the group 

could successfully play a game for two minutes. The students were fired up as $200.00 

in cash was handed to one of the participants as a symbolic gesture of the money that 

could be theirs. The researcher instmcted the students that they would need to play a 

listening game successfully in order to receive the prize. The students were very loud 

and enthusiastic and appeared to be very confident. The game was identified as "Simon 

Sez," and the researcher asked to make sure everyone understood how to play. Again, 

the students were very charged and responded with "you bet" and "let me at that money." 

The researcher wrestled with whether to try and curb the enthusiasm but felt compelled to 

calm them down a touch to give them a fair opportunity for success. 

The researcher instmcted to students to listen very carefully. The instmctions 

were emphasized that for this activity all students would need to succeed in order for any 

person to be able to receive the money. In essence, it was an all-or-nothing activity. The 

students appeared to understand and nodded their collective heads when asked if they 

understood. The researcher began the game and then instmcted the students to stand but 
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did not give the key words "Simon Sez." Almost half of the group jumped to their feet 

then almost instantly sat back down. It was too late. Simon had not instmcted them to 

stand, so the $200.00 was collected back from the student assigned to safe-guard it during 

tiie game. The students were asked how often they opted to "give away" $18,000.00. At 

first they looked puzzled but shook their heads in disbelief as the researcher did the math 

of multiplying $200.00 times the 90 participants that were present. The students were 

then asked if they could do a better job and try harder if given another chance. Again in 

unison they responded "yes." They were told there would be no second chance. 

Leadership is about seizing the opportunity as it is presented and listening to all the 

available information. The game was replayed but simply to see who the best listener at 

the workshop was. The researcher utilized a variety of tricks, including voicing one set 

of instmctions while performing another set. Most of the students copied the visual 

aspects of the instmctions even thought they were told it was a listening game. A young 

lady came away with top honors. Most participants noticed the key to her success was 

she closed her eyes so as not be distracted by the events she could see. She concentrated 

solely on listening to what was being said. The students greeted her win with a large 

round of applause and whistles. 

The researcher asked if they thought the wirmer of the game would be a good 

leader or bad. Most sat silently but someone finally offered "good." When asked why, 

she responded, "Because she is a good listener." "Why is listening important to 

leadership?" asked the researcher. Again the students appeared confused as to what a 
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game of Simon Sez had to do with leadership. The researcher responded in the following 

fashion. 

Listening is important because you rarely are able to understand the ramification 
of decisions or the potential impact on a lot of people. Lots of people ended up 
losing in a big way because some of you chose not to listen. While this was only 
a game, the stakes were very high. Unfortunately, as you interact with your 
friends at school, the unwillingness to listen can have a huge impact on the 
success or failure of the group you lead. 

While not one hundred percent convinced, the students nodded a sense of understanding. 

Students were then asked to move to a different chair within the room. They were 

given 30 seconds to make the transition and instmcted to sit by someone they did not 

know. It appeared all students made the move. Interaction was high during the move as 

students used this time to comment on the missed $200.00. "Man can you believe that? 

If that guy had given me $200 I would be out of here and on the highway right now," one 

student was heard to say. As the researcher smiled, the student replied, "just kidding." 

The researcher asked the students to close their eyes once they were settled. All 

students were wearing nametags so the researcher could communicate without having to 

make eye contact. As students' names were called, they were asked to state the name of 

the people on their right and left. Four students were called but none were able to 

perform the task. The students were reminded that they were selected as the leaders from 

their schools to attend this workshop. Imagine how hard it must be for others in the 

school to approach them if it was this hard for them to reach out and pursue even a 

superficial relationship. A tmst is needed that is developed and initiated by the leader. 

The researcher stated. 
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The only thing worse than snubbing the people you are leading is to strike up a 
conversation, have them introduce themselves and you not be listening enough to 
remember their name, ft sends the message that they are not important enough to 
be remembered. 

When asked if that made sense, the students nodded. 

Students were then introduced to the Macarena activity. This activity was one 

involving the assigning of hand and body gestures to represent the different personality 

types within a school. The groups identified in order of the motions were the loners, the 

teachers, the cool guys, the sophomore girls, the principal, the senior girls, and the kids 

that just march to the beat of a different dmmmer. Each group was assigned a motion 

that all participants had to demonstrate as the group name was called. The point of the 

activity was to make leaders aware that there are more needs in their school than just the 

needs of the people they associate with. One must be concemed about all the followers, 

not just those he/she likes, to be a successful leader. 

Special attention was brought to the motion assigned to the principal. The 

students do a motion where they hug themselves because the principal is portrayed as 

someone who is in love with himself in this motion. The interesting part of this 

workshop was that every time they got to the principal motion, all students ended up 

having a really big smile on their face or even broke into laughter. This was not an 

unusual reaction, but the intensity of the smiles was what caught the researcher's 

attention. The researcher made the point that we all smile when feeling an embrace 

because we all want to be loved and respected. "This is why when we want to comfort 

someone to make them feel better, we generally hug or make some kind of physical 

contact. It generates a feeling that simply cannot be explained." The students made 
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some funny innuendo remarks to one another, but certainly the looks on their faces 

suggested that they agreed. 

The purpose of the activity was to make students aware that the school 

encompasses and serves more than the tight circle of people they associate with. The 

intent of the activity was to start an intemal questioning process of how they could 

influence or serve particular groups by making the students aware of other groups. The 

final part of the activity was to do the motions quickly. Once the students mastered this, 

the researcher tumed a tape player on that was set to play the "Macarena." The students 

immediately laughed but they were encouraged to continue doing the dance. All students 

participated in the activity without any hesitation. The students were enthusiastic and 

approached the activity with zeal. In fact, the students started clapping and tuming 

instead of just going through the motions. As the music stopped, the students broke into 

applause as they took their seats. When questioned about why they thought they had 

been doing the Macarena, one student responded "because it's Friday night and time to 

dance." All students, as well as the researcher immediately broke into laughter. They 

were then told that a great leader is one that can take all the personalities previously 

described and make something positive and something that makes sense. The students 

smiled as they looked at the researcher and shook their heads as if to say, "How in the 

world did you ever come up with that?" 

The series of video clips were then introduced to the students. Students were 

instmcted that they were about to view a video that would last roughly five minutes. The 

assignment was to determine two things. First, was the person in the video a good leader 
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or a bad leader? Second, whatever their answer, they needed to provide justification. As 

the tape began to play, the mood in the cafeteria changed instantly. This group that had 

been high energy since 5:00 p.m. became deathly quiet as the video of Martin Luther 

King and his "I Have a Dream" speech was played. The students sat in utter silence for 

the duration of the video. The only sounds heard were the occasional mstling of papers 

as students made notes for the follow-up discussion. The sun was now setting, and the 

fiill-length windows began to show only darkness. Finally, the video came to an end. 

When asked whether Martin Luther King was a good leader or bad leader, a 

"good" echoed through the room with a scattered "excellent" being detected. When 

questioned as to why he was a good leader, hands immediately shot up. While there was 

not time to call on every person, it is estimated that two-thirds of the students had 

responses ready to go. As students were called to give answers, hands would drop 

indicating that some had just provided their response. Some of the qualities the students 

offered included vision, integrity, selflessness, passion, and charisma. The students were 

instmcted to ponder these leadership traits through the course of the workshop. 

The students were given an assignment involving ten people within a group. 

Students were given instmctions to hold right hands with a particular person in the circle 

depending on their number. They were instmcted to hold the left hand of someone else. 

The object was to untie the human knot the students had formed into one circle, two 

concentric circles that were interconnected, or two circles that were not cormected. 

Students began the task of stepping over each other and through the arms and over the 

backs of those in their group. Without hesitation, all groups worked to solve the problem. 
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After about two minutes, one group yelled, "stop" signaling that they had completed the 

task. Once the researcher concurred that the task had been successfully completed, the 

other members broke into unsolicited applause. This was constmed as a positive step 

from a group that had been very competitive from the start. It appeared they were 

recognizing that other people could have ideas, be able to solve problems, and it might 

have a positive impact on them as well. No longer were other people's successes met 

with disapproval or excuses. They were genuinely proud for the success of the other 

team. 

Students were given an opportunity to share their perceptions of the value of the 

activity. Again, almost as if the workshop itself were a competition, an overwhelming 

majority of the students raised their hands to be recognized. The students had listed such 

characteristics as having enough integrity to not cheat, working as a team and listening to 

one another so that the good of the group could be accomplished, and sacrificing personal 

comfort so that the team could succeed. An interesting conclusion was arrived at by one 

of the students from the wirming team. She stated, "We realized early on that some 

people had a better view on solving the problem because of their location in the circle. 

We decided to go with their view rather than making someone the 'leader'." The 

characteristics of listening, serving others, respect, and integrity were characteristics 

necessary to be successftil in this activity in the opinion of these students. 

There existed a very different feeling at this point. The mood of the students had 

definitely changed from the beginning of the workshop. The competitive interest of the 

students was tmly at a fever pitch. There became an awareness as well as a receptivity to 
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the concept of servant-leadership that is hard to imagine from teenagers. Yet at the same 

time, the "rah rah" attitude that had begun the workshop was no longer present. The 

mood change was almost an oxymoron because we generally equate competitiveness to a 

physical endeavor. The competitive intensity was certainly present, but it was an 

intellectual intensity that begged to be challenged even more. When the researcher asked 

the students if they worked together with other organizations within their school to solve 

concems that affected the entire school, in unison the reply was an apologetic, "no". The 

researcher then asked the following question, "If school members worked as selflessly 

together for what was best for the school instead of being concemed with personal 

inconvenience or sacrifice, would your school be better?" A response of "yes" came 

from the students present. When the researcher followed up with "Why would you 

choose to hold your school back like this?" many students looked at the researcher and 

simply shook their heads "no," signaling that they did not have an answer. One student 

commented, "This makes so much sense. We can all be successful if we are willing to 

give of ourselves and not be concemed about who gets the credit for stuff" The 

determination on the faces of these students should serve as an assurance that better 

things are in store for this school. 

