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ABSTRACT

TIIB ALCOHOLIC FAMILY:
FEMALE ADULT CHILDREN OF ALCOHOLICS
AND THEIR LEADERSIDP STYLES

The purpose of this study was to examine the ways in which family of origin
influences impacted Female Adult Children of Alcoholics' leadership styles.
Methods of data collection include: (1) The Children of Alcoholics Statistical
Test (C.A.S.T) (Jones, 1981), (2) a Demographic Information Questionnaire, (3) The
Task-Person Questionnaire (TP-Q) (Pfeiffer & Jones, 1974)~ (4) and a twenty-nine
question personal interview.
There was very little difference in leadership styles. The leadership styles
reflected the positive attributes that each respondent had gained from being a female
adult child of an alcoholic such as: control, empathy, understanding, conflict
resolution, empowerment and the ability to generate excitement and charisma.

styles and female adult children of alcoholics characteristics (FACOAs ). This study also
recommended looking at the differences between the self-reported leadership of
FACOAs and their leadership styles, and the leadership styles ofFACOAs as reported by
their subordinates.

IX

CHAPTER!

INTRODUCTION

Most adult children of alcoholics (ACOAs) have always suspected that something
was wrong. They often experience loneliness and are likely to believe that they are
different from other people. They have survived the experience of living in a family
where unpredictability was the one thing that could be counted on. They have
survived the experience of living in a family where inconsistency was the rule
(Gravitz and Bowden, 1985). Furthermore, writes Gravitz and Bowden, once
adult children of alcoholics understand how their earlier experience with familial
alcoholism continues to influence them, there may be dramatic and positive changes.
Children of alcoholics are three to four times more likely to become alcoholics
than are others. Daughters of alcoholics a~e mote likely to marry alcoholic men.
Grandchildren of alcoholics are also at risk. In addition, children and grandchildren

even when these behaviors do not help them successfully cope with the demands of
growing up and becoming productive adults (Bush& Lang, 1992).
Do we assume that all adult children of alcoholics share the same experiences
and are affected by parental alcoholism in the same way? There is a number of recent
publications that deal with adult children of alcoholics, and after examining the
terminology that is prevalent in the literature pertaining to this population (scapegoat,
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hero, lost child, and mascot (Wegscheider, 1981, Deutsch, 1982, Cermak, 1985) one may
be led to believe that the answer is yes - all adult children of alcoholics are affected the
same way. This is a difficult assumption as it tends to classify and stereotype all children
who were and are raised in alcoholic families. Robertson (1989) states that many
health professionals and adult children of alcoholics may be defining the ACOA
population by a label rather than by the uniqueness of their individual experiences
that may have been shaped by the impact of parental alcoholism. Robertson further
states that the danger lies not in the acceptance that some individuals may have
been affected by parental alcoholism, but rather relying on the judgment or assumption
that all adult children of alcoholics have been affected by parental alcoholism.
Robertson goes on to say that the focus is skewed. Rather than looking at
the unique experiences or strengths of these individuals, focus may be slanted
toward looking at how parental alcoholism has adversely affected offspring and
continues to negatively affect them in their adult life. The impact and focus is on
the
strengths).
The clinical literature on ACOAs perpetuates the notion that growing up with
an alcoholic parent necessarily results in lasting psychological damage (Black, 1979).
This raises the question of whether central assumptions about this population have
resulted in a negative bias within the literature whereby negative outcomes for offspring
of alcohol-abusing parents are investigated and reported while positives outcomes
are more easily overlooked (Brown, 1991, Johnson & Tiegel, 1991).
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As Goodman (1987) pointed out, it cannot be assumed that all ACOAs have
been affected by their experiences with parental alcoholism in the same manner and
that the effects of parental alcoholism are always negative. In addition, Goodman
stated that it seems important that we broaden our research and counseling
perspectives on ACOAs to include their strengths and positive experiences in life,
as well as the difficulties with which they may struggle.

Purpose and Objectives

The purpose of this study was to examine the ways in which family of origin
influences impacted Female Adult Children of Alcoholics' leadership styles.
Specific questions of this study are:
1. What personality characteristics tend to be held by female adult children
of alcoholics?
2. In what ways have the perceived negative personal characteristics of
female adult children of alcoholics been transformed into positive
leadership roles?
3. In what ways have female adult children of alcoholics used their personal
characteristics to their benefit as leaders?
4. What contextual factors have influenced the development of
leadership qualities in female adult children of alcoholics?
5. What recommendations could be made to female adult children of
alcoholics about using their personality characteristics to become leaders?

4

Assumptions

The following assumptions were identified.
1. The participants in this study would respond openly and honestly to all
questions concerning adult children of alcoholic issues and leadership
roles.
2. The most qualified adult children of alcoholics in leadership roles
would be selected to participate in this study.
3. When researching female adult children of alcoholics in leadership roles,
the most common factors would be identified.
4. Knowledge of factors affecting female adult children of alcoholics would
enable them to adjust their roles in a positive way through leadership.

Limitations

1. This study was limited in its generalizability to local (Marinette, WI.,
Menominee and Daggett, MI.) samples of ACOAs in leadership
roles.
2. This study was limited by the fact that the samples of female ACOAs
in leadership roles were not scientifically representative of all ACOAs in
Wisconsin and Michigan.
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Delimitations

1. This study looked only at alcoholic households and not other types of
dysfunctional homes (parents who were drug abusers, sexual abusers,
compulsive gamblers, and others who exhibit dysfunctional behavior).
2. The sample of ACOAs were primarily females in leadership roles.

Definitions

To promote accurate comprehension and clarification of this study, the following
terms have been defined.
1. Adaptability: Imitates the responses and behavior of others. Becomes
acutely aware of how they should feel and may act outthis feeling.
Ability to take care of others. Successful in external adjustment, but cannot
control their own inside reaction. (Smith, 1988, p. 8 & 9).
2. Adult Child of an Alcoholic (ACOA): An adult who grew up with an
alcoholic in the parental role. The impact of alcoholism during childhood
affects this person as he or she matures into adulthood. Being raised in
an alcoholic family contributes to the problems he or she experiences as an
adult. (Steinberg & Joffe, 1990, p. 5).
3. Alcoholism: A primary, chronic disease with genetic, psychosocial, and
environmental factors influencing its development and manifestations.
Often progressive and fatal, the disease is characterized by impaired
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control over drinking, by preoccupation with this drug, by its use despite
adverse consequences, and by distortions in thinking, most notably, denial.
Each of these symptoms may be continuous or periodic.
(Morse & Flavin, 1992, p. 1012).
4. Children of Alcoholics Statistical Test (C.A.S.T.): A questionnaire
asking respondents to check "yes 11 or "no" to a set of thirty questions.
A cutoff score of six or more "yes" answers reliably identify children of
alcoholics. (Jones, 1983, p.155-163).

5. Dysfunctional Family: Family has no frame of reference for what it is like
to be in a normal household. No frame ofreference for what is okay to say
or feel. Repress feelings all of the time. Confused. (Woititz, 1989, p. 4).
6. Leadership: Interpersonal influence, exercised in a situation, and
directed, through the communication process, toward the attainment of a
specific goal or goals. (Tannenbaum, Weschler, & Massarik, 1961, p. 24).

contingent rewards to influence motivation, but also clarification of the work
required to obtain rewards. An exchange of rewards for compliance.
(Bass, 1985, p. 31).
8. Transformational Leadership: A process in which leaders and followers
raise one another to higher levels of morality and motivation. Involves
values such as honesty, fairness, responsibility, and reciprocity.
(Bums, 1978, p. 20).

CHAPTER II
REVIEW OF LITERATURE
This chapter reviews the literature relating to female adult children of alcoholics
(FACOAs) in their leadership roles. The purpose of this study was to examine the ways
in which family of origin influences impacted Female Adult Children of Alcoholics'
leadership styles.
Alcohol and Its Effects on The Family
According to Black, Bucky, & Wilder-Padilla (1986), in the past 10 to 20 years
there has been increasing recognition that alcohoiism affects not only the person with the
disorder but also the persons who come into contact with the alcoholic. One relatively
recent focus in both the media and the mental health community has been the offspring
of alcoholics. Black, Bucky & Wilder-Padilla state that much of the clinical

that they display more symptoms of psychological.and physical distress than do
comparable groups of people not having an alcoholic parent. Deutsch (1982) writes that
many children of alcoholic parents do not get the nurturance and safety that is needed
from families. Instead these children must contend with constant shame, fear, guilt,
anger, insecurity, and confusion. The responses and defenses they use to survive in the
home become constraining and dysfunctional in the world at large. They go to great
lengths to hide their parents' condition and to deny its overwhelming effects on
7
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themselves (Deutsch).
Bradshaw (1988) states that it is difficult for members of alcoholic families to
meet even basic human needs. Generally, alcoholic families are severely enmeshed or
entangled. Enmeshment is another way the children are abandoned. As the alcoholic
marriage becomes more entangled and entrapped, the children get caught up in the needs
of both their parents, as well as the needs of the family system for wholeness and
balance. According to Bradshaw, since nature abhors a vacuum, when the family system
is unbalanced, the children are frequently the members who attempt to create a balance.
Unfortunately these attempts are not always successful. As Black (1981) and
Wegscheider (1981) concluded, children who grow up in alcoholic households are likely
to experience a host of social and emotional difficulties that interfere with their ability to
manage their lives effectively into adulthood.
Cermak (1985) states that alcoholism is a family disease. The idea that the
family unit can be diseased is, at first, difficult to understand and accept. It simply

rules that govern alcoholic families. They can also find themselves living in a virtual
state of isolation. It is nearly impossible for people to live with an active alcoholic for
any substantial period of time and maintain an objective perspective. Cermak maintains
that family members most invariably begin to feel embarrassed by the alcoholic's
behavior, guilty about not doing enough, and responsible for trying to get the alcoholic to
stop drinking. Sometimes the family makes excuses for the drinking, or denies that it is
harmful, and tries to do the best they can while wearing blinders of denial (Cermak).

9

The Alcoholic Home
According to Black (1981), there are three operating rules for the alcoholic
family: don't talk, don't trust, and don't feel. Though the rules are never talked about,
each member of the family recognizes what they are. Each individual maintains silence
both internally (within themselves), or externally (not discussing the family with other
members or with anyone outside of the family or in the community).
Enforcing the rules of not talking, not trusting and not feeling is very difficult,
and as Bradshaw (1988) states, the crisis is far worse than we realize because one of
the rules comprising the sacred rules is that we can't question any of the rules.
The basis for all these rules is to avoid direct confrontation of the true problem (i.e., the
illness). To enforce these rules, this need for absolute control frequently follows children
of alcoholics into adulthood. As a result, it is not uncommon for ACOAs to try to control
not only what is going on inside them, but also their external environment as well. In
fact, Cermak (1986), states that loss of control is phobically avoided by adult children of
alcoholics.
This need for control is especially true regarding how ACOAs handle their
feelings.· In terms.of feelings, Ackerman (1986) reminds us that avoidance becomes the
norm for handling negative emotions. Specifically, the most predominant emotion
perceived to be negative, and therefore to be avoided, is anger. To the ACOA, anger is
dir~ctly linked to confrontation and conflict. Since there has been no modeling in the
alcoholic home for healthy ways to handle disagreement or conflict, ACOAs find the best

way to avoid conflict is through control--both of their emotions and their environment.
Ackerman states that this control can in some cases take the passive form of having to be
perfect and always right, or of continually changing opinions or beliefs to be liked by
everyone else (i.e., adaptability). Roselline & Worden (1985) state that on the other hand
the need to control can take the more aggressive form of explosive and often misdirected
anger. Anger used on others as it was modeled in the home, was often inappropriate in
its expression, intensity and/or direction. While anger may be perceived as a form of
confrontation, misdirected or inappropriate anger takes the form of a defense rather than
a healthy assertion of one's rights (Roselline & Worden).
According to Smith (1988), expecting an adult child to be able to express feelings
would be like expecting all Americans to speak Russian without ever having heard it.
Although most people are aware, at some level, of their physiological responses to our
feelings, learning to label those feelings and express them appropriately is something that
requires a degree of training or modeling that is normally provided in the family

violent or otherwise damaging, children have several alternatives. Although none are
chosen consciously, there seems to be patterns that emerge. One pattern is the ACOA
who thinks about feelings and may learn to "fit" in by imitating the responses and
behavior of others. They become acutely aware of how they should feel and may even
know how to act out this feeling, but they may not actually "feel" anything in the active
sense of the word (Smith).
As stated by Smith (1988), women in particular may fear anger and thus permit
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themselves to cry openly, but never actually express the anger itself. In general, adult
children (both male and female) who have lived with inappropriate expression of anger,
or no expression at all, are left with a terror of anger, assuming that all anger is rage.
They believe that if they begin to express it, they will lose all control and either selfdestruct or severely hurt others (Smith).
According to Woodside (1982) the need to maintain alcoholism as a family
secret, the embarrassment of alcoholic behavior, and the stigma attached to a
misunderstood disease result in many family members suffering alone. They are often
reluctant to bring friends home, avoid activities that involve the alcoholic parent, and are
often inhibited in their ability to make friends and have close peer relationships
(Woodside).
Perhaps the most enduring rule is: "Don't trust that others, even in your own
family, will understand, accept or support you" (Black, 1981).

