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ABSTRACT
Few studies have examined lawyer leaders. However, previous reseairutidesed
that effective leaders tend to score high in emotional intelligence. fTilg imvestigated
the emotional intelligence of general counsels and their beliefs aboutsleadsaf
millennial lawyers. Emotional intelligence was assessed using thedbaouotient
Inventory (EQ-i; Bar-On & Handley, 2003). Participants’ total mean EQ-i sgase
nearly identical to that of a normative sample (Bar-On, 2004a) but the currgiésam
scored significantly higher in positive impression, assertiveness, indepenaetctress
tolerance. In the current sample, males scored significantly higher thateein
independence, empathy, adaptability, reality-testing, and flexibility. v@rage,
respondents believed (but not strongly) that millennial lawyers learn ditfietaan
lawyers of previous generations and that emotional intelligence andradesgerial
approach can enhance leadership of millennial lawyers. Nevertheless, arhegitqye
reported that their companies had not made specific plans to accommodate thg learnin
differences of millennial lawyers. There was a significant negatiuelation between
respondents’ belief that training in emotional intelligence would help them lead mor
effectively and both age and number of years practicing law. There wassagifigant
negative correlation between endorsement of the Socratic method of teaching law
students and number of years practicing law (but not the respondent’s age)sihipader
coaching/training and number of direct reports both showed significant positive
correlations with company plans to accommodate the learning differences of the

millennial generation.



CHAPTER 1: Introduction

This chapter provides an overview of this study of the emotional intelligence of a
group of general counsels (lawyers in leadership positions). The chaptesessthes
background of the research problem, the study’s purpose, the research pitedlem,
research questions, the study’s importance, assumptions, limitations, andodefioiit
terms.

Background of the Problem

Increasingly, people are influenced by modern technology, which provides instant
access to information. Prensky (2001) has stated that members of the ntillennia
generation “think and process information fundamentally differently from their
predecessors” (p. 1). According to Pink (2006),itfiermation ageof the 20th century
stressed knowledge, whereas the 21st century is an increasingptual agé¢hat
stresses creativity, innovation, and compassionate action. Therefore, graaill
generation will need leaders who show those traits.

Heavy in visuals, modern technology also has led to greater right-brain
stimulation (Nurco & Lerner, 1999). Users of modern technology tend to mkiltitas
quickly shift their attention, and engage in shorthand communication (Prensky, 2001).
The Internet has also resulted in an explosion of social networking by electreans.
All of these trends affect lawyers, as they do individuals in other profes$yias.
(2007) comments, “The millennial generation brings new challenges to the werkplac
(p- 40). Lawyer leaders must be prepared to meet these challenges.

Effective leaders tend to score high in emotional intelligence, as reddsythe

Emotional Quotient Inventory (EQ-i; Bar-On & Handley, 2003). They show empathy,



flexibility, and social awareness (Bar-On & Handley, 2003). As statégldigman
(2005), “Emotional intelligence is a master aptitude, a capacity that projoaifeitts all
other abilities, either facilitating or interfering with them” (p. .88¢cording to Wong
and Law (2002), the “emotional intelligence of followers affects job padoce and job
satisfaction,” and “the emotional intelligence of leaders affects [fioowers’]
satisfaction and extra-role behavior” (p. 243).

Burns (1978) stated that the best leaders engage in transformational I@adershi
which “leaders and followers raise one another to higher levels of motivation and
morality” (p. 20). According to Bass (1990a), leaders influence, inspire, motivate
stimulate intellect, coach, and advise. Dare (2005) found that followers’ akpastof
leaders include aspects of emotional intelligence. Followers expectdd¢adwave
interpersonal skills, motivate others, be sensitive to others, and bedlexibl

Goleman (1998a) reported a positive correlation between the effecBvaines
business leaders and their emotional intelligence. In a study of 265 compaattives,
directors, managers, business owners, and consultants, Brown and Rollin (2004) found
that emotional-intelligence skills such as having a vision, building relationsimgs
developing people correlated more highly with leadership success than didneadditi
business skills such as external/market orientation, financial acumen, and planning.
Businesspeople have come to accept the importance of emotional intelligence in the
leaders and now use analysis of emotional intelligence as part of tivagrgrocess
(Goleman, 1998a, 1998b). To prepare students to be more effective in the business world,
business schools have incorporated components based on emotional intelligence into thei

curricula (Muir, 2007).



Although research has demonstrated a positive correlation between emotional
intelligence and effective leadership, the emotional intelligencengklialeaders has
received little study (Elliot, 2011). The practice of law tends to promote laift-br
abilities (e.g., argumentation, deduction, and memorization of facts) rathergh@n ri
brain abilities such as emotional sensitivity and empathy (Bar-On & Harlle3; Pink,
2006). Hence, leaders of millennial lawyers may need to engage in more aught-br
thinking (Orrell, 2008). Generally, lawyers manage cases and contrastsigsas a
leader requires social and emotional skills. Goleman (2000) notes, “Leadarciease
their capacity to lead by understanding which emotional intelligence centoet
underlie the leadership styles they are lacking and work to develop them” (p. 90).

With an increasingly complicated global environment blending business,
government, public policies, there will be a greater need for leadership indhe leg
profession. Most law schools do not include any leadership courses in their curricula
(Polden, 2008). Moreover, law professors tend to use the Socratic method of instruction.
Socratic style teaching was initiated by Socrates’ desire to enkaosgedge for both
the student and the teacher through dialogue to build self confidence (Bobbitt, 2008).
Socratic teaching is still used in many educational curricula such as phipsoph
mathematics and ethics. However, research indicates that it has had noasighénefit
as a pedagogical tool for teaching critical thinking (Mertz, 2007). The most common us
of Socratic teaching is in American Law Schools. Socratic teachingasligon in
American law schools that dates back to thB déntury. Law schools generally have

thus far have resisted the need to change that model (Rogers, 2007).



Plato, challenged by his mentor’s confrontational style depicted in many of
Plato’s Dialogues raises the issues of the constricted teaching fufr®atrates. Despite
many of its constrictions in allowing people to include their own beliefs in the hegarni
process, Socratic styled teaching is still preferred in American lagokc(Sullivan,
Colby, Wegner, Bond, & Shulman, 2007).

This method enhances critical thinking but does not develop emotional
intelligence (Sullivan et al. 2007). Legal education discourages thiéogewnt of
compassion and empathy (Guinier, Fine, & Balin, 1997). Noting that data indicate
lawyers are “psychologically and behaviorally more challenged in achiessodfs”

(Muir, 2007, para. 9) than in most professions , Muir (2007) considers it problematic that
lawyers receive little training in emotional intelligence eitheichbsl or on the job.

Hay Group researchers conducted a qualitative study of leadership charesteris
of 33 lawyers in leadership positions at law firm (as cited in “Case foydis,” 2005).
They found that the best leaders were less directive, employingladlesituation-
specific approach. Snyder, head of Hay Group’s Leadership Developmentd acti
New York, stated, “The best partners were far less likely than their foeleespacesetters
or directive—perfectionists who set unattainable goals, micromanage, and harg
time letting go of tasks that would be better handled by associates” (ad qut@ase
for Lawyers,” 2005, para. 7). The study found that a directive style was the dominant
style of lawyer leadership, and the lawyer leaders generallyipezelirective style as
effective leadership in critical, high-risk situations.

Recognizing lawyers’ lack of social and emotional skills, Brand, dean of the

University of San Francisco School of Law, noted that society needs lawtyersan



empathize, can persuade, and “have the courage to do the right thing” (as gjuoted i
Slater, 2008, para. 6). The Caliper Profile assesses personality &iats, potential, and
employment motivation. Using the Caliper Profile, Richard (2005) studied over 1,000
lawyers in senior management positions. The study found that the more sudaessr
leaders scored significantly higher than their colleagues on emotrdabilgience traits
such as empathy and ego drive (the need to persuade others to agree with them).

According to Daicoff (1997), lawyers typically are dominating, competianel
defensive and convey a sense of superiority. Richardson (2007) has statedytrst la
often have trouble trusting, collaborating, and following others. Using the MByieigs
Type Indicator, which assesses personality type, Stephens (n.d.) found thawwyest la
fall into the category of thinkers/judgers. Individuals in that categorarfikstimated
62% of management positions. Lawyers tend to manage, rather than lead, people; the
tend for focus on rhetoric and legal maxims rather than being in the people business
(American Bar Association, 1992). Bennis (2009) describes a manager as “one who
administers, relies on control, has a short-range view, and asks how and when versus a
leader, who innovates, inspires trust, has a long-range perspective, and asksiwha
why” (p. 143).

A study of law students found then when asked to weigh a set of values from the
client’s perspective, they ranked expertise highest and weighted thésdbesitinterest
third out of five choices (Gerdy, 2008). Empathy and compassion are not considered a
priority to most lawyers; they view the practice of law in a factual dgioa void of

emotions (Barkai & Fine, 1982).



Lawyer leaders who are not emotionally intelligent may not be able tdiedigc
lead millennial lawyers. Profession socialization experiences that fmpathy and
compassion can facilitate increased emotional intelligence skilla¢Buirby, Carline,
Root, & Larson, 1999). Fortunately, according to a longitudinal study of the Weaditer
MBA program where emotional intelligence improved by 50% at the end of a seaen ye
period (Boyatzis, Cowan, & Kolb, 1995) and Goleman (2005), emotional intelligence can
be. However, more research is needed to assess lawyers’ emotigtigemte,
determine the factors that influence it, and ascertain how to increase it.

Purpose of the Study

The purpose of this study was to measure the emotional intelligence oflgenera
counsels in leadership positions to determine what, if any, emotional-iatedgkills
they need to learn to optimize their leadership of millennial lawyers. Bessament
instrument was the EQ-i, designed by Bar-On (2004a). The EQ-i can be used to
determine an employee’s emotional health. It comprises five subseglagrgpersonal
(self-awareness and self-expression), (b) Interpersonal (sociareagarand interaction),
(c) Stress Management (emotional management and control), (d) Adap{abéihge
management), and (e) General Mood (self-motivation). As defined by Bar-Oraj2004
emotional intelligence consists of 15 subsets: self-regard, emotidihahseeness,
assertiveness, independence, self-actualization, empathy, social resipgnsibi
interpersonal relationships, stress tolerance, impulse control, realihgtdékexibility,
problem-solving, optimism, and happiness.

In the current study, EQ-i scores of surveyed lawyer leaders were @mhipar

EQ-i normative scores (Bar-On, 2004a). A demographics/leadership sueatgdfor



this study included questions about leadership beliefs on leadership and the need for
emotionally intelligent leaders of the millennial lawyer. The studyrexed the extent to
which emotional intelligence differed based on age, gender, industry, numlsarsf y
working as a lawyer, size of the lawyer’s staff, whether the lawgdmreceived
leadership training or coaching, and the lawyer’s beliefs regarding hsiwodead
millennial lawyers.
Problem Statement
To effectively lead millennial lawyers, general counsels (lagvyreteadership
positions) need emotional intelligence. Millennial lawyers differ framyers of earlier
generations in significant ways. The traditional view that lawyers cateotnate solely
on left-brain skills will not adequately serve lawyers of the 21st century. Predatas
indicate that lawyers tend to have inadequate emotional intelligencédeictivas
leadership. However, emotional intelligence in lawyers has received tittdian.
Research Questions
This study focused on the following research questions:
1. To what extent do the current sample’s mean EQ-i scores differ from thdee of t
EQ-i normative sample?
2. Are the mean responses to particular EQ-i survey statements reldted to t
respondent’s age and/or gender?
3. What do participants’ responses to questions about leadership indicate about their
view of leadership of millennial lawyers?
4. Are participants’ responses to questions about leadership related to their

demographic characteristics?