The researcher then read the students a work that identified characteristics of 

eagles as well as characteristics of parrots. Many of the characteristics of the eagle are 

consistent with characteristics of the servant-leader model. These characteristics include 

integrity/tmst, love/respect, listening, service, and a higher calling/value system. The 

parrot has characteristics inconsistent with the servant-leader model. Characteristics 
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associated with the parrot include seeking attention, following others, and finding 

courage within a crowd. Students were then asked to raise their hand if they thought they 

were an eagle. Roughly 20 hands went up. Parrots were then asked to identify 

themselves. A majority of the people in the room raised their hands. There appeared to 

be no embarrassment accompanying the raising of these hands. Rather it was more of a 

"This is where I am now. I need to work to improve it." When asked why they opted to 

operate as parrots when all in the room wanted to be eagles, the majority of students cited 

peer pressure. They know what they should do and try hard to do it, but when they get 

around a certain group, the group becomes more of an influence on them than they do on 

the group. At this point the researcher corrected them. The students were told that they 

really were not a parrot. A parrot has undesirable traits all the time. Unfortunately, they 

were a much more dangerous creature. They were a chameleon. A chameleon is an 

animal that changes colors depending on the surroundings. A chameleon is dangerous to 

the health of an organization because it misleads people. Just as people begin to tmst and 

respect the leader, they are disappointed when they discover the leader was not as 

portrayed. The integrity of the leader is lost, and it will be difficult for followers to 

achieve the same level of tmst. Students were then asked if they thought personal 

qualities were important to leadership. Students responded affirmatively. The researcher 

then pressed the group and asked them if they had a consistent training or a reminder of 

the values involved in leadership development, would it help. Again the students 

responded in a positive fashion. 
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The portion of the workshop dealing with love/respect, integrity/ tmst as well as 

the higher calling was scheduled next. The day that began with students arriving to 

school at 8:00 a.m. was beginning to take its toll. No longer were the students full of life 

as they had entered the workshop. While most were mentally still with the activities, the 

physical drain was becoming noticeable as student were seen leaning on one another as 

they sat in different chairs trying to stretch their bodies as much as possible without 

making a distraction in the workshop. Students were asked how many of them had 

parents that had instmcted them to not hang around or interact with someone else. 

Slowly, but without exception, all hands went to the air. The researcher then stated, "I 

wonder how many of you that just raised your hands are the person someone else's parent 

doesn't want associating with." This group of students was incredibly sharp. For many, 

the look was simply a stare. There was no sign of disgust or "you've got to be kidding." 

The students merely provided a look of acceptance as if they had been caught. 

Students were reminded that their fellow classmates believed them to be the best 

that their school had to offer. The researchers stated, "However, many of you now 

concede that some of the adults you encounter may have reason to not tmst you. Is that 

what you are telling me?" The students slowly lowered their heads in embarrassment. 

The researcher allowed roughly 15 seconds of silence to echo through the room. "It 

appears you may have validated this lack of tmst." 

Students were then given the explanation as to why parents so desire to protect 

their offspring. The example of a mother lion fighting to protect her offspring was 

verbalized after a film clip was played on the video machine. Students were exposed to 
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the tiiought that there is someone willing to risk their personal life to protect them. The 

thought that there is something more important in life than our personal agendas can 

sometimes be overwhelming. It appears the students were caught completely off guard. 

One student even raised her hand and stated, "I'm not sure I am following you." Others 

nodded in agreement. The researcher began again: 

There are things, issues and events that serve as a higher calling than are personal 
agendas. Ideals and principles such as freedom could be one. The young lady at 
Columbine High School that looked down the barrel of a gun and knowing the 
words that fell from her lips would be the last to fall from her lips. What are you 
willing to risk your life for? Are there any issues here at school that you would be 
willing to sacrifice some of your personal attention in order to achieve a school 
success? 

The students again tended to lower their heads, only this time it appeared to be out 

of shame. The students appeared to be very uncomfortable when the researcher tried to 

place them in a similar situation. It is difficult for these students to be confronted with 

concepts that require a sacrificial maturity. They pondered several seconds, then a young 

man asked, "Can you give us an example as to how what you have described would be 

carried out at school?" "As a matter of fact, I can" responded the researcher. "How 

many of you would be willing to conduct tutorials for stmggling students one evening a 

week?" All hands shot in the air. "How many of you would be willing to eat lunch on 

campus one day a week with total strangers in order to serve as a mentor and possibly 

keep them from dropping out of school?" Again the vast majority of hands went up. 

"How many of you would be willing to give up your position of leadership, your title, if 

you believed the group or school could grow from that move?" Not as many hands went 

up this time. The researcher assumed it was because they just were not at the level to 
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consider that as a possibility. Nonetheless, the point was made, and groundwork had 

been laid for personal consideration in the future. 

Due to the maturity demonstrated by this group of students during the course of 

the workshop, the researcher opted to approach the love/respect portion of the workshop 

in a little deeper way. Students were exposed to personal information about the 

researcher and the Christmas when his mother passed away. Students were led through 

the details of her falling ill and being placed on life support and how all the while the 

researcher tried telling her how very much he loved her. The students were told that 

certainly they do not nor should they agree with everything anyone tells them, including 

their parents. However, they should never lose sight of the fact that their parents love 

them very much, and they should seize the opportunity to share their feelings with their 

parents while everyone still had that opportunity. 

Several young ladies wept openly while most of the boys gulped hard or stared 

down at their paper. This was the most uncomfortable the students had been the whole 

evening, yet it appeared to have made one of the most powerful points. "No pain, no 

gain," thought the researcher. 

As the workshop reached the final 30 minutes, the exhaustion of the students 

became very apparent. As is the case in all of these workshops, there had been no 

restroom break or time to get a drink. The researcher has worked diligently to present the 

servant-leader model in a variety of different modes so as to maintain the interest of the 

students, but the students were wilting. The researcher tried to manipulate students to a 

certain extent. They were told that the hardest part or the homestretch was still to come. 
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He went on to say that most groups could get to this point of the workshop, but the next 

30 minutes would define the evening. 

The students accepted the challenge. They sat in their chairs a little taller and 

made sure they were ready to take whatever information came their way. The final 

activity of the evening was to demonstrate to students that the servant-leader model 

requires you to be willing to sacrifice part of your rights for you to be able to assume 

your responsibilities. A box was drawn on the white board and was dissected with a line 

begirming from the top left comer to the bottom right comer thus forming two right 

triangles. On the left triangle, the word "rights" was printed. On the right triangle, the 

word "responsibility" was printed. The box was portrayed as their capability to perform 

certain tasks with the thought being that we all have a limit to what we can do. If you are 

a person constantly consumed with your personal rights, the box fills up at the bottom, 

and there is no room to assume your responsibilities. However, if you are a person that 

will sacrifice rights in order to assume responsibilities, then your box fills up at the top. 

Since there is a physical limit to what we can do, every person falls into the continuum 

somewhere within the box. Students were not asked where they fell within the box but 

were asked what kind of leader they would prefer to follow, one concemed with rights or 

committed to responsibility. Unanimously, the group responded with responsibility. The 

response was made with conviction. Students were then asked if their school leaders 

tended to be more concemed with rights or accepting responsibility. All of those 

responding replied "Rights." This response was followed with another question, "Which 
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can lead your school to greater heights?" The group nodded and responded, 

"Responsibility" (see Figure 4.7). 

The final activity of the three-hour workshop was perhaps the most enlightening 

one of all. A film clip from the "Wizard of Oz" was shown to the students. This was a 

scene at the very end of the movie where Dorothy is telhng of her joumey to Oz. The 

relatives and friends are listening intently to her tale, but it is obvious they do not believe 

her. When the students are asked if the people in the movie believed Dorothy they 

responded "no." Students were cautioned that there might be resistance from some to 

this new way to perceive leadership, but they would need to remember the lessons that 

had been leamed during the course of the last three hours. Students were asked to stand 

and share the leadership traits they believed they possess and were willing to share. The 

group came to life. Immediately one student stood and responded, "I will utilize my gift 

of perseverance to make my school better." As he sat, others immediately began to raise 

their hands. The traits uttered by the students were recorded on a white board for all to 

see. Students were encouraged to write them down for future reference because "these 

are what you are telling me are important leadership qualities." A few of the other fraits 

listed included dedication, passion, perseverance, integrity, hard work, desire, and 

service. The researcher had to become very aware of the time, as the students had spent a 

few more minutes on this activity than had been scheduled. Finally, with close to 20 

students still standing, the researcher had to stop this opportunity. 

The students were asked the last questions of the workshop, as is the norm with 

all workshops conducted by this researcher. "How many of you have a different 
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perception of leadership now than you did when you walked in the room over three hours 

ago"? The hands shot in the air as one. "Then, how many of you think your school 

would be a better place to attend if all decisions were made utilizing this leadership 

method"? Once again, the response was the same. Students appeared excited about the 

possibilities offered by the servant-leader model. 

The researcher closed the workshop with the following comment: 

If at the end of the year, the students at this school admire and respect you, you 
will have been a good leader. If on the other hand, at the end of the year, the 
students at this school admire and respect themselves, you will have been a great 
leader. God bless you. Now go forth and become great leaders. 

