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Abstract 

 

Purpose This thesis investigates if leaders‟ self-perception and the 
employees‟ perceptions of their leadership are aligned. 

 
Background To know whether leaders use a preferred leadership style 

one could ask their employees. The followers are considered 
a suitable benchmark for a leader to gain insight into his or 
her style of leadership. It is therefore of interest to research 
if the leaders‟ self-perception of their leadership is aligned 
with the perception of their employees. This study will in-
vestigate three different managers and their employees in 
three Team Sportia stores on their view of leadership and 
leadership perception.  

Method In order to answer the purpose, the authors conducted an 
embedded case study including three different Team Sportia 
Stores. The investigation emphasized the holistic view of the 
researched environment and both managers and employees 
were included. Qualitative data was gathered from managers 
through in depth semi-constructed interviews while quantita-
tive data was gathered through surveying of employees. The 
briefly described method of measuring exercised and per-
ceived leadership is referred to as conducting 360-degree 
feedback. The information collected enabled the authors to 
create a meta-inference of the leadership at each Team Spor-
tia Store researched.  

Conclusion The three investigated managers differ in their view of lea-
dership, however they all emphases result-orientation. The 
alignment in perception between the leaders and their em-
ployees differ across the three research units. The manager 
in Stockholm has a more accurate self-perception, than his 
colleagues in Mariestad and Jönköping.     
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Sammanfattning 

 

Syfte Syftet med denna uppsats är att undersöka om ledares själv-
uppfattning och anställdas uppfattning av deras ledarskap 
stämmer överens med varandra.   

 
Bakgrund Ett sätt för ledare att ta reda på om man använder sig av en 

uppskattad ledarskapsstil är att fråga de anställda. Anställda 
kan ses som en passande utgångspunkt för en ledare när 
man vill skaffa sig insikt om sitt eget ledarskap. Av denna 
anledning är det intressant att undersöka om ledares upp-
fattning stämmer överens med uppfattningen bland de an-
ställda. Denna studie undersöker tre olika ledare, samt deras 
anställda, i tre Team Sportia-butiker för att kartlägga om de-
ras uppfattningar stämmer överens. 

Metod För att uppfylla syftet med denna rapport har författarna in-
kluderat både ledare och anställda och fokuserat på att skapa 
en helhetsbild av den undersöka miljön. Kvalitativ data har 
samlats in genom semi strukturerade intervjuer med de tre 
olika ledarna, och kvantitativ data samlades in genom en en-
kätundersökning band de anställda. Den ovan nämnda me-
toden att samla in data från både ledare och anställda kallas 
för 360-degree feedback och gör det möjligt att skapa över-
gripande bild av ledarskapet i varje Team Sportia-butik. 

Slutsats Synen på ledarskap skiljer sig mellan de tre ledarna i denna 
studie, däremot delar de uppfattningen angående vikten av 
fokus på resultat. Studien visar på skillnader i uppfattningen 
av ledarskapet i de tre undersökta butikerna. Ledaren i 
Stockholm har en bättre självbild av sitt ledarskap, än sina 
två kollegor i Mariestad och Jönköping.  
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1 Introduction 

This chapter introduces the reader to the broader context of the research area along with an overview of the 

company Team Sportia, the different Team Sportia stores and their managers. The problem area and re-
search questions are followed by the purpose and perspective. Finally, this chapter ends with the delimita-
tions, definitions and disposition of this report. 

1.1 Background 

‘Leadership is one of the most observed and least understood phenomena on earth.’ (Burns, 1978 p.2) 

In 1896, the Library of Congress in USA had not a single book on the topic of leadership. 
Less than 100 years later, in 1981, one could find over 500 entries on leadership (Warner 
2002). As noted, the interest for leadership has grown over the years and throughout histo-
ry the world has experienced numerous leaders and leadership styles; revolutionary leaders 
like Mao and Ghandi, military leaders like Patton and Alexander the Great, religious leaders 
like Mohammad and Jesus and business leaders like Gates and Branson (Van Vugt, 2006). 

The word leader was first mentioned in the English language in the 14th century. The word 
leader derives from leden, which means “to show the way” or “to travel”. The term leader-
ship appeared in the 20th century and during this time, the research and study of leadership 
developed. A synonym to leadership that is often used is management. Management, howev-
er, refers to someone who copies and leadership refers to innovators. (Goethals, Sorenson 
& Burns, 2004) 
 
The concept of leadership has been questioned by the rivaling concept of determinism. De-
terminists reject leadership, arguing that leadership is just a role for someone to take on. 
Think of Napoleon Bonaparte for example: determinists argue that if he would not have 
taken the role of an emperor someone else would have done it - a leader is just a product 
of past conditions. Nevertheless, leadership matters. Consider the last hundred years, high-
ly influenced, for better or worse, by leaders such as Churchill, Stalin, Hitler and Roosevelt. 
The competence of a leader makes a considerable difference when it comes to shape and 
performance of a company or organization. According to the Institute for Strategic 
Change, during a recent 10-year period companies regarded as lacking high-quality leader-
ship increased their stock price by 74 %. Meanwhile, companies with high-quality leaders 
managed to rise by 900 %. (Goethals et al., 2004)  

1.2 Company Overview – Team Sportia 

‘We know what it takes’ – Team Sportia slogan. (Team Sportia: Om oss, 2010)  

Team Sportia was founded in 1989 and it is one of Sweden‟s leading companies within the 
sport retail sector. Team Sportia has 112 stores with approximately 700 employees coun-
trywide, and during 2008 the company had a yearly turnover of SEK 2.3 billion. Team 
Sportia is a franchise company and the ownership is divided between the storekeepers (47.5 
%) and the foundation “Sportkompetens” (52.5 %) (Team Sportia: Om oss, 2010). 

The history of Team Sportia can be traced back to the 1960s, when Stand-alone retailers 
started to form teams in order to coordinate their purchasing activities. The aim was to, 
through larger inflow of orders, increase their competitiveness towards the rapidly expand-
ing department stores. In 1973, the organization Fri Team was founded. During the same 
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time, the hardware store organization Järnia Sport changed their name to Sportia and in 1989 
these two organizations merged and established Team Sportia (Team Sportia: Om oss, 
2010).  

1.2.1 Team Sportia –Stockholm: CEO Gren 

Team Sportia Stockholm, with a total area of 900 square meters, had a turnover of SEK 21 
million in 2009. The store employs 15 employees, of whom five are full-time employees 
and ten are part-time employees (Gren, Personal Communication, 2010-03-24). 

The CEO of Team Sportia Stockholm, Gren, is 39 years old and lives with his family in 
Stockholm. Gren has been a joint owner within Team Sportia since 1995 and became the 
CEO in 1997.  Previous to joining Team Sportia, Gren‟s job experiences include employ-
ment at “Prenad”, Safety Manager at “New Sports” and running his own consultancy com-
pany: “D&B Konsult”. Gren has participated in classes within leadership but he has no fur-
ther university experience. Gren served as a mechanic during his military service (Gren, 
Personal Communication, 2010-03-24). 

1.2.2 Team Sportia – Mariestad: CEO Liedholm 

Team Sportia Mariestad employs eight full-time who work in the store and two employees 
that work solely with administrative tasks. The store has a total area of 1000 square meters 
and had a turnover of SEK 21-22 million in 2009 (Liedholm, Personal Communication, 
2010-04-06). 

Liedholm is the CEO, owner and founder of Team Sportia in Mariestad since 1989. Except 
the store in Mariestad, Liedholm is the joint owner of three other Team Sportia stores and 
he is also the Chairman of the Board of Team Sportia. The only previous job experiences 
Liedholm has is summer jobs when he was younger and from the store “Wiktorssons”, that 
later became the Team Sportia store in Mariestad. Liedholm has completed a few university 
courses in programming and accounting but he has not participated in any leadership train-
ing except for the one offered by Team Sportia. Liedholm served as a squad leader during 
his military service, but received no formal leadership training (Liedholm, Personal Com-
munication, 2010-04-06).  

1.2.3 Team Sportia – Jönköping: CEO Nordahl 

Team Sportia in Jönköping, with a total area of 1,700 square meters, employs a total of 16 
employees. The store had a turnover of SEK 42 million in 2009 (Nordahl, Personal Com-
munication, 2010-03-12). 

Nordahl is the CEO, owner and founder of Team Sportia in Jönköping. Nordahl is 41 
years old and lives with his wife and three children in Jönköping. Nordahl has never been 
employed but has experience from managing his own store, which later became a Team 
Sportia store. Nordahl has neither attended university nor college but has participated in a 
formal leadership program for over three years and he has completed his compulsory mili-
tary service (Nordahl, Personal Communication, 2010-03-12).  

1.3 Industry Overview – The Sport Retail Sector in Sweden 

During 2007, the total turnover for the sport retail industry as a whole amounted to SEK 
17.5 billion. The twelve major retail chains together managed to reach a yearly turnover of 
SEK 11.5 billion, a 9.9 % increase compared to 2006, see Appendix 1. During 2008, how-
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ever, the growth stagnated and only managed to increase by 4.5 %, equivalent to a turnover 
of SEK 11.9 billion. Some of the reasons for the slower growth are believed to be the fi-
nancial crisis, currency fluctuations and mild, unfavorable, weather conditions during the 
winter season (Willners, 2009). 

During 2009, the sport retail sector managed to recover from the low growth figures in 
2008 and reached an all time high figure of SEK 19.2 billion, a 9.6 % increase compared to 
2008. The cold weather during December 2009 is believed to be the number one reason for 
the skyrocketing increase of 23.2 % in sales compared to the same period in 2008. Ulf Mo-
lander, product manager at Team Sportia, says in an interview with Sweden‟s largest maga-
zine for the sport industry, Sportfack, on February 10, 2010 that the demand for sporting 
goods really increased due to the cold and snowy weather. Further, Molander explains that 
the higher demand is very challenging from a logistic point of view (Reithner, 2010).  

1.4 Problem Area 

‘The one characteristic that separates leaders from non-leaders is that leaders have willing followers.’ 
(Boyett & Boyett, 1998, p. 12) 

The authors of this study firmly believe that leadership is a topic that throughout history, 
and still today, intrigues people all over the world. Furthermore, leadership is something 
that affects and contributes to everyone‟s life in one way or another. Over time, there has 
been extensive research conducted within the field of leadership and what leadership style 
is preferred and suitable for different situations. In various classes within the field of lea-
dership, which the authors have attended, different leadership styles and which situations 
those styles are suitable for have been thoroughly discussed. Considering that all organiza-
tions consist of at least one leader of some kind, regardless if they are formal or not, who is 
to say which leadership style is suitable and efficient for the daily operations in a business- 
to- customer situation? This question intrigues the authors, who after some consideration 
and revision found themselves puzzled whether managers are aware of how their leader-
ship is perceived among the employees? How common, and in which dimension of leader-
ship, does these differences in perception occur between a leader and their followers?  

According to Yukl (2006), managers can benefit from having a high degree of self-
awareness in different dimensions of their leadership. If the managers understand what 
their strengths and weaknesses are, it makes it easier for him/her to build and utilize or 
correct and compensate for them and become more effective. Furthermore, Yukl (2006) 
explains that there are numerous different ways for leaders to gain access to how their lea-
dership is perceived by others, but the most important part is for the manager to be recep-
tive and take into consideration both the negative and positive feedback they receive. Man-
agers who focus on their self-development and identify weaknesses in their leadership will 
become more effective (Yukl, 2006).  

Based on this discussion the authors have formed three research questions: 

 RQ1: What are the three Team Sportia leaders’ views of leadership, and how is it exercised?  

 RQ2: How do the employees at the three different Team Sportia stores perceive the current leadership?  

 RQ3: Are the two perceptions, leaders’ and employees’, of current leadership aligned? 
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1.5 Purpose 

Through a multiple-case study including three different Team Sportia stores in Stockholm, 
Mariestad and Jönköping, this thesis investigates leaders‟ self-perception of leadership and 
examines if it is aligned with employees‟ perception. 

1.6 Perspective 

The authors of this thesis try to take an impartial standpoint while researching leaders‟ self-
perception as well as their followers‟ perception of the exercised leadership. The objective 
when analyzing the material is not to make judgments, but to give a fair view of the current 
situation in relation to leadership and leadership perception. The authors hope to contri-
bute further to the development of the organizations included in the study as well as to the 
academic field of research within leadership.  

1.7 Delimitations 

Due to restraints in time and budget the authors decided to focus this study on three stores 
and the aim is to shed light on the similarities and differences in the perception of the cho-
sen leadership. Hence, this thesis will not reveal which leadership style is the most efficient 
or what changes are recommended, but the authors will provide their reflections of the dif-
ferent leaders and their leadership styles respectively.   

1.8 Definitions 

Leader: „The only definition of a ”leader” is someone who has ”followers.” Some people are thinkers. 
Some are prophets. Both roles are important and badly needed. But without followers, there can be no lead-
ers.‟ (Drucker as cited in Hasselbein, Goldsmith & Beckhard, 1996, p. xii). In this report the 
authors will use the words Manager, Leader, CEO and Store Manager  interchangeably, see 
section 2.1. 
 
Perception: ‘The process by which people select, organize, and interpret information to form a meaningful 
picture of the world’ (Kotler, Armstrong, Wong, & Saunders, 2008, p. 258) 

Follower: „To be a follower is to subordinate one’s self to another’ (Frisina, 2005, p. 12). In this re-
port the authors will use the words Follower, Employee and staff member interchangeably.  

Leadership: ’Leadership is a process whereby an individual influences a group of individuals to achieve a 
common goal.’ (Northouse, 2010, p. 3). 
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1.9 Disposition 

 

2 Frame of Reference 

This chapter presents relevant theories within Leadership, Dimensions of Leadership, 360-degree feedback 
and Perception of Leadership.  

2.1 Leadership 

Stogdill (1974, p. 7), argues that „there are almost as many different definitions of leader-
ship as there are people who have tried to define it.‟ However, most definitions share the 
assumption that it involves an influence process concerned with facilitating the perfor-
mance of a collective task. As previously stated, this thesis adheres to the following defini-
tion: ’Leadership is a process whereby an individual influences a group of individuals to achieve a common 
goal.’ (Northouse, 2010, p.3).  Many scholars argue that leadership and management are two 

Chapter 2: 
Frame of 

Reference  

•This chapter presents relevant theories within Leadership, Dimensions of Leadership, 
360-degree feedback and Perception of Leadership. 

Chapter 3: 
Method 

•This part of the report gives the reader information about the methods adopted during 
the gathering of data. It concludes with a section discussing the reliability, validity and 
generalizability of the research.

Chapter 4: 
Emperical 
Material 

•This chapter first presents a summary of the three qualitative interviews made with 
leaders at the three Team Sportia stores. This is followed by the results of the quantitative 
section including both leaders and employees perception of leadership.

Chapter 5: 
Analysis

•This chapter analyzes the gathered results from both the interviews with the leaders and 
the questionnaires, with the support of the theories. The result is presented with respect 
to each dimension of leadership. 

Chapter 6: 
Conclusion

•This chapter gives a conclusion based on the analysis of the research questions in order to 
answer the purpose. For the convenience of the reader, each research question is first 
presented followed by a concluding answer. 

Chapter 7: 
Discussion

•This chapter presents additional findings learned during the process of this thesis that is 
not directly connected to the purpose of this study. This is followed by a critique of the 
research as well as suggestions for further research.  
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separate concepts (Kotter, 1990). In fact, Bennis and Nanus (1985) argue that to manage is 
to accomplish activities and carry out routines, whereas to lead is to influence others and 
create visions for change. Bennis et al. (1985) state that „managers are people who do things 
right and leaders are people who do the right thing‟ (p. 221).  

Zaleznik (1977) goes even further by stating that managers and leaders are in fact two dis-
tinct types of people. He argues that managers embrace stability and control and they try to 
solve problems quickly – sometimes even before they fully have grasped the true nature of 
the problem. Leaders, on the other hand, allow chaos and lack of structure and they try to 
wholly understand the problem before solving it. Zaleznik (1977) states that: „Business 
leaders have much more in common with artists than they do with managers‟ (Zaleznik, 
1977, p. 74). However, Northouse (2007) argues that when managers are involved in in-
fluencing a group to meet a certain goal they are in fact involved in leadership. When lead-
ers are involved in controlling, planning, budgeting or organizing they are involved in man-
agement (Northouse, 2007).  

Even though there are clear differences between leadership and management, this thesis 
treats the two concepts similarly and does not emphasize any difference between the two 
due to Northouse (2007) logic that, especially in a smaller company like Team Sportia, 
managers and leaders are often the same person and hence this thesis uses the two con-
cepts interchangeably.     

2.2 Dimensions of Leadership 

This section of the report describes the ten most important dimensions of leadership ac-
cording to the authors; these dimensions are investigated when interviewing the leaders and 
the employees at Team Sportia. Each quality is selected from relevant leadership theories 
and explained briefly. Together these dimensions of leadership help to form a complete 
picture of the rather versatile concept of leadership.  

2.2.1 Adaptability 

’The art of life is a constant readjustment to our surroundings’ - Kakuzo Okakaura  
 

Goethals et al. (2004) argue that adaptability can be described as a challenge that organiza-
tions face when they are striving for a certain state, but are not able to reach it only by us-
ing the current tools and approaches at hand. 

When taking a look at the list of the 100 largest corporations in the U.S. during the early 
20th century it can be found that only 16 of these companies are still present today (Gurvis 
& Calarco, 2005). Gurvis et al. (2005), state that development and change are constantly 
present in organizations, and this is something that business leaders have to face and adapt 
to every day. Hence, there is a demand for leaders who possess the ability to be adaptable 
when facing difficult situations and decisions. Furthermore, they argue that if leaders are 
afraid of and resist change it might become the destruction of themselves, their followers 
and ultimately the organization and its existence (Gurvis et al. 2005).   

The sport retail sector is a fast changing industry, e.g. weather conditions may considerably 
change the demand for sporting goods. Therefore, adaptability is crucial to Team Sportia 
and competing companies. Heifetz and Laurie (1997) state that for a company to be adap-
tive it takes a skilled leader, furthermore Heifetz et al. (1997) claim that someone needs to 
lead the transformation when the organization has to adapt to new situations. However, a 
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good leader is not a uniform solution in ambiguous situations, it is also important that the 
employees are on track and aware of how the organization should develop (Heifetz et al.  
1997).  

2.2.2 Empowerment 

’Yes we can’ – Barack Obama 

According to Goethals et al. (2004), leaders empower their followers through sharing their 
power and influence with them. This allows the decision-making to take place further 
down the hierarchy without the need for asking for permission. Leaders can delegate re-
sponsibilities and therefore contribute on a larger scale to the organization by focusing on 
broader strategic decisions than the day-to-day operations. The empowerment of em-
ployees demands motivation and effort from both followers as well as the leader. The au-
thors (Goethals et al., 2004) stress that in order to successfully and effectively empower the 
staff, the organization and all of those involved need to support the idea of empowerment. 
When empowerment is done effectively and successfully, it can contribute to the entire or-
ganization. Both leaders and followers can gain motivation, satisfaction, and knowledge, 
while the organization benefits from increased flexibility and better job performances 
(Goethals et al., 2004).  

According to Simons (1995), there are four different levers managers can use to harness the 
initiatives and creativeness of their employees as a framework for empowerment: 

1. Diagnostic control systems are the usage of informing the staff of preset targets e.g. day-
to-day, weekly and monthly budgets, desired campaign sales, number of items per 
bag.  

2. Belief systems are when leaders implement values, mission statements and beliefs with 
their staff, e.g. how the organization creates value and how individual staff member 
are expected to treat both colleagues and customers.  

3. Boundary systems are simply a way of informing the staff what not to do. By stating in 
what ways not to act, the manager suggests the employees to come up with innova-
tive and creative solutions to problems that might occur.  

4. Interactive control systems are ways of sharing all sort of information that affect the or-
ganizations performance.  

Furthermore, Goethals et al. (2004) mention that both the roles of the leader and the fol-
lower, as well as the relationship between them, change after empowerment has taken 
place. The leader has to delegate responsibilities and focus on supporting the staff and the 
employees in their new roles. It is of great importance that the relationship between leaders 
and their followers is characterized by mutual trust and respect in order for the empower-
ment to grow and flourish (Goethals et al., 2004). 

2.2.3 Autocracy vs. Democracy 

‘Leadership is behavior, not position.’ – Bernard Bass   

As stated by Goethals et al. (2004), there are three general and very broad styles of leader-
ship: autocratic leadership, democratic leadership and laissez-faire leadership. The autocratic 
leader takes all decisions by him/herself, the democratic leader shares the decision making 
with the followers and the laissez-faire leader allows the followers to make all decisions 
themselves. Laissez-faire is rarely adapted, since the concept is often regarded as just being 
a lack of leadership. Autocratic leadership has four characteristics: the leader is mostly con-
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cerned about achieving goals, they make all decisions independently, they are socially dis-
tanced from their followers and they motivate followers through punishments when per-
forming poorly instead of rewarding them when performing successfully (Goethals et al. 
2004).  

Gastil (1994) states that democratic leadership builds on three core functions: democratic 
leadership is about empowering followers, it distributes responsibilities to followers and it 
supports the followers in its deliberations. 

Autocratic leadership used to be the dominating approach; however, today the democratic 
style is the more existent. Having this said, Goethals et al. (2004) mention that autocratic 
leadership is not always wrong and democratic leadership is not always right. Gastil (1994) 
elaborates by stating that when adapting a democratic leadership it is important for the 
leader to know and see whether the followers are acting democratically. Furthermore, fol-
lowers must act responsibly and be able to cooperate with the rest of the group (Gastil 
1994).  

2.2.4 Stress 

’There is more to life than increasing its speed’ - Mahatma Gandhi 
 

Research on stress has indicated that there is an optimal amount of stress in terms of its ef-
fect on performance; this is referred to as the Yerkes-Dodson Law (as cited in Anderson, 
1976). According to the Yerkes-Dodson Law: when arousal/stress increases, so do per-
formance to a certain point, especially for difficult tasks such as multitasking or decision-
making (Yerkes & Dodson, 1908). Further Yerkes et al. (1908) argue that too much stress 
causes the performance to decrease; hence the relationship follows an inverted U-shaped 
function (appendix 2). However, for simple and routine tasks, the relationship between 
arousal and performance tends to be linear.  

Vroom (1964) argues that the reason for the decrease in performance under high levels of 
stress is due to two main reasons. First, the individual may ignore relevant information that 
could be beneficial during high levels of stress since he/she is too motivated to solve a spe-
cific problem. Second, since anxiety is linked with high levels of stress, the individual fo-
cuses on decreasing the anxiety rather than achieving the task. Under low levels of stress 
however, the low performance is simply a result of low motivation during low/nonexistent 
levels of stress (Vroom, 1964).   