Importance of the Study

Leaders of millennial lawyers need emotional intelligence. Yet, treesdden
little research on lawyer leadership or the emotional intelligence gelawThus, the
current study helps to fill a gap in the literature. The study focused on gemanaets
because they are typically in leadership positions. Surveying them foioaaio
intelligence provided baseline data on a core group of lawyer leaders. Tyis stud
findings indicated a gap between the current leadership skills of laagdrthe skills
needed to lead millennial lawyers (whether in-house or outside). Closing thallgap
require that lawyer leaders adopt a more transformational leadershipystykahs of
increased emotional intelligence. This study will increase awarenéss néed for right-
brain skills among lawyers in leadership positions.
Assumptions

This study entails several underlying assumptions. First, the genaraleds who
participated in this study were representative of lawyer leadezsn&ethe participants’
answers were honest and sufficiently accurate. Third, lawyers wbmsss sndicate more
emotional intelligence are better prepared to lead millennial lawyesth, the
researcher assumed particular workplace needs of millennial lawyedsdraprevious
research.
Limitations

This study also involved several limitations. Although Participants veexdomly
selected they came from a selected pool of general counsels registére Southern
California, San Diego, or Sacramento chapters of the Association of CorportateeC

(ACC) and currently serving in a leadership position were invited to [pateciLawyers



in other locations, in other types of leadership positions, or not in leadership positions
were excluded from the study. Therefore, this study tested only a selectafdawyer
leaders. As more millennial lawyers enter the workforce, new workf@tzenday

indicate different needs.

The EQ-i, used in this study, relies on self-report. Bar-On (2004a) cautions that
psychopathic behaviors can lead to invalid EQ-i results and that narcissistiziors can
skew results. However, Bar-On (2004b) states that the EQ-i has a malr@ation
factor that adjusts the scale scores based on the [tendencies] toward ¢edgyesitive
or negative responding. This factor detects test sabotaging and in¢heasestrument’s
accuracy by reducing the distorting effects of social response bias. Gt@iplaa was
used to examine the internal consistency of the EQ-i to determine its rglidkhie
average internal consistency coefficient of .76 indicates very good ligliéBar-On,
2004b).

Definitions of Terms

The following definitions specify the meaning of important terms as used in this
dissertation.

Emotional intelligence*an array of noncognitive capabilities, competencies, and
skills that influence one’s ability to succeed in coping with environmental deraadds
pressures” (Bar-On, 2004a, p. 14).

General counsela member of the Southern California, San Diego, or Sacramento
chapters of the ACC whose position title is General Counsel, AssociagealbEounsel,
Deputy General Counsel, or Assistant General Counsel.

Lawyer leadera general counsel or other lawyer in a leadership position.
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Millennial lawyer. a Canadian or U.S. lawyer born in the late 1970s or early
1980s and therefore a member of the millennial generation, also called “Generation Y
(Howe & Strauss, 2000; Sweeney 2005).

Normative sampteBar-On’s (2004a) EQ-i sample represents 3,831 North
Americans, 48.8 males, 51.2 females, 79% Caucasian, 50% with high school and some
college (only 9% have advanced degrees), and 72.5% between the age of 20-49.

Transformational leadera leader who motivates and inspires; is empathic and
self-aware; understands the needs of her or his followers; can adapt hiseadieship
style to the situation; and makes limited use of coercive, authoritativesseddaire
leadership styles.

Summary

Effective leaders tend to score high in emotional intelligence, as meagutez b
EQ-i (Bar-On & Handley, 2003). They demonstrate empathy, flexibility, anighls
awareness (Bar-On & Handley, 2003).

Lawyers receive little training in emotional intelligence eitheschool or on the
job (Muir, 2007; Sullivan et al. 2007). In general, they may have inadequate emotional
intelligence to be effective leaders (Daicoff, 1997; Muir, 2007; Richardson, 2007;
Stephens, n.d.). Having grown up in the Internet age, millennial lawyers bring tiew ski
and ways of thinking to the workplace (Pink, 2006; Prensky, 2001; Tyler, 2007). To
effectively lead millennial lawyers, general counsels and other lavilydeadership
positions must have emotional-intelligence skills. These skills can be developed

(Goleman, 2005).
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However, the emotional intelligence of lawyer leaders has receivedtiits.
To help fill the gap in the literature, the current study focused on the emotional
intelligence of a group of general counsels. EQ-i scores of surveyed l@aglers were
compared to EQ-i normative scores (Bar-On, 2004a). The study examined possible
associations between emotional intelligence and each of the followingyeagter,
industry, number of years working as a lawyer, beliefs regarding how beatto
millennial lawyers, size of the lawyer’s staff, and whether the langeréceived
leadership training or coaching. The findings should prove useful in efforts tasecre

lawyers’ emotional intelligence.
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CHAPTER 2: Review of Literature

This chapter reviews the literature most relevant to the current $tuliscusses
the concept of emotional intelligence, the assessment of emotional artedlicga possible
association between gender and emotional intelligence, and the importance ohamoti
intelligence. The chapter also discusses the definition of leadershipentifityles of
leadership, emotional intelligence in relation to leadership, the chasticteof the
millennial generation, and lawyer leaders.
Concept of Emotional Intelligence

In 1920 Thorndike formally introduced the concept of social intelligence, which
he defined as the “ability to understand others and to act or behave wisely amrielati
others” ( p. 228). Similarly, Gardner (1993) recognized the importance of intampérs
intelligence (the ability to recognize others’ needs, goals, and motivasinds)
intrapersonal intelligence (the ability to recognize one’s own feelings atidations).

Salovey and Mayer (1990) developed the first model of emotional intelligence,
which they defined as “the ability to monitor one’s own and others’ feelings and
emotions, to discriminate among them and to use this information to guide one’s thinking
and actions” (p. 189). They divided emotional intelligence into three domains: (a)
appraisal and expression of emotion in oneself and others (the ability to elgcurat
perceive one’s own emotions, read others’ facial and body language, and respond with
empathy; (b) regulation of emotion in oneself and others (based on past exjgetience
ability to regulate moods and avoid negative moods); and (c) use of emotional
intelligence to solve problems (the ability to be more flexible in planning, think

creatively, and be highly motivated to achieve one’s goals). In contrast, &0(@805)
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divided emotional intelligence into five domains: “knowing one’s emotions, magagin
emotions, motivating oneself, recognizing emotions in others and handling relgaginshi
(p. 43).
Mayer and Salovey (1997) further developed their model, incorporating particular
emotional abilities and adding the concept of feelings. The result was a coaditing
of four branches. The first branch comprises perception, appraisal, and expression of
emotion. It includes the ability to (a) identify emotion in one’s physicalstégelings,
and thoughts; (b) identify emotions in other people, designs, artwork, etc., through
language, sound, appearance, and behavior; (c) express emotions accuratglyesmsd e
needs related to those feelings; and (d) discriminate between accurate amciaaoc
honest and dishonest, expressions of feeling (Mayer & Salovey, 1997, pp. 10-11).
The second branch is emotional facilitation of thinking. This branch involves the
following: (a) emotions prioritize thinking by directing attention to important
information; (b) emotions are sufficiently vivid and available that they can beagede
as aids to judgment and memory; (c) mood swings change the individual's perspective
from optimistic to pessimistic, encouraging consideration of multiple points\of wied
(d) emotional states differentially encourage specific problem-solypgaches, as
when happiness facilitates inductive reasoning and creativity (Mayelo$eya 1997,
pp. 10-11).
The third branch entails understanding and analyzing emotions—that is,
employing emotional knowledge. It includes the ability to (a) label emoéinds
recognize relations among the words and among the emotions, such as the relation

between liking and loving; (b) interpret the meaning of emotions with regard to
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relationships, such as the sadness that often accompanies a loss; (c) undergi@xd com
feelings, such as simultaneous feelings of love and hate or emotional hlehds awe

(a combination of fear and surprise); and (d) recognize emotional transitiohss

from anger to satisfaction or shame (Mayer & Salovey, 1997, pp. 10-11).

The fourth branch is reflective regulation of emotion to promote emotional and
intellectual growth. It includes the ability to (a) stay open to feelingsther pleasant or
unpleasant; (b) reflectively engage or detach from an emotion, dependingualyéd |
usefulness or informativeness; (c) reflectively monitor emotions ingel&ti oneself and
others (e.g., recognize how clear, typical, influential, or reasonable #eywad (d)
manage emotion in oneself and others by moderating negative emotions and enhancing
pleasant ones, without repressing or exaggerating the information they may convey
(Mayer & Salovey, 1997, pp. 10-11).

Assessment of Emotional Intelligence

Mayer, DiPaolo, and Salovey (1990) performed the first empirical assessment of
emotional intelligence. Mayer, Salovey, and Caruso (2000) later developed the
Multifactor Emotional Intelligences Scale, which they modified into thgevi&alovey-
Caruso Emotional Intelligence Test (MSCEIT). The MSCEIT includeskoci
competencies.

There are two other widely used measures of emotional intelligence: the
Emotional Competence Inventory (ECI; Goleman, 2005), which is outcome-oriented, and
the EQ-i (Bar-On, 2004a), which is process-oriented. Bar-On (2004a) defiotismeal

intelligence as “an array of noncognitive capabilities, competencidsslalls that
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influence one’s ability to succeed in coping with environmental demands and préssures
(p. 14).

This study employed the EQ-i (Bar-On, 2004a). A self-report instrument that
measures emotional and social intelligence, the EQ-i is based on 19 yessanth by
Bar-On (2000). It has been tested in over 10,000 studies on over 85,000 individuals
worldwide. The EQ-i is the first validated and most widely used measure abaaiot
intelligence. A mean score of around 100 on each of the composite scales indicates
average emotional intelligence (Bar-On, 2000). Improving individual subscaksscor
typically improves overall score (Bar-On, 2004b). However, Bar-On (2004bpoauti
that an individual who obtains a high score on the EQ-i is not necessarily emgtionall
intelligent or emotionally and socially healthy; pathological conditionssseciated
with extremely high scores.

The EQ-i:133 for Canadian and U.S. respondents was developed from a
normative database of approximately 4,000 Canadian and US participantsn(Bar-O
2004b). Overall scores do not significantly differ based on gender, however, individual
subscale scores did vary based on gender (Bar-On, 2004b). Females seem to have
stronger interpersonal skills, self-awareness, and empathy. Malescskersttonger in
intrapersonal skills, adaptability, stress management, self-regard, indepenpi®blem
solving, flexible and optimism. Older individuals tend to score higher, suggesting that
emotional and social intelligence increase with age (Bar-On, 2004a). For rangtive
guideline of EQ-i scale scores, see Appendix A.

The EQ-i:133 consists of 133 five-point response scale whose answers range from

1 (very seldonor not true of mgto 5 (very often true of mer true of m¢. The
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instrument is intended for individuals at least 16 years old. It is writtarsiath-grade
reading level and, on average, takes 40 minutes to complete (Bar-On, 2004a).-The EQ
I:125 is a shortened version that omits the eight negative-impression-scaierguasd

is intended primarily for the corporate sector (Bar-On, 2004a). Althouglassumed

that the EQ-i:125 meets the standards of the EQ-i:133, it has not been independently
validated (Bar-On, 2004b).

The EQ-i has five EQ composite scales that assess general areasgths and
weaknesses and a total of 15 subscale components that provide a generannoficati
coping abilities and present functioning. The Intrapersonal Self-Awarene 3eH-
Expression scale comprises five subscales: Self-Regard (accpetedyving,
understanding, and accepting oneself), Emotional Self-Awareness (beirgavand
understanding one’s emotions), Assertiveness (effectively and conattyexpressing
one’s emotions and oneself), Independence (being self-reliant and freetafrer
dependency on others), and Self-Actualization (striving to achieve persotsaagda
actualize one’s potential).

