
 
 

  



ljr70538
Typewritten Text

ljr70538
Typewritten Text

ljr70538
Typewritten Text
2/5/2021



 
 

 

 

 

 

 

THE RELATIONSHIP BETWEEN LEADERSHIP CHARACTERISTICS 

PROBATION OFFICERS POSSESS AND THE SUCCESS OF OFFENDERS 

 

 

 

 

___________________________________ 

 

By 

ASHLEY M. JERRELL 

 

___________________________________ 

 

 

 

A DISSERTATION IN PRACTICE 

_________________________________ 

 

Submitted to the faculty of the Graduate School of Creighton University in Partial 

Fulfillment of the Requirements for the degree of Doctor of Education in 

Interdisciplinary Leadership 

_________________________________ 

 

Omaha, NE  

February 5, 2021  



 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Copyright (2020), Ashley M. Jerrell 
 

This document is copyrighted material. Under copyright law, no part of this document 
may be reproduced without the expressed permission of the author. 



iii 

Abstract 

Recidivism continues to be a systematic issue within the United States. In recent years, 

criminal justice agencies have implemented evidence-based practices to help reduce 

recidivism rate and increase offender success within the communities. However, research 

suggests that recidivism rates have remained stagnant over the last few decades. The 

current study employed a linear regression analyses to determine what, if any, 

relationship exists between the leadership styles of probation officers and offender 

success (measured by recidivism rates). A significant positive relationship was observed 

between passive avoidant leadership style and recidivism rate. This result indicates that 

as level of passive avoidant leadership style increases, so does recidivism rate. The 

insights gained from this study led to the proposal of implementing a leadership survey 

instrument tool in the hiring/promotional process amongst U.S. Probation Offices 

throughout the nation.  

Keywords: probation officers, offenders, recidivism, transformational, 

transactional, passive avoidant 



 

 
 

iv

Dedication 

I could not be on this dissertation journey without the continued support of my 

husband and the father to our children. To my husband, Mike: Thank you for sticking 

with me through this journey called life, for allowing me to be a stepmother to Justin and 

Moriah, and for choosing me to bear our two minor children, Ashton and Reagan. You 

and our children have sacrificed so much, and I thank you. To my stepchildren, Justin and 

Moriah: Thank you for accepting me into your lives and for the continued love and 

support. To my first-born, Ashton: Thank you for teaching me unconditional love, 

patience, and kindness. I am mesmerized by the love and kindness you share with your 

sister. To my Reagan Rose: Thank you for being care free and independent. Keep that 

independence and you will go far in life.  

This dissertation is also dedicated to my parents. To my Dad: Thank you for 

always showing me that hard work pays off, for teaching me the skills of an entrepreneur, 

and for always believing in and supporting me. To my Mom: Thank you for always being 

there for me, for believing in me, for picking me up during the rough times, and for 

always being the first one to congratulate me on all of my successes. I love you both.  

This dissertation is also dedicated to all of those who are or have served in the 

United States Armed Forces; to all of the law enforcement officers who continue to put 

their lives on the line each day to protect and serve our communities; to all of my fellow 

United States Probation Officers who also continue to protect and serve our communities 

while helping those we serve live law-abiding lives; and to all of those men and women 

who have lost their lives in the line of duty.  



 

 
 

v

Acknowledgements 

 First and foremost, I would like to acknowledge all of the staff at Creighton 

University who have continued to follow along with me on this journey. Specifically, the 

core faculty have been tremendous in mentoring me as I completed candidacy and 

approached the writing of this dissertation.  

I would also like to acknowledge my committee members. Dr. Pamela Barnes was 

instrumental in providing me with the guidance and support necessary to complete this 

journey. Dr. Jeff Miller was instrumental in ensuring I was not only staying on track, but 

that I was doing well, both mentally and physically, especially while going through this 

process during the COVID-19 pandemic.  Both committee members have spent an 

immeasurable amount of time reaching out to me and expressing their support during the 

difficult times.   

Lastly, I cannot forget to mention my Creighton cohort. In the Spring of 2017, we 

all began this journey together. Over the years, we were able to keep in contact and 

motivate each other through social media, FaceTime, or a simple phone call. I walked 

into this journey expecting to meet classmates and have gained lifelong friendships.  

  



 

 
 

vi

Table of Contents 

Page 

CHAPTER ONE: OVERVIEW OF THE DISSERTATION IN PRACTICE PROBLEM 1 

Introduction and Background ............................................................................................. 1 

Incarceration Rates .................................................................................................. 1 

Probation and Parole ............................................................................................... 2 

Probation Officer’s Role ......................................................................................... 3 

Reentry Initiatives to Reduce Recidivism ............................................................... 4 

Statement of the Problem .................................................................................................... 7 

Purpose of the Study ........................................................................................................... 7 

Research Question/Hypothesis ........................................................................................... 7 

Aim of the Study ................................................................................................................. 7 

Definition of Relevant Terms ............................................................................................. 7 

Methodology Overview ...................................................................................................... 8 

Delimitations, Limitations, and Personal Biases ................................................................ 9 

Delimitations ........................................................................................................... 9 

Limitations .............................................................................................................. 9 

Biases .................................................................................................................... 11 

Reflections of the Scholar-Practitioner ............................................................................. 11 

Summary ........................................................................................................................... 12 

CHAPTER TWO: LITERATURE REVIEW ................................................................... 14 

Introduction ....................................................................................................................... 14 

Literature About Recidivism in America .......................................................................... 14 



 

 
 

vii

Literature About Reentry Courts ...................................................................................... 15 

District of Oregon ................................................................................................. 16 

District of Massachusetts ...................................................................................... 17 

Western District of Michigan ................................................................................ 18 

Eastern District of Pennsylvania ........................................................................... 19 

Northern District of Florida .................................................................................. 20 

Harlem Reentry Court ........................................................................................... 21 

Leadership Styles Needed in Community Corrections ..................................................... 22 

Leadership Styles .............................................................................................................. 23 

Transactional Leadership Style ............................................................................. 24 

Transformational Leadership Style ....................................................................... 24 

Passive-Avoidant Leadership Style ...................................................................... 25 

Leadership Styles in Jail-Based Programming ................................................................. 26 

Community Policing and Transformational Leadership ................................................... 27 

Leadership Styles and Probation Administrators .............................................................. 28 

Summary ........................................................................................................................... 29 

CHAPTER THREE: PROJECT METHODOLOGY ....................................................... 31 

Introduction ....................................................................................................................... 31 

Research Question ............................................................................................................ 32 

Method .............................................................................................................................. 32 

Variables ............................................................................................................... 33 

Participants ............................................................................................................ 33 

Data Collection ..................................................................................................... 34 



 

 
 

viii

Data Analysis ........................................................................................................ 37 

Ethical Considerations ...................................................................................................... 38 

Summary ........................................................................................................................... 39 

CHAPTER FOUR: RESULTS AND FINDINGS ............................................................ 40 

Participants ........................................................................................................................ 40 

Population Demographics ..................................................................................... 41 

Participant Demographics ..................................................................................... 41 

Response Rate ....................................................................................................... 43 

Analysis............................................................................................................................. 44 

Linear Regression ................................................................................................. 44 

Tests for Parametric Assumptions ........................................................................ 45 

Three-Year Analysis ............................................................................................. 46 

Results ............................................................................................................................... 46 

Year 2020 Analysis ............................................................................................... 48 

Year 2019 Analysis ............................................................................................... 52 

Year 2018 Analysis ............................................................................................... 56 

Summary of Findings ........................................................................................................ 60 

Discussion ......................................................................................................................... 60 

Summary ........................................................................................................................... 62 

CHAPTER FIVE: PROPOSED SOLUTION AND IMPLICATIONS ............................ 63 

Aim Statement .................................................................................................................. 64 

Proposed Solution From a Leadership Standpoint............................................................ 64 

Evidence that Supports the Solution ..................................................................... 64 



 

 
 

ix

Evidence that Challenges the Solution ................................................................. 66 

Implementation of the Proposed Solution ......................................................................... 67 

Step 1: Commitment from Stakeholders ............................................................... 67 

Step 2: Selecting a Leadership Tool ..................................................................... 67 

Step 3: Training..................................................................................................... 68 

Step 4: Implementation Phase ............................................................................... 68 

Step 5: Timeline for Implementation .................................................................... 69 

Step 6: Evaluating the Outcome of Implementing the Solution ........................... 69 

Implications....................................................................................................................... 69 

Practical Implications............................................................................................ 69 

Implications for Future Research (Quality of Relationships; Followership of 

Offenders) ............................................................................................................. 70 

Implications for Leadership Theory and Practice ................................................. 72 

Summary of the Dissertation in Practice .......................................................................... 73 

References ......................................................................................................................... 75 

Appendix A: IRB Approval .............................................................................................. 85 

Appendix B: Participant Invitation ................................................................................... 87 

Appendix C: Creighton University Research Informed Consent ..................................... 89 

Appendix D: Bill of Rights for Research Participants ...................................................... 92 

Appendix E: Demographic Questions .............................................................................. 93 

 

  



 

 
 

x

List of Tables 

Page 

Table 1. Frequency Table for Nominal and Ordinal Variables ........................................ 41 

Table 2. Response Rates by District ................................................................................. 43 

Table 3. Summary Statistics Table for Interval and Ratio Variables ............................... 48 

Table 4. Variance Inflation Factors for Transformational, Transactional, and Passive 

Avoidant ............................................................................................................. 50 

Table 5. Results for Linear Regression with Transformational, Transactional, and  

Passive Avoidant Leadership Styles Predicting Recidivism Rates for 2020 ..... 52 

Table 6. Variance Inflation Factors for Transformational, Transactional, and Passive 

Avoidant Leadership Styles ................................................................................ 54 

Table 7. Results for Linear Regression with Transformational, Transactional, and  

Passive Avoidant Leadership Styles Predicting Recidivism Rates for 2019 ..... 56 

Table 8. Variance Inflation Factors for Transformational, Transactional, and Passive 

Avoidant ............................................................................................................. 58 

Table 9. Results for Linear Regression with Transformational, Transactional, and Passive 

Avoidant Leadership Predicting Recidivism Rates for 2018 ............................. 60 

 



 

 
 

xi

List of Figures 

Page 

Figure 1. Q-Q Scatterplot for Normality of the Residuals for the Regression Model ...... 49 

Figure 2. Residuals Scatterplot Testing Homoscedasticity ............................................... 50 

Figure 3. Studentized Residuals Plot for Outlier Detection .............................................. 51 

Figure 4. Q-Q Scatterplot for Normality of the Residuals for the Regression Model ...... 53 

Figure 5. Residuals Scatterplot Testing Homoscedasticity ............................................... 54 

Figure 6. Studentized Residuals Plot for Outlier Detection .............................................. 55 

Figure 7. Q-Q Scatterplot for Normality of the Residuals for the Regression Model ...... 57 

Figure 8. Residuals Scatterplot Testing Homoscedasticity ............................................... 58 

Figure 9. Studentized Residuals Plot for Outlier Detection .............................................. 59 

 

 



LEADERSHIP CHARACTERISTICS AND OFFENDER SUCCESS  1 
 

 

CHAPTER ONE: OVERVIEW OF THE DISSERTATION IN PRACTICE PROBLEM 

Introduction and Background  

Increasingly, offenders are being incarcerated and for longer periods. After serving their 

sentences, these offenders are released into the same crime ridden communities from which they 

came. The communities are more disorganized, families are less supportive, and fewer social 

services are provided (Seiter & Kadela, 2003). A large number of those released into these 

communities return to prison, either for committing a new crime or for violating the technical 

conditions of their probation, parole, or term of supervised release. 

Incarceration Rates 

From 1973 to 2009, incarceration rates in federal and state prisons rose steadily from 

200,000 to 1.5 million. In the 4 years following 2009, this population declined slightly (Travis et 

al., 2014). In addition to those serving a term of imprisonment for felony crimes, there are an 

additional 700,000 people held in local jails. Between 2006 and 2011, more than half of the 

states in the U.S. reduced the number of offenders held in prison. In 10 states, the number of 

individuals being incarcerated declined by 10% or more. In 2012, 25% of the world’s prisoners 

were being held in U.S. prisons even though the U.S. only accounts for 5% of world’s population 

(Hartney, 2006; Travis et al., 2014). The prison population in the U.S. is 5 to 10 times higher 

than rates in Western Europe and other democracies (Travis et al., 2014).  

The demographics of those who are serving a prison sentence in the U.S. come largely 

from disadvantaged populations (Travis et al., 2014). Most of those imprisoned in the U.S. 

comprise minority men, under age 40, poorly educated, often suffering from drug and alcohol 

addiction, have mental health issues, and a lack of work experience. More than 50% of those 

incarcerated are Black or Hispanics. Statistics suggest that in 2010, Blacks were incarcerated six 
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times higher than non-Hispanics and Hispanics were incarcerated three times higher than non-

Hispanics.  

Rises in incarceration rates can be attributed to criminal justice policy which was formed 

during a period of rising crime and social change (Travis et al., 2014). Policy changes 

significantly increased sentence lengths, requiring prison time for nonviolent minor offenses, and 

increased prison sentences for certain drug crimes. The goal of criminal justice reform is not to 

incarcerate more offenders, but rather to provide an alternative to imprisonment or an alternative 

to lengthy prison sentences. This may include placing offenders on probation or parole, 

depending on the sentence imposed by the court.  

Probation and Parole 

The majority of individuals who have been convicted of a crime are supervised within the 

community through a term of probation or parole. In the federal system, individuals are 

sentenced to probation or supervised release (similar to parole). Although practices may vary 

across states and within the federal judiciary, parole and supervised release can be 

conceptualized as a term of supervision after release from imprisonment. Parole and supervised 

release are terms wherein an offender is released into the community and supervised by an 

officer. Violations (e.g., failure to report, positive drug test, failure to maintain employment, and 

committing new crime) of a term of supervision may result in imprisonment. Probation is similar 

in structure; however, it is used in lieu of having to serve a term of imprisonment. Compliance is 

monitored by a probation officer.  

Probation and parole officers also serve as liaisons between offenders and the 

community. Probation and parole officers assist offenders with treatment needs, housing needs, 

and employment opportunities. Offenders may be required to report their addresses, 
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employment, and submit to urinalyses. Failure to comply with any conditions may result in 

imprisonment. Therefore, probation and parole officers serve a vital role in assisting offenders 

with successful reintegration into society.  

