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ABSTRACT

This mixed methods study gained understanding of the values and leadership
characteristics of CEOs and executives in finance, entreprenegaalzations, and
military generals. While Ledbetter (2005) provided the theoreticaldwark, this study
builds on her work and explores how executives’ values and leadership styles shape
corporate culture and create results. A sample of 13 leaders participatbdun
interviews, the Rokeach Values Survey, and the Clifton StrengthsFinder instrume
Using purposeful sampling, the subjects were selected for being valwesksaders,
defined as leaders whose actions are congruent with their espoused valieggrivy,int
focusing on the good of the whole, and making a positive impact on others (Uribe, 2012).

The top 5 terminal values (what they would like at the end of their life) were
family, health, spirituality, wisdom, freedom, and self-respect. The toprbimental
values (those they use along their leadership journey) were honesty, counage, bei
responsible, capable, helpful, and loving. The top values were intrinsic in nature, whereas
the following bottom values were extrinsic in nature: social recognitioyial \of
beauty, being self-controlled, clean, and obedient. These leaders weateddaengood
followers; they allowed others to provide honest, courageous feedback about their path.
Their motivation to lead included creating value for others, impacting changtgring
others, personal achievement, purpose in life, and taking care of others. Thisssagges
servant-leader attitude, revealed during the interviews. The highesuseytitemes
(strengths) were Strategic, Achiever, Relator, Learner, ActivatdrAaranger. These
strengths were best correlated with family security, honesty, inner harfoogiveness,

and the focus on a comfortable life. A comparison was made based on ethnicity



xviii
(Caucasian versus Other) and gender. It was revealed that having a higher pulipfise, be
or faith is important in the quest for values-based leadership.
From this research, a strategic collaborative decision-making greoesrged,
which includes high potential leaders, along with key stakeholders learning omple
decision making, while the executive leader is the final decision maker. &tngtis of

this study include the need for assisting military leaders reent@engilian workforce,

and the importance of rising leaders in all 3 areas.



Chapter 1: Background
Just as the diamond requires three properties for its formation (carbon, heat, and
pressure) successful leaders require the interaction of three proprdiescter,
knowledge, and application. Like carbon to the diamond, character is the basic
quality of the leader. But as carbon alone does not create a diamond, neither can
character alone create a leader. The diamond needs heat. Man needs knowledge,
study and preparation. The third property, pressure—acting in conjunction with
carbon and heat—forms the diamond. Similarly, one’s character, attended by
knowledge, blooms through application to produce a leader.
General Edward C. Meyer (as cited in Krames, 2004, p. 3)
The purpose of this mixed methods study is to gain understanding of the values
and leadership characteristics of senior leaders in finance, the nalitdrgntrepreneurial
organizations. While Ledbetter (2005) provided the theoretical framework,utis st
builds on her work and also explored how executives’ values and leadership styles shape
corporate culture and create results. To accomplish this, the researcbggated the
value priorities of selected leaders in financial services, business, anditdgy.m
Statement of Problem
In today’s economic environment, Wall Street and the news media are
guestioning leaders’ values, as headlines are affecting consumer cosiideole
models, sports figures, corporate leaders, and even government. Trust levelsteamong t
public in companies and leaders have substantially declined (Covey, 2006). Confidence
in senior management is low, with employees believing that their leadevglact
dishonesty and with a lack of integrity. This has resulted in a high percentage of
employees who have observed illegal or unethical behaviors on the job. This crisis of

trust is seen everywhere, resulting in lack of confidence in government, thadinanc

sector, employers, and employees, and this ultimately affectsyfifieil



There is a social epidemic (Gladwell, 2000), targeting corporate leagaders
are making decisions that compromise the long-term performance of their cempyni
not focusing on values-based leadership, but rather focusing on making monegsit all ¢
There might be a gap between the values the public expects as exhibited by correct
financial statements, and the values exercised by some senior executives &z
Posner (2002) surveyed over 75,000 people around the world; when asked what they
value most about a leader people are willing to follow, more than 50% of votes were
given to the following characteristics: Honesty, Competence, Forwakdipand
Inspirational. When looking further into the analysis, nearly 90% of constituents want
their leaders to be honest above all else. Honesty is the foundation of trust, which is a
critical component in building a high-performing organization that will be ik
through uncertain times (Abrashoff, 2002; Charan, 2009; Collins, 2001; Covey, 2006;
Katzenbach & Smith, 1993; Kotter, 1996; Kouzes & Posner, 2002).