Fiedler (1993, 1995) studied the relationship between two traits (intelligence and expe-
rience) and one situational factor (stress). He found that in low-stress situations, leaders 
who rely heavily on intelligence perform more effectively, and in high-stress situations, 
leaders who rely more on experience are more effective (Fiedler, 1993, 1995). Fiedler con-
cluded that „people can be experienced and bright or experienced and stupid, but the per-
formance of a particular job requires the leader to give priority either to experience or to 
analytical or creative analysis in solving the particular problem‟ (Fiedler 2002, p. 102).  

2.2.5 Goals 

‘I have a dream’ – Martin Luther King Jr.  

According to Saloner, Shepard & Podolny (2001) goals that are clearly and explicitly set are 
the foundation on which a company‟s strategy should be directed towards. Furthermore, 
the authors explain the difference between long- and short-term goals; long-term goals are 
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enduring and could be stated as e.g. to dominate the market, provide the best service available or al-
ways exceed the customer expectations. Short-term goals, on the other hand, are certain targets an 
organization might have for a shorter planning period and can be individual. According to 
Latham and Locke (1991) task goals can be perceived as highly motivational for the staff if 
they are properly set and well managed.  

Saloner et al. (2001) argue that by informing the employees of clearly defined goals, the 
leader serve two important purposes, other than explicate the strategy, namely: Motivation - 
by articulating and envisioning goals, the manager informs the employees with a purpose to 
their tasks and support the strategy, as well as providing the staff common goals to strive 
for. Competitiveness - When a company clearly states desired goals, it can strengthen the 
company‟s competitive advantage and persuade competitors to focus their efforts on other 
products, segments or markets.  
 
In addition to this, Latham et al. (1991) state that the use of clear and specified goals will 
improve the work performance at an individual level as well as for the organization as a 
whole. Additionally Latham et al. (1991) argue that when goals are stated in a correct way, a 
leader can help to clarify directions to employees in their daily work. Furthermore, setting 
goals will clarify the expected performance between a manager and employees, among the 
staff, and across different units within the organization (Latham et al. 1991). 

2.2.6 Communication 

‘Regardless of whether you’re talking about business, politics, sports or the military, the best leaders are 
first-rate communicators’ (Froschheiser 2008, p. 9) 

Goethals et al. (2004) explain that communication is about sharing and making sense of 
ideas, influencing others and expressing meanings and symbols. Further, Goethals et al. 
(2004) argue that leadership may be seen as a process where the conversations between 
leaders and followers are the driving forces of leadership. The leader is constantly involved 
in a communicative process with followers; it may concern the everyday work tasks or the 
vision of the future, and the goal for the leader is to frame a reality for the followers (Goe-
thals et al. 2004). 

Regarding vision communication, Kantabutra (2010) argues that the communication itself 
is often seen as a key component to be able to succeed in the implementation of a vision. 
Further, Kantabutra (2010) argues that vision communication, in the context of a retail 
store and communication between store managers and employees, should be defined as to 
what extent leaders communicate visions through any or all of the following channels: spo-
ken, written or technology mediated. 

Madlock (2008) researched 220 working adults on the issue of leadership communication 
and follower communication and how it is related to job satisfaction. The study found a 
strong relationship between the communicator competence of leaders and follower com-
munication satisfaction. Furthermore, the study also found a moderate relationship be-
tween leaders‟ communicator competence and the job satisfaction among followers. The 
study finally suggests that leader communication competence should be focused on within 
organizations, since it will improve the follower satisfaction and ultimately the performance 
of followers.   

Froschheiser (2008) states that communication is essential when motivating people, creat-
ing strategic alignment but also when creating advertisements and other marketing cam-
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paigns. Further, it is important to emphasize that communication is not just a one-way 
process, when a manager is talking to his/her employees he/she needs to know if they 
have heard and understood the delivered message. Thus, managers need to know how to 
communicate, deliver a message, receive a message, and evaluate the effectiveness of how 
he/she communicated, and correct errors, if any (Froschheiser 2008).  

2.2.7 Risk Propensity 

‘The trouble is, if you don’t risk anything, you risk even more’ - Erica Jong  

Risk propensity refers to a person‟s willingness to take risks. Depending on which industry 
and organization a manager operates in, different attitudes towards risk-taking are called 
for. Bloisi, Cook and Hunsaker (2003) argue that people with high propensity for risk make 
their decisions faster and are more willing to take chances within the business. Further-
more, these people might also respond quicker to changes in their environment. However, 
Bloisi et al. (2003) caution that these managers might make wrongfully and costly decisions. 
Low-risk managers on the other hand, might also make costly decisions by not answering 
fast enough for called-for changes (Bloisi et al., 2003).  

Tiffan (2009) states that risk taking, or willingness to take risks, shows that „the individual is 
not satisfied with the status quo and is willing to move out of his or her comfort zone to 
get the job done‟ (p. 76). 

It is also important for the manager to act quickly if he or she has made a wrong decision. 
In an interview with successful business-guru Richard Branson he states, on the subject of 
risk-taking, that „you have to be willing to take it on the chin‟ (Richard Branson as cited in 
Association for Financial Professionals‟ Annual Conference, Branson Discussed Successful 
Leadership, Risk Taking and Environmental Imperatives, 2006), and move on if a project is 
failing. Further in the interview Branson reminds the audience „if you create the best you 
are very unlikely to fail‟ (Richard Branson as cited in Association for Financial Profession-
als‟ Annual Conference, Branson Discussed Successful Leadership, Risk Taking and Envi-
ronmental Imperatives, 2006).  

2.2.8 Trust 

’I'm not upset that you lied to me, I'm upset that from now on I can't believe you’ – Friedrich Nietzsche 
 
According to Solomon and Flores (2003), one of the most important leadership factors is 
trust, since it informs the followers that the leader has confidence and believes in their abil-
ities. Furthermore Solomon et al. (2003) argue that trust plays a major role in all interper-
sonal relationships and has a great effect on the effectiveness in all organizations. 

Societies with high levels of trust have a potential of being more effective and productive 
since they spend less time on monitoring and controlling that promises are being kept, ac-
cording to Goethals et al. (2004). Moreover, the transaction costs in these societies are of 
course smaller, compared to societies with lower levels of trust. Goethals et al. (2004) argue 
that one can assume that life is simpler in these societies where one can take for granted 
that promises are being kept. Furthermore, Goethals et al. (2004) state that „Presumably the 
same logic applies to high levels of trust among followers and leaders.‟ (Goethals et al. 
2004, p.1575). Furthermore, the levels of commitment and satisfaction are also expected to 
be higher within organizations where the level of trust is perceived as high. 
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2.2.9 Consideration 

’Consideration for others is the basic of a good life, a good society’ – Confucius  
 
Consideration is a theory within the Behavioral model of Leadership and it focuses on the 
relationship between the leader and the employee. The theory of consideration highlights 
the importance of the employees‟ needs, and that the leader spends time to listen and care 
for the welfare of the employees. Hellriegel and Slocum (2007) argue that, within the theory 
of consideration, the leader often has a friendly approach to subordinates and there is often 
a psychological closeness between the two parties. According to Hellriegel et al. (2007) this 
theory is often most applicable when: 

1) Work tasks are routinely and the employees derive little, if any, satisfaction from the 
work itself. 

2) Employees are predisposed towards participative leadership.  

3) The followers must learn something new.  

4) The employees are involved in the decision-making process and that it affects their job 
performance.  

5) Employees believe that strong status differences should not exist between them and 
their leaders. 

Fleishman (1953) and Stogdill (1974) state that the behavior of supporting is one of the key 
components of consideration (as cited in Yukl, 2006). Yukl (2006) argues that „Supportive 
leadership may increase a subordinate‟s self-confidence, stress resistance, acceptance of 
leader, trust of leader and willingness to do extra things for the leader.‟ (p. 72). Yukl (2006) 
further states that a considering manager is more likely to win the loyalty of his/her em-
ployees.  

2.2.10 Expertise 

’Education is lifelong experience. Experience is a lifelong education. Education plus experience equals ex-
pertise.’ – Dr. Michael Bugeja 

French and Raven (1959) name expert power, or expertise, as one of the five bases of so-
cial power in their classic work. The authors argue that expert power increases the leader‟s 
capacity to influences others. It is important to understand that the expertise needed varies 
from organization to organization, in a broad sense it is the subordinates view of the man-
agers knowledge or competence within a specific context that form the basis of power 
(French et al., 1959).  

In a Harvard Business Review interview with American historian David McCullough on 
the subject of “Timeless Leadership” he states that as a leader „you have to know your 
stuff‟ (McCullough, 2008, p.47). By this McCullough emphasizes that the leader needs to 
have expertise, experience and knowing what he or she is talking about in order to be an 
effective leader (McCullough, 2008). 

When the authors of this thesis refer to expertise, it is product expertise that is emphasized 
i.e. products and how they function this can be referred to as Technical skills. Katz (1955) 
defines Technical skills as knowledge of and proficiency in a specific type of work or activi-
ty: he argues that different skills are necessary at various levels of an organization. Technic-
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al skills, Katz (1955) argues, decreases in importance the higher up in the organization the 
manager comes. At supervisory level and middle management level Technical skills are 
called for and appreciated. However, at top management level the importance of technical 
skill has decreased and other skills (human skills and conceptual skills) are needed more 
(Katz, 1955), see Appendix 3.  

2.3 360-degree Feedback 

Maylet (2009) argues that feedback is considered as an important aspect for companies 
when it comes to development, performance and growth. In order to understand and de-
velop an organization it could be useful to gather an understanding of oneself, the people 
within the organization and how communication and interaction work between participants 
(Maylet, 2009). 15-20 years ago, the boss or the manager was considered to give the best 
feedback about the organization. However, in the early 1990s some managers started to 
experiment with a tool they called 360-degree feedback. The tool was mainly aimed at re-
searching the development of the organization (Toegel & Conger 2003). Drew (2009) de-
scribes 360-degree feedback as a multi-source feedback tool, typically a survey where the 
staff and peers are asked questions about, and give scores on, their leader. The questions or 
statements are formed based on relevant aspects of the leader and his/her leadership role. 
Additionally, the leader gives scores and evaluates him-/herself and finally the results are 
compared (Drew, 2009). 

In the beginning, the 360-degree tool was used exclusively for the purpose of development 
(Maylet, 2009). Later however, organizations also started to apply the process for perfor-
mance appraisal purposes, since in a though business environment, where companies are 
constantly seeking to decrease costs, organizations were eager to use the 360-tool for both 
development and performance measuring purposes in a combination (Maylet, 2009). De-
spite the financial advantages of incorporating both a performance and a development part 
in one single 360-degree assessment, researchers do not suggest organizations to do that 
(Toegel et al., 2003). Toegel et al. (2003) further argue that when measuring both develop-
ment and performance using one tool it is hard to make sense of the data gathered and the 
results may be weak.  

According to Carey (1995), 360-degree feedback as a tool is very powerful and easy to im-
plement. However, for 360-degree feedback to be efficient it has to be completely ano-
nymous and participants must be comfortable with the situation. If the employees are not, 
they will not be comfortable with sharing honest criticism. Furthermore, the anonymous 
feedback should help managers see themselves as others see them, and provide them with 
developmental feedback about needed changes in their behavior (Atwater, Ostroff, Yam-
marino and Fleenor, 1998). Carey (1995) argues that the implementation of 360-degree 
feedback itself is not very hard. The pitfalls may arise when it comes to the use of the in-
formation gathered. Things to keep in mind include: the information should not be used 
for performance purposes (e.g. determining wages, promotions or terminations of partici-
pants depending on the result of the feedback) and the importance of support for this type 
of activity among leaders (Carey, 1995).    

Further, Carey (1995) suggests companies using 360-degree feedback as a tool for devel-
opment should hire a third party in order to perform the analysis, in order to ensure ano-
nymity and control of consequences.  



 ARE YOU THE LEADER YOU THINK YOU ARE? - Perception of leadership in three Team Sportia stores: a case study  

Johansson, Leander and Nilsson 

 
13 

The focus of this report is not to evaluate the performance of the three different units 
within Team Sportia, but to provide information that can be used for developmental pur-
poses. Toegel et al. (2003) suggest that the 360-degree tool should be formed around core 
competences and related to the strategy of the organization and that anonymity among res-
pondents should be stressed. Managers can then use the information to identify existing 
shortcomings and hopefully confirm strengths that one can further develop (Hazucha, 
Hezlett and Schneider 1993). 

Drew (2009) researched the view of 360-degree feedback among eight leaders who had ex-
perienced using that type of feedback in practice. Out of the eight leaders five were senior 
academics and three were senior administrative staff, all from an Australian University. The 
research showed, through qualitative interviews, that all eight participants felt they gained 
development and learning from participating in the 360-degree feedback. Drew (2009) 
found two themes in the analysis. First, the participants did not gain any new surprising 
feedback from the respondents. However, they felt that their self-perception was rein-
forced. Secondly, the researched leaders expressed a gain of new insights of the organiza-
tion that yielded a development of strategies.      

2.3.1 Management Skills Profile 

One concept related to the 360-degree feedback is the Management Skills Profile (MSP) 
(Hazucha et al., 1993).  MSP is a tool that can be used when trying to improve and develop 
the skills of leaders. The MSP is divided into 19 different job-related dimensions catego-
rized under: Administrative, Communication, Cognitive, Interpersonal, Leadership and 
Other Issues. A questionnaire including 122 questions related to the different dimensions 
are collected from both the manager and the employees. The respondents are asked to rank 
the managerial behavior on each of the question on a scale from 1 (not at all) to 5 (to a very 
great extent) (Hazucha et al. 1993). 

Hazucha et al. (1993) argue that the type of feedback one can possibly gain through the 
MSP could be valuable to the organization since the feedback comes from different pers-
pectives. Further, Hazucha et al. (1993) found in a study that 360-degree feedback is tool 
that is effective when it comes to developing leadership qualities. The research team ga-
thered data, using MSP, during two occasions (time 1 and time 2) from the same set of res-
pondents, including managers and employees. One of the hypotheses was: „As a group, 
there will be significant improvement in skills from time 1 to time 2 as measured by self 
and others‟ ratings‟ (Hazucha et al. 1993 p. 328).  Statistical analysis turned out to prove 
this hypothesis. This can be seen as a proof that 360-degree feedback is useful for manag-
ers and their development (Hazucha et al. 1993).    

2.4 Perception of Leadership 

‘If only we could see ourselves as others see us’” – Robert Burns 

Leadership is not only a question of the leaders‟ behavior or the interaction between lead-
ers and their followers, but also of the perception among followers (e.g., Ayman, 1993; 
Felfe and Schyns, 2006). How followers perceive their leader‟s leadership is thus of great 
importance. Understanding followers‟ perception can help organizations to improve feed-
back to the leaders, which in turn can help leaders to realize the effects of their leadership 
better and more correct (Schyns, Kroon & Moors, 2008).   



 ARE YOU THE LEADER YOU THINK YOU ARE? - Perception of leadership in three Team Sportia stores: a case study  

Johansson, Leander and Nilsson 

 
14 

Studies have shown (Baril, Ayman, & Palmiter, 1994; Karlins & Hargis, 1988; Mitchell, 
1970; Webber, 1970) that there often is a discrepancy between leaders‟ self-perception and 
their employees‟ perception of leadership as cited in Becker, Ayman & Korabink, 2002.  

In study on 1,214 individuals higher discrepancy between the self – and other- ratings for 
higher level employees (e.g. senior managers, top executives) than lower level employees, 
was presented (Sala, 2003).  The reason for the greater discrepancy for higher-level em-
ployees can be due to what business writers have referred to as “CEO disease”, that top 
managers are sometimes not presented with open and honest feedback when suitable 
(Byrne, 1991).  

According to management consultant Michael Keller it does not matter whose perception 
on leadership is right and whose is wrong. He argues that what matters are that there is a 
discrepancy in perception, since what we perceive is what we believe (Keller, 1999).  Malloy 
& Janowski (1992) further argue that informing the leader about such discrepancy, or lack 
of one, can promote greater self-insight. Perception studies, as the one discussed, can lead 
to improved communication and personal development between the leader and his/her 
subordinates (Carroll & Schneier, 1982).  

Previous studies have concluded that inaccurate self-evaluations (self-evaluations that are 
not in line with others‟ ratings) cause at least three major threats for organizations (Atwater, 
Roush & Fischthal, 1995).  The first threat is that if one does note perceives weaknesses, he 
or she is unaware that changes in leadership style are called for. Second, it has been found 
that those leaders with inaccurate self-ratings are not as good performers as those (leaders) 
with more correct ratings (Atwater & Yammarino, 1992; Bass & Yammarino, 1991). Third, 
individuals with inflated views of themselves are less likely to seek evaluative information 
(Ashford, 1989) and they are also more likely to disregard negative feedback from being va-
lid (Ilgen, Fisher &Taylor, 1979). 

Giving feedback can be an accurate method for decreasing the discrepancies in leadership 
perception. The feedback provided may make leaders more aware of their strengths and 
weaknesses (Ashford & Cummings, 1983). Moreover, if the feedback given to the individu-
al was previously unbeknown, it may result in an improvement in the area where he or she 
had great discrepancy (Wicklund, 1975). The author (Wicklund, 1975) argues that the leader 
may try to live up to his or her self-image in order to decrease the discrepancy between 
self-description and the actual behavior. This is also in line with a study by London and 
Smithers (1995) that was performed on a group of managers in a large corporation. In this 
study feedback was gathered at two points with six months apart, it was found that the 
managers who at the first feedback session received the worst feedback were the one who 
improved their performance most significantly (London et al., 1995).   

According to self-consistent theory, people are motivated to maintain consistency with the 
social, task, and chronic components of self-esteem. According to this theory, when man-
agers receive feedback that indicate lower ratings from their subordinates than their own 
self-image they should be motivated to improve their performance in order to reduce dis-
crepancy. Furthermore, if the feedback is in line with their self-image managers will, ac-
cording to self-consistent theory, not be motivated to improve in that area. This is also true 
for the case where peer feedback exceed self-ratings (Korman, 1970, 1976).  
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3 Method 

This part of the report gives the reader information about the methods adopted during the gathering of data. 
It concludes a section discussing the reliability, validity and generalizability of the research. 

3.1 Research Approach 

3.1.1 Multiple Case Study 

This report is presented in the form of a multiple case study. According to Yin (2007), one 
can adopt three different research strategies within the field of social science. The different 
strategies include the Exploratory, Descriptive and Explanatory approaches. The authors are in-
terested in describing the current leadership situation at three different Team Sportia 
stores, including the views of both leaders as well as employees. Hence, this research will 
adopt a descriptive approach. As stated, this report will give a view of the current leadership; 
therefore, the research is referred to as a cross-sectional study, focusing on the situation at a 
specific point in time.  The results of this multiple case study will hopefully lead to an un-
derstanding of leadership and leadership perception that could be used in the development 
of Team Sportia, similar organizations as well as in future studies.   

The method of performing research on two different levels, leaders and employees, is re-
ferred to as conducting embedded case studies. The opposite approach to embedded case stu-
dies is holistic studies, i.e. only including one level of study, in this case only leaders or only 
employees (Yin, 2003). Since this report is a multiple case study, the authors have three de-
fined research units: Team Sportia Stockholm, Team Sportia Jönköping and Team Sportia 
Mariestad. Every research unit consists of two levels, which are researched separately: lead-
ers and employees. (See figure 1). The units are researched separately but each store is ana-
lyzed as a single unit.   

 

 

 

 

 

Yin (2003) argues that the advantage of conducting a multiple case study, in this case using 
three different units, is that it is easier to come up with a more relevant analysis. Further-
more, the results from a multiple case study are considered more convincing and the results 
from the study are therefore regarded as more solid (Herriot & Firestone, 1983). However, 
there are downsides with multiple case studies as well, Yin (2003) argues that the process of 
conducting a multiple case study is very resource demanding and time consuming that a 
single student or researcher might have problems managing it.    

Research Unit 1: 
Team Sportia Stockholm 

Research Unit 2: 
Team Sportia Jönköping 

Research Unit 3: 
Team Sportia Mariestad 

Figure 1. Research Units 
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3.1.2 Sample Selection 

When conducting a multiple case study, researchers need to select an applicable sample 
(Yin 2007). Yin (2007) states that when choosing a sample it is important to determine if 
one will be able to gain the desired information and if it will be possible to get the neces-
sary permissions to do so. Regarding this research report, the authors base the sample se-
lection on the fact that they have inside information about the chosen samples. Rickard Jo-
hansson is a former full-time employee of Team Sportia Mariestad, and is currently part-
time employed by Team Sportia Jönköping and Tobias Leander used to be part time em-
ployed by Team Sportia Stockholm. The authors believe that the experience gained from 
working at the three different stores give them an advantage when it comes to gaining and 
interpreting information. The fact that they know both the current CEOs in person as well 
as most of the employees is an advantage, since it will enable them to get a more trustwor-
thy and accurate picture of the researched environment. However, at all three interview oc-
casions all three researches have been present and at least one of which has no previous 
experience meeting the interviewee, in order to get an as neutral and correct view of the 
leader as possible. Furthermore, the three chosen samples are somewhat similar when it 
comes to size and the three CEOs have a similar background, they have all been engaged in 
the sport retail industry for a long period and they are about the same age. These common 
traits make the samples interesting from a comparable point of view.       

3.1.3 Inductive vs. Deductive Approach 

Depending on the nature of a research report, there are two different strategies for collect-
ing data, according to Jacobsen (2002). The first strategy, the deductive approach, can be de-
scribed as moving from theory towards empiricism. Researchers‟ adapting this strategy 
starts by making assumptions about reality and then moves on by collecting empirical ma-
terial in order to see if the assumptions are aligned with reality. The second strategy, the in-
ductive approach, works the other way around. The researcher starts by collecting empirical 
material almost without any assumptions. Based on the results, new theories are formed 
(Jacobsen, 2002).  

The inductive model could be considered closer to reality than the deductive approach and 
the two approaches differ when it comes to openness to new information (Jacobsen 2002). 
Furthermore, Jacobsen (2002) argues that researchers should preferably use a deductive 
approach when investigating individual‟s view of well-defined conditions. On the other 
hand, the author argues that the inductive approach is more suitable for vague situations 
when relevant conditions are hard to predict (Jacobsen 2002).  