AC. O.A. Characteristics and Behaviors

_Just as children who grow up in healthy families tend to become adults who
reflect the positive influences of their childhood environment, children who grow up in
alcoholic families tend to become adults whose behaviors and characteristics tend to
reflect the negative influences of their early experiences.
Woititz (1983), after observing ACOAs, has compiled a list of thirteen
common characteristics:
1. ACOAs guess at what normal behavior is.
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2. ACOAs have difficulty following a project through from beginning
to end.
3. ACOAs lie when it would be just as easy to tell the truth.
4. ACOAs judge themselves without mercy.
5. ACOAs have difficulty having fun.
6. ACOAs take themselves very seriously.
7. ACOAs have difficulty with intimate relationships.
8. ACOAs overreact to changes over which they have no control.
9. ACOAs constantly seek approval and affirmations.
10. ACOAs usually feel they are different from other people.
11. ACOAs are super responsible or super irresponsible.
12. ACOAs are extremely loyal, even in the face of evidence that
loyalty is undeserved.
13. ACOAs are impulsive (Woititz, 1983, p.4).
A study by Seefeldt & Lyon (1992) attempted to validate the characteristics

reported to be ACOAs, non-ACOAs, or individuals who had participated in an ACOA
treatment group were a part of the study. These groups were compared on 12 ofWoititz's
13 characteristics using objective personality measures. No significant differences were
found among the groups on any of the characteristics measured. The results severely
question the validity ofWoititz's descriptions of ACOAs and concluded that recent
research has cast a doubt on the validity of the popular perception of ACOAs as a
homogeneous group. Because there seems to be some doubt about the validity of
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Woititz's description of ACOAs, it is imperative that objective evaluations of these
characteristics be conducted to validate the label of ACOA. Seefeldt & Lyon (1992)
stated that without this kind of validation, it is possible that we are encouraging up to 30
million individuals to view themselves in ways that may not only be inaccurate but may
even be maladaptive.
Other explanations and descriptions of ACOA behaviors and characteristics
have been based on the roles that ACOAs play as children in their families of origin.
At least two researchers, Wegscheider (1981), and Deustch (1982), identified
childhood family roles of ACOAs as hero, scapegoat, mascot and lost child. In
general they both agreed to the following descriptors of each role:
The "Hero" or caretaker is usually the oldest child who supervises the other
children in the home. This child becomes the surrogate parent who runs the
household as the manager and controller. The "Hero" is also known as the
superachiever and/or super kid.
The "Scapegoat" gets into trouble and gain
by misbehaving and drawing attention away from the alcoholic.
The "Mascot" appears to be carefree and tries to minimize the problem by
joking and clowning. Humor, even self-directed, is the Mascot's trademark.
The "Lost Child" who is withdrawn, quiet and isolated from the turmoil, fades
into the background. The learned powerlessness of Lost Children results from
their experience of any form of participation in conflict as a losing proposition:.
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Although Deutsch (1982) was generally in agreement with Wegscheiders' (1981)
basic role definitions, he expanded the descriptions of each role with the addition
of the following characteristics:
Family Heroes are children often regarded with respect and even awe because
they have apparently wrested strength, responsibility, and self-esteem from the
jaws of adversity. Heroes appear to be self-motivated and well adjusted,
successfully engaged in the business of detaching from the alcoholic family and
making the most of their lives.
The Scapegoat makes their contribution to the family by embracing and
expressing each member's anger, disappointment, and frustration. Any
child can learn to play the role. Scapegoats are usually the most visible
children of alcoholics. They choose friends who share or respect their defiance of
authority and accomplishments.
The Mascot is often the youngest child in a family that knows it is in trouble.

protection. Mascots are thoroughly schooled in manipulating to get what they
want. Children may be trained as Mascots, but they can't be made oblivious.
The Lost Child is not expected to transform the family but rather to keep from
taxing its' fragile balance. Many children, especially middle children, become
Lost Children. When Lost Children enter the family, both alcoholic and
non-alcoholic members are more advanced in their illness and the trenches
around each person's position are deeper and more fortified. The central
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task of Lost Children is the avoidance of conflict (p. 58-66).

Strengths/Resiliency of Adult Children of Alcoholics

Despite the fact that many adult children of alcoholics manifest the
influences of their childhood environments as negative personality traits or behaviors, it
is an error to assume that all ACOAs are members of what Goodman (1987) calls, "the
walking wounded" (p.163).
According to Goodman (1987), there can be very little argument that some
(perhaps many) people growing up in alcoholic families are negatively affected by the
experience, it is unwise to assume that (a) all people are affected in the same way, (b)
their experiences were necessarily negative, or (c) these people, as adults, are
psychologically maladjusted and therefore in need of counseling or a recovery program.
In fact, they may be quite healthy, content, and productive without needing a recovery
program (Goodman).
~---------±1f---a!-Jl-a€1~-eruf®efti:)f-8feflfl6:l:ies-are-not-necessarily-negativelyimpacte&--------~ ~---~---by the influence of their families of origin, what possible explanations could be offered
to address the differences in ACOAs reactions to their childhoods?
One relatively new area of research on stress and illness has centered on the
personality construct of hardiness as a mediating factor. Kobasa (1979) conceptualized
a personality style of hardiness, or stress resistance, that is composed of three
concepts: commitment, control, and challenge. Kobasa (1982) stated that commitment
is the ability to believe in the truth, importance, and value of who one is and what one is
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doing, thereby fully involving oneself in the many situations of life. According to
Kobasa (1979), control refers to the belief that one can control or influence the events of
one's experience. Kobasa (1979, 1982) further states that challenge refers to the tendency
to see change (rather than stability) as the normal mode oflife and as an opportunity and
incentive for personal growth, rather than as a threat to security. According to Mosak
(1977), ACOAs can also feel that they do not have to be in total control; that mistakes are
natural and inevitable and do not lead to abandonment, but are occasions for growth.
Bellemare & Mosak (1993) state that some are excellent organizers. Accustomed to
dealing with setbacks and unpredictability, many ACOAs adapt quickly and efficiently to
sudden changes. They are stress-inoculated and can frequently ride out hardships that
would overwhelm others. ACOAs take pride in thoroughness, reliability and planning for
successful outcomes for themselves and others. They are in movement (Bellemare &
Mosak).
Not all ACOAs become alcoholic. In fact, many ACOAs function well in the

and individual resiliency factors in children that protect them from serious interpersonal
dysfunction.

Adult Children of Alcoholics & Employment
Black (1989) stated that unrecovered ACOAs often take their unfinished issues
into the workplace and set others up to be their family. Essentially there are four types of
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unfinished issues that the reportedly 28-34 million adult children of alcoholics in the
United States bring into the workplace each day. The first significant issue is a sense of
low self-worth. A second issue for ACOAs is their intensity and preoccupation. The third
unfinished issue is that A COAs don't have a sense of normalcy or of setting appropriate
limits. The concluding issues by Black shows up most clearly in a meeting: their
difficulty working as a team member and the appearance of their old roles in their family
of origin. This issue highlights the ACOAs high need for maintaining both power and
control. Pape (1988) states that these major issues which ACOAs bring into the work
place lead to several common characteristics and types of behaviors that play themselves
out differently in managers as compared to employees (Pape).
One study (Stevens, 1989) specifically researched female ACOAs in the
workplace. This study focused on the major career decisions of five career women who
were adept at handling crises and job related stress, and who grew up in alcoholic family
systems which were violent and chaotic. It was found that these female ACOAs often
~--~--1ldopted family hehavioral roles which enabled them to cope with the alcoholic
environment. Stevens indicated that these women tended to seek stress- producing
situations, and managed well during work;.related stress. In addition to the Stevens (1989) study, Chandler (1987) suggested that while
ACOAs (both male and female) may function well, they do not enjoy or experience
satisfaction from their success. Perfectionism, inability to relax, inability to accept
failure, and assumption of too much responsibility may result in rapid burnout. It is the
personal issues related directly to childhood experiences with alcoholic parents and not
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the job tasks themselves, that result in the failure to experience fulfillment in the
workplace for the majority of ACOAs (Chandler).
In order to examine the impact of alcoholic families on women in leadership
positions, it is first necessary to define and examine leadership itself.

Leadership

A Definition

There are many definitions of leadership. The term leadership means different
things to different people. Janda (1960) states that it is a word taken from the common
vocabulary and incorporated into the technical vocabulary of a scientific discipline
without being precisely redefined. As a consequence, it still carries extraneous
connotations that create ambiguity of meaning (Janda).
Some representative definitions over a quarter century are as follows:
I

L

1. Leadership is "the behavior of an individual when he is directing the activities
of a group toward a shared goal." (Hemphill & Coons, 1957, p. 7)
2. Leadership is "a particular type of power relationship characterized by a group
member's perception that another group member has the right to prescribe behavior
patterns for the former regarding this activity as a group member." (Janda, 1960,

p. 358)
3. Leadership is "an interaction between persons in which one presents information
of a sort and in such a manner that the other becomes convinced that his
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outcomes ... will be improved ifhe behaves in the manner suggested or desired."
(Jacobs, 1970. p.232)
4. Leadership is "the influential increment over and above mechanical compliance
with the routine directives of the organization." (Katz & Kahn, 1978. p. 528)
5. Leadership is "the process of influencing the activities of an organized group
toward goal achievement." (Rauch & Behling, 1984, p. 46)
After a comprehensive review of the leadership literature, Stogdill (1974)
concluded that "there are almost as many definitions of leadership as there are persons
who have attempted to define the conceptual function in one particular approach."
(p. 259)

Leadership Characteristics

According to Cantor and Bemay (1992), we are moving from a command and
control style of leadership to a self-managed team approach emphasizing humanity,
----intimacy, inwrdef}endenee-, -c-ooneetedness,-coHaboration, cooperation, caring, diversity - · .~ - ~·- and a focus on human consciousness where money and profit are only a way to keep
score. O'Toole (1989) states that the true leader is a listener who listens to the ideas,
needs, aspirations and wishes of the followers and then within the context of his
or her own well developed system of beliefs, responds to these in an appropriate
fashion. That is why the leader must know his or her own mind. That is why leadership
requires ideas.
Although there are many leadership definitions, Yuki (1989) states that leadership
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characteristics are generally described within the context of one of the following four
approaches: (I) power-influence approach, (2) behavior-approach, (3) trait-approach, and
(4) situational-approach. Each approach differs from the others by virtue of the implicit
assumptions that it makes about the causal relationships that occur among the variables it
encounters (Yuki).
According to Yuki (1989), the power-influence approach attempts to explain
leadership effectiveness in terms of the amount of power possessed by a leader, the types
of power, and how power is exercised. The behavior approach emphasizes what
leaders and managers actually do on the job. Yuki states that the trait approach
emphasizes the personal attributes of· leaders, and the situational approach emphasizes
the importance of situational factors such as the leader's authority and discretion, nature
of the work performed, subordinate ability and motivation, the nature of the external
environment, and the role requirements imposed on a manager by subordinates, peers,
superiors, and outsiders. These approaches do not operate in isolation, they interact with

An example of the application and interaction of these approaches appears in
an Integrating Conceptual Framework which was developed by Yuki (1989). This
model is based on the assumption that organizational effectiveness, in terms of endresult variables, is mediated by [a] core set of intervening variables. These [variables]
are in tum determined by a complex interaction among leader traits, power, influence
[behavior] and situational variables (p. 268)
The intervening variables that Yuki (1989, p.124) identified include:
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1. Subordinate effort. The extent to which subordinates strive to attain a high
level of performance and show a high degree of personal responsibility and commitment
to task objectives.
2. Subordinate ability and role clarity. The extent to which subordinates
understand their job responsibilities, know what to do, and have the skills to do it.
3. Organization of the work. The extent to which effective performance
strategies are used by the group to attain its task objectives and the work is organized to
ensure efficient utilization of personnel, equipment, and facilities.
4. Cooperation and cohesiveness. The extent to which group members, work
together smoothly as a team, share information and ideas, help each other, and feel a
strong identification with the group.
5. Resources and Support. The extent to which the group has the budgetary
funds, tools, equipment, supplies, personnel, and facilities needed to do the work, and
necessary information or assistance from other units.
-

~External C--oordination.-'fhe extent -to-whieh-the -activities and-operations of-

the work unit are synchronized with those of other subunits in the same organizations,
thereby avoiding unnecessary delays, disruptions, and wasted effort.