The students responded with a round of applause and began to stand to their feet 

acknowledging their appreciation for the evening. The researcher then applauded the 

students in retum. 

Time was of the essence. The researcher then quickly passed out the post-

workshop survey to be completed in its entirety. The post-survey was copied on a blue 

paper for this workshop to distinguish the difference between the pre-survey and the post-

survey. Students were instmcted to only fill in their workshop number on the top half of 

the survey, as the rest of the information was available from the pre-workshop form. 

Again, the researcher emphasized the importance of completing the survey in its entirety 

so the results could be validated. 

The researcher needed to depart for the airport quickly because the workshop had 

gone overtime due to the late start. As the researcher worked his way out of the room, 

several young ladies came and hugged him as many gentlemen came to show their 

appreciation with a handshake and a "thank you." Since these acts were unsolicited and 
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spontaneous, the researcher interpreted by the comments that the concepts of the servant-

leader model had been favorably received. Again without solicitation, the students began 

putting the servant-leader model into practice. They worked collectively to get the 

cafeteria back in order prior to the breakfast crowd on Monday moming. 

Based on the observations from the workshop as well as review of the video from 

the workshop, the findings of the participant observations are consistent with the other 

data collection methods. Students' short-term perceptions of leadership can indeed be 

altered during the course of a three-hour workshop on the servant-leader model. These 

findings support the data results from the survey as well as the interviews that were 

conducted. These three methods form the triangulation of the data. 

Composite Analysis 

The analysis of data gathered from the participant observations revealed many 

differences in the two workshops. Most obvious of these differences was the time of day 

the workshops were conducted. Though both workshops were held on Fridays, students 

from the South Plains workshop began to arrive as early as 7:30 a.m. This was the first 

event of the day for the students, and it took them some time to wake up and get rolling. 

The Metroplex workshop, on the other hand, was conducted beginning at 4:45 p.m. 

shortly after the school day was complete. In the beginning students appeared much 

more alert and fresher than the students in the South Plains. As the workshop progressed, 

the South Plains students began to become more alert and more responsive. The 

Metroplex students never really lost their mental focus as the workshop progressed into 
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the evening, but a physical weariness did become quite apparent as they entered the final 

hour of the workshop. 

The weather on the days of the two workshops was very different. The South 

Plains workshop was conducted on the moming following the first freeze of the year in 

November. Students were bundled warmly as they entered the room, shielding 

themselves from the falling precipitation outside. The cold-weather dress of the students 

slowed down some of the activities as they worked to shed some of their excess winter 

clothing prior to the activities. Though the workshop never shut down and came to a 

stop, the pace always seemed generally slow and lethargic. The pace was also slowed 

between activities when students moved to a new location in the room. Not only did 

students have to relocate themselves, they had to collect their belongings and move them 

as well. Beautiful weather, on the other hand, greeted the Metroplex workshop 

participants. Unseasonably warm weather for December allowed the students to dress 

much more comfortably than is normal for this time of year. Consequently, students 

were free to move quickly from activity to activity without dealing with cumbersome 

coats and sweaters. Activities were executed much more smoothly, and the overall pace 

of the workshop flowed much better than the workshop at the South Plains school. 

The room where the South Plains workshop was conducted looked all of its 45 

years of age. While clean and well maintained, the age and general wear from excessive 

use was evident. The approximately 100 chairs occupied more than 70% of the available 

space. Due to the cramped surroundings, students would have to adjust the seats around 

them to facilitate the requirements needed for the activity to work. Students were most 
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amiable in facilitating the needs of the next activity, but the move did impact the flow of 

the workshop to a certain extent. The researcher would be ready to focus on a point but 

would have to wait 10 to 15 seconds while students relocated their chairs. The point was 

still made, but the flow and continuity of the workshop was dismpted to some extent. 

In confrast, the facility at the Metroplex workshop was new and perfect for the 

workshop activities. The workshop was centered in a comer of the school cafeteria. 

There was an elevated stage area which was accessible utilizing two steps or via a ramp. 

The 100 chairs were placed in a semi-circle facing the stage area. However, the portion 

utilized for the workshop was only approximately 10% of the available space. The 

surroundings allowed students sufficient room to complete activities and move about 

freely without dismpting the physical arrangement of chairs. This allowed students to 

move quickly and helped to facilitate a workshop that moved quickly with little wait time 

while seating was adjusted. 

There did not appear to be a significant difference in the appearance of the 

participants of the two workshops conducted. The ethnic breakdowns of the participants 

at the Metroplex workshop were as follows: Anglo 81%), Hispanic 9%, Asian 4%», 

African American 4%, and Native American 2%.. The gender breakdown from this 

workshop consisted of 46%) male and 54%) female, hi contrast, the South Plains 

workshop provided the following ethnic breakdown: Anglo 83%), Hispanic 13%), and 

African American 4%). There were no other ethnic populations represented in this 

workshop. This information was gathered from the pre-workshop administration of the 

Leadership Trait Survey (see Appendix B). It should be noted that while the Metroplex 
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had a slightly less Anglo participation than that of the South Plains, the Metroplex school 

had a significantly larger Anglo population, with 72%) making up the student emoUment. 

The South Plains school had a significantly lower Anglo makeup with roughly 54%) of 

the students enrolled listing Anglo as their ethnicity. 

This last statistic was alarming to the researcher. It made no sense that the ethnic 

breakdown of the workshop group should have been significantly different from the 

racial makeup of the school. Certainly the purpose of the study was not to analyze the 

impact from an ethnic perspective, but it is worth mentioning that this seemed out of the 

ordinary. Any statements made by the researcher in regards to this matter would be 

hypothetical, as no research was done in this area. Having said that, and having a 

tremendous knowledge of this school, my assumption would be that this is simply what 

has occurred historically. Anglos are seen as the leaders because they have historically 

held the leadership positions; therefore, they continue to hold these positions because 

they have been viewed as positions of popularity and power. 

In addition, the Metroplex workshop left the researcher with the impression that 

these students were much more affluent than students at the South Plains workshop. 

Much of this conclusion is derived from the vehicles that were parked in the respective 

parking lots of the schools. The researcher observed the parking lot in the Metroplex as 

he arrived for the workshop and observed the South Plains parking lot as he departed the 

workshop. There was as vast difference in the vehicles at the two sites. While the South 

Plains students appeared to have transportation, the cars in the Metroplex parking lot 

tended to make a statement. These consisted of much trendier type vehicles such as 
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BMW, Lexus, as well as many SUVs and convertibles. The South Plains parking lot was 

laced with a few of the cars previously mentioned, but for the most part it was filled with 

older model pick ups and four-door family-type vehicles, leading one to believe the car 

had simply been passed down to the driver as opposed to being selected specifically for 

the driving enjoyment of a teenager. 

Students from both workshops were very polite and courteous. The South Plains 

students were easier to identify with specific groups because many of the students had 

some sort of shirt or jacket unique to that organization. For example, the football players 

present all wore navy blue shirts, so they were easily identified as football players at a 

glance. This was because of the football game many of the students were leaving for 

later in the day. In general, students from the Metroplex workshop were simply dressed 

as students, meaning jeans, sweats, and pullover shirts dominated the wardrobe of the 

day. Many of the girls at both workshops opted to put their hair in a ponytail after the 

workshop began. It appeared this was to assist them in keeping the hair out of their face 

during activities. 

Students at the South Plains workshop appeared to have a more difficult time 

separating from the friends they sat with at the begirming of the workshop. This could in 

part be because the student groups were much more easily identifiable than the group in 

the Metroplex. The researcher could at a glance detect when students from within 

organizations drifted back together, because of their dress. The researcher concluded that 

if they were sitting by someone from the same organizations, then the students were not 

branching out and meeting new people as much as the researcher would desire. 
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The Metroplex students appeared much more mature and eager for the 

information than the South Plains students. Perhaps part of this eagemess could be 

attiibuted to the timing of the workshop. Students in attendance had to make a decision 

ahead of time to sacrifice part of their weekend to participate. This in itself could have 

eliminated students that opted not to participate for personal reasons. The South Plains 

students, on the other hand, were rewarded for attending because they were allowed to 

miss their moming classes. This could have been an encouragement for participation, 

whereas the Metroplex workshop could have been a discourager. 

The Metroplex students appeared much more willing to stretch themselves and 

actually grow from the experience. There was less reluctance to the activities as 

exhibited by their eagemess to engage in the different information provided throughout 

the workshop. They were up to every challenge, whether it required a growth experience 

on their part or not. The South Plains students certainly participated and did everything 

asked of the researcher; however, in contrast to the Metroplex students, they tended to 

respond at a much slower pace with a hint of resistance in their gait. While there 

certainly was never any doubt about whether the servant-leader model was impacting 

either of the student groups, the researcher could feel that the South Plains students were 

still being pulled by their peers and were reluctant to embrace an activity and the concept 

in general until one of their respected peers more or less gave the approval to do so. This 

was evident in how students continued to migrate back towards their friends or those who 

shared membership in the same organizations as witnessed through the different uniforms 

wom that moming. This was very different from the Metroplex workshop where the 
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students were practically in competition with one another trying to gain as much 

information as they could. 

While there were certainly many differences between the two workshop settings 

as well as the participants, there also were many similarities. The age of the students in 

attendance was consistent at both workshops with the majority of the students being 

upper classmen, meaning seniors and juniors. The rest of the participants consisted of 

freshmen and sophomore students, fti general this would be easily explained because 

students were nominated by their peers for attendance, and the upper classmen will tend 

to be much more visible than the students relatively new to the school. 