The scale of Interpersonal Social Awareness and InterpersonabRgihapis
consists of three subscales: Empathy (being aware of and understandingpéreweatl),
Social Responsibility (identifying with one’s social group and cooperatitigothers),
and Interpersonal Relationships (establishing mutually satisfyiagaie$hips and
relating well with others). The scale of Stress Management and Emd#analgement
and Regulation comprises two subscales: Stress Tolerance (effeatigalgrastructively
managing emotions) and Impulse Control (effectively and constructivelyotlorg

emotions). The Adaptability and Change Management scale consists of thiedesibs
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Reality-Testing (objectively validating one’s feelings and thinkirittp wxternal reality),
Flexibility (adapting and adjusting one’s feelings and thinking to new mihgf and
Problem-Solving (effectively solving problems of a personal and interpensatak).
The General Mood and Self-Motivation scale comprises two subscales:i€dptjbeing
positive and looking at the bright side of life) and Happiness (feeling contidnt wi
oneself, others, and life in general).
Gender and Emotional Intelligence

Findings are mixed as to whether men and women tend to differ in their degree of
emotional intelligence. In a study of managers, Mandell and Pherwani (2003) found that
women scored higher than men in emotional intelligence. Jausovec and Jausovec (2005)
examined EEG correlates of emotional intelligence in 28 Missouri undesages and
found no significant difference between males and females. In a Emgaesstudy by
Craig et al. (2009), females scored higher than males on empathy and on overall
emotional intelligence but lower on self-concept.
Importance of Emotional Intelligence

Goleman (1995) estimates that IQ contributes about 20% to an individual’'s
success, whereas emotional and social skills contribute about 80%. Severahstuelies
found that the impact of social and emotional intelligence is as powerful as that of
technical skills for career success (Goleman, 1998b). Emotional intellipasdeeen
associated with positive work outcomes and affects attitudes at work (Lopesl,Grew
Kadis, Gall, & Salovey, 2006). As will be discussed in a later section, emotional

intelligence also contributes to leadership ability.
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Definition of Leadership

People define leadership in different ways (Stogdill, 1974). However, it is
generally agreed that leaders inspire and motivate others to “achieveremcauoal”
(Northouse, 2007, p. 3). According to Bennis (2009), “Leadership evolves around vision,
ideas, direction, and has more to do with inspiring people as to direction and goals than
with day-to-day implementation” (p. 132). As expressed by Covey (2004), “tsaples
communicating to people their worth and potential so clearly that they are ingpseel t
it in themselves” (p. 639). Leaders inspire trust and foster talent (Covey, 2@4jivie
leaders are self-confident, motivated to lead and influence others; theMiagetey take
responsibility and take charge (Kirkpatrick & Locke, 1991). They adapt to the
developmental level of their followers (Hersey & Blanchard, 1993).

Leadership contrasts with management. Whereas leadership is about people,
management is about tasks. Leaders have followers and focus on effectivamaggem
have projects and focus on efficiency (Bennis, 2009). As expressed by Kotter (1999)
“The fundamental purpose of management is to keep the current system functioning, and
the fundamental purpose of leadership is to produce change” (p. 11). In an attempt to
bridge the gap between leadership and management, Mumford, Zaccaro, Harding, Jacobs
and Fleishman (2000) have offered a leadership model that includes technical skills
(proficiency in a specific activity or type of work), human skills (knowledfyand
ability to work with, people), and conceptual skills (ability to work with ideas and
concepts).

Styles of Leadership

Mumford, Zaccaro, and Lewin (as cited in Lewin, Lippit, & White, 1939), whose
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research is used by the U.S. Army, posited three leadership styles: au#tmoritar
(autocratic), participative (democratic), and delegative (givingregm). According to
Goleman, Boyatzis, and McKee (2002), a leader may alternate betwdeadgxship
styles: visionary, affinitive, coaching, democratic, pacesetting, and aading. This
section will discuss the following leadership styles: authoritarian, tecato,
transactional, servant, charismatic, and transformational.

Authoritarian leadership. Authoritarian leaders exert control; they want others
to seek their approval rather than take initiative. They give little or no pofagaback
and tend to take over when they think a task can be done better. Lewin et al. (1939)
showed that authoritarian leadership is less effective than either geatrtiei or
delegative leadership. Followers of participative leaders weselesluctive than
followers of authoritarian leaders but made contributions of much highenqualit
Goleman et al. (2002) found that habitually coercing people has a negéanteoafthe
work environment. Effective leadership is not the same thing as power or authority
(Riverstone, 2004).

Technocratic leadership. Pitcher (1999) has referred to “intense, determined,
uncompromising, hardheaded, cerebral and analytical” executives as “tetbhmr
32). In a study of executives, she found that technocratic executives belieyatthe
effective leaders, but their employees disagreed. Employees did not¢hmsideatic
leaders due to their lack of empathy and their inability to cultivate persglaabnships.

Transactional leadership. According to Burns (1978), transactional leaders
clearly define tasks and concisely explain how they want the tasks to beeelxecut

Followers carry out the tasks in return for a defined reward, be it material or
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psychological. The leader checks that the job is being done. As expressed bt Kotine
Lewis (1987), “Transactional leaders engage their followers in a relagposmutual
dependence in which the contributions of both sides are acknowledged and rewarded” (p.
649).

Dienesch and Liden (1986) believe that the exchange is not always even.
Similarly, Graen, Linden, and Hoel (1982) distinguish between high-quality and low
guality exchange relationships. High-quality relationships have an emat@mnponent;
they are based on a personal bond between leader and follower. Low-quatiionssips
lack emotional involvement and are based on business considerations such as pay and
work hours.

Bass (1990b) believes that transactional leadership promotes mediocatysée
it restrains creativity. Conger and Kanungo (1998) warn that leaders who foelysosol
rules and processes can stifle ideas and ways of thinking that are new to them. Burns
(1978) notes that transactional leaders can include intangibles such asardpecst
among exchangeable values in order to make an exchange more meaningful, but such
intangibles involve no concrete rewards and are therefore difficult to évalucuding
in terms of their effect on performance.

Howell and Avolio (1993) defined transactional leadership as a series of
exchanges and bargains between leaders and followers. In this model, fo caveos
motivated to do anything beyond what their leaders specify. According to Bass and
Avolio (1995), transactional leadership can include the following: (a) carttrrgward
(the leader contracts an exchange of rewards and rewards good padempon

completion of a task), (b) active management by exception (the leader svitiche
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deviations from rules and standards and takes corrective action), (c) passagement
by exception (the leader intervenes only if standards are not met), andgelfaise
(the leader abdicates responsibility and avoids making decisions).

According to Bass (1990b), modern transactional leaders focus on “initiating a
organizing work,” “accomplishing the tasks at hand,” “showing consideration for
employees,” and “satisfying the self-interests of those who do good work” (p. 20)
Modern transactional leadership is similar to “performance-based manafj@mteat
the leader does not take a subordinate’s individual strengths into account (Bass, 1990a)
Transactional leadership works best for followers whose work style ilsustmthat of
their leader and who are motivated by rewards (Bass, 1990b). Bass (1985) and Burns
(1978) believe that a transactional style is best used in a negotiatory or tc@htrac
situation.

Servant leadership. A servant leader “puts other people’s needs, aspirations, and
interests above their own” (Greenleaf, 1977, p. 13). Servant leaders exhibit vigime, ins
trust, and motivate followers to achieve their full potential (Greenleaf, 1977).

Charismatic leadership. Charismatic leaders are visionaries; through inspiration
and communication, they inspire others to achieve goals (Conger & Kanungo, 1998).
According to Conger and Kanungo (1998), they lead by means of four steps. First, they
articulate a vision that their followers can enthusiastically sharding to Senge
(1990), “A shared vision is a vision that many people are truly committed to, béicause
reflects their own personal vision” (p. 192). Second, charismatic leader$hetmmt
performance expectations and express confidence in their subordinatey, thereb

increasing their subordinates’ self-esteem and self-confidence éC@sgcited in
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Shamir, House, & Arthur, 1993). Third, charismatic leaders articulate and model their
values. Fourth, they reinforce innovative actions and behaviors. Recent study of leader
by Choi (2006) found that there are three core components of charismatic leadership,
envisioning, empowerment and empathy. Charismatic leaders stimulat®Htiogiefs’
need for achievement, affiliation and power.

Transformational leadership. Some researchers consider servant leadership and
charismatic leadership to be types of transformational leadership (Sttaahi1993).
Indeed, the concept of transformational leadership (Burns, 1978) was inspireddss/s1
(1977) theory of charismatic leadership. According to Burns (1978), transformational
leaders appeal to their subordinates’ higher ideals and encourage @ehtivns
(Burns, 1978).

Bass and Avolio (as cited in Felfe, Tartler, & Leipmann, 2004) have noted that
transformational leaders provide the following: (a) charisma/idealifkgbnce (they
provide vision and a sense of mission, instill pride, and gain respect and trust); (b)
inspirational motivation (they communicate high expectations, use symbols to focus
efforts, and express important purposes in simple ways); (c) intellectnalagton (they
promote intelligence, rationality, and careful problem-solving; and (d) indivickali
consideration (they give personal attention, treat each employee individoadh, and
advise).

Promoting feelings of self-worth in followers improves their performance
(Dansereau et al. 1995). Transformational leaders support their emplioyeksctual
and emotional needs (Northouse, 2007). Alston (2009) states, “Transformational leaders

improve followers’ accomplishments and success by influencing theessahd needs,
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motivating them to accomplish more than they considered possible”; “theytbaide
followers toward self development” (p. 28). Transformational leaderstagimdaurture
talent (Boisot, 1998; Teece, 1998).

Burns (1978) places transformational leadership at one end of the leadership
continuum and transactional leadership at the other. Similarly, Conger, Spsitter
Lawler (1999) see transactional leaders as similar to managers—stit@egmical skills
but lacking in transformational skills such as effective communication skillsetAzw
other researchers view transactional and transformational styles as memialey (Bass,
1990b; Waldman, Bass, & Yammarino, as cited in Bass & Steidlmeier, 1998). Whereas
transactional leaders tend to be strong on systems, structures, and ingtiemeiney
tend to be weak on providing vision and emotional and social stimulation to their
followers. According to Waldman et al., “The best leadership is both transfonakti
and transactional” (as quoted in Bass & Steidlmeier, 1998, para. 6).

The U.S. Army (1999) advocates transformational leadership and stipulates that
leaders adjust their leadership style to the situation and the individuals being led.
According to Bass (1990b), with training, leaders can learn to become traatdorah
leaders.

Emotional Intelligence and Leadership

Transformational leaders show traits associated with emotional inbeigeuch
as self-awareness, self-regulation, empathy, interpersonal 8iellability to motivate
and inspire others, and a desire and ability to foster others’ abilities anbleived|
(Cooper, 1997; Goleman, 1998a; Homrig, 2001). It is, therefore, not surprising that

studies have demonstrated a positive association between emotionakmtellaond
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transformational leadership (Ashkanasy & Dasborough, 1993; Goleman, 1998b). In a
study of managers, Mandell and Pherwani (2003) did not find a significanbmslaip
between emotional intelligence and leadership style, but that resulrappba
anomalous.

Pitcher (1999) studied one CEO and found that his high emotional intelligence
contributed to his success. Sosik and Megerian (1999) reported a positive correlation
between emotional intelligence and transformational leadership in feas:.dR)
instilling professional standards of behavior in others, (b) inspiring and motivating
followers, (c) intellectually stimulating followers, and (d) focusing on iathadividual
needs. Similarly, Palmer, Walls, Burgess, and Stough (2000) found significantgosit
relationships between emotional-intelligence subscales and particolgonents of
transformational leadership.

Wong and Law (2002) reported that a leader’'s emotional intelligencesatifiect
follower’s development, performance, and commitment to completing tdsksy the
Swinburne University Emotional Intelligence Test (Palmer & Stough, 2001) and
Multifactor Leadership Questionnaire (Bass, 1985), Gardner and Stough (2002) found a
strong relationship between emotional intelligence and transformationaidiigdie
senior-level managers. Other studies of managers, too, have shown a positivé@ssocia
between emotional intelligence and transformational leadership (LeZaha&f, 2004;
Vraby, 2007).