Leadership Style

Another leadership characteristic that can impact organizational effectiveness
is "style." The hierarchial, pyramid model of style of leadership, termed "transactional"
by Burns (1978), was an outgrowth of the military's "command and control" philosophy,
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and generally, was a top-down structure based on power and authority. Transactional
leadership involves values, but they are values relevant to the exchange process, such as
honesty, fairness, responsibility, and reciprocity. Bureaucratic organizations emphasize
legitimate power and respect for rules ari.d tradition, rather than influence based either
on exchange or inspiration. Bums described transformational leadership
as a process in which "leaders and followers raise one another to higher levels of
morality and motivation." Transformational leaders seek to raise the
consciousness of followers by appealing to higher ideals and moral values such as liberty,
justice, equality, peace and humanitarianism, not to baser emotions such fear, greed
jealousy, or hatred. (p. 20) In terms ofMaslow's (1954) need hierarchy, transformational
leaders activate higher-order needs in followers. Followers are elevated from their
"everyday selves" to their "better selves."
Bass (1985) defines transformational leaders primarily in terms of the leader's
effect on followers. Followers feel trust, admiration, loyalty, and respect toward the
1------------«;au~,and

they are motivated to do more than they 01iginally expected t07 .

leader can transform followers by: (1) making them more aware of the importance and
value of task outcomes, (2) inducing them to transcend their own self interest for the
sake of the organization or team, and (3) activating their higher-order needs (Bass).
Bass (1985) viewed transformational leadership as more than just another term
for charisma. According to Bass, "Charisma is a necessary ingredient of transformational
leadership, but by itself it is not sufficient to account for the transformational process."
(p. 31). Bass states that transformational leaders influence followers by arousing
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strong emotions and identification with the leader, but they may also transform followers
by serving as a coach, teacher, and mentor.
According to Yuki (1989), the distinction between transformational and
transactional leadership has some utility for shifting the attention of researchers to
leadership processes that have been neglected. However, the distinction is fast becoming
a two factor theory of leadership processes, which is an unwarranted oversimplification
of a complex phenomenon. The exchange process in transactional leadership does not
have to be limited to tangible benefits. Yuki states that as in social theory it is possible
for transformational leadership to include reciprocal influence involving an exchange of
commitment for meaning. Furthermore, the vision articulated by transformational
leaders usually includes a promise of tangible benefits for followers in addition to
ideological elements. Thus, the distinction between the two types of leadership is not as
clear as some theorists would have us believe (Yuki).
According to Swingle (1995), female children have traditionally been socialized
-

tO-deV€lop-relationship-building-skiHs Stteh -as cooperation, negotiatiorr, and cmnpromise. These skills have a greater compatibility with the transformational style of leadership
than with the transactional style. As a result, women have often not found themselves
comfortable in, or well suited to, the transactional leadership model. Swingle states that
as a further result, women seeking leadership positions in male-dominated arenas that
utilized the transactional model generally had to adapt to the male power-building
structure, or were already familiar with it through some nontraditional experiences in
their childhood socialization (Swingle).
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Heilbrun (1979) went so far as to declare the following:
One can nevertheless identify several childhood circumstances,
one of which, at least, must be present to produce an achieving
women in a male-dominated profession. These circumstances
are ( 1) socializing forces, perhaps of a particular foreign
culture, which encourages professional commitment within a
certain class of women: (2) the family position of first-born child,
only child, or a child with all siblings very much older or younger;
(3) experience in an all girl environment, either an all-girl family
or an all-girl school or college; (4) the role of "son" (not boy)
to the father, accompanied by a strong sense of the father as role
model; and (5) a sense of the mother, however affectionately
viewed, as representing a female destiny to be avoided at all
costs. (p. 107)
After studying women managers who have broken the "glass ceiling" in
medium-sized, nontraditional business organizations, Rosener (1990) posited the
following:
The first female executives, because they were breaking
new ground, adhered to many of the "rules of conduct" that
spelled success for men. Now a second wave of women is
making its way into top management, not by adopting the
style and habits that have proved successful for men, but by
drawing on the skills and attitudes they developed from their
- shared-experience as women-. (-p:- 1t9) - - - - - In the past, power was equated with leadership. According to Cantor & Bernay
. (1992):
What qualities does power bring to mind? Strength. Force. Authority
over others. Getting other people to do what you want them to do.
These have never been considered feminine traits. The emphasis here is
on strength, authority, decisiveness, getting things done, running other
people's lives -- all considered masculine traits. As our society defines
power, one can't be powerful without being tough. (P. 37)
According to Cantor & Bemay (1992), the acquisition of power, whether by
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males or females, does not guarantee that leadership, the ability to influence others, will
emerge automatically. Power in itself is not enough. The successful leader must
believe strongly enough in his or her ideas to want to put them forth to others, and others
must look to this person as an authority figure.
In an article by Rosener (1990), she writes that women's success shows
that a nontraditional leadership style is well suited to the conditions of some work
environments and can increase an organization's chances of surviving in an uncertain
world. It supports the belief that there is strength in a diversity of leadership styles.
Rosener states that men view job performance as a series of transactions with
subordinates - exchanging rewards for services rendered or punishment for inadequate
performance, whereas women describe getting subordinates to transform their own·selfinterest into the interest of the group through concern for a broader goal. Women
encourage participation, share power and information, enhance other's self-worth,
and get others excited about their work (Rosener).
-

-

AGcording-to--8-winglef1995), -while this-emergences-of-the need--forieadership

skills that are most commonly associated with women might cause someone--women
especially--to say, "Finally, women's leadership is an idea whose time has come," a bit of
caution may be well advised. Just as a male-dominated leadership force was not
representative of the total work force, neither would a female-dominated leadership
force, established strictly on the basis of style, represent a move forward. The issues
should not be about "women taking over." (p. 17). Rather, as Eisler (cited in
Aburdene & Naisbitt,1992), author of The Chalice and the Blade, postulated, "It is not
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about women taking over but [about] women and men together expressing their full
potential--neither superior nor inferior" (p.xxiii).

If, in fact, the issue is not about one method, one gender being better or worse
than another, the logical conclusion would be how to combine the best of both worlds.
One such attempt has been proposed by Yu.kl (1987). He proposed an integrating
taxonomy based on a combination of four leadership approaches that also included
supporting factors that further described each approach. The four approaches were:
Building Relationships
Managing Conflict and Team Building
Networking
Supporting
Influencing People
Recognizing and Rewarding
Motivating
Making Decisions
Problem Solving
Planning and Organizing
Consulting and Delegating
Giving ~eeking Informatio~
Monitoring
Clarifying
Informing
(Yu.kl, 1987, p. 129)
Each of the four approaches included elements that can be attributed to both
transactional and transformational styles. To this end, Yuki proposed a model that
incorporated both styles cooperatively rather than antagonistically.
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Influences of Family of Origin on Leadership Styles

Paralleling leadership as a subject of importance is a disease that affects
approximately ten percent of the people in this country alone, alcoholism (Cohen,
1985). According to Lariviere (1991), not only does alcoholism change the lives
of those estimated ten percent who have the disease, but it also has a great impact
on the hundreds of thousands of individuals who live and/or work with those
alcoholics. The effects of alcoholism in the work setting have been receiving increasing
attention. Most of this attention has been concerned with the lost time and money, the
decrease in productivity, and the job jeopardization due to the alcoholism of the
individual worker.
According to Bass (1981), those who are accepted as authorities in the field of
leadership agree that in order to understand what makes an effecti"."e leader (or an
ineffective one) all of the variables that affect leadership must be studied. As Bass points
out in his preface to the revised and expanded edition of Stogdill's Handbook of
Leadership, the standard reference on leadership, "one cannot understand leadership in a
vacuum (p. xiii). Yuki (1981) found that some of the areas often listed as those needing
further study include leader-follower interaction, situational aspects ofleadership, and
special conditions such as the sex, age and cultural background of the leader. Yuki
also suggests that future research in the area should concentrate on an "examination of
the gaps in our present knowledge about the sets of variables" that affect leadership (p.
285).
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According to Larivier (1991 ). when looking at the variables that affect
leadership, alcoholism is a seldom discussed intervening variable .. When it is
discussed the focus is on the ramifications of the leader being an abuser of alcohol,
rather than the effects on the leader as an adult who grew up in an alcoholic home and
who is not necessarily an alcoholic him/herself. While the study of the effects of
alcoholism on children and the carryover of those effects into adulthood is relatively
new, its importance is becoming increasingly apparent (Larivier).
According to Cantor & Bemay (1992), some parents applaud and beam at
their children's independence and interfere only when it is really necessary. Children
from such families will develop a healthy sense of power. Other parents criticize
and chastise independent behavior. Their children, to stay in their parents' good
graces, will retreat and allow their parents to direct them. Still other parents fail to
exercise sufficient parental power, leaving too much responsibility in the hands of
children who are not yet ready for it. Cantor & Bemay state that these children become
premature-adults~T~ de-not-have the-toels te-run-their-own lives. ---'fhey feel frightenedthat their power will destroy the parents on whom they depend. The building of this
delicate balance of power recurs over and over again as children develop physically and
intellectually.
Through a qualitative study conducted by Leedy (1992) of ten women
superintendents and their experiences and insights in a public school district, the
most striking revelation was the incidence of adversity or strife in the young lives of
seven of these subjects even though they all came from intact families. Five of the
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subjects spoke of a dysfunctional parent or parents (alcoholism, mental illness, parental
discord). The remaining two lost their fathers through death when the subjects were six
and twelve. Leedy states that a meaningful connection was that the subjects unanimously
found that school and/or teachers of administrators had a great deal of meaning to them.
As in most families where one or both parents are alcoholic, the children reached out and
created an extended family of their own.
Sanford & Donovan (1984) state that generally speaking, a child who grew up in
a troubled family is less likely to have received the essentials of self-esteem, more likely
to have been labeled in negative and inaccurate terms, and more likely to have been
influenced by negative role models. Troubled families are not intentionally bad families,
but rather families overwhelmed and thus distracted from children's needs and incapable
of meeting them. Few troubled families are completely unloving; more often than not
there was just not enough love to go around (Sanford & Donovan).
In terms of a dysfunctional family noted by Woititz (1992), the needs of the
_ children are not-otmajor coocem. ToeiH1eeds are net-the-main foeus-:-The-familyis not
child-centered. The physical needs may or may not be attended to, but the emotional
needs are met inconsistently, ifat all, and rarely, if ever, in terms of what the child wants
and needs. The focus in a dysfunctional family is to make children compliant and to
reduce parent stress. Woititz states that the child as a person with her own needs and
desires is lost in the process. Families that are dysfunctional in this sense result largely
from parents who are chronically ill, either mentally or physically, or are addicted to
alcohol or other mind-altering substances.

30

According to Ackerman (1989), not all parents, alcoholic or non-alcoholic, have
the same behaviors or the same styles of parenting. If a person had a parent who ignored
her as opposed to one who attempted to overly control her, she was affected differently.
Adult daughters indicated that the behavior they remembered most was that the alcoholic
was verbally belligerent. This alcoholic parent was usually argumentative, verbally
abusive and walked all over everyone's beliefs and self-esteem (Ackerman).
In addition, Ackerman (1989) explains that some adult daughters
indicated their alcoholic parent was passive and paid little attention to them or other
members of the family. Others stated that the alcoholic pretended to be very carefree and
that nothing was to be taken seriously. This might have been fine, according to the
alcoholic's thinking, but it sure didn't work for too many adult daughters who adjusted to
the alcoholism by taking everything in their lives very seriously.
Growing up means leaving home and becoming a self-supporting adult. It
means breaking the fantasy bond and facing separation and aloneness. Leaving

_ home_means_giv:ing_up-for-Changing] oor-family-system-roles and .-;-;ego-defenses.(Bradshaw, 1988, p. 207).
Bradshaw ( 1986) describes a system as something that is greater than the sum of
its parts. A system is the result of the interactions of all of the parts which comprise it.
By his definition, what affects one person in the system affects the whole system. Since
the system is made up of not only the individual members but their interactions as well,
what affects one member affects the entire system.
Bradshaw (1986) further states that additionally people belong to, and
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are affected by, more than one system. As individuals leave their family system and
move into work settings they bring elements from their family systems with them. As
they join the work system, the dynamics and behaviors learned in the family system will
impact on the work system. Conversely, the dynamics of the work system will impact
the individuals, who will then bring changes back to their family systems. There will be
a constant need to align the two systems, to create balance and homeostasis.
According to Bellemare & Mosak (1993), ACOAs can feel that vulnerability
may bring the positive result of a satisfying intimate relationship is which there is room
for both unifying closeness and liberating distance. They can experience the joy of
returning affection without fear of loss of self. And, perhaps most gratifying and
liberating of all, ACOAs can learn to generate and propagate feelings ofworthiness;·to be
comfortable with themselves and to arrest the legacy of alcoholism.
Millions of ACOAs live satisfying, productive, healthy, functional lives; they
have succeeded in spite of difficult early experiences. This is not "denial" - ratherit is

Added to this, Bellemare & Mosak (1993), continue that these are not
individuals solely defined by their liabilities. Many ACOAs are exceptional because .
of their assets. Due to individual creativity and superior survival skills, the constructive
outcomes of their training are numerous. Influenced perhaps by a loving mentor, many
disengage from the destructive family system and become successful collaborators.
Bellemare & Mosak state that loyalty to a cause and familiarity with hard work make
some ACOAs invaluable co-workers. As caretakers, they can rarely be surpassed; being
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able to appreciate and transmit the value of self-achievement to others.
According to Lariviere (1991), from a systems point of view, theorists identify
effective.leadership by examining the whole through the parts that comprise it. If ACOA
leaders are looked at from this perspective, individual family experiences and
interactions would be considered when analyzing leadership approaches. Larivier states
that the humanists place great emphasis not only on the interaction of the leader and
follower, but on the leader's ability to correctly judge the somewhat nebulous
characteristics of follower maturity and motivation. It is the leader's ability to correctly
interpret these that will produce a successful outcome.
The issues for the supervisor who is an Adult Child of an Alcoholic are very
similar to, if not the same, as for the employee. They just play out somewhat differently.
The way they play out also affects the ACOA's subordinates greatly (Woititz, 1989).
Furthermore, Woititz (1989) adds that insecurities lead to management
styles that may perpetuate the alcoholic family system. The behavior becomes alcoholic,
-e¥enif drugs are-not-presgnt. -'I'he sooonl-i-nates- beoome-eo-dependent.-You-cancreate co-dependent responses in subordinates who come from functional families
but they will not be as profound as for those who come from dysfunctional families.
According to Woititz (1989), ACOA supervisors will:
1. Demand Compliance
This is a boundary issue. They become ego involved with their
subordinates so they consider any poor performance a reflection
on them.
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2. Make Changes Overnight
Even though they are replacing someone who hasn't done any ·
thing for two years, and even though they probably have a grace
period of three to six months before they are expected to make
changes, they will push themselves to redesign an entire program
within two weeks.
3. Want To Be Liked By Everyone
As a result, they will become overinvolved with their subordinates.
They will encourage inappropriate self-disclosure and then find
themselves in a terrible position when it comes time to rate job
performance ..
4. Give Away Their Ego To The Organization

This is another example of a boundary issue.
5. Keep Their Personal Feelings Under Control

Since ACOAs strongly believe that it is vital to keep their personal
feelings under control, they keep a lid on them. As a result, managers
do not develop their own support systems and suppress their
feelings. It is not unusual for physical symptoms to emerge, such as
flushing, heart palpitations, tightness in the jaws and throat, ulcers
and colitis.
· 6. Have A Need For Perfection
Although they delegate responsibility, ACOA supervisors tend to
be unable to let go and they over-(micro)manage. They do not
trust that others will do what they agreed to or will not do it well
enough or they back off completely as an overcompensati
their fear.
7. Become Enablers
They often feel responsible for the well-being and survival of their
subordinates. As a result, they accommodate and cover up for
poor performance. This sets their subordinates up to have
unrealistic expectations, be manipulative, and lower their job
performance. It places an added burden on the rest of the work
group. (p. 67-69)
At this point, it is sufficient to note that these insecurities do not keep
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ACOAs from pursuing leadership roles. On the contrary, they seem to gravitate towards
leadership positions (Lariviere, 1991). In one survey, out of the two hundred thirty eight
ACOAs interviewed, the fifth highest occupational category was "administrator"
(Woititz, 1987).
Lariviere (1991) reported that while many ACOAs fall into the job category
of "administrator", and while administrators need sound leadership skills to be effective,
she was unable to find studies linking ACOA behaviors with predominant leadership
styles.