The activities where students actually had an opportunity to participate in a hands-

on approach reinforced the points of discussion more than simply providing the students 

information and asking them to take notes. While interactive leaming and note taking 

opportunities were provided for the students, activities such as "Simon Sez," Macarena, 

and the opportunities for the students to share their personal goals tended to be the events 

remembered by the participants interviewed. The note taking elements were provided so 

the students would have a reference point when they looked back on the workshop in the 

following days and weeks. 

Finally, it appears the servant-leader model does not have an affluence, gender, or 

ethnicity preference. The students that participated in the workshop may have gained 

information at different levels, but based on the observations of the researcher, it would 

be safe to say that all students were affected to some degree. The researcher witnessed 

first-hand the growth that occurred within the students from the beginning of the three-
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hour workshop to its conclusion. Students were observed becoming less concemed about 

their appearances and more focused on how they could impact or change the schools they 

attend for the betterment of all. hi general, humbleness was the trait identified by the 

researcher that came over the students as they began to realize the tremendous 

responsibility that goes with leadership. This was documented as students lowered their 

heads and looked down towards the floor or as they cut their eyes away, not wanting to 

make eye contact with the researcher. Certainly, it would be incorrect to assume that all 

students were at the pinnacle of servanthood. However, the important finding is that all 

were observed to have made progress in that direction within the three-hour period of the 

workshop. 

The atmosphere at the conclusion of each of the workshops revealed religious 

overtones as the students shared with their peers the gifts they were willing to share to 

make their respective schools stronger communities. Both of the workshops revealed 

events similar to religious ceremonies where individuals made commitments to the 

servant-leader model. This was the last event of the two workshops where students stood 

and stated the gift they possessed that they were going to use to make their school a better 

place. These religious overtones, or rather organizations as religions, are consistent with 

the works of Bolman and Deal (1993) and Sergiovanni (1984), who view the symbolic 

frame and force as the highest level of organizational operation. 
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Summary of Participant Observation Data 

The final stage of data analysis used the qualitative method of participant 

observation. The researcher assumed the role of bricoleur and immersed himself into the 

analysis of the data as a participant in the workshop. Data were gleaned from notes taken 

during the workshop, notes taken in the hours following the workshop, and analysis of 

videos from each of the two workshop settings. 

While observations were made to establish the tone of the workshop as opposed 

to answering specific questions, an attempt was made to specifically answer the research 

questions. Question number one asked whether there was a difference in student 

perceptions of leadership after a three-hour exposure to a servant-leader model. Based on 

the observations of the researcher, there appeared to be a difference in the way the 

students viewed leadership following the workshop. This analysis is supported by the 

interactions that occurred between students during the course of the workshop. There 

was a change and the change was viewed as positive. 

The beginning of the workshop was viewed by the researcher as one of 

uncertainty. Students in attendance appeared to be neither excited nor unexcited prior to 

the workshop being conducted. However, the researcher was able to witness a growth in 

the comfort level of the students, and they became more receptive to the servant-leader 

model as the workshop progressed. The researcher viewed a change in the receptivity to 

the servant-leader model, and this change was positive in nature. 

Question two asked how the student perceptions of the servant-leader model were 

affected by exposure to the servant-leadership workshop. The data analyzed from the 
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two workshops indicated that the students' perceptions were impacted in a positive 

manner after exposure to the servant-leader model. From the eye of the researcher, it 

appeared that the more students became involved with the process of the workshop, the 

more excited and willing to participate they became. The information gathered from the 

participant observations also indicated that these opportunities for involvement created 

tmst between the students. As the tmst improved in the workshop, students gained 

confidence, and the process gained momentum throughout the workshop. 

The opportunity to participate or become involved with the leadership workshop 

appeared to be the mechanism that created the change in perception. Several interactive 

activities were utilized to demonstrate the qualities of the servant-leader. These activities 

appeared to be the catalyst that created a level of tmst in the room that allowed students 

to be themselves yet still be an important member of the workshop. 

Question three asked students to answer what the impact of the servant-leader 

model will be on their respective schools. Observations by the researcher support the 

findings that the servant-leader model can positively impact the high schools of these 

students. There was a level of excitement and anticipation at the closing of the workshop 

that strongly indicated the students believed they could take this information back to their 

school and begin to make a difference. This was demonstrated as the students stood at 

the closing of the workshop and told other workshop members the gift they possessed 

that they would take back to their school. This data is consistent with findings from the 

other two methods used to analyze the data, thus forming the final comer in the 

triangulation process. 
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Summary of Data Presentation and Analysis 

Three separate stages of data analysis were used in this mixed methods approach. 

These three sets of data were obtained from a pre-/post-survey, interview transcripts, and 

participant observation notes gathered from video reviews. 

The first stage of the data analysis involved the use of a Likert-type survey. The 

Leadership Trait Survey (see Appendix B) was administered in both a pre-workshop and 

post-workshop setting in two separate workshops across the state. The data analysis 

revealed the perceptions high school aged students held about leadership prior to a three-

hour workshop on the servant-leader model and measured any change in these perceptions 

that occurred. The characteristics of the servant-leader model previously identified as 

integrity/tmst, love/respect, service, willingness to listen, and higher calling/values were 

analyzed as well as the characteristics of popularity and power, which are inconsistent with 

the servant-leader model. 

Factor analyses were conducted to determine which questions displayed a 

similarity or were reflective of the same in concepts in the eyes of the students. The 

questions from the Leadership Trait Survey (see Appendix B) were grouped according to 

the characteristics identified as consistent with the servant-leader model. Questions were 

grouped based on their cohesiveness and how well they measured the same constmct. 

Reliability analysis was conducted to measure how well the questions from the 

Leadership Trait Survey (see Appendix B) within each constmct matched one another. 

All scales measured had adequate to good reliability. 
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T-tests were performed with the data collected from the two workshop sites in 

Texas to answer research question number one. The t-tests were utilized to measure 

significant changes in perceptions of leadership held by high school-age students prior to 

a three-hour workshop on the servant-leader model to perceptions held by the same 

students following the workshop experience. The characteristics of the servant-leader 

model are integrity/tmst, love/respect, service, the willingness to listen, and a desire to 

serve a higher calling/values system. Power and popularity have been utilized as 

identifiers of characteristics familiar to high school students, which are inconsistent with 

the higher calling/value system. The data collected from each of the two workshops 

indicated a change in the perception of leadership held by high school-age students. The 

change was in the expected direction. 

The mean score from the data obtained from each workshop site is the analysis 

used to determine the effect of the workshop towards the servant-leader model. Students 

completed the Leadership Trait Survey (see Appendix B) prior to the three-hour 

workshop on the servant-leader model. The mean score was calculated within each of the 

characteristics of the servant-leader model to establish student perceptions towards the 

leadership model prior to the workshop. The survey was a five-point Likert scale with 

the range of measurement varying from strongly agree to strongly disagree. The same 

survey was administered again following the three-hour workshop. A comparison of the 

mean score prior to the workshop and following the workshop was performed to 

determine if there was a change in the perception of leadership held by high school 

students and, if so, what the changes were. The characteristics of the servant-leader 
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model are considered positive for the purpose of this study; therefore, results indicating 

sfrong agreement or movement in that direction on the Likert scale are viewed in a 

favorable fashion. 

Students from both workshops were administered a survey prior to the beginning 

of the servant-leader workshop. Students tumed in the surveys and then were exposed to 

the workshop. Following the workshop the same survey instmment was administered 

again. Results were obtained by calculating the mean score for all participants within 

each of the workshop settings. 

All results from both workshops revealed a significant altering in students' 

perceptions of leadership following the three-hour workshop on the servant-leader model. 

Significant changes were revealed through analysis of each of the characteristics of the 

servant-leader model previously identified as integrity/tmst, love/respect, service, 

listening, and higher calling/values. A comparison of mean scores of the pre-workshop 

administration of the survey and the post-workshop administration was used to measure 

perceptional changes. A positive impact was recorded in all areas of analysis. 

The last question of the Leadership Trait Survey (see Appendix B) was designed 

specifically to answer the question of whether students believed the servant-leader model 

could positively impact their campus. A total of 174 surveys were analyzed from the two 

workshop sites. The students from both workshop locations unanimously (100%)) 

answered this question yes, that the servant-leader model could have a positive impact on 

their schools. This information was reported as one response because there were no 

discrepancies cited between the two workshop locations. 
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The second stage of data analysis consisted of an interview process utilizing the 

Leadership Trait Interview (see Appendix C). The interviews were conducted with a total 

of 10 students that included five students each from the two workshop sites. These 

students were randomly selected for participation, and none of the selected students 

declined to participate. The gender makeup of the interviewed students consisted of eight 

females and two males. 

Themes began to appear from the data analysis. The first theme to emerge was that 

the interviewed students perceived that leadership in their school was centered on 

popularity and power. All of the students interviewed cited popularity or power as the 

mechanism used to determine leadership in their school. This information however, 

conflicted with students' examples of traits possessed by their ideal leader in their school. 

The ideal leader they described to the researcher was a person who possessed many of the 

characteristics of the servant-leader model. Students used words such as servant, listener, 

and honest when describing their ideal leader. 

The second theme to emerge from the data dealt with involvement. The data 

revealed that there was a direct relationship between the level of involvement of the 

students in the workshop and their receptivity to the servant-leader model. In other words, 

the more involved the students became in the workshop, the more positive their feelings 

towards the servant-leader model became. 

The final theme that emerged was related to involvement in the workshop as well. 

It appeared that as the students became more involved in the activities of the workshop, the 

level of tmst between the students, as well as between the students and the researcher. 
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began to elevate. At the beginning of the workshop students were reluctant to leave the 

security of their friends. They were comfortable because they were in surroundings that 

made them feel comfortable. As the workshop began, students were very apprehensive to 

leave their personal comfort zone. However, as the workshop progressed, students began 

to develop more tmst in one another because the activities allowed them to become more 

involved in the workshop. 