The authors of this thesis are trying to explain the exercised leadership styles within Team 
Sportia, through in-depth qualitative interviews with leaders, and one can argue that an in-
ductive approach is the more suitable for that purpose. Secondly, since the authors also are 
aiming at explaining the perception of leadership among employees through quantitative 
measures, one can argue that a deductive approach should be adopted during this part of 
the research process. However, the authors argue that the analysis will take a holistic 
stance, including both the qualitative and quantitative information gathered to create a me-
ta-inference and description of the reality researched, hence, a mix of induction and deduc-
tion is adapted; see section 3.1.4 for further information. 
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3.1.4 Mixed Method Design  

During this research, the authors adopt a mixed method design, i.e. collecting both qualita-
tive and quantitative data. The concurrent embedded strategy in relation to mixed methods is a 
way of adopting a data collection phase conducting both qualitative and quantitative data 
simultaneously (Creswell 2009). Further, Creswell (2009) argues that the concurrent em-
bedded design uses a primary and a secondary method (qualitative and quantitative) for col-
lecting data. The authors of this report are using the quantitative approach as the primary 
method while the qualitative data is used as the secondary approach, supporting the quan-
titative data. When adopting a mixed method, i.e. using both qualitative and quantitative 
data, it enables the researchers to incorporate and compare the different sources of data, 
something (Creswell 2009). Creswell (2009) argues that the concurrent embedded strategy 
could be used when researching different levels or groups and gives an example of this: „if 
an organization is being studied, employees could be studied quantitatively and managers 
could be studied qualitatively‟ (Creswell, 2009, p.215). On the other hand, researchers need 
to be aware that when it comes to analysis of data the concurrent embedded strategy makes 
it more complicated. The tricky part is that one need to combine the different data col-
lected into the analysis in order to make it contributive to the outcome of the study.     

3.2 Data Collection 

According to Jacobsen (2002), there are two different types of data: secondary data and prima-
ry data and these are often ideally used together. One needs to be critical when it comes to 
the use of secondary data; the researcher should evaluate the source and its reliability (Ja-
cobsen 2002). Secondary data is referred to data that someone else has gathered earlier for 
another purpose; while primary data is referred to as data collected for the first time for a 
the specific research. The authors are gathering secondary data regarding previous research 
in relation to the study of leadership. This data is used to form an understanding of leader-
ship and to introduce the reader to previous research within the field. Furthermore, ten 
dimensions of leadership are defined by the authors and are used as a foundation for the 
research of both leaders and employees, i.e. the collection of primary data (See sections 
3.2.1 and 3.2.2). Secondary data regarding how to conduct feedback from leaders and em-
ployees, which is referred to as 360-degree feedback, is presented together with a section 
on leadership perception. The selection and use of primary and secondary data described in 
this research will aid the authors to create an analysis of the researched environment and, 
hence, answering the research questions and fulfilling the purpose.      

3.2.1 Interviews with Leaders  

Data are collected from the three different leaders through qualitative interviews. Accord-
ing to Klenke (2008), interviews may take different forms, e.g. structured, unstructured or 
semi-structured. The author argues that in the area of social science, face-to-face interviews 
are regarded as a corner stone of qualitative research. By using a face-to-face approach, it is 
possible for the researcher not just to gather information, but also to create a meaning and 
interpretation of the conversation (Klenke 2008).  

During the first part of the interview with leaders the authors are adopting a semi struc-
tured interview technique; these questions are formed around the broad concept of leader-
ship within Team Sportia (stated further down). When conducting a semi-structured inter-
view the interviewers typically prepare a number of questions (Klenke 2008). Klenke (2008) 
further explains that during the semi-structured interview the interviewers will be able to 
ask probing questions, such as “can you give an example” and additional questions like “what” 
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“why” and “how”. The authors are using a uniform body that is used when interviewing all 
three leaders and depending on the answers, additional questions are formed during the in-
terview. Klenke (2008) argues that interviewers may not have the ability to fully understand 
the interviewees answers and formulate proper questions during the interview due to lack 
when it comes to knowledge about the researched environment. However, the experience 
and inside information that the authors possess will be valuable in these situations. Klenke 
(2008) also mentions generalizability as a disadvantage regarding semi-structured inter-
views. The interviews are conducted at each leader‟s home office and a dictating machine is 
being used to collect the information.  

The following twelve pre-established questions are used during all three interviews: 

1. Could you please shortly describe your leadership?  
2. Do you feel confident in your role as a leader?  
3. Which strengths within your organization do you believe will be important for your company’s fu-

ture development?  
4. What potential sources of development can you identify for you organization? 
5. What current trends can you identify within the sport retail business and how do you believe that 

they will develop during the upcoming five years. 
6. Which are your main strengths as a leader according to yourself? 
7. Do you argue that you are in control of everything going on within your organization?  
8. Where do you turn when looking for advice regarding your leadership? 
9. Which channels do you usually use when communicating with your employees? 
10. When problems occur in your organization, what is typically the cause? Please give example-/s. 

(May be either or both internal or external sources of problems). 
11. Please tell us about a goal that you really wish to achieve? 
12. Finally, is there anything that you would like to add to this conversation? 

3.2.2 Surveying of Leaders 

During the second part of the interview with the three leaders, the authors are using a 
structured approach. According to Patton (2002) a structured approach refers to when an 
interviewer asks each interviewee a number of pre-established questions that has a limited 
number of response categories. Patton (2002) argues that the backbone of the structured 
interview lies in the interview protocol, which lists all the questions that are to be explored 
during the interview.   

Some of the advantages of structured interviews include high reliability, easy coding of an-
swers, comparable data and low grade of interviewer bias (Klenke, 2008). However, Klenke 
(2008) argues that there are some disadvantages with this approach as well; when asking 
close-ended questions (i.e. questions with a set of given answers which the interviewee can 
chose from) it does not allow the interviewee to express himself/herself in different ways. 
Klenke further criticizes that a structured approach might have problems of finding out 
what is relevant to the interviewees (Klenke, 2008). The structured part of the interview in-
volves a questionnaire including 35 statements categorized under the ten different concepts 
(Adaptability, Empowerment, Autocracy vs. Democracy, Stress, Goals, Communication, 
Risk Propensity, Trust, Consideration and Expertise) related to leadership and previously 
discussed in the frame of reference part of this report (see section 2.2). The design of the 
questionnaire was influenced by the concepts of 360-degree feedback, MSP and leadership 
perception, also previously discussed (section 2). 
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The authors create their questionnaire with the inspiration from these three major compo-
nents (figure 2.): 

Previous questionnaires: The authors 
study the MSP and 360 tools as well as 
reviewing a bundle of pre-established 
questionnaires. 

Team Sportia: Since this report is a mul-
tiple case study within Team Sportia, the 
authors took the number of employees, 
the sport retail industry and of course the 
differences/similarities between the re-
search units in consideration. 

Dimensions of Leadership: The au-
thors found inspiration while studying 
the different theories and found ques-
tions and statements related to the differ-
ent dimensions of leadership (described 
in section 2.2). 

The authors pose 35 statements for the managers to reflect on their own leadership, each 
statement is composed so that the managers can state their response on a scale from 1 to 5. 
(1 corresponds to “strongly disagree”, 2 equal “disagree”, 3 equal “Neither agree, nor dis-
agree”, 4 indicates “agree”, while 5 corresponds to “strongly agree”.) The 5-degree scale is 
used and recommended when conducting questionnaires, according to Jacobsen (2002). 

The questionnaire (Appendix 4) serve as a foundation for the interviews with the managers, 
the questions are posed during the interview without the managers knowing which dimen-
sion of leadership that is discussed. The reason for why the authors do not reveal which 
dimension each statement is associated with, is to gather as straightforward and honest an-
swers as possible. The managers are asked to take a stand with respect to each statement. 
The statements in the questionnaire are presented with respect to each leadership dimen-
sion for the reader to obtain a clearer picture. 

3.2.3 Surveying of Employees 

The questionnaire used on the leaders is also used when surveying the employees (appendix 
5) about their opinion of the exercised leadership. However, the questionnaire is used in a 
reversed form to suit the role of an employee. Since the same pre-established statements 
are used for both the employees and for the leaders, the advantages and disadvantages with 
the named approach are the identical (see 3.2.1). The respondents are asked to reveal 
whether they are fulltime or part-time employed at Team Sportia, other than that the res-
pondents are ensured total anonymity. In order to get an as accurate and unbiased result as 
possible the survey is sent to the employees by mail and the respondents are asked to send 
their answers back to the authors in a pre-paid envelope. This way the employees will be 
given the opportunity to respond to the statements at home, taking their time and not be-
ing biased by their leader. The questionnaire, which is sent to the employees, does not re-
veal which leadership dimension each statement is associated with, however the authors 
will present the survey with respect to each leadership dimension for the reader to obtain a 
clearer picture.  

Figure 2. Three major components when 
creating the Questionnaire 
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3.3 Data Analysis 

3.3.1 Qualitative Data 

Essential to keep in mind when analyzing qualitative data are three different concepts: 
First: Description, referring to the process of sorting and giving a clear view of the collected 
data. Second: Systematization, the process of simplifying the view of the data. Finally: Combi-
nation, the creation of meaning and interpretation of the data (Jacobsen, 2002). The authors 
of this report are summarizing the qualitative data (raw data from interviews using a dictat-
ing machine) collected through the interviews with leaders, interpreting it and the result is 
presented in sections 4.1-4.3. Note that this section contains a subjective interpretation and 
analysis of the data gathered, i.e. the presentation of the data may differ depending on who 
compiles it. The data is sorted under sub-headings to simplify for the reader. Jacobsen 
(2002) suggests that quotes preferably could be used to create additional meaning of the da-
ta. 

3.3.2 Quantitative Data 

Regarding the quantitative data that is collected through surveying of employees (added to 
this: the leaders‟ response to these statements), the authors will present the raw data in ap-
pendix 6, but also summarize and present this information more lucidly in the analysis sec-
tion. In contrast to the qualitative analysis, the presentation of the quantitative data does 
not include any interpretations by the authors, i.e. the results would be presented in the ex-
act same manner regardless of who compiles it. Jacobsen (2002) argues that there are three 
types of answering alternatives: categorical, ranking and metric. For this research the authors 
are using the ranking alternative, since the respondent is asked to give an answer ranging 
from one to five on a ranking scale.  

The statistical measures available for presenting the central tendency of data that are re-
trieved from ranking answers include Mode and Median. Mode is the most frequent answer 
while median is the center of the distribution of answers (Jacobsen, 2002). In this thesis the 
authors use mode as a primary measurement for central tendency, and support their analy-
sis with investigating the median answer if appropriate. Further Jacobsen explains that the 
measures used to describe the spread of ranking answers are: Range, Min/Max and Modal 
Percentage. Range refers to the difference between the highest and the lowest response, 
min/max is the highest and lowest response in absolute terms and modal percentage can 
be explained as the mode divided by total number of respondents to a specific question 
(Jacobsen, 2002).   

3.3.2.1 Reliability Test 

In order for the authors to test whether the questionnaire used to research the perceived 
leadership among employees in this report is reliable, a reliability test is conducted. A reliabil-
ity test can also be called a test-retest reliability, which refers to the fact that, ceteris paribus, if 
handing out a questionnaire to a person at two different times you should get the same res-
ponses. A tool, named Cronbach’s alpha, has been developed in order to test reliability (Field, 
2009). Further, Field (2009) explains that when running a reliability test and analyzing the 
Cronbach alpha output, one should accept values that are exceeding 0.7, indicating a relia-
ble test, and reject values lower than 0.7, regarded as not reliable. Reliability tests should be 
performed on different factors of a questionnaire (Field, 2009), in the case of this report it 
implies that the authors will perform clustered tests on statements related to each of the ten 
different dimension of leadership described in section 2.2. The authors will have to reverse 
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the scale on statements 2, 4, 7, 12, 14 and 27, in order to run the reliability analysis in SPSS. 
The reason for this is that the statements are reverse phrased. Take statement 4 for exam-
ple: a high score on statement 4 indicates low level of empowerment while a high score on 
statement 5 indicates a high level of empowerment. Hence, the responses to statement 4 
will be reversed (1 equals strongly agree, 5 equals strongly disagree and so forth) in order to 
be able to run the test. This reversal of responses will only occur in the reliability analysis 
and one-way ANOVA analysis; it does not apply to any of the other analyses performed in 
this report. Using reverse-phrased statements is a way for researchers to reduce biased res-
ponses among participants, since they force them to read every question or statement care-
fully (Field, 2009). The results of the reliability test are presented in appendix 7.  

3.3.2.2 One-way ANOVA Test 

The authors will also perform a one-way ANOVA test, trying to detect significant differ-
ences in the perception of the employees between the three researched stores.  In order to 
conduct a one-way ANOVA test, one needs to define a dependent variable (in this case 
“city”: where the respondent is employed), in which the respondents are subject to the 
same treatment, i.e. asked to give an answer to exactly the same statements (Weiss, 2005). 
Furthermore, the researcher chooses a relevant significance level, preferably equal to 0.05. 
The significance level is used when determining how large the difference is between the re-
searched groups (Weiss, 2005). The authors run the test on all 35 statements and use “city” 
as the dependent variable, analyze the output (appendix 8) and highlight the cases where 
one can determine a statistically significant difference in the answers given by the respon-
dents.  

In the analysis, the authors combine the information gathered and sorted to give the reader 
a view of what the research has brought up. The aim is to use the quantitative data as the 
foundation, and in order to give it more meaning use the qualitative data as a support for 
interpretation. 

In order for the authors to determine which cities that are differing when running the 
ANOVA test, it will be accompanied with a Scheffe test, which can find where the differenc-
es between the means lie. The Scheffe test is presented in appendix 9 and the cases with a 
significant difference is indicated with a * in the “Mean Difference I-J”- column. 

3.4 Critique of Method 

3.4.1 Reliability 

In order to determine whether a research is reliable or not, one need to consider the differ-
ent threats to reliability including: participant error, participant bias, observer error and observer bias 
(Robson, 1993).  

The authors of this thesis try to reduce participant error by including as many as 35 state-
ments in the questionnaire to be able to measure the perception of leadership. Fewer 
statements would reduce the reliability, while more than 35 statements would probably 
make it too extensive for the participants. To reduce threats to participant bias the authors 
chose to send the questionnaires to the employees‟ home address, included is a pre-paid 
envelope with the address of Rickard Johansson for the participants to return the ques-
tionnaires for analysis. This in order to guarantee the employees complete anonymity and 
eliminate influence from the managers.  



 ARE YOU THE LEADER YOU THINK YOU ARE? - Perception of leadership in three Team Sportia stores: a case study  

Johansson, Leander and Nilsson 

 
22 

The authors take observer error and bias into account when conducting the interviews with 
the managers. The semi-structured interviews are conducted with the managers in the set-
ting of their own offices and with open-ended questions. The authors chose to record the 
interviews in order to avoid misinterpretations and be able to listen to them more carefully, 
when conducting the analysis.  

In order to improve the reliability of this study the authors chose to find inspiration from 
previous questionnaires and/or create their own statements with the support from relevant 
and trustworthy theories, to reduce errors. The statements are posed in Swedish to the 
managers and their employees, to avoid misinterpretations due to differing language skills. 
The authors also chose to conduct a pilot study, in order to re-phrase questions that might 
be easily misinterpreted by the participants.  

As seen in section 3.3.2.1 the authors perform Reliability Test to analyze the quality of the 
questionnaire used in this report. The statements are analyzed within the ten dimensions of 
leadership, with a Cronbach alpha of 0.7 as a benchmark for quality. As the reader can see 
in appendix 7, the result of the Reliability Test implies that only two of the dimensions, 
Stress and Consideration, turn out to have a Cronbach alpha exceeding 0.7. This indicates a 
low reliability regarding the questionnaire. However, it does not automatically mean that 
the statements are of poor quality, since it could be the result of the low number of res-
ponses from the employees, a mere 18 of 39, or the low number of statements in relation 
to some of the dimensions (Field, 2009).  

In order to improve the reliability, one can take a closer look at the output from the relia-
bility test and see that it is possible to remove some of the statements to achieve a greater 
Cronbach alpha score. Statements 7, 12, 22 and 28 seem to have a negative impact on the 
Cronbach alpha, hence by removing these statements from the questionnaire, add more 
statements to each dimension and increasing the number of responses will yield a more re-
liable result. The authors also investigated the possibility to conduct a factor analysis, in-
cluding the ten different dimensions of leadership discussed. However, this was not suita-
ble since the number of participants was not high enough.  

To ensure high reliability, the authors critically review the secondary data used in this re-
port. The foundation of the theoretical framework relies upon previous well-cited research 
as well as literature in relation to leadership, which the authors consider to be relevant and 
reliable sources of information.  

3.4.2 Validity 

The issue of validity refers to whether the results are really reflecting what they appear to re-
flect (Robson, 1993). Robson (1993) furthermore argues that as a researcher one need to 
question if the outcomes are true or if they are actually an effect of something else. 

The authors of this report are investigating the perception of leadership and its alignment 
between employees and leaders. One method of conducting such investigation is referred 
to as 360-degree feedback, which has previously been used for the same purpose as the one 
covered in this report. Hence, the tools used in this report to measure perception have 
been previously applied and critically discussed in different research settings. However, as 
stated by Drew (2009), the questionnaire is preferably developed with regards to the tar-
geted environment, hence, the exact same questionnaire used in this report has not been 
used in previous research. On the other hand, the authors are being inspired by, and are ga-
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thering information on, previously used questionnaires and believe to deliver a fair view of 
the researched environment by using these tools.  

When it comes to the qualitative data gathered by the authors, individual interviews with 
leaders are conducted. Hence, they are regarded as equally important and are given the op-
portunity to reveal their own opinion of the issues that are discussed. The interview materi-
al is used to give a clearer picture of the quantitative data collected. 

3.4.3 Generalizability 

Since the authors chose to investigate entire populations in this report one might say that 
there is no reason to reflect over the ability to generalize their findings to a larger degree. 
However, since the percentage of responses varies for the different research units this is of 
importance to consider. The authors mailed the questionnaires to the home address of all 
the employees and included pre-paid envelopes to send the questionnaire back for analysis. 
The authors chose this method to ensure the employees anonymity, minimize the risk of 
influence of their manager and delimit peer pressure. Furthermore, the authors contacted 
the three managers and reminded them to urge the employees to participate.  

The amounts of responses have varied from the different stores, 7/8 (88 %) employees re-
sponded from Mariestad, 6/15 (40 %) employees responded from Stockholm and 5/16 (31 
%) responded from Jönköping. The reasons for why not more of the employees in Stock-
holm and Jönköping chose to participate in the survey could be that some might not con-
sider participating as part of their job-description, have a strained relation to their manager; 
not perceive this to be beneficial for them or not consider themselves to be experienced 
enough to respond. These are just a few of the possible reasons for why the response rate 
from Stockholm and Jönköping is not as high as from Mariestad.  

The perception among the employees in Stockholm and Jönköping could have been prov-
en stronger or changed in case of a higher response rate. However, the perception among 
the employees in Mariestad is regarded to reflect the reality.  

4 Empirical Material 

This chapter first presents a summary of the three qualitative interviews made with leaders at the three 
Team Sportia stores. This is followed by the results of the quantitative section including both leaders and 
employees perception of leadership. 

The names of the managers, Gren, Liedholm, Nordahl, are made-up by the authors of this 
thesis, and in reality they are called something else. The authors have posed the same pre-
established questions to all three of the managers, however since the chosen style of ga-
thering data is through semi-structured interviews, all of the interviews differ from each 
other. Even though all three of the interviews have differences in their characters, the au-
thors chose to divide them into uniformed sections for the benefit of the reader. All man-
agers have proofread and approved the summaries of their interviews.  

4.1 Gren – Stockholm 

All of the following information included in section 4.1 was retrieved through personal 
communication with Gren 2010-03-24.  
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Gren is the Co-Founder of five Team Sportia stores and he is the Store Manager and CEO 
for one of the Team Sportia stores in Stockholm.  

4.1.1 Training & Education 

Gren received leadership training both in the military and through seminars and programs 
held by his previous employers and Team Sportia. He has also helped created versions of 
the leadership programs offered by both Team Sportia and New Sports (another sport re-
tail chain of stores). Gren believes that the more work experience a leader has, coming into 
a leadership program or seminar, the more he or she will benefit from it since the leader 
will have more insight and be able to relate more to the material and lectures offered.  

4.1.2 Team Sportia – Stockholm  

Within the five-store constellation of Team Sportia stores that Gren is a co-owner of, the 
leadership experience for each store manager varies. Gren has over a decade of experience 
from running a store and managing the staff, while there are those with hardly any expe-
rience at all. Between these store managers there is somewhat of a mentoring program in 
effect, the aim is that there should always be someone you can call if you want to ask for 
guidance or help. The mentoring program is of benefit for both the less experienced store 
managers as well as for him and the others with more experience, Gren reveals. He stresses 
the importance of having someone to keep an open dialogue with in order to improve your 
leadership, but also get a second opinion regarding everyday decisions and problems. Hav-
ing a mentor is, according to Gren, probably the best way to “learn the ropes” of becoming 
a successful leader. Gren refers to his colleague “Thomas” as his mentor and describes him 
as an important part of the development of his own leadership style. „I feel comfortable 
picking up the phone to ask for help, guidance or a meeting where we can go through 
whatever issues I might have. Without this valuable asset, it is very easy that I become nar-
row minded or even worse, become stuck and focus on the wrong things‟ Gren states.   

According to Gren, one of the greatest strengths for the five-store constellation that he 
runs is the diversity of knowledge among all of the key persons. This is a positive outcome 
from the fact that all of them work with all of the aspects of running these stores. They do 
not divide the responsibilities and tasks among themselves but rather make sure everyone 
stays up to date with every aspect of successfully running the five-store constellation. Gren 
has no problem delegating tasks and responsibilities to his staff and states „as long as I am 
able to plan and effectively communicate what I expect from my staff, there is no problem 
to hand out responsibilities and delegate tasks‟. All of the five Store Managers and the co-
owners see each other as great assets and complements to each other, reveals Gren.  