Reading through the news, there appears to be a gap between what companies
generate and what the public expects. Leaders are wavering frorodipsrate
guidelines, and moving away from their personal and corporate values and ethics.

This wavering from leaders’ values has resulted in lack of consumer aw#ide
and, in some cases, demoralized and destroyed corporate cultures. This issar has be
addressed in several ways: by higher education institutions bolstdricg @hd values
education curriculum, by legislation, by corporate education on ethics in the aagkpl
and by other means such as community forums led by community leaders, chat rooms
and open Internet forums. This focus on leaders in companies who have behaved
unethically continues to escalate in the public eye, where leaders hawt fveere

corporate guidelines, federal guidelines, and ethical behavior. In the &hsewiices



industry, regulatory changes mandate large financial institutiorns ttargugh rigorous

stress tests to ensure the company is making sound judgments that withaffetebility

of the markets they serve. Although much has been said about the companies that have
fallen and how the government’s regulatory agencies have moved to take adtive par
policing these, not much has been discussed publicly about the issue of value-based
leadership in companies.

A leader’s behavior is determined by the relative importance that she ptaees
particular value (Rokeach, 1979; Schwartz, 1992). Hence, the actions that a leagler ta
are linked with his or her values and can be observed through his or her decisions,
demonstrated priorities, and actions. The military services put priority onttbesaof
its military leaders and how these drive soldiers’ actions. The Arndgitship
framework draws a distinction between developing skills and performing adtiates
framework of Be, Know, Do, the final character competence brings togatéeithing
the leader is, what he or she knows, and the time he or she has taken to prepare to
accomplish the mission (Hesselbein & Shinseki, 2004; Krames, 2004; Malone, 1983;
Taylor, Rosenbach, & Rosenbach, 2009). Since individual's values have been linked to
corporate and organizational culture creation in chief executive officers &tatymi
commanders, it is important to understand how top executives’ values-based Ipadershi
and style shape corporate and organizational culture and performance.

Purpose of the Study

The purpose of this study was to gain understanding of the values and leadership
characteristics of CEOs and senior executives in finance, entreprenegamizations
and military Generals. Additionally, the study explored how executivesésand

leadership styles shape corporate culture and how leading with values has dupporte



efforts to create results. The population of this study includes 13 top execdntikies

field of financial services, military service, and other business settoms diverse
geographical locations, to determine whether their values and leadershipgerises

have influenced their ability to shape and sustain their corporate culture and company
performance.

Building on previous research (Ledbetter, 2005), this study explored the
theoretical intersection between values and leadership using an intembsgipl
approach. Ledbetter’s dissertation, entitegbloring the intersection of values and
leadership for women executives in the for-profit seqayides the theoretical
framework for this study. A mixed-methods approach is used to explore haw seni
executives utilize their values and leadership characteristicsett affrporate culture
and performance. Data was collected from three clusters of executieedethe
members of which were surveyed and interviewed. Each of these leadetsosas
from organizations with more than 100 employees; the group was segmented into three
clusters: financial services, military, and other business sectorgiohwale sample
from different industries was utilized, with leaders diverse in gender anaigthni
Research Questions

This study was designed to answer the following questions:

e Research question 1: Based on the Rokeach Value survey, what are the
prioritized values of senior leaders in finance, the military, and entrepraneu
organizations?

e Research question 2: Based on Gallup’s StrengthsFinder survey, e/kla ar
leadership strengths of senior leaders in finance, the military, and

entrepreneurial organizations?



e Research question 3: Is there a relationship between the Rokeach Value
prioritized values and the StrengthsFinder 2.0 leadership strengths of senior
leaders in finance, the military, and entrepreneurial organizations?

e Research question 4: Is there a difference in the relationship between the
Rokeach Value prioritized values and the StrengthsFinder 2.0 leadership
strengths of senior leaders in finance, the military, and entrepreneurial
organizations based on ethnicity?

e Research question 5: Is there a difference in the relationship between the
Rokeach Value prioritized values and the StrengthsFinder 2.0 leadership
strengths of senior leaders in finance, the military, and entrepreneurial
organizations based on gender?

