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Abstract 
Leadership character as it is known in our community is a desirable 

personality trait and has shown that it can make a difference for the final result when 
working towards a goal. A team that works on a goal with leaders on board has a 
higher chance of a positive outcome. In this research, leadership ability of male 
football players in the Pepsi-league of 2018 were measured and the survey was sent to 
all players in the league. The participants counted 66 in total where the answer ratio 
was 49.6%. and they were divided into three groups depended on where they finished 
in the Pepsi-league of 2018 and whether they were formal or informal leaders. The 
aim was to answer the hypothesis of the study, the first one was that teams in the top 
four have more leaders compared to teams in the bottom four in the Pepsi league, 
according to MLQ. The second one was that there are more transformational than 
transactional behavioral leaders in the Pepsi league. Third hypothesis was that formal 
leaders score higher as a transformational and transactional leader than informal 
leaders do. Fourth one was that formal leaders have higher salary than informal 
leaders. The fifth and last hypothesis was that age has positive correlation with 
transformational and transactional leadership style but negative correlation with non-
leadership style. Hypothesis two (t = 7.56, p <0.05) and four (r -0.37, p < 0.05) was 
supported. The Multifactor Leadership Questionnaire (MLQ) was used to measure 
leadership behavior amoung players. 

Keywords: Leadership behavior, transformational, transactional, formal leader, 
informal leader. 
 

 
 
 
 

Útdráttur 
Leiðtogahæfni er eftirsóknarverður eiginleiki til að hafa í því samfélagi sem 

við lifum í í dag. Það hefur sýnt sig að leiðtogahæfni skiptir máli þegar kemur að því 
að vinna að makmiðum. Lið sem innihalda leiðtoga eru líklegri til að ná markmiðum 
sínum. Í þessari rannsókn var leiðtogahæfni könnuð meðal leikmanna í Pepsi deild 
karla 2018 þar sem rannsóknin var send á alla leikmenn í deildinni. Þátttakendur í 
rannsókninni voru 66 talsins með svarhlutfall uppá 49.6%. Þeim var skipt upp í þrjá 
hópa eftir því hvar liðið endaði í Pepsi deildinni 2018 og hvort þeir höfðu skilgreint 
leiðtogahlutverk (formal leaders) eða ekki (informal leaders). Markmið 
rannsóknarinnar var að svara fimm tilgátum, fyrsta tilgátan var að lið í efstu fjórum 
sætunum hafa fleiri leiðtoga en lið í neðstu fjórum sætunum samkvæmt MLQ. Önnur 
tilgáta var sú að fleiri transformational heldur en transactional leiðtogar væru í Pepsi 
deildinni 2018. Þriðja tilgátan var að formal leaders mælast hærri á transformational 
og transactional leiðtogahæfni heldur en informal leaders. Fjórða tilgátan var sú að 
formal leaders væru með hærri laun en informal leaders. Fimmta tilgátan var að aldur 
hefur jákvæða fylgni við transformational og transactional leiðtogahæfni en 
neikvæða fylgni við non-leadership leiðtogastíl. Tilgáta tvö (t = 7.56, p <0.05) og 
fjögur (r -0.37, p < 0.05) voru studdar. Multifactor Leadership Questionnaire (MLQ) 
var notaður til að mæla mismunandi leiðtogahæfnis hegðun hjá leikmönnum. 
 Lykilorð: Leadership behavior, transformational, transactional, formal leader, 
informal leader. 
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Leadership is a concept that has been with humans for a long time, there are 

myths and legends that have been linked to leadership or being a leader (Bass & Bass, 

2009). In almost every aspect of the community, leaders can be found whether it is in 

business, schools or sports etc. Some say that leadership may be the oldest vocation 

there is, because it has been among humans from the day that the first parents were 

alive. So, leadership as a phenomenon is not linked to one society, it is universal 

(Bass & Bass, 2009). Even though leadership has been part of human culture for 

hundreds of years it has not been studied for so long. Still today there is not one 

complete definition on what leadership actually is or what leaders do (Cotterill & 

Fransen, 2016).  

Leadership is a dynamic concept that can be different from one group to 

another (Cotterill & Fransen, 2016; O’Boyle, Murray, & Cummins, 2015). Although 

leadership as a concept is complex and covers a wide range of definition and context, 

some have attempted to define it (Cotterill & Fransen, 2016). For example, Warren G. 