4.1.3 Leadership 

Gren claims that one of the keys to effective and good leadership is to be able to detect 
and take care of issues and problems as soon as they appear. Gren states that „to be able to 
predict upcoming issues and deal with them straight away is extremely beneficial in the long 
run. As a manager it is important that I find a way to find sustainable solutions for prob-
lems that might re-occur, so that I can focus on improving other things.‟  

Gren primarily describes his leadership style as explicit, he states that „it is extremely impor-
tant that I am clear and distinct in my leadership and that I make sure that everyone knows 
exactly what you expect from me.‟ „The more clear and precise I am the easier and more 
comfortable it will be for everyone involved.‟ Furthermore, he explains the importance of 
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stating clear and defined goals and expectations „if I am unable to express what I expect of 
my staff, e.g. the common goals and rules, then I will find myself with a group of people, 
all of them with their own individual agendas.‟ Besides explicitness, Gren describes himself 
as a good listener, which reflects his leadership style:  

‘I must be willing to listen to my staff, mostly because they often have very good ideas on how to improve the 
business. It is equally important that I take my time and show interest in their problems, both work related 

and private issues.’ – Gren, personal communication 

The third most important feature of Gren‟s leadership style is, according to himself, that he 
is very result-oriented. He clarifies that „everything we do should strive to improve our re-
sults, everything‟. Gren explains that many things will become easier if he as a manager is 
able to communicate this to his staff. If he can get his staff to subconsciously think about 
results in every decision they make, his organization will see improved results eventually. 
Gren mentions that his results-oriented style of leadership has not always been beneficial, 
„sometimes I have pushed my staff too hard in order to achieve results, and occasionally 
you step on someone‟s toes. But the older and more experienced I have become, it is easier 
to know when to push and when to back off‟, Gren admits.  

Gren states that his leadership is negatively affected by stress but adds: „Everyone is nega-
tively affected by stress, to some degree, regardless of who you are.‟ Furthermore, Gren 
explains that he has developed as a leader over the course of his career. Being able to adapt 
his leadership to different situations and his way of interacting depending on the staff is 
something that has come along over the years, according to him.  

4.1.4 Team Sportia 

The main advantage Team Sportia as a company has, according to Gren, is the competence 
and the entrepreneurial spirit of all of the private store managers and owners. Since most of 
the owners of the Team Sportia stores have great knowledge of running small and middle-
sized enterprises, the decisions being made are often very profitable and aligned with the 
best possible outcome, Gren states.  

Furthermore, Gren claims that the communication and cooperation between the different 
Team Sportia stores located within the greater Stockholm area is better than the communi-
cation within other areas. He explains that this is because the geographical area of Stock-
holm is quite small while there are more than enough customers for each store to go 
around. The Stockholm stores have an open dialogue and cooperate when it comes to 
marketing and special offers. Gren informs that „we do not have to book a meeting in or-
der to agree upon decisions that affect several of the Stockholm stores. Often it is more 
than enough that one of us Store Managers or owners call the others in order to come to 
an agreement.‟ Having this type of communication is beneficial for everyone, according to 
Gren.  

Gren is decisive when he explains that Team Sportia should focus on being a store for the 
greater number of people and not the trendsetters or those who are perceived as experts in 
their sport.  

When Gren is asked to speculate about the future, he states that sales towards teams and 
clubs nowadays and in the future will go through the stores that are specialized with that 
kind of sales. He has noticed that all of his five stores have decreased their sales of sports 
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equipment for those who practice their sport up to four or five times a week. He explains 
that Team Sportia's club stores are responsible for that kind of sales. 

4.1.5 Questionnaire 

 

 

4.2 Liedholm – Mariestad 

All of the following information included in section 4.2 was retrieved through personal 
communication with Liedholm 2010-04-06.  

Liedholm was engaged in the sport retail industry even before Team Sportia was founded 
and has been a franchise owner of a Team Sportia store since 1989. Liedholm is the Store 
Manager, owner and founder of Team Sportia in Mariestad and he is the chairman of the 
board Team Sportia. He is also the co-owner of three other Team Sportia stores; one in 
Skövde and two stores in Örebro.  

4.2.1 Training & Education 

Liedholm admits to have very limited work experience besides from his career within the 
sport retail industry. He did his military service and graduated as second platoon leader 
even though he did not receive the official leadership training. Liedholm has taken a few 
independent courses in accounting and computer programming and the leadership training 
that Liedholm has received is the one provided by Team Sportia. He describes the training 
as „a few, one to two day seminars, a couple of times over the years…the leadership train-
ing has been developing, due to the fact that it was aimed towards the whole organization 
and the core has been around the concept of sales.‟ 

4.2.2 Team Sportia - Mariestad 

Team Sportia in Mariestad has 10 employees; eight of them work on the floor of the store 
or in the workshop and the other two works in the back office. Liedholm describes that his 
position in the company has changed over the years and that he nowadays is not as active 
in the day-to-day operations of the store. He has delegated most of the tasks to his em-
ployees but he is still present and has the overall control of things.  

Graph 1. Answers Leader Stockholm (answering scale 1-5) 
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4.2.3 Leadership 

When Liedholm is asked to describe his own leadership, he explains that he tries to dele-
gate and inspire his employees to be responsible and take decisions on their own, as much 
as possible. „I strive to create an atmosphere where each individual has the confidence and 
knowledge to make decisions without consulting me. This demands that I, as a manager 
give each employee the time and support they need to assure their goals and ways of work-
ing are aligned with the goals and structure that I have set up‟, Liedholm explains. Fur-
thermore, Liedholm explains that his leadership philosophy is that he wants his work force 
to have as high degree of autonomy as possible. He states that „I try to keep an open dialo-
gue with my staff and do my best to assure them that I am always open for discussions on 
how to make the store more profitable and effective.‟ 

His strengths as a leader, according to Liedholm, are his abilities to delegate responsibilities, 
communicating goals and strategies as well as his ability to perform risk analyses.  

‘I believe it is important to have the self-perception to realize that you as a leader do not always know what 
the right decision to make is.’ – Liedholm, personal communication 

Furthermore Liedholm states that „I try to keep an open mind and discuss problems and 
different possible outcomes with my staff, in order to find the best solution.‟ Liedholm ex-
plains that even though he has chosen to distance himself from most of the daily opera-
tions, he is highly involved in the profitability of all aspects of his stores. „I have delegated 
the responsibilities in most areas of the day-to-day operations, which is a necessity if one 
wants to be an effective leader.‟ Liedholm states that one area in which he could improve is 
to offer his staff further training and the support for them to pursue their individual goals 
and ambitions.  

Liedholm claims that he tries his best to keep an open dialogue with his staff whenever a 
problem or issue is brought up. „I am a firm believer that I gain the most from listening to 
others before I reach my decision. Sometimes I discuss the issue with the staff member 
who brought it up to widen my horizon, other times I turn to others.‟ Liedholm explains 
that he has two persons that he can turn to when he feel that he could use guidance or a 
second opinion.   

Liedholm explains that he tries to share the knowledge and competence as well as keep a 
positive atmosphere among the staff in his stores. In order to stay competitive, Liedholm 
believes every member of the staff have to feel involved. Even though competitors have 
entered the market in Mariestad, he perceives it as a challenge and great opportunity to fur-
ther strengthen their position and even gain market share in that geographical area. Lied-
holm welcomes the competition and believes that it will make him and his staff to “stay on 
their toes” and develop further. In the areas where his other stores are located he is well 
aware that Team Sportia is not currently the market leader, but it seems as if Liedholm has 
a strategy to gain market shares and grow further. A part of the strategy is to focus on run-
ning and offer the best range of products for that segment. A strategy that will not increase 
their market shares over night, but rather earn the trust of their customers over time.  

Liedholm explains that for a business strategy to become reality, he as a manager have to 
implement the idea with his staff, „I need to explain, describe and convince the staff what it 
is that I would like to accomplish, in order for everyone to strive for the same results. A 
key to succeed is to make sure that everyone work as a team and offer the right type of 
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support to each employee along the way.‟ Liedholm admits that he has been more success-
ful in some of his stores with communicating goals and strategies, than others.  

4.2.4 Team Sportia 

When asked to predict the future of the sport retail industry, Liedholm is positive. „This in-
dustry is stable compared to many other industries since it is not as sensitive to market 
fluctuations as other ones. There will always be a demand for goods and products for exer-
cising. Even though we are in the middle of a financial crisis our industry continues to 
grow.‟ Furthermore, Liedholm is convinced that the competition will increase. He men-
tions international companies that already have decided to enter the Swedish market, as a 
threat to his stores and Team Sportia as a whole.  

For Team Sportia to grow further in the geographical area where Liedholm‟s stores are lo-
cated, he is convinced that they have to become better and more effective in maximizing 
the competences they possess. This is something other Store Managers within Team Spor-
tia can improve and gain from as well, according to Liedholm.  

According to Liedholm, Team Sportia‟s biggest strength for the future is the entrepreneuri-
al spirit of each storeowner. Liedholm believes that this will play a key role in the near fu-
ture. „We have the necessary competence and knowledge to meet the competition and keep 
on gaining market shares as long as we use our competencies and focus on our strengths.‟ 
Liedholm believes that storeowners will not be able to rely on making profits solely on wise 
business decisions. Instead, each and every Store Manager will have to improve their man-
agement and leadership skills and use key figures to a further extent, to support their goals 
and strategies. Meanwhile Team Sportia as an organization will have to utilize their size and 
impact to reach better deals with the suppliers and shoulder a larger responsibility for the 
business decision than today. „Team Sportia have to increase their profits through more ef-
fective logistic solutions and align the organization in a more industrialized fashion in order 
to stay competitive.‟ 

4.2.5 Questionnaire 

 

Graph 2. Answers Leader Mariestad (answering scale 1-5) 
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4.3 Nordahl - Jönköping 

All of the following information included in section 4.3 was retrieved through personal 
communication with Nordahl 2010-04-12. 

Nordahl is the owner, Store Manager and founder of the Team Sportia store in Jönköping. 
Beside the store in Jönköping, Nordahl arranges and manages temporary stores for the bi-
cycle event Vättern Runt and the orienteering meet O-Ringen once a year.  

4.3.1 Training & Education 

Nordahl has never been employed; instead he chose to run his own stores in the sport re-
tail industry. He has done the compulsory military service but completed it under the cir-
cumstances of an athlete. Therefore, he did not receive any formal leadership training. 
Nordahl has not studied at college or university but has participated in a leadership pro-
gram that focuses on different aspects of leadership.  

Nordahl states that the leadership program he attended over the last three years has helped 
him develop as a leader. He can choose what aspects of leadership to study in depth and 
meet regularly with his mentor once a month. Nordahl mentions that he has an open dialo-
gue with his mentor and feel that she is someone that he can turn to when he need advice. 
Furthermore, he is convinced that the leadership program has helped him to develop to a 
better manager and leader, and thus been profitable for his Team Sportia store.  „When I 
look back I can see that I was very unorganized and did not have the same control over the 
administrative part of my organization as I do today.‟ 

4.3.2 Team Sportia – Jönköping 

Nordahl explains straight away that he has delegated most of the responsibilities of the dai-
ly operations to two other staff members. Even though he is not as active in his role as a 
Store Manager as he has been over the years, Nordahl states that he is involved in most of 
the decision making and stays up to date with everything that is going on but that he is 
working actively and daily with 5-6 people in his organization.  

Except for the store in Jönköping, Nordahl explains that he twice a year arranges and sets 
up temporary stores when two big sporting events take place. Within the coming two years, 
Nordahl aims to open up at least four new stores. His goal is to have a five-store constella-
tion that has one administrative office that takes care of marketing, ordering and Human 
Resource etc. This plan will also open up possibilities for his staff to develop within the or-
ganization.  

4.3.3 Leadership 

When Nordahl is asked to describe his own leadership style, he mentions that he tries to 
envision the future, set up goals and keep good track of results. Furthermore, he claims 
that one of his strengths is his ability to always stay goal-oriented and have something in 
particular to work for. At the same time he is aware of that one of his weaknesses is his in-
ability to state and describe these goals for his staff. „I always have goals and ambitions that 
I try to accomplish, but I know that I sometimes does not communicate and describe them 
as well as I wish I could.‟ Nordahl explains that he has to emphasize on making sure all of 
his staff is on the same page and strive to accomplish the same goals. „Some of the staff see 



 ARE YOU THE LEADER YOU THINK YOU ARE? - Perception of leadership in three Team Sportia stores: a case study  

Johansson, Leander and Nilsson 

 
30 

their jobs as something more than a paycheck, while others just see their jobs for what it is; 
just a job. It is important that I try to motivate all of them.‟ 

4.3.4 Team Sportia 

Nordahl argues that Team Sportia could do more to support the store managers and own-
ers when it comes to staff training and development. Unfortunately Nordahl admits that he 
does not have any other storeowner or manager within the Team Sportia organization that 
he can discuss problems and decisions with. Team Sportia arranges occasions for the 
storeowners in the same region to meet and discuss problems and decisions, but he has not 
found another storeowner with the same visions and goals that he can relate to.  

Nordahl express that he wishes Team Sportia‟s was more involved and offered more sup-
port to the storeowners. „There is no reason for each and every one of us store managers to 
create our own system for schedule, training, salaries…it would be more convenient if 
Team Sportia had a structure in place for those things.‟  

Nordahl believes that the competition in the industry will become fiercer over the next 
couple of years, and that each storeowner has to utilize their entrepreneurial abilities to stay 
profitable or even gain market shares. Team Sportia also have to strengthen their position 
in the Stockholm market in order for the organization to grow at a larger scale. Further-
more, Nordahl states that Team Sportia has to have the courage to get rid of the store 
managers that does not deliver the desired results.  

‘There is no room for Store Owners or managers within Team Sportia that are unable to achieve results.’ 
- Nordahl, personal communication 

4.3.5 Questionnaire 

 

 

4.4 Questionnaire Employees 

Graph 4, 5 and 6 are compilations of the modal response of all the employees at Team 
Sportia in Stockholm, Mariestad and Jönköping (see section 4.4.1, 4.4.2 and 4.4.3 respec-
tively). The statements are answered on a scale from “1 – 5”, where 1 implies “Strongly 
disagree” and 5 means “Strongly agree”. For more in-depth descriptive statistics regarding 
the answers, such as central tendency and measures of spread, see Appendix 10-12.  

Graph 3. Answers Leader Jönköping. (answering scale 1-5) 
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4.4.1 Employees Stockholm 

 

 

 

4.4.2 Employees Mariestad 

 

 

Graph 4. Answers Employees Stockholm 

Graph 5. Answers Employees Mariestad 
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4.4.3 Employees Jönköping 

 

5 Analysis 

This chapter analyzes the gathered results from both the interviews with the leaders and the questionnaires, with 
the support of the theories. The result is presented with respect to each dimension of leadership.  

This chapter analyzes the responses from both the questionnaire with the leaders and the 
employees (see Appendix 4 and 5) as well as the interviews with the leaders (see section 4). 
This is done with the support of the theories (see section 2) for each dimension of leader-
ship as well as perception of leadership and 360-degree feedback. Both graphs and descrip-
tive statistics describing the responses to the questionnaires are presented in relation to the 
different dimensions of leadership. The results are presented for each store Stockholm, 
Mariestad and Jönköping respectively; in conclusion to this chapter the authors will present 
differences and similarities between the research units.    

5.1 Stockholm 

 

 

The authors choose to consider the following, in excess of equal answers, as an alignment 
in perception: “agree”/”strongly agree” and “disagree”/”strongly disagree”. As noted 

Graph 6. Answers Employees Jönköping 

Graph 7. Answers Team Sportia Stockholm 
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above, the leader/employees perception is aligned in regards to the following statements: 1, 
3, 5, 6, 7, 8, 11, 12, 15, 16, 17, 18, 20, 21, 22, 23, 24, 25, 26, 28, 30, 31 and 34. 

5.1.1 Adaptability 

Statement 1: My manager can easily adapt his leadership to different situations. 

Statement 2: My manager’s leadership is negatively affected, and he often gets frustrated, when unpredicted events occur. 

 

 

 

 

 

 

 

 

 

 

Both Gren and his employee‟s states that they believe that Gren can easily adapt his leader-
ship to suit the needs of different situations. In the interview with Gren he mentions that 
his ability to adapt his leadership to various situations is something that he has learned over 
the years. However, he still remains humble and claims that he develops as a leader for 
each year. Since the industry can be a fast changing one, it is positive that Gren possess the 
strength to adapt his leadership to different situations.  

Gren states that he “strongly disagree” to statement 2 while the modal response of his em-
ployees to the same statement is “neither agree nor disagree” or, as in one case, “strongly 
agree”. Gurvis et al. (2005) state that development and changes are something that a busi-
ness leader will have to face and adapt to daily. Hence, it is important for Gren to pay at-
tention to the range in perception among the employees regarding statement 2. 

5.1.2 Empowerment 

Statement 3: My manager welcomes me to participate when it comes to decision-making. 

Statement 4: My manager makes all the decisions in critical situations. 

Statement 5: My manager often implements my ideas.  

Statement 6: My manager makes me perform better than I expected.  

Statement 7: Even if my manager asks me for my opinion, he always reserves the right to make the final decision himself.  

Statement 1 2 

Employees response 

Central Tendency Mode 4 3 

Median 4 3 

Measures of Spread Range 2 2 

Min/Max 3/5 3/5 

Modal per-
centage 

40% 80% 

 

Leaders response 4 1 

 
Table 1. Adaptability Stockholm 
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Statement 8: My manager often delegates leadership roles and areas of responsibility. 

 

Gren states that he delegates leadership roles and areas of responsibility, as well as welcom-
ing his staff to participate in the decision-making. His employees perceive this to be the 
case as well; 80 % of the employees feel welcomed to participate in the decision-making 
(See statement 3). Furthermore the employees state that they feel that Gren often imple-
ment their ideas which implies that they feel empowered by Gren. Goethals et al. (2004) 
argue that the leader can focus on broader strategic decisions and contribute to the organi-
zation on a larger scale when the employees feel empowered and the decision-making 
moves further down the hierarchy.  

Gren states that regardless if he asks his employees for ideas, he always reserves the right to 
make the final decision himself. The responses from his employees to statement 7 show 
that they have the same perception. 

The modal response from the employees to statement 4 is “neither agree nor disagree” but 
it is worth mentioning that the responses range from “disagree” to “strongly agree”. 
Meanwhile, Gren does not perceive himself to make all the decisions during critical situa-
tions and answered, “Strongly disagree” to the same statement. The misalignment in per-
ception in this statement could be due to that Gren always reserves the right to make the 
final decision himself and some of the employees might link these two statements to each 
other.  

The perception between Gren and his employees are aligned when they are asked if Gren 
improves the employee‟s performances. Noteworthy, Gren should be aware of the rather 
low modal percentage regarding statement 6. Hence the range in responses from the em-
ployees varies, meaning that some of the employees do not share this perception.  

One can argue that Gren‟s employees feel empowered, which is a strength for Gren‟s or-
ganization. According to Goethals et al. (2005), some of the positive results from empo-
werment are the increase in motivation and satisfaction as well as increased flexibility and 
better job performances. In the interview (see section 4.1), Gren explains that he takes ad-
vantage of daily and weekly meetings as well as individual meetings with his staff to make 
sure they all feel involved and aware of both short- and long-term goals for the organiza-

Table 2. Empowerment Stockholm 

Statement 3 4 5 6 7 8 

Employees response 

Central Tendency Mode 4 3 4 4 4 4 

Median 4 3 4 3 4 4 

Measures of Spread Range 2 3 1 2 1 1 

Min/Max 2/4 2/5 3/4 2/4 4/5 4/5 

Modal per-
centage 

80% 40% 80% 40% 60% 67% 

 

Leaders response 5 1 4 4 5 5 

 



 ARE YOU THE LEADER YOU THINK YOU ARE? - Perception of leadership in three Team Sportia stores: a case study  

Johansson, Leander and Nilsson 

 
35 

tion. This includes for example current and upcoming campaigns, and daily, weekly and 
monthly budgets. Furthermore, Gren explains that he implements values, missions and be-
liefs thoroughly when he employs new employees. Here, Gren utilizes all of the four levers, 
which Simons (1995) argues leaders can use to harness creativity and increase initiative 
among the employees. 

5.1.3 Autocracy vs. Democracy 

 

The greatest difference in perception between Gren and his employees is shown in the res-
ponses to statement 9, Gren answered, “1” while his employees response range from “3” 
to “4”. Even though a misalignment in perception is always negative, the employees do 
perceive Gren to ask them for advice and hence perceive Gren to be democratic in this 
sense 

The responses from Gren‟s employees to statement 10 ranges from “strongly agree” to 
“strongly disagree”, while Gren answered “Neither agree nor disagree”. Since the statement 
refers to whether his employees question his directives, the wide range in responses from 
the employees as well as Gren‟s response could be due to that some of his employees feel 
comfortable with questioning his directives, while others do not. It is important that Gren 
acknowledge the differences in perception among the employees and further consider why 
this occurs.  

The perception concerning statement 11 is significantly more aligned, both among the em-
ployees and with respect to Gren‟s own self-perception. All of the employees have ans-
wered “strongly agree” or “agree”, while Gren answered “Strongly agree”. This implies that 
all of the employees feel that they can ask Gren questions regarding job assignments and 
more importantly, that Gren welcomes them to do so.  

Statement 9: My Manager asks me for advice when it comes to planning and future strategies. 

Statement 10: I often question my Managers directives.  

Statement 11: I feel welcomed to ask my Manager questions regarding job assignments. 

Statement 12: My Manager prefers to give me detailed job assignments and take part in how they are performed. 

Statement 9 10 11 12 

Employees response 

Central Tendency Mode 4 2 5 4 

Median 4 2.5 5 3.5 

Measures of Spread Range 1 4 1 3 

Min/Max 3/4 1/5 4/5 2/5 

Modal per-
centage 

80% 33% 83% 33% 

 

Leaders response 1 3 5 4 

 
Table 3. Autocracy vs. Democracy Stockholm 
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Regarding statement 12 Gren answered “Agree”, which is aligned with the mode response 
from his employees. Furthermore, it is important to shed light to the fact that the res-
ponses from the employees range from “disagree” to “strongly agree”. It can be beneficial 
for Gren to consider why this range in perception exists and if he influences it to become 
more aligned.  

Overall the employees perceive Gren‟s leadership to be more democratic than autocratic. 
According to Gastil (1994) democratic leadership is achieved when the leader distributes 
responsibilities, empower his employees and offer them support when they perform their 
assignments. 

5.1.4 Stress 

 

Regarding statement 13, Gren states that he tries to act calmly in stressful situations in or-
der to influence his employees to act similarly. There is a misalignment in the perception 
since the employees responds “disagree” to the same statement.   

Furthermore the employees perceive Gren‟s leadership to be negatively affected by stress 
according to their responses to statement 14. Meanwhile, Gren answered “Neither agree 
nor disagree” to the same statement and he stated in the interview that all leaders are af-
fected by stress to some degree.  