In a study by Sivanathan and Fekken (2002), leaders who scored higher in
emotional intelligence were perceived by their followers as transtamnad leaders who

were more effective than leaders who scored lower in emotional intelligemeiarly,
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other researchers have reported a significant positive correlation betwghen hi
emotional intelligence scores and perceived transformational leadesgbag(Etouglas,
Frink, & Ferris, 2004; Kerr, Garvin, Heaton, & Boyle, 2006). Using regressiogsasial
Mandell and Pherwani (2003) found that emotional-intelligence scores predicted
transformational leadership.

A study of top executives in 15 global companies found that, on average, nearly
90% of leaders’ success was attributable to emotional intelligence pblucClelland,

& Kelner, 1997). Bar-On (2004a) and Goleman (1995) believe that training andsettrea
self-awareness can enhance an individual’'s emotional intelligence.

The EQ-i was also used by the US Air Force to select recruiters andrariting
with Reuvon Bar-On and Richard Handley, it was found that the most successful
recruiters scored significantly higher in the emotional intelligence campes of
assertiveness, empathy, happiness, and emotional self awareness.intivegeresulted
in the Government Accounting Office submitting a report to Congress acgdadihe
GAO report filed with the Secretary of Defense. It was also found that theiry the
EQ-i as a selection tool and recruiting those that scored significantly ngther above
referenced areas, the U.S. Airforce increased their ability to predietssficcrecruiters
by nearly three-fold. The immediate gain was a saving of $3 million annudtky.GRO
report is titled, "Military Recruiting: The Department of Defense Camlprove Its
Recruiter Selection and Incentive Systems," and it was submitted to Codgnessy 30,
1998. Richard Handley and Reuven Bar-On provided this information.)

Reis et al. (2007) found that higher emotional intelligence predicted fastar soci

exchange reasoning. Their study indicated a successful approach using cognitive
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neuroscience methods to clarify the relation of emotional intelligence hitiveg
affective and social functioning (Reis et al. 2007).
Characteristics of the Millennial Generation

Today’s leaders must guide the millennial generation, considered thelinerse
generation to attend college (Lindsay, 2005). In 2004 Bureau of Labor Sgatistic
estimated that the millennial generation would make up 25% of the U.S. workforce, about
40 million workers, by 2011 (as cited in Murphy, 2007) and in 2008 the Bureau of Labor
Statistics estimated that by 2015, workers up through the age 39 will comtinue t
increases while workers age 40 and above will continue to decrease. What are the
characteristics of the millennial generation?

Cognitive abilities. The millennial generation is accustomed to multitasking and
accelerated learning (Prensky, 2001). “A growing body of reseandicates that
millennials tend to have 1Qs that are significantly higher than their cqamteifrom
previous generations (Abram, 2007, p. 57). They also tend to be more creative in their
problem-solving (Greenberg & Weber, 2008).

In general, millennials are highly practiced in the use of technology (Faied
2007; Goldgehn, 2004). A survey of 27,317 students from 98 U.S. colleges indicated that
most were technology-savvy (Salaway, Caruso, & Nelson, 2008). The use of technology
stimulates particular parts of the brain and affects how the user thinkd, (SBioadly,
Siddarth, & Bookheimer, 2009). Partly as a result of their Internet accélssynmals
tend to have a global perspective (Friedman, 2007). Politically, they tend to be

independent, rejecting party dogma and propaganda (Greenberg & Weber, 2008).
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Social characteristics. Unlike past generations, the millennial generation
continuously uses technology such as smartphones to communicate with parents, peers,
and others—for example, through social networks (Prensky, 2001; SalawafC&&)!.
According to Taylor, vice-chairman of the Harrison Group, a consulting and researc
group, in 2007, millennials were experiencing at least 72 hours of technology-connected
time per week (as cited in Tyler, 2007).

Millennials are generally less formal than their predecessors; titeipersonal
style is more egalitarian than hierarchical (Martin & Tulgan, 2006). Thesy been
conditioned to be team-oriented and to seek socially acceptable solutions (Orrell, 2008)
Compared to previous generations, millennials are generally more tolechnésity,
more open-minded with respect to social issues (Greenberg & Weber, 2008). For
example, they are less gender-biased (Orrell, 2008). Millennial men tezgptrt
women who speak up, and millennial women do not believe they need a man to find
happiness (Orrell, 2008).

Personality traits. Millennials prefer working in a culture aligned with their
values (Martin & Tulgan, 2006). They want responsibility, are results-odé€htekyer,
2005; Martin & Tulgan, 2006; Deloitte, as cited in McElroy, 2010), and want immediate
recognition for their performance (Martin & Tulgan, 2006). They have a work thidtic
tells them they get paid to get the job done; they do not measure work achievement in
terms of time spent in the office (Murphy, 2007 and Tyler, 2007). Fields and Manning
(2004) found that millennials expect that the information they need will be provided in a
timely, efficient, manner and that feedback and other communications will inayveth

directions.
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In general, millennials are more entrepreneurial and self-reliant theioyse
generations (Jayson, 2006), more self-accommodating (Orrell, 2008; Tyler, 2007). They
want to figure things out on their own (Goldgehn, 2004). Research indicates that
millennials have “little patience for lectures, step-by-step logittell-test instruction”
(Prensky, 2001, p. 3). “Millennial professionals do not try to conform, but instead prefer
to express themselves in fashion, opinion and community involvement” (Orrell, 2008, p.
30). According to Martin and Tulgan (2006), millennials value their personal life and
seek flexible hours that accommodate their desired lifestyle.

Leaders must use training techniques and motivating factors suited to this
generation (Lockyer, 2005). A 2009 survey of senior executives from 29 of thstlarge
retailers in the U.S., retailers indicated a critical need to develop¢ecagable of
effectively leading millennials (Deloitte, as cited in McElroy, 2010).

Lawyer Leaders

In approximately 10 years, millennial lawyers will assume positions détship
within the legal field. It is crucial that current lawyer leadersgeze and adapt to the
needs of millennial lawyers (Orrell, 2008; Tyler, 2007). In a Center for @eeati
Leadership (CCL) survey of 350 lawyers, 93% of respondents stated that thegdsallen
they face in the workplace are more complex than they were 5 years ago, andt 85% fe
that the definition oéffective leadershipad changed over the last 5 years (as cited in
Smith & Marrow, 2008).

Lawyers’ training and experience. Most law schools do not include any

leadership courses in their curricula (Polden, 2008). Recognizing the importance of



29

helping lawyers acquire leadership skills, the Washington State Bar Agso¢2005)
added a leadership program to its recommended continuing education curriculum.

Emotional intelligence differs from academic intelligence (Craig.2009).
Instruction in law school enhances critical thinking but does not develop emotional
intelligence (Muir, 2007; Sullivan et al. 2007). Like most higher education, it foomses
left-brain cognitive skills rather than right-brain emotional and socidsgkdlarth &

Martin, 1993; Tucker, Sojka, Barone, & McCarthy, 2000). According to a 2001 Yale
Law School survey (as cited in Mertz, 2007), student discussion in law-school classroom
tends to be mean-spirited rather than supportive and encouraging.

The Socratic method is the dominant teaching style in U.S. law schools (Sullivan
et al. 2007). This method promotes the ability to argue and refute (Scott, 2000; Mertz,
2007) and is therefore especially suited to debate and adversarial situatioas suc
litigation. It does not foster emotional or social skills.

The lack of emphasis on emotional and social skills is somewhat ironical because
those skills highly contribute to effectiveness as a lawyer (Lee, 2011). littiayear
study at Boalt Law School, Shultz and Zedeck (2008) found that such aspects of
emotional intelligence as empathy, integrity, emotional investment, megithers, an
ability to listen, a desire to influence others, and community involvement andeservi
were positively associated with effectiveness as a lawyer. Law scareatsowly
recognizing the need to include emotional and social skills in their curriculavéBugt
al. 2007). They have started replacing lectures and Socratic-styleasemvith case-
based simulations and a greater focus on interpersonal skills (Lee, 2011). Indiana

University’s Maurer School of Law now offers a course on emotional intellege'The
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class has no textbook and instead uses personality assessments and pestoreview
develop students’ interpersonal skills” (Lee, 2011, para.2).

In general, lawyers’ job experience does not foster emotional intelligence. By
their very nature, legal cases involve opposing sides. As expressed by Salélan e
(2007), lawyers continually function within a “clash of interests” (p. 82). An advalsari
stance toward others is counter to transformational leadership, which is based on a win
win view of leader and follower. Also, lawyers are encouraged to maintetianal
distance with respect to their legal practice.

Daicoff (1997) reported that many lawyers are dissatisfied with theseca
choic; the long hours and other stress of the profession do not allow adequate time for
life outside of work. Similarly, in a 2000 American Bar Association survey ofgoun
lawyers, one fourth of respondents reported being dissatisfied with the practiog of |
young lawyers wanted a higher quality of life and more opportunities to grketoéheir
community. Thompson (2005) found that stress reduces the ability to use one’s emotional
intelligence. He found that a change from a normal to stressed mindset hticadia
significant impact on the EQ-i results for happiness, self-actualizatiamisipt, social
responsibility, interpersonal relationship, empathy, stress toleranabilitgxand
problem solving.

Personal characteristics of lawyers.Overall, lawyers appear to lack adequate
emotional intelligence to effectively lead. In Maccoby’s (2000) viewy&w tend to be
narcissists. Ratner, a board-certified psychiatrist who works with faveysl serves as a
forensic psychiatrist in bar disciplinary cases, agrees: “Lawyers,asnand litigators,

in particular, tend to have generous helpings of narcissism” (as quoted in Burger, 2008,
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para. 9). According to Ratner, extreme narcissists will go to consideealjlin$
(including deception of self and others) to protect their egos (as cited in Burger, 2008)
Using the Meyers-Briggs Type Indicator, Cowan (1989) and Stephens (n.d.) found that
most lawyers fall into the category of thinkers/judgers rather thand$eélengstler
(1993) found in the American Bar Association sponsored survey of attorneys, only 20%
of respondents indicated they consider themselves caring and compassionate; 65%
reported they did not see themselves as leaders (as cifed Populi,The Public
Perception of Lawyetiengstler, 1993).

Leadership style of lawyers.Lawyers in positions of leadership face the
challenge of communicating with a generation raised in the digital ages{gr 2001).
Smith and Marrow (2008) note that lawyers need to be better communicators and need to
improve teamwork and collaboration in both associate and client service. The pyeviousl
cited CCL survey identified the two core competencies of successful |sagrs as
flexibility and self-awareness (as cited in Smith & Marrow, 2008).

A hierarchical, authoritarian leadership style does not suit millennialsawyéts
are trained to manage rather than lead. Research indicates that laggaesship style
tends to be pacesetting or commanding (“Case for Lawyers,” 2005). Pasesetter
unattainable goals, micromanage, and have a hard time letting go of tasksulubbe
better handled by associates” (Snyder, as quoted in “Case for Law3@0s,’para. 7);
they often push employees until they are overwhelmed. Hay Group researchers found that
the “best partners were far less likely than their peers to be pacé{&tsder, as

guoted in “Case for Lawyers,” para. 7). Commanding leaders tend to order eegploy
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rather than treat them respectfully. Such behavior may be suited to cmsigenzent,
but it does not result in leadership that is effective overall (“Case forerayiy2005).
Summary

The current study employed the EQ-i, designed by Bar-On (2004a). The
instrument assesses intrapersonal skills, interpersonal skills, abilignaga stress,
adaptability, and general mood. Studies have demonstrated a positive associagen betw
emotional intelligence and transformational leadership (e.g., AshkanBsyi8orough,
1993; Gardner & Stough, 2002; Goleman, 1998b; Leban & Zulauf, 2004; Mandell &
Pherwani, 2003; Palmer et al. 2000; Sosik & Megerian, 1999; Vraby, 2007). Research
indicates that transformational leadership is most effective (Alston, Bod§ot, 1998;
Dansereau et al. 1995; Teece, 1998).

Transformational leadership is particularly important in leading mils&sani
whose sophisticated cognitive abilities (Abram, 2007; Prensky, 2001), dreativi
(Greenberg & Weber, 2008), egalitarianism (Greenberg & Weber, 2008; Martin &
Tulgan, 2006; Orrell, 2008), team orientation (Orrell, 2008), and independence
(Goldgehn, 2004; Jayson, 2006) make an authoritarian, technocratic, or largely
transactional leadership style especially unsuitable.