Bennis (1989) made a statement saying: “All leaders have the capacity to create a 

compelling vision, one that takes people to a new place, and then to translate that 

vision into reality”. On the other hand Jeffrey C. Barrow (1977) gave a more detailed 

definition on leadership and said that it is a: “behavioral process of influencing 

individuals or groups toward set goals, and leadership effectiveness will be defined by 

how well these goals are achieved”. 

Leadership is recognized and also desired for the great benefit that comes with 

it and what it entails. Individuals who are considered as leaders are favorable when it 

comes to working within a group (Bass & Bass, 2009; Cotterill & Fransen, 2016). 

Team that works on a goal has a higher change of a positive outcome with leaders on 

board (Bass & Bass, 2009). A leader can face stimulus from any directions like other 

team members. However, it is crucial for an individual, who aims to show leadership 
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behavior, to have the ability to lead when negative stimulus approach, such as anger, 

fear, personal issues, etc. (Bass & Bass, 2009; Yukelson, Weinberg, Richardson, & 

Jackson, 1983). 

First studies on leadership in sports began over 30 years ago with researches 

on coaches and their leadership abilities (Cotterill & Fransen, 2016). It is obvious to 

say that the head coach of a team is a leader because he or she is in charge of big 

decisions (Cotterill & Fransen, 2016). Among athletes in a team, there are a variety of 

different characters, and some of them are good leaders in their own way. Each and 

everyone has their personal characteristics, so when many people come together like 

in a team, there is not always the same that works for everybody. The balance of 

leading players in a team must play out right to get the best result (Loughead, Hardy, 

& Eys, 2006). Leadership in a team can come out in various ways, like in a team 

where there can be formal and informal leaders that have different impact on the 

group (Cotterill & Fransen, 2016; Crozier, Loughead, & Munroe-Chandler, 2013) 

 A formal leader is someone that is chosen by an organization or a team that he 

is a part of to lead the group (Crozier et al., 2013; Loughead & Hardy, 2005). 

Example of a formal leader in sports could be a coach, manager, captain or vice-

captain and they often have specific authority and responsibility that comes along 

with the title (Crozier et al., 2013; Loughead & Hardy, 2005). A study from Konter 

(2009) showed that there was different approach in leadership styles whether the 

coach, which is a formal leader, was a professional or an amateur football coach. So, 

with formal leaders on board among other informal leaders, the information-gap 

between the coaches and athletes is more likely to be fulfilled and other needs of the 

athletes to be satisfied. 

Different from formal leaders, there are other players that can also behave as a 

leader but do not have a formal role in the team, they are called informal leaders 
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(Crozier et al., 2013). They are leaders that do not have a certain authority like being 

titled as captain, etc. Recent studies seem to underpin that there are never to many 

informal leaders in a team (Crozier et al., 2013; Neubert, 1999). By having a quantity 

of informal leaders in a team there are more chances of favorable outcome, the 

comprehensive perspective and information exchange will turn out better (Crozier et 

al., 2013; Neubert, 1999). For example in a team where there is only one informal 

leader the risk of a dictatorship that could cause a problem by having to significant 

impact on the rest of the group (Hart, 1991; Neubert, 1999) – it is the quality and 

quantity of leaders in the group matters (Hart, 1991). 

Based on the result from a study that Loughead & Hardy (2005) conducted, it 

is not only the captains or coaches that are leaders; their research showed that other 

team members were also capable of showing some source of a leadership behavior. 

Both formal- and informal leadership is essential when it comes to team efficiency. 

Leadership in sports can be broken down into distinct aspects: task athlete leadership, 

social athlete leadership, and external athlete leadership etc. (Loughead et al., 2006).  

 Transactional behavior leadership and transformational behavior leadership is 

like it says a behavior that comes with different leadership styles (Antonakis, Avolio, 

& Sivasubramaniam, 2003). With Multifactor Leadership Questionnaire (MLQ), 

individuals can be ranked as a leader on a scale under this (transactional or 

transformational) leadership behavior style (Antonakis, Avolio, & Sivasubramaniam, 

2003; Bass, 1997; Fiery, 2008). Transactional behaviors can improve teammates in 

training and instruction, democratic behavior, and give social support. Usually, it is 

the formal leaders who are training and providing instructions, teaching, and advising 

(Crozier et al., 2013). Rose (1995) found in her study that transactional leaders where 

not attributed to heritability, so characteristics that comes with transactional 
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leadership behavior can be adopted. On the other hand, about 40% of transformational 

leadership can be attributed to heritability. 

