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Abstract

Holland Codes are a tool developed by John Holland that reveal an individual’s inclination to pursue certain careers and activities, known as RIASEC Theory. One Holland Code, the Enterprising code, was used to measure students’ propensity towards pursuit of leadership roles at college based on their personalities. This research sought to examine John Holland’s third assumption of RIASEC theory, which is that individuals will seek work environments that match their top Holland Codes. The research question was whether presence of the Enterprising code of RIASEC theory would correlate to pursuit of leadership positions during college.  Undergraduate students (N=117) at a small evangelical Christian liberal arts college in the Midwest completed the Work Interest Assessment of the online Focus-2 Career Assessment test as well as a questionnaire revealing their self-reported interest in whether they would seek a leadership role while at their school. Chi-square analysis accepted the alternative hypothesis (H1) that leadership tendencies would be dependent upon Holland’s Enterprising code and rejected the null-hypothesis (H0) that leadership tendencies would be independent upon Holland’s Enterprising Code.
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1. Introduction
Perhaps the most prevalent theory for why an individual chooses a certain occupation comes from researcher John Holland’s theory on vocational choices (Holland, 1997). He was one of the most influential psychologists of the twentieth century and his work continues to be studied today (Hansen, 2011). According to Holland (1997), there are five assumptions to be made about vocational decisions, more specifically known as RIASEC Theory. The first has to do with six personality traits know as Holland Codes that each encompass unique characteristics of a person’s ability to engage in certain environments. Under Holland’s theory, each person is a combination of these six personality types: Investigative, Social, Artistic, Enterprising,  Realistic and Conventional (Helwig & Myrin, 1997). The first assumption is simply that each person’s personality can be matched with three of these Holland Codes. Building upon the first assumption, the second one states that since there are six Holland Codes, there are six environments that are most associated with the Codes. A person who is most associated with three of the codes, perhaps Investigative, Social and Artistic, will most likely be successful in a career that is quite dissimilar to the occupation that a person who holds the Holland Codes of Enterprising, Realistic and Conventional would typically succeed in. This is because Holland believed individuals are most satisfied when they find themselves in environments that match their Holland Codes (McCain, 2017). The third assumption is that individuals seek out these environments where they can put their strengths and abilities to practical use. The fourth assumption is that those who are able to match their Holland Codes to a correlating occupation find higher levels of job satisfaction. Lastly, the fifth assumption is that members of a group who share similar Holland Codes will therefore reward behavior that is associated with those codes. This creates an environment that further emphasizes a certain personality trait, creating a culture built upon a specific code as the foundation. An organization such as a military school that elevates the code of being Conventional will most likely reward behaviors such as having a neat and tidy room and wearing formal outfits, while that school’s culture does not allow for as many Artistic behaviors to be expressed.

The focus of this research is mainly on the Holland Code of Enterprising. This is due to the nature of the Enterprising code and how it correlates to leadership qualities. Those possessing the code of Enterprising typically prefer being in influential positions and often times seek out environments that deal with other people and ideas rather than objects (McCain, 2017; Revels, 2011). For these reasons the decision was made to use Holland Codes, specifically Enterprising, to study John Holland’s RIASEC theory, and in particular, his third assumption that individuals will seek out environments matching their codes.

Although much of the research on Holland’s theory is centered on where college students would like to work post-graduation, there is evidence that his theory is applicable to students’ activities while they are still on campus (Joseph L. Murray & Page M. Hall, 2001). This allows for application of Holland’s empirical data to the present study, since all participants are college attendees.

When interpreting Holland Codes, it is crucial to understand that a person’s top three codes are statistically significant. Holland’s early research revealed that not only is the first listed code highly consistent with the RIASEC theory, but the second listed code can still be a prevailing factor in student tendencies. In fact, the second code was found to be 75% consistent with the theory while the third code consisted at a rate of 64.1% (Holland, 1968). For these reasons, both the first and second codes were studied for the appearance of the Enterprising code. The third code was not utilized because although it may still be considered significant, researchers decided to maintain at least a 75% significance rate for this study.