Unfortunately, lawyers’ training and experience are not conducive to
transformational leadership. Most law schools do not include any leadership d¢ourses
their curricula (Polden, 2008). Also, law schools give little attention to emotiodal a
social skills (Garth & Martin, 1993; Muir, 2007; Sullivan et al. 2007; Tucker et al. 2000).

In addition, the practice of law discourages positive emotional involvement (Baicof
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1997). In general, lawyers appear to be low in empathy (Ratner, as citedyer,B2008;
Cowan, 1989; Hengstler, 1993; Stephens, n.d.).

Not surprisingly, lawyers’ leadership style tends to be pacesetting ona@oding
rather than transformational (“Case for Lawyers,” 2005). It is, thexefimportant that
lawyers become more aware of the importance of emotional intelligeceultivate

such intelligence. This study is intended to contribute to that process.
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CHAPTER 3: Methods

This chapter states the research problem that was investigated andiyfe s
purpose, lists the research questions, explains the research design, ddscribes
population and sample, discusses the assessment instruments that were ussésaddre
ethical considerations, and describes the methods of data collection and analysis

In order to thoroughly examine whether general counsels in leadership positions
are emotionally intelligent enough to lead millennial lawyers, the rdssacollected
data using the EQ-i and a demographics/leadership questionnaire that sk forehe
study. The researcher expected that the sample would not score high onamoti
intelligence. The findings were therefore expected to support the viewfadciive
leadership of millennial lawyers will require training/coaching ofylamieaders and the
incorporation of leadership courses into law school curricula.
Statement of the Problem

Effective leadership of millennial lawyers requires that general etaiaad other
lawyers in leadership positions be emotionally intelligent. Differehetween millennial
lawyers and previous generations of lawyers who were trained in wayithat foster
transformational leadership make this need all the more pressing.
Purpose of the Study

The purpose of this research is to identify and quantifiably score the emotional
intelligence of general counsels in leadership positions. The goal is tazepkeadership
of millennial lawyers.
Research Questions

This study focused on the following research questions:
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1. To what extent do the current sample’s mean EQ-i scores differ from those of the
EQ-i normative sample?
2. Are the mean responses to particular EQ-i survey statements related to the
respondent’s age and/or gender?
3. What do participants’ responses to questions about leadership indicate about their
view of leadership of millennial lawyers?
4. Are participants’ responses to questions about leadership related to their
demographic characteristics?
Research Design
The study employed a quantitative method involving an ex-post-facto researc
design with no hypotheses or tests of alternative hypotheses. This desigaasdo
maximize internal validity and explore the relationships betweenblesialhe
researcher used (a) descriptive statistics to determine meansn{l@rdtdeviations,
frequencies, (c) percentages in order to compare respondents’ responsesaiasques
about leadership, (d) Spearman rank correlation coefficient, a nonparametsicrenef
correlation, to provide a distribution-free test of independence between twiolesrig)
pairedt tests to determine the differences between two observations, and (nicgqu
analysis accomplished by computing statistics across and within strata
Population and Sample
The researcher e-mailed all 630 members of the Southern California, $@n Die
and Sacramento chapters of the ACC who were listed with the title ofajenansel,
inviting them to participate in the study (for the letter of invitation, see Appd)diAs

an ACC member, the researcher had access to the membership list. &hgrtarg was
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chosen because its members were highly likely to be responsible forgi@aidlennial
lawyers. Potential participants were given 2 weeks to respond to tléimirttation. A
follow-up email was sent to ensure receipt. A copy of the informed-cormsemt f
(Appendix C) was attached to each e-mail, along with instructions on camgpiedi
demographics/leadership survey and the EQ-i. No incentives were provided to a
participants. A sample size of 30 was determined to be the minimum for caltisti
usable data. Forty-four individuals completed the demographics/leadarsiey,sand
35 completed the EQ-i.
Instrumentation

The study employed a multiple-choice demographics/leadership shatehe
researcher created for the study (Appendix D) and Bar-On’s EQ-| assgg#mppendix
E). The demographics/leadership survey asked age, gender, industry, numbes of year
working as a lawyer, size of the lawyer’s staff, whether the lawyerdtaived
leadership training or coaching, and questions about leadership of millenniaidawy

The EQ-i was used instead of the Goleman’s ECI because the EQ-i has been
empirically shown to have a high level of statistical reliability (age internal
consistency coefficient of .76) and factorial validity (close match letwlee expected
theoretical structure and the empirical structure (2004b). The EQ-unesas
interpersonal skills and the ability to deal with the daily environmental demands and
pressures of being a leader. The instrument assesses four domains: &eliess, Self-
Management, Social Awareness, and Relationship Management. The firstthesef

domains address intrapersonal intelligence, and the last two domains address
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interpersonal intelligence (Gardner, 1993). The researcher purchased theBEQ-i f
Multi-Health Systems.

The EQ-i comprises 133 questions (each with a 5-point response set), takes
approximately 35-40 minutes to complete, and is suitable for individuals 16 years or
older. The questions are written at a North American (United State and Camxdaa
grade level based on the Flesch formula (Flesch, as cited in Bar-On, 2004b).

There is a normative base of almost 4,000 participants supported by over 17 years
of research from which predicting success in business and industr®(Ba604b) and
in leadership (Handley, 2009) can be made. In the normative sample, mean total EQ
score is 465.31SE = .86), determined by the mean scores on the five subscales which are
as follows: 156.70FE= .34) on Intrapersonal (self-awareness and self-expression),
99.52 SE=.18) on Interpersonal (social awareness and interaction), 1EE32.21)
on Adaptability (change management), 68.3E£ .16) on Stress Management
(emotional management and control), and 7080+ .15) on General Mood (self-
motivation; (Bar-On, 2004b). Bar-On (2004alculated the standard errors based on
reliability estimatesd) for the scales.

Indicators of the validity of a particular administration of the EQ-iudelthe
omission rate (the number of incomplete items). If more than 6% of items are
unanswered, the results are deemed invalid (Bar-On, 2004b). Positive and negative
impression scales measure test sabotaging by the respondents; if therstbees
impression scales exceed two standard deviations above the mean, the testds deem

invalid (Bar-On, 2004b). The inconsistency index indicates response inconsistency
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highly inconsistent responses (a score above 12) cast doubt on the validity oféle scor
(Bar-On, 2004b).
Ethical Considerations

Before proceeding with the study, the researcher obtained the approval of the
Pepperdine University Institutional Review Board (IRB; Appendix F). Altip@ants
signed an informed-consent form (Appendix C). Participants’ privacy wascpedt
Respondents were instructed to use a username consisting of numbers arahbktters
were advised not to use their first or last name. Thus, results could not be linked to an
identifiable individual.
Data Collection

Participants completed both questionnaires online. They completed the
demographics/leadership survey through Survey Monkey, and they completed the EQ-i
through a secure Web site. Links to both websites were e-mailed to etcipaat. Each
participant was told that it would take approximately 30—40 minutes to complete both
surveys. Participants were given a 2-week period in which to participate.

Survey Monkey electronically delivered the data collected on the
demographics/leadership survey, and Multi-Health Systems electigrdelered the
data collected on the EQ-i. The researcher transferred the raw datgpiassword-
protected spreadsheet for analysis on a password-protected computer.
Data Analysis

The data were maintained on a Microsoft Excel spreadsheet and analyzed using
Statistical Package for Social Sciences (SPSS) software. WeaRgsearch Question 1

(“To what extent do the current sample’s mean EQ-i scores differ from thdse BO¢i
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normative sample?”), a one-samptest was used to determine any statistically
significant differences between the mean scores of the two samples.

To answer Research Question 2 (“Are the mean responses to particular EQ-i
survey statements related to the respondent’s age and/or gender?”), a freajoierayd
Spearman rank correlation coefficient were used to determine the degre#ioé pos
negative correlation between EQ-i responses and the independent variabkearmd ag
gender.

To answer Research Question 3 (“What do participants’ responses to questions
about leadership indicate about their view of leadership of millennial lawygees?”)
frequency table and descriptive statistics were used to determams raied standard
deviations of the relevant data.

To answer Research Question 4 (“Are participants’ responses to questions about
leadership related to their demographic characteristics?”), Speaamacorrelation
coefficient was used to determine any correlation betwleefive demographic variables
and answers to the eight questions about leadership.

Summary

The current study investigated the emotional intelligence and viewsdeir ap
of general counsels in leadership positions. The purpose was to provide information that
will help lawyer leaders more effectively guide millennial laveyer

Data were collected using the EQ-i and a demographics/leadership suateygc
for the study. The researcher invited all members of the Southern Califani®i&yo,

and Sacramento chapters of the ACC who were listed as general counselsipaeaitic
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the study. Forty-four individuals completéie demographics/leadership survey, and 35
completed the EQ-i.

The data were analyzed using SPE&sts, frequency tables, Spearman rank
correlation coefficients, and descriptive statistics were used to dietetine answers to

the study’s four research questions. The next chapter presents the findings.
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CHAPTER 4: Findings

The purpose of this study was to identify and quantifiably score the emotional
intelligence of a sample group of general counsels in leadership positions itoorder
elucidate beliefs held by current general counsels about leadership ey tleyeal
ways to improve lawyer leadership. The EQ-i responses of the pantgipare
compared to the normative score of 100 (Bar-On, 2004b). The study also examined
emotional intelligence scores in relation to age and gender.

This chapter presents the results of the study. It provides the demographic data
and the primary findings with respect to the four research questions.
Demographic Characteristics

Table 1 presents the frequencies and percentages for the full sample’s
demographic characteristics. The median age was 44, the median yeacsicé 6y
and the median number of direct reports 4. Gender consisted of 41% female and 59%
male. The more common industry was industrial/manufacturing and technolbgy wit
18% of the applicants working in each of these industries respectively.

Table 2 shows the breakdown of age and gender for the 35 respondents who
completed the EQ-i. The mean age wasSIB+£ 8.47) and gender consisted of 40%

female and 60% male.



Table 1

Demographic Characteristics of the Full Sampe<44)

Variable

%

Age (years)
20-30
31-40
41-50
51-60
61+

Gender
Female
Male

Had leadership coaching/training
Yes
No

Attended an accredited law school
Yes
No

Years practicing law
5-10
11-15
16-20
21-25
26-30
31+

Number of direct reports
0-1
2-5
6-10
11+

Industry
Retail
Industrial/manufacturing
Education
Real estate
Nonprofit
Technology
Health
Finance
Other

2
11
17
10

18
26

27
17

P
DhoboND

N
ESN woly o

ArNPPOOWWW

4.5
25.0
38.6
22.7

9.1

40.9
59.1

61.4
38.6

100.0
0.0

9.1
27.3
27.3
18.2

9.1

9.1

20.5
61.4
11.4

6.8

9.1
18.3
6.8
6.8
6.8
18.3
9.1
16.0
9.1
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Table 2

Age and Gender Frequencies of Participants Who Completed there©3g*)

Variable f %
Age (years)
26-28 2 5.9
31-40 7 20.6
41-50 14 41.2
51-60 8 235
61-64 3 8.8
Gender
Female 14 40.0
Male 21 60.0

*35 sample respondents responded to the EQ-i survey of which only 34 responded to the
age question\

Primary Findings

Research Question 1 Research Question 1 asked, “To what extent do the
current sample’s mean EQ-i scores differ from those of the EQ-i nornsatinple?” A
one-sample test was used to compare the scores of the two samples. The normative
mean score, which had been adjusted for age and gender, w&DE0Q%; Bar-On,
2004b).