Probation Officer’s Role 

Probation and parole officers are responsible for assessing risk of offenders they 

supervise. The risk, need, and responsivity (RNR) model is used to assess an offender’s 

likelihood of reoffending (Andrews & Bonta, 2010). This model suggests that interventions 

should target criminogenic needs in an individualized manner (Bonta & Andrews, 2007). 

Matching the appropriate supervision level to an offender’s risk is vital in successful 

reintegration into society. This principle states that intensive supervision should be used on those 

who pose the high risk to recidivate and those who are classified as low risk should be 

supervised at a lower intensity level (Andrews & Bonta, 2010; Barnes et al., 2012). Inadequately 

matching an offender’s level of risk to the intensity of supervision may more than double 

recidivism, especially when over supervising offenders who are at a low risk of recidivating. 

Previous research suggests that when this model is used, it leads to reductions in recidivism 

(Bonta & Andrews, 2007). Therefore, probation officers’ assessment of risk of offenders plays a 

vital role in the supervision process.  

A probation officer’s attitude toward the offenders they supervise may influence the 

success or failure during a supervision period. Research suggests that probation and parole 

officers differ in how they view the aspects of their work and their offenders (Paparozzi & 

Gendreau, 2005; Skeem & Manchak, 2008). The differing perspectives these officers hold 

appear to affect offenders’ success while on community supervision. Officers provide 
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community protection but are also responsible for assisting offenders in reintegrating into society 

successfully.  

From my experience, some officers tend to emphasize one of these roles over the other 

and some officers are able to balance both aspects. Officers who emphasize community 

protection tend to view offenders more negatively and have less concern for offenders’ 

rehabilitation. These officers may be viewed as “law enforcement oriented.” This is because they 

tend to exercise their authority and power to make decisions with little individualized concern for 

the offender. Opposite this type of officer are those who are seen as “social work oriented.” 

These types of officers are more empathetic toward the rehabilitation of the offenders with whom 

they supervise. Some officers are able to have a “balanced” approach toward supervision. These 

officers are authoritative in their roles but not permissive toward violations. These officers use 

supervision as a tool to help offenders with their problematic behaviors. Officers who take a 

balanced approach tend to have lower rates of recidivism rates among those they supervise than 

the “law enforcement” or “social work” oriented officers (Paparozzi & Gendreau, 2005; Skeem 

& Manchak, 2008).  

Regardless of the approach taken, probation and parole officers are also responsible for 

assisting offenders with successful reentry into society. These reentry initiatives include 

treatment needs (substance abuse, mental health, and treatment for sexual addictions) as well as 

housing and employment needs.  

Reentry Initiatives to Reduce Recidivism 

Upon release from imprisonment, the goal is for offenders to become productive citizens 

of society. However, offenders are often released into poor socioeconomic areas that lack 

housing and employment opportunities, have high crime rates, and lack any community services 



LEADERSHIP CHARACTERISTICS AND OFFENDER SUCCESS  5 
 

 

support (La Vigne et al., 2006; Seiter & Kadela, 2003). Generally, offenders are often released to 

the same poverty-driven neighborhoods in which they were committing crimes. Additionally, 

offenders often have untreated substance abuse and/or mental health issues.  

Three-fourths of offenders continue to suffer from drug problems, less than half have jobs 

lined up, one-third of offenders have mental health issues, and one-fifth of offenders reported 

physical or sexual abuse (Anderson et al., 2002; Hammett et al., 2002; Holzer et al., 2003; 

James, 2004; Mumola & Karberg, 2006; Steurer et al., 2001). Ex-offenders also face challenges 

including collateral consequences (loss of civil rights, impeachment in the court system, 

restricted travel, lack of access to federal benefits; Parker, 2016).  

Over 600,000 individuals are released from prisons annually and three-fourths of them 

are rearrested within 5 years of their release (Alpher et al., 2018). Just under five million adults 

are currently under community supervision following release from imprisonment (Parker, 2016). 

In a study conducted by the Bureau of Justice Statistics, approximately four of nine state 

prisoners released in 2005 were rearrested at least once during their first year after release, and 

one in three were arrested during their third year after release (Alpher et al., 2018). Forty-seven 

percent of state prisoners who did not have an arrest within 3 years of release were arrested at 

some point during Years 3 through 9 (Alpher et al., 2018).  

The United States Sentencing Commission (2016) conducted a study of federal offenders 

released from prison in 2005. The study involved an 8-year follow-up period to determine how 

many offenders recidivated in that time period. Approximately one-half of federal offenders 

released in 2005 were rearrested for a new crime or for violating the terms of the supervised 

release within that 8-year period (United States Sentencing Commission, 2016). Thus, the federal 

government has implemented several reentry programs to assist offenders with reintegration into 
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society. However, studies have produced mixed results as to whether or not federal reentry courts 

have been proven to be successful in reducing recidivism (Vance, 2011). 

Despite contradicting research, several courts have and continue to implement reentry 

courts. Reentry courts were first proposed as a method to manage post prison reintegration. Such 

programs allow the Court to impose graduated sanctions and positive reinforcements in a team 

setting involving judges, probation officers, attorneys, and treatment providers (Close et al., 

2008; Newman & Moschella, 2017; Vance, 2011). Rewards are utilized to encourage 

continuation of a participant’s pro-social activities (Newman & Moschella, 2017). Reentry courts 

are designed to handle cases involving nonviolent, substance-abusing offenders through a 

comprehensive program of supervision, drug testing, treatment services, and immediate 

sanctions and incentives. Courts are transformed from an adversial role to a nonadversial forum 

for problem solving collaboration (Vance, 2011).  

Further, the availability of rehabilitative programs to meet the needs of offenders has 

become an issue (Seiter & Kadela, 2003). Supervision and monitoring, rather than casework and 

support by probation officers, has added to the issue of a lack of programming. Lastly, more and 

more offenders are failing in communities and being returned to prison for technical violations, 

rather than for committing new crime. 

Federal probation offices throughout the nation are seeking to reduce recidivism and 

increase the successful reintegration of offenders into society. In order to do so, this population 

of offenders will need assistance in the reintegration and rehabilitation processes. Prior research 

has found that there is mixed evidence and suggests that reentry courts, as a whole, do not 

produce significant differences in outcomes (Crow & Smykla, 2019; Vance, 2011).  
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Statement of the Problem 

 Although studies have been conducted to help determine whether reentry programs assist 

in reducing recidivism, very few studies have been conducted to determine whether there is a 

relationship between probation officer leadership styles and federal offender success throughout 

their term of post release supervision.  

Purpose of the Study 

The purpose of this quantitative study was to determine if any relationships exist between 

the leadership styles exhibited by federal probation officers and the success of federal offenders 

who have been mandated to complete a term of probation or supervised release.  

Research Question/Hypothesis 

The following research question was investigated in this study. 

Is there a relationship between probation officers leadership styles and offenders’ 

successful reintegration into society? 

Aim of the Study 

The aim of this study was to identify leadership styles that best align in reducing 

recidivism rates amongst federal offenders, thereby assisting senior managers with selecting 

probation officers who may best assist offenders with specific needs required to reintegrate into 

society.  

Definition of Relevant Terms 

The following terms were used operationally within this study. 

Leadership styles: Leadership styles will be operationalized using three specific styles of 

leadership: transformational, transactional, and passive-avoidant. The multi-factor leadership 

questionnaire designed by Bass and Avolio (1993) will be used to determine these styles.  
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Offender: Any individual who has been sentenced by a federal judge to serve a term of 

probation or supervised release following a term of imprisonment.  

Recidivism: A return to criminal behavior after released from prison. Recidivism can be 

considered a re-arrest, new conviction, or re-incarceration of an offender. Technical violations of 

an offender’s term of supervised release will be included in recidivism.  

Success: Offenders who are successfully discharged from a term of supervision.  

The above noted terms were used throughout the study as operationalized. Any other 

meanings of these words were not included in the study.  

Methodology Overview 

A quantitative research design was used to conduct this study. The quantitative research 

allowed data to be examined for a relationship between leadership styles (independent variable) 

and offender success (dependent variable).  

Chiefs from various districts within the United States were contacted for approval to 

participate in the study. Once each district agreed to participate in the study, probation officers 

were asked to voluntarily participate in the study. A multi-factor leadership questionnaire 

(MLQ), developed by Bass and Avolio (1993), was used. The MLQ survey was developed using 

MindGarden, and a link to the survey was sent to officers in participating agencies via email. The 

MLQ survey identified the types of leadership styles (transformational, transactional, and 

passive-avoidant) probation officers possess.  

 Districts were notified that recidivism rates would need to be collected in order to 

measure success of offenders. Once all the data were collected, predominant district leadership 

styles and district recidivism rates were compared within each district.  
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Offender success was measured through recidivism rates. Chiefs from each participating 

district were advised recidivism rates would need to be collected. Recidivism rates were 

collected through an internal database accessible to this researcher. Once all data were collected, 

probation officer styles and offender success were compared within each district. Participant 

names and district locations remained confidential.  

Delimitations, Limitations, and Personal Biases 

Delimitations 

This study focused on offenders who are involved in the federal criminal justice system. 

The results of the study did not apply to offenders who are criminally involved in state systems. 

Further, the study included only those districts which agreed to participate. Some districts opted 

not to participate. Additionally, there are 94 federal districts. Due to time constraints, 30 districts 

were asked to participate in the study. Larger districts consisting of approximately more than 50 

officers were not asked to participate in the study. This study took place in the Spring and 

Summer of 2020, thereby limiting the timing of the study. Due to these time constraints, the 

study was limited to the responses received within a four-week timeframe.  

Limitations 

One limitation was that offenders may have several officers throughout their term of 

supervision. Each officer may not have the same leadership skill set and, thus, offenders may 

need to adjust according to each officer’s leadership traits. Because of this, leadership styles and 

offender success were not measured at the individual leader level; rather, the predominant style 

for each district was determined and analyzed for relationship with district-level success.  

Additionally, not all officers are directly supervising offenders. In federal probation, there 

are three units, the pretrial unit, the presentence unit, and the postconviction supervision unit. 
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Pretrial officers supervise those who have yet to be convicted of a crime, presentence officers are 

responsible for providing an in-depth investigative report to a federal judge prior to sentencing 

an offender, and a postconviction supervision officer supervises offenders who have been 

sentenced to a term of probation or a term of supervised release. The survey was sent to all 

officers, regardless of which unit they are placed in. Some officers may not have had a direct 

effect on supervising offenders.  

Further, this study took place during a time when society is going through an opioid 

epidemic. Opioid use disorder is a serious relapsing illness. The impact of previous efforts on 

recidivism rates may be mitigated by the opioid epidemic. The opioid epidemic continues to 

have an effect on substance abuse addiction amongst high risk offenders which may cause an 

increased number of technical violations (i.e., positive drug tests).  

The First Step Act of 2018, which was passed in December 2018, provides a step toward 

criminal justice reform. Like the First Step Act, in 2011, the Fair Sentencing Act was passed to 

reduce sentences of offenders who were convicted of a drug-related offense involving crack 

cocaine. Nearly 40% of those released based on the Fair Sentencing Act were revoked within a 

3-year time period of being released (Hunt et al., 2018). The Fair Sentencing Act of 2011 had 

little impact on reducing recidivism of federal offenders. It is unknown at this time what impact 

the First Step Act will have on recidivism rates of offenders released under the Act.  

The study was also conducted in a time when COVID-19 is currently affecting the globe. 

Several districts are unable to adequately supervise offenders. Some probation offices were 

operating with limited staff members or working remotely, and some probation offices were 

closed. Further, most districts suspended drug testing and suspended home contacts with 

offenders. Local law enforcement agencies may have only been responding to egregious calls. 
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Additionally, the COVID-19 pandemic resulted in the Federal Bureau of Prisons to release 

inmates early based on Compassionate Release requests and inmates’ vulnerability to COVID-

19. Further, all nonessential court hearings in most districts were suspended. Therefore, 

specialized courts (including treatment, reentry, and employment courts) were suspended. 

COVID-19 has also affected the unemployment rates, resulting in an increased number of 

offenders being unemployed. The fear is that when districts are able to resume normal 

operations, noncompliance issues (drug abuse, unemployment, new criminal conduct, etc.) will 

severely increase. This may result in an increased recidivism rate.  

Biases 

Based on the district participation methodology, no bias exists within the study.  

Reflections of the Scholar-Practitioner 

Throughout this process, I had always known that I wanted to focus on the leadership 

styles of probation officers in some format. I initially wanted to research the relationship 

between leadership styles of probation officers who oversee reentry courts and reentry court 

participant success. However, the population size would behave been too small for a quantitative 

study. Since I was already four weeks into the quantitative research course, I adjusted my 

research question to fit the current study. In looking back, I am excited that I was able to conduct 

this quantitative study. The knowledge gained from this study has further enhanced my 

understanding of the types of styles which assist with offender success. Further, the results of 

this research shall assist in enhancing the success of reentry courts by placing probation officers 

with the matching leadership styles into these specialized programs. Lastly, this study shall help 

guide future research and have an impact on the way U.S. probation offices conduct their hiring 

of officers and who they choose to promote.  
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This journey has been far more engaging than I had previously imagined. The literature 

review was the most challenging for me. The most difficult was finding studies of leadership 

styles on probation officers. I have had to branch out and look for any articles related to the 

criminal justice system as a whole. By conducting this study, I have grown as a leader and 

mentor. I have used reflection more in my everyday life. I chose this topic because being in law 

enforcement and being able to protect and serve my community is a rewarding opportunity. 

Further, I believe that if there is a way which the criminal justice system can assist in helping 

offenders lead law-abiding lives without recidivating, then implementing new tactics are worth a 

try. If I can change the life of one offender by demonstrating the leadership styles needed to 

change that life, then I am willing to make the adjustments needed.  