Summary

This review of literature indicated that there was a tremendous amount of
information on leadership as a distinct area of study, and a growing amount of
information on Adult Children of Alcoholics issues as a distinct area of concern. What
emanated from this literature review was a substantial lack of any information in the
literature linking female ACOA issues to leadership styles. Though experts in the field
_stresS-the-importance-of---dealing-with all the variables-that could-affect+eadership;-anct
experts in the field of ACOAs talk about the lifelong effects of growing up in an
alcoholic home, there appeared to be very little information on the combination of
female ACOAs and leadership styles.

CHAPTER III

METIIODOLOGY

Introduction

This study was designed to investigate the common characteristics of
female adult children of alcoholics in leadership roles. Data for the study was gathered
from six female adult children of alcoholics who responded to questions regarding their
leadership styles.

Research Design

Due to the nature of this study, a qualitative approach was the chosen method.
Merriam & Simpson (1995) contend that qualitative research is the rich, thick
descriptions, the words (not numbers) that persuade the reader of the trustworthiness
of the researchers findings. Merriam & Simpson also emphasize that qualitative inquiry
assumes that there are multiple, changing realities. Reality is constructed by individuals.
Thus in qualitative research the understanding of reality is really the researcher's
interpretation of someone else's interpretation. Because qualitative researchers are the
primary instruments for data collection and analysis interpretations of reality are
accessed directly through observations and interviews. In conclusion, Merriam &
Simpson state that if the researcher uses observations and interviews, they are closer to
reality than if an instrument had been interjected between the researcher and the
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researched. For this reason, internal validity is considered a strength of qualitative
research.
This study was descriptive using survey research techniques consisting of a
demographic survey, personal interviews, and questionnaire. The appropriate forms
were filled out and handed in and approved by the University of Wisconsin - Stevens
Point Institutional Review Board for the Protection of Human Subjects (I.RB) (Appendix

E)

Instrumentation

The Children of Alcoholics Statistical Test (C.A.S.T.), ( Appendix A)
was developed as the first instrument to be administered. This questionnaire, developed
by (Jones, 1981) asks respondents to check "yes" or "no" to a set of thirty questions.
Jones found that a cutoff score of six or more "yes" answers relia6ly
identifies adult children of alcoholics. Several validity studies have reported 100%
_ _ofself-identified children ofalcoholicsandchildren of-parents diagnosed-as-alcoholicscored 6 or higher on the C.A.S.T. (Carroll, 1989 & Jones, 1986).
The Demographic Information Questionnaire, (Appendix B) was
developed for purposes of gathering demographic information about the selected
participants. This questionnaire was used to ascertain data focusing on the
following areas: demographics of the participants, sibling information, parent
information, marital status,job status, and current job information.
An Interview Guide (Appendix C) based on, but not a replication

-
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of, an instrument developed by Robertson, 1989. This instrument was developed
to elicit information regarding female adult children of alcoholics in leadership roles.
An instrument developed by Pfeiffer & Jones (1974), The Task-Person
Questionnaire (Appendix D) was used to obtain information from the participants
describing various aspects of leadership behavior that they would be most likely to use in
their roles as leaders.
Prior to interviewing participants in the study, a pilot study was conducted.
The original in-depth interview questions were presented to a female adult child of
an alcoholic in a leadership role who responded in terms of any need for clarification,
revisions or expansion to the original questions.

Procedures

Selection of Sample

A purposive sample was used for the study. Six females who were selfdisclosed adult children of alcoholics were asked to be part of this study. Their
status as ACOAs were validated through the administration of The Children of
Alcoholics Statistical Test (C.A.S.T.) (Jones, 1981).

Distribution and Return of Questionnaires

Copies of the Demographic Information Questionnaire, The Children of
Alcoholics Statistical Test (Jones, 1981), and The Task-Person Questionnaire (Pfeiffer &
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Jones, 1974), were hand delivered in February of 1996 to six female ACOAs in two
county areas (Menominee) in the Upper Peninsula of Michigan, and (Marinette) of
Northeastern Wisconsin. Included in the sample were females in leadership roles in: a
domestic violence center, travel agency, day care center, financial institution, family
center and a community funding source.
All participants were instructed to complete the Demographic Information
Questionnaire, The Task-Person Questionnaire (Pfeiffer & Jones, 1974), and the
Children of Alcoholics Statistical Test (Jones, 1981), and were assured that their answers
would be kept in strict confidence. The researcher collected the completed forms one
week prior to the day of the in-depth interview.
When the six participants completed their forms, they were asked to.
participate in an in-depth interview. A self-addressed stamped envelope and an
interview schedule was provided enabling the participant to select a day of the
week and time of day for the interview.

In-depth Interviews

When subjects had completed the Demographic Information Questionnaire, The
Children of Alcoholics Statistical Test (Jones, 1981), and the Task-Person Questionnaire
(Pfeiffer & Jones, 1974), a personal interview was scheduled in a location which was
convenient to the participant. The researcher tape recorded the interviews with the
participants' permission. According to Merriam & Simpson (1995), choosing the
documentation method was an important part of the planning. Data can be recorded in
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writing or electronically recorded on audio or video tape. When possible, electronically
recorded interviews are preferable. True (1989) states that the technique using the tape
recorder has merit as it reduces the respondents' awareness of being recorded, since they
tend to forget about the recorder. In addition, True (1989) explains one advantage of
using the tape recorder is that the interviewer can listen to the recorded interview and
take notes.
The tape recorded interviews focused on five areas: personality characteristics
held by female adult children of alcoholics, transforming perceived negative personality
characteristics into positive leadership roles, using personality characteristics to
benefit leadership roles, the influence of contextual factors on leadership qualities in
FACOAs, and recommendations to FACOAs regarding the use of their personality
characteristics in becoming leaders. Each personal interview lasted one and one half to
two hours.

Analysis

After the data was collected, it was transcribed and analyzed for similarities
and differences in the six female adult children of alcoholics. The data acquired
through the interviews identified the common factors which influenced the leadership
styles of the six participants.

CHAPTERN

RESEARCH FINDINGS

Introduction

This study explored the lives and careers of six female adult children of
alcoholics who hold leadership positions. The data collected was chosen for its ability
to answer the following research questions:

Research Question 1: What personality characteristics tend to be held by
female adult children of alcoholics?

Research Question 2: How have perceived negative personal characteristics
of female adult children of alcoholics been transformed into positive leadership roles?

Research Question 3: How have female adult children of alcoholics used their
personal characteristics to their benefits as leaders?

.Research Question 4: What contextual factors have influenced the development
of leadership qualities in female adult children of alcoholics?

Research Question 5: What recommendations could be made to female adult
children of alcoholics about using their personality characteristics to become leaders?
The data accumulated was gathered from four information sources: the
Demographic Information Questionnaire, The Children of Alcoholics Statistical Test
(C.A.S.T.) (Jones, 1981), The Task-Person Questionnaire (TP-Q) (Pfeiffer & Jones,
1974), and a twenty-nine question personal interview. The results of this data collection
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are presented in this chapter source by source and represent summaries of information
only. The relationships between the data and the research questions will be discussed in
the next chapter, Summary and Conclusions.

Personal Data
The first demographic category, personal data, discussed sex, age, sibling
information, parent information, and marital status.
The six participants interviewed were all female. Regarding age, one participant
indicated that she was in the 20-29 years of age range; another was in the 30-39 age
range; two were in the 40-49 age range; one was in the 50-59 age range; and one was in
the 60-69 age range. According to sibling information, each participant was one of
several children with three being the oldest child, one being the middle child, and two
being the youngest child. One of the ·women reported being the oldest and she was five
years older than her next sibling: Another woman reported being the youngest and there
_ was nine years difference between her and her older siblings.
The parent information revealed that the occupations of the fathers were all in
leadership roles that included: owner of a construction business, captain of a ship/pilot
of a plane, warehouse supervisor, vice president of a movie studio, vice president of
sales, and attorney/judge. Occupations held by the mothers were: warehouse worker,
school secretary/school nurse, and four housewives.
Marital status included five married and one divorced. Of the six women
interviewed, one of the women had been married three times.
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Job Status
The second demographic category, job status, discussed the participants career
path beginning with the first leadership position, number of years in each position,
starting age of each position and reasons for leaving the job market.
The job titles described by the six participants were: day care director, program
coordinator, marketing director, owner/manager, and two with the title executive
director.
The most common age range for the beginning of leadership job status was early
twenties, however, one indicated that she had begun in her thirties and one began in her
fifties. The average length of time at their current job was four years. All of the
respondents indicated that they had held more than one leadership position. Three of the
six women held a combination of two of the following leadership positions: manager,
executive director, owner/manager; two held three of the following: teller/supervisor,
finance director, marketing director, advocate, shelter coordinator and executive director;
and one had held all nine of the following leadership roles: assistant supervisor, office
manager, city councilwoman, assistant project specialist, office management consultant,
secretary, administrative assistant, families specialist and program coordinator.

Current Job Information

The final demographic section to be addressed was current job information. The
six women were asked what was the primary reason for their most recent change in
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employers. Three of the six women remarked that they actively sought to change their
place of employment. One of the women stated that "she has never changed employers."
The remaining two indicated that they had simply seized an opportunity that presented
itself, one to work in a new geographical location, and the other to set up her own
daycare center and work at home with her own children.
When the women were asked what factors were most helpful in being
selected for their current employment position, the most common response, given by five ·
of the six women, was attitude. Four of the six women remarked that previous
experience was a factor; three listed their credentials as important to their employers;
three identified a recommendation from an influential person as helpful; and one women
stated that, "my present employer Was impressed with my success and actively pursued
me to work in their program when they found out I'd given notice to my prior employer.
I was hired under my own terms."

C.A.S.T.

The Children of Alcoholics Screening Test (C.A.S.T.) (Jones, 1981) test was
administered to the six female participants. The C.A.S.T. test describes feelings,
behavior, and experiences related to a parent's alcohol use. The test consists of
thirty questions to be answered "yes" or "no." Those who answered O- 1 "yes" answers
on the C.A.S.T. are considered to be "children of non-alcoholics." Those who respond
"yes" to two to five questions are considered to be "children of problem drinkers." Six or
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more "yes" answers indicate children who are "more than likely" children of alcoholics.
All of the respondents answered yes to six or more of the questions, therefore, all
respondents met the C.A. S. T. criteria to be "more than likely" children of alcoholics.
More specifically, of the thirty questions answered by each of the respondents in this
study, a score of twenty three "yes" responses was the highest, and a score of six was the
lowest (Table 1).
Table 1
Respondent C.A.S.T. Scores

Respondent by Number

1

Score

3
4
5

16
11
6
21
14

6

23

2
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Task-Person Questionnaire
The Task-Person Questionnaire (TP-Q) (Pfeiffer & Jones, 1974), was·
administered by the researcher to gain specific information about the respondents'
various leadership positions, their attitudes about being a leader, and their leadership
styles. The participants were asked to respond to each item according to the way in
which they would act if they were the leader of a work group. They were asked to
respond with: always, seldom, frequently, never, occasionally (Table 2).
Table 2
The Task-Person Questionnaire

1.
2.

3.
4.

5.
6.
7.
8.

9.
10.
11.
12.
13.
14.

15.
16.
17.
18.