The students interviewed reported that they believed the servant-leader model 

altered the workshop attendees' perceptions of leadership. One hundred percent of the 

interviewed students reported a change in the perceptions of leadership following the 

workshop, and the same students unanimously agreed that the change was positive in 

nature. The data reflects that this change occurred through the interactions the students had 

with one another during the course of the workshop. As the students became more 

involved in the workshop, the level of tmst among the participants began to increase, and 

the students became more focused on dealing with the issues presented in the workshop as 

opposed to worrying about how they might appear to their peers. The students all agreed 

that the servant-leader model could be utilized to change their school for the better, and all 

students agreed that this model could indeed be embraced by the student body at large. 

Direct answers to the research questions were sought using the interview process. 

Comments from these interviews solicited by the researcher supported the finding that the 

servant-leader model did have a positive impact on the students in attendance at the 

workshop, and students also perceived the servant-leader model as being one that could 

benefit their respective schools. 
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The responses were used as one measure to triangulate the three methods of data 

gathering and analysis. The comments made by the 10 participants displayed a preference 

for the servant-leader model among those students interviewed. 

Participant observations were the third and final stage of data analysis utilized to 

report the findings of the research. Field notes taken during the workshop, immediately 

after each of the two workshops, and the study of video from the two workshop locations 

were utilized to gain insight into the transformation of the students during the workshop. 

Special attention was given to what aspects of the servant-leader model appeared to have 

an impact on the students. Both the events and personalities of the two workshops' 

participants were very different. However, the researcher recorded a definitive change in 

the way students viewed leadership during the course of the three-hour workshop. This 

perceptional change was exhibited in the manner that students became more concemed and 

serious about addressing the needs of their school as opposed to their personal needs. 

Students became much more involved both mentally and physically as the workshop 

progressed. The students from both workshops appeared to embrace the concepts of the 

servant-leader model, though the paths taken to this final realization were quite different in 

nature. 

As was the case with the other data sets, themes began to immerge from the data as 

they were analyzed. Participation or involvement in the leadership workshop evolved as 

one of the dominant themes. The activities utilized to demonstrate the qualities of the 

servant-leader allowed students the opportunity to participate in the workshop but also 

allowed them an opportunity to interact with each other during the course of the workshop. 
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These activities appeared to be the catalyst that created a level of tmst that allowed students 

to feel comfortable and safe. 

Tmst was another theme that emerged from the data. It appeared the students 

became more tmsting of one another as the workshop progressed. As stated previously, 

this tmst appeared to emerge out of involvement in the workshop activities. There was a 

reciprocity effect between involvement and tmst. The more involved the students became, 

the higher their level of tmst grew. As the tmst grew, the level of personal involvement 

appeared to grow as well. 

This stage of data analysis served to reinforce the findings in the other two 

measures of data collection, those being the survey and the ten interviews. Many 

comments and actions were recorded to support the preference for the servant-leader model 

in the high schools represented. This analysis component, combined with the two 

aforementioned methods of analysis was used to triangulate the three data methods. 
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CHAPTER V 

SUMMARY, CONCLUSIONS, AND IMPLICATIONS 

Summary 

The purpose of this study was to determine if students' short-term perceptions of 

leadership could be altered after exposure to the servant-leader model during the course 

of a three-hour workshop. The servant-leadership model is based on the characteristics of 

integrity/tmst, service, respect/love, the willingness to listen, and a desire to serve a 

higher calling/values system. The study focused on the four frames of cognition 

developed by Bolman and Deal (1993, 1995, 1997), the forces of Sergiovanni (1984), and 

the servant-leader model. Specifically, the servant-leader model was analyzed through a 

similar lens as the symbolic frame of Bolman and Deal and Sergiovanni's symbohc force. 

The research analyzed three data sets which included a pre- and post-survey, 

student interviews, and participant observations for each of two groups of high school age 

students from different high schools in Texas to determine if exposure to the servant-

leader model had an impact on the current short-term perceptions students held towards 

leadership. These students were selected by their peers to attend a three-hour workshop 

on the servant-leader model. Students attending the workshop were representatives from 

several organizations, clubs, athletic teams, and student government. A survey instmment 

was administered to the students in attendance at two separate workshops to gain insight 

into the current perceptions students held about leadership. 
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The survey identified current attitudes on leadership held by students, then 

proceeded to identify any perceptional changes following exposure to the servant-leader 

model. The research was utilized to provide an answer to the question in the study, 

which was to determine if a three-hour workshop on the servant-leader model could 

impact high school students' perceptions on leadership. Subsidiary questions were: (1) is 

there a difference in student perceptions of leadership immediately following a three-hour 

exposure to a servant-leader model, (2) how are the student perceptions of the servant-

leader model affected by the leadership workshop, and (3) what do students consider the 

impact of the servant-leader model will be on their respective schools? 

Chapter I of the research established the groundwork for the research study. 

Leadership was analyzed from a broad and general perspective with several leading 

authorities in this area providing their expertise on the subject. The concept of the 

servant-leader was introduced, and the five characteristics of servant-leadership were 

discussed. These characteristics included integrity/tmst, love/respect, service, 

willingness to listen, and higher calling/values. These characteristics and servant-

leadership in general were discussed and explained from a pragmatic perspective due to 

the limited research-based work on this topic. The next area of analysis provided an 

introduction to student servant-leadership and the potential impact this model could 

provide in developing the school as a community. 

The significance of the study was also introduced in Chapter I. The study was 

conducted to determine if exposure to a three-hour servant-leader workshop could after 

students' perceptions about leadership. The need for the study existed because of the void 

236 



found in the research literature in the area of student leadership, specifically, servant-

leadership. The servant-leader model is consistent with the thoughts of Bolman and Deal 

(1993) and theft symbolic frame. Sergiovanni's (1984) symbolic force is very similar to 

the servant-leader model because of the references to faith and school as a religion. This 

researcher suggested that school climates could be impacted in a positive manner through 

an exposure to the servant-leader model. The data collected from this research study 

could be used to establish a student servant-leader training model within high schools that 

would allow for schools to reach their maximum potential through the development of 

community. 

Chapter I also included a listing of terms to be defined, the delimitations of the 

study, as well as the limitations of the study. The delimitations and limitations of the 

study addressed that this research study was limited to a maximum of 100 students from 

two separate locations within the state of Texas. In addition, the data collected was 

based on short-term perceptional changes of students after exposure to the servant-leader 

model for three hours. 

Chapter II provided the review of the literature. This chapter provided the 

framework, which allowed for a review of available literature on the subject of servant-

leadership. A pragmatic approach to this review was assumed due to the limited amount 

of research-based literature on this topic. 

Servant-leadership was reviewed from the business arena, educational leadership, 

as well as from the student leadership perspective. The five characteristic of servant-

leadership identified as integrity/tmst, love/respect, service, willingness to listen, and 
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higher calling/values were addressed within each of these three areas. The review from 

the business field revealed many organizations that have adopted the philosophy 

consistent with the five characteristics of the servant-leader model. Likewise, the area of 

educational leadership revealed a manifestation in the servant-leader model. Leaders 

were many times faced with the task of evaluating whether the teaching of values crossed 

the boundaries of the school's responsibility. The reluctance to embrace this style of 

leadership was articulated because of the religious implications that are many times 

associated with the teaching of values. Student servant-leadership was also reviewed 

from the five servant-leader characteristics. The review of the literature revealed that 

some of the components of servant-leadership are observable within character education 

programs, which have become popular across the nation. 

Chapter III addressed the methodologies to be utilized for this study. Two 

separate pilot studies were used to discuss the procedures to be followed in this research 

project as well as to validate the research survey and other instmments for data 

collection. 

Data collection methods and procedures were discussed extensively. This study 

utilized a mixed-methods approach to data collection which consisted of a quantitative 

Likert scale used in a pre- and post-workshop setting, a total often interviews involving 

students from the two workshop sites, and participant observations which were a 

collection of field notes generated from the workshop as well as a review of video from 

the two workshops. 
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Chapter IV provided a review of the findings from the data analysis. The results 

were analyzed from three separate data sets. The first set of data analysis provided 

results from a Likert survey that was administered in a pre- and post-workshop setting. 

The data were analyzed from the two participating schools in the case study. This stage 

also introduced several instmments, which were utilized to assist in the collection of data. 

These instmments included the Student Leadership Nomination Form (Appendix A) and 

the Leadership Trait Survey (Appendix B). 

The second set of data analysis was comprised of an interview. Ten interviews 

from the two workshop locations were analyzed from data gathered by utilizing the 

Leadership Trait Interview (see Appendix C). A total of five students from the two 

separate sites were interviewed for approximately 20-25 minutes per person. 

The final stage of the data analysis utilized participant observations from the two 

workshop sites. The researcher collected field notes during the workshop as well as from 

a video that was made at each location. These notes were utilized to assist in answering 

the research questions. The purpose of the participant observations was to gather 

additional information that could be used to validate the responses from the survey 

instmment and the student interviews, thus forming the triangulation. 

Conclusions 

The purpose of this study was to determine if a three-hour workshop on the 

servant-leader model could impact high school students' perceptions of leadership. The 

subsidiary questions included in this research study were: (1) is there a difference in 
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student perceptions of leadership immediately following a three-hour exposure to a 

servant-leader model, (2) how are the student perceptions of the servant-leader model 

affected by the leadership workshop, (3) what do students consider the impact of the 

servant-leader model will be on their respective schools? The results of this research 

study were able to provide the information to answer these research questions. 