Significance of the Study

This research was significant because it provided data regarding vasees-ba
leaders in finance, the military, and entrepreneurial organizations, andhéiow t
leadership characteristics and values helped shape organizational cudture a
performance. Furthermore, this study compared the financial services satbr
leaders with senior leaders in the military, and entrepreneurial organgdtltimately,
this academic work could help guide senior executives and military seatterwish to
drive an ethical corporate culture in which employees feel valued by adoptitges-v
based leadership style and developing a strength-based culture.

The study can also serve as a baseline for military leaders who wish tog

civilian world in a leadership capacity. With the emerging number of militagdrs
retiring from the military service, the cultural issues around assiamlato the civilian

world present new challenges that must be addressed. In Okaloosa County Klngda a



38,000 senior military retired leaders reside; this makes up more than 20% oflthe tota
population in the county (Jackson, 2011).

The results of the study could lend key learnings for each of the three sectors; one
example could be: can business and finance learn from the military’secofti@aving
no man behind, and focusing on the soldier’s family as well as the soldier?

Emerging leaders who desire to learn how to create organizations of trust and
integrity can use this study to expand their knowledge of values-based |gad@ishi
identify areas where they can grow to be great leaders. The study adkeseaach in
the leadership field, and helps provide answers to how CEOs and militdeydemnight
guide their corporate and organizational cultures to cultures of trust and perfermanc
Definition of Terms

The following terms are defined for the purpose of this study.

Adjustable rate mortgage (ARMA mortgage loan with an interest rate that can
be adjusted according to the agreement specified by the lender. Most ARMtxans
with a very low interest rate, and the rate increases gradually over tbethieloan.
These types of loans have an interest rate cap; they cannot go above aldpeitifie

Adult Learner:An adult learner is any business professional in the fields of
financial services, business and the military. All adult learners describleid study are
employed in the organizations led by the individuals being interviewed.

Andragogy: This term is defined as adult learning. Knowles, Holton, and
Swanson (2005) define it as “any intentional and professionally guided adigftgtims

at a change in adult persons” (p. 60).



Assets: In the financial services area, assets are any craditriests that yield a
profit. Good examples are loans and credit card debt; these produce profits for the
financial services industry.

Bank examinerAn individual who reviews a bank’s operations, such as lending
policies, guidelines, and practices.

Capital: This is identified as cash for the financial services inglustr

Civilian: An individual that is not employed by the military services.

Corporate executiveg his term is defined as the senior-most leaders in an
organization and their direct reports.

Culture: Parrillo (2000) defined this as the “physical or material objects and
values, attitudes, customs, beliefs, and habits shared by members of a society and
transmitted to the next generation” (p. 29).

Espoused value€orporate and individual values and morals stated as important
to an organization (Schein, 2004).

Extrinsic motivationMotivation that comes from factors outside an individual,
such as money, rewards and recognition (McGregor, 1966).

Fed funds ratelhe interest rate at which depository institutions lend funds to
another depository institution overnight.

Federal Reserv&he federal banking authority in the United States that performs
the functions of a central bank and is used to implement the country’s monetary policy.

Financial servicesServices provided by the finance industry, such as loans,
deposit accounts, and financial advice.

Honorary rankA specific level of ranking in the military awarded not on the

normal grounds of merit, but on the grounds of special circumstances that are deemed



worthy of consideration for someone who has behaved in a similar way as those who
were awarded the same rank on the normal grounds of merit.

Infantry: The branch of an army made up of units trained to fight on foot.

Instrumental values: Behavioral patterns utilized to acquire the end gbahsu
being imaginative, capable, ambitious, and honest (Rokeach & Ball-Rokeach, 1989).

Intrinsic motivation:Motivation that is driven by an internal factors, like
performing an activity for its inherent satisfaction (McGregor, 1966).

Knowledge: These are defined as facts and lessons learned. Can be acquired
familiarity of a given subject, and expanded over time.

Leadership: It is defined as requiring competence in strategic visjoning
mobilizing commitment to the vision, and leading change with personal passion and
competence, integrity, and humility (Bennis, 1989; Collins, 2001; Conger & Benjamin,
1999; Fairholm, 2000; O'Toole, 1999).

Leadership style: This is defined as patterns of behavior that are relatakely,
and are manifested by leaders (Eagly & Johannesen-Schmidt, 2001).

Military leaders:This is defined as Generals and Admirals in the Airforce, Army,
Navy, Marine Corps and Reserves.