*A=Always, F=Frequently, O=Occasionally, S=Seldom
N=Never
Question
Responses* and Their Frequency
A
F
N
0
s
I would most likely act as the spokesperson
of the group
4
2
I would allow members complete freedom
2
in their work
4
I would encourage the use of uniform
procedures
2
4
I would permit the members to use their
own judgment
1
5
I would needle members for greater effort
3
2
1
I would let the members do their work the
way they think best
1
5
I would keep the work moving at a rapid
5
1
pace
I would turn the members loose on the job,
and let them go to it
5
1
I would settle conflicts when they occur in
the group
2
4
I would be reluctant to allow the members
any freedom of action
2
4
I would decide what shall be done, and
how it shall be done
2
3
1
I would push for increased production
1
3
2
I would assign group members to particular
1
4
1
tasks
I would be willing to make changes
2
3
1
2
2
I would schedule work to be done
2
1
3
I would refuse to explain my actions
2
I would persuade others that my ideas are
1
2
to their advantage
2
1
I would permit the group to set its own pace 1
2
2
1
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Personal In-Depth Interviews

Personal interviews were conducted with each subject using a twenty-nine
question interview guide. Each interview question directly related to one of the research
questions to be answered. Personal profiles have been developed from the six
participants' responses to the twenty-nine questions. These profiles are divided into two
parts. The first part is a summative description of each woman as a participant in the
study. The second part consists of a narrative transcript, wherein each woman tells her
story in her own words.
The description of each woman resulted from the researchers observations of her
appearance while communicating the story of her childhood and adult life. Because of
the sensitivity of the subject matter, each woman has been called "respondent" and has
received a number.
The narrative story of each woman is an integration of the answers provided
during the interview process. It offers a description of each woman's experiences and
provides a foundation for the experiences in their lives that have made a strong impact on
them and have, therefore, contributed to them as women in leadership positions.

Respondent Number One: A description

Respondent Number One was very enthusiastic about participating in the
researchers study of Female Adult Children of Alcoholics and Their Leadership Styles.
From the very beginning she expressed a strong desire to tell her story and to define her
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role in her family and workplace.
Respondent Number One wears tailored clothing which enhances her strong
stature and demeanor. She is very articulate in her language and very carefully chooses
her words.
Respondent Number One is the oldest of three children. Her father was a
warehouse supervisor and her mother was a homemaker. She is married with two
children.
Respondent Number One has held three leadership positions including: teller
supervisor, financial director of a human services institution, and marketing director of a
financial institution.

Respondent Number One: Her narrative story

I am a married forty-three year old woman. I grew up being the oldest of three
children. My brother is three years younger than me, and my sister is eight years younger.
I think my brother and I probably were a little more at odds with one another growing up
because we were closer. With my sister, I think our relationships tended to be a little
more protectionist because she was much younger when things in our house started to go
awry.

I was very close to my parents, and had a strong relationship with my dad who
was the alcoholic in our family, in fact, I was Daddy's girl. He was charming, he was an
Irishman. He was a free spirit and loved jazz, in fact, he was a musician. He was always
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the showman, he loved to be center stage. He was very warm and huggy. I would say, he
was alarger than life sort of person. My mom was much more reserved. She had a
career before she met daddy. She worked in an orphanage and became a nanny. I always
had the impression that she was the one who wanted her children to be very independent,
and did not want us to be dependent on her.
I was the first born, the trail blazer always looking out for my siblings. I was a
very happy child. I knew at a very young age that I had to take responsibility for my own
life. Responsibilities in my family were no big deal, you did what you had to do because
you were a part of the family. I was bossy, mouthy and a·know-it-all in our family. My
mom would often tell me not to depend on anyone else to make me happy.
It was hard to determine if my father was an alcoholic because he didn't act

drunk.

My parents drank socially, and were never physically abusive. When my parents

would argue, they would become rowdy, but slamming doors was probably the extent of
it. I always felt that my parents loved me. My dad worked in the garment district, and I
was always the best dressed kid there was.
My parents always felt that they had raised the best kids, even though they
admitted to their faults. No matter what happened during the day, you always knew that
your parents loved you. I was always able to speak to Mom about things because she was
always around. We would talk about intimate things. I always knew that ifl got into a
pinch, someone would always be there for me.
None of the roles of Hero, Scapegoat, Lost child, and Mascot were really
overwhelming for me in our family. I suppose I was a little bit of the Hero. I was always
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very concerned for my parents' souls. My brother probably was the Scapegoat, and my
sister was the Mascot.
I was probably one of the nerdy kids in school and was a good student, and didn't
belong to any of the cliques and was not athletic. I was always willing to do solos and
enjoyed discussing weighty matters in high school, although I did not take charge of
things. I enjoyed college more than high school, because I felt I had more control of my
classes and felt more independent.
Certain things happen along the way that make you feel like an adult. I don't
think I was quite as outgoing as I am now and I think that's due to work. My work
experiences have helped form me into a little more outgoing person. I was probably
more introverted when I was younger and found that constant social situations with new
people all the time was pretty darn draining. I tend to still be a little introverted, in fact, I
think my whole family is. We all tend to be really happy sitting behind a book. When
you look at balanced charts of how much time do you devote to your work and your
family and personal development, my social things have definitely been lacking and
needing some improvement.
When I first began in a leadership role, it was very difficult because I was in a
position where I didn't have staff to help me accomplish my goals. I had to work with
everyone in the organization to accomplish these goals. I have a tendency to step into
things that I don't know anything about. I tend to be dictatorial. rd rather just say do it
my way or the highway because it's quick and easy and right. I have learned that
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leadership is not a control thing, and it is not making people do what you want them to
do. It's really helping people achieve the best they can be. It's more of being behind the
lines and giving encouragement. If we waffle in a particular situation or if you don't
commit to a purpose, and if you're not totally involved and believe it is the right thing, it
is doomed to failure.
It seems that in any working situation, the boss is usually in some kind of parental
role. Sometimes it just sort of seems to be like this family thing just continues. I see
myself sometimes being in the same position as I was at home. I feel I've always been an
effective, positive and healthy mentor to the people I work with in my life.
I've used my personal characteristics to my benefit as a leader because I think it
gives me a certain empathy for people who do not come from Ozzie and Harriet
families. I think that I didn't judge people as harshly as others for whatever weaknesses,
because I realized my parents did a great job under horrendous circumstances and I had
all the respect in the world for that. My father was a supervisor, and I was always
amazed at the types of people that he supervised. He got along with people and he could
make them feel good about what they were doing. He always touched base with people
to see how they were doing.
I'm always trying to get people not to take things so seriously. I like to see the big
picture and I love to crawl on top of the heap because I like to know where we're going. I
really want to see people around me succeed. It really makes me feel good when
people in a department are floundering, and because of something I've said or done, they
start pulling together. I've taken on the role of making sure we have a little fun along the
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way. People respond well to that. It's just being caring and respectful of other people.
I don't think I'm that different from anyone else. I'm pretty well aware of the fact
that human beings can really make some bad decisions. In many ways I really have to
say that I feel I've had wonderful opportunities and feel that I probably have more than
many people have.
I've learned the hard way about making decisions and giving orders. I think
initially I thought that you were doing someone a favor by making decisions and being
decisive. I found out along the way that when you're selfish, you always want to take the
whole responsibility for things. Secondly, it is better to build consensus and let people
feel a part of the process. Now, I sit back, get people together, facilitate and watch to see
what route people will take. Leadership is allowing people to develop their own skills
and feel good about themselves.
I had an opportunity to work with a woman who was an excellent supervisor
because she set a very good example for her employees. I was also employed in placed
where I learned what leadership isn't. I have watched women in leadership roles who
have great integrity and leadership skills. I'm so thankful that I chose to emulate the
right person.
I have always been supported and encouraged by my husband to go back to
college. He is in a leadership role and we discuss situations that he has experienced, and
I'm able to use what he has learned in my position as leader.
When speaking of how alcohol has affected me, I think that each individual's
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disease and circumstances are different. We all have one thing in common, we are
indeed stronger, wiser and more empathetic than people who have not experienced what
we have. I think that the human spirit is very resilient and despite of the past, the present
and the future are more important. I hope people can enjoy right now.

Respondent Number Two: A description

When Respondent Number Two was contacted to discuss her participation in the
researcher's thesis of Female Adult Children of Alcoholics and Their Leadership Styles,
she wasn't sure if she had been affected by alcohol, but said that she would be willing to
do the interview and take the Children of Alcoholics Screening Test (C.A.S.T.) (Jones,
1981) and The Task-Person Questionnaire (TP-Q) (Pfeiffer & Jones, 1974)
Respondent Number Two's interest in women's issues, especially domestic abuse
issues made her a particularly eager and intriguing interviewee. She appeared to be a bit
nervous because of the topic of the interview, but eventually relaxed and brought humor
as well as knowledge into the interview while answering the questions.
Respondent Number Two is the middle child of three children. Her father was
a vice president of a large movie studio, and her mother was a homemaker. She is
divorced with five children.
Respondent Number Two has held three leadership positions including: advocate
against domestic violence, shelter coordinator, and executive director of a domestic
violence abuse shelter.
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Respondent Number Two: Her narrative story

I am a sixty three year old woman. I grew up during the depression years when for
the most part there were many, many people suffering from poverty. I am the middle
child of three children. My oldest brother is still alive, but my youngest brother died of
alcoholism. I was very, very close to him. I was a happy child. My father adored me.
He was in the motion picture industry and because motion pictures were the cheapest
form of entertainment, he was therefore very well paid and we were very comfortable.
We were raised, in my mother's very favorite word, a "refined" family.
My father was my idol. He was my mentor. In my later years, I wanted to be like
my dad. He had the greatest impact on me. I was the apple of his eye. I thought I had
the world by the tail, because I had a family that gave me everything I wanted, except
perhaps the one thing that I needed: love and self-esteem. I was never obedient. I had
no responsibilities at home, and I had no friends. I loved to read, do tomboy things, liked
animals and loved the outdoors. I went to an all girl's school. I didn't get good grades,
because I didn't want to get good grades. I wasn't the perfect child. I wasn't what my
mother wanted. I was very inhibited until high school when things changed for me.

I

never thought that my parents had a drinking problem because things were well hidden. I
do remember being embarrassed, hurt and angry, but I had a difficult time believing that I
was a child of an alcoholic. I was the Lost Child. I did not wish to be noticed. I was
lonely and became pregnant.
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Today, I am the Hero, the leveler, and the Mascot. I have a sense of humor, and
with that, I know I can survive anything. In my later years, I wanted to be like my dad, a
leader. My father had the greatest impact on me.
I always felt that I was not living up to my mom's expectations. She grew up in
the south and felt that all woman must be ladies. Her favorite phrase was "rise above it".
I was always expected to rise above it, and I didn't want to. My mother always bought
me the finest clothes. I knew she loved me. She wanted the best for me, but her way of
showing her love was sending me to the finest girls' school and dressing me well.
My family was very secretive. Nobody ever said "I love you". We didn't know
how to express ourselves. My family was a family where nobody knew what anybody
else was doing. I made up my mind at an early age in watching my father and his
relationships and business, that you don't get anywhere by hiding anything. The more my
mom would tell me to keep quiet, the more I would say. I was always being sent to my
room, that's probably why I'm so willful today. It was the desire of the child who never
had any friends, and the child who was very quiet, and the child who didn't belong -- who
became the adult who wanted friends, wanted to achieve, and wanted to be successful
and do things. The correlation would be between the two exact differences between what
I was and what I became. I really firmly believe that I'm a survivor.
I was married for twenty-six years. It was not a marriage of physical abuse, but it
was a marriage of emotional abuse which slowed down my thinking process. I was
trying to raise five kids and was dealing with somebody who was telling me how dumb
and stupid I was.
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I have always had the desire to achieve, to be responsible for things. I had an
intense desire to be a leader. I was the PTA president, the band president. Because of
my marriage, I realized that domestic violence was a field that was opening up and that
people didn't know anything about it. And I wanted to be a part of making the changes
that could be made for women today.
There are times when I have my doubts of being an effective leader. I firmly
believe that being a tyrant is not being a leader. Having everything your way is not being
a leader. I believe in supervision by agreement -- sitting down and working with the
staff I feel that my staff is looking to me as a leader. How effective I am beats the heck
out of me. In this field, we go from crisis to crisis. Only when the day comes when I go
to meet the Lord will I know how good I was as a leader.
The qualities, abilities and skills that I possess that contribute to my success as a
leader are, I'm a damn perfectionist. I work well with people and I like people. I love
working with various agencies and being a part of them. I love getting into the politics,
and my job is a very political position.
The factors in my life that have been important in the establishment and
maintenance of my leadership career is the counseling and therapy that I had when I was
making the break away from my twenty-six year relationship. I think it was very, very
important to learn that I could like myself and to learn that there were people out there
who like me.
There are several types of leadership styles, and I prefer joint decision
making and sharing of control. Everybody has something positive to contribute. When
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you contribute thoughts and ideas in a brainstorming session, we are able to protect the
lives and families of those we serve. Leaderships is all ofus doing things together.
The advice I would like to give female adult children of alcoholics who are
aspiring to become leaders is that it is not easy. There are times when you're going to
feel like running and screaming into the boonies. But if being a leader is something you
want to do, keep doing it because in the long run, if you keep doing it, and you're good at
what you do, you're going to be successful.
I would like to say that I'm glad someone is doing a study such as yours. Inspite
of all the wonderful, dysfunctional things that I have experienced, my contribution to this
thesis is going to perhaps open up another hole, possibly a ballpark for us as women.

Respondent Number Three: A description

When Respondent Number Three was contacted to discuss the possibility of
being a part of a thesis, she seemed hesitant at first as she felt that neither of her parents
were alcoholics, and that she indeed was not a child of an alcoholic. She did however,
submit to taking the Children of Alcoholics Screening Test (C.A.S. T.) (Jones, 1981) and
the Task-Person Questionnaire (TP-Q) (Pfeiffer & Jones, 1974). She scored a total of six
which describes her as an adult child of an alcoholic.
Respondent Number Three presented herself as a well dressed, soft spoken
woman with tremendous energy and strength.
Respondent Number Three is the youngest of three children. Her father was the
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vice president of sales with a large company, and her mother was a housewife. She is
married and the mother of five children.
Respondent Number three has had two leadership roles including: executive
director, and owner and manager of her own travel agency.