Transformational behavior leadership is different from transactional behavior 

in a following way, it has the distinctive features of inspirational motivation and the 

ideal influence on other team members. Both formal and informal leaders have been 

linked to transformational behavioral leadership and can emerge in that way. They 

include leadership behavior where individuals act as an inspiration to others to do 

well. Transformational leaders interact more with individuals than the whole group at 

once, though both can occur (Crozier et al., 2013). Team members look up to these 

leaders and have them for an example when figuring out how to behave (Avolio, 

1999; Crozier et al., 2013). So once again, saying that having various leadership 

characters in a team is positive (Avolio, 1999; Crozier et al., 2013; Jowett & 

Chaundy, 2004)  

The purpose of this research study was to examination the leadership 

phenomenon and see different types effectiveness from different types of leaders. The 

study mainly focused on leadership in sports and what kind of leaders and the 

quantity it took to serve their team towards set goals. When looked at leadership 

researches the majority of writings were about coaches and captains as leaders, i.e. 

formal leaders, and less at the other athlete players (Cotterill & Fransen, 2016). The 

leaders that serve the role of being a formal leader have more responsibilities they 

have to fulfill. There is a need for formal leaders in each team to represent the team 

and increase the possibility of great result (Loughead & Hardy, 2005).  

The focus of this study was to look into the leadership ability of a football 

players in Iceland. The Multifactor Leadership Questionnaire (MLQ) measures 

leadership behavior. For example, it ranks individuals as transformational, 
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transactional leaders or non-leaders and with appropriate subclasses. Following 

hypothesis: 

1. Teams in the Pepsi league 2018 that ended in the top four places scores 

higher on MLQ compared to teams in the bottom four places. 

2. Players in the Pepsi league 2018 score higher on transformational 

leadership behavior than transactional leadership behavior. 

3. Formal leaders score higher as transformational and transactional leaders 

than informal leaders.  

4. Formal leaders have significantly higher salary than informal leaders. 

5. Age has a significant positive correlation with transformational and 

transactional leadership style but significant negative correlation with non-

leadership style. 

Method 

Participants 

The participants in this study were male football players that played in the 

Pepsi league summer 2018 (highest football league in Iceland). A survey was sent to 

all teams in the Pepsi league 2018. So, every player from the cohort had the chance to 

participate in the study. Participants in the research study were total 66 players 

(N=66) from 12 different teams where the answer ratio in this research study was 

49.6%. The age range in the study was 18-44 years old, and most of the players were 

on the range 21-25 years old (N=23). Players had salary on a range from <99.000kr. -  

³900.000kr. per month, the most common salary range was 100.000kr. – 300.000kr. 

per month (N=21). Those who participated in the research did not receive payment or 

any other benefits for participation and had free choice whether they would take part 

or not. 
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Measurements 

This study was pitched for the participants online where the web survey was 

used as measurement. The survey was meant for the football players who were 

willing to take part and it contained 51 questions. The survey combined of five 

questions that were pitched by the researcher. The questions were mainly about 

background and the football career of the individual. The questions were asked about 

age, salary, if you have a clear role as a formal leader in the team, in what place in the 

league did your team end and how many leaders are in your team. When working 

with the data to measure formal leaders from informal leaders, question about what 

role the player had in the team were used. To get the factor of formal leaders, the 

individuals who said they were captain or vice-captain in a team were used. Answers 

such as “my role is not defined” and “none of the answers above” were combined to 

identify factors of informal leaders.  

The rest of the survey was the MLQ. It contained 45 questions about 

leadership abilities, where the questions give result for four different styles of a 

behavior that is linked to a leadership behavior (Antonakis et al., 2003). These styles 

were transformational leadership behavior, transactional leadership behavior, non-

leadership behavior and extra effort behavior (Antonakis et al., 2003).  