Mortgage loanstoans issued by banks, typically to consumers wishing to
purchase a home.

Mortgage portfolioA number of loans that a bank or financial institution keeps in
their books, as opposed to selling them to another organization.

Office of the Comptroller of the Currency (OC@)s primary mission is to
charter, regulate, and supervise all national banks. They supervise the ieglechkes

and agencies of foreign banks.



PedagogyPedagogy means, “the art and science of teaching children” (Knowles
et al., 2005, p. 61).

Practiced valueoncepts of beliefs in practice about desired outcomes that
motivate behavior (Schein, 2004).

Rehabilitated bank®anks that once were at risk of shutting down, which were
brought back to health through outside intervention.

Relationship pricingA pricing strategy used by the financial services industry,
where the customer gets lower pricing according to the total number of mroduct
(relationship) they keep with their financial services institution.

Self-directed learningA process where the student takes responsibility for their
own learning needs, setting goals, identifying the resources requiredrdlagta
learning, selecting and implementing the appropriate learning methods énatiaga
learning outcomes. Knowles et al. (2005) argues that adult learners waeicbeed
as self-directed, and learn better when they themselves direct their omindgaath.

Senior executive: Someone who is a chief executive officer, or a direct teport
the chief executive officer.

Senior leader in financ&his is defined as CEOs and direct reports to the CEOs
in any financial services industry.

Senior leader in general busineshis is defined as CEOs and direct reports to
the CEOs in the business sector.

Senior leader in the militarythis is defined as Generals and Admirals in the
Airforce, Army, Navy, Marine Corps and Reserves.

Skills: The ability to form accumulated knowledge into a sequence of steps. For

example, the skill of public speaking starts by telling the audience whaartheping to
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tell them, then they proceed to tell them, then they finalize their speechityy tied
audience what they told them. This sequence becomes a basic skill of public speaking
(Buckingham & Clifton, 2001).

Strengths: This is defined as any consistent, near-perfect performance. One’
unique ability (Buckingham & Clifton, 2001).

Talents: Buckingham and Clifton (2001) define these as “naturallyriegur
patterns of thought, feeling, or behavior that can be productively applied” (p. 48).

Terminal values: The ultimate desirable states such as wisdom, selftresp
freedom, and an exciting life (Rokeach & Ball-Rokeach, 1989).

Turnover:The rate at which employees leave a company for voluntary and
involuntary reasons.

Values: These are concepts of beliefs about desired outcomes that motivate
behavior (Rohan, 2000; Rokeach, 1973; Schein, 2004; Schwartz & Bilsky, 1987;
Schwarts & Bilsky, 1990).

Values-based leaders: For the purpose of this study, values-based leaders is
defined as: “Leaders whose actions are congruent with their espousedofatiegrity,
focusing on the good of the whole, and making a positive impact in others” (Uribe, 2012
p. 10). Two popular examples of values-based leaders are Martin Luther King, whos
actions showed his commitment to the good of the whole, to better the economic and
social life of a specific segment of the population. Mother Theresa, a womandvho le
with integrity, focusing on the good of mankind, making a positive impact in others.
Laver and Matthews (2008) cite General Lewis B. (Chestey) Pulkervakies-based
leader, known as the hero of the U.S. Marine Corps. According to Laver and Matthews,

General Puller inspired and influenced others by always looking out for the \wgjldfe
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his subordinates, giving his best, leading from the front lines, and keeping a close
personal connection with his people. Herbert Kelleher, CEO of Southwest gikne
another leader who has been highlighted as a leader with integrity who nzdssve
impact on his employees, and leads with a servant heart (Heskett, Jonesahove
Sasser, & Schlesinger, 1994).

Limitations and Assumptions of the Study

There are numerous limitations that must be considered in evaluating this
academic work and the subsequent interpretation of data collected. The assumptions of
the researcher and others were specific to the fields of fina®riates, business, and
the military for this study design.

This study was limited to a relatively small number of senior executivesan
therefore, not generalizable to all CEOs. The Military leader samg|l80t4 female
leaders; business 100% male and finance 75% male; therefore the findings could be
skewed. This study did not seek to explore the gap between the espoused values and
practiced values and, therefore, a distinction between these two valuestwaade.
Participants were purposefully selected; therefore, they couldlbencéd by the
researcher and may have withheld details relevant to the study. Thislgtutbt explore
the difference between publicly traded companies and privately held compadids,s
conclusions about publicly traded or privately held company biases were noeexplor
The researcher assumed that participants from finance, the militarpta@preneurial
organizations responded accurately and truthfully to the survey items.