Respondent Number Three: Her narrative story

I am a fifty-one year old woman. I think I was a pretty happy child. It was fun
growing up. I really don't have any strong memories about anything negative in my life
as a child. My sister was very bossy and had a temper. I was very, very fond of my
brother because he was fun and loved to do things with me. He never minded me tagging
along with him. I think I was also his little prodigy. I remember when my sister
was in high school, she was very popular and pretty. When my brother and sister were
arguing, I would always get drawn into it.
My dad was a very congenial kind of person. He loved people, and really liked
having his kids with him. He traveled alot. He loved being the father. I think my father
was influenced a lot by the Depression. He was a great tease. I think more of the
unpleasantness with my father probably did revolve around his drinking. He was never
abusive, he'd get overly jovial and then fall asleep. That's an uneasy feeling when you are
dealing with somebody that you know has had too much to drink.
My relationship with my mom was always very good. She was one of the
sweetest, dearest people in the whole world. She was a very, very gentle person.
Extremely gentle. I don't ever remember my mom raising her voice. She was the
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disciplinarian in the family. She did spoil us in some ways. She was never a mother
who was constantly on us to clean our room or pick the house up. She was a stay at
home mom. She never made demands on people. There isn't anyone in this world that
I've ever met that had a harsh word to say about my mom or who didn't really love her.
I was a pretty happy kid. I remember having a lot of fun -- loved the outdoors,
always liked being active and had nice friends. I don't think I particularly liked school. I
found school very structured. We didn't have lots of rules and regulations at our house so
when I got into the classroom environment, I had a hard time sitting quietly. I'd play sick
so I wouldn't have to go to school, but that changed as I got older. When I was in high
school, I really did like school, especially extra-curricular activities. School wasn't hard
for me. I was on the swimming team, the school newspaper, student government, science
fairs and was a class officer for four years of high school.
Ifl were to describe myself today, I don't know that I'm all that different. I think
that I'm still independent, and I still don't like structure. I like to think for myself, but I
don't think I'm a loner because I'd rather have a partner or someone I can share work
with. I like working with peers and I think that is very much related to how I grew up.
When we speak of the roles in the alcoholic home,I'm certainly not the hero.
Well, I guess ifl had to pick one that would be the most typical, it would be the lost
child. I think that would be a natural situation for me because of my place in the family.
I don't like conflict. Rather than burst out in anger, I tend to step back and want to get
myself under control and think about things and then try to figure out how to come to
some type of resolution which will move into a positive direction. Professionally, it
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certainly has been an asset that I have, because I don't react real emotionally to things,
and I can generally calm people down.
My inspiration to enter the field of leadership is my own independence. I do
I

think I have leadership ability. I think what puts me in leadership positions is that when I
see something wrong that I think needs fixing, I facilitate the method of change. People
listen to what I have to say. I have a real analytical mind. I know that I'm not a person
who particularly looks for attention. In fact, I'm very happy being the background person
who brings thing together and makes them happen. I'm very happy to let somebody else
stand up and take the bows.
I'm pretty effective as a leader. I recognize what I can do and what I can't do. I
· don't put myself in positions where I can't do something. When I start talking or when I
become involved in something, I think people can see that I'm sincere and that I'm not
just grandstanding. I think sometimes, especially when rm real passionate about
something, I can come on too strong. I enjoy solving problems and being effective in
solving them.
The reason I have been chosen for leadership roles is that I like looking at the big
problem. . I guess I have the tendency to take things to the next level. I can look beyond
the immediate problem.
The relationships between my early family experience and my present career is
that I think my dad had high expectations for us. It was an assumption that we were
smart, we were competent. I don't think any accomplishment that any of us ever had
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surprised my dad. Education was very important, and the message we got from dad was
that we could do anything in the world. I think that some of my father's confidence
spilled over on his kids.
The qualities, abilities and skills that I possess that contribute to my success as a
leader is that I don't have to have the recognition. I recognize gifts and talents in other
people and encourage them to use them. People feel good about the things that they do.
I am also able to recognize my own limitations.
The factors in my life that have been important in establishing and maintaining
my leadership career, is my marriage. I really had to take control over my life and be
accountable to me for my life. I don't think I had ever really looked at what my talents
were.
I prefer joint decision making and the sharing of control as my leadership style. I
like to work with people who I feel are like a peer relationship, who are very competent,
and whose judgment I respect and who respect my judgment. We can sit down and hash
out a problem and get different view points. The people who have been involved in
solving the problem can take responsibility for the areas that they are going to be
effective in. I like the way I lead because·ofthe people that it brings me in contact with.
Then I'm surrounded by people who are really bright, effective, and probably leaders
themselves, and they're very stimulating. I find my life more exciting and stimulated
because I have these people around me who are creative and talented. It also keeps me
humble.
The advice I would give to female adult children of alcoholics who are aspiring to
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become leaders is to know yourself, your talents, your gifts, your intelligence and your
creativity to do anything on your own.
What I would like to add to this study is that women need to see themselves as
being capable of leadership and capable of respect. I think you have to have respect for
your own abilities if you expect other people to respect your abilities. Be honest with the
people you are dealing with. Try to do things in a positive way. I don't think being the
abrasive feminist is a solution at all. I just think again it goes back to being realistic
about yourself and honest with people.

Respondent Number Four:· A description

Respondent Number Four appeared to be rather tense as she proceeded to
participate in the researcher's thesis. She did say that she was not only nervous but also
was carrying an enormous amount of anger and guilt with her. The environment was
very friendly with her acknowledging the calmness of the room with low lights and music
softly playing.
Respondent Number Four is the oldest of two children. Her father is selfemployed, owning a construction business, and her mother is a warehouse worker. ·She is
married and has three children.
Respondent Number Four has held three leadership positions including: headstart
teacher, daycare owner, and director.

62

Respondent Number Four: Her narrative story

I am a thirty-one year old woman. I really can't remember much before the age of
twelve or thirteen. I am the oldest child of two children. My brother is four years
younger than me. We didn't get along, but I do consider myself the big protector of him
when my father would do things. I remembers the two of us fighting all the time. My
dad and I really don't get along very much at all. I don't ever listen to what he has to tell
me because I don't really care what he has to say. My mom and I are pretty close. There
are many thing that I don't care about my mom and the way she deals with things, but
we're real close and do a lot together. I never, ever did anything with my dad, never. I
can't remember a time I've ever gone anywhere with him alone. My dad was the type that
when he went out at night, he always came home late. When he did come home, he
would become very violent and completely destroy the house.
I've always known my father has a drinking problem. My mom, I don't think she
has a drinking problem, she just has the problem that she would never leave my dad. She
is very co-dependent.

I was always a bit scared, but very, very angry. I just never

understood why dad had to do these things, and why was he doing those things to me.
I was a very introverted child. I was teased a lot because I was overweight. I
took things to heart all the time. I had one best friend and we did things together. I don't
remember much of elementary or middle school, and that's probably because of the
teasing and name calling. My junior year of high school was probably my best year.
I was on the honor roll and was very smart in school. Schoolwork and homework always
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came very easy. I never really had to study for tests. I was involved in school activities:
Tri-Y, choir, and drama. I never did anything by myself.
Sometimes I felt like a parent, even to my parents at times. Sometimes I felt like
the comedian, always making people laugh. I'd always try to say things or just act funny
just to make my mom laugh.
I had many responsibilities around the house. I always made sure the house was
straightened up. I would do the dishes, kept the house clean and neat.
Today I would describe myself as being more extroverted than I was when I was
younger -- much more outgoing. I think I'm a better person. I find myself going out and
doing things. I like getting involved in community things and joining different clubs.
When I was young, I didn't get involved because I was afraid to.
When you describe the various roles in the family of an alcoholic, I see myself as
the Hero and the·Mascot, not so much the Lost Child and Scapegoat. I'd run away from
conflict.
When I first entered the field of leadership, I was very scared. I was young and
had no idea of what I was getting into. I always knew that I wanted to have my own
daycare facility. I didn't know how I was going to do it, but I knew I wanted to do it. I've
grown up and gotten more mature, in fact I can get my staff to work together now.
I don't know how effective I am as a leader. I know my stuff and am real
confident in what I know, but I still have a hard time when it comes to staff against staff.
I try hard not to become good friends with my staff, because I want them to respect me. I
always ask for their ideas and include them in the decision making process.
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In my po~ition, I think my knowledge of my profession, going to school and
\

.

learning gives me the abilities and skills to feel confident in my job. Because of what I
know in my field, people respect me and they know that I will follow through when I say
something.
The type of leadership that I prefer is joint decision making and sharing of
control. I like to involve my staff in making decisions when it comes to the scheduling of
activities and lesson planning. I give them freedom, and let them make decisions on their
own. I want my staff to feel good about where they are and enjoy their work because it's
a big responsibility and a very stressful job.
The advice that I would give to female adult children of alcoholics who are
aspiring to become leaders is to never give lip on yourself or the profession you've
chosen. Determination is the key.

Respondent Number Five: A description

Respondent Number Five was contacted through a community meeting.
She has an aura about her that says, I'm honest, straight forward, talkative and am
willing to share my feelings about who and why I am the person I am today.
Respondent Number Five is a strong community leader, strong willed, not afraid
to disagree if she has other opinions. She was enthusiastic about the interview, and
began her history immediately upon occupying her seat.
Respondent Number Five is the youngest child of five children. Her father
is an attorney/judge, and her mother is a domestic engineer.
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Respondent Number Five has held two leadership positions which include: site
manager, and executive director of a community program.

Respondent Number Five: Her narrative story

I am a twenty-six year old woman. I am married and have a son. I grew up in a
family of five with mother and father together. My father was a successful business
person. He served in the public sector as a circuit court judge. My mother was a stay at
home mom. She was always an individual that gave back to the community in various
ways. She was very much a philanthropist and involved in volunteer work. Our family
always came first. It was the perfect, supportive family with each other.
My mother was never a real fancy, flamboyant person. She wore moderate
clothes.
We grew up in a nice, big house with a big yard. By definition, I'm probably an
only child with four siblings. I was able to enjoy a lot of the luxuries, because by the
time I came along, my father was very well established in the community.
I have two brothers and two sisters. I like my oldest brother, but we know each
other through family association. It's just kind of a polite thing. I don't know his deepest,
darkest secrets. My next brother and I are very much alike. He connects with people,
in fact he could sell an Eskimo a freezer. He's just incredible. He's always looking for
that get rich, go fast, fly by the seat of your pants, kind of things. Then I have an older
sister who lives in a very perfect world. She's genuinely a very good person. She is
perfect, and it's the people around her that don't have their act together. And then there's
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my other sister who trouble seems to follow. She seems to have everything together.
As far as my childhood, the happy memories far outweigh the sad memories.
From little on, I can remember my dad telling me that I could do anything I put my mind
to. He would tell me to set my own boundaries and limits, and never measure myself
against somebody else of the average person. My mom always did funny little things, she
always tried to make things special. One of the things I don't understand is where I got
my unrealistic ways of just thinking that everything is within your reach, and that you just
put it on a credit card.
As far as my dad, I'm probably a lot more like my father because of my desires
and ambitions and where I fit into things in the spectrum of life. My ideals probably go
more with my father. My dad would challenge me and sometimes he would play mind
games with me. Another thing with my dad was that he would never apologize for
anything that he did.
Having my family around me made me happy. Meal time was always a very
important thing. We always ate together. We were very, very family oriented and very
consistent with things like that. Projects together were important and so were family
vacations.
I enjoyed school, but I was a lazy student. I didn't have that parental intervention.
I was involved in cheerleading, basketball, student council and I was with the popular
kids.
When I lived at home, I would help around the house if I was asked to. But for
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the most part, I kind of really did what I wanted to. I didn't have set things to do.
Manners and etiquette were very important to both my mom and dad.
In describing myself today, I would say that I'm in the fruitcake category. I think
that the last two years of my life have been the biggest metamorphosis that I've gone
through. I think that in certain terms I'm much further ahead than an average twenty-six
year old. But again, I never thought of myself as an average person. I like where I am
now. I see things on my horizon. I see a lot of capabilities, and I think that I can make a
difference. One of my best friends told me that I have choices in my life and everything
is about choices.
I don't know what being an adult child of an alcoholic means. I think it's
frustrating. I think that the older I get and I see some of the things that have happened,
I'm resentful ofit. I know that my mom and dad have a drinking problem, but I don't
think of our family as being bad.
When I think about the roles in the alcoholic family, I think I probably fit a little
into each of them. I like being the Hero because I believe in family pride, and I don't
believe that's arrogant or selfish. As far as the Lost Child, there were times where my
mom and dad just kind of passed over me, because I just didn't fit in.
When I think in terms of leadership, I was tired of somebody else doing it and not
doing it the right way. I think that because of my father's leadership, I thought I had to
take the lead position. I always liked the idea of being in charge.
I'm effective as a leader because I'm a motivator, and as a rah, rah person, I'm very
good. I've always been drawn to people who are in leadership roles, someone whose
going to make a difference. A leader is somebody who is going to change something that
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going to make a difference. A leader is somebody who is going to change something that
isn't right or continue something that is good.
I've been chosen for leadership roles because I'm not afraid to say what I mean. I
speak up and I'm enthusiastic.
The qualities and abilities are my tenacity. There are very few people who
intimidate me. Seriously, there are very few people that I have a problem standing
square with. I think that is very successful because it emulates a sense of knowing where
I'm going and what I'm doing.
I depend on various methods ofleadership. Ifl have the expertise in a certain
area, I will be the sole decision maker. I like my style of leadership because it's easier.
The advice I would give to female adult children of alcoholics who are aspiring
to become leaders is to believe in yourself because as soon as you doubt yourself,
somebody else is going to see that weakness. Look for guidance in other people, and
learn from other people's wisdom and understand your own level of knowledge, but never
limit yourself Always be willing to learn and move forward.
I don't believe that coming from an alcoholic family makes you the problem.
Women need to share their experiences with one another because by doing so, you
become stronger. I'm very competitive. If I'm going to play, I'm going to win or I'm
going to be a contender. But on the other hand, you have to have a willingness to help
those contenders around you.
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Respondent Number Six: A description

When Respondent Number Six was contacted, she asked if the thesis dealt with
female native Americans who are adult children of alcoholics and their leadership
styles. She felt that being a native American might bring a different view than the other
women had to share. She was very soft spoken, but had tremendous eye contact. She
spoke with authority and melancholy as she reflected on her life.
Respondent Number Six is the oldest child of five brothers and sisters. Her father
was a ship's captain and pilot and a commercial fisherman, and her mother was a nurse
and school secretary. She is married with three children from a previous marriage.
Respondent Number Six has held nine leadership positions which include:
assistant supervisor for social security, office manager, city councilwoman, project
specialist, consultant, administrative assistance for an airline company, families specialist
and life skills program coordinator for a native American community.