For the transformational leadership behavior, the Cronbach’s alpha was good 

(a= 0.88). To measure the transformational behavior 20 questions from the MLQ 

were used. Eight questions from MLQ were used to measure transactional leadership 

behavior were the Cronbach’s alpha was moderate (a = 0.67). Another eight 

questions from MLQ were used to measure non-leadership behavior and the 

Cronbach’s alpha was moderate as well (a = 0.67). 

Participants could answer each question depending on how often the behavior 

that was asked about occurred. The survey response options were on a five-point 
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Likert scale, from zero to four (0 = Not at all, 1 = Once in a while, 2 = Sometimes, 3 

= Fairly often and then 4 = Frequently, if not always). MLQ is widely used and has 

shown stability over the years, the questionnaire has strong evidence for validity 

(Avolio, 1999; Antonakis et al., 2003). Studies show that the reliability score of MLQ 

has the range from moderate to good (Antonakis et al., 2003; Fiery, 2008). SPSS 

statistics was used to analyze and process the data and test the hypothesis. Tablets and 

pictures for this study were made in Microsoft Excel and Microsoft Word. 

Research design 

In this research study there was one dependent variable, which was the 

leadership behavior measured with MLQ. There were two independent variables in 

the study, the first one was the place that the individuals team ended in, in the Pepsi 

league 2018. Second one was, what role the player had in the team, whether he was 

formal- or unformal leader. 

The research study design that was use in this present study was between 

groups design. This was used to see the difference of how the groups (depending on 

which place the team ended up in) scored on the MLQ. Every participant was 

measured once and compared to others.  

All participants got the same instructions, and all had to answer on a web 

survey online. The questionnaire was open for over three-weeks and it could be 

answered at any given time in that period.   

Procedure 

The researcher set the questions up in a web survey and conducted the data.  

The survey was then distributed to all teams at the same time so players could enter 

and answer the questions. The data was collected in March 2019 in a three-week 

period. The researcher distributed the survey by contacting one player from each 

team. That player would then deliver the link to the web survey to other teammates. 
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Few days after the time that the web survey was delivered to the teams, the team got 

sent a repeat notice to emphasize participation.  

Every participant got the same instructions when accessing the survey. The 

instructions were on the opening page saying that with participation, it would be same 

as an informed consent to participate. Each participant could quit at any given time in 

the process. The survey was without a personal identification and the results were 

confidential.  

Data analysis 

In this study, one-way ANOVA was conducted to analyze the data, both 

between groups and within subject design. One-way ANOVA is useful to use when 

comparing two or more independent groups to see if there are statistically significant 

difference between them (Field, 2013). Paired sample t-test was used when measuring 

correlation between dependent variables and when comparing the mean difference 

between factors. Post hoc Bonferroni test was used to find out whether there was a 

significant mean difference or not between the teams that ended in top four, middle 

four and then the bottom four in the Pepsi league. 

When conducting one-way ANOVA, six assumptions were looked into. The 

dependent variable was measured at an interval level where questions were about 

performance. The independent variable had more than two categories, they were up to 

four different types of leadership behavior styles. For the measurements, each 

participant answered the survey once, which means that each observation had 

independency. The first three assumptions were met. For the fourth assumption it 

needed to be observed if there were any outliers in the data. This assumption was met 

as there was not a significant outlier in the data. For the fifth assumption test of 

normality was conducted. The result from the Shampiro-Wilk test on transformational 

(p = 0.77), transactional (p = 0.90), non-leadership (p = 0.36) and extra effort (p = 
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0.81) were not significant for non of the four leadership behavior styles. That tells that 

it can be concluded that the sampling distribution were normal. Homogeneity of 

variance was the sixth and last assumption that was used in this study. The Leven’s 

test, which was not significant, was used to see if the variance for the variable were 

stable at all levels within the other variables. The sixth and last assumption was met, 

along with all the others. 

Results 

Of all those who started to answer the questionnaire only 49.6% finished 

answering it, that counted 66 participants. The age distribution was listed in five 

categories from <20 years old up to >36 years old. Majority of the players were 

younger than 30 years old, or 86.57% of all participants. The number of participants 

who had salary of 500.000 kr. or less per month was 58 in total or 87.88%. Table 1 

shows descriptive statistics from the background/demographic questions and 

questions about leaders in the team.  