Summaries from Chapter FV lead the researcher to draw the following 

conclusions. The first stage of the research project utilized a Likert survey and 

determined that the servant-leader model could have an impact on the short-term 

perceptions students have towards leadership. This quantitative analysis revealed 

positive results from the data. T-tests were performed to determine significant changes of 

students' perceptions of the servant-leader model. All t-tests disclosed findings that the 

change in perceptions was significant in all five areas of the servant-leader model at both 

workshop sites. The characteristics of the servant-leader model have been previously 

identified as integrity/tmst, love/respect, service, listening, and the higher calling/values 

system. Further, ANOVA analyses were conducted to measure significant interaction 

between the workshop effect and the school effect. Significant interactions were noted in 

all areas. 

The second stage of analysis involved the use of interviews with ten students from 

two separate locations. These interviews were used to complete the triangulation process. 

The interviews revealed a definitive alteration of students' perceptions towards leadership 

following a three-hour workshop on the servant-leader model. Eight of the 10 students 

noted an attitude termed "indifferent" as it pertained to the servant-leader model at the 
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beginning of the workshop. These same students observed a positive, more receptive 

movement towards the servant-leader model following the workshop. The other two 

students noted a positive attitude about the servant-leadership model at the beginning, 

which moved to an even more positive regard for this leadership model following the 

workshop. 

All students interviewed from each of the workshop sites reported that the 

servant-leader model could definitely have a favorable impact on their school should the 

model be adopted school-wide. Students also reported that the student body at large 

could embrace the concepts presented as characteristics of the servant-leader model. 

Analysis from the third and final stage of research focused on answering all of the 

subsidiary questions from the perspective of the researcher as a participant observer. The 

findings from the participant observations revealed definitive information supporting the 

hypothesis that exposure to the servant-leader model through a three-hour leadership 

workshop could impact the perceptions of leadership held by high school students. The 

findings from the participant observations disclosed a distinctive alteration in the way 

students received the leadership information. Specifically, the perceptions of students 

towards a more service oriented, altmistic approach to leadership was noted. Students 

also had a tendency to forget about peer pressures, cliques, and other distractions to 

success, and focus on solving the issues at hand as opposed to conceming themselves 

with who was helping them solve the problem. This is consistent with the themes noted 

throughout this study which centered on a change in viewing leadership as popularity. 
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involvement in the school process, and tmst that grows from this involvement and that 

grows this involvement. 

The information gathered from these observations answered the subsidiary 

questions in the following fashion. Impressions gathered from the workshop itself, as 

well as videos from the workshop disclosed that (1) there was a change in students' 

perceptions of leadership immediately following a three-hour exposure to a servant-

leader model, that (2) the students' perceptions of the servant-leader model were affected 

by the leadership workshop in a marmer that was favorable, and (3) students considered 

the servant-leader model to have great potential in shifting the leadership process from 

one of popularity to one of service, with a focus on the membership within the school and 

community. 

This study contributed to understanding and verifying that among high school age 

students there is a basic level of interest in the servant-leader model. This study did not 

seek to determine longitudinal results for the receptivity to this leadership model. The 

researcher utilized this study as a mechanism to determine whether a need for the 

development of curriculum on the servant-leader model existed. The researcher utilized 

the short-term study as a catalyst to determine the need for fiiture study and research as 

there is limited literature available on high school leadership available. 

Implications 

Triangulation of the data from these three stages of research analysis indicated 

that the servant-leader model impacted the perceptions high school students held towards 
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leadership. Furthermore, the data revealed that this impact on perception was positive for 

the students attending the two workshops. 

There was a significant difference between the beginning of the workshop, where 

a cumulative 80%) of the students interviewed cited an attitude of indifference at the start 

of the servant-leader workshop, and the conclusion three hours later. The end of the 

workshop revealed that 100%) of the interviewed students perceived that there had been a 

change in students' perceptions of leadership and that this change had been positive in 

nature. There is strong indication that these students, as well as the others exposed to the 

servant-leader model, believe that this model could have a significant impact on their 

schools at large. This is based on 100%) of the surveyed students responding 

affirmatively when asked if the servant-leader model could have a favorable impact on 

their campus. 

This 100%) response is significant because it appears the servant-leader model is 

free of gender bias, as both genders were well represented in the workshops. The 

servant-leader model appears to have equal impact on all students regardless of gender, as 

the gender breakdown between the two workshops was roughly a 50/50 split between 

males and females. Certainly the opportunity for future research is present to examine 

differences in the receptivity and effectiveness of the servant-leader model as it pertains 

to gender bias or preference. This would especially be interesting to examine whether the 

model is equally well received between the two sexes. Servant-leadership approaches 

leadership from a gentler approach than other leadership models which may indicate a 

preference among female students, ft has only been in recent years that women have 
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begun to gain recognition in the area of leadership and leadership positions. 

Consequently, a bias for more traditional or technical approaches to leadership may exist 

among male youth. The area of gender preference provides a variety of opportunities for 

this model to be studied. 

It should also be noted that students attending the workshops ranged in age from 

fifteen years old to eighteen years of age. While the purpose of this study was not to 

examine age issues and their relevancy to the servant-leader model, further research 

could be effective to determine the appropriate time in a student's life to begin the 

immersion process into the servant-leader model. It appears that the earlier the students 

are exposed, the greater the opportunity for lasting reward. This is based on the data, 

which indicates there did not appear to be any difference in the receptivity of the servant-

leader model based on age. Future research could establish the optimum age to begin 

infroducing the servant-leader model. 

Finally, there did not appear to be a significant difference in receptivity based on 

ethnicity. The ethnic breakdowns of the participants between the South Plains workshop 

and the Metroplex workshop were consistent, as memberships of the Anglo population 

exceeded 81 %>. Other ethnic groups represented included Hispanic, Asian, African-

American, and Native American. There did not appear to be significant differences in the 

marmer that the servant-leader model was received by any one ethnic group over another. 

Another area of interest for future research would be to determine why Anglo youth are 

seen as leaders by their peers more than minority students. This was tme in both 
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workshop locations. It is worth noting that the South Plains school has only a 54%o Anglo 

enrollment yet, 83%) of the leadership workshop attendees were Anglo. 

Another area of consideration pertaining to the servant-leader model would be to 

determine if the servant-leader model has different meanings to people from differing 

cultures. The approaches used by the researcher were influenced by a white, Anglo 

Saxon, Protestant perspective. There is certainly legitimate need to examine whether the 

servant-leader model is a universal model or whether there are cultural differences that 

may or may not limit the application of the servant-leader model. 

The summary of the ANOVA tests reveals several consistencies within each 

workshop study. The first area of analysis revealed that there was significant interaction 

between the effect of the workshop and the effect of the school location within all 

subscales. This interaction was presented in Figure 4.5. This is noteworthy because it 

indicated that the servant-leader model was effective in any high school setting. While 

there were differences in the amount of growth within the two settings, it appears this is 

due in large part to the perceptions students possessed prior to the beginning of the 

workshop. 

Further analysis from a quantitative methodological approach revealed that the 

two servant-leader workshops were effective in spite of differences in geographic 

location, weather conditions, and other inconsistencies between the research sites. While 

the data revealed a more drastic positive impact on student perceptions in the Metroplex 

area than were revealed in the South Plains workshop, much of this differentiated score 

can be attributed to the fact that the South Plains students came to the workshop with 
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more knowledge of the servant-leader model than did the Metroplex students. While 

there was movement in perceptions at both locations, the Metroplex students were able to 

grow more due to the fact that they had more room for growth. This suggests that the 

servant-leader model allowed students to grow regardless of any prior knowledge on 

leadership that students might possess. Based on these findings, it is imperative for 

educational leaders to provide opportunities for students to be exposed to the servant-

leader model. Certainly if students' attitudes about leadership can be altered in a three-

hour period, it is reasonable to assume that more exposure could yield even greater 

resufts. 

A three-hour workshop was used to measure short-term perceptional changes of 

leadership held by high school students. This would have been first step in a longitudinal 

approach to this study. However, the researcher was interested in the short-term impact 

of the workshop on secondary students' perceptions of the servant-leader model. The 

researcher has a desire to develop curriculum on the servant-leader model which can be 

utilized to educate students on the five characteristics of the servant-leader model. 

However, prior to the curriculum development, there needed to be a study to establish a 

need for the curriculum. This study, which focused on short-term perceptions, was 

performed to establish whether this need existed. Further research implications exist to 

perform a longitudinal study which would be used to establish changes in perceptions of 

leadership after exposure to the servant-leader model for an extended period of time, such 

as one year. 
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These findings should not come as a surprise because they are consistent with the 

research-based studies of Bolman and Deal (1993) and Sergiovanni (1984), all of whom 

contend that the symbolic approach to mnning an organization allows for the greatest 

potential for success. As previously noted in this work, the servant-leader model has very 

similar characteristics to the symbolic frame and symbolic force. Bolman and Deal 

(1993) and Sergiovanni (1984) write extensively about moving organizations from good 

to great by operating from the symbolic frame. They refer to organizations as religions. 

They contend that excellent schools have a focus that is centered on values and beliefs 

that take on sacred or cultural characteristics. These values become the core for the 

unofficial rehgion on that campus (Sergiovanni, 1984). 

The atmosphere noted at the conclusion of each of the workshops was consistent 

with organizations as religions described by Bolman and Deal (1997) and Sergiovarmi 

(1984). The religious overtones were quite apparent from the participant observations as 

the students shared openly with their peers their desires to make their respective schools 

stronger communities. These religious overtones, or rather organizations as religions, are 

consistent with the works of Bolman and Deal (1997), Fowler and Keen (1978) and 

Sergiovarmi (1984), who view the symbolic frames and forces as the highest level of 

organizational operation. 