As shown above, there is a misalignment in perception between Gren and his staff within 
the dimension of stress. According to the Yerkes-Dodson Law (1908) too much stress 
causes performance to decrease, especially under difficult tasks. Even though Gren does 
not perceive his leadership negatively affected by stress, his employees do. This fact is 
something that Gren has to consider and be aware of. One negative implication among the 
staff if they perceive Gren to be stressed could be that they may hesitate to answer ques-
tions when the perceive him to act stressfully.  

Statement 13: During stressful situations my Manager acts calm to achieve the same effect on me. 

Statement 14: My Manager’s leadership is negatively affected by stress. 

Statement 13 14 

Employees response 

Central Tendency Mode 2 4 

Median 2 4 

Measures of Spread Range 3 2 

Min/Max 1/4 3/5 

Modal per-
centage 

60% 60% 

 

Leaders response 4 3 

 
Table 4. Stress Stockholm 
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5.1.5 Goals 

 

The most common response from the employees, when asked if Gren uses individual de-
velopment plans, is “agree”, while Gren answered, “Strongly agree”.   

Gren answered, “Strongly agree” to statement 16 as well. The employees‟ response to the 
same statement is “agree”, which implies that Gren clearly communicates goals and how 
they are supposed to be achieved. Gren states in the interview that his leadership is very re-
sult-oriented. To be able to improve results he claims that all decisions and everything his 
employees engages in should strive to improve the results. According to Saloner et al. 
(2001) and Latham et al. (1991), in order to achieve improved results it is important to set 
up clear short- and long-term goals. However, it is important that the goals are clearly de-
fined and explained since it can contribute to a higher motivation for the employees and 
the competitiveness for the entire firm (Saloner et al., 2001). These two statements (state-
ment 15 and 16) clearly indicate that Gren‟s result- and goal-oriented leadership is aligned 
with the perception of his staff. 

5.1.6 Communication 

Statement 17: When my manager tells me what has to be done, he gives me clear instructions on how the task is supposed to 
be performed. 

Statement 18: My manager regularly informs me about his expectations in regards to my performances. 

Statement 19: My manager regularly expresses his satisfaction with my performances. 

Statement 20: My manager communicates in an efficient way. 

Statement 21: I argue that the most efficient way of communicating is face-to-face. 

Statement 22: My manager handles less important issues via e-mail. 

Statement 23: Efficient communication is the foundation of a close and successful professional relationship. 

Statement 24: A non-functioning professional relationship is a result of poor communication. 

Statement 15: My Manager uses individual development plans for me. 

Statement 16: My Manager clearly communicates goals and how they are supposed to be achieved. 

Statement 15 16 

Central Tendency Mode 4 4 

Median 4 4 

Measures of Spread Range 2 3 

Min/Max 2/4 2/5 

Modal per-
centage 

60% 60% 

Leaders response 5 5 

 

 
Table 5. Goals Stockholm 
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According to Gren, clear and explicit communication is the most important factor of his 
leadership. He stresses the importance that everyone in the organization is aware of what 
he expects from him or her.  

„The more clear and precise I am the easier and more comfortable it will be for everyone involved’              - 
Gren, personal communication 

The responses to statement 17 through 24, except for statement 19, imply a strong align-
ment in the perception between Gren and his employees. The difference in perception re-
garding statement 19 is quite surprising, since Gren argues that he could express more sa-
tisfaction towards his employees while the employees seem to be satisfied with Gren‟s 
communication in this issue.  

Nevertheless, it can be argued that Gren has succeeded in implementing an efficient com-
munication environment at Team Sportia Stockholm. The reason for this strong alignment 
could be the result of the organized structure of both regularly held staff-meetings and in-
dividual performance reviews that Gren implements. According to Madlock (2008), there is 
a relationship between a leader‟s communicator competence and the job-satisfaction 
among his employees, which should be regarded as very positive for Gren.  

5.1.7 Risk Propensity 

Statement 25: My manager takes risks when it comes to strategic decisions regarding the company. 

Statement 26: My manager appreciates when I take initiatives and make decisions on my own. 

Statement 17 18 19 20 21 22 23 24 

Employees response 

Central Tendency Mode 5 4 4 4 5 1 4 4 

Median 5 3.5 3.5 4 5 1 4 4 

Measures of Spread Range 2 3 2 2 1 3 1 2 

Min/Max 3/5 2/5 2/4 3/5 4/5 1/4 4/5 3/5 

Modal per-
centage 

67% 33% 50% 67% 67% 67% 67% 50% 

 

Leaders response 5 5 2 5 5 1 5 5 

 

 
Table 6. Communication Stockholm 
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The responses to statement 25 show that Gren answered, “strongly disagree”, while his 
employees‟ responses range from “strongly disagree” to “agree”. However, the mode re-
sponse from the employees shows an alignment with Gren‟s self-perception. According to 
Bloisi et al. (2003), if a manager is risk averse, as Gren is, he might foresee some profitable 
opportunities for the business. However, both Gren and his employees perceive Gren‟s 
leadership style as encouraging employees to take initiatives and make decisions on their 
own.  

Gren should be aware that the perception regarding these two statements varies among the 
employees, as noted by the modal percentage of 50 and 67 percent respectively.   

5.1.8 Trust 

Statement 25 26 

Employees response 

Central Tendency Mode 1 4 

Median 2 4 

Measures of Spread Range 3 3 

Min/Max 1/4 2/5 

Modal per-
centage 

50% 67% 

 

Leaders response 1 5 

 

Statement 27: My manager closely monitors me to make sure that I perform my duties in a correct way. 

Statement 28: My Manager prefers to delegate job assignments and assumes that they are performed. 

Statement 29: I would perform my duties independently, regardless if my Manager closely monitors me and gives me clear 
instructions. 

Statement  27 28 29 

Employees response 

Central Tendency Mode 2 5 5 

Median 2 4.5 5 

Measures of Spread Range 3 1 1 

Min/Max 1/4 4/5 4/5 

Modal per-
centage 

50% 50% 67% 

 

Leaders response 4 5 3 

 

 

Table 7. Risk Propensity Stockholm 

Table 8. Trust Stockholm 
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Regarding statement 27, there is a misperception between Gren and his employees. The 
mode of the employees is “2”, which 50 percent of the employees have answered, while 
Gren answered “4”.  

If employees perceive their leader to trust them, it can have a positive effect on their job-
performances. According to Solomon et al. (2003), trust has a major impact on effective-
ness within organizations. In the case of Gren and his employees, Gren seem to trust his 
employees and believes that they are fully capable of performing their duties without his 
monitoring during shorter periods of time, as he states in the interview. The employees 
even feel less monitored, modal answer equal to “2” to statement 27, than Gren claims to 
be.  

On both statement 28 and 29, all of the employees have answered “4” or “5”. This implies 
that the employees perceive themselves to be trusted by Gren and that they are capable of 
performing their job-assignments independently. Gren‟s perception is aligned with his em-
ployees regarding statement 28. However, in statement 29 Gren responds “3” and states in 
the interview that for a shorter period of time he is confident in his employees while over a 
longer time span his leadership and instructions would be needed. Through the interview, 
Gren explains that his leadership focuses on delegating job assignments, areas of responsi-
bilities and clearly expresses the expected outcome and then takes on a more supportive 
role. Gren‟s leadership is supported by the theory by Goethals et al. (2004), that organiza-
tions with high level of trust have a potential of being more productive and effective.  

5.1.9 Consideration 

 

Statement 30: My Manager and I discuss non-work related issues. 

Statement 31: My Manager easily detects when I have personal problems. 

Statement 32: My Manager uses after-work, office parties and other activities to improve the relationship outside the 
workplace. 

Statement 33: My manager and I have a friendly relationship at the work place. 

Statement 30 31 32 33 

Employees response 

Central Tendency Mode 5 4 2 4 

Median 3.5 4 2 4 

Measures of Spread Range 4 3 3 2 

Min/Max 1/5 1/4 1/4 3/5 

Modal per-
centage 

33% 60% 40% 50% 

 

Leaders response 5 5 3 3 

 Table 9. Consideration Stockholm 
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Gren states in the interview that one of his strengths, as a leader, is his ability to listen to 
his employees. He claims that by listening to his staff he can improve the business since 
they have good ideas. Furthermore, he states that it is important that he pays attention to 
the employees in order to detect both work related and private issues. Bearing this in mind, 
it comes as no surprise that the results from statement 30 and 31 (“5” on both statements) 
shows that Gren perceives himself to be considering of his employees, a view that is shared 
in the perception among the employees (mode equal to “5” and “4” respectively). Gren‟s 
response to statement 30 and 31 can be connected to the theory of consideration, which 
emphasizes a friendly approach and closeness between the leader and his/her subordinates 
(Hellriegel et al., 2007).  

Regarding statement 32, Gren answered a “3” but claims that he is aware that he could ar-
range more non-work related activities to improve the relationship between employees as 
well as between him and the staff. The response from the employees shows that this per-
ception is shared.  

Even though Gren scored “3” on statement 33, his employees scores between “3” and “5” 
with a modal percentage of “4” on the same statement. Gren should be aware of the dif-
ferences in perception and keep in mind that by acting supportive, which is one of the ma-
jor components of consideration, towards the employees, they will feel more self-confident 
and dedicated. (Yukl, 2006).  

5.1.10 Expertise 

 

The alignment among the employees in regards to statement 34 reveals that their percep-
tion of Gren‟s expertise is in line with Gren‟s self-perception. However, this is not the case 
with statement 35, where Gren claims to have the most knowledge of the services and 
products offered by the store but the employees argue the contrary. French et al. (1959) ar-
gue that expertise amplifies the leader‟s ability to influence his/her followers. Hence, Gren 

Statement 34: My Manager is interested in detail regarding all the products and services that we offer our customers. 

Statement 35: My Manager has the most knowledge regarding the products in the store, how they function and their area of 
use. 

Statement 34 35 

Employees response 

Central Tendency Mode 4 2 

Median 4 2 

Measures of Spread Range 3 3 

Min/Max 2/5 1/4 

Modal per-
centage 

40% 40% 

 

Leaders response 5 4 

 
Table 10. Expertise Stockholm 
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should be aware of this theory as well as the perception of his employees and maybe try to 
improve his technical skills to gain more influence on employees. 

5.2 Mariestad 

 

 

The authors choose to consider the following, in excess of equal answers, as an alignment 
in perception: “agree”/”strongly agree” and “disagree”/”strongly disagree”. As noted 
above, the leader/employees perception is aligned in regards to the following statements: 5, 
6, 8, 11, 12, 13, 16, 18, 19, 20, 21, 23, 26, 27, 28, 29, 30 and 31.   

5.2.1 Adaptability 

 

The two statements regarding adaptability show that Liedholm perceives his adaptableness 
as being somewhat better than the perception of his employees. Liedholm agrees to the 

Statement 1: My Manager can easily adapt his leadership to different situations. 

Statement 2: My Manager’s leadership is negatively affected, and he often gets frustrated, when unpredicted events occur. 

Statement 1 2 

Employees response 

Central Tendency Mode 3 3 

Median 3 3 

Measures of Spread Range 2 1 

Min/Max 2/4 2/3 

Modal per-
centage 

57% 86% 

 

Leaders response 4 2 

 

 

 

 

 

Graph 8. Answers Team Sportia Mariestad 

Table 11. Adaptability Mariestad 
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fact that he can easily adapt his leadership to different situations and disagrees to the state-
ment that his leadership is negatively affected during stressful situations. However, the dif-
ference in perception is small, but worth mentioning is the spread on statement 1. The res-
ponses from the employees range from “2” to “4”, meaning that some employees' percep-
tion is aligned with the manager's.  Despite the difference being small, it is of great impor-
tance within the sport retail sector to be adaptable due to the fast changing business envi-
ronment; hence this difference should not be neglected. In the interview with Ulf Molan-
der, Product Manager at Team Sportia (see section 1), he argues that the sport retail indus-
try is highly sensitive to different weather conditions. This fact puts a lot of pressure on 
managers when it comes to quick decision-making. According to Gurvis et al. (2005), de-
velopment and change are extremely important regardless of organization for its future ex-
istence. Furthermore, as Heifetz et al. (1997) state, it is not only important to be adaptable 
as a leader, the perception among employees regarding development and change is as im-
portant. Therefore it is important for Liedholm to communicate to employees how, to 
what extent and why it is important to be adaptable.  

5.2.2 Empowerment 

 

According to the six statements posed in relation to empowerment, one can argue that 
Liedholm believes him to be somewhat more empowering than what his employees perce-
ives. This could be caused by several reasons, e.g. misinterpretations in Liedholm‟s way of 
communicating, the degree of motivation and/or the ambition among the staff.  

Statement 3: My Manager welcomes me to participate when it comes to decision-making. 

Statement 4: My Manager makes all the decisions in critical situations. 

Statement 5: My Manager often implements my ideas.  

Statement 6: My Manager makes me perform better than I expected.  

Statement 7: Even if my Manager asks me for my opinion, he always reserves the right to make the final decision himself.  

Statement 8: My Manager often delegates leadership roles and areas of responsibility.   

Statement 3 4 5 6 7 8 

Employees response 

Central Tendency Mode 3 4 3 2 4 4 

Median 3 4 3 2 4 4 

Measures of Spread Range 2 2 3 2 2 2 

Min/Max 2/4 3/5 1/4 1/3 3/5 2/4 

Modal per-
centage 

43% 43% 67% 71% 57% 71% 

 

Leaders response 5 2 3 2 2 5 

 
Table 12. Empowerment Mariestad 
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The perception of Liedholm and his staff regarding statement 3, 4 and 7 differs a lot in 
perception. Furthermore, the employees‟ opinion seems to differ as well as noted by the 
low modal percentage. The difference in perception could be because employees see Lied-
holm as an authority in situations and discussions when Liedholm perceives himself to in-
vite employees to come with suggestions and new ideas. However, employees may consider 
Liedholm‟s suggestions as being the norm that should be followed. The reason for the dif-
ferences in individual ratings from the employees could be due to the employees‟ different 
professional relationship to Liedholm and some employees might possess status and areas 
of responsibilities that others do not. However, this might also be caused because some of 
the employees have the motivation and ambition to shoulder more responsibility, therefore 
these selected few might perceive a higher level of empowerment from Liedholm.  

When taking a look at statement 6, Liedholm and his employees‟ perception are aligned 
with respect to the opinion that his leadership does not influence employees to perform 
better than expected. The reason for this low, and unanimous rating could be, as Liedholm 
explains in the interview, that he does not participate in daily activities. Thereby he does 
not have the perceived influence regarding improvements in individual performances.   

When analyzing Liedholm‟s responses and interview, with respect to Simmon‟s (1995) four 
levers managers can use to harness creativity and initiative, it becomes clear that Liedholm 
utilize some of these levers to his advantage and could do more with others. Liedholm uses 
the diagnostic and interactive control i.e. informing the staff regarding daily, weekly and 
monthly budgets and inform the employees about targeted items per bag, campaign sales 
and sharing informing that concern the performances of the store. Meanwhile, Liedholm 
states in the interview that his leadership does not take advantage of the boundary system, 
i.e. informing the staff what they should not do. Even though Liedholm states that he tries 
to always be open for discussions and support his staff, his employees might also benefit 
from being informed on how not to act in order to become more initiative and creative. 

5.2.3 Autocracy vs. Democracy  

Statement 9: My manager asks me for advice when it comes to planning and future strategies. 

Statement 10: I often question my manager’s directives.  

Statement 11: I feel welcomed to ask my manager questions regarding job assignments. 

Statement 12: My manager prefers to give me detailed job assignments and take part in how they are performed. 

Statement 9 10 11 12 

Employees response 

Central Tendency Mode 3 3 4 2 

Median 3 3 4 2 

Measures of Spread Range 4 2 2 1 

Min/Max 1/5 1/3 2/4 1/2 

Modal per-
centage 

57% 71% 71% 71% 

 

Leaders response 5 1 5 1 

 

 

 

Table 13. Autocracy vs. Democracy Mariestad 
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When analyzing the dimension Autocracy vs. Democracy, Liedholm states that he wel-
comes his employees to be part of planning of future strategies (statement 9), while the re-
sponse indicates that the employees “neither agree, nor disagree”. However, among the 
employees, the spread of answers stretches from “strongly disagree” to “strongly agree”. 
The case might be that some of the employees feel more participative and influential in the 
planning process while others are not. 

The results from the statements included in this dimension indicate that the employees 
share Liedholm‟s self-perception of being a democratic leader. This is shown through 
statement 11 for example, where Liedholm claims to welcome employees to come and ask 
him questions regarding work related issues. The employees seem to agree since the answer 
was equal to “agree”, with a modal percentage of 71 %, compared to Liedholm‟s “strongly 
agree”.    

As stated by Goethals et al. (2004), democratic leadership is when leaders share power with 
the employees, while autocratic leadership refers to when the leader takes all decisions him-
/herself. In the case of Liedholm it is clear that a highly democratic leadership style is 
adopted and also perceived among the employees. Furthermore, Liedholm explains in the 
interview that he wants the employees to be autonomous, which automatically means that 
the employees are included in the processes of decision-making. Therefore, the answer by 
Liedholm and the perception among employees indicate a democratic leadership at Team 
Sportia Mariestad. As a final comment to this section regarding statement 10, where the 
mode among employees is equal to “3” while Liedholm‟s response is equal to “1”: the mi-
salignment in perception could be a result of employees questioning Liedholm‟s decisions 
without his knowledge. For example, the employees may discuss among each other deci-
sions made by Liedholm that they believe are incorrect, without expressing their opinions 
to Liedholm.   

5.2.4 Stress 

 

Statement 13: During stressful situations my Manager acts calm to achieve the same effect on me. 

Statement 14: My Manager’s leadership is negatively affected by stress. 

Statement 13 14 

Employees response 

Central Tendency Mode 4 2 

Median 4 3 

Measures of Spread Range 2 2 

Min/Max 2/4 2/4 

Modal per-
centage 

71% 43% 

 

Leaders response 5 4 

 
Table 14. Stress Mariestad 
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Within the dimension regarding stress, Liedholm and his employees seem to agree that 
Liedholm acts calm during stressful situations and therefore has a positive impact on the 
employees. Further, the employees believe that stress has a less negative impact on Lied-
holm‟s leadership than he does (see statement 14). 

Through the interview with Liedholm, it becomes clear that he focuses and puts in a great 
amount of effort into planning and analyzing when it comes to purchases and campaigns. 
This could be a factor to why Liedholm‟s leadership is not that heavily affected by stress 
and that he possesses the strength to influence others to act calm if unpredicted events oc-
cur.  

The experience and knowledge that Liedholm has gained over his years in the sport retail 
industry seem to be to a great benefit for him nowadays. Liedholm seem to be able to rely 
on his knowledge in low-stress situations and act with the influence of his experience when 
he need to make decisions fast, this behavior is aligned with the theory of Fiedler regarding 
stress (1993, 1995). 

5.2.5 Goals 

 
  
Liedholm and his employees have the same view regarding statement 15, where they both 
argue that he does not include individual goals and plans of development for the em-
ployees. Clear and explicit goals serve as a key component to the company‟s strategy and 
are highly motivating for the employees (Saloner et al., 2001). Liedholm should keep this in 
mind and perhaps use individual development plans for the employees in order to motivate 
them further. Fortunately Liedholm seem to be aware of the problem, according to his re-
sponse to statement 15. 
 
Liedholm argues that he does not clearly communicate goals to his staff, while they perce-
ive him to do so. The range in answers among employees is big, which could be due to the 
fact that Liedholm communicates goals more explicitly to some of the staff members. One 
possible explanation to the misperception could be that some employees feel that they un-
derstand the communicated goals better than Liedholm perceive them to do. 

Statement 15: My Manager uses individual development plans for me. 

Statement 16: My Manager clearly communicates goals and how they are supposed to be achieved. 

Statement 15 16 

Central Tendency Mode 2 4 

Median 2 4 

Measures of Spread Range 2 4 

Min/Max 1/3 1/5 

Modal per-
centage 

43% 43% 

Leaders response 2 2 

 
Table 15. Goals Mariestad 
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5.2.6 Communication 

Statement 17: When my manager tells me what has to be done, he gives me clear instructions on how the task is supposed to 
be performed. 

Statement 18: My manager regularly informs me about his expectations in regards to my performances. 

Statement 19: My manager regularly expresses his satisfaction with my performances. 

Statement 20: My manager communicates in an efficient way. 

Statement 21: I argue that the most efficient way of communicating is face-to-face. 

Statement 22: My manager handles less important issues via e-mail. 

Statement 23: Efficient communication is the foundation of a close and successful professional relationship. 

Statement 24: A non-functioning professional relationship is a result of poor communication. 

 

When taking a look at the answers given to statements 17, 18 and 19, it implies that neither 
Liedholm nor the employees perceive the communication to be adopted on an individual 
basis. According Kantabutra (2010), communicating visions and clearly defining goals are 
often seen as vital when a leader aims to implement a vision. At the same time, Madlock 
(2008) states that the relationship between leaders communicating competence and the fol-
lowers job-satisfaction are strongly linked. The fact that both Liedholm and his employees 
do not find Liedholm‟s way of communicating efficient is a disadvantage for Liedholm in 
his leadership. However, he seems to be aware of the fact and should focus on communi-
cating more efficient with his employees‟. Furthermore, as Froschheiser (2008) states it is 
the leader‟s responsibility to make sure that his information is received and understood 
properly by the employees. Hence, Liedholm needs to make sure that the employees re-
trieve his messages.   

Both Liedholm and his employees agree upon that efficient communication is the founda-
tion for a successful professional relationship; all of the employees as well as Liedholm re-
spond “strongly agree” to statement 23.  Furthermore, all of the employees except one re-
sponded “strongly agree” to statement 21, while Liedholm responds “agree”. It shows that 

Statement 17 18 19 20 21 22 23 24 

Employees response 

Central Tendency Mode 2 2 2 3 5 5 5 4 

Median 2 2 2 3 5 4 5 4 

Measures of Spread Range 3 1 3 2 2 4 0 3 

Min/Max 1/4 1/2 1/4 1/3 1/5 1/5 5/5 2/5 

Modal per-
centage 

29% 71% 57% 57
% 

86
% 

43% 100
% 

43% 

 

Leaders response 3 2 2 3 4 3 5 3 

 
Table 16. Communication Mariestad 
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the most efficient way for Liedholm to communicate with his staff is through face-to-face, 
regardless if it is on an individual or collective basis.  

Liedholm responds “neither agree, nor disagree” to statement 24, while all of his employees 
except for one respond “agree” or “strongly agree”. This shows that the employees per-
haps value efficient communication more than Liedholm. Madlock (2008) states that the 
leader should focus upon communicator competence since it can enhance the overall per-
formances and satisfaction within the organization. By meeting the demand from the em-
ployees with regards to communication, Liedholm may increase the performance among of 
the organization.  