Organization of the Study

This mixed-methods study was organized into five chapters.
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Chapter 1: Introduction. After presenting the background, significance of the
study, statement of the problem, purpose statement, and research questions1Chapter
concludes with limitations, definitions of terms, and organization of the study.

Chapter 2: Literature review. Chapter 2 begins with a review of the literature as
it examines the values and leadership characteristics of senior leadeasaef the
military and entrepreneurial organizations. This chapter takes a close lbek at t
background and the importance of studying leadership styles in all areas ofbuaime
continues with a journey of the evolution of leadership theories. Next is a study of
leadership in financial services and how the economy was affected byaheidil
services sector, followed by a journey through military leadership and howentibkss
civilian leadership as well as the lessons learned thereof. The chaptanttnasiew of
values-centered leadership in times of fiscal stress.

Chapter 3: Methodology.Chapter 3 provides an outline of the research design
and methodology that was utilized in this study. An overview of the qualitative approach
with a descriptive exploratory design, which was utilized to collect theguand
experience narrative interview data from a purposeful sample of 12 senior eaders
finance, the military, and entrepreneurial organizations. The design plarawesif
within an ethical framework, followed by an explanation of the Institutional Revie
Board (IRB) process, and thoughts on moral authority. Last, the proposed date analys
procedures begin with a statement of personal biases followed by qualitativeds
procedures for analyzing data in this study.

Chapter 4: Results.The results from the study appear in Chapter 4. Data was

analyzed and presented using a variety of statistical figures and talhssver the
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proposed research questions. In addition to the statistical and visual represeftiie
data, short narrative descriptions and participant testimonials accompangaame

Chapter 5: Findings, conclusions, and recommendation&hapter 5 presents a
summary of the findings, conclusions, implications, and recommendations for further
research. Chapter 5 showcases how this study can further the body of knowledge for
military leaders looking to re-enter the civilian world. Conclusions wengrdom how
values-based senior leaders in finance, the military, and entreprenegaiazations
compared and what they can learn from one another.
Summary

This chapter served as an introduction for the remainder of the dissertation
proposal. This study focuses on gaining understanding of the values and leadership
characteristics of CEOs and senior executives in the field of financiadeg and
discerning differences and similarities to CEOs and senior executivdsinboisiness
sectors and military leaders. Additionally the study explores how exesutialues and
leadership style shape corporate culture and how leading with values has suihearte

efforts in creating results.
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Chapter 2: Literature Review

This chapter reviews the literature as it examines the values and kepders
characteristics of CEOs and senior executives in the field of financiades, CEOs and
senior executives in business and general military officers. This p&peraalose look
at (a) the background and the importance of studying leadership styleargaa of
business; (b) the evolution of leadership theories; (c) leadership in finagrsiaes; (d)
the literature on how financial services affected the economy during twaéegraic
downturns between 1987 and 2007, as well as the leadership implications thereof; (e)
leadership in the military; and (f) values-centered leadership in bfrfescal stress.
Background

When reviewing the history of companies that have faced issues of success or
failure, organizational culture is a common ingredient (Schein, 1992). Throughout the
past two decades, macroeconomic forces have forced many organizations to undergo
traumatic change. The downfall of America’s financial services indasteyresult of
mortgage issues, Europe’s economic downfall, China’s rise as a new world sewber,
the financial services industry’s regulatory mandates as a resattasft economic
reform are expected to continue to shape the future of organizations, as more company
leaders will be pushed to reduce costs, improve efficiencies and effectivérbsir
teams, look for new opportunities for growth given recent technological advances, and
increase productivity (Kotter, 1996). It has been argued that companies tisbioc
people and leaders who create a culture—or a social environment—where esiployee
thrive, will achieve sustainable performance (Deal & Kennedy, 1999). As observed i
recent history, many organizations have fallen as a result of leaders being

compromised. In order to get a clear view of what leaders must do to keep their
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companies afloat and support the creation of an economy that thrives, it is important to
learn from the past. With that in mind, this study takes a journey through leadership
theories, and examines financial services and military leadershipthisrstudy takes a
historical view of leadership theory starting with the inception of the terdelea
Evolution of Leadership Theories

The term leader was listed by the Oxford English Dictionary dg @a1933. The
term leadership has been in existence since the late 1700s (Stogdill, 1974). However,
scientific research on the topic of leadership began in the@tury (Bass, 1981). What
makes an effective leader? This question has been the focus of much resehixh, as t
topic has come up time and time again, especially during times of rapid change.