Another important factor in this study has to do with the leadership culture of the institution being explored. Grace College is a relatively small evangelical Christian liberal arts college located in the Midwest. Given the size of the institution, there is not a lot of research already done on its leadership tendencies. However, one study done by Dr. Jeffrey Gill presents a case study on Grace College leadership. Although his research is centered around the role of presidential leadership, his results could include implications for the entirety of Grace College leadership. His results revealed that being relationally strong was the most crucial strength in the president of Grace College at the time. Subcategories of being relationally strong include humility, respect for others, kindness, warmth, and appreciation (Gill, 2012).

The idea of studying not only the code of Enterprising but also Social is compatible with Holland’s theory. His RIASEC theory includes a hexagonal diagram that portrays how different Holland Codes relate to one another, and Enterprising and Social are so heavily integrated with one another that they are positioned next to each another on the hexagon (Arnold, 2004). Gill’s research then connects with what Holland taught about leaders scoring high on Enterprising and Social codes (Gill, 2012).

The idea of basing leadership potential on numerical data rather than professional competence is not a far-fetched phenomenon (Ones & Dilchert, 2009). A study examining the selection of business executives suggests that, in order to select the most effective leaders in an organization, one should first examine a person’s personal factor rather than their job capability. This has implications for this study considering the data is based entirely on personality and numerical factors, a process proven to be effective to a certain degree.
2. Method

2.1 Subjects

The participants for this study were 116 male and female undergraduate students at Grace College who possessed varying majors. Participants in the study were rewarded with an extra credit incentive if they were recruited through classroom syllabi; however, many students did not receive any incentive other than learning more about their personalities. Due to the structure of the research project, three different groups of people were utilized. The first group was recruited due to their Resident Assistant (RA) positions, an on-campus job at Grace College (17 students). Their recruitment process was entirely oral and, since it took place outside of a classroom setting, no extra credit was offered to them unless they were also in a class where extra credit was offered for participation in the study. Anyone who was recruited through classroom syllabi was given extra credit for their participation. The other two groups of individuals were not necessarily individuals in leadership at Grace College. They were recruited through classroom syllabi and consisted of some students interested in leadership but not planning on seeking out a leadership role (42 students), and students both interested in and planning on being in a leadership position at some point at Grace College (57 students). All experimental groups were asked to be present at a Grace College facility computer lab during one of several testing dates and completed both the Focus-2 and questionnaire materials during the same sitting.

2.2 Procedure
Subjects’ participation consisted of a single testing session that lasted about 45 minutes. The session involved subjects completing an individual questionnaire designed to provide identifying information of each participant. The identifying information that was collected helped indicate whether the person was part of the control group, or either experimental group, or in several cases, not fit for any category. Individuals who did not complete sections of the testing material were not included in the study. 

After signing informed consent paperwork, each participant completed a questionnaire that allowed the researchers to place them in one of three groups. As described previously, the first group consisted of Grace College RAs, the second group was individuals who have never participated in leadership at Grace and did not plan on seeking a leadership role, and the third group was those who have never participated in leadership at Grace but planned on seeking a leadership role.

Upon completion of their questionnaires, each participant logged onto the Focus 2 Career Assessment, an online career-planning tool. Each student then completed the “Work Interests” section of the Focus 2 test, which contains questions pertaining to each student’s personal Holland Codes. Upon completion of the “Work Interests” portion of the test, participants printed off their results, which contained 3-letter Holland Code scores, and stapled their results to their previously completed questionnaires. This material was turned into the researchers who then performed a chi-square analysis on each group of participants to determine whether or not the presence of an Enterprising Code was significant to their tendencies to pursue leadership positions. The chi-square test is a statistical procedure that determines if statistical differences exist between various group’s expected values and observed values. 
The null hypothesis (H0) for the chi-square analysis was that leadership tendencies would be independent upon Holland’s Enterprising Code. The alternative hypothesis (H1) was that leadership tendencies would be dependent upon Holland’s Enterprising Code. The alternative hypothesis requires that significant differences exist between expected values and observed values.
2.3 Results

The chi-square analysis clearly disproved the null hypothesis (p < .05). The test statistic value of 7.456 was proved to be significant when compared to the critical value of 5.991. Figure 1.1 shows the research data where the expected values (E.V.) are shown with the observed values (O.E.). The greatest areas of dissonance in the null hypothesis occurred for the expected value compared to the observed value for those in leadership. The observed value of those containing the Enterprising code was significantly higher (44%) than the expected value. Unlike the observed value for the leadership group with the Enterprising code, the observed value for the leadership group without the Enterprising code was much lower (32.7%) than the expected value. 