Summary 

Recidivism rates in the United States are continuing to increase. Reentry programs have 

been implemented; however, research has shown to have mixed results as to whether or not they 

are working to reduce recidivism. There has not been a significant amount of research conducted 

to determine if there is a relationship between the leadership styles that probation officers 

possess and the success of offenders. This quantitative study, which took place in the Spring and 

Summer of 2020, attempted to determine what relationship, if any, exists between the leadership 

styles probation officers possess and offender success. A multi-factor leadership (MLQ) 

questionnaire was used and emailed to each participant. The specific leadership styles evaluated 

in this study include transformational, transactional, and passive-avoidant.  

Limitations to this study include the fact that the survey was sent to all probation officers 

in 30 districts, regardless of their specialty. Additionally, the study took place during a time 

when the United States is facing an opioid epidemic. Further, it also took place shortly after the 
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passing of the First Step Act. Lastly, the study was conducted in a time when COVID-19 is 

currently affecting the globe.  
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CHAPTER TWO: LITERATURE REVIEW 

Introduction 

This section first discusses recidivism rates in America amongst state and federal 

prisoners, followed by reentry initiatives in place throughout the years. Next, this section reviews 

outcomes of several reentry courts implemented throughout the years. Additionally, this section 

discusses the recommended leadership roles that probation officers should undertake in reentry 

courts. This section also discusses various leadership styles and reviews scholarly literature 

regarding each style. In conclusion, this section discusses the importance of the current study and 

how it adds to the research already conducted.  

Literature About Recidivism in America 

Several studies have been completed which have measured recidivism rates in America. 

These studies reviewed statistics of individuals who were on parole or supervised release and 

who were rearrested during a specific time frame following their release from imprisonment 

(Alpher et al., 2018; Hughes & Wilson, 2002; Kaeble & Glaze, 2016; United States Sentencing 

Commission, 2016).  

Alpher et al. (2018) conducted a study of recidivism rates amongst state prisoners in the 9 

years following their release from prison. Five out of six state prisoners released in 2005 were 

arrested at least once in the 9 years after their release. Four of nine who were released were 

arrested at least once during the first-year post-imprisonment and one in three were arrested 

within the third year after their release. Approximately one-half of all prisoners released in 2005, 

who did not have an arrest within 3 years of release, were arrested within Years 4 through 9.  

A study conducted by the United States Sentencing Commission (2016) revealed that 

over an 8-year-period, almost one-half of federal offenders were rearrested either for a new 
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crime or for violating their term of supervised release. In 2005, those released from federal 

prisons had a re-arrest rate of 52.5%, while those released directly to probation had a re-arrest 

rate of 35.1%. Age, criminal history, offense type, and educational levels were all associated 

with differing rates of recidivism. In order to reduce recidivism, courts have initiated reentry 

courts throughout the country.  

By the end of 2015, over 1.5 million individuals were incarcerated in state and federal 

prisons and over seven million were on some form of supervision (Kaeble & Glaze, 2016). Of 

those individuals, over 95% will be released and two-thirds will be rearrested within 3 years 

(Hughes & Wilson, 2002). At least half of those individuals released will be rearrested within 1 

year. Of those who are rearrested, 50% will return to prison or jail (Durose et al., 2014). 

Literature About Reentry Courts 

Various studies have been completed which have attempted to measure the success of 

reentry programs. Some studies have focused on assessing the effectiveness of a single program 

(Crow & Smykla, 2019; Hamilton, 2011; Wilson & Davis, 2006). Other studies have evaluated 

the effectiveness of reentry programs on the state level (Bouffard & Bergeron, 2006; 

Lowenkamp & Latessa, 2002). Some studies have even reviewed the reentry programs on a 

national level (Lattimore et al., 2010; Lindquist et al., 2010; Seiter & Kadela, 2003).  

Regardless of level, there have been mixed results. Some studies demonstrated reentry 

programs to be successful (Hamilton, 2011), while other studies found reentry programs have no 

effect on offender reintegration (Wilson & Davis, 2006). Further, some of these studies provided 

mixed results indicating some positive findings and some negative findings (Crow & Smykla, 

2019; Lattimore et al., 2010; Lindquist et al., 2010; Lowenkamp & Latessa, 2002; Seiter & 

Kadela, 2003).  
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District of Oregon 

Close et al. (2008) conducted a study of the District of Oregon’s Reentry Court program. 

The reentry court program was created as an evidenced-based program to assist offenders with 

successfully reintegrating into society. The purpose of the study was to measure the effectiveness 

the program had on offender reentry success.  

In 2005, the District of Oregon created one of the first federal reentry court programs in 

the country. The District of Oregon Reentry Court is a court-involved, evidence-based program 

(EBP) in which participants voluntarily participate in the program (Close et al., 2008). The 

participants follow individualized plans which emphasize sobriety, employment, and 

constructive problem-solving. Participants are encouraged to develop a productive and prosocial 

lifestyle without substance abuse or criminal activity. The reentry court team is composed of a 

district court judge, assistant U.S. attorney, assistant federal public defender, probation officer, 

and treatment services personnel. Participants are issued rewards and sanctions matched to each 

their level of progress. Participants who maintain 12 months of sobriety receive a reduction in 

their term of supervised release. The model was developed as a strategy for addressing 

recidivism among drug-involved offenders.  

The program underwent a thorough evaluation in 2008. The accompanying quantitative 

study set forth a description of the model, its basis in evidence, and a manual for its replication 

and customization. The study found a comparison group (a group consisting of offender’s who 

were not a part of the reentry group) outperformed the reentry group. The comparison group 

underwent less monitoring and supervision, had fewer drug and mental health services, yet had 

fewer sanctions and a higher employment rate than the reentry group (Vance, 2011).  
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District of Massachusetts 

In 2006, the District of Massachusetts established the Court Assisted Recovery Effort 

(CARE) program. Vance (2011) conducted a study of the District of Massachusetts CARE 

Program. The study took place between 2006 and 2009. The purpose of the study was to measure 

the effectiveness the program had on offender success. 

The CARE program uses a modified drug court program to enhance supervision of 

offenders while addressing substance abuse issues. Offenders who have a significant substance 

abuse history and are serving a term of probation or supervised release voluntarily enroll in the 

program (Vance, 2011). The CARE team provides the court with input regarding an offender’s 

willingness to participate in the program. The court considers the input from the CARE team and 

determines whether one is able to participate in the program. The goal of CARE is for offenders 

to maintain sobriety, obtain employment, and become law-abiding citizens. Closer supervision 

and higher expectations are involved, but the program also offers greater assistance, opportunity, 

and rewards. The program consists of three 12-week phases and one 16-week phase, for a total of 

52 weeks.  

The success of 46 CARE participants was compared to that of 68 non-CARE program 

participants (Vance, 2011). In order to graduate from the program, CARE participants must have 

12 consecutive months where they have been able to maintain employment, maintain their 

sobriety, and remain arrest free. The study found that CARE participants were more likely to 

meet the standards necessary to graduate than the comparison group. CARE participants who 

underwent far more drug screens were more likely to have positive urine analysis results than the 

non-CARE participants.  
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As a result of this significant difference, and in order to account for the differing risks 

and failures, the researchers computed the average proportion of positive urine analysis tests to 

total tests. The results found that CARE participants were less likely to test positive in proportion 

to the total number of tests given. Overall, CARE participants had a greater likelihood of success 

than the non-CARE participants. 

Western District of Michigan 

Lowenkamp and Bechtel (2010) conducted a study of the Western District of Michigan’s 

Accelerated Community Entry Program (otherwise known as ACE). The ACE program was 

introduced in 2005 and is considered to be a collaborative approach to offender reentry. The 

purpose of the ACE program is to specifically target high-risk offenders and increase the 

potential for offender success by significantly addressing criminogenic factors related to 

recidivism in offenders recently released from prison (Knollenberg & Martin, 2008). The ACE 

program began in Berrien County, Michigan, a location that presents significant challenges to 

offenders who were returning to the community from prison. These challenges include 

employment and prosocial peer groups. In 2007, the ACE program was expanded to Grand 

Rapids, Michigan. and, in 2009, was introduced to Kalamazoo, Michigan.  

The program developers identified criminogenic factors as those outlined by Gendreau 

and Andrews (1990), which included: history of anti-social behavior, anti-social personality, 

anti-social attitudes and values, criminally deviant peers, substance abuse, and dysfunctional 

family relationships (Knollenberg & Martin, 2008). Rewards and sanctions are implemented 

throughout the 12-month program. If an offender completes the program, they may receive a 

reduction in their term of supervised release. If violations occur, sanctions may be imposed to 

include halfway house placement and even being removed from the program.  
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Lowenkamp and Bechtel’s (2010) study included 77 ACE participants and a comparison 

group comprised of 121 non-ACE participants in the comparison group. The participants within 

the study were at a higher risk of recidivating. Risk was measured by the Risk Prediction Index. 

This study found that ACE program participants recidivism rates were lower at a 12 -month 

follow-up period than non-ACE participants. Further, participants’ motivation toward 

supervision was a significant variable with regard to the lower recidivism rates (Vance, 2011). 

Risk was a significant predictor of re-arrest which indicates that higher risk offenders are more 

likely to recidivate.  

Eastern District of Pennsylvania 

Taylor (2013) conducted a study of the Eastern District of Pennsylvania’s reentry court 

program identified as Supervision to Aid Reentry (STAR) program. The STAR program was 

developed in 2007. The STAR program consists of collaboration with a district court judge, 

magistrate court judge, and representatives from the public defender’s office, the U.S. Attorney’s 

office, and the U.S. probation office. The program is a 52-week long program and requires 

offenders to attend court sessions. Participants discuss successes and challenges they are having 

while on supervised release and are given praise for achievements they receive. Following 

completion of the 52-week program, participants receive a reduction in their supervised release 

by as much as 12 months.  

A quasi-experimental study of the United States District Court, Eastern District of 

Pennsylvania found a mixed impact on some outcome measures, but not on others. It was 

revealed that sanctions and rewards played a key role in the STAR program (Taylor, 2013). 

Some court participants emphasized the importance of the visibility of sanctions and the fear of 

being sanctioned. Others emphasized the importance of the immediate placement of a sanction 



LEADERSHIP CHARACTERISTICS AND OFFENDER SUCCESS  20 
 

 

and the shame of being sanctioned in front of other participants. Overall, results revealed that 

STAR participation was not associated with a reduction in the likelihood of reoffending. 

Participation was, however, associated with a reduction in the likelihood of supervised release 

being revoked.  

Northern District of Florida 

Crow and Smykla conducted (2019) a study of the Northern District of Florida’s reentry 

court program. The research examined the impact of participation in a federal reentry court 

program on supervised release violations, revocations, and rearrests. The study was conducted 

over a 2-year period and involved random assignment and random selection of participants to 

treatment groups and random selection for control groups. Participants of the Northern District of 

Florida’s reentry court program have three treatment conditions including thinking for a change 

(an evidence based cognitive behavioral curriculum); Mentoring; and Reentry Court. Non-

reentry court participants have two treatment conditions: thinking for a change and mentoring.  

The Northern District of Florida’s reentry court program consists of a court sanctioned 

approach to supervision. To be eligible for the program, an individual must have a minimum of 

36-months of supervised release remaining. Participants are selected through a formal court 

referral and screening process. Participants selected to participate in the program are subject to a 

more intense level of supervision for at least 12 months. During the 12-month period, 

participants will have regular interaction with probation officers and monthly reentry court 

meetings. Upon successful completion of the program, a participant will have positively 

contributed to the group and maintain a drug, alcohol, and crime-free lifestyle for 12 months. 

Upon successful completion of the program, a participant’s term of supervised release will be 

reduced by 12 months.  
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The purpose of the Northern District of Florida’s reentry court program is to identify 

participants’ needs, reward positive behavior, and apply sanctions when noncompliance occurs. 

Finally, the goals of the program include reducing recidivism rates, successful reintegration into 

society, and providing a positive contribution to society by living law-abiding lifestyles.  

The study provided mixed results, revealing that participants did not, as a group, 

experience consistent significant differences in outcomes (Crow & Smykla, 2019). Although the 

reentry court group had more violations than the control group, there were no other differences 

based on reentry court participation.  

Harlem Reentry Court 

Ayoub and Pooler (2015) conducted a study of the Harlem Reentry Court Program. The 

Harlem Reentry Court is a cooperative effort between the Harlem Community Justice Center, 

New York State Division of Criminal Justice Services, and the New York State Department of 

Corrections and Community Supervision. The Harlem Parole Reentry Court is a 6 to 9-month 

program and consists of pre-release engagement, assessment and reentry planning; active judge 

oversight; coordination of support services; graduated sanctions; and positive incentives for 

success. The program utilizes a comprehensive risk-needs assessment; cognitive behavioral 

therapy for medium and high-risk offenders and greater deployment of incentives and graduated 

sanction in order to avoid parole revocations.  

In 2010, a quasi-experimental evaluation of the Harlem Parole Reentry Court was 

completed. Using a quasi-experimental design, the study compared reentry court participants 

with similar parolees under traditional parole supervision and tracked their recidivism outcomes 

over 3 years (Ayoub & Pooler, 2015). The Harlem Reentry Court had tremendous success. The 

reentry court produced a 45% reduction in parole revocations in comparison to the control group. 
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Ninety-six percent of participants reported being treated with respect, compared to 40% of 

traditional parolees. One year after release, 75% of reentry court parolees were in school or 

employed, compared to 45% in the comparison group. Additionally, 65% of reentry court 

participants were not using drugs at all as opposed to 39% in the control group.  

In reviewing reentry courts throughout the country, there have been mixed results. Some 

reentry courts have had significant success, some reentry courts did not seem to have any 

significant impact on recidivism, and other reentry courts actually fared worse than the control 

groups. Research continues to indicate further studies are needed to determine the true effects of 

reentry courts on recidivism reduction. Research has provided mixed results to the success of 

reentry courts and provided suggestions to improve reentry courts moving forward. 

Leadership Styles Needed in Community Corrections 

Throughout the reentry court process, quality leadership is needed for these courts to be 

successful (Close et al., 2008). In order for offender success to be achieved, a balanced approach 

of law enforcement and case management skills will be required. Probation officers will also 

need to take on a more proactive supervision role. Offenders have voiced their concerns 

indicating that community corrections officers do not understand their needs as a result of 

differences in social backgrounds (Helfgott, 1997). Social distance is an issue that may hinder 

offender success (Helfgott, 1997; Gunnison & Helfgott, 2011).  