These scholars argue that for humans to interpret the basic issues of life, they 

must tum to religion for an explanation. People with servant's hearts have certain 

characteristics and values in common as they make leadership decisions (Blanchard, 

Hodges, & Hybels, 1999). The value system of these people is centered on the best 
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interest of those they lead. Servant-leaders are leaders who are willing to share power. 

Servant-leadership in essence holds that if two people share certain values, the bond 

between them will be stronger and more effective than if they simply follow the same 

directives (Huey & Sookdeo, 1994b). The purpose is to equip other people to become 

freer, more autonomous, more capable, and, therefore, more effective (Blanchard et al., 

1999). 

Results from this research study indicate that this was indeed what occurred at 

these two workshops. There was less concem about popularity, cliques, and other 

disfractions found within a school setting as the students became more immersed in the 

servant-leader model. The focus became singular, that being to consider selfless, and 

others more. This was evidenced both in the interviews that were conducted as well as in 

the participant observations from the workshop as students left their personal comfort 

zones and focused more on the needs of those around them. 

Leaders with a desire to serve the higher calling demonstrate a tme caring for all 

in the organization, so the approach to problem solving is a positive approach rather than 

one that is adversarial in nature (Covey, 1998). There must be a desire to be motivated 

by a set of deep personal values and beliefs if the school administrator of the future 

desires to impact the lives of students and society (Senge, 1990). Ultimately, people 

follow people who believe in something and have the abilities to achieve results in the 

service of those beliefs (Senge, 1990). The servant-leader model provides this 

mechanism by which organizations and schools specifically can develop a value system 

or a desire to serve a higher calling. These leading authorities on leadership have 
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identified the need for followers to have a belief in something. The servant-leader model 

provides tiie vehicle which can transport these beliefs into a plan of action that can 

positively impact the schools, thereby forming a sense of community. 

The servant-leader model provides a framework to assist in the development of 

this sense of community. It provides opportunities for students to help create an 

environment that is less competitive in nature and is one that focuses on a spirit of 

cooperation. The servant-leader model creates an environment that is built on 

relationships and the development of individuals who care for the well-being of those 

they encounter. Within the caring community, there is a spirit of giving and service 

where the higher calling is to assure that the needs of individual school members are met 

(Noddings, 1995). Again, this study provides specific examples of how students were 

willing to forego their specific desires of the moment to meet the needs of the other 

students in the workshop. It could certainly be assumed that if students were willing to 

sacrifice for their team while playing insignificant games during a workshop, they would 

be willing to sacrifice for a cause that has the potential to impact their schools in a 

dynamic fashion. 

The topic of religion has only been addressed as it pertains to the symbolic 

teachings of Sergiovanni and Bolman and Deal. They speak favorably about the impact of 

the symbolic frames and forces because of the religious overtones surrounding the concepts 

of culture, beliefs, and values. While the purpose of this study has been to view the impact 

of the servant-leader model on public schools, it appears this leadership model could have 

an equally successful, if not greater impact in a private school setting. Public school 
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officials may resist implementation of the servant-leader model because of the religious 

implications and the potential conflict surtounding church and state issues. However, it 

would appear that religious private schools would be the perfect setting for a leadership 

model with sfrong religious implications because much of the attraction to these schools is 

centered on the ability to teach religious virtues. 

Spirituality is also an area for future implications among student leaders in the 

public schools of Texas. Businesses have already begun to recognize the need of 

individuals to operate in a workplace where their spirituality can be united with the 

workplace, creating an environment that allows for more creativity and meaning. 

Students attending the workshops also desired a school environment with a foundation 

that was centered on issues supported by tme meaning. They have identified the 

difference between service to others for the benefit of personal gain as opposed to service 

supported by meaning. Elizabeth made the following comment when asked if there was a 

difference between service to receive volunteer credit and service just to benefit another 

human. Elizabeth stated. 

Ah, because we are selfish and we don't take the times to think about others and 
all the things that are going on around us, we need to focus on the other people. I 
know personally 1 receive a big reward every day I go to the Ronald McDonald 
House to volunteer. It is just a joy but there are other people who do not go with 
the right frame of mind. They go to get service points and are simply standing 
around for the amount of time required rather than going and helping them 
without getting points. 

The potential for impact among the educational leaders in our state is unlimited. 

Administrators must look at developing student leaders that are focused on the betterment 

of the school as opposed to student figureheads whose purpose is self serving at best. The 
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results of the data collected reflect a desire from the students themselves to separate the 

concepts of leadership and popularity. Students have indicated that the servant-leader 

model can provide the vehicle by which this alteration of leadership perceptions can occur. 

In fact, 100%) of the interviewed students in this study reported a change in the perceptions 

of leadership following the workshop. These same students also agreed that the change 

was positive in nature. There was consensus among the students that the servant-leader 

model could be utilized to change their school for the better, and all students agreed that 

this model could indeed be embraced by the student body at large. 

Other ways that educational leaders of the future can establish an environment of 

tmst and respect within the schools is to allow for student representation on state-

mandated campus committees. Generally, these committees have representation from all 

parties save the population that is most affected by committee decisions. Administrators 

have an opportunity to model servant-leadership by allowing tmst into the process, 

thereby allowing students a voice in the decision making process. Educational leaders 

must seize the opportunity to tmst the constituents of the schools, the students 

themselves, and allow them opportunities to be a part of the solution to issues facing the 

schools of today. 

The servant-leader model provides potential for a tme connectivity to schools by 

all parties. This model creates an opportunity to establish a school community that is not 

centered on popularity and power but rather on the altmistic merits of looking beyond 

oneself and towards the needs of others. This study provided evidence that high school 

students in Texas, at least in these two schools, have the desire to become members of a 
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school community that is concemed about the future of all the membership rather than a 

limited few. When the school leaders of the future embrace this concept which values the 

characteristics of integrity/tmst, love/respect, service, the willingness to listen, and a 

desire to serve a higher calling/values system, then they provide an opportunity to 

cultivate and develop their campus into the school they so desire. 

The servant-leader model can be implemented much in the same way as many of 

the character education programs currently in existence. The servant-leadership model 

can be instituted through constant reinforcement of the characteristics previously 

described as consistent with the servant-leader model. This may occur during open or 

homeroom periods but could also become a bi-monthly refresher course through student 

council and leadership luncheons. Much discussion was generated on this topic during 

the interviews with the ten students. According to these students involved in the 

workshops, it is not how or when it happens, only that it should happen. 

The servant-leader model also provides direction for schools that have 

implemented mandatory service projects for graduation. The servant-leader model can 

assist schools in developing an attitude, or spirit, that molds students into becoming 

servants within their community for the betterment of the community, as opposed to 

meeting a graduation requirement that is still self-centered at best. The servant-leader 

model provides opportunities for development of young people whose purpose is to serve 

others, thus eliminating the need for "mandatory" community service which, like servant-

leadership, appears to be an oxymoron. 
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Further implications suggest that the educational leaders could potentially benefit 

from exposure to the servant-leader model themselves. Certainly there is no reason to 

believe the impact from the servant-leader model would be limited to teenage students in 

high school. The educational leader of the future has a responsibility to consider any 

research-based information that could potentially enhance the school community he/she 

is hired to serve. This study, along with the research works of Bolman and Deal (1993) 

and Sergiovarmi (1984), provides substantive rationale for educators to move from a 

stmctural or political frame of cognition to a symbolic or servant-leader frame. This 

frame or leadership model provides an opportunity for school communities to reach 

maximum potential because every member within the community is challenged to 

maximize their potential as well as the potential of those surrounding them. 

Consequently, goals are open-ended and, therefore, do serve as a limitation to the 

potential of the group. Instead, organizations and members within are challenged to be 

all they are capable of becoming. 

Surely the educational leaders of the future have a responsibility to the students 

within their schools, as well as to the school community, to train the students in a 

methodology which allows for the greatest self-fulfillment as well as campus growth. 

The knowledge gained from this research study provides an arsenal of information about 

the aspirations that student leaders have to serve their school as well as their fellow man. 

Administrators should acquire one of the characteristics of the servant-leader model, 

which is to become a listener. Administrators should listen to the desires of student 
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leaders to serve, which in tum can allow for lasting impact on the communities where 

they attend school as well as the individuals in the community. 

Certainly it would be incorrect to assume that all students were at the pinnacle in 

their quest to become servant-leaders, but the important finding is that all were observed 

to have made progress in that direction within the three-hour period of the workshop. 

Adopting the servant-leader model will require constant reflection and viewing the world 

or the school through a different lens. It may require the leaders to be vulnerable, to 

listen for understanding, to respect differences in perspectives, and to receive personal 

feedback from others. Only then can valuable information be effectively examined. 

School violence has also attracted national attention with several tragic incidents 

such as Columbine High School offering reminders that even in controlled environments 

such as schools, violence, intimidation, and bullying occur far too frequently. Violent 

outbreaks at schools have prompted public officials to search for answers, both to protect 

our children's safety and to ensure that schools might once again be places of leaming 

free from the threat of violence. Several perpetrators of violent crimes at schools have 

indicated that they were motivated by revenge against those who had bullied and 

tormented them for many years. Consequently, legislation has been enacted to try and 

curb both the act of bullying as well as the ramifications of bullying. 

School leaders may discover that the servant-leader model can be used as a 

resource instmment in deterring bullying acts. The servant-leader model helps to create 

an envirorunent where the members within the community are focused on serving others 
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as opposed to tormenting them. One of the students attending the Metroplex workshop 

expounded on the tormenting and taunting that occurs in her school. Jermy stated. 