Respondent Number Six: Her narrative story

I remember living with my parents in Sitka, Alaska. I remember sliding with my
dad on a sled. My dad used to take me everywhere. My dad always called me his little
Pocahontas. I was always a daddy's girl. I don't remember a lot of my mother in the early
part of my childhood. I don't know why. My mom always kept me clean and dressed up.
I was the proper little child. Both my parent are Native Americans.
From my core family, I have four sisters and a brother. I love my sisters dearly. I .
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get along with them great. In fact, I was very protective of them while we were growing
up. I called them "my kids."
Most of my memories, especially my happy memories, are with my dad. He
always took me on the boats. He always wanted to do things with me. My dad and mom
were both alcoholics. When they would drink, violence occurred, and I was often used as
a human shield to protect either mom or dad because I knew they wouldn't hit me.
It's funny, I never thought they had a problem with alcohol, because alcohol was a part of
our life. Daddy didn't like to be around us when he was drinking. He didn't like us to see
him that way. My mom always said she was sick when she was drinking.
I was a quiet child, but I think I always felt happy. I was very inquisitive. My
grandfather use to tell me that I was quietly aggressive. I was a tomboy, and my friends
were mostly boys. I loved to play cowboys and Indians and I was great at marbles.
Socially, I was fairly withdrawn because I was too busy taking care of the family.
I was a good student, I always excelled. I was involved in sports, especially
softball. I wasn't active in school because I had too many things at home to do. I was a
little mother. I was scrubbing hardwood floors by the time I was eleven years old.
Today I would describe myself as being fulfilled, free and released. My children
are grown and independent. I'm very realistic. The strength of my spirituality has come
back. I wake up and enjoy each day. I enjoy the freedom of not having to worry, of not
having to feel guilty. There's a reason why we go through things in our lives. I don't
think people realize that the pain and suffering isn't actually pain and suffering especially
as it is a learning experience.
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Alcoholism means losing control of your life. It's something that I don't want in
my life. Being an adult child of an alcoholic means that a lot of the pain is behind me. It
means that I am now having more control in my life. I perceive things more holistically.
As I look at the roles in the family, I was probably more so the Hero and maybe a
little bit of the Mascot because I always liked to level things out with humor and
goofiness. But, I was mostly the Hero, because I've always been an achiever and been
focused positive and forward.
I was inspired to enter leadership because it meant going in a positive direction
and having people trust you enough to follow you. I think leadership means being a good
mentor.
I feel I'm a real effective leader in a positive mariner because of the level of
empathy I have. I never, ever try to cut somebody down. I don't like controlling people.
I like helping them to find other directions, other choices and other options. As a
supervisor, I've never walked away from an employee leaving them feeling bad about
themselves.
I don't consider myself a leader. I've been in positions where I've had direction
over others, but it's only direction. They choose whether they want to do things or not.
People have always responded well to me. I'm a team player.
I think I've been chosen for leadership positions because I think the Creator has us
all living the way we are suppose to for our strengths. I don't get into a lot of the Native
American spirituality because people don't understand it. I think that my strengths could
be somebody else's weakness, but for me they work. My major goal is to live to be one
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hundred years old, and dance at my birthday party. Live everyday to be the best you can
be.
There are three qualities that I possess that contribute to my success as a leader:
empathy, knowing we're all equal, and the ability to listen to others.
There are different types of leadership styles, I don't like being the sole decision
maker. I like input. I prefer joint decision making. My leadership style is good for me
because I think it makes other people feel good about themselves.
The advice I would give to female adult children of alcoholics who are aspiring to
become leaders in their communities is to be the best that you can be everyday of your
life. To know and appreciate where you have come from. To look at things in a positive
manner.
I would like to add the word respect to this study. Don't ever lose respect for you
or the people you lead.

CHAPTERV

DISCUSSION, SUMMARY, AND RECOMMENDATIONS

Introduction

The purpose of this study was to examine the ways in which family of origin
influences impacted Female Adult Children of Alcoholics' leadership styles.

Discussion

Although many studies have been conducted in the area of adult children of
alcoholics (ACOAs) (as evidenced in Chapter Two, Review of Literature), there are no
documented research studies which have focused on the experiences of the daughter in
an alcoholic family and the effects on their leadership styles. Therefore, the study was
conceived out of the researcher's interest in trying to understand the experiences of the
daughter and, if indeed being a daughter in an alcoholic home would establish certain
leadership styles.
The researcher used a qualitative research approach which allowed greater
understanding of the individual within the context of the family since the researcher
enters the environment through questions and probing.
Although this study focused on only one member of a family (i.e., the daughter),
the purpose was to understand how the family or the primary environment with which the
child comes into contact has affected the daughter and may continue to affect her in her
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leadership roles and styles in 1:ier adult life.
Five specific research questions were raised in the investigation of the Female
Adult Children of Alcoholics and Their Leadership Styles:
Research Question 1: What personality characteristics tend to be held by female
adult children of alcoholics?
There appeared to be a similarity in high school activities and involvement in:
music, art, sports, writing, being class officers, cheerleading, and being team captain.
Although when answering question fifteen on the Children of Alcoholics Statistical Test
(C.A.S.T.) (Jones, 1981), "have you ever withdrawn from and avoided outside activities
and friends because of embarrassment and shame over a parent's drinking problem?",
three answered "yes" and three answered "no." While in school, three of the six women
experienced anxiety and did not like structure. According to question six on the TaskPerson Questionnaire (TP-Q) (Pfeiffer & Jones, 1974), "I would most likely act as the
spokesperson of the group," four of the six women enjoyed being in control through
various types of leadership. All six of the women always had the desire to achieve,
were responsible, and felt that humor played a big role in survivorship. All of the women
were successful in academics. Even though five out of the six women struggled with a
lack of self-confidence and self-esteem as children, as indicated by question four on the
TP-Q (Pfeiffer & Jones, 1974), as leaders" they would permit the members to use their
own judgment."
When answering question eighteen on the C.A.S.T. (Jones, 1981), "have you ever
felt that a problem drinking parent did not really love you?" a common thread among five

75

of the six women was that they knew their parents loved them and had confidence in
them. Although they were the caregivers, they were able to set their own
boundaries and limits. All of the women felt that they could hold their own and were
able to take a stand for their rights, and would not allow others to take advantage of
them.
As indicated by question twenty two "did you ever think your father was an
alcoholics?" (C.A.S.T.) (Jones, 1981), all of the fathers were alcoholic in the family, and
all but one were described by their daughters as loving and caring. They knew that their
fathers had high expectations of them and related happy memories with their fathers.
The ideas of the roles reported were significant in the findings as five of the six
women began as the Hero, moving on to the Lost Child and reverting back to the Hero. ·
It was the common opinion of all six women that the roles of Hero, Mascot,
Scapegoat, and the Lost Child were all interchangeable at various junctures of family life.
Five of the six women had one to three very close friends who they enjoyed
being with during and after school. They did not form close relationships until high
school and college.
The six women in this study said that they did not speak to anyone about the
alcoholism in their families. They did not identify it as being anything other than normal.
Once out of the home, they were able to share their experiences with family, friends and
counselors.
It was a common opinion of the women that being a female adult child of an
alcoholic allowed them to be empathetic, non-judgmental and able to view things in a
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holistic manner.
Research Question 2: How have perceived negative personal characteristics of
female adult children of alcoholics been transformed into positive leadership roles?
Five of the six women agreed that they have made considerable changes and been
able to tum the negatives of the characteristics such as: isolation, powerlessness,
being withdrawn, and a troublemaker into positive leadership roles. Three of the six
women experienced fear and did not like conflict, (C.A.S.T.) (Jones, 1981), but are now
able to listen and facilitate change (TP-Q) (Pfeiffer & Jones, 1974).
Four of the six woman did not feel that their homes were not normal because to
them, being accustomed to confusion, arguing and taking on responsibilities was just a
part of their home environment.
As indicated in question six, "I would frequently let the members do their work
the way they think best," TP-Q (Pfeiffer & Jones, 1974), all of the women enjoyed the
responsibility of being in charge, having control, and would encourage others around
them to be the best they could be.
Some of the women felt a need to be in control of their lives because coming
from an alcoholic family, there is very little control.
Research Question 3: How have female adult children of alcoholics used their
personal characteristics to their benefits as leaders?
Four of the six women answered question number two, "I would frequently allow
members complete freedom in their work," (TP-Q) (Pfeiffer & Jones, 1974) It was the
common opinion of the six women that they are able to shift negative circumstances into

77

positive by gathering people together to talk and listen. Even though two of the six
women felt the need to be friends with their employees, four of the six recognized the
line that divides leadership and friendship. They did not become involved with personal
situations, but led through example and conciliation. Five of the six women felt that a
sense of humor and fun played a role in effective leadership.
Even though five of the six women as children "experienced feeling sick, cried, or
had a "knot" in their stomachs after worrying about a parent's drinking," (C.A.S.T.)
(Jones, 1981), five of the women felt they were motivators, and words and phrases such
as "tenacity," "lack of intimidations,"" accomplishments" and "encouragement'; were
used often by the women in this study. In general, hope and interaction were words that
reflected the common sentiments of the women.
Research Question 4: What contextual factors have influenced the development
of leadership qualities in female adult children of alcoholics?
Five of the six women were given the opportunity to speak with their parent(s)
regarding school, friends and life choices. The love shown by the parents were
evidenced by the constant reminders that their parents did the best they could with what
they knew, and everyone makes mistakes. According to the answers given on the
C.A.S.T. (Jones, 1981), five of the six women were very accepting of their childhood and
adulthood, not questioning that it was different than anyone else's.
All of the women's fathers were in leadership or business roles in their
communities. The women observed the various styles ofleadership and brought those
styles into their own.
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Five of the six women started work at the age of sixteen where their
responsibilities took on an extension of their family life.
All six women participants felt that mentors were valuable in building
their self-esteem and confidence. They also agreed that their mentors who were teachers,
extended family members, coaches, and parents of their friends did not judge them,
but encouraged them to be the best they could be.
Research Question 5: What recommendations could be made to female adult
children of alcoholics about using their personality characteristics to become leaders?
The finding that was a significant correlation between being a female adult
child of an alcoholic and using their personality characteristics in becoming leaders
was that five of the six felt that being an adult child of an alcoholic made them feel that
they had opportunities to grow because of their responsibilities (TP-Q) (Pfeiffer & Jones,
1974). All of the women also mentioned the resiliency of the human spirit, and the
importance of leaving the past in the past and that looking to the future is much more
important.
Being a female adult child of an alcoholic permits a person to get to know herself.
Women have to see themselves as being capable ofleadership and capable of
respecting their own abilities. It is important for a person to be honest with herself, to
recognize her own gifts and shortcomings, and to accept them.
The women expressed the fact that believing in yourself and looking for guidance
from other people will move a person forward in her leadership styles. They also felt that
women need to share their experiences and want to help other people, and that the only
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way a person makes herself stronger is by helping others.
Additional comments that some of the women made include:
"Good things come out of being a female adult child of an alcoholic, and it really
helps you to become a leader."
"Determination contributes to successful leadership."
"As much as you think you may fail, you won't, it always seems like it works

out."
"Don't ever give up on yourself or the profession you choose."
"Keep working through tough decisions."

Summary of Findings

The women participants were asked to answer The Task-Person Questionnaire
(Pfeiffer & Jones, 1974) which de~cribed some aspects of leadership behavior according
to the way in which they would be most likely to act if they were the leader of a work
group.
Respondents were asked to answer the questions using the following format:

A= Always, F = Frequently, 0 = Occasionally, S = Seldom, and N = Never
Of the six respondents, four stated that they would frequently act as the spokesperson of
the group and two answered occasionally. Four of the six responded that they would
allow members complete freedom in their work, and two responded always. Four of the
six stated that occasionally they would encourage the use of uniform procedures, and two
responded frequently. Five of the six would frequently permit the members to use their
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own judgment in solving problems and one responded always. Three of the six would
seldom needle members for their greater effort, one occasionally, and two replied never.
Five of the six would let the members do their work the way they think best, and one
responded, always.