Rather than hindering offender success, probation officers need to serve the role of 

problem-solver and mentor for the participants (Close et al., 2008). This is crucial in teaching 

positive skills and attitudes needed for successful reentry. Prior to considering investing in a 

reentry court program, courts will need to create a leadership and planning group who can 

facilitate the development of the many relationships, strategies, and procedures needed to 
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implement the program. It is crucial that strong communication between the reentry court and the 

providers be developed and maintained. By maintaining a strong relationship with the 

community development group, good working relationships with a range of providers, and strong 

relationships with the participants, relationships with service providers of high quality can be 

achieved. Further, leaders of reentry courts must be willing to change and commit to guiding 

reentry courts through a sustained period of growth, uncertainty, and development.  

Reentry courts need to continually evaluate their programs and listen to feedback from 

past participants of the programs. Participants have agreed that one-on-one case management 

was particularly helpful in reentry courts (Carey et al., 2018). Further, communication and 

collaboration have also been key components in the success of reentry courts. An evaluation of 

the types of leadership styles serving in reentry courts may assist in offender success.  

Leadership Styles 

Literature within the criminal justice field has examined management styles and those 

measured within this study include transactional, transformational, and passive-avoidant 

leadership styles. Burns (1978), Bass (1985), Kouzes and Posner (1995), and Avolio (1999) 

postulated that the organizational climate required a new leadership paradigm transitioning from 

confrontational and directive to a more empathic, collaborative, and participative model. Burns 

introduced the concept of the transformational leader. Bass and Avolio expounded on Burns’ 

transformational leadership to include a repertoire of leadership behaviors and styles. Bass’s 

Avolio’s leadership theory contains three major components: passive-avoidant, transactional, and 

transformational leadership.  
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Transactional Leadership Style 

Transactional leadership is considered to be a type of contingent-reward leadership which 

has a positive exchange between leaders and followers wherein followers are 

rewarded/recognized for accomplishing tasks and/or objectives (Bass & Avolio, 1993). 

Transactional leaders may be directive and authoritative (Avolio, 1999; Bass, 1985). 

Transactional leaders develop relationships between themselves and subordinate based on 

performance, inducements, and rewards. Transactional leaders are influenced by individual self-

interest. Transactional leaders may coerce cooperation and compliance from subordinates 

through contingent rewards or management by exception.  

Through the use of contingent rewards, subordinates are compensated based on behavior. 

When utilizing management by exception, leaders communicate negative feedback, scrutinize 

performance, express discontent with poor performance, and point out deficiencies. 

Transactional leadership is used most when something or some process goes wrong and the 

organization is negatively impacted (Bass, 1985).  

Some cons to using a transactional leadership style includes unintended consequences 

include damaging effects on morale and performance, and undesirable behavior caused from 

manipulations and reprimands (Bass, 1985).  

Transformational Leadership Style 

Bass (1985) and Avolio (1999) define transformational leaders as individuals who 

transcend their own interests for the betterment of the organization through commitment and 

motivation. Transformational leaders inspire, encourage, and empower employees (Bass, 1985). 

Transformational leaders transcend their own interests for the growth of the organization through 

commitment and motivation.  
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Transformational leadership can be characterized by idealized influence, inspirational 

motivation, intellectual stimulation, and individualized consideration (Johnson, 2015). 

Transformational leaders also exhibit charismatic traits (Bass, 1985). Charismatic leaders are 

innovative, creative, and inspiring. Followers are more apt to satisfy the expectations of a 

transformational leader (Bodla & Nawaz, 2010).  

Transformational leaders, however, have been criticized as being leader-centric (Johnson, 

2015). Transformational leadership may foster dependence in followers. Lastly, transformational 

leadership may be tied to what works more so than what is right. Transformational leaders may 

not foster higher moral standards.  

Passive-Avoidant Leadership Style 

Avolio (1999) describes a passive-avoidant leadership as the absence of a relationship 

between the leader and the subordinate. A passive-avoidant leader avoids making decisions, 

lacks interest, avoids responsibility and is considered a non-leader (Hargis et al., 2011). This type 

of leader is passive and gives a follower the freedom to perform tasks without guidance or 

intervention from the leader. Passive-avoidant leaders tend to avoid providing feedback, and fails 

to display a vision or motivate the action of the follower.  

Passive-avoidant leaders may be perceived as being inactive or absent with an uncaring 

attitude. Passive-avoidant leaders avoid accountability and responsibility. Passive-avoidant 

leaders are content in keeping the status quo (Avolio, 1999). Passive-avoidant leadership is 

considered the least effective leadership style as these types of leaders provide little to no 

guidance to their subordinates.  
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Leadership Styles in Jail-Based Programming 

Clevenger and Atkinson (2013) conducted a qualitative case study in Southwest Florida 

between the years 2002 through 2007. For ethical standard purposes, the participants of the case 

study were former inmates who have been out of the judicial system, off probation, or parole for 

a period of 5 to 10 years. Five former inmates who participated in a substance abuse program 

while at a county jail in Southwest Florida were interviewed.  

The results of the case study support the fact that a majority of correction officers who 

worked in a jail-based substance abuse program demonstrated a transactional leadership style 

which proved to be ineffective (Clevenger & Atkinson, 2013). Corrections officers who denied 

access to privileges, such as participation in substance abuse programs, exerted more control. 

This approach tended to have negative results. Many officers working in the substance abuse 

programs were not nice and asserted power to control inmate behavior. This approach also had a 

negative effect on intended rehabilitation.  

Officers within the program ensured inmates participating in the program were allowed 

special privileges (Clevenger & Atkinson, 2013). Further, participants indicated that privileges 

and positive reinforcement was more effective than punishment. Further, officers who sat down 

with and encouraged participants were more effective. Despite such, few of the correction 

officers in the jail-based substance program displayed transformational leader styles. Those 

officers who did demonstrate transformational leadership influenced a follower’s motivation to 

recover. These officers took time to listen to offenders’ and were compassionate with these 

offenders. Overall, the study found correction officers who exhibited a blended mix of a 

leadership style wherein officers were encouraging but also a leadership style wherein officers 

used an authoritative approach tended to motivate inmates who participated in the programs. 
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Community Policing and Transformational Leadership 

Engel (2002) conducted a study to determine supervisory leadership style influence on 

subordinate behavior. More and more emphasis has been placed on the goals of community-

based policing and problem solving. As such, scholars have speculated how this would affect the 

changing role for supervisors of patrol officers. Supervision supervisors are now seen as coaches 

and mentors for subordinate officers. Community policing allows for patrol officers to have more 

discretion and to develop creative problem-solving approaches (Engel, 2002). Supervisors are 

encouraged to facilitate this change by encouraging team building, raising morale, and 

emphasizing the purpose of their new role. According to Engel, this role may be considered that 

of a transformational leadership style articulated by Bass and Avolio (1994).  

Leaders with a transformational leadership style stimulate interest among colleagues and 

followers (Engel, 2002). This type of leader encourages followers to view their work from new 

perspectives, generate awareness of the mission or vision of the team and organization, develop 

followers to higher levels of ability and potential, and motivate followers to look beyond their 

own interests toward those that will benefit the group (Bass & Avolio, 1994). Transformational 

leadership does more than establish exchanges between supervisors and subordinates (Engel, 

2002). Transformational leadership is based on idealized influence, inspirational motivation, 

intellectual stimulation, and individualized consideration (Bass & Avolio, 1994). 

Engel (2002) found that supervisory styles do have an influence on subordinate behavior. 

Supervisors with an active style appear to have the most influence over subordinate behavior. 

Active supervisors significantly increase officers’ time spent on self-initiated and problem-

solving activities, while decreasing time spent on administrative duties. Officers with innovative 

supervisors spent significantly more time on administrative tasks than officers with any other 
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type of supervisor. No supervisor style had a significant impact on the time officers spent 

conducting personal business during their shifts. The author suggests that supervisors with a 

more transformational role were not having the influence over officers’ behaviors that scholars 

had speculated they would. Supervisors who embrace self-initiation, community-policing, and 

problem-solving activities on the street do not appear to be delivering the desired outcomes. 

However, the study does support that supervisors who have an active leadership style approach 

had the strongest influence over officer behavior. 

Leadership Styles and Probation Administrators 

Lee et al. (2010) conducted a pilot study on leadership in the area of probation, after 

finding literature which suggests the probation system fails to gain trust, confidence, and support 

from politicians and the public. According to these researchers, political leaders and the public 

continue to distrust and criticize probation for its failure to contribute to public safety. It is 

suggested that probation administrators and managers need to lead their departments, rather than 

manage them. Over the years, many probation administrators have proven deficient in 

transforming their probation organizations. Probation will continue to fail to engage public 

support and impact public safety without sustained leadership.  

The purpose of the study was to link personality, leadership style, and leadership success 

among probation directors in the United States. The study attempted to provide substantively 

useful and practical managerial information on which leadership style and personality are 

significant determinants of leadership success. Further, the results from the study may help 

probation administrators and managers develop hiring/promotional criteria and leadership 

development programs for more effective future leaders.  
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The researchers found that transformational leadership styles were significantly, and 

positively related and passive-avoidant leadership was significantly and negatively correlated 

with leadership success (Lee et al., 2010). Transactional leadership was positively but weakly 

and insignificantly associated with leadership success.  

Further, the study focused on personality as well. Conscientiousness (strong-minded, 

responsible, and accountable) had a direct impact on leadership success, while extraversion had 

an indirect impact on leadership success. Openness had no significant impact on leadership 

success. The study suggested that open-minded probation leaders be focused on helping their 

departments respond and adapt to changing demands and needs from their internal and external 

environments. 

As expected, transformational leadership had the strongest relationship to leadership 

success. By focusing on transformational leadership, organizations will be provided with new 

visions and influences, and the entire culture could change. The results may help probation 

administrators and managers develop hiring/promotional criteria and leadership development 

programs for more effective future leaders.  

Summary 

This chapter outlines the history and research behind offender reentry programs. First, 

this chapter explored reentry programs then the shift in studies amongst individual reentry 

programs were reviewed. This chapter then discussed ways in which reentry programs could be 

improved upon. Three leadership styles, transformational, transactional, and passive-avoidant, 

were evaluated and research was presented regarding the effects of each leadership style.  

The literature review discusses the reentry initiatives and offenders’ needs for 

employment, housing, and substance abuse treatment. While several studies have focused on the 
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success reentry programs have had in assisting offenders to positively reintegrate into society, 

none of the research has focused on the perceptions, beliefs, and attitudes of the leaders within 

the reentry courts. Specifically, no study has attempted to measure the types of leadership styles 

probation officers possess and if these leadership styles may have an impact on the success of 

offenders. While a great deal of time and money has went into researching reentry courts, much 

less has gone into researching what types of leaders may make an impactful difference in reentry 

courts.  

This dissertation attempts to improve the knowledge in the area of offender success and 

its relationship to the leadership styles officers possess. This next chapter will utilize a 

correlational quantitative study to answer whether leadership styles of probation officers effect 

the success of offenders when reducing recidivism. Data collected through a multi-leadership 

questionnaire will be examined to determine which types of leadership styles officers possess. 

Recidivism rates will be collected through each district which participates in the study.  
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CHAPTER THREE: PROJECT METHODOLOGY 

Introduction 

The purpose of this quantitative study was to examine the relationship between leadership 

styles of probation officers and the success of offenders who have been sentenced to serve a term 

of supervised release. In this study, the independent variable included three categorical levels 

(transformational, transactional, and passive-avoidant styles of leadership) and a continuous 

dependent variable (recidivism rate). The predominant leadership style of each district was used 

rather than individual leadership styles. After each officer from each district completed the 

survey instrument tool, the district’s predominant style was determined. Recidivism rates were 

taken from each district as well, rather than from an individual officer’s caseload. This is because 

offender cases are constantly being transferred, some officers have higher risk cases in 

comparison to other officers, and officers are continuously transferring or transitioning to other 

positions. Therefore, an accurate rate of recidivism from each officer would not be sufficient for 

this study.  

Offender success was the dependent variable and was measured through district 

aggregate recidivism rates which were gathered through an internal reporting program. 

Predominant district leadership style was the independent variable and was measured using the 

Multifactor Leadership Questionnaire (MLQ) 5X short form. This tool is the most widely used 

instrument to assess transformational and transactional leadership (Kirkbride, 2006). It has also 

been known to have the most validity when measuring transformational and transactional 

leadership (Ozaralli, 2003). The MLQ has also been effective in measuring passive-avoidant 

leadership style.  
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Approval for probation officers to participate in the study was sought from the Chief U.S. 

Probation Officer within selected districts. Upon approval, a participant letter and an informed-

consent letter was sent via email, along with a link to the MLQ survey. The participant letter 

indicated that the Chief in the respective district provided approval for the data to be collected 

within that district. MindGarden.com was utilized for data collection. In addition to MLQ data, 

age, gender, position title, tenure in current role, past roles held, and years of federal service was 

collected. The purpose of collecting this data were to describe the sample of participants 

involved in the study. Data were collected and analyzed using SPSS. 

The ethical considerations in this study are outlined in this chapter and include IRB 

approval (see Appendix A), confidentiality of both the participant and each participating district, 

and a brief discussion as to how the data will be kept and stored.  

Research Question 

The research question for this study was: Is there a relationship between probation 

officers’ leadership styles and offenders’ successful reintegration into society? 

Method 

Research Design Overview 

Quantitative research is either experimental (true, quasi, or single-subject) or 

nonexperimental (descriptive, comparative, correlational, causal comparative, or ex-post facto) 

(Castellan, 2010). A causal comparative quantitative design was used to examine the relationship 

between the leadership styles of probation officers and success of offenders who have served or 

are serving a term of pretrial supervision, probation, or post release supervision. This method 

was selected as it is a means to identify which variables are connected.  
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Analysis of variance (ANOVA) methods were initially employed to determine whether 

one of the categorical variables (leadership style) most correlated with the continuous variable 

(offender success) and the strength and direction of the relationship. Both ANOVA and 

multivariate regressions are appropriate in determining relationships between a categorical 

independent variable and continuous dependent variable. As documented in Chapter Four, 

ANOVA analyses were found ineffective in examining correlations as originally planned. 

Therefore, multivariable regressions were used to further analyze results for correlation.  