5.2.7 Risk Propensity 

Statement 25: My manager takes risks when it comes to strategic decisions regarding the company. 

Statement 26: My manager appreciates when I take initiatives and make decisions on my own. 

 

Both the manager and the employees agree on statement 26 and both rank the managers 
attitude towards decision-making as high, though the manager perceives it to be slightly 
higher. However, it is important that the employees feel supported from the management if 
they face tough and complicated decision. When it comes to the other statement regarding 
risk propensity, statement 25, the perception of the manager and the employees differs a 
lot. All of the employees have answered “1” to “3”, whilst the manager has answered “4”. 
Hence, the employees do not perceive Liedholm to take risks to the same extent as Lied-
holm argues that he does. This could be explained by the different respondents‟ interpreta-
tion of the word risk. As Liedholm stated in the interview he takes risks, but the risks are 
always comprehensively calculated and analyzed. The employees might not regard Lied-
holm‟s analyzing as risk taking, if the employees regard risk taking as wild chances or 
guesses. However, if in fact Liedholm does not take enough strategic risks within Team 
Sportia, it could harm the company since the manager might not answer fast enough on 
called-for changes, according to the theory by Bloisi et al. (2003).  

5.2.8 Trust 

Statement 27: My manager closely monitors me to make sure that I perform my duties in a correct way. 

Statement 25 26 

Employees response 

Central Tendency Mode 2 4 

Median 2 4 

Measures of Spread Range 2 3 

Min/Max 1/3 2/5 

Modal per-
centage 

57% 71% 

 

Leaders response 4 5 

 
Table 17. Risk Propensity Mariestad 
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Statement 28: My manager prefers to delegate job assignments and assumes that they are performed. 

Statement 29: I would perform my duties independently, regardless if my manager closely monitors me and gives me clear in-
structions. 

 

Liedholm argues that he does not closely monitor the employees, scoring “strongly disagree” 
on statement 27. The answers among the employees are spread from “1” to “5” with a mod-
al percentage of only 29 %, indicating a highly differing view of monitoring. This might be a 
result of Liedholm monitoring the staff differently, since some employees need more moni-
toring while others are more self-going and autonomous. Furthermore, referring to state-
ments 28 and 29, Liedholm prefers to delegate assignments and he expresses a trust that em-
ployees will perform assignments correctly, which is also the impression among employees. 
As Liedholm states in the interview;  

‘I have delegated the responsibilities in most areas of the day-to-day operations, which is a necessity if one 
wants to be an effective leader’. – Liedholm, personal communication 

The quote indicates that it is very important for Liedholm to trust his employees and this is 
something he clearly indicates at all three statements within this dimension. According to 
Solomon et al. (2003) trust is linked to the effectiveness of the organization. Hence, for 
Liedholm to be able to effectively delegate responsibilities trust is an important factor, and 
he should try to involve all employees and make them feel trusted.  

5.2.9 Consideration 

Statement 30: My manager and I discuss non-work related issues. 

Statement 31: My manager easily detects when I have personal problems. 

Statement 32: My manager uses after-work, office parties and other activities to improve the relationship outside the 
workplace. 

Statement 33: My manager and I have a friendly relationship at the work place. 

 

Statement 27 28 29 

Employees response 

Central Tendency Mode 2 4 5 

Median 3 4 5 

Measures of Spread Range 4 3 1 

Min/Max 1/5 2/5 4/5 

Modal per-
centage 

29% 57% 86% 

 

Leaders response 1 5 5 

 
Table 18. Trust Mariestad 
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Liedholm‟s self-perceived leadership is aligned with the response of the employees in 
statements 30 and 31. However, there is a difference in perception concerning statement 
33, which might be caused by a difference in the perceived relationship between Liedholm 
and his staff. However, one should keep in mind the range in answers on statements 30 
and 33, indicating that Liedholm may have a closer relationship to some of the employees 
than others. This could imply that Liedholm considers the relationship to be of a friendlier 
kind, while employees primarily think of him as a manager. Regarding statement 32, Lied-
holm‟s perception regarding his efforts when it comes to non-work related activities are not 
in line with the perception of his employees. By the responses from the employees it shows 
that they do not agree among themselves regarding if Liedholm arranges a satisfactory 
amount of activities outside the workplace or not, but the modal answer indicates a disap-
pointment when it comes to activities arranged outside work. Liedholm on the other hand 
has the self-perception that he in fact does so. 

Research indicates that consideration for employees is important for leaders to think about 
(Hellriegel et al. 2007). Theory of consideration is highly applicable in the case of Maries-
tad, where Liedholm strives to get autonomous employees who are included in the deci-
sion-making. When one wants employees to be part of decision-making it is important to 
spend time with them, care for their welfare and listen to their needs according to Hellrie-
gel et al. (2007).  

5.2.10 Expertise 

Statement 34: My manager is interested in detail regarding all the products and services that we offer our customers. 

Statement 35: My manager has the most knowledge regarding the products in the store, how they function and their area of 
use. 

 

 

 

 

Statement 30 31 32 33 

Employees response 

Central Tendency Mode 3 3 2 3 

Median 3 3 2 3 

Measures of Spread Range 4 2 3 4 

Min/Max 1/5 1/3 2/5 1/5 

Modal per-
centage 

29% 57% 57% 43% 

 

Leaders response 3 3 4 5 

 
Table 19. Consideration Mariestad
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The perception among employees regarding Liedholm‟s knowledge of the products and 
services seem to be higher than he believes. It should be noted that the range is large, some 
employees perception are in line with Liedholm‟s. According to the theory of the skills 
needed for an effective manager, a manager of Liedholm‟s position, which could be de-
scribed as Top Management, does not need to possess high Technical Skills (Expertise). 
That the employees regard his Technical skills higher than he could be regarded as if his 
employee‟s se Liedholm as more of a Middle Manager or Supervisory Manager.  

On the contrary, the fact that the employees perceive that Liedholm possess higher exper-
tise than what Liedholm perceives could be a sign that the employees see Liedholm as 
knowledgeable and trustworthy. The expertise that the employees perceive can be used to 
influence and motivate the employees, according to the work by French and Raven (1959). 

5.3 Jönköping 

 

 

 

The authors choose to consider the following, in excess of equal answers, as an alignment 
in perception: “agree”/”strongly agree” and “disagree”/”strongly disagree”. As noted 

Table 20. Expertise Mariestad 

Graph 9. Answers Team Sportia Mariestad 

Statement 34 35 

Employees response 

Central Tendency Mode 4 3 

Median 4 3 

Measures of Spread Range 3 3 

Min/Max 2/5 1/4 

Modal per-
centage 

43% 43% 

 

Leaders response 3 1 
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above, the leader/employees perception is aligned in regards to the following statements: 7, 
8, 10, 12, 14, 18, 22, 23, 24, 26, 27, 28, 32, 33, 34 and 35.   

5.3.1 Adaptability 

Statement 1: My manager can easily adapt his leadership to different situations. 

Statement 2: My manager’s leadership is negatively affected, and he often gets frustrated, when unpredicted events occur. 

 

 

 

 

 

 

 

 

 

 

 

Nordahl argues that his leadership style is adaptable when it comes to change, as seen by 
the high answer to statement 1, and the low answer to statement 2. The employees‟ percep-
tion of his leadership reveals another opinion, since the mode value on these two state-
ments equals “neither agree, nor disagree”. Hence, Nordahl is more confident about his 
adaptableness than the employees perceive him to be.  

Nordahl mentions in the interview his goals regarding expansion of the company in the fu-
ture. In such a fast changing industry as the sport retail industry, awareness of change and 
adaptability will therefore be essential. Therefore, it is important that Nordahl acknowledg-
es the current perception among the employees and considers the importance of adaptabili-
ty and how he would like to be perceived by his staff. Heifetz et al. (1997) highlight the im-
portance of a leader who can spearhead and be adaptable when required, but also the signi-
ficance of willing and understanding followers.          

5.3.2 Empowerment 

Statement 3: My manager welcomes me to participate when it comes to decision-making. 

Statement 4: My manager makes all the decisions in critical situations. 

Statement 5: My manager often implements my ideas.  

Statement 6: My manager makes me perform better than I expected.  

Statement 7: Even if my manager asks me for my opinion, he always reserves the right to make the final decision himself.  

Statement 8: My manager often delegates leadership roles and areas of responsibility. 

Statement 1 2 

Employees response 

Central Tendency Mode 3 3 

Median 3 3 

Measures of Spread Range 2 0 

Min/Max 2/4 3/3 

Modal per-
centage 

50% 100% 

 

Leaders response 5 1 

 
Table 21. Adaptability Jönköping 
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Regarding all statements in relation to the dimension of empowerment, Nordahl has ans-
wered “strongly agree”. However, his employees do not completely share the same percep-
tion. Starting with statements 3, 4 and 6, the employees‟ modal answer corresponds to “nei-
ther agree, nor disagree”. Moving on to statement 5, one can see that none of the em-
ployees agree with the fact that Nordahl often implements ideas brought forward by the 
staff. However, on some of the statements there are answers from the employees that indi-
cate a satisfaction when it comes to empowerment. One explanation to this could be a dif-
fering attitude among employees. Nordahl believes that, at Team Sportia in Jönköping 
there are employees who have different views of their employment. Or as he states in the 
interview: 

‘Some of the staff see their job as something more than a paycheck, while others just see their jobs for what it 
is; just a job.’  - Nordahl, personal communication 

The challenge for Nordahl is to empower all of his employees, both those who see a career 
and those who simply see it as a paycheck. By reviewing the tool developed by Simons 
(1995), including four levers to exploit employees‟ creativeness and ability of initiative, 
Nordahl could strengthen the feeling of empowerment among employees across the entire 
work force.    

On statement 7, both the leader and the employees agree to the statement that Nordahl 
takes the final decision, even if he asks his staff for opinions, which also shows a lack of 
empowerment. Regarding the last statement, one may draw the conclusion that Nordahl 
empowers his employees to some extent. If Nordahl will engage in further empowerment 
he should focus on supporting the staff in their new roles, according to Goethals et al. 
(2004). 

5.3.3 Autocracy vs. Democracy 

Statement 9: My manager asks me for advice when it comes to planning and future strategies. 

Statement 10: I often question my manager’s directives.  

Statement 11: I feel welcomed to ask my manager questions regarding job assignments. 

Statement 3 4 5 6 7 8 

Employees response 

Central Tendency Mode 3 3 2 3 5 4 

Median 3.5 3.5 2.5 3 5 4 

Measures of Spread Range 1 2 1 2 3 1 

Min/Max 3/4 3/5 2/3 2/4 2/5 4/5 

Modal per-
centage 

50% 50% 50% 50% 75% 75% 

 

Leaders response 5 5 5 5 5 5 

 
Table 22. Empowerment Mariestad 
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Statement 12: My manager prefers to give me detailed job assignments and take part in how they are performed. 

 

Worth mentioning regarding statement 9 and 11 is the fact that the opinions among em-
ployees differ from the self-perception of Nordahl. He perceives himself as being a demo-
cratic leader regarding these two statements, while the employees perceive his leadership to 
be more of an autocratic style, since they do not feel welcomed to ask questions and they 
do not perceive to be consulted regarding strategies and planning. In today‟s society, the 
democratic approach is the more commonly adopted. Goethals et al. (2004) argue that 
there is no right or wrong approach to the issue of democracy and autocracy. Furthermore, 
Gastil (1994) points out that great importance lies in the alignment of perception between 
leader and followers.  

Regarding statement 10 and 12, the perceptions of the leader and the followers are rather 
aligned. However, the responses to statement 10 imply that an autocratic leadership style is 
exercised, since the employees do not often question the directives from the leader. This 
could also, of course, mean that there is no reason to question any directives. On statement 
12, on the other hand, both employees and Nordahl perceive a democratic approach.  

5.3.4 Stress 

Statement 13: During stressful situations my manager acts calm to achieve the same effect on me. 

Statement 14: My manager’s leadership is negatively affected by stress. 

Statement 9 10 11 12 

Employees response 

Central Tendency Mode 2 2 2 2 

Median 3 2 2 2 

Measures of Spread Range 2 2 2 2 

Min/Max 2/4 1/3 1/3 1/3 

Modal per-
centage 

50% 50% 50% 50% 

 

Leaders response 5 1 5 1 

 

 
Table 23. Autocracy vs. Democracy 
Mariestad 
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As shown above on statement 14, neither Nordahl nor his staff perceives his leadership to 
be negatively affected during stress, which is positive for Nordahl according to Vroom 
(1964), since by avoiding stress the leader will be able to comprehend relevant information 
and efficiently solve tasks. 

According to the responses in statement 13, Nordahl believes that he acts calmer in stress-
ful situations than his employees perceive him to do. Since too much stress can cause per-
formance to decrease (Yerkes et al. 1908), it can be beneficial for Nordahl to be aware of 
the perception among employees.   

The conclusion one might draw from these two statements is that both Nordahl and his 
employees perceive him to handle stress rather well.  

5.3.5 Goals 

Statement 15: My manager uses individual development plans for me. 

Statement 16: My manager clearly communicates goals and how they are supposed to be achieved. 

 

 

 

 

 

 

 

 

 

Statement 13 14 

Employees response 

Central Tendency Mode 3 2 

Median 3.5 2 

Measures of Spread Range 2 0 

Min/Max 3/5 2/2 

Modal per-
centage 

50% 100% 

 

Leaders response 5 1 

 
Table 24. Stress Jönköping 

Statement 15 16 

Central Tendency Mode 1 2 

Median 2 2.5 

Measures of Spread Range 3 1 

Min/Max 1/4 2/3 

Modal per-
centage 

50% 50% 

Leaders response 5 5 

 
Table 25. Goals Jönköping 
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In the interview, Nordahl mentions that he tries to predict the future and set up goals. Fur-
thermore, he argues that his focus on goals and how they are to be achieved are two of his 
strengths as a leader. Nordahl‟s responses to both statement 15 and 16 are aligned with his 
self-perception of goal-oriented leadership. The employees on the other hand, are of a 
complete other opinion. They do not perceive Nordahl to include neither individual devel-
opment plans, nor that he clearly communicates goals in his role as a leader.  

By communicating clearly defined goals to the employees as a leader, he/she will increase 
the motivation among the employees since it supports the overall strategy, provide purpose 
to their tasks and create common goals for the staff to strive for according to Saloner et al. 
(2001).  

Noteworthy, Nordahl states in the questionnaire that he is good at communicating goals, 
while during the interview he claims that his ability to communicate goals and describe 
them to his employees is something he hopes to improve. Even though Nordahl scores “5” 
to statement 16 he seems to be aware of his shortcomings when it comes to communicat-
ing goals.  

5.3.6 Communication 

Statement 17: When my Manager tells me what has to be done, he gives me clear instructions on how the task is supposed to be 
performed. 

Statement 18: My Manager regularly informs me about his expectations in regards to my performances. 

Statement 19: My Manager regularly expresses his satisfaction with my performances. 

Statement 20: My Manager communicates in an efficient way. 

Statement 21: I argue that the most efficient way of communicating is face-to-face. 

Statement 22: My Manager handles less important issues via e-mail. 

Statement 23: Efficient communication is the foundation of a close and successful professional relationship. 

Statement 24: A non-functioning professional relationship is a result of poor communication. 

Statement 17 18 19 20 21 22 23 24 

Employees response 

Central Tendency Mode 2 3 2 2 5 1 5 5 

Median 2 2.5 2 2 5 1 5 5 

Measures of Spread Range 1 2 2 2 1 2 0 1 

Min/Max 1/2 1/3 1/3 1/3 4/5 1/3 5/5 4/5 

Modal per-
centage 

75% 50% 50% 50
% 

75
% 

60% 100% 80% 

 

Leaders response 4 3 4 3 3 1 5 5 

 

 Table 26. Communication Jönköping 
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According to the responses to statement 23 and 24, both Nordahl and his employees have 
the same opinion regarding communication and its importance for an efficient professional 
relationship. With this in mind, Nordahl should be well aware of the misalignment in per-
ception in statement 19 and especially 17. These results imply that the employees are de-
manding more regular feedback regarding their performances and that they do not perceive 
him to give as clear instructions as he believes himself to do.  

Nordahl reveals in the interview that he perceives himself not to be as efficient in his 
communication at all times, which is also reflected in his answer to statement 20. The em-
ployees agree with Nordahl on this statement, since they do not perceive him to communi-
cate efficiently. A possible reason for this could be that all of the employees argue that 
face-to-face is the most efficient way of communicating (see statement 21), while Nordahl‟s 
response to the same statement indicates that he does not emphasize face-to-face commu-
nication to the same degree as the employees.  

Nordahl should bear in mind that efficient communication could possibly enhance the job 
satisfaction among employees, according to Madlock (2008), and also motivation (Fosch-
heiser 2008). Neither the employees, nor Nordahl express that they perceive him to regu-
larly inform them individually regarding his expectation of their performances (see state-
ment 18). This is of great importance in the case of Team Sportia in Jönköping, since Nor-
dahl states that some employees are not motivated and only see their job as a paycheck. 
Hence, improvements in communication could have a positive impact on job satisfaction. 

5.3.7 Risk Propensity 

Statement 25: My manager takes risks when it comes to strategic decisions regarding the company. 

Statement 26: My manager appreciates when I take initiatives and make decisions on my own. 

 

There is a misalignment between Nordahl and his employees in the responses to statement 
25, Nordahl states “5” while his employees on the other hand only state “2”. Note that 
there is a wide range of answers that might imply that some of the employees may have 
more insight when it comes to Nordahl and his relationship to risk. The reason for this 

Statement 25 26 

Employees response 

Central Tendency Mode 2 4 

Median 2 4 

Measures of Spread Range 3 1 

Min/Max 1/4 4/5 

Modal per-
centage 

40% 80% 

 

Leaders response 5 5 

 
Table 27. Risk Propensity Jönköping 
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could also be that most of the employees do not have enough insight to the long-term 
strategies and plans that Nordahl sets up for the business. Regarding statement 26, both 
Nordahl and his employees state that they perceive him to appreciate when they take initia-
tives and make decisions on their own. In the interview, Nordahl states that he is not as ac-
tive in his role as Store Manager as he used to be, and nowadays he works more actively 
with 5-6 people in his organization.  

Nordahl‟s perception of his approach to risk-taking can be seen as a positive one. Accord-
ing to Bloisi et al. (2003), high-risk managers are able to make faster decisions, which can 
be beneficial, since the industry of sport retail can be fast changing. Additionally, Tiffan 
(2009) argues that willingness to take risks indicates that as a manager one is open to try 
new ideas and move out of the comfort zone to achieve goals and further development. 
This could be something positive for Nordahl, considering his plans for expanding his 
business over the coming years. On the other hand, Nordahl should try to improve the 
alignment in perception between him and the employees to fully become successful in re-
gards to this issue.   

5.3.8 Trust 

 

Regarding monitoring, which is measured in statement 27, Nordahl has answered that he 
closely monitors his employees. However, the answers from the employees are divided into 
two groups; full-time employees feel monitored while part-time do not (appendix 6). The 
explanation for this could be, just as mentioned by Nordahl in the interview, that he is 
working more closely with some of the employees, who most likely are full-time em-
ployees, and hence they feel more monitored. In contrast to what his answer to statement 
27 implies, he strongly agrees that he prefers to delegate job assignments, and more impor-
tantly, assumes that they are being performed. At statement 28 this view is supported by 

Statement 27: My manager closely monitors me to make sure that I perform my duties in a correct way. 

Statement 28: My Manager prefers to delegate job assignments and assumes that they are performed. 

Statement 29: I would perform my duties independently, regardless if my Manager closely monitors me and gives me clear 
instructions. 

Statement 27 28 29 

Employees response 

Central Tendency Mode 4 4 5 

Median 3 4 5 

Measures of Spread Range 2 1 1 

Min/Max 2/4 4/5 4/5 

Modal per-
centage 

40% 60% 60% 

 

Leaders response 5 5 3 

 

 
Table 28. Trust Jönköping 
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the perception among the staff, since all of the employees “agree” or “strongly agree” that 
they would perform their duties independently, regardless if Nordahl gave them clear in-
structions and closely monitored them.  

The reason why Nordahl states that he both closely monitors his employees and assumes 
that they perform delegated job assignments could be explained by his answer to statement 
29. Here he answered “3”, which could be the result of Nordahl‟s perception regarding the 
trust towards his employees and lack of trust towards others.  

5.3.9 Consideration 

 

Overall, the range in the responses to all of the statements included in the dimension of 
consideration varies a lot among the employees. In statement 30, the majority of the em-
ployees perceive that they and Nordahl discuss non-work related issues; this is a statement 
that Nordahl responds, “Neither agree nor disagree” to. The misalignment in perception 
between Nordahl and his staff is greater in statement 31, Nordahl claims that he perceives 
himself to detect easily if one of his staff members have personal problems. The em-
ployees‟ modal answer, on the other hand, corresponds to “Neither agree nor disagree”, 
but noteworthy is that the range in the responses varies from “1” to “4”, meaning that 
some of the employees perceive Nordahl to detect issues while others do not. 

Both Nordahl and his employees perceive their relationship at the workplace to be of the 
friendly kind, since there is an alignment in the responses to statement 33. The alignment is 
also present in the perception to statement 32, it implies that Nordahl do not use non-work 
related activities to improve the relationship outside the workplace.  

Statement 30: My Manager and I discuss non-work related issues. 

Statement 31: My Manager easily detects when I have personal problems. 

Statement 32: My Manager uses after-work, office parties and other activities to improve the relationship outside the 
workplace. 

Statement 33: My manager and I have a friendly relationship at the workplace. 

Statement 30 31 32 33 

Employees response 

Central Tendency Mode 4 3 2 4 

Median 4 3 3 4 

Measures of Spread Range 3 3 2 3 

Min/Max 1/4 1/4 2/4 1/4 

Modal per-
centage 

60% 40% 40% 60% 

 

Leaders response 3 5 1 4 

 Table 29. Consideration Jönköping 
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The reason for the wide range in the responses from the staff within this dimension could 
be due to differences in the relationships that Nordahl has to each and every one of them. 
He states in the interview that he shares personal interests with some of his staff members 
while he does not have as much in common with others. According to Yukl (2006), Nor-
dahl can improve the efficiency of the organization further, by acting more considering and 
supportive towards his entire staff, even those he does not perceive to have a lot in com-
mon with.  