There were eight formal leaders who participated in the study, three of them 

were captains and five were vice-captains, 59 did not have a defined formal 

leadership role. Almost half of the players were from a team that ended up in top four 

in the Pepsi league 2018. The majority of players thought that their team contained 

either 1-3 or 4-6 leaders. The participants were divided into groups depending on 

what place their team ended up in, 1-4 place (N=32) in the league, 5-8 place (N=16) 

or 9-12 place (N=18). Participants from all three groups were then measured with 

MLQ on four leadership behavioral styles.  

Table 2 shows descriptive statistics from the leadership behavior styles scores 

from each group, how the teams in these places scored on all four leaderships style. 

When comparing the team’s performance and the leadership score, one-way ANOVA 

was used to calculate the results. It was used to compare whether participants scored 
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higher on transformational and transactional depending on the place their team ended 

up in the Pepsi league 2018. 

Table 1 

Descriptive statistics for the background questions 
  N Percent (%) 
1. Age    

< 20 years old  17 25.37% 
21-25 years old  23 35.33% 
26-30 years old  18 26.87% 
31-25 years old  8 11.94% 
>36 years old  1 1.49% 

2. Salary     

<99.000 kr.  17 25.76% 

100.000-300.000 kr.  21 31.82% 

301.000-500.000 kr.  20 30.30% 

501.000-700.000 kr.  6 9.09% 

>900.000 kr.   2 3.03% 

3. Players role in team    

Captain  3 4.48% 

Vice-captain  5 7.46% 

My role is not defined  16 23.88% 

None of the above  43 64.18% 

4. In what place did your team 
end up in Pepsi league 2018? 

   

1-4 place  33 49.25% 

5-8 place  16 23.88% 

9-12 place  18 26.87% 

5. How many leader to you 
think your team have. 

   

No leaders   1 1.49% 

1-3  31 46.27% 

4-6  26 38.81% 

7-9  8 11.94% 

10-12  1 1.49% 

 

By measuring with a post hoc Bonferroni test, there was not found a 

significant difference between any of the group’s depending on the place that the team 

finished in. First hypothesis was not supported for lack of significant result between 

the top four places and the bottom four places on both transformational leadership 

behavior F (2, 63) = 0.15, p = 0.86 and transactional leadership behavior F (2, 63) = 
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0.03, p = 0.97. There was paucity of evidence between performance and score on 

MLQ in non-leadership F (2, 63) = 0.97, p = 0.37.  The biggest difference was on 

extra effort behavior were the mean of the top four teams was 0.20 higher than the 

mean of the bottom four teams but that did not meet the significant criteria F (2, 62) = 

0.47, p = 0.63. 

  

Paired sample T-test was used to see if there would be a significant difference 

between players where they scored as transformational leaders and then as 

transactional leaders in the Pepsi league 2018. Also, to see if there was correlation 

between the scores of the groups. The result showed that the average score as a 

transformational leader among players was higher than the score as transactional 

Leadership behavior 
style 

 
  

  

  N Mean SD Minimum Maximum 

Transformational       

1-4 place  32 3.71 0.44 2.85 4.75 
5-8 place  16 3.70 0.43 3.00 4.25 

9-12 place  18 3.78 0.53 2.90 4.90 

Total  66 3.72 0.46 2.85 4.90 
Transactional       

1-4 place  32 3.29 0.42 2.38 4.13 
5-8 place  16 3.32 0.52 2.13 4.38 

9-12 place  18 3.28 0.55 2.50 4.63 
Total  66 3.29 0.47 2.13 4.63 

Non-leadership       

1-4 place  32 2.30 0.52 1.50 3.25 
5-8 place  16 2.35 0.38 1.63 3.38 

9-12 place  18 2.13 0.52 1.13 3.13 
Total  66 2.27 0.49 1.13 3.38 

Extra effort       
1-4 place  32 3.66 0.53 2.78 4.56 
5-8 place  16 3.73 0.58 2.33 4.78 

9-12 place  18 3.86 0.64 3.00 5.00 
Total  66 3.75 0.57 2.33 5.00 

Table 2 

Descriptive statistics over leadership behavior style depended on the performance in 
the Pepsi league 2018.  
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leader (see in table 1). The difference was significant (t = 7.56, p <0.05). This result 

underpins and support hypothesis two. There was a positive correlation between the 

groups of transformational behavior and transactional behavior (r = 0.52, p < 0.05). 