Variables 

As identified by the multi-factor leadership questionnaire, each district’s predominant 

leadership style was the independent variable. Offender success was identified as the dependent 

variable and measured by recidivism rates. The recidivism rates were taken from an internal 

database that this researcher had access to. Recidivism was defined to include all offenders 

whose term of pretrial supervision, probation, or postconviction supervision is revoked for any 

reason (technical violation, new criminal conduct, etc.). Low recidivism rates are better than high 

recidivism rates.  

Participants 

A total of 30 districts comprising of a total of 994 probation officers, specialists, 

supervisors, and senior managers were asked to participate in the study. Districts were selected 

based on size. Specifically, districts with approximately 50 officers or less were selected to 

participate in the study.  

Approval was sought from the Chief U.S. Probation Officer in each district. Once 

approval was granted, all Chiefs, Deputy Chiefs, Supervisors, and U.S. Probation Officers in 

each district were asked to complete the Multifactor Leadership Questionnaire (MLQ) to 
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determine the district’s predominant leadership style. To measure offender success, recidivism 

rates were collected from an internal database that this researcher had access to. Chiefs of 

participating districts were made aware that recidivism rates would need to be utilized.  

Data Collection 

All data were collected from those employed within U.S. Probation Offices. Data were 

collected through an online survey. Several measures were taken to ensure participant 

information remained anonymous, data were stored securely, and that ethical considerations 

were maintained throughout the data collection and analysis processes as outlined below.  

Data Collection Procedures 

Data collection was conducted in July 2020. A survey link was emailed to the sample 

population. A self-reported questionnaire survey procedure was utilized. The researcher obtained 

permission to use the MindGarden survey instrument. A letter (or email) of support from the 

Chief of participating districts was requested. A packet was emailed to potential respondents 

consisting of a participant invitation with instructions (see Appendix B), an informed consent 

form (see Appendix C), Participant Bill of Rights (see Appendix D), and a link to MindGarden 

which included the MLQ survey, and the author-modified demographic questionnaire (see 

Appendix E). In order to maintain confidentiality, the consent forms were sent through the 

MindGarden link as well.  

The informed consent letter which was provided on Creighton University departmental 

letterhead was sent and provided information about the IRB approval, contact information for 

IRB, and a description of the legitimacy and value of the study and its benefit to each participant. 

Respondents were assured that neither their personal identity nor the identity of their district 

would be released in the dissertation. Respondents were asked to complete the survey within 1 
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week. Respondents who did not respond within 7 days was sent a follow-up email from the 

researcher. For those who do not respond within 2 weeks, an email was sent with another link to 

the questionnaire. After 1 month, the survey closed and was no longer available to participants.  

The respondents were asked to agree to participate in the research through an electronic 

signature. If a participant agreed to take part in the survey, a note of appreciation appeared, and 

the participant began taking the 15-minute survey. The participants then received detailed 

instructions for the survey, as well as ways to contact the researcher with any questions or 

comments. After answering all questions, the participant was asked to press the enter button and 

received an appreciation note for their participation. The data remained secure in the 

MindGarden database for access by the researcher. The researcher downloaded the raw data to 

the SPSS program and placed them in the MLQ 5X short form categories for calculations and 

tabulations. 

Data Collection Tool 

For this study, the multifactor leadership questionnaire (MLQ) 5X short form was used. 

The MLQ 5X short form was designed by Avolio and Bass (2014) and includes 45 questions. 

The form is a self-administered Likert scale instrument which takes approximately 15 minutes to 

complete (Avolio & Bass, 2014). The MLQ 5X short form is used to discover the extent to 

which a participant presents each of the three leadership styles: transformational, transactional, 

or passive-avoidant (Avolio & Bass, 2014; Kanste et al., 2007).  

The five factors of transformational leadership measured through the MLQ 5X short form 

included idealized influence (attributed), idealized influence (behavior), inspirational motivation, 

intellectual stimulation, and individualized consideration (Avolio & Bass, 2014). The two factors 

of transactional leadership measured through this instrument tool include contingent reward and 
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management by exception (active). The two factors of passive avoidant leadership measured by 

this tool include management by exception (passive) and passive-avoidant.  

The questionnaire is provided as Appendix E. Sample questions from the MLQ 5X short 

form include the following: 

As a leader .... 

I talk optimistically about the future 

I spend time teaching and coaching 

I avoid making decisions 

Methodological Integrity 

According to Avolio and Bass (2014), the MLQ 5X short form is a valid and reliable 

instrument. Validity is the extent to which an empirical measurement adequately reflects the real 

meaning of the concept (Babbie, 2017). There may be internal, external, and statistical threats to 

validity (Kozlowski et al., 2013). Internal validity involves experimental procedures, external 

validity involves untrue inferences, and statistical validity involves inadequate statistical power 

(Kozlowski et al., 2013). Threats to internal validity may include selection bias and 

instrumentation issues (Babbie, 2017).  

In this study, selection bias was mitigated by ensuring that the selected participants were 

equivalent to the population at large (all U.S. probation officers throughout the country) in terms 

of key characteristics. Additionally, to lessen threats to internal validity and reduce bias, this 

researcher used a convenience sampling rationale to select various federal judicial districts to 

participate in the study. Individuals completing the survey were not part of the convenience 

sampling, only the districts. By selecting these districts, all U.S. Probation Officers in the 

selected districts (Chiefs, Deputy Chiefs, Supervisors, Senior Officers, and Line Officers) were 
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asked to complete the survey. By doing so, the sample size and measurement tools confirmed the 

study’s internal validity.  

The biggest concern regarding the MLQ was its structural validity (Tepper & Percy, 

1994). To measure structural validity, the creators of the MLQ 5X used a confirmatory factor 

analysis (CFA; Armstrong, 2008). Findings indicated the nine-factor model is the best fit when 

compared to other models. The nine-factor model appeared to be the best construct whether it is 

a large sample or a small sample.  

Reliability of a survey instrument refers to the consistency of the measurement and the 

degree to which the questions used in the survey elicit the same information for each 

administration under the same conditions (Jogulu & Pansiri, 2011). Internal consistency is 

important to demonstrating reliability. It describes the extent to which all items are measured 

using the same idea of the items within the test (Tavakol & Dennick, 2011). Used widely by 

quantitative researchers, Cronbach’s alpha provides a measure of the internal consistency of a 

test or scale. A .70 or greater Cronbach alpha score indicates an instrument is reliable (Falk & 

Savalei, 2011). According to Antonakis et al. (2003), the MLQ 5X short form had a comparative 

fit index of .90 and a root mean square of error of estimate of .036 which indicates a good fit 

between the instrument and available data. Inter-rater reliability is also evident through the 

extensive use of the MLQ 5X short form which has been used in hundreds of research studies 

over the past 25 years and evidencing reliability coefficients of .74 to .94 (Avolio & Bass, 2014). 

Data Analysis  

For this research, there were two sections of the survey tool utilized. The two sections 

were the researcher modified demographic questions and the MLQ survey instrument. Data from 

the electronic survey were downloaded to SPSS which was used to organize and analyze the 
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data. The survey included demographic questions, including age, gender, current position title, 

tenure in current role, number of years in federal probation, and education. This information 

provided participant sample data for descriptive statistics. A nominal and interval data tool 

through SPSS was used in this portion of the survey to develop a descriptive portrait of the 

participants and to determine the range of years of experience amongst each respondent.  

For the second part of the survey, the MLQ 5X short form was used. ANOVA was the 

intended test for determining whether a significant difference on the dependent variable (district 

offender success) by the independent variable (district predominant leadership style). ANOVA 

initially was thought to be an appropriate statistical analysis because the purpose of the research 

was to assess if mean differences exist on district offender success by district predominant 

leadership styles with two or more discrete groups (transactional, transformational, and Laissez-

faire).  

After collecting the data, all districts evidenced transformational leadership as the 

predominant style. For this reason, there was no categorical level data to analyze using the 

ANOVA methods and no parametric testing was conducted. As noted in Chapter Four, a linear 

regression was deemed appropriate as an alternative method of analysis.  

Ethical Considerations 

An ethical consideration addressed was that of confidentiality. As previously stated, 

confidentiality of the participants and the districts which allowed their officers to participate in 

the study was ensured. Participants were advised participation was voluntary and they were 

under no pressure from any third parties to complete the survey. An informed-consent letter was 

provided to each potential participant through the web-based survey and an email outlining the 

nature of the study and the duration of the study was also provided. Additionally, participants 
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were provided an opportunity to opt out of the study at any time. Participants were notified that 

all data are password protected.  

The name and location of each district participating in the study remained confidential as 

well. The researcher did not mention where each district is located (city, state, etc.). As the study 

is taking place in the United States, this was the only geographical information which was 

provided regarding the location of the participating districts.  

Summary 

In conclusion, this chapter highlights the research question. The purpose of this study was 

to determine if there is a relationship between the leadership styles of probation officers and 

offender success. An MLQ 5X short form was used to collect data concerning leadership styles. 

Each participating district was advised that recidivism rates would be utilized. Recidivism rates 

for each district were collected through an internal database accessible to this researcher. 

Participants were asked to participate in the study through email. An informed-consent letter was 

provided in the email along with a link to the survey. Participants were advised of voluntary 

consent and that they were able to withdraw from participation at any time.  

The data were gathered using MindGarden. Once the survey closed, the raw data were 

downloaded and analyzed. The data remained secure on the MindGarden website which is 

password protected. The demographic data were classified as ordinal data in SPSS. Initially, an 

ANOVA methodology was to be used. After receiving the raw data, each district represented 

transformational leadership as its predominant leadership style. Thus, there was not any 

identified categorical data. A linear regression was deemed appropriate as an alternative method 

(as discussed in Chapter Four).   
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CHAPTER FOUR: RESULTS AND FINDINGS 

The purpose of this quantitative study was to determine if any relationship exists between 

the leadership style exhibited by federal probation officers and the success of federal offenders 

who have been mandated to complete a term of probation or supervised release. This chapter 

presents the analysis and results of the data collected in order to determine an answer to the 

following research question investigated in the study. 

Is there a relationship between probation officers’ leadership style and offenders’ 

successful reintegration into society? 

This chapter begins with a discussion of study participants followed by discussions of 

analysis and results.  

Participants 

The study sample consisted of 994 U.S. probation officers, senior U.S. probation officer, 

supervisors, assistant deputy chiefs, deputy chiefs, and chiefs located in 30 U.S. Probation 

Offices (all of whom volunteered to participate) throughout the country. Each selected district 

was a combined district comprised of pretrial services, presentence services, and postconviction 

services. Each district consisted of approximately 50 potential participants which included 

officers, senior officers, supervisors, chiefs, and deputy chiefs. The response rates by district are 

outlined in the response rate subheading of this chapter.  

Districts with separate pretrial and probation offices were excluded from the study, thus 

ensuring districts selected for the study had similar organizational structures. As there are 94 

judicial districts within the United States, and only the 30 combined districts were included in the 

study, a purposeful sampling technique was represented in the study.  
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Population Demographics 

Due to confidentiality purposes, population demographics data for this research is not 

available.  

Participant Demographics 

The most frequently observed category of position title was U.S. Probation Officer (n = 

306, 52.94%). The most frequently observed categories of education and years of service were 

Master’s degree and 1 to 5 years (n = 288, 50%: n =177, 30.62%). The number of years in 

current position (i.e., position title) was 1 to 5 years (n = 327, 56.57%). The most frequently 

observed category of gender, age, and race were male (n=310, 53.63%), 36 to 40 years (n = 127, 

21.97%), and Caucasian (n=490, 84.78%), respectively. The following table provides full 

documentation of response distribution.  

Table 1 

Frequency Table for Nominal and Ordinal Variables 

Variable n % 
Gender  

Male 310 53.63
Female 261 45.16
Prefer not to answer 5 0.87
Missing 2 0.35

Age  
21 to 25 5 0.87
26 to 30 71 12.28
31 to 35 113 19.55
36 to 40 127 21.97
41 to 45 82 14.19
46 to 50 102 17.65
51 to 55 67 11.59
56 or older 7 1.21
Prefer not to answer 2 0.35
Missing 2 0.35
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Variable n % 
Ethnicity   

Caucasian 490 84.78
African American 41 7.09
Latino or Hispanic 28 4.84
Asian 1 0.17
Native American 5 0.87
Native Hawaiian or Pacific Islander 2 0.35
Other 2 0.35
Prefer not to answer 7 1.21
Missing 2 0.35

Education    
Bachelor’s degree 274 47.40
Master’s degree 288 49.83
Ph.D. or higher 13 2.25
Prefer not to answer 1 0.17
Missing 2 0.35

Years in Service     
Less than 1 year 34 5.88
1 to 5 years 177 30.62
6 to 10 years 95 16.44
11 to 15 years 104 17.99
16 to 20 years 107 18.51
21 or more years 59 10.21
Missing 2 0.35

Position    
U.S. Probation Officer 306 52.94
U.S. Probation Officer Specialist 121 20.93
Supervising U.S. Probation Officer 101 17.47
Assistant Deputy Chief U.S. Probation Officer 10 1.73
Deputy Chief U.S. Probation Officer 15 2.60
Chief U.S. Probation Officer 20 3.46
Prefer not to answer 3 0.52
Missing 2 0.35
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Variable n % 
Years in current position   

Less than 1 year 82 14.19
1 to 5 years 327 56.57
6 to 10 years 88 15.22
11 to 15 years 44 7.61
16 to 20 years 28 4.84
21 or more years 7 1.21
Missing 2 0.35

Note. Due to rounding errors, percentages may not equal 100%. 

Response Rate 

The MLQ survey was sent via email to 994 participants including U.S. Probation 

Officers, Senior U.S. Probation Officers, Supervisory U.S. Probation Officers, Deputy Chief 

U.S. Probation Officers, and Chief U.S. Probation Officers. Of those who were sent the survey, 

578 responded, resulting in an overall response rate of 58.15%. Response rates by de-identified 

districts are shown in Table 2.  