Table 3 shows the current sample’s 22 mean EQ-i scores (positive siopres
total EQ, five subscales, and 15 subsets) and the resulting one-saesgde Only four
scores of the current sample significantly differed from the corresponchngssof the
normative sample: the current sample had significantly higher scoressfovgo
impression, assertiveness, independence, and stress tolerance. The two samples had

nearly identical total EQ mean scores.
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Table 3

EQ-i Scores of Current Sample (n = 35) and Comparison to Scores of Normative Sample

EQ-i Variable M SD t p
Positive Impression 106.77 11.80 3.40 .002
Total EQ 100.29 12.44 0.14 .89
Intrapersonal 100.71 14.51 0.29 e
Self-Regard 97.20 14.30 1.16 .26
Emotional Self-Awareness 100.54 15.61 0.21 .84
Assertiveness 106.03 13.78 2.59 .01
Independence 103.83 11.21 2.02 .05
Self-Actualization 96.83 16.37 1.15 .26
Interpersonal 97.14 15.09 1.12 27
Empathy 98.17 1445  0.75 46
Social Responsibility 97.89 12.80 0.98 .34
Interpersonal 97.97 16.10 0.75 46
Stress Management 102.83 13.93 1.20 .24
Stress Tolerance 103.94 12.77 1.83 .08
Impulse Control 100.71 14.53 0.29 T7
Adaptability 101.37 11.77  0.69 50
Reality-Testing 100.63 12.32 0.30 g7
Flexibility 102.66 12.70 1.24 22
Problem-Solving 100.23 11.81 0.12 91
General Mood 99.74 13.36 0.11 91
Optimism 100.86 11.59 0.44 .67
Happiness 99.54 15.21 0.18 .86

Research Question 2Research Question 2 asked, “Are the mean responses to

particular EQ-i survey statements related to the respondent’s age atleryy Based
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on the normative adjusted scores, males scored significantly higher than females

independence, empathy, adaptability, reality-testing, and flexibilieyTable 4). Note

that the scores from the current sample were gender-adjusted; that adjusineskew

the results. There were no significant differences based on age.

Table 4

Correlations of EQ-i Scores With Gender and Age (n = 35)

EQ-i Variable Genders Agers
Positive Impression .20 .20
Total EQ 22 .04
Intrapersonal 14 A1
Self-Regard .01 22
Emotional Self-Awareness 15 .04
Assertiveness A1 A1
Independence 33 11
Self-Actualization .06 .20
Interpersonal .26 .10
Empathy 34 .06
Social Responsibility .09 .07
Interpersonal Relationships 21 10
Stress Management .10 A1
Stress Tolerance A7 .10
Impulse Control .04 .02
Adaptability 33 .03
Reallity-Testing 34 .07
Flexibility 37" .05
Problem-Solving A1 .07
General Mood .07 22
Optimism .08 A7
Happiness A2 15

"p<10.” p<.05.
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Research Question 3Research Question 3 asked, “What do participants’
responses to questions about leadership indicate about their view of leadership of
millennial lawyers?” Table 5 presents the frequencies and percentagespionses to
the three yes/no questions.

Table 5

Responses to Yes/No Questions About Leadership (N = 44)

Statement f %

13. | believe millennial lawyers learn differently than past

generation lawyers.
Yes 25 56.8
No 19 432

14. My company has made specific plans to accommodate

the learning differences of the millennial generation.
Yes 5 11.4
No 39 88.6

15. | believe millennial lawyers want or need emotionally

intelligent lawyer leaders.
Yes 38 864
No 6 136

Table 6 shows the mean responses to the five-point Likert-scale questions about
leadership. The respondents believed that training in emotional intelligepsetinein to
be more effective leaders. The second-strongest belief wabdhatis a need to train
lawyer leaders to effectively lead millennial lawyers. The followiniggbevas nearly as
strong: “I can more effectively lead young lawyers today with a diftdeadership style
than the managerial style that was used to develop and manage young lawydrs of pas
generations.” The belief that effectively leading young lawyelis@quire a new
management style was rated somewhat lower. The lowest-ratedvidi¢hat the

Socratic method is the best way to teach future lawyers in law schools.
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Table 6

Responses to Likert-Scale Questions About Leadership (N = 44)

Statement M SD

8. | believe that in order to effectively lead young lawyers
today, it will require a new management style. 3.30.82

9. | believe there is a need to train lawyer leaders to
effectively lead our millennial lawyers. 3.500.82

10. | believe the Socratic Method is the best way to teach
future lawyers in law school. 3.09 1.03

11. I believe | can more effectively lead young lawyers today

with a different leadership style than the managerial style

that was used to develop and manage young lawyers of past
generations. 3.45 0.88

12. | believe training in emotional intelligence is helpful for
me to be an even more effective leader. 4.0Q.76

Note.Rating Scale = 1Strongly disagree 2 Disagreg, 3 (Somewhat agrge4 (@gree,
and 5 Gtrongly agrep

Research Question 4 Research Question 4 asked, “Are participants’ responses
to questions about leadership related to their demographic characterisab$®7
shows the Spearman nonparametric correlations between each of ghenfiographic
variables and each of the eight questions about leadership. Of the resulting 40
correlations, only 5 were statistically significant. Age and numberakygracticing law
each had significant negative correlations with the statement thab¢raanemotional
intelligence would help the respondent be a more effective leader. Theatswvas
significant negative correlation between number of years practeomgnd the belief
that the Socratic method is the best way to teach future lawyers ichawal sLeadership
coaching/training and number of direct reports (which suggests company size) both
showed significant positive correlations with company plans to accommodate the

learning differences of the millennial generation.
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Spearman Nonparametric Correlations Between Demographic Variables and Responses

to Questions About Leadership (N = 44)

Statement Age

Leadership

Years

Number
of

GenderCoaching or Practicing Direct

Training

Law

Reports

8. | believe that in order to effectively
lead young lawyers today, it will require
a new management style. .04

9. | believe there is a need to train lawyer
leaders to effectively lead our millennial
lawyers. -.25

10. | believe the Socratic Method is the
best way to teach future lawyers in law
school. .16

11. | believe | can more effectively lead

young lawyers today with a different

leadership style than the managerial style

that was used to develop and manage

young lawyers of past generations. .02

12. | believe training in emotional
intelligence is helpful for me to be an
even more effective leader. .18

13. I believe millennial lawyers learn
differently than past generation lawyers.  -.03

14. My company has made specific plans
to accommodate the learning differences
of the millennial generation. .06

15. | believe millennial lawyers need

emotionally intelligent lawyer leaders. 06

13

.06

.09

13

14

-.07

15

.07

.05

.04

.02

19

12

.16

28

.09

.04

-31

-.26

.03

12

.02

.00

.02

13

.02

13

A7

.05

.05

.03

'p<.10 "'p<.05 " p<.01
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Summary

Forty-four general counsels ages 20-61+ completed the demographicsigaders
survey; 60% of them were male, and 40% were female. Thirty-five of theipantis
also completethe EQ-i. Their mean total-EQ score (100.29) was nearly identical to that
of the EQ-i normative sample. The two samples significantly differed only tinhtha
current sample scored significantly higher in positive impression, a&ser$s,
independence, and stress tolerance. There were no significant differemzsmiscores
based on age. However, males scored significantly higher than femaldepemndence,
empathy, adaptability, reality-testing, and flexibility.

A high proportion (86%) of respondents believed that millennial lawyers want or
need emotionally intelligent leaders, and a majority (57%) believed thahmal
lawyers learn differently than lawyers of previous generations. Howerlra small
proportion (11%) of respondents reported that their company had made specific plans to
accommodate the learning differences of millennials.

On average, respondents somewhat agreed that (a) effectively leading young
lawyers requires a new management style, (b) there is a need to trainl&Eaages to
effectively lead millennial lawyers, (c) the Socratic method is the begtaovteach future
lawyers in law school, and (d) they can more effectively lead young lawybeyiuse a
leadership style different from the managerial style used by pasatjensr On average,
respondents answered “Agree” in response to the statement “I believegiaini
emotional intelligence is helpful for me to be an even more effective leader.”

Only five Spearman nonparametric correlations between demographic \ariable

and answers to questions about leadership were statistically significarandgumber
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of years practicing law each had significant negative correlatiohghé@tstatement that
training in emotional intelligence would help the respondent be a more effective leade
There was also a significant negative correlation between number sfpyaaticing law
and the belief that the Socratic method is the best way to teach futuredanvigey

school. Leadership coaching/training and number of direct reports (which suggests
company size) both showed significant positive correlations with companytplans

accommodate the learning differences of the millennial generation.
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CHAPTER 5: Discussion

The current study examined the demographic characteristics, opinions about
lawyer leadership, and emotional intelligence (as measured by thedEQeneral
counsels belonging to the Southern California, San Diego, or Sacramento chépter of
ACC. The purpose of this research was to help lawyers develop the skillsctoreRe
lead millennial lawyers. This chapter will interpret the findingglaix the importance
of the study; discuss the study’s limitations; and make recommendationgsy#ct to
policy, practice, and future research.
Interpretation of the Findings

Research Question 1 Research Question 1 asked, “To what extent do the
current sample’s mean EQ-i scores differ from those of the EQ-i nornsatiwple?” The
results of the current study support this view. Only 9% of the normative sample of the
EQ-i held advanced degrees (Bar-On, 2004b). In contrast, all respondents in thie curre
study had attended accredited law schools. All were successful professiodaig hol
positions of considerable responsibility. Nevertheless, their mean totabEQirwally
the same as that of the normative sample representing the general popUlatireasons
that respondents failed to show above-average total EQ may be related tolthe lega
profession. As previously noted, the practice of law tends to be highly stressful, and
stress reduces the ability to act with emotional intelligence (Thompson, 2005).

Hay Group researchers found that lawyers who are effective leadersligenera
score high in flexibility and self-awareness (as cited in “Casedwmyers,” 2005). The

flexibility and self-awareness scores of the current sample did noficagly differ
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from those of the normative sample, suggesting that the study participant® ey
especially effective leaders.

Compared to the normative sample, the current sample scored significantly higher
in independence, assertiveness, stress tolerance, and positive impressiocratie
method of teaching used in law schools is generally believed to ogteal thinking
(Mertz, 2007)), which is related to independence. The legal profession also ggomot
assertiveness. The current sample’s high scores on stress tolergnedlecathe fact
that the legal profession is stressful (Thompson, 2005), so lawyers learn tandthst
stress. Bar-On (2004b) notes that a high score on positive impression car iselicat
deception, lack of self-awareness, or problematic self-esteem. A higivgasipression
score is in line with Ratner’s view (as cited in Burger, 2008) that lsntged to be
narcissistic: narcissists are eager to create a positive impregXgitive impression has
also been found to increase with education (Lopes et al. 2006).

Research Question 2Research Question 2 asked, “Are the mean responses to
particular EQ-i survey statements related to the respondent’s age amtler?yj Males
scored significantly higher than females in independence, empathy, adaptadality-
testing, and flexibility. Greater independence in males conforms to traaligender-
based socialization and expectations. However, the finding of greatethgmptte
male participants is surprising. In the normative sample, femalesidugiesr than
males in empathy, and women are generally considered more empathic than men.
Perhaps a higher proportion of male respondents received coaching/training onamoti

intelligence, which includes empathgnother possible explanation is that the scores
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were adjusted for gender, as recommended Bar-On (2004b). Males scoredhagher
females in reality-testing. This result accords with Bar-On’s figsli(Bar-On, 2004Db).

Research Question 3Research Question 3 asked, “What do participants’
responses to questions about leadership indicate about their view of leadership of
millennial lawyers?” Although 57% of respondents believed that millerangldrs learn
differently than lawyers of previous generations, 89% reported that tmepanies had
not made specific plans to accommodate the learning differences of naillenwyers.

This finding indicates a need for companies to devise and implement such plans.

On average, respondents believed that training in emotional intelligence would
help them lead more effectively. Also, 86% of respondents believed that millennial
lawyers want or need emotionally intelligent lawyer leaders. These dgmdire cause for
hope. They indicate that current lawyer leaders recognize the importasm®dnal
intelligence, even if they themselves do not yet excel in emotionalgetatie.