Philosophers in the ¥8and 14' century proposed a leadership theory called the
Great Man Theory of Leadership. It was believed that people were born witl innat
gualities and characteristics of social, political, and military leadéis theory espoused
that leaders are born with personality traits that could be used to delesaddes! from
non-leaders. It emphasized traits and did not include situations. The Great Man Theory
was intended to encompass the great men and some women of the times, featuring the
unique features and qualities that distinguished the great men from others. It was
suggested that one could become a stronger leader by copying these deest lea
personalities and behaviors (Borgotta, Rouch, & Bales, 1954; Galton, 1869).

In the early 1900s, the traits and characteristic leadership theoriesdmiEngse
guestioned the premise of the Great Man Theory, suggesting that perhagshipader
not innate. Leadership factors were identified as ones that create exejoiplar
performance in an organization. Traits theory was most prominent between 1904 and

1947. Although this was a popular approach, empirical studies revealed no sptific tr
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or characteristics associated with effective leadership (Jenkins, S@4dill, 1948).
Since most traits can’t be learned, and studies resulted in no conclusive gvidence
researchers moved toward the importance of concern for people as an effadevehip
quality. However, traits have been added to more recent leadership theories, although not
as a focus, but more as variables in leadership theory (Fiedler, 1964, 1967; House, 1971).
Most recently, the trait approach has increased in popularity through ressagarusing
on charismatic and visionary leaders (Bass, 1990; Bennis & Nanus, 1985; Zaleznik,
1977). This shows that the trait approach is still alive.

After the 1940s, it was found that leadership was not only trait related, but also
aspects of power and influence came to light in subsequent research. Spgecificall
attempts were made to explain the effectiveness of the leader by shogvargdhnt and
utilization of power. While researchers found that power influence was preiralent
leadership, the authoritarian, controlling aspects of this type of leaderstepat found
to be effective (Pfeffer, 1981).

A new direction began to shape leadership research in which leaders’ actiens
emphasized, as opposed to their traits or sources of power. During this timesHgader
was defined under human behavior (Hunt & Larson, 1977). This focus became popular as
empirical data supported the research (Fleishman & Harris, 1962). Leadkits c
implement specific actions to improve their effectiveness as leaders. @dhe research
during this time focused on analyzing behavioral differences between poeifectd/e
leaders, and resulted in a skill-based model that was enhanced by Mumford and others
(Mumford, Zaccaro, Harding, Jacobs, & Fleishman, 2000; Yukl, 1989). In their study,
Mumford et al. (2000) found that capabilities could be developed over time through

education and experience. Unlike the Great Man Approach, which implies that lgadershi
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is innate and cannot be learned, the skills approach suggests that leadershipois open t
many people as long as they can learn from their experiences. This wad aew
breakthrough in leadership, as all of a sudden, the idea of being a great lesadpewa
to the general population, not just the privileged few.
Theory X and Theory Y began to gain popularity, where Theory X positioned
people as passive; as a result needing to be directed and extrinsically motivate
Conversely, Theory Y states that people are already motivated intripsaradl hence
only require the right working conditions (McGregor, 1966). During this time,
researchers found that it was the leaders’ responsibility to provide thel@osdinhd
stimulus to evoke the right types of behaviors (Bass, 1981).
The situational approach emerged as a result of research by HersepiacitbBl
(1969) based on Reddin’s (1967) 3-D management style inventory. This approach
identifies effective leadership as one in which the leader is flexiblela) ggpending on
the specific situation. According to this approach (Blanchard, Zigarmig&rii, 1985;
Hersey & Blanchard, 1969), leadership styles can be classified intodimgocies:
1. High-directive, Low-supportive (S-1)
2. High-directive, High-supportive (S-2), also defined as the coaching approach
(Blanchard et al., 1985)

3. High-supportive, Low-directive (S-3), also called the supporting approach
(Blanchard et al., 1985).