5.3.10 Expertise 

 

Nordahl states that he is very interested in the products and services offered by the com-
pany but that he is certainly not the one with the most knowledge regarding this issue. The 
perception among employees in this case is somewhat in line with Nordahl‟s self-
perception. Nordahl claims in the interview that he is not involved in the daily operations 
to a large extent, which could possibly explain his lack of knowledge when it comes to the 
products and services.  

Since the modal answer to statement 35 is “disagree”, the employees are not likely expect-
ing Nordahl to possess in-depth knowledge of products and services. With this in mind, it 
is beneficial for Nordahl‟s leadership that he is aware of this lack in knowledge and how he 
is perceived among the employees. However, Nordahl should be aware of the fact that 
some expertise knowledge will make it easier to influence and communicate with em-
ployees (French et al. 1959).  

5.4 One-way ANOVA Analysis 

To investigate whether there are any significant differences in the perception among the 
employees between cities, which can be proven statistically, the authors have performed a 
one-way ANOVA test and as described in section 3.3.2.2. “City” was used as the depen-

Statement 34: My Manager is interested in detail regarding all the products and services that we offer our customers. 

Statement 35: My Manager has the most knowledge regarding the products in the store, how they function and their area of 
use. 

Statement 34 35 

Employees response 

Central Tendency Mode 4 2 

Median 4 2 

Measures of Spread Range 3 2 

Min/Max 2/5 2/4 

Modal per-
centage 

60% 60% 

 

Leaders response 5 1 

 

 
Table 30. Expertise Jönköping 
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dent variable and statements 1-35 as independent variables. A Scheffe test (appendix 9) was 
performed in order to detect any significant differences between the cities. The test re-
vealed significant differences in statements 6, 11, 12, 14, 15, 17, 18 and 20. The reader 
should keep in mind that the responses to statements 12 and 14 have been reversed when 
running the tests in SPSS, since these statements were reverse phrased in the questionnaire. 
Hence, in this part of the analysis the scores at statement 12 and 14 are presented in a re-
verse ranking.  

Statement 6, My manager makes me perform better than expected:  There is a difference in per-
ception between Stockholm and Mariestad, µStockholm=3.2 and µMariestad=2.0. This implies that 
employees in Mariestad perceive their manager to have lower impact on their performance 
than the employees in Stockholm.  

Statement 11, I feel welcomed to ask my manager questions regarding job assignments: The responses 
from this statement imply a difference between all three stores, µStockholm=4.83, µMariestad=3.43 
and µJönköping=2.0. This indicates that the employees in Stockholm and Mariestad feel more 
welcomed to ask their manager job related questions than in Jönköping. Furthermore, there 
is a significant difference in perception between Stockholm and Mariestad as well.  

Statement 12, My manager prefers to give me detailed job assignments and take part in how they are 
performed: The employees in Stockholm perceive their manager to give more detailed job as-
signment and participates to a larger extent than in both Mariestad and Jönköping. The re-
sults are as follows: µStockholm=2.5, µMariestad=4.29 and µJönköping=4.0 (note the reverse phrased 
statement). 

Statement 14, My manager’s leadership is negatively affected by stress: The results, µStockholm=2.0 
and µJönköping=4.0, implies that the employees in Jönköping perceive their manager to be less 
affected by stress than in Stockholm (note the reverse phrased statement). 

Statement 15, My manager use individual development plans for me: The responses from Stock-
holm and Mariestad differs, µStockholm=3.4 and µMariestad=1.71. This means that the employees 
in Stockholm perceive their manager to use individual development plans to a larger extent 
than in Mariestad.  

Statement 17, When my manager tells me what has to be done, he gives me clear instructions on how the 
task is supposed to be performed: The employees in Stockholm score significantly higher than 
both Mariestad and Jönköping, µStockholm=4.5, µMariestad=2.29 and µJönköping=1.75, this implies 
that the manager in Stockholm gives more clear instructions on how tasks should be per-
formed.  

Statement 18, My manager regularly informs me about his expectations in regards to my performances: 
The responses show that there is a difference between Stockholm and Mariestad, 
µStockholm=3.5 and µMariestad=1.71. Hence, employees in Stockholm perceive their manager to 
express his expectations more regularly than in Mariestad. 

Statement 20, My manager communicates in an efficient way: Regarding the results to this state-
ment, one can say that the manager in Stockholm communicates in a more efficient way 
than in both Mariestad and Jönköping, as perceived by the employees. The results are, 
µStockholm=4.0, µMariestad=2.14 and µJönköping=2.0. 
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5.5 Final Analytical Observations 

It is of great importance, that the managers understand their employee‟s perception of their 
leadership and acknowledge the feedback provided by the authors, in order to gain a more 
accurate self-perception (Schyns et al. 2008). Byrne (1991) states that top-managers are not 
always presented with open and honest feedback from their employees, due to the so-called 
“CEO disease”.  Hence, their self-perception is less aligned with the employees, than a 
manager further down the hierarchy. Even though the three managers in this case study 
have more or less the same position in their own organizations, it became obvious that 
their work and day-to-day involvement differs. Both Liedholm and Nordahl stated in the 
interviews that they do not have as much contact with all of their employees as Gren does. 
According to the management consultant Michael Keller, it is not important whose percep-
tion is right and whose is wrong; the importance is that there is a discrepancy (Keller 1992). 
Furthermore, Malloy et al. (1992) argue that informing managers about the discrepancy in 
perception can promote greater self-insight for managers.   
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6 Conclusion 

This chapter gives a conclusion based on the analysis of the research questions in order to answer the purpose. 
For the convenience of the reader, each research question is first presented followed by a concluding answer.  

 RQ1: What are the three Team Sportia leaders’ views of leadership, and how is it exercised?  

The view of leadership differs between the three leaders. Gren in Stockholm builds his 
leadership on three pillars; explicit communication, to be a good listener and result orienta-
tion. Liedholm in Mariestad focuses on delegating areas of responsibility, which implies a 
high degree of autonomy among his employees. Furthermore, he argues that communicat-
ing goals and performing risk-analyses are some of his strengths as a leader. Nordahl in 
Jönköping also believes in delegating areas of responsibility, and he argues that his strength 
lies in strategy planning, goal setting and result orientation. The strong emphasis on results 
is an ideology that all leaders seem to share.    

 RQ2: How do the employees at the three different Team Sportia stores perceive the current leadership?  

Just as the view of leadership differs among the leaders, the same is true for the employees 
in most of the cases. However, all of the employees, regardless of location, share the same 
perception of their leaders concerning risk propensity and expertise. They do not believe 
their leaders to take risks in strategic planning; neither do they perceive their leaders as the 
ones with the most expertise regarding products. 

The employees in Stockholm perceive their leader to be highly adaptable and empowering, 
however they argue that Gren is negatively affected by stress. Furthermore, Gren‟s leader-
ship is described as a combination of autocracy and democracy, but the employees are firm 
believers that he is a good communicator and envisions both individual- and team-goals in 
an inspiring way. The employee‟s state that they feel trusted to a high degree. The employ-
ees also express that they believe Gren could arrange more non-related activities to im-
prove the relationship but over all regard him as considerate.  

The most reasonable interpretation of the results from the questionnaire by the employees 
in Mariestad is that they do not have a clear view of their leader. This is based on the rather 
frequent “neither/nor” responses to some of the statements in the study, especially in the 
dimension of adaptability, communication, empowerment and consideration. However, the 
employees perceive Liedholm to handle stress well, use a democratic leadership style and 
that he has trust in them. The results also imply that Liedholm states and envision goals for 
the company as a whole but could use individual development plans to a further extent.   

The employees in Jönköping perceive Nordahl to be a rather autocratic leader who can 
both adapt his leadership and empower them, but only to a certain extent. They argue that 
he could improve his skills as a communicator and take better use of goal setting at both an 
individual level as well as for the entire staff. Furthermore, the employees perceive Lied-
holm to handle stress well and that their relationship is of a friendly kind, but he could be 
somewhat more considering. The responses indicate that the employees in Jönköping do 
not feel as trusted as the employees in Stockholm and Mariestad.  

 RQ3: Are the two perceptions, of the current leadership, aligned between the leaders and the employees? 

When concluding the differences and similarities in responses, the authors choose to high-
light clear alignments and misalignments in perception.  
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In Stockholm, the employees and Gren share the same perception regarding 23 of the 35 
statements, or in 66 percent of the cases. Noteworthy is that within the dimension on Em-
powerment, five out of six statements are aligned and the alignment is also evident in the 
perception in seven of the eight statements within the dimension of Communication. Fi-
nally, within the dimension of Risk, the perceptions are aligned in relation to both state-
ments. However, in 12 statements there is a misalignment in perception.  

In Mariestad, the employees and Liedholm have a similar perception regarding 18 of the 35 
statements, or in 51 percent of the cases. Worth mentioning is that within the dimension of 
Trust, the perception in all three of the statements are aligned. In 17 of the statements 
there is a misalignment in perception. Furthermore, it should be noted that the employees 
and Liedholm do not agree in the perception regarding any of the questions with the di-
mensions of Adaptability and Expertise. 

In Jönköping 16 of the 35 statements are aligned in perception, or in 46 percent of the 
cases. Within the dimension of Expertise, both the Leader and the employees share the 
same perception at both statements. Worth mentioning is that there is a misalignment in all 
of the statements within the dimensions of Adaptability and Goals.   

The authors believe that the “CEO disease” may cause the difference in alignment of the 
perceived leadership in the different research units. Hence, the reason for why Gren and 
his employees have a more aligned perception of leadership, compared to Liedholm and 
Nordahl, could be due to the fact that Gren and his employees have more extensive day-to-
day relationship. 

7 Discussion 

This chapter presents additional findings learned during the process of this thesis that is not directly con-
nected to the purpose of this study. This is followed by a critique of the research as well as suggestions for 
further research.   

The authors concluded that the perception between the employees and the manager is 
more accurate in Stockholm than in Mariestad and Jönköping. In this chapter the authors 
are discussing possible explanations and implications to this finding as well as critique of 
this thesis and ideas for further research. 

This thesis is developed as a case study on the three Team Sportia stores and it also 
presents a model that is suitable to measure the perception of leadership within organiza-
tions. This model can be used in any comparable retail environment to increase the aware-
ness regarding leadership perception. The model could also be used in other industries and 
situations. However, the authors believe that in order for this model to be accurate and re-
liable in other settings, the same organizational structure and a similar size of the business 
is recommended. Furthermore, the authors believe this model to be suitable for time-series 
studies of perception, with one observation at time zero followed by treatment and finally 
an observation at time one. London et al. (1995) found that, during a time series analysis on 
perception of leadership, those managers who received the worst feedback at time zero 
were the ones who managed to improve the most when measuring at time one. The state-
ments in the questionnaire would also have to be changed in order to be adaptive to a new 
setting.  
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The strength of this study is primarily that the authors have successfully created an instru-
ment to measure the perception of leadership. This field of leadership perception has not 
previously been extensively researched and thereby the authors have contributed to the 
academic field with this research. Furthermore, the results from this thesis have increased 
the awareness for the managers of their current leadership in the three research units. This 
information can help the managers to achieve a more accurate self-perception and confirm 
their strengths and weaknesses. Hence, improve their organizations and hopefully increase 
the overall performance and efficiency. Atwater & Yammarino, (1992); Bass & Yammari-
no, (1991) have found that when an accurate self-perception of leadership among leaders 
and followers is present, the organization is more likely to perform better.  

A weakness of this study is the rather low response rate from Stockholm and Jönköping 
that can affect the accuracy of the findings within these two research units. In contrast to 
these two stores, Mariestad had a response rate of almost 90% and should be regarded as 
highly credible. Furthermore, the authors agree upon that some of the statements in the 
questionnaire should be revised or potentially removed if this case study is to be repeated 
in order to achieve a higher reliability.  

When conducting this study the authors have come across several ideas and recommenda-
tions for further studies. From the result of this study the authors have found the indica-
tion that a manager who spends more time “on the floor” with his/her employees, will 
have a more accurate self-perception, as in the case with Gren in Stockholm. Therefore it 
would be interesting to further research one set of employees in relation to multiple man-
agers, in various managerial positions, to detect differences and similarities to test whether 
this indication can be confirmed.  

Furthermore, different leadership styles are often discussed, such as Transformational, 
Transactional etc. in the research of leadership. The authors of this report believe it would 
be highly interesting to test the accuracy of self-perception across these different styles of 
leadership.  
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9 Appendices 

Appendix 1 – Turnover for the 12 major sport retailers in Swe-
den 2006 – 2008 (SEK, 000,000) 

 

Source: Adapted from “Kedjornas omsättning 2008”, by Willners, M. (2009, April 20). Re-
trieved February 19, 2010, from http://www.sportfack.se/statistik/article450003.ece 
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Appendix 2 – Yerkes Dodson Law 

 

 

Source: Adapted from “The relation of strength of stimulus to rapidity of habit-
formation”, by Yerkes, R. M., and Dodson, J. D., 1908, Journal of Comparative Neurology 
and Psychology, 18, 459–482.  
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Appendix 3 – Skills of an Effective Administrator 

 

Source: Adapted from “Skills of an Effective Administrator”, by R. L. Katz, 1955, Harvard 
Business Review, 33(1), 33-42.  
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Appendix 4 – Leadership Questionnaire (Leaders) 
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Appendix 5 – Leadership Questionnaire (Employees) 
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Appendix 6 – Excel document 
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Appendix 7 – Reliability Test 

 
 
 Adaptability 

Case Processing Summary 

 N % 

Cases Valid 16 66.7 

Excluded
a
 8 33.3 

Total 24 100.0 

 

Reliability Statistics 

Cronbach's Alpha
a
 

Cronbach's Alpha 

Based on Standar-

dized Items
a
 N of Items 

-.212 -.224 2 

 

 

Inter-Item Correlation Matrix 

 Q1 Q2 

Q1 1.000 -.101 

Q2 -.101 1.000 

 

 

Item-Total Statistics 

 Scale Mean if 

Item Deleted 

Scale Variance if 

Item Deleted 

Corrected Item-

Total Correlation 

Squared Multiple 

Correlation 

Cronbach's Al-

pha if Item De-

leted 

Q1 2.94 .329 -.101 .010 .
a
 

Q2 3.31 .629 -.101 .010 .
a
 

 

 
 

 

 
 
 



 ARE YOU THE LEADER YOU THINK YOU ARE? - Perception of leadership in three Team Sportia stores: a case study  

Johansson, Leander and Nilsson 

 
81 

Empowerment 

Case Processing Summary 

 N % 

Cases Valid 15 62.5 

Excluded
a
 9 37.5 

Total 24 100.0 

 

 

Reliability Statistics 

Cronbach's Alpha 

Cronbach's Alpha 

Based on Standar-

dized Items N of Items 

.291 .293 6 

 

Inter-Item Correlation Matrix 

 Q3 Q4 Q5 Q6 Q7 Q8 

Q3 1.000 -.051 .378 .119 -.124 .118 

Q4 -.051 1.000 .046 .559 .094 .090 

Q5 .378 .046 1.000 .229 -.356 .000 

Q6 .119 .559 .229 1.000 -.498 .473 

Q7 -.124 .094 -.356 -.498 1.000 -.110 

Q8 .118 .090 .000 .473 -.110 1.000 

 

 
 

Item-Total Statistics 

 
Scale Mean if 

Item Deleted 

Scale Variance if 

Item Deleted 

Corrected Item-

Total Correlation 

Squared Multiple 

Correlation 

Cronbach's Alpha 

if Item Deleted 

Q3 14.00 4.714 .165 .169 .230 

Q4 14.87 3.552 .316 .578 .064 

Q5 14.20 4.743 .104 .256 .274 

Q6 14.53 3.981 .409 .751 .042 

Q7 15.47 6.552 -.311 .547 .536 

Q8 13.27 4.638 .219 .363 .195 
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Autocracy vs. Democracy 

 

Case Processing Summary 

 N % 

Cases Valid 16 66.7 

Excluded
a
 8 33.3 

Total 24 100.0 

 

 

Reliability Statistics 

Cronbach's Alpha
a
 

Cronbach's Alpha 

Based on Standar-

dized Items
a
 N of Items 

-.132 -.112 4 

 

Inter-Item Correlation Matrix 

 Q9 Q10 Q11 Q12 

Q9 1.000 .194 .460 -.271 

Q10 .194 1.000 .346 -.354 

Q11 .460 .346 1.000 -.530 

Q12 -.271 -.354 -.530 1.000 

 

Item-Total Statistics 

 Scale Mean if 

Item Deleted 

Scale Variance 

if Item Deleted 

Corrected Item-

Total Correla-

tion 

Squared Mul-

tiple Correlation 

Cronbach's Al-

pha if Item De-

leted 

Q9 9.75 2.600 .306 .213 -.865
a
 

Q10 10.31 3.163 .142 .161 -.466
a
 

Q11 9.44 2.396 .147 .406 -.668
a
 

Q12 9.31 6.496 -.527 .314 .604 
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Stress 

Case Processing Summary 

 N % 

Cases Valid 16 66.7 

Excluded
a
 8 33.3 

Total 24 100.0 

 

Reliability Statistics 

Cronbach's Alpha 

Cronbach's Alpha 

Based on Standar-

dized Items N of Items 

.854 .855 2 

 

Inter-Item Correlation Matrix 

 Q13 Q14 

Q13 1.000 .746 

Q14 .746 1.000 

 

Item-Total Statistics 

 Scale Mean if 

Item Deleted 

Scale Variance if 

Item Deleted 

Corrected Item-

Total Correlation 

Squared Multiple 

Correlation 

Cronbach's Al-

pha if Item De-

leted 

Q13 2.94 1.129 .746 .557 .
a
 

Q14 3.19 1.229 .746 .557 .
a
 

 

Goals 

Case Processing Summary 

 N % 

Cases Valid 16 66.7 

Excluded
a
 8 33.3 

Total 24 100.0 
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Reliability Statistics 

Cronbach's Alpha 

Cronbach's Alpha 

Based on Standar-

dized Items N of Items 

.519 .520 2 

 

Inter-Item Correlation Matrix 

 Q15 Q16 

Q15 1.000 .351 

Q16 .351 1.000 

 

Item-Total Statistics 

 
Scale Mean if 

Item Deleted 

Scale Variance if 

Item Deleted 

Corrected Item-

Total Correlation 

Squared Multiple 

Correlation 

Cronbach's Alpha 

if Item Deleted 

Q15 3.25 1.400 .351 .123 .
a
 

Q16 2.38 1.450 .351 .123 .
a
 

 

 
Communication 

Case Processing Summary 

 N % 

Cases Valid 17 70.8 

Excluded
a
 7 29.2 

Total 24 100.0 

 

 

Reliability Statistics 

Cronbach's Alpha 

Cronbach's Alpha 

Based on Standar-

dized Items N of Items 

.460 .404 8 
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Item-Total Statistics 

 
Scale Mean if 

Item Deleted 

Scale Variance if 

Item Deleted 

Corrected Item-

Total Correlation 

Squared Multiple 

Correlation 

Cronbach's Alpha 

if Item Deleted 

Q17 23.88 9.360 .607 .880 .171 

Q18 24.35 10.618 .702 .902 .188 

Q19 24.35 12.368 .469 .896 .315 

Q20 24.06 9.309 .806 .879 .088 

Q21 22.12 15.985 .149 .547 .450 

Q22 24.41 19.382 -.350 .406 .721 

Q23 22.06 18.309 -.393 .436 .531 

Q24 22.53 17.015 -.101 .569 .519 

 
Risk Propensity 

Case Processing Summary 

 N % 

Cases Valid 16 66.7 

Excluded
a
 8 33.3 

Total 24 100.0 

 

 

Inter-Item Correlation Matrix 

 Q17 Q18 Q19 Q20 Q21 Q22 Q23 Q24 

Q17 1.000 .732 .573 .905 .195 -.372 -.506 .015 

Q18 .732 1.000 .845 .750 .128 -.278 -.396 -.089 

Q19 .573 .845 1.000 .556 -.264 -.081 -.417 -.438 

Q20 .905 .750 .556 1.000 .240 -.191 -.450 .069 

Q21 .195 .128 -.264 .240 1.000 -.252 .200 .560 

Q22 -.372 -.278 -.081 -.191 -.252 1.000 .056 -.269 

Q23 -.506 -.396 -.417 -.450 .200 .056 1.000 .366 

Q24 .015 -.089 -.438 .069 .560 -.269 .366 1.000 
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Reliability Statistics 

Cronbach's Alpha 

Cronbach's Alpha 

Based on Standar-

dized Items N of Items 

.494 .498 2 

 

Inter-Item Correlation Matrix 

 Q25 Q26 

Q25 1.000 .332 

Q26 .332 1.000 

 

Item-Total Statistics 

 
Scale Mean if 

Item Deleted 

Scale Variance if 

Item Deleted 

Corrected Item-

Total Correlation 

Squared Multiple 

Correlation 

Cronbach's Alpha 

if Item Deleted 

Q25 3.94 .729 .332 .110 .
a
 

Q26 2.25 1.000 .332 .110 .
a
 

 

 
Trust 

Case Processing Summary 

 N % 

Cases Valid 18 75.0 

Excluded
a
 6 25.0 

Total 24 100.0 

 

 

Reliability Statistics 

Cronbach's Alpha 

Cronbach's Alpha 

Based on Standar-

dized Items N of Items 

.239 .354 3 
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Inter-Item Correlation Matrix 

 Q27 Q28 Q29 

Q27 1.000 -.055 .384 

Q28 -.055 1.000 .135 

Q29 .384 .135 1.000 

 

 

Item-Total Statistics 

 Scale Mean if 

Item Deleted 

Scale Variance if 

Item Deleted 

Corrected Item-

Total Correlation 

Squared Multiple 

Correlation 

Cronbach's Al-

pha if Item De-

leted 

Q27 8.89 .928 .138 .159 .211 

Q28 8.00 1.882 .000 .032 .424 

Q29 7.44 1.791 .403 .172 -.109
a
 

 

 
Consideration 

Case Processing Summary 

 N % 

Cases Valid 17 70.8 

Excluded
a
 7 29.2 

Total 24 100.0 

 

Reliability Statistics 

Cronbach's Alpha 

Cronbach's Alpha 

Based on Standar-

dized Items N of Items 

.754 .757 4 
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Inter-Item Correlation Matrix 

 Q30 Q31 Q32 Q33 

Q30 1.000 .706 .369 .462 

Q31 .706 1.000 .428 .429 

Q32 .369 .428 1.000 .232 

Q33 .462 .429 .232 1.000 

 

 

Item-Total Statistics 

 Scale Mean if 

Item Deleted 

Scale Variance if 

Item Deleted 

Corrected Item-

Total Correlation 

Squared Multiple 

Correlation 

Cronbach's Al-

pha if Item De-

leted 

Q30 8.71 7.096 .670 .534 .626 

Q31 9.47 7.515 .692 .542 .622 

Q32 9.24 8.566 .411 .193 .773 

Q33 8.94 8.434 .457 .235 .747 

 
Expertise 

Case Processing Summary 

 N % 

Cases Valid 17 70.8 

Excluded
a
 7 29.2 

Total 24 100.0 

 

Reliability Statistics 

Cronbach's Alpha 

Cronbach's Alpha 

Based on Standar-

dized Items N of Items 

.268 .268 2 
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Inter-Item Correlation Matrix 

 Q34 Q35 

Q34 1.000 .154 

Q35 .154 1.000 

 

Item-Total Statistics 

 
Scale Mean if 

Item Deleted 

Scale Variance if 

Item Deleted 

Corrected Item-

Total Correlation 

Squared Multiple 

Correlation 

Cronbach's Alpha 

if Item Deleted 

Q34 2.41 1.007 .154 .024 .
a
 

Q35 3.65 .993 .154 .024 .
a
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Appendix 8 – One-way ANOVA Test 

 

ANOVA 

 Sum of Squares df Mean Square F Sig. 