Five of the six would keep the work moving at a rapid pace and one

responded, occasionally. Five of the six would turn the members loose on the job, and let
them go to it, while one of the six responded, occasionally. Four of the six would settle
conflicts when they occur in the group occasionally, and two answered, frequently. Four
of the six respondents answered never and would be reluctant to allow the members any
freedom of action, while two answered, seldom. Three of the six respondents answered
seldom to deciding what should be done and how it should be done, while two answered
occasionally, and one answered, frequently. Three of the six women said they would
seldom push for increased production while two answered occasionally, and one
answered frequently. Four of the six said they would frequently assign group members to
particular tasks, one answering always, and one answering, occasionally. Three of the six
women stated they would frequently be willing to make changes while two stated always
and one responded, seldom. Two of the six women would frequently schedule the work .
to be done, two of the six replied occasionally, one stated always and one, never. Of the
six women, three stated that they would refuse to explain their actions, two replied
seldom and one, frequently. When asked if they would persuade others that their ideas
were to their advantage, three answered, occasionally, two responded frequently and one,
seldom. Two of the six women stated they would frequently permit the group to set
its own pace, while two stated occasionally, one always, and one, seldom.
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There was very little difference in the self-reported leadership styles between the
six women especially in ten of the eighteen questions regarding the spokesperson of the
group, allowing members freedom in their work, encouragement, allowing workers to use
their own judgment and doing their work the best they could, keep the work going at a
steady pace, settle conflicts when they happened and assign members certain tasks.
There appeared to be some differences in opinion in allowing the group to set its'
own pace, and in persuading others that the leaders ideas were to the workers advantage.
The Children of Alcoholics Statistical Test (C.A.S.T.) (Jones, 1981) was
administered to the six women in the study. The questionnaire asked the respondents to
check "yes" or "no" to a set of thirty questions. The cutoff score of six or more "yes"
answers reliably identifies adult children of alcoholics (ACOAs). All six women were
identified as ACOAs with six being the lowest score, and twenty three being the highest
score.
According to the model formulated by Aburdene and Naisbitt (1992), the female
empowers by: reward, inviting others to speak out, motivates, and values creativity. She
also restructures by: change, connection, flexibility, being wholistic and systemic. She
teaches by: facilitating and teaching archetype. She acts as a role model. She is open by:
nourishing the environment for growth, reaching out and making information availability
and she asks the right questions.
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Comments/Recommendations to Future Researchers

As I reflect on the task of authoring my thesis, I have several recommendations
and comments for those who may find the process difficult. One of the most important
things to remember is "never throw anything away, because you may need the materials
for immediate or future reference." Make back up copies of everything you have on your
computer. My hard drive crashed, and I'm thankful I had made copies of my thesis.
For the researcher who will be using the qualitative approach, make sure that you:
1. Do a pilot study before you start your interview. If you don't, you may have
problems with the length of your interview (you may proceed too quickly or too slowly).
You may experience problems with the tape recorder, microphone, audio, and
background noises, and by practicing, you will eliminate problems before you start the
interview.
2. When you begin the interview process, always, always ask the same questions in
the same order and in the same way. Probing is very important, but most important, is
the consistency of the interview and the interviewer.
3. Put in the extra effort it takes to do a concise job when researching your review of
literature. You will meet and speak with authors whom you may never have known if
you hadn't taken the time to look them up or call them. (it's really exciting!)
4. Allow for personal emergency situations that may happen. There were times when I
didn't know if I would ever finish my thesis.

5. Don't be afraid to ask questions and utilize the expertise of the people who can help
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you.
6. Give yourself credit and a pat on the back. This is truly an experience to be savored.
I encourage you not to give up, for it is only when you can write MS after your name that
you will realize what you have accomplished in your own time and in your own way.

Recommendations for Further Research

The potential for further research in areas related to this study is immense. The
directions research could take are virtually limitless.
Studies could be done looking at the differences between the self-reported
leadership of female adult children of alcoholics and their leadership styles and the
leadership styles of female adult children of alcoholics as reported by their subordinates.
Studies could be done to look at the differences between female adult children of
alcoholics and their leadership styles and females in leadership roles who are not adult
children of alcoholics in specific geographic areas.
This study was limited to looking at the effects of growing up in an alcoholic
household. There are many other kinds of homes (e.g., homes where there is abuse of
illegal drugs, compulsive overeating, and prescription drugs). Studies could be done
looking at other areas and their impact on leadership styles.
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APPENDIXA

C.A.S.T.
by John W. Jones, Ph.D.
Please check the answer below that best describes your feelings, behavior and experiences
related to a parent's alcohol use. Take your time and be as accurate as possible. Answer all 30
questions by checking either "Yes" or "No."
Sex: Male__ Female__ Age__
Yes
No
Questions

1. Have you ever thought that one of your parents had a drinking problem?
2. Have you ever lost sleep because of a parent's drinking?
3. Did you ever encourage one of your parents to quit drinking?
4. Did you ever feel alone, scared, nervous, angry, or frustrated because a parent
was not able to stop drinking?
5. Did you ever argue or fight with a parent when he or she was drinking?
6. Did you ever threaten to run away from home because of a parent's drinking?
7. Has a parent ever yelled at or hit you or other family members when drinking?
8. Have you ever heard your parents fight when one of them was drunk?
9. Did you ever protect another family member from a parent who was drinking?
10. Did you ever feel like hiding or emptying a parent's bottle of liquor?
11. Do many of your thoughts revolve around a problem drinking parent or
drinking parent or difficulties that arise because of his/her drinking?
12. Did you ever wish that a parent would stop drinking?
13. Did you ever feel responsible for and guilty about a parent's drinking?
14. Did you ever fear that your parents would get divorced due to alcohol misuse?
15. Have you ever withdrawn from and avoided outside activities and friends .
because of embarrassment and ·shame over a parent's drinking problem?
16. Did you ever feel caught in the middle of an argument or fight between a
problem drinking parent and your other parent?
17. Did you ever feel that you made a parent drink alcohol?
18. Have you ever felt that a problem drinking parent did not really love you?
19. Did you ever resent a parent's drinking?
20. Have you ever worried about a parent's health because of his/her alcohol use?
21. Have you ever been blamed for a parent's drinking?
22. Did you ever think your father was an alcoholic?
23. Did you ever wish your home could be more like the homes of your friends who did
not have a parent with a drinking problem?
24. Did a parent ever make promises to you that he or she did not keep because of
drinking?
25. Did you ever think your mother was an alcoholic?
26. Did you ever.wish that you could talk to someone who could understand and help
with alcohol-related problems in your family?
27. Did you ever fight with your brothers and sisters about a parent's drinking?
28. Did you ever stay away from home to avoid the drinking parent or your other
parent's reaction to the drinking?
29. Have you ever felt sick, cried, or had a "knot" in your stomach after worrying about
a parent's drinking?
30. Did you take over any chores and duties at home that were usually done by a parent
before he/she developed a drinking problem?
_TOTAL NUMBER OF "YES" ANSWERS.

Copyright 1981 by
John W. Jones, Ph.D.

Family Recovery Press
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APPENDIX B
DEMOGRAPHIC INFORMATION QUESTIONNAIRE

NAME

---------------------

ADDRESS- - - - - - - - - - - - - - -SEX- - CITY
STATE_ _ZIP_ __
TELEPHONE - HOME
WORK- - - - YOUR AGE: 20-29
30-39
40-49
50-59
60-69
SIBLING INFORMATION
Were you: (circle one) - The only child One of several children Adopted
If you were one of several children, were you: (circle one) .
Oldest Middle child Youngest Other (Please describe): _ _ _ __

PARENT INFORMATION
What was your father's occupation?_ _ _ _ _ _ _ _ _ _ _ __
What was your mother's occupation?_ _ _ _ _ _ _ _ _ _ _ __

MARITAL STATUS
Please indicate your current marital status.
_ _Single
·_ _Engaged

Married
_ _Separated

Divorced
Widowed

If applicable, have you had any other marriages?_ _ _ _ _ _ _ __

JOB STATUS
Please list in sequence your career path beginning with your first leadership position.
Include the number of years you held each position, your age when you started each
position and your reasons for leaving the job market.
Position

Start Date

Age

End Date
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CURRENT JOB INFORMATION
What was the primary reason for your most recent change in employer? Please
check only one below.
_ _ l.
_ _2.
_ _3.
4.
_ _5.

Actively sought to change.
Have never changed employers.
Opportunity opened up.
Was offered the change without requesting it.
Other (please specify): _ _ _ _ _ _ _ _ _ _ _ _ _ __

In your opinion, what factors were most helpful in being selected for your current
position? Please check all the appropriate factors that apply.
_ _ 1.
2.
3.
_ _4.
_ _5.
6.

Previous experience
Credentials
Attitude
Help from a mentor
Recommendation of influential person
Other (please specify): _ _ _ _ _ _ _ _ _ _ _ _ __

Thank you for your time and help.
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APPENDIXC
INTERVIEW QUESTIONS

I. Please think back to your earliest recollections or memories about growing up in your
family. Tell me about them. Think back as far as you can.
2. Do you have any brothers or sisters? What are their ages? While growing up, how
did you get along with them? At the present time, what type of relationship do you have
with them?
3. Please tell me about the relationship you had with your mother and father. If you
have pleasant memories of the relationship, what circumstances made it pleasant?
If you had unpleasant memories of the relationship, what circumstances made it
unpleasant?
4. Did you think that your parent(s) might have a problem with alcohol? If you can,
please describe that to me. What was your parent(s) like when he/she was drinking?
How did their drinking make you feel? Did the drinking bother you, or was it something
else? Please describe the behaviors that may have caused problems for you.
5. Please describe how your drinking parent interacted with you.
6. Please describe how you felt about having other people outside of your home
recognize that your parent had a drinking problem. Were you able to tell or talk to
anyone about your parents' drinking problem. If so, whom, and under what
circumstances?
7. Please describe yourself as a child? What made you sad? What made you happy?
Were you frightened about anything? Please describe the feelings that led to these
feelings?
8. Please describe your friendships when you were young. What did you do together?
Did you ever visit each other's homes?
9. How was school for you? What kind of a student were you?
10. Were you involved in school activities in elementary and high school? What kinds
of activities were you involved in?
11. Please tell me about the holidays, family gatherings, and celebrations when you were
growing up?
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12. Please describe what kinds of things you would do together as a family.
13. Please describe what kind of child you were in your family? Did you help around the
house? Tell me about the kinds of responsibilities you had around the house?
14. How would you describe yourself today?
15. Please describe what alcoholism means to you? How do you understand it?
16. What does being an adult child of an alcoholic parent( s) mean to you?
17. I will describe the roles played by the children in an alcoholic home. After I describe
them to you, please tell me what role(s) you played. The Family Hero (the child who
looks after everyone and everything, the responsible one, high achiever, eager to please,
successful, and the balancer). The Scapegoat (gets blamed for everything, does not do
well in school, trouble maker, involved in drugs, fights and defies authority). The Lost
Child (quiet, loner, poor student, pregnant at young age, anorexic/bulimic, avoids
conflict, and often goes unnoticed). The Mascot (humorist, class clown, joking and
avoids competition - takes focus off of alcoholic family by drawing attention upon
themselves). Please describe in detail, what role(s) you played.
18. Please describe what you would do when you were upset when you were growing up.
What situations in your family caused problems for you, and how did you deal with
them?
19. What inspired you to enter the field of leadership?
20. How effective are you as a leader?
21. What special experiences or individuals had an impact on your choice of leadership
as a career?
22. Did you have a mentor at any point in your life? How would you describe your
relationship with your mentor?
23. Why do you think you have been chosen for leaderships positions?
24. Do you see any relationships between your early family experience and your present
job or career?
25. What qualities, abilities, and skills do you possess that contribute to your success as
a leader?
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26. What factors in your life have been important in the establishment and maintenance
of your leadership career?
27. There are several types of leadership styles. After I describe some of them to you,
please describe and discuss what style ofleadership you prefer. Are you the sole decision
maker? Would you prefer to made decisions and give orders? Do you prefer joint
decision making and sharing of control? Please describe. Why do you prefer your style
of leadership style?
28. What advice would you give to female adult children of alcoholics who are aspiring
to become leaders?
29. Is there anything else that you wish to add that may be important to this study?
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APPENDIXD

TASK-PERSON QUESTIONNAIRE

Directions: The following items describe some aspects of leadership behavior.
Please respond to each item according to the way you would be most
likely to act if you were the leader of a work group. Circle whether
you would be likely to behave in the described way.
A=Always
S = Seldom

F = Frequently
N=Never

0 = Occasionally

1. I would most likely act as the spokesperson of the group

AFOSN

2. I would allow members complete freedom in their work.

AFOSN

3. I would encourage the use of uniform procedures.

AFOSN

4. I would permit the members to use their own judgment in
solving problems.

AFOSN

5. I would needle members for greater effort.

AFOSN

6. I would let the members do their work the way they think
best.

AFOSN

7. I would keep the work moving at a rapid pace.

AFOSN

8. I would turn the members loose on the job, and let them
go to it.

AFOSN

9. I would settle conflicts when they occur in the group.

AFOSN

10. I would be reluctant to allow the members any freedom
of action.

AFOSN

11. I would decide what shall be done and how it shall be
done.

AFOSN

12. I would push for increased production.

AFOSN
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Leadership Behavior
Page Two (Continued)
A=Always
S = Seldom

F = Frequently
N=Never

0 = Occasionally

13. I would assign group members to particular tasks.

AFOSN

14. I would be willing to make changes

AFOSN

15. I would schedule the work to be done.

AFOSN

16. I would refuse to explain my actions.

AFOSN

17. I would persuade others that my ideas are to their advantage.

A F O S N

18. I would permit the group to set its own pace.

AFOSN
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