However, on average, respondents only somewhat agreed that they should change
their leadership style. This finding suggests that lawyer leaders mdyrexctty relate
emotional intelligence to leadership style. It also suggests they migbimssvhat
reluctant to change their own leadership approach.

On average, respondents somewhat agreed that the Socratic method is the best
way to teach law students. This finding indicates that most lawyer leaille¥adrse
that teaching method and may not appreciate the implications of its lacknbioatte
emotional and social skills.

Research Question 4 Research Question 4 asked, “Are participants’ responses

to questions about leadership related to their demographic characteriShes@'was a
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significant negative correlation between respondents’ belief thairigan emotional
intelligence would help them lead more effectively and both age and numbersf ye
practicing law. This result suggests that younger, less experiencesrtaavg more
likely to appreciate the connection between emotional intelligence and\effecti
leadership.

There was also a significant negative correlation between endorseintleat
Socratic method and number of years practicing law (but not the respondent'shage). T
finding suggests that more-experienced lawyers may come to recogniaggbote
problems with the Socratic method that their less experienced colleagues do not. The
results also suggests that the younger lawyers did not have the same Sqoeatnex
in law school and, therefore, do not see it as a significant problem.

Leadership coaching/training and number of direct reports (which suggests
company size) both showed significant positive correlations with company plans t
accommodate the learning differences of the millennial generatiose Tasults suggest
that companies that provide leadership coaching/training may also be moredikely
accommodate different learning styles; such companies may be genesedl attuned to
the components of effective leadership. The results also suggest that larganiesm
may be more willing and/or better-equipped to provide leadership coachimgfra
Companies with larger legal departments tend to have larger budgets, and invastme
leadership coaching/training is likely to be more cost-effective wheen th
coaching/training is offered to more employees.

Importance of the Research

Few published studies have focused on lawyer leadership. The current study
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provides evidence of a gap between (a) current teaching and leadershipgnadtiee
legal field and, (b) the needs of millennial lawyers. Millennial lawyeargydifferent
values, learning styles, and abilities to the profession. To attract andmglannial
lawyers, and nurture their skills and talent, organizations and law firms nougier
effective leadership. The current study indicates that today’s ldegeers are probably
failing to provide optimal leadership, partly because they do not fully apmrelat
connection between emotional intelligence and leadership and do not consider it
imperative to adopt a less managerial leadership style.
Limitations

This study entailed a number of limitations. First, the study was limitedritad
sample of general counsels in a particular geographical area. Therefults may not
be generalizable to other areas and to lawyers who hold other positions. Secondythe stud
employed only the EQ-i, which is a self-reporting instrument. The use tteedi
emotional-intelligence assessment tool, or of multiple emotional-geeltie assessment
tools, might yield different results. Third, this study measured emotiotaligence as a
way of determining leadership capabilities. Using other measuremenbtools
assessments to correlate types of leadership strengths could prothreatdiindings.
Fourth, because the current study’s participants did not identify themselvesron the
guestionnaires, it was not possible to link particular individuals’ EQ-i respangkeir
responses to the demographics/leadership questions. The two surveys had to ba& analyze
independently of each other. Fifth, the data may be skewed because thereowere tw
millennial lawyer leaders in the sample group with a ten year age difeebetween the

next oldest respondent.
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Recommendations

Policy and practice. Law schools need to develop students’ emotional
intelligence, not just their factual knowledge and critical reasoningdifional
curriculum generally does not develop emotional intelligence competentcfesudes
on cognitive learning and ignores the complexities of people skills (Dearborn, 2662). T
researcher recommends law-school coursework that focuses on interpensional a
leadership skills. Both the current study and previous research indicate that¢hean
Bar Association and state bar associations should add an emotional-intelligence
component to their offerings in continuing legal education.

Because law schools currently pay little attention to developing students’
emotional intelligence and interpersonal skills, organizations and law fireastoe
provide the necessary training. Also, lawyers in positions of leadership need to provide
millennial lawyers with appropriate guidance. Corporations should considangfteeir
general counsels coaching/training aimed at enhancing their emottatizyence and
making them more effective leaders. Several studies on emotional imedigaining
programs have increased emotional intelligence and performance (AMig¥aR,
2003, Goleman et al. 2002). The researcher recommends that all lawyers taiei tioe
determine their strengths and weaknesses. Given that the charactefristidbsnnial
lawyers differ from those of lawyers of previous generations, organizational
consultants/coaches should encourage lawyer leaders to focus on understanding the needs
and preferences of millennial lawyers.

Future studies. Much more research is needed to further explore the questions

investigated in this study. Future studies might focus on larger or differgydgrlaw
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populations. They might also focus specifically on the leadership style biest ®ui
millennial lawyers. Additionally, a longitudinal study that compares/éae/ EQ-i scores
to their scores on an assessment of transactional/transformationasigadaght reveal
correlations between emotional intelligence and effective lawyerrgageSuch
research would help educators determine which leadership skills to emphaaize to |
students.

Another promising study would be one in which lawyers completed the EQ-i
before and after leadership training/coaching. Research by Davidson, Jaokisiialia
(2000) found that the circuit between the amygdale and the medial pre-frontal cortex
allows the ability to neurologically distinguish cognitive intelligened amotional
intelligence and, therefore, regulate negative emotions. Results woulaténttie extent
to which such training/coaching can increase emotional intelligence.

The current study did not include analysis of each participant’s individual EQ-i
raw scores (not adjusted for gender). Future studies using these datsutaym
different findings regarding specific emotional-intelligence compass

Further research is needed on millennial lawyers. A study surveyirsclaool
students could shed light on their perspectives of leadership, their antidgedership
needs and whether they are prepared at graduation with the necesdenystap skills
to enter the practice of law. The Wall Street Journal and the New York Timesusotdi
publish articles on whether law schools are adequately preparing studimthe
relationship skills needed to work in the legal field or teaching them to pazaran e

(Lee, 2011, Segal, 2011, Winston, 2011).
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Another promising study would be one that includes a significant blend of
millennial lawyers and non-millennial lawyers. A study with data from both the
millennial lawyers and the non-millennial lawyers will afford a brattelerstanding of
whether there is a generational gap and what, if any, the differences are

Finally, future studies of lawyer leaders could investigate additiordifferent
variables than those used to answer the current study’s 4 primary negeastions. An
examination of other variables within the context of lawyer leadership or other
assessment tools could clarify and enhance the current study’s findings.
Conclusion

The study of leadership traits in lawyer leaders is undeveloped. Pastihdsas
shown that effective leaders typically have high scores in traits atsbevith emotional
intelligence. The current study examined the emotional intelligehgeneral counsels
and their beliefs about leadership of millennial lawyers.

The average total EQ of the study’s participants was nearly identi¢elttoftthe
normative sample, indicating that general counsels do not excel in emotionejentsl
Nor did the study sample significantly differ from the normative sample iibfliéy or
self-awareness, traits that Hay Group researchers (as citedse f@d_awyers,” 2005)
found to characterize effective lawyer leaders. In fact, the study sangpificantly
differed from the normative only with respect to independence, assertivaness, s
tolerance, and positive impression, traits in which the study sample scored Tilgher
study and practice of law may foster these traits and/or attract individoalpagsess

these traits. Another reason that the sample scored higher may be due to thetfaat tha
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education level and position in the career genuinely makes them feel maneepaisout
themselves.

Age did not significantly correlate with any EQ-i scores. However, there we
some gender effects: males scored significantly higher than femaftekependence,
adaptability, reality-testing, flexibility, and—surprisingly—empath

On average, respondents believed (but not strongly) that millennial lawgsrs le
differently than lawyers of previous generations and that emotional ietetikgand a less
managerial approach can enhance leadership of millennial lawyerstidde®s, a high
percentage reported that their companies had not made specific plans to accortimmodate
learning differences of millennial lawyers. On average, respondentsvbatnagreed
that the Socratic method is the best way to teach law students. These findicg®i
that lawyer leaders would benefit from greater awareness of, and treansiglls
associated with transformational leadership.

There was a significant negative correlation between respondents’ balief th
training in emotional intelligence would help them lead more effectively and both age
and number of years practicing law. There was also a significant negaitredéation
between endorsement of the Socratic method and number of years practidiogt laot
the respondent’s age). Leadership coaching/training and number of direts teybr
showed significant positive correlations with company plans to accommodate the
learning differences of the millennial generation. These negative an@asirrelations
suggest the following: younger, less experienced lawyers are mdyettikagppreciate
the connection between emotional intelligence and effective leadershipesslt of

experience, some lawyers may come to recognize problems with the Soetatcm
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companies that provide leadership coaching/training may also be more likely to
accommodate different learning styles; and larger companies may bevitiageand/or
better-equipped to provide leadership coaching/training.

Previous findings and those of the current study indicate that law schools should
use teaching methods and provide course content that develop students’ emotional
intelligence and leadership skills, that continuing education sponsored by thie@mer
Bar Association and state bar associations should include an emotional-intellige
component, and that organizations and law firms should provide lawyers with
coaching/training in emotional intelligence and leadership.

To date, few published studies have focused on lawyer leadership. Future studies
on this topic will help lawyers recognize and develop the traits and behaviors t@eded

lead effectively.
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APPENDIX A
Interpretive Guideline for EQ-i Scale Scores

Standard Score

Interpretive Guideline

130+
120-129
110-119
90-109
80-89
70-79

Under 70

Markedly High—atypically well developed emotional
Capacity

Very High—extremely well developed emotional capacity
High—well developed emotional capacity
Average—adequate emotional capacity
Low—under-developed emotional capacity, requiring
improvement

Very-Low—extremely under-developed emotional
capacity, requiring improve

Markedly Low—atypically impaired emotional capacity,
requiring improvement

(Bar-On, 2004b, p. 40)
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APPENDIX B

Letter Inviting Participation in the Study

Date
Dear [ ]

My name is Donna Wanser. | am a doctoral student in education at Pepperdine
University, Graduate School of Education and Psychology, under the supervision of
Vance Caesar.

As part of my doctorial program and a practicing lawyer who is interestetectiegly
integrating the millennial layers into our practice, | am conductingearels study about
the emotional intelligence of general counsel in leadership positions. Thisweillga
sample to determine how prepared today’s lawyer leaders are in leadingréhaght-
brained millennial lawyer. This research will help us better understand whegtlere
right-brain oriented enough to understand and retain the millennial lawyers doioing
practice today and in the future.

As a thank you for your participation in the survey, you may receive a cobg cégults
by returning the enclosed request form to my attention. The results wilstohsi
consolidated information and there will be no reference to any particulardadivi
There are two simple surveys: the first is to determine some basic bawétgro
information, i.e. years of practice, gender, age, industry you work in, the othinksto
take Baron-On’s Emotional Quotient Inventory which measures 15 characsesisyour
emotional intelligence.

There are two parts two the survey. The first link will take you to a sulmagyasks

general questions such as age, gender, how long you have been practicing, whether or not
you believe that the millennial lawyer needs a different type of leadel retsecond

link will take you to Bar-On’s Emotional Quotient Inventory. This is a surveythizt

has been used and its accuracy proven to test one’s emotional intelligens&ilspft

NOTE BOTH SURVEYS MUST BE TAKEN AND use a username that consists of
numbers and letters and DO NOT use first or last names.

Follow this link to the General Questions Survey: (survey approx 5 min)

https://www.surveymonkey.com/s/99RPQGS8

Or copy and paste the URL below into your internet browser:

<a href="https://www.surveymonkey.com/s/99RPQG8">Click here to take suarey
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Follow this link to the Emotional Quotient Inventory Survey: (survey approx 2535
min

Go to: www.mhsassessments.com
Type Code:1247-001-913

Type Password: eqilaw

Proceed with assessment

The deadline for survey participation is: May 25, 2011.

Participation is voluntary. This survey is anonymous; all results will bergessa the
aggregate and will not be tied to personal information, which is captured for qualificat
and confirmation purposes only.

| want to thank you in advance for your participation. The only foreseeable risk
associated with participation in this study are the amount of time involved to take the
study and the possibility that reflecting upon your experiences as a levayestir up
some thoughts and emotions about the millennial generation of lawyers.