Table 2 

Response Rates by District 

District Response rate (%) 
District A 80.56% 
District B 51.85% 
District C 52.63% 
District D 60.87% 
District E 89.47% 
District F 41.67% 
District G 80.00% 
District H 58.33% 
District I 42.86% 
District J 66.67% 
District K 33.33% 
District L 51.35% 
District M 40.00% 
District N 47.22% 
District O 77.10% 
District P 65.38% 
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District Response rate (%) 
District Q 46.67% 
District R 60.00% 
District S 46.67% 
District T 54.90% 
District U 77.42% 
District V 36.36% 
District W 48.39% 
District X 44.12% 
District Y 44.90% 
District Z 66.67% 
District AA 67.57% 
District BB 55.00% 
District CC 59.10% 
District DD 70.00% 
Overall rate 58.15% 

 
Analysis 

Initially, ANOVA methods were planned to determine what, if any, categorical level 

(transformational, transactional, and passive avoidant leadership styles) most correlated with the 

continuous level (recidivism) and the strength and direction of the relationship. This type of 

study was initially determined to be appropriate, as the purpose of the research was to determine 

if any relationship existed between district’s predominant leadership style and offender success 

(indicated by district reported recidivism rates). However, all districts evidenced 

transformational leadership as the predominant style. For this reason, there was no categorical 

level data to analyze using the ANOVA method. Instead, a linear regression was deemed 

appropriate for an alternative method of analysis.  

Linear Regression 

Multiple linear regression was deemed most appropriate because it is used to examine 

whether predictor variables do a good job in predicting an outcome. In this case, the predictor 

variable was leadership style (transformational, transactional, or passive avoidant) and the 

outcome variable was recidivism rate. This type of analysis results in a linear combination of the 
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independent variable (leadership style) in predicting the dependent variable (recidivism rate). 

The independent variable can be continuous or categorical (dummy coded as appropriate). The 

R2 statistic is used to assess how well the regression predicts the dependent variable, while the 

unstandardized beta (B) describes the increase or decrease of the independent variable with the 

dependent variable. 

Although aggregate leadership style values did not result in a significant relationship, 

prediction of offender success, the researcher’s study intended to analyze whether any specific 

leadership style was related to offender success. Therefore, a review of disaggregated predictors 

ensued as demonstrated in the results section of this chapter. A significant positive relationship 

between passive avoidant leadership style and offender success was observed. This result 

indicates that as level of passive avoidant leadership style increases, so does recidivism rate.  

Tests for Parametric Assumptions 

Prior to performing linear regression analyses, assumptions required of parametric tests 

were assessed. Normality assumes that scores are normally distributed and is assessed using the 

quantiles of the model residuals against the quantiles of a Chi-square distribution, also called a 

Q-Q scatterplot (DeCarlo, 1997). For the assumption of normality to be met, the quantiles of the 

residuals must not strongly deviate from the theoretical quantiles. Strong deviations indicate that 

parameter estimates may be unreliable.  

Homoscedasticity is evaluated by plotting the residuals against the predicted values 

(Bates et al., 2014; Field, 2013; Osborne & Waters, 2002). The assumption of homoscedasticity 

is met if the points appear randomly distributed with a mean of zero and no apparent curvature.  

 Variance Inflation Factors (VIFs) are calculated to detect the presence of 

multicollinearity between predictors. Studentized residuals are calculated to identify influential 
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points. High VIFs indicate increased effects of multicollinearity in the model. VIFs greater than 

5 are cause for concern, whereas VIFs of 10 should be considered the maximum upper limit 

(Menard, 2009). To do so, absolute values are plotted against observation numbers (Field, 2013; 

Stevens, 2009). To identify influential points (outliers), studentized residuals are calculated and 

the absolute values are plotted against the observation numbers (Field, 2013; Stevens, 2009). 

Studentized residuals are calculated by dividing the model residuals by the estimated residual 

standard deviation.  

Durbin-Watson tests assess the degree of autocorrelation among the residuals. A value 

greater than 2 indicates a negative correlation and a value below 2 indicates a positive correlation 

between adjacent residuals. Values less than 1 or greater than 3 are cause for concern.  

Three-Year Analysis 

The study data represent probation officer leadership styles as of July 2020. After 

recognizing a significant finding for 2020, the researcher was interested in determining if there 

was an opportunity to assess whether this finding was mirrored in multiple years or if it was 

specific to 2020. Participant demographic data indicated that only 5.88% of respondents reported 

less than 1 year of service and only 30.62% reported 1 to 5 years of service. Thus, the researcher 

deemed it was appropriate to analyze current leadership styles with recidivism rates from data for 

the past 3 years. This is based on an assumption that 2020 leadership values were likely similar 

to that of the previous 2 years.  

Results 

Summary statistics were calculated for current district levels of transformational, 

transactional, and passive avoidant leadership styles, and recidivism rates for 2020, 2019, and 
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2018. These values were evaluated for levels of deviation, skewness, and kurtosis. The range of 

values and means are provided in Table 3.  

Transformational, transactional, and passive avoidant leadership levels had standard 

deviations of .11, .18, and .10, respectively. These are reasonable standard deviations given the 

values of the data set.  

Transformational leadership had a skewness and kurtosis value of -0.38 and -0.48, 

respectively. Transactional leadership had a skewness and kurtosis value of -0.05 and -0.82, 

respectively. Passive avoidant leadership had a skewness and kurtosis value of 0.21 and 1.95, 

respectively. When the skewness values are between -2 and 2, in absolute value, the variable is 

considered normally distributed (Field, 2013). When kurtosis values are below 3, the variable is 

considered normally distributed (Field, 2013). Since the skewness values for each leadership 

style were between – ½ and ½, the data were approximately symmetrical. Since the kurtosis 

values for each leadership style were less than 2, there was a normal distribution and no outliers 

were identified.  

The district recidivism rates for 2020, 2019, and 2018, evidenced standard deviations of 

18.32, 17.49, and 14.80, respectively. This is representative of the statistical data set being close 

to the mean data. Recidivism rate data for each year resulted in a skewness less than 2 and 

kurtosis values less than 3, meaning the data were symmetrical and evenly distributed (no 

outliers).  
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Table 3 

Summary Statistics Table for Interval and Ratio Variables 

Variable M SD n Min Max Skewness Kurtosis

Transformational 2.95 0.11 30 2.68 3.13 -0.38 -0.48

Transactional 2.29 0.18 30 1.95 2.60 -0.05 -0.82

Passive avoidant 0.55 0.10 30 0.28 0.85 0.21 1.95

Recidivism rates for 2020 63.61 18.32 30 12.60 89.20 -1.17 0.89

Recidivism rates for 2019 62.72 17.49 30 18.80 91.60 -0.79 0.26

Recidivism rates for 2018 62.37 14.80 30 28.30 90.70 -0.20 -0.48

Note. - indicates the statistic is undefined due to constant data or an insufficient sample size. 

Year 2020 Analysis 

Tests to determine assumptions required of parametric analysis were first conducted.  

Assumptions 

Normality. Figure 1 presents a Q-Q scatterplot of the model residuals. The Q-Q plot 

demonstrates minimal deviation demonstrating the assumption of normality was met. 
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Figure 1 

Q-Q Scatterplot for Normality of the Residuals for the Regression Model 

 

Homoscedasticity. Figure 2 presents a scatterplot of predicted values and model 

residuals. This figure indicates that points appear to be randomly distributed which evidences the 

assumption of homoscedasticity was met.  
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Figure 2 

Residuals Scatterplot Testing Homoscedasticity 

 

Multicollinearity. Table 4 presents the VIF for each predictor in the model. All 

predictors in the regression model resulted in VIFs less than 5 which demonstrated little to no 

collinearity and that the assumption was met.  

Table 4 

Variance Inflation Factors for Transformational, Transactional, and Passive Avoidant 

Variable VIF 

Transformational 1.14 

Transactional 1.03 

Passive avoidant 1.14 

 
Outliers. Figure 3 presents the Studentized residuals plot of observations. Observation 

numbers are specified next to each point with a Studentized residual greater than 3.40. Because 

none of the observation numbers were above 3.40 in absolute value, no outliers were identified.  
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Figure 3 

Studentized Residuals Plot for Outlier Detection 

 

Autocorrelation. A Durbin-Watson test was conducted to assess the degree of 

autocorrelation among the residuals. The result was not significant, DW = 2.14, p = .666, 

suggesting there was little to no autocorrelation among the residuals, meaning there was a 

positive correlation and the assumption was met. 

Linear Regression 

Overall results of the linear regression model were not significant, F(3,26) = 2.65, p = 

.070, R2 = 0.23, indicating combined transformational, transactional, and passive avoidant 

leadership styles did not explain a significant proportion of variation in 2020 recidivism rates. 

When evaluating the styles individually, passive avoidant leadership resulted in a p value of 

.014, representing a significant finding. Table 5 summarizes the results of the regression model. 
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Table 5 

Results for Linear Regression with Transformational, Transactional, and Passive Avoidant 

Leadership Styles Predicting Recidivism Rates for 2020 

Variable B SE 95% CI β t p

(Intercept) 36.31 98.21 [-165.56, 238.19] 0.00 0.37 .715

Transformational 7.89 29.70 [-53.17, 68.95] 0.05 0.27 .793

Transactional -18.97 18.13 [-56.23, 18.29] -0.18 -1.05 .305

Passive avoidant 86.63 32.96 [18.89, 154.37] 0.48 2.63 .014

Note. Results: F(3,26) = 2.65, p = .070, R2 = 0.23. Unstandardized regression equation: 

recidivism rates for 2020 = 36.31 + 7.89*transformational - 18.97*transactional + 86.63*passive 

avoidant 

Year 2019 Analysis 

Tests to determine assumptions required of parametric analysis were first conducted.  

Assumptions 

Normality. Figure 4 presents a Q-Q scatterplot of the model residuals. The Q-Q plot 

demonstrates minimal deviation demonstrating the assumption of normality was met. 
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Figure 4 

Q-Q Scatterplot for Normality of the Residuals for the Regression Model 

 

Homoscedasticity. Figure 5 presents a scatterplot of predicted values and model 

residuals. This figure indicates that points appear to be randomly distributed which evidences the 

assumption of homoscedasticity was met.  
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Figure 5 

Residuals Scatterplot Testing Homoscedasticity 

 

Multicollinearity. Table 6 presents the VIF for each predictor in the model. All 

predictors in the regression model resulted in VIFs less than 5 which demonstrates little to no 

collinearity and that the assumption was met.  

Table 6 

Variance Inflation Factors for Transformational, Transactional, and Passive Avoidant 

Leadership Styles 

Variable VIF 

Transformational 1.14 

Transactional 1.03 

Passive Avoidant 1.14 
 

Outliers. Figure 6 presents the Studentized residuals plot of observations. Observation 

numbers are specified next to each point with a Studentized residual greater than 3.40. Because 

none of the observation numbers were above 3.40 in absolute value, no outliers were identified.  
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Figure 6 

Studentized Residuals Plot for Outlier Detection 

 

Autocorrelation. A Durbin-Watson test was conducted to assess the degree of 

autocorrelation among the residuals. The result was not significant, DW = 2.05, p = .574, 

suggesting there was little to no autocorrelation among the residuals, meaning there was a 

positive correlation and the assumption was met.  

Linear Regression 

The result of the linear regression model was significant, F(3,26) = 3.44, p = .031, R2 = 

0.28, indicating that approximately 28% of the variance in recidivism rates for 2019 was 

explainable by leadership style. Transformational leadership did not significantly predict 

recidivism rates for 2019, B = 42.72, t(26) = 1.56, p = .131. Similarly, transactional leadership 

did not significantly predict recidivism rates for 2019, B = -8.21, t(26) = -0.49, p = .628. 

However, passive avoidant leadership style significantly predicted recidivism rates for 2019, B = 



LEADERSHIP CHARACTERISTICS AND OFFENDER SUCCESS  56 
 

 

96.44, t(26) = 3.17, p = .004. This indicates that on average, a one-unit increase of passive 

avoidant leadership style increased the value of recidivism rate by 96.44 units.  

Table 7 

Results for Linear Regression with Transformational, Transactional, and Passive Avoidant 

Leadership Styles Predicting Recidivism Rates for 2019 

Variable B SE 95% CI Β t p

(Intercept) -97.25 90.65 [-283.58, 89.08] 0.00 -1.07 .293

Transformational 42.72 27.42 [-13.64, 99.07] 0.28 1.56 .131

Transactional -8.21 16.73 [-42.60, 26.18] -0.08 -0.49 .628

Passive Avoidant 96.44 30.42 [33.92, 158.97] 0.56 3.17 .004

Note. Results: F(3,26) = 3.44, p = .031, R2 = 0.28. Unstandardized regression equation: 

recidivism rates for 2019 = -97.25 + 42.72*transformational - 8.21*transactional + 

96.44*passive avoidant 

Year 2018 Analysis 

Tests to determine assumptions required of parametric analysis were first conducted.  

Assumptions 

Normality. Figure 7 presents a Q-Q scatterplot of the model residuals. The Q-Q plot 

demonstrates minimal deviation demonstrating the assumption of normality was met.  
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Figure 7 

Q-Q Scatterplot for Normality of the Residuals for the Regression Model 

 

Homoscedasticity. Figure 8 presents a scatterplot of predicted values and model 

residuals. This figure indicates that points appear to be randomly distributed which evidences the 

assumption of homoscedasticity was met.  
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Figure 8 

Residuals Scatterplot Testing Homoscedasticity 

 

Multicollinearity. Table 8 presents the VIF for each predictor in the model. All 

predictors in the regression model resulted in VIFs less than 5 which demonstrates little to no 

collinearity and that the assumption was met.  

Table 8 

Variance Inflation Factors for Transformational, Transactional, and Passive Avoidant 

Variable VIF 

Transformational 1.14 

Transactional 1.03 

Passive avoidant 1.14 
 

Outliers. Figure 9 presents the Studentized residuals plot of the observations. 

Observation numbers are specified next to each point with a Studentized residual greater than 

3.40. Because none of the observation numbers were above 3.40 in absolute value, no outliers 

were identified.  
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Figure 9 

Studentized Residuals Plot for Outlier Detection 

 

Autocorrelation. A Durbin-Watson test was conducted to assess the degree of 

autocorrelation among the residuals. The result was not significant, DW = 2.14, p = .674, 

meaning there was a positive correlation and the assumption was met.  