2.3.1 Chi Square Analysis Data

Table 1

[image: image1.emf] In leadership  Not in  leadership, but  plan to be  Not in  leadership and  do not plan to be   

Enterprising  Code  O.V. =  10   E.V. = 6.6    O.V. = 10   E.V. = 16.29  O.V. = 25   E.V. = 22.11  45  

No Enterprising  Code  O.V. = 7   E.V. = 10.4  O.V. = 32   E.V. = 25.7  O.V. = 32   E.V. = 34.90  71  

 17  42  57  116  

 


This dissimilarity between observed value and expected value is also present in those who are not in leadership but plan to be. The observed value for those not in leadership but plan to be and who possess the Enterprising code was significantly lower (39%) than the expected value. For those without the Enterprising code, their observed value was much higher (20%) than the null hypothesis’s expected value.

The last group, which consisted of individuals not in leadership positions and who do not plan to be in a leadership position at Grace College, revealed numbers more in support of the alternative hypothesis. Considering the lack of leadership tendencies in this group’s questionnaire, there were expected to be fewer incongruences between their observed values and expected values. The observed value for those in this category who possessed the Enterprising code was only slightly higher (12%) than the expected value; for those without the Enterprising code, their observed value was only slightly lower (8%) than the expected value. Figure 2.3.1 shows the data revealed during the chi-square analysis.

3. Discussion
Can Enterprising codes be used to understand leadership tendencies in individuals? The chi-square test indicates a positive response. The data reveals that a person’s tendencies towards the pursuit of leadership positions correlates with the presence or absence of Holland’s Enterprising code. There are several implications to these findings.

With the data indicating a rejection of the null hypothesis, one interpretation of the numbers is that a person’s likelihood to hold a leadership position can, in fact, be assessed. There are methods of quantifying leadership tendencies that prove to be significant. The implications for this are applicable to any setting where leaders are sought out. Businesses, schools, places of worship, etc. may be able to predict who will become the leaders of their organizations, at least to a certain degree. The findings point to a relationship between Enterprising codes and leadership pursuit, although further research is necessary before more concrete statements are made. A correlation was found between the Enterprising Code and the likelihood of holding a leadership position, but leadership effectiveness of individuals with Enterprising Codes cannot be inferred from this study.
With 45 of the 116 participants revealing the Enterprising code as one of their top two codes, it is clear that many individuals possess leadership qualities in their personalities, which is consistent with Holland’s RIASEC theory (Holland, 1997). Why, then, do only 10 participants have both leadership qualities based on Holland Codes and a current leadership position? The study shows a distinct relationship for those already in leadership and the presence of the Enterprising Code, but it is unknown whether those in the other two groups will end up in a leadership position. There is a correlation with what they say they intend to do, but a longitudinal study is necessary to determine if those who claim they will seek out leadership roles do so. 

Although this study does not follow the participants in a longitudinal manner that could measure success rates of those in leadership positions, it does indicate that an individual struggling to understand whether leadership is something they have an aptitude for could take the Holland Code test to gain better leadership self-awareness. The study was quite consistent in showing that Holland Code scores matched the self-reflective questionnaire where students indicated whether they were interested in leadership positions.

There is simply not a great deal of research on leadership potential and how it relates to the Holland Code of Enterprising, but this study was built upon the research already in place and mentioned earlier. There is an innumerable amount of research on leadership and the qualities necessary to become one, but this study gives a baseline for how one can begin to understand their own leadership tendencies. The complexity of knowledge, skills and abilities necessary for leadership in various contexts can be momentarily drowned out by the simple Holland Code test, and further elaboration can take place later. The strength of this study is that it suggests that such a test may be a useful first step for someone to find leadership potential in themselves or others.
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