Although you may not directly benefit, a potential benefit of participating is to provide
information that can help better plan future mentoring experiences betweerstoday’
lawyer leaders and the young millennial lawyers.

To protect your privacy, you are not being asked to provide any information that can
identify you, such as your name. Please do not write your name on any portion of the
survey.

| am required to keep the information collected for this study in a secure manaer f
least 3 years. After the survey information is not longer required for regaanuoses,
the information will be destroyed.

A summary of the findings may be obtained in approximately 2-3 months. If youavish t
receive a summary of the findings, please send your name and address tolthe emai
enclosed on the Request For Survey Results Form. You may request a copy of the
findings whether you elect to complete the survey or not.

Feel free to contact me with any questions or comments regarding thiststudy a
diwanser@gmail.coror( 516)810-3322. If you have further questions about the study,
you contact my dissertation chairperson, Vance Caesar, Pepperdine UniGresiiuate
School of Education and Psychology, 6100 Center Drive, Los Angeles, CA 90045,
(562)743-3313. If you have any questions about your rights as a study participant, you
may contact Yuying Tsong, Ph.D., Chairperson for the Graduate and Professional
Schools Institutional Review Board, Pepperdine University, Graduate School of
Education and Psychology, 6100 Center Drive, Los Angeles, CA 90045,
Yuying.Tsong@pepperdine.edu.
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| would appreciate the survey being completed no later than May 25, 2011. | do hope
you will decide to participate in this study. Thank you for your time.

Sincerely,

Donna Wanser

Pepperdine University

Graduate School of Education and Psychology

6100 Center Drive
Los Angeles, CA 90045
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APPENDIX C
Informed-Consent Form
INFORMED CONSENT FOR PARTICIPATION IN RESEAQRCH ACTIVITI ES

Participant

Principal Investigator: Donna Wanser

Title of Project: An examination of the emotional intelligence of generalsel—a
skillset for evolving lawyer leaders to effectively lead millennialylexs

1. 1 , agree to participate in the research study being
conducted by Donna Wanser under the direction of Dr. Vance Caesar, chair of her
dissertatin committee.

2. The overall purpose of this research:

The purpose of this research is to identify and to quantifiably score the emotional
intelligence of general counsel in leadership positions to optimize thestmget in
leading up and coming young talent--the millennial lawyer. The emotiondigetele
strengths and weaknesses of such lawyer leader surveyed will be conopBagddn’s
7(1999) mean score. General survey information will help determine if the industry
which the lawyer leader is practicing has any impact on the lawyer eadestional
intelligence. The study will also look at the emotional intelligence diffage based on
how long the lawyer leaders has been working as lawyers, their age, thetbizie sthff,
their gender, their industry, whether the subjects had leadership trainingbingpand
what beliefs the participants have on managing the millennial lawyer.

3. My patrticipation will involve the following:
Taking two surveys. The first survey asks general questions such as age, gen der
how long have you been practicing, and several questins on your thoughts about
leading the millennial lawyer. The second survey will consist of Bar-On’s
Emotional Quotient Inventory (EQ-i) which is a tool that measures one’s
emotional intelligence and is divided into 15 sub categories. This tool has been
used world-wide and its accuracy has been significantly proven.

4. My participation in the study will consist of taking approximately 5 minutes to
answer the general survey questions and 25-35 minutes to take the EQ-i.

5. lunderstand that the possible benefits to myself or society from this tesakrc
give us a sample of information to determine how prepared today’s lawyer leaders
are in leading the more right-brained millennial lawyer. This reseatthelp us
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better understand whether we are right-brain oriented enough to understand and
retain the millennial lawyers coming into practice today and in the futuweill It
ladd to the limited body of information on lawyer leadership.

6. | understand that there are certain risks and discomforsts that might batassoci
with this research. The only forseable risk associated with participattbisi
study are the amount of time involved to take the study and the possibility that
reflecting upon your experiences as a lawyer may stir up some thoughts and
emotions about the millennial generation of lawyers.

7. lunderstand that | may choose not to participate in this research.

8. lunderstand that my participation is voluntary and that | may refuse to pait#ci
and/or withdraw my consent and discontinue participation in the project or
activity at any time without penalty or loss of benefits to which | am otkerw
entitled.

9. lunderstand that the investigator will take all reasonable measures td firetec
confidentiality of my records and my identity will not be revealed in any
publication that may result from this project. The confidentiality of mgnosc
will be maintained in accordance with applicable state and federal laws.

| understand that the investigator is willing to answer any inquiries | magy ha
concerning the research herein described. | understand that | may Vasee, Geulty
supervisor if | have other questions or concerns about this research. If | hai@nguest
about my rights as a research participant, | understand that | can contexg Ysong,
Ph.D., Chairperson for the Graduate and Professional Schools Institutional/Revie
Board, Pepperdine University, Graduate School of Education and Psychology, 6100
Center Drive, Los Angeles, CA 90045, Yuying.Tsong@pepperdine.edu.

10.1 understand to my satisfaction the information regarding participation in the
research project. All my questions have been answered to my satisfactioe. | ha
received a copy of this informed consent form which | have read and understand.
| hereby consent to participate in the research described above.

After you have read this consent and agree with its terms, if you choose to take
part in the research study, please click on the document attached to open the
invitation which includes a written statement further explaining the rdsstudy
and the links to the actual surveys.

Research Study Invitation.docx
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APPENDIX D
Demographics/Leadership Questions

1. How old are you today?
0 20-30
0 31-40
o41-50
051-60
o061+

2.What gender are you?
o Female
o Male

3. Have you had leadership coaching or training during your career?
oYes
o No

4. Was the law school you attended accredited?
oYes
o No

5. How many years have you been practicing law?
05-10
011-15
016-20
021-25
026-30
o 31+

6. How many direct reports do you have?
00-1
02-5
06-10
oll+

7. What industry do you work in?
0 Retail
o Accounting
o Industrial
0 Real Estate
o Government
o Non-profit
o Other
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8. I believe that in order to effectively lead young lawyers today, it egliire a new
management style.

o Strongly Disagree

o Disagree

0 Somewhat Agree

o Agree

o Strongly Agree

9. | believe there is a need to train lawyer leaders to effectively lead bemmal
lawyers.

o Strongly Disagree

o Disagree

0 Somewhat Agree

o Agree

o Strongly Agree

10. | believe the Socratic Methois the best way to teach future lawyers in law school.
o Strongly Disagree
o Disagree
o Somewhat Agree
o Agree
o Strongly Agree

11. I believe | can more effectively lead young lawyers today with aelifféeadership
style than the managerial style that was used to develop and manage youngdawyers
past generations.

o Strongly Disagree

o Disagree

0 Somewhat Agree

o Agree

o Strongly Agree

12. | believe training in emotional intelligencés helpful for me to be an even more
effective leader.

o Strongly Disagree

o Disagree

0 Somewhat Agree

o Agree

o Strongly Agree

13. | believe millennial lawyers learn differently than past generagiogdrs.
oYes
o No

14. My company has made specific plans to accommodate the learning difevétioe
millennial generation.
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oYes
o No

15. | believe millennial lawyers want or need emotionally intelligdatvyer leaders.
oYes
o No

"Socratic Method: A pedagogical technique in which a teacher does not girraatibn
directly but instead asks a series of questions, sometimes antagoniktityewisult that
the student comes to the desired knowledge.

“ Emotional Intelligence: The ability to understand, manage and control onérméeel
and in a positive way manage change and solve problems of an intrapersonal and
interpersonal nature.
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APPENDIX E

Bar-On Emotional Quotient Inventory*

Composite Scale Subscale

Intrapersonal Self Regard
Emotional Self-Awareness
Assertiveness
Independence

Self-Actualization
Interpersonal Empathy

Social Responsibility

Interpersonal Relationship

Adaptability Rleali)t)ll Testing
Flexibility
Problem Solving

Stress Management Stress Tolerance
Impulse Control

General Mood Components Optimism
Happiness

*Bar-On EQ-i consists of 133 questions measured by five different response clioices o
1 (very seldom or not true of me), 2 (seldom triume), 3 (sometimes true of me), 4
(often true of me), 5 (very often true of me oetafi me)



81

APPENDIX F

IRB Approval

PEPPERDINE UNIVERSITY

Graduate & Professional Schools Institutional Review Board

6100 Center Drive, Los Angeles, California 90045 = 310-568-5600

May 25, 2011

Donna Wanser

1829 Newport Terrace
San Pedro, CA 90732

Protocol #: E0311D14
Project Title: An Examination of the Emotional Intelligence of General Counsel - A Skillset
for Evolving Lawyer Leaders to Effectively Lead Millennial Lawyers

Dear Ms. Wanser:

Thank you for submitting the revisions requested by Pepperdine University's Graduate and
Professional Schools IRB (GPS IRB) for your study, An Examination of the Emotional Intelligence
of General Counsel - A Skillset for Evolving Lawyer Leaders to Effectively Lead Millennial
Lawyers. The IRB has reviewed your revisions and found them acceptable. You may proceed
with your study.

The IRB has determined that the above entitled project meets the requirements for exemption
under the federal regulations 45 CFR 46 -
http://www.nihtraining.com/ohsrsite/guidelines/45cfr46.html that govern the protections of human
subjects. Specifically, section 45 CFR 46.101(b)(2) states:

(b) Unless otherwise required by Department or Agency heads, research activities in
which the only involvement of human subjects will be in one or more of the following
categories are exempt from this policy:

Category (2) of 45 CFR 46.101, research involving the use of educational tests
(cognitive, diagnostic, aptitude, achievement), survey procedures, interview procedures
or observation of public behavior, unless: a) Information obtained is recorded in such a
manner that human subjects can be identified, directly or through identifiers linked to the
subjects; and b) any disclosure of the human subjects' responses outside the research
could reasonably place the subjects at risk of criminal or civil liability or be damaging to
the subjects' financial standing, employability, or reputation.

In addition, your application to waive documentation of consent, as indicated in your
Application for Waiver or Alteration of Informed Consent Procedures form has been
approved.

Your research must be conducted according to the proposal that was submitted to the IRB. If
changes to the approved protocol occur, a revised protocol must be reviewed and approved by
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the IRB before implementation. For any proposed changes in your research protocol, please
submit a Request for Modification Form to the GPS IRB. Because your study falls under
exemption, there is no requirement for continuing IRB review of your project. Please be aware
that changes to your protocol may prevent the research from qualifying for exemption from 45
CFR 46.101 and require submission of a new IRB application or other materials to the GPS IRB.

A goal of the IRB is to prevent negative occurrences during any research study. However, despite
our best intent, unforeseen circumstances or events may arise during the research. If an
unexpected situation or adverse event happens during your investigation, please notify the GPS
IRB as soon as possible. We will ask for a complete explanation of the event and your response.

Other actions also may be required depending on the nature of the event. Details regarding the
timeframe in which adverse events must be reported to the GPS IRB and the appropriate form to
be used to report this information can be found in the Pepperdine University Protection of Human
Participants in Research: Policies and Procedures Manual (see link to “policy material” at
http://www.pepperdine.edu/irb/graduate/).

Please refer to the protocol number denoted above in all further communication or
correspondence related to this approval. Should you have additional questions, please contact
me. On behalf of the GPS IRB, | wish you success in this scholarly pursuit.

Sincerely,

Jean Kang, CIP

Manager, GPS IRB & Dissertation Support
Pepperdine University

Graduate School of Education & Psychology
6100 Center Dr. 5th Floor

Los Angeles, CA 90045
jean.kang@pepperdine.edu

W: 310-568-5753

F: 310-568-5755

cc: Dr. Lee Kats, Associate Provost for Research & Assistant Dean of Research, Seaver College
Ms. Alexandra Roosa, Director Research and Sponsored Programs

Dr. Yuying Tsong, Interim Chair, Graduate and Professional Schools IRB

Ms. Jean Kang, Manager, Graduate and Professional Schools IRB

Dr. Vance Caesar

Ms. Christie Dailo
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