The thing that impressed me about today [the workshop] well, was people 
wanting to help each other because I know people can be cmel, especially some 
people at our school. But that night no one seemed to care at all who the real 
leaders were and who the ones were that aren't usually recognized for leadership. 
I think the workshop helped to create a feeling that our whole purpose was to look 
after and help one another. 

This study was not meant to imply that the servant-leader model is a "quick fix" 

solution to the educational concems facing public schools today. High stakes testing, 

school safety, budgetary considerations, and a plethora of other concems are considerable 

barriers to the successful education of the school children of the 21st century. These 

challenges facing school adminisfrators will require much of their time and consideration 

to be handled successfully. This researcher is merely implying that the servant-leader 

model can effectively refocus student populations so that many of the day-to-day 

procedures occupying an administrator's day are lessened because students are more 

concemed with the needs of others than on being served in some fashion. 

Servant-leadership within schools means creating an environment which assists 

people in obtaining the success they desire. This model also assists them ui acquiring 

tools and resources needed to perform their tasks at a higher level. Servant-leadership 

means lightening the load of those around you. It means doing whatever is needed at that 

specific moment because it is what is needed. It means listening to those being served to 

find out what they really need you to do for them, rather than deciding yourself what is 

best for them. 
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Greenleaf (1977) contended that being a leader that serves is not sufficient to 

qualify as a servant-leader. A servant-leader is a servant first. While some aspire to be 

leaders and then serve in some capacity, a servant-leader gains power by giving power 

away (Greenleaf, 1977). School leaders should strive to become servant-leaders because 

undue energies are placed on popularity or power issues between the students. The 

servant-leader strives to identify the meaning and significance of the daily rituals within a 

school. By doing so, all stakeholders within the school community develop a sense of 

importance, and tmst manifests itself The servant-leader model provides one of the few 

opportunities by which leaders and followers alike can achieve greatness. 
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Student Leadership Nomination Form 

In the blanks provided below, please nominate five people to attend a three-hour 
leadership workshop in your school. Please nominate only the people that you have seen 
demonstrate leadership potential at some point in time. 

3. 

The students you have nominated possess a trait or traits that caused you to nominate 
them for this workshop. Listed below are a group of traits possessed by many leaders. 
Please place a check mark next to any of the traits you see in your student nominees. 

Athletic 

Good Listener 

Bossy 

Good Looking 

Holds a Leadership Office 

Smart Takes Charge 

Talks Softly Tmstworthy 

Confident 

Helps Others 

Popularity Respects Others 

Talented Talks Loudly 

Wealthy Well-Respected 

Your Name 
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Leadership Trait Survey 

Assigned Number: Age: Ethnicity: 

School: Grade: Sex: M 

Please respond to the following questions about leadership. Using the scale below, 
indicate the number that best describes your feelings towards leadership as described in 
the question. Circle the appropriate number. 

(l)Strongly Agree 
(2) Agree 
(3) No Opinion 
(4) Disagree 
(5) Strongly Disagree 

1. Leadership is about gaining power. 
2. Leadership is about giving power away. 
3. Leadership allows you to tell others what to do. 
4. Leadership is about developing relationships. 
5. Leadership is about popularity. 
6. Leaders will make personal sacrifices in order to get the 

job done. 
7. Leadership deals with serving other people and other 

causes. 
8. Leadership is about gaining the privileges that come 

with a position. 
9. You must hold an official position to be a leader. 

10. Leaders should always show they are in charge of the 
situation. 

11. Leaders should never reveal their weaknesses. 
12. Leaders make decisions based on what is best for the 

organization. 
13. It is important for leaders to be respected. 
14. Leaders must maintain a high level of integrity to be 

effective. 

2 
2 
2 
2 
2 
2 

2 

2 

2 
2 

2 
2 

2 
2 

3 
3 
3 
3 
3 
3 

3 

3 

3 
3 

3 
3 

3 
3 

4 
4 
4 
4 
4 
4 

4 

4 

4 
4 

4 
4 

4 
4 

5 
5 
5 
5 
5 
5 

5 

5 

5 
5 

5 
5 

5 
5 
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15. Leaders must put people in their place in order to show 
who is the boss. 

16. Leaders should tell or show their followers that they 
love them. 

17. Leaders will get the job done at the expense of the 
followers. 

18. Leaders are more successftil when they listen to what 
needs of others. 

19. Leaders should seek the advice of others. 

2 

2 

2 

2 

2 

3 

3 

3 

3 

3 

4 

4 

4 

4 

4 

5 

5 

5 

5 

5 

20. 

21 

Rank these leadership traits in order fror 
believe to be the most important element 

Apathy 

Good Listener 

Higher Calling/Values 

Integrity/Tmstworthy 

Love/Respect for Others 

n 1 through 10, 
of leadership. 

making 1 the trait 

Management 

Popularity 

Power 

Service 

Title 

Do you believe that the leadership model demonstrated today could have i 
on your campus? Yes No 

Why? Please be specific. 

you 

m impact 

Would you agree to participate in an interview to be scheduled in the future? 

Yes No 
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LEADERSHIP TRAIT INTERVIEW 

1. You were a participant in a leadership workshop recently. What leadership 
experiences or positions have you held in the past? 

2. What qualities do you possess that make you qualified to be a leader? 

3. Can you think of someone you consider a good leader? What is that person like? 

4. What do you consider the role of a leader to be within the setting of a high school? 

5. Does your image of a good leader match the qualities of the person you have 
identified as a good leader? 

6. What do you perceive leadership to be based on at your high school? Explain. 

7. You attended the servant-leader workshop held at your school, correct? Try to 
remember the begirming of the workshop when people were coming in and taking 
seats. Can you remember some of this part of the workshop? 

8. How would you describe the feelings of the students as you filled out the survey 
instmment before the workshop began? 

9. Would you say the people there had a good, bad, or indifferent attitude about their 
attendance? 

10. There were several different principles taught during the course of the workshop. Do 
you remember the workshop? Do you remember any of the characteristics discussed 
during this workshop? Did any of these principles make a difference in the way you 
view leadership? 

11. Try to think of the three hours you were participating in the workshop. Did you 
perceive that the attitude of the attendees began to change at any point? If so, was the 
change a positive change or a negative change? 

12. Think again about the idea of attitude change within the workshop. Can you recall 
any one moment that you realized the group personality was changing? If so, when 
was that moment? Can you identify any event during the workshop that might have 
created this change? 

13. Are the ideas of the servant-leader model different from the way your school 
leadership traditionally operates? Explain. 

14. Do you think the ideas or concepts presented in the servant-leader model could 
impact your high school? Explain. 
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15. Do you perceive the student body at large could accept the characteristics of the 
servant-leader model? Explain. 

16. Are there other statements you would like to make about the servant-leader model? 
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Human Subjects Consent Form 

I hereby give my consent for participation in the project entitled: Impacting Texas Secondary Sciiools 
Through a Student Servant Leader Model: A Case Study. 
I also give / do not give my consent to have my interview tape recorded. In addition, I also 
give / do not give permission for my child to be video taped as a part of the workshop experience. 
The video will focus on the 100 students at large and not center on any individual student. I understand 
that the person responsible for this project is: Fred Hardin (Doctoral Student) telephone number (806) 798-
1637. 
Mr. Hardin has explained that this study is a part of a doctoral dissertation which has the following 
objectives: This study specifically seeks information on the impact of the servant leader model on high 
school age students within the public school system of Texas. In addition, the interview seeks to determine 
whether there is a favorable difference in student perceptions of leadership after a three-hour exposure to a 
servant-leader model, how are the student perceptions of the servant leader model affected by the 
leadership workshop and what do students consider the impact of the servant leader model will be on their 
respective schools. 
Mr. Hardin has: 

1. Explained that my participation will involve responding to a set of interview questions, 
2. Explained that there are no anticipated adverse risks from my participation, 
3. Explained there are no anticipated benefits from my participation, 
4. Explained that all audio tape recordings will be destroyed after the data is complied and 
5. Explained that my participation is voluntary, that I may terminate participation at any time, and 

that I will not be paid for my participation. Information conceming payment for my participation 
has been explained to me as follows: 

The estimated amount of payment for project completion: None 
The method of disbursement: None 
The schedule of payment: None 
The effect of withdrawal from participation: None anticipated 

The risks have been explained to me as follows: There are no anticipated risks with my participation in this 
study. It has further been explained to me that the total duration of my participation will be approximately 
thirty minutes, that only Fred Hardin will have access to the records and/or date collected for the study; and 
that all data associated with this study will remain strictly confidential. Additionally, pseudonyms will be 
used for reporting the data to ensure confidentiality. Fred Hardin has agreed to answer any inquiries I may 
have conceming the procedures and has informed me that I may contact the Texas Tech Institutional 
Review Board for the Protection of Human Subjects by writing to them in the care of the Office of 
Research services, Texas Tech University, Lubbock, Texas 79409, or by calling (806) 742-3884. If this 
research project causes any physical injury to participants in this project, treatment is not necessarily 
available at Texas Tech University or the Student Health Center, nor is there necessarily any insurance 
carried by the University or its personnel applicable to cover any such injury. Financial compensation for 
any such injury must be provided through the participant's own insurance program. Further information 
about these matters must be obtained from Dr. Robert M. Sweazy, Senior Associate Vice President for 
Research, (806) 742-3884, Room 203 Holden Hall, Texas Tech University, Lubbock, Texas 79409-1035. 
I imderstand I may not derive therapeutic tteatment from participation in this study. I also understand that I 
may discontinue this study at any time I choose without penalty. 
Signature of Subject: 

Date: 

Signature of Parent/Guardian if Minor: 
Date: 

Signature of Project Director: 
Date: 
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