Q1 Between Groups 1,780 2 ,890 1,511 ,257 

Within Groups 7,657 13 ,589   

Total 9,437 15    

Q2 Between Groups ,880 2 ,440 1,410 ,279 

Within Groups 4,057 13 ,312   

Total 4,937 15    

Q3 Between Groups 2,809 2 1,404 2,393 ,130 

Within Groups 7,629 13 ,587   

Total 10,438 15    

Q4 Between Groups 3,000 2 1,500 1,529 ,253 

Within Groups 12,750 13 ,981   

Total 15,750 15    

Q5 Between Groups 4,300 2 2,150 3,889 ,050 

Within Groups 6,633 12 ,553   

Total 10,933 14    

Q6 Between Groups 4,950 2 2,475 4,732 ,029 

Within Groups 6,800 13 ,523   

Total 11,750 15    

Q7 Between Groups ,193 2 ,096 ,116 ,891 

Within Groups 10,807 13 ,831   

Total 11,000 15    

Q8 Between Groups 2,202 2 1,101 2,659 ,105 

Within Groups 5,798 14 ,414   

Total 8,000 16    

Q9 Between Groups 2,780 2 1,390 1,323 ,300 

Within Groups 13,657 13 1,051   

Total 16,438 15    

Q10 Between Groups 1,688 2 ,844 ,714 ,507 

Within Groups 16,548 14 1,182   

Total 18,235 16    

Q11 Between Groups 19,570 2 9,785 16,027 ,000 

Within Groups 8,548 14 ,611   

Total 28,118 16    

Q12 Between Groups 11,189 2 5,595 8,772 ,003 

Within Groups 8,929 14 ,638   
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Total 20,118 16    

Q13 Between Groups 7,173 2 3,587 4,139 ,041 

Within Groups 11,264 13 ,866   

Total 18,438 15    

Q14 Between Groups 8,938 2 4,469 7,262 ,008 

Within Groups 8,000 13 ,615   

Total 16,938 15    

Q15 Between Groups 8,371 2 4,186 4,067 ,042 

Within Groups 13,379 13 1,029   

Total 21,750 15    

Q16 Between Groups 3,771 2 1,886 1,423 ,276 

Within Groups 17,229 13 1,325   

Total 21,000 15    

Q17 Between Groups 23,263 2 11,631 13,943 ,000 

Within Groups 11,679 14 ,834   

Total 34,941 16    

Q18 Between Groups 10,557 2 5,278 7,635 ,006 

Within Groups 9,679 14 ,691   

Total 20,235 16    

Q19 Between Groups 6,902 2 3,451 4,263 ,036 

Within Groups 11,333 14 ,810   

Total 18,235 16    

Q20 Between Groups 14,202 2 7,101 9,156 ,003 

Within Groups 10,857 14 ,776   

Total 25,059 16    

Q21 Between Groups ,018 2 ,009 ,022 ,978 

Within Groups 5,512 14 ,394   

Total 5,529 16    

Q22 Between Groups 12,530 2 6,265 2,960 ,082 

Within Groups 31,748 15 2,117   

Total 44,278 17    

Q23 Between Groups 1,778 2 ,889 10,000 ,002 

Within Groups 1,333 15 ,089   

Total 3,111 17    

Q24 Between Groups 1,510 2 ,755 1,079 ,365 

Within Groups 10,490 15 ,699   

Total 12,000 17    

Q25 Between Groups ,193 2 ,096 ,085 ,919 

Within Groups 14,807 13 1,139   

Total 15,000 15    
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Q26 Between Groups ,454 2 ,227 ,325 ,728 

Within Groups 10,490 15 ,699   

Total 10,944 17    

Q27 Between Groups 1,421 2 ,710 ,528 ,601 

Within Groups 20,190 15 1,346   

Total 21,611 17    

Q28 Between Groups 2,371 2 1,186 2,188 ,147 

Within Groups 8,129 15 ,542   

Total 10,500 17    

Q29 Between Groups ,221 2 ,110 ,488 ,623 

Within Groups 3,390 15 ,226   

Total 3,611 17    

Q30 Between Groups ,454 2 ,227 ,117 ,891 

Within Groups 29,157 15 1,944   

Total 29,611 17    

Q31 Between Groups 2,454 2 1,227 ,986 ,398 

Within Groups 17,429 14 1,245   

Total 19,882 16    

Q32 Between Groups 1,708 2 ,854 ,542 ,593 

Within Groups 22,057 14 1,576   

Total 23,765 16    

Q33 Between Groups 4,049 2 2,025 1,593 ,236 

Within Groups 19,062 15 1,271   

Total 23,111 17    

Q34 Between Groups ,168 2 ,084 ,075 ,928 

Within Groups 15,714 14 1,122   

Total 15,882 16    

Q35 Between Groups 1,203 2 ,602 ,565 ,581 

Within Groups 14,914 14 1,065   

Total 16,118 16    

 
 

 

 

 

 

 

 



 ARE YOU THE LEADER YOU THINK YOU ARE? - Perception of leadership in three Team Sportia stores: a case study  

Johansson, Leander and Nilsson 

 
93 

Appendix 9 – Scheffe Test 

 

Multiple Comparisons 

Scheffe 

Depen
dent 
Varia-
ble 

(I) City (J) City 
Mean Differ-

ence (I-J) Std. Error Sig. 

95% Confidence Interval 

Lower Bound Upper Bound 

Q1 Stockholm Mariestad ,657 ,449 ,372 -,58 1,90 

Jonkoping ,800 ,515 ,330 -,62 2,22 

Mariestad Stockholm -,657 ,449 ,372 -1,90 ,58 

Jonkoping ,143 ,481 ,957 -1,18 1,47 

Jonkoping Stockholm -,800 ,515 ,330 -2,22 ,62 

Mariestad -,143 ,481 ,957 -1,47 1,18 

Q2 Stockholm Mariestad -,543 ,327 ,287 -1,45 ,36 

Jonkoping -,400 ,375 ,579 -1,43 ,63 

Mariestad Stockholm ,543 ,327 ,287 -,36 1,45 

Jonkoping ,143 ,350 ,921 -,82 1,11 

Jonkoping Stockholm ,400 ,375 ,579 -,63 1,43 

Mariestad -,143 ,350 ,921 -1,11 ,82 

Q3 Stockholm Mariestad ,886 ,449 ,182 -,35 2,12 

Jonkoping ,100 ,514 ,981 -1,32 1,52 

Mariestad Stockholm -,886 ,449 ,182 -2,12 ,35 

Jonkoping -,786 ,480 ,296 -2,11 ,54 

Jonkoping Stockholm -,100 ,514 ,981 -1,52 1,32 

Mariestad ,786 ,480 ,296 -,54 2,11 

Q4 Stockholm Mariestad 1,000 ,580 ,262 -,60 2,60 

Jonkoping ,750 ,664 ,544 -1,08 2,58 

Mariestad Stockholm -1,000 ,580 ,262 -2,60 ,60 

Jonkoping -,250 ,621 ,923 -1,96 1,46 

Jonkoping Stockholm -,750 ,664 ,544 -2,58 1,08 

Mariestad ,250 ,621 ,923 -1,46 1,96 

Q5 Stockholm Mariestad ,967 ,450 ,142 -,29 2,22 

Jonkoping 1,300 ,499 ,068 -,09 2,69 

Mariestad Stockholm -,967 ,450 ,142 -2,22 ,29 

Jonkoping ,333 ,480 ,789 -1,00 1,67 

Jonkoping Stockholm -1,300 ,499 ,068 -2,69 ,09 

Mariestad -,333 ,480 ,789 -1,67 1,00 

Q6 Stockholm Mariestad 1,200
*
 ,423 ,044 ,03 2,37 

Jonkoping ,200 ,485 ,919 -1,14 1,54 

Mariestad Stockholm -1,200
*
 ,423 ,044 -2,37 -,03 

Jonkoping -1,000 ,453 ,127 -2,25 ,25 

Jonkoping Stockholm -,200 ,485 ,919 -1,54 1,14 

Mariestad 1,000 ,453 ,127 -,25 2,25 

Q7 Stockholm Mariestad -,257 ,534 ,891 -1,73 1,22 

Jonkoping -,150 ,612 ,970 -1,84 1,54 
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Mariestad Stockholm ,257 ,534 ,891 -1,22 1,73 

Jonkoping ,107 ,571 ,983 -1,47 1,68 

Jonkoping Stockholm ,150 ,612 ,970 -1,54 1,84 

Mariestad -,107 ,571 ,983 -1,68 1,47 

Q8 Stockholm Mariestad ,762 ,358 ,141 -,22 1,74 

Jonkoping ,083 ,415 ,980 -1,05 1,22 

Mariestad Stockholm -,762 ,358 ,141 -1,74 ,22 

Jonkoping -,679 ,403 ,276 -1,78 ,42 

Jonkoping Stockholm -,083 ,415 ,980 -1,22 1,05 

Mariestad ,679 ,403 ,276 -,42 1,78 

Q9 Stockholm Mariestad ,943 ,600 ,323 -,71 2,60 

Jonkoping ,800 ,688 ,525 -1,10 2,70 

Mariestad Stockholm -,943 ,600 ,323 -2,60 ,71 

Jonkoping -,143 ,642 ,976 -1,92 1,63 

Jonkoping Stockholm -,800 ,688 ,525 -2,70 1,10 

Mariestad ,143 ,642 ,976 -1,63 1,92 

Q10 Stockholm Mariestad ,262 ,605 ,911 -1,39 1,92 

Jonkoping ,833 ,702 ,511 -1,09 2,75 

Mariestad Stockholm -,262 ,605 ,911 -1,92 1,39 

Jonkoping ,571 ,681 ,710 -1,29 2,43 

Jonkoping Stockholm -,833 ,702 ,511 -2,75 1,09 

Mariestad -,571 ,681 ,710 -2,43 1,29 

Q11 Stockholm Mariestad 1,405
*
 ,435 ,020 ,22 2,59 

Jonkoping 2,833
*
 ,504 ,000 1,45 4,21 

Mariestad Stockholm -1,405
*
 ,435 ,020 -2,59 -,22 

Jonkoping 1,429
*
 ,490 ,036 ,09 2,77 

Jonkoping Stockholm -2,833
*
 ,504 ,000 -4,21 -1,45 

Mariestad -1,429
*
 ,490 ,036 -2,77 -,09 

Q12 Stockholm Mariestad -1,786
*
 ,444 ,005 -3,00 -,57 

Jonkoping -1,500
*
 ,515 ,036 -2,91 -,09 

Mariestad Stockholm 1,786
*
 ,444 ,005 ,57 3,00 

Jonkoping ,286 ,501 ,851 -1,08 1,65 

Jonkoping Stockholm 1,500
*
 ,515 ,036 ,09 2,91 

Mariestad -,286 ,501 ,851 -1,65 1,08 

Q13 Stockholm Mariestad -1,371 ,545 ,076 -2,88 ,13 

Jonkoping -1,550 ,624 ,080 -3,27 ,17 

Mariestad Stockholm 1,371 ,545 ,076 -,13 2,88 

Jonkoping -,179 ,583 ,954 -1,79 1,43 

Jonkoping Stockholm 1,550 ,624 ,080 -,17 3,27 

Mariestad ,179 ,583 ,954 -1,43 1,79 

Q14 Stockholm Mariestad -1,000 ,459 ,133 -2,27 ,27 

Jonkoping -2,000
*
 ,526 ,008 -3,45 -,55 

Mariestad Stockholm 1,000 ,459 ,133 -,27 2,27 

Jonkoping -1,000 ,492 ,166 -2,36 ,36 

Jonkoping Stockholm 2,000
*
 ,526 ,008 ,55 3,45 

Mariestad 1,000 ,492 ,166 -,36 2,36 

Q15 Stockholm Mariestad 1,686
*
 ,594 ,044 ,05 3,32 
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Jonkoping 1,150 ,681 ,275 -,73 3,03 

Mariestad Stockholm -1,686
*
 ,594 ,044 -3,32 -,05 

Jonkoping -,536 ,636 ,708 -2,29 1,22 

Jonkoping Stockholm -1,150 ,681 ,275 -3,03 ,73 

Mariestad ,536 ,636 ,708 -1,22 2,29 

Q16 Stockholm Mariestad ,514 ,674 ,752 -1,35 2,37 

Jonkoping 1,300 ,772 ,278 -,83 3,43 

Mariestad Stockholm -,514 ,674 ,752 -2,37 1,35 

Jonkoping ,786 ,722 ,567 -1,20 2,78 

Jonkoping Stockholm -1,300 ,772 ,278 -3,43 ,83 

Mariestad -,786 ,722 ,567 -2,78 1,20 

Q17 Stockholm Mariestad 2,214
*
 ,508 ,002 ,82 3,60 

Jonkoping 2,750
*
 ,590 ,001 1,14 4,36 

Mariestad Stockholm -2,214
*
 ,508 ,002 -3,60 -,82 

Jonkoping ,536 ,572 ,654 -1,03 2,10 

Jonkoping Stockholm -2,750
*
 ,590 ,001 -4,36 -1,14 

Mariestad -,536 ,572 ,654 -2,10 1,03 

Q18 Stockholm Mariestad 1,786
*
 ,463 ,006 ,52 3,05 

Jonkoping 1,250 ,537 ,101 -,22 2,72 

Mariestad Stockholm -1,786
*
 ,463 ,006 -3,05 -,52 

Jonkoping -,536 ,521 ,601 -1,96 ,89 

Jonkoping Stockholm -1,250 ,537 ,101 -2,72 ,22 

Mariestad ,536 ,521 ,601 -,89 1,96 

Q19 Stockholm Mariestad 1,333 ,501 ,057 -,04 2,70 

Jonkoping 1,333 ,581 ,107 -,25 2,92 

Mariestad Stockholm -1,333 ,501 ,057 -2,70 ,04 

Jonkoping ,000 ,564 1,000 -1,54 1,54 

Jonkoping Stockholm -1,333 ,581 ,107 -2,92 ,25 

Mariestad ,000 ,564 1,000 -1,54 1,54 

Q20 Stockholm Mariestad 1,857
*
 ,490 ,007 ,52 3,20 

Jonkoping 2,000
*
 ,568 ,012 ,45 3,55 

Mariestad Stockholm -1,857
*
 ,490 ,007 -3,20 -,52 

Jonkoping ,143 ,552 ,967 -1,37 1,65 

Jonkoping Stockholm -2,000
*
 ,568 ,012 -3,55 -,45 

Mariestad -,143 ,552 ,967 -1,65 1,37 

Q21 Stockholm Mariestad -,048 ,349 ,991 -1,00 ,91 

Jonkoping -,083 ,405 ,979 -1,19 1,02 

Mariestad Stockholm ,048 ,349 ,991 -,91 1,00 

Jonkoping -,036 ,393 ,996 -1,11 1,04 

Jonkoping Stockholm ,083 ,405 ,979 -1,02 1,19 

Mariestad ,036 ,393 ,996 -1,04 1,11 

Q22 Stockholm Mariestad -1,595 ,809 ,178 -3,79 ,60 

Jonkoping ,233 ,881 ,966 -2,16 2,62 

Mariestad Stockholm 1,595 ,809 ,178 -,60 3,79 

Jonkoping 1,829 ,852 ,134 -,48 4,14 

Jonkoping Stockholm -,233 ,881 ,966 -2,62 2,16 

Mariestad -1,829 ,852 ,134 -4,14 ,48 
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Q23 Stockholm Mariestad -,667
*
 ,166 ,004 -1,12 -,22 

Jonkoping -,667
*
 ,181 ,008 -1,16 -,18 

Mariestad Stockholm ,667
*
 ,166 ,004 ,22 1,12 

Jonkoping ,000 ,175 1,000 -,47 ,47 

Jonkoping Stockholm ,667
*
 ,181 ,008 ,18 1,16 

Mariestad ,000 ,175 1,000 -,47 ,47 

Q24 Stockholm Mariestad ,024 ,465 ,999 -1,24 1,29 

Jonkoping -,633 ,506 ,475 -2,01 ,74 

Mariestad Stockholm -,024 ,465 ,999 -1,29 1,24 

Jonkoping -,657 ,490 ,427 -1,99 ,67 

Jonkoping Stockholm ,633 ,506 ,475 -,74 2,01 

Mariestad ,657 ,490 ,427 -,67 1,99 

Q25 Stockholm Mariestad ,107 ,669 ,987 -1,74 1,95 

Jonkoping -,150 ,716 ,978 -2,13 1,83 

Mariestad Stockholm -,107 ,669 ,987 -1,95 1,74 

Jonkoping -,257 ,625 ,919 -1,98 1,47 

Jonkoping Stockholm ,150 ,716 ,978 -1,83 2,13 

Mariestad ,257 ,625 ,919 -1,47 1,98 

Q26 Stockholm Mariestad -,024 ,465 ,999 -1,29 1,24 

Jonkoping -,367 ,506 ,773 -1,74 1,01 

Mariestad Stockholm ,024 ,465 ,999 -1,24 1,29 

Jonkoping -,343 ,490 ,786 -1,67 ,99 

Jonkoping Stockholm ,367 ,506 ,773 -1,01 1,74 

Mariestad ,343 ,490 ,786 -,99 1,67 

Q27 Stockholm Mariestad ,524 ,645 ,725 -1,23 2,28 

Jonkoping ,667 ,703 ,646 -1,24 2,57 

Mariestad Stockholm -,524 ,645 ,725 -2,28 1,23 

Jonkoping ,143 ,679 ,978 -1,70 1,99 

Jonkoping Stockholm -,667 ,703 ,646 -2,57 1,24 

Mariestad -,143 ,679 ,978 -1,99 1,70 

Q28 Stockholm Mariestad ,786 ,410 ,193 -,33 1,90 

Jonkoping ,100 ,446 ,975 -1,11 1,31 

Mariestad Stockholm -,786 ,410 ,193 -1,90 ,33 

Jonkoping -,686 ,431 ,311 -1,86 ,48 

Jonkoping Stockholm -,100 ,446 ,975 -1,31 1,11 

Mariestad ,686 ,431 ,311 -,48 1,86 

Q29 Stockholm Mariestad -,190 ,265 ,775 -,91 ,53 

Jonkoping ,067 ,288 ,974 -,71 ,85 

Mariestad Stockholm ,190 ,265 ,775 -,53 ,91 

Jonkoping ,257 ,278 ,660 -,50 1,01 

Jonkoping Stockholm -,067 ,288 ,974 -,85 ,71 

Mariestad -,257 ,278 ,660 -1,01 ,50 

Q30 Stockholm Mariestad ,357 ,776 ,900 -1,75 2,46 

Jonkoping ,300 ,844 ,939 -1,99 2,59 

Mariestad Stockholm -,357 ,776 ,900 -2,46 1,75 

Jonkoping -,057 ,816 ,998 -2,27 2,16 

Jonkoping Stockholm -,300 ,844 ,939 -2,59 1,99 
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Mariestad ,057 ,816 ,998 -2,16 2,27 

Q31 Stockholm Mariestad ,914 ,653 ,400 -,87 2,70 

Jonkoping ,600 ,706 ,703 -1,33 2,53 

Mariestad Stockholm -,914 ,653 ,400 -2,70 ,87 

Jonkoping -,314 ,653 ,892 -2,10 1,47 

Jonkoping Stockholm -,600 ,706 ,703 -2,53 1,33 

Mariestad ,314 ,653 ,892 -1,47 2,10 

Q32 Stockholm Mariestad -,743 ,735 ,611 -2,75 1,27 

Jonkoping -,600 ,794 ,756 -2,77 1,57 

Mariestad Stockholm ,743 ,735 ,611 -1,27 2,75 

Jonkoping ,143 ,735 ,981 -1,87 2,15 

Jonkoping Stockholm ,600 ,794 ,756 -1,57 2,77 

Mariestad -,143 ,735 ,981 -2,15 1,87 

Q33 Stockholm Mariestad 1,119 ,627 ,236 -,58 2,82 

Jonkoping ,633 ,683 ,658 -1,22 2,49 

Mariestad Stockholm -1,119 ,627 ,236 -2,82 ,58 

Jonkoping -,486 ,660 ,766 -2,28 1,31 

Jonkoping Stockholm -,633 ,683 ,658 -2,49 1,22 

Mariestad ,486 ,660 ,766 -1,31 2,28 

Q34 Stockholm Mariestad ,029 ,620 ,999 -1,67 1,72 

Jonkoping -,200 ,670 ,957 -2,03 1,63 

Mariestad Stockholm -,029 ,620 ,999 -1,72 1,67 

Jonkoping -,229 ,620 ,935 -1,92 1,47 

Jonkoping Stockholm ,200 ,670 ,957 -1,63 2,03 

Mariestad ,229 ,620 ,935 -1,47 1,92 

Q35 Stockholm Mariestad -,571 ,604 ,648 -2,22 1,08 

Jonkoping -,600 ,653 ,664 -2,39 1,19 

Mariestad Stockholm ,571 ,604 ,648 -1,08 2,22 

Jonkoping -,029 ,604 ,999 -1,68 1,62 

Jonkoping Stockholm ,600 ,653 ,664 -1,19 2,39 

Mariestad ,029 ,604 ,999 -1,62 1,68 

*. The mean difference is significant at the 0.05 level. 
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Appendix 10 - Descriptive statistics Stockholm 
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Appendix 11 - Descriptive Statistics Mariestad 
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Appendix 12 - Descriptive statistics Jönköping 

 

 

 