The transformational behavior was significantly different from non-leadership 

behavior (t = -14.1, p < 0.05) with significant negative correlation (r = -0.56, p < 

0.05). While the score of the transactional behavior group compared to the score of 

non-leadership behavior did not have a significant correlation (r = -0.05, p = 0.66). 

However, there was a significant difference on the average score between the 

transactional behavior and non-leadership behavior (t = -11.84, p < 0.05). 

 One-way ANOVA was used to see if there were any difference on the 

scores between each of the four leadership behavior styles. And therefore, answering 

the hypotheses number three which was that formal leaders score higher on 

transformational and transactional behavior than informal leaders do. To identify 

formal leaders question number three was used (see table 1), where captains and vice-

captains were listed together as formal leaders. Informal leaders were identified from 

the other two options from the same question, question number three. Players that 

answered that their role was not defined or none of the answers above were listed 

together as informal leaders. Figure 1 shows how formal leaders and informal leaders 

answered on average on each of the leadership behavioral style. 

 The column shows that formal leaders (N=8) score higher than informal 

leaders (N=58) on all three leadership behavioral factors except on non-leadership 

behavior. The difference on the average score between formal and informal leaders, 

when looking at transformational behavior according to MLQ, was significant F (1, 

64) = 13.41, p < 0.05. For transactional behavior there was not a significant difference 

on the average score between the two groups of leaders F (1, 64) = 1.68, p = 0.20. 
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Therefor these results, from transformational and transactional leadership behavior, 

does not support hypothesis number three.  

 Figure 1. Leadership behavior style among formal and informal leaders 

 There was a significant difference between formal and informal leaders when 

it came to non-leadership behavior style where informal leaders scored higher than 

formal leaders F (1, 64) = 4.74, p < 0.05. When looking into extra effort, formal 

leaders scored higher and therefor are more likely than informal leaders to step up and 

do the extra work when needed. On extra work behavior, the difference between the 

two groups was significant F (1, 64) = 10.57, p < 0.05. 

 One-way ANOVA showed that there was a significant difference between the 

groups of formal and informal leaders when it came to salary F (1, 63), p < 0.05. 

When looking at relationship between formal leaders and salary there was a 

significant correlation (r -0.37, p < 0.05). Players defined as formal leaders were more 

likely to have higher salary than informal leaders. The fourth hypothesis was met and 

supported where this significant result between salary and leadership status was 

sufficient.  
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According to the T-test, the correlation between age and leadership status in a 

team was significant (r = -0.30 p < 0.05), older players were more likely to be formal 

leaders. Also, with higher age the amount of salary increased (r = 0.47, p < 0.05). 

 Spearman’s rho nonparametric correlation showed that age had a significant 

correlation with three out of four leadership styles. The older the player was, the 

higher he scored on transformational and extra effort behavior. However, age had a 

negative correlation with non-leadership behavior. The fifth hypothesis was declined 

where lack of significant support between transactional behavior and age was not met. 

Table 3 

 Nonparametric correlations between leadership behavior 

Age Transformational Transactional Non-leadership Extra effort 

R2 0.266* 0.009 -0.36** 0.334** 

p 0.031 0.940 0.003 0.007 

N 66 66 66 65 

**. Correlation is significant at the 0.01 level (2-tailed).  
*. Correlation is significant at the 0.05 level (2-tailed).  
 

Discussion 

The main purpose for this current study was to find out if teams that perform 

better have more leaders than team that does not perform as well. Also, to find out if 

there was a pattern in leadership behavior among Icelandic players in the Pepsi league 

2018. There were five hypotheses in this study, first one was that teams in the Pepsi 

league 2018 that ended in the top four places scored higher on MLQ as leaders 

compared to teams placed in the bottom four. The second hypothesis was that players 

in the Pepsi league 2018 score higher on transformational leadership behavior than 

transactional leadership behavior. The third and last hypothesis was that formal 

leaders score higher as transformational and transactional leaders than informal 

leaders. Fourth hypothesis was that formal leaders have higher salary than informal 

leaders. And the fifth hypothesis was that the age of the players had positive 
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correlation with transformational and transactional leadership styles but negative 

correlation with non-leadership style. 