Linear Regression 

Overall leadership style results of the linear regression model for 2018 were not 

significant, F(3,26) = 1.83, p = .167, R2 = 0.17, indicating combined transformational, 

transactional, and passive avoidant leadership styles did not explain a significant proportion of 

variation in recidivism rate. When evaluating the styles individually, passive avoidant leadership 

resulted in a p value of .031, representing a significant finding. Table 9 summarizes the results of 

the regression model. 
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Table 9 

Results for Linear Regression with Transformational, Transactional, and Passive Avoidant 

Leadership Predicting Recidivism Rates for 2018 

Variable B SE 95% CI β t p

(Intercept) -58.89 82.38 [-228.22, 110.44] 0.00 -0.71 .481

Transformational 29.47 24.92 [-21.75, 80.68] 0.23 1.18 .248

Transactional -0.02 15.20 [-31.27, 31.23] -0.00 -0.00 .999

Passive avoidant 62.89 27.64 [6.07, 119.72] 0.43 2.28 .031

Note. Results: F(3,26) = 1.83, p = .167, R2 = 0.17. Unstandardized regression equation: 

recidivism rates for 2018 = -58.89 + 29.47*transformational - 0.02*transactional + 

62.89*passive avoidant 

Summary of Findings 

After initial analysis, it was determined that, based upon district predominant leadership 

style as the categorical predictor, ANOVA was not an appropriate approach. Instead, linear 

regression was employed. Linear regression models show or predict the relationship between two 

variables or factors. Specific to this study, the analysis was used to quantify the relative impacts 

leadership styles (transformational, transactional, and passive avoidant) have on offenders’ 

success (recidivism rates).  

This study found that, in aggregate, leadership style was not a predictor of recidivism 

rate. However, when leadership styles were disaggregated, passive avoidant leadership had a 

significant positive effect on recidivism rates for all years analyzed. As the level of passive 

avoidant leadership increased, so did recidivism rates.  

Discussion 

Recent reports show mean recidivism rate for 2018, 2019, and 2020, as 63.61%, 62.72%, 

and 62.37%, respectively. A 2005 study revealed that over an 8-year-period, almost one-half of 
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federal offenders were rearrested either for a new crime or for violating their term of supervised 

release (United States Sentencing Commission, 2016). As evidenced by the recidivism rates for 

2018, 2019, and 2020, there has been no minimal changes in recidivism rates over the years, 

despite the increased number of reentry courts implemented.  

Prior research related to offenders who participate in reentry courts has shown mixed 

results. While several studies focused on the success of reentry programs in assisting offenders to 

positively reintegrate into society, none of the research focused on the perceptions, beliefs, and 

attitudes of the leaders within the reentry courts. Specifically, no study attempted to measure the 

types of leadership styles probation officers possess and if these leadership styles may have an 

impact on the success of offenders. The lack of such a study lead me to further evaluate 

leadership style of probation officers as a predictor of recidivism rates. 

The current study represented the first known examination tying leadership styles of 

probation officers to offender success. The study sought to identify a relationship between 

leadership styles of officers and offender success. Results from this study found that aggregated 

leadership styles, as a combined construct, did not predict recidivism rates. However, when 

leadership style data were de-aggregated, passive avoidant leadership was found to negatively 

affect recidivism rates. The results provide evidence that passive avoidant leaders have a 

negative impact on districts in decreasing recidivism rates. The disaggregated results are 

significant for senior management and criminal justice organizations throughout the nation as 

further discussed in Chapter Five. Additionally, the disaggregated results provide for future 

studies to more closely study the individual leadership style of officers as discussed in Chapter 

Five. 
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Summary 

After reviewing the data, every district was found to have the same predominant 

leadership style. Because of this, there was no categorical data to analyze. Instead, multiple 

regression analyses were conducted. The predictor variable (leadership style) was examined to 

determine if it predicted the outcome variable (recidivism rates). When analyzing the combined 

leadership style construct with recidivism rates, there were no significant findings. However, the 

purpose of this study was to determine if any specific leadership style demonstrated a more 

significant relationship with recidivism rates. Therefore, leadership style was disaggregated into 

three categories (transformational, transactional, and passive avoidant). When analyzing the 

disaggregated leadership styles, it was found that passive avoidant leadership had a significant 

positive effect on recidivism rates. As the levels of passive avoidant leadership increased, so did 

recidivism rates. The findings from this study should be used to inform the hiring process of 

probation officers.  

Further, future studies may be conducted to measure the leadership styles of varying 

stakeholders who may also influence offender success.  
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CHAPTER FIVE: PROPOSED SOLUTION AND IMPLICATIONS 

There exists a real-world complex problem in the criminal justice system. That is, 

recidivism rates continue to be of issue. Approximately one-half of federal offenders released in 

2005 were rearrested for a new crime or for violating the terms of the supervised release within 

that 8-year period (United States Sentencing Commission, 2016). The purpose of the study was 

to determine what, if any, relationship exists between the leadership styles of probation officers 

and recidivism rates.  

As mentioned in Chapter Four, ANOVA analyses were initially employed. This method 

was initially determined to be appropriate, as the purpose of the research was to determine if any 

relationship existed between district’s predominant leadership style and offender success. 

However, after all data were collected and analyzed, it was found that all districts evidenced 

transformational leadership as the predominant style. For this reason, there was no categorical 

level data to analyze using the ANOVA method. Instead, a linear regression was deemed 

appropriate for an alternative method of analysis.  

The results found a significant positive relationship between passive avoidant leadership 

style and recidivism rate. This result indicates that as level of passive avoidant leadership style 

increases, so does recidivism rate.  

Based on preliminary findings and prior research, this chapter will discuss a proposed 

solution which includes implementing a leadership survey instrument into the hiring and 

promotional process of U.S. Probation Officers. The steps for implementation, practical research 

related to, and leadership related implications are also described. This chapter concludes with a 

brief description of the type of analyses conducted for this study, the results when data were 

aggregated, and results of disaggregated data, and the need for future research.  
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Aim Statement 

The aim of this study was to identify leadership styles that best align in reducing 

recidivism rates amongst federal offenders, thereby assisting senior managers with selecting 

probation officers who may best assist offenders with specific needs required to reintegrate into 

society.  

Proposed Solution from a Leadership Standpoint 

The results of the study found that passive avoidant leadership has a positive relationship 

with recidivism rate. Specifically, as level of passive avoidant leadership increased, recidivism 

rate also increased. Based on preliminary findings and previous research outlined in Chapter 

Three, it is recommended that, during the hiring process, leaders consider probation officer 

leadership styles as one of many variables during the hiring process. In considering probation 

officer leadership styles, leaders may consider implementing a leadership measurement tool in 

the hiring process. The leadership measurement tool would be considered during the hiring 

process, in addition to other components of each district’s choosing (e.g., writing samples, 

experience, etc.). It is also recommended that senior management consider, as a component of 

promotional opportunities, leadership styles of current employees seeking promotional 

opportunities.  

Evidence that Supports the Solution 

As evidenced by this study, passive avoidant leadership negatively impacts recidivism 

rates. Specifically, when leadership style data were disaggregated, passive avoidant leadership 

was found to have a positive relationship with recidivism rates. The results provide evidence that 

passive avoidant leaders have a negative impact on districts which are hoping to decrease 
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recidivism rates. The disaggregated results are significant for senior management and criminal 

justice organizations throughout the nation.  

In comparison, previous research suggests that passive-avoidant leadership was 

significantly and negatively correlated to leadership success while transformational leadership 

was significantly and positively correlated to leadership success (Lee et al., 2010). Transactional 

leadership was positively but weakly and significantly associated with leadership success. 

Further, another study concluded that leaders with a transformational leadership style stimulate 

interest among colleagues and followers (Engel, 2002). All of which aligns with the results of 

this study.  

Considering the leadership styles of new officers, as a component of the hiring process, 

may assist in reducing the number of new officers who have passive avoidant leadership styles. 

As found in this study, passive avoidant leadership styles negatively affect recidivism rates. By 

focusing on leadership styles, as a component of the hiring process, recidivism rates may 

decrease. As officers progress in their careers, they receive more complex cases. These cases 

may have an increased risk of re-offending. Thus, it would be meaningful for senior management 

teams to consider promoting officers who have a predominant leadership style of 

transformational or transactional rather than passive avoidant. Focusing on leadership styles, as 

well as other supervision modalities, may assist in reducing recidivism amongst high-risk 

offenders.  

Unlike passive-avoidant and transactional leaders, transformational leaders are known to 

inspire, encourage, and empower others. If probation administrators and managers choose to 

focus on transformational leadership, they will be provided with new visions and influences, and 

the entire culture could change. This includes hiring officers who demonstrate a willingness to 
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inspire, encourage, and empower offenders to do good. As such, probation administrators may 

want to develop hiring/promotional criteria and leadership development programs for more 

effective future leaders.  

Evidence that Challenges the Solution 

On the federal level, probation officers may remain in their position until age 57. While 

the proposed solution suggests that leaders consider promoting officers based on leadership style, 

leaders also have other factors to consider such as experience and education. Promoting someone 

with a transformational leadership style but only five years’ experience may not bode well in an 

organization, especially if there are officers who have passive avoidant tendencies but 

significantly more experience or vice versa.  

Further, recidivism rates increase at different rates in different parts of the country. As 

stated in chapter one, generally, offenders are released to the same poverty-driven neighborhoods 

in which they were committing crimes. While this study has examined the effects leadership 

styles have on recidivism rates, there are other factors that need to be considered. It is not only 

the leadership style of an officer that affects recidivism rates, but rather a combination of that 

and societal behaviors. This study found that as passive avoidant leadership positively increases, 

so does recidivism rates. However, this study did not exam any societal behaviors that may affect 

recidivism rates.  

Lastly, this study has not considered the attitude that an offender has toward the 

supervision process. In my personal experience, an offender who has continued to have a 

positive attitude toward the supervision process has had better success than an offender who 

continues to have a negative attitude toward the supervision process. Sometimes, an offender 
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will have a negative attitude toward supervision regardless of the officer supervising them. In 

that case, the type of leadership style that an officer has may not make a difference.  

Implementation of the Proposed Solution 

Implementation of a hiring policy to include the utilization of a leadership instrument tool 

requires multiple steps. First, implementation requires support from multiple stakeholders. Once 

buy-in has been gained, planning may occur. After a plan has been approved, it will need to be 

marketed to senior management teams. Once these steps are in place, training may be facilitated. 

Evaluation of the hiring policy and measurements should be collected after a period of time.  

Step 1: Commitment from Stakeholders  

The first step in implementing a leadership tool to assist in the hiring of officers is to 

receive buy-in from stakeholders. Because all 94 judicial districts will be included, the 

implementation process would be proposed to the Administrative Office (AO) of the United 

States Courts. Once permission has been sought from the AO, permission would be required 

from the Chief Probation Officer in each of the 94 judicial districts. After permission has been 

sought from the chiefs, it would be recommended that chiefs propose the implementation process 

to their management teams and then to the remaining employees.  

Step 2: Selecting a Leadership Tool 

Once leadership approval has been acquired, senior management teams will need to 

decide which leadership survey instrument they want to include in the hiring process. Most 

leadership survey instruments come at a cost. When selecting a survey instrument, senior 

management teams will need to take into consideration the cost of each leadership survey 

instrument and to budget for these survey instruments.  
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Further, districts will need to create a research team to collect information pertaining to 

the leadership survey instruments they are considering during the implementation process. Once 

information is collected, districts will then need to determine which leadership survey instrument 

will best fit the district’s needs.  

Step 3: Training  

Once each district has selected a leadership tool to utilize in their hiring process, training 

will need to be established. This training will need to focus on how to interpret the questions and 

the results of the chosen survey instrument tool. Districts may have two options: (a) They may 

choose to have senior management teams to be trained on the interpretation of the leadership 

questionnaire and results, or (b) They may choose to pay a third party to distribute and tabulate 

the results of the leadership survey instrument.  

Step 4: Implementation Phase 

Once districts have chosen which questionnaire to utilize and have provided training on 

the selected questionnaire, they may begin implementing the questionnaire within their hiring 

process. Districts will need to select the appropriate time to present the questionnaire to potential 

hires. Districts may decide to distribute the leadership survey instrument either prior to 

interviewing selected candidates, as a part of the interview, or post interview, but prior to 

background investigations.  

Senior management teams must remember that potential hires will need to be informed 

that a leadership survey instrument will be included as part of the hiring process, that the 

information collected from the leadership measurement tools will remain confidential and will 

only be reviewed by the management team.  
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Step 5: Timeline for Implementation 

The number of individuals hired each year varies by district. To date, the federal 

government has yet to finalize a budget and is currently working under a continuing resolution. It 

is expected that all U.S. Probation Offices are going to be subject to a significant decrease in 

funds for fiscal year 2021 and possibly 2022. Thus, the number of potential hires over the course 

of the next few years may decrease. Because of the unknowns with the current budget, it is 

recommended that the implementation process take effect within 2 years. The first year of the 

implementation phase would be considered a trial period. The second year of the implementation 

phase would give leaders the time to make changes to any unexpected setbacks.  

Step 6: Evaluating the Outcome of Implementing the Solution 

Once districts have been utilizing leadership questionnaires and hiring/promoting 

individuals for approximately five years, an evaluation of leadership styles on offender success 

will need to be re-measured. A study similar to the one presented in this dissertation could be 

used to determine the effectiveness of the implementation process. An appropriate time period 

from implementation of the process to evaluating the outcome would be five years. This will 

allow time for new hires to supervise offenders for an adequate period of time. If the proposed 

solution is effective, then those districts who have implemented this process may see a decrease 

in recidivism rates over a 5-year period.  

Implications 

Practical Implications 

This Dissertation in Practice contributes to the greater good of the criminal justice system 

because recidivism is a systematic issue. All of society is impacted by recidivism in one way or 
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another. How society responds to an overwhelming percentage of recidivism rates in America, 

however, may be detrimental to offender success.  

Research suggests there continue to be high incarceration rates, skyrocketing correction 

costs, extreme racial and ethnic disparities, high recidivism rates, and limited and diminishing 

benefits that have resulted from sentencing policies and the need for criminal justice reform 

(Warren, 2007). The need for education, employment, and effective treatment plays a vital role 

in offender success. With evidence-based practices having mixed results, additional measures to 

reduce recidivism need to be considered.  

Implications for Future Research (Quality of Relationships; Followership of Offenders) 

It may be beneficial for future studies to research the relationship of individualized 

leadership styles of probation officers and recidivism rates. By doing so, researchers may get a 

better understanding of how one’s own personal leadership style may affect recidivism rates. 

However, there are several limitations which researchers should be cautious of. For instance, 

offenders may have several probation officers throughout their time on probation or supervised 

release. This could be due to promotions, retirements, transfers, etc. Further, not every probation 

officer directly supervises offenders. Some probation officers may strictly write pre-sentence 

reports for the court. Some probation officers may, initially, be in the supervision unit and have a 

direct impact with supervising offenders, but then be transferred to the presentence investigation 

unit. While in the presentence investigation unit, these officers would no longer have a direct 

impact on supervising offenders.  

While this researcher understands offenders may sometimes have multiple officers due to 

staff changes, it is suggested that future research should focus on recidivism rates of offenders 

who are being supervised by the same officer over a period of time.  
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Future research should consider the type of relationship that exists between the officer 

and the offender. For example, officers who are more law enforcement oriented may rely heavily 

on sanctioning offenders for noncompliance. In contrast, officers who rely heavily on a social 

work mentality may use a problem-solving approach when addressing noncompliance. The two 

types of officers identified in this paragraph may have a huge impact on offender success. 

Therefore, whether an officer is law enforcement oriented or social work oriented should be 

considered when conducting future research.  

Another consideration for future research is how probation officers adjust to offenders on 

a case by case basis. Some offenders may respond better when probation officers have a more 

authoritative approach to the supervision process. Other offenders may respond better when 

probation officers take more of a holistic approach in the supervision process. Therefore, future 

research should consider how probation officers adapt to offenders on a case by case basis.  

A risk assessment tool is utilized to assess the likelihood that an offender will recidivate. 

In federal probation, offenders are characterized in four risk categories: low; low-moderate; 

moderate; and high. Offenders who are categorized as high risk are the most likely to recidivate. 

It is not yet known if probation officer leadership styles have an effect on success of high-risk 

offenders. Future studies should focus on whether probation officer leadership styles have an 

effect on offenders who are more likely to recidivate (high-risk offenders).  

The behaviors and actions of offenders upon discharged from a term of supervision is not 

included within this study. The goal of probation is to ensure that offenders are discharged 

successfully, but also to ensure they have been provided with the tools to be law-abiding citizens 

for the remainder of their lives. Future research may want to evaluate how offenders adapt to 
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society upon successful completion of a term of supervision and if a certain leadership style 

plays a role in the process.  

Future research should also focus on utilizing larger U.S. Probation Offices while 

attracting more participants. Further, future studies should consider utilizing separated districts 

(separate Pretrial Offices and separate Probation Offices). Future studies should also consider 

utilizing a mixture of separate and combined districts.  

Peripheral to the research question and, after analyzing the data aligned specifically with 

the research question, the researcher wanted to analyze data regarding the relationship between 

probation officer experience and recidivism rates. Poststudy analysis revealed that as the 

experience of probation officers increased, recidivism rates decreased. Although this is outside 

the scope of this study, this was an interesting finding which is worthy of additional 

consideration. Future studies should consider focusing on the reasons recidivism rates may 

decrease with more experienced officers.  

Implications for Leadership Theory and Practice 

The information outlined in the literature review section of this dissertation and the 

preliminary results of this study can be used to assist leaders with hiring U.S. Probation Officers 

who will promote change amongst offenders and reduce recidivism rates. Leaders are influential 

in promoting change amongst those they lead. U.S. Probation Officers are amongst the first 

people offenders come into contact with upon release from prison. U.S. Probation Officers must 

be able to help offenders change their criminal behavior while on supervision. U.S. Probation 

Officers must also present a culture with which they are present to protect and serve their 

communities, assist courts in applying an appropriate sentence, and provide offenders tools to 

live law abiding lives.  
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The information outlined in the literature review and the preliminary results of this study 

can be used to create a policy to implement leadership survey instruments into the hiring process 

of U.S. Probation Offices throughout the nation. Passive-avoidant leaders have been proven to be 

ineffective in reducing recidivism. Thus, implementing a policy which includes utilizing a 

leadership survey instrument tool into the hiring process may be beneficial in ensuring those with 

an effective leadership style are given heavier consideration than a candidate who represents a 

passive-avoidant leadership style.  

More broadly, the criminal justice system (jails, probation departments, police 

departments, district attorneys, public defenders, and judges) throughout our country should 

consider implementing a leadership survey instrument tool in their hiring process. The leadership 

survey instrument tool may better assist leaders in hiring individuals who possess leadership 

styles aligned with the potential for reducing recidivism.  

Summary of the Dissertation in Practice 

Initially, an ANOVA methodology was going to be used to determine if a relationship 

existed between the predominant district leadership styles and recidivism rates. However, based 

on the results, all districts had transformational leadership as its’ predominant leadership style. 

Thus, a linear regression was the most appropriate method to analyze the data. When aggregated, 

the results did not find any significant relationships between leadership styles and recidivism 

rates. The data were then de-aggregated and analyzed. When de-aggregated, it was found that as 

levels of passive avoidant leadership positively increased, so did recidivism rates. Over the years, 

more and more districts have been implementing evidence-based practices to assist 

defendants/offenders with living law-abiding lives. Despite such, recidivism rates remain 

constant. Future research, largely focusing on leadership styles of various stakeholders, is needed 
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to determine if any relationship exists between those (other than probation officers) who have 

direct contact with defendants/offenders and recidivism rates.  
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Appendix B: Participant Invitation 

Dear Participant, 
 
My name is Ashley Jerrell. I am a doctoral student at Creighton University located in Omaha, 
Nebraska. I am enrolled in the Interdisciplinary Leadership Program. 
 
My dissertation in practice is entitled: The relationship between leadership styles probation 
officers possess and the success of offenders. 
 
The purpose of this study is to assess whether or not a relationship exists between leadership 
styles of federal probation officers and the success of federal offenders. 
 
I would like to invite you to participate in a web-based, online survey on the relationship 
between leadership styles of probation officers and success of federal offenders. I understand 
your time is valuable. Would you consider participating in the survey? It will take approximately 
15 minutes to complete. 
 
PARTICIPATION: 
 
It is important to note that participation is completely voluntary. You may choose to not take part 
in the research or to exit the survey at any time. You may decline to answer any question you do 
not wish to answer for any reason. 
 
CONFIDENTIALITY: 
 
Respondent information will be anonymous and confidential. No district or self-identifying 
information will be requested, and no one will be able to identify you, your district’s location, or 
your answers. No one will know whether or not you participated in the study. Survey response 
will be collected via MindGarden (www.mindgarden.com) where data will be stored in a 
password protected electronic format. 
 
RISKS: 
 
There are no foreseeable risks involved in participating in the study. 
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BENEFITS: 
 
No direct compensation or other monetary benefits will be awarded for participating in this 
study. However, your responses will help to inform the leadership practices of probation officers 
with offenders. 
 
RIGHTS FOR RESEARCH PARTICIPANTS 
 
As a participant, you have rights which are noted in the attached link: Participant Rights. 
 
CONTACT: 
 
If you have any questions or request regarding the survey, please contact my research chair, Dr. 
Barnes, at pamelabarnes@creighton.edu, or myself at ashley_jerrell@mssp.uscourts.gov. If you 
have questions about your rights, please contact Creighton University’s Institutional Review 
Board at 402-280-2126. 
 
 

Sincerely, 
 
 

Ashley M. Jerrell, EdD (ABD) 
Creighton University 
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Appendix C: Creighton University Research Informed Consent 

CREIGHTON UNIVERSITY RESEARCH INFORMED CONSENT  
 
Protocol Title 
 
The Relationship Between Leadership Styles Probation Officers Possess and the Success of 
Offenders 
 
IRB project number: 2001079 
 
Principal Investigator’s Name and Department 
 
Ashley M. Jerrell 
Education Department 
 
Principal Investigators’: Telephone Number 
 
(228) 236-4333 
 
Research Investigators’ Names and Departments 
 
Ashley Jerrell 
Education Department 
 
Research Coordinators’ Names and Departments 
 
Ashley Jerrell 
Education Department 
 
24-Hour Telephone Number  
 
228-236-4333 
 
Study Summary 
 
The purpose of this study is to determine if a relationship exists between the styles probation 
officers possess and offender success.  
 
Important things to know: 
 

 Taking part in research is voluntary. You can choose not to be in this study, or stop at any 
time.  

 If you decide not to be in this study, your choice will not affect your relationship with the 
investigator of this study. There will be no penalty to you.  
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If you agree to participate in this study: 
 

 An email will be sent to you which will have a link to the MindGarden website. The 
email will also include a participation invitation. You will be asked to click the link to 
begin the survey. The survey will take approximately 15 minutes to complete.  
 

 The potential benefits of participating in this study are  
To learn more about leadership styles of probation officers 
To learn about whether or not offender success is increased or decreased based on 
leadership styles of probation officers 

 
Introduction 
 
The purpose of this quantitative study is to examine the relationship between leadership styles of 
probation officers and the success of offenders who have been sentenced to serve a term of 
supervised release. The examination of leadership styles is important to this study because it is 
hoped it would be possible to identify leadership styles which contribute to a significant difference 
in reducing recidivism. 
 
 You are invited to take part in a research study to look at the relationships between probation 
officers and offender success. You, and your district, were selected to participate in this research 
study after approval was sought from the Chief United States Probation Officer. As an officer of 
the United States Probation Office, your input will assist in calculating the types of leadership 
styles probation officers possess.  
 
If you have any questions regarding this research, please feel free to contact me.  
 
Study Purpose and Procedures: 
 

 The current study will involve comparative quantitative research using an ANOVA 
design.  
 

 The aim of this study is to clarify what leadership styles will assist in reducing recidivism 
rates amongst federal offenders. The purpose of this research is to assist U.S. Probation 
offices throughout the nation with ensuring officers with the right leadership skills are 
being employed and placed in positions conducive to reduce recidivism. Further, it is 
hoped that this research will assist with increasing success of offenders who participate in 
reentry courts.  
 

 The duration of your participation will be approximately 15 minutes (the length of time it 
will take to complete the survey).  

 
 A multi-factor leadership (MLQ) 5X survey link will be sent to you via email. You will 

be asked to click on the link which will then direct you to the MindGarden website. The 
questionnaire will be a Likert-type scale asking you to rate each statement on scale from 
0 to 4. There will be 45 questions. Once completed, you will hit the submit button.  
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Benefits of Participating in the Study 
 

 Society may benefit from this research as its purpose is to assist with looking at options 
to reduce rearrests.  

 
 No direct benefits to the participant can be expected. 

 
Risks of Participating in the Study 
 

 No more risk than is encountered in everyday life is expected. 
 
Confidentiality 
 
Your information will be anonymous and confidential. No district or self-identifying information 
will be requested. The records we collect identifying you as a participant will be maintained and 
stored on a PC owned by the investigator. Data will then be transferred to an external hard drive 
and locked in a safe. Data will be stored for one year upon completion of the dissertation. After 
one year, the storage device will be destroyed.  
 
We may present the research findings at professional meetings or publish the results of this 
research study in relevant journals. However, we will always keep your name and other 
identifying information private. 
 
Disclosure of Appropriate Alternatives 
 

 Another alternative would be to choose not to participate.  
 

Compensation for Participation 
 

 There is no compensation for participation in this study 
 
Contact Information 
 

 Ashley Jerrell, (228) 236-4333 
 

SIGNATURE CLAUSE 
 
By clicking the button below, you acknowledge: Your participation in the study is voluntary. 
You are 18 years of age or older. You are aware you may choose to terminate your participation 
at any time, and for any reason. 
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Appendix D: Bill of Rights for Research Participants 

As a participant in a research study, you have the right: 

1. To have enough time to decide whether or not to be in the research study, and to make 
that decision without any pressure from the people who are conducting the research.  

2. To refuse to be in the study at all, or to stop participating at any time after you begin the 
study. 

3. To be told what the study is trying to find out, what will happen to you, and what you 
will be asked to do if you are in the study. 

4. To be told about the reasonably foreseeable risks of being in the study. 

5. To be told about the possible benefits of being in the study. 

6. To be told whether there are any costs associated with being in the study and whether you 
will be compensated for participating in the study. 

7. To be told who will have access to information collected about you and how your 
confidentiality will be protected. 

8. To be told whom to contact with questions about the research, about research-related 
injury, and about your rights as a research participant. 

9. If the study involves treatment or therapy: 

a. To be told about the other non-research treatment choices you have. 

b. To be told where treatment is available should you have a research-related injury, 
and who will pay for research-related treatment.  
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Appendix E: Demographic Questions 

What is your gender 
 

1. Male 
2. Female 
3. Prefer not to answer 

 
What is your age 
 

1. 21 to 25 
2. 26 to 30 
3. 31 to 35 
4. 36 to 40 
5. 41 to 45 
6. 46 to 50 
7. 51 to 55 
8. 56 or older 
9. Prefer not to answer 

 
What is your ethnicity 
 

1. Caucasian 
2. African-American 
3. Latino or Hispanic 
4. Asian 
5. Native American 
6. Native Hawaiian or Pacific Islander 
7. Other/Unknown 
8. Prefer not to answer 

 
What is the highest degree or level of education you have completed? 
 

1. Less than a Bachelor’s Degree 
2. Bachelor’s Degree 
3. Master’s Degree 
4. Ph.D. or higher 
5. Prefer not to answer 

 
How many years have you served the US Courts (as an officer, specialist, supervisor, or senior 
manager combined)? 
 

1. Less than 1 year 
2. 1 to 5 years 
3. 6 to 10 years 
4. 11 to 15 years 
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5. 16 to 20 years 
6. 21 or more years 

 
What is your current position title? 
 

1. U.S. Probation Officer 
2. U.S. Probation Officer Specialist 
3. Supervising U.S. Probation Officer 
4. Assistant Deputy Chief U.S. Probation Officer 
5. Deputy Chief U.S. Probation Officer 
6. Chief U.S. Probation Officer 
7. Prefer not to answer 

 
How many years have you been in your current position? 
 

1. Less than 1 year 
2. 1 to 5 years 
3. 6 to 10 years 
4. 11 to 15 years 
5. 16 to 20 years 
6. 21 or more years 

 