 The main findings were that there was not a significant difference on the MLQ 

score between any of the group’s depending on the place that the team finished in, 

still there was a little difference on the scores. However, there where clues suggesting 

a difference on non-leadership and extra effort behavior. Teams in the last four places 

score on average lower on non-leadership, and higher on extra effort. This means that 

for teams in the top four, there are more non-leaders and fewer that put in extra effort, 

than in teams in the bottom four. That goes across with other earlier studies saying 

that quality and quantity of leader in a team give higher chances of better outcome 

(Bass & Bass, 2009; Cotterill & Fransen, 2016; Yukelson et al., 1983).  

 When looking at the difference between formal leaders and informal leaders, 

the data result showed that formal leaders scored on average higher than informal 

leaders on every leadership behavioral style except for one. Informal leaders score 

higher on non-leadership behavior. These results underpin other studies about the 

leadership behavior of formal and informal leaders (Loughead & Hardy, 2005) 

There was significant difference on three leadership behavioral styles between 

formal and informal leaders. The difference was significant on transformational, non-

leadership and extra effort. Those results do not support earlier studies, saying that 

transformational leadership behavior usually emerges among both formal and 

informal leaders, but transactional leadership behavior usually appears more 

commonly with formal leaders (Crozier et al., 2013). If this result would reflect on the 

findings of earlier studies, then it would be a significant difference on transactional 

leadership behavior.  

Although the result from the data in this study did not support hypotheses one, 

three and five, there might be the possibility that the sample does not reflect the 



LEADERSHIP BEHAVIOR 

 19 

means. Perhaps the Icelandic league differ from others when it comes to 

characteristics and does not meet the leadership norms. Some studies have shown 

difference between amateur and professional football coaches when it comes to 

leadership behavior and how they approach players in the team (Konter, 2009). It 

would be interesting to see if the same goes for the players. Would there be any 

difference between amateur versus professional players when it comes to leadership 

behavior or leadership status in the team, does salary make a big difference when it 

comes to an individual behavior. 

When looking at the salary among formal leaders versus informal leaders it 

shows that formal leaders have significantly higher salary than informal leaders, 

which support hypothesis four. The fact that formal leaders scored higher than 

informal leaders on the MLQ and have higher salary, it may indicate that players at a 

professional level score higher than amateurs as leaders. There is a possibility that it 

would support hypotheses one, three or five if the present study would be conducted 

for professional football league players. 

The findings in this present study supported the third hypothesis, saying that 

players in the Pepsi league 2019 score higher on average as transformational 

behavioral leaders than transactional behavioral leaders. These results can shed light 

on what kind of leadership characters are in the Pepsi league. There are more role 

models in the league that lead by example, rather than players that mentor and give 

instructions. Also, with higher age comes greater experience and therefore the 

leadership behavior could increase. This study showed correlation between age and 

leadership ability. The median in answers for age were only 20- 25 years old. With a 

sample of older players, the result could be different. where there could be increased 

leadership ability among players (Avolio, 1999; Crozier et al., 2013).  
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There were some limitations to this research study that must be noted. For 

example, the environment was not controlled so the researcher could not know 

whether participants were answering at their best knowledge or not. Also, there was 

little less than half of the participants that finished answering the survey after starting 

it. Perhaps if the answer ratio would be higher it would reflect better on the 

population of the Pepsi league 2018. 

For further studies on the leadership field in sports, it could be better to control 

the environment and show up with the questionnaire on paper to get higher 

participation ratio. It would be interesting to measure players in professional football 

league and compare them to players in a lower league on an amateur level. 

Furthermore, to have samples of both males and females football players. It would 

also be interesting to compare results between nations to see if there are any 

difference between countries or even continents. 

 A good number of researches have been made over the last three decades but 

still there is not a complete definition on the term “leadership”. This study can give 

insight into the mentality and characteristics of footballers from Iceland. The results 

can add information to current knowledge about leadership behavior of a sportsman. 

By conducting more researche studies to this topic, it is possible to inform and 

educate more people and hopefully leadership will be a phenomenon that is more 

standardized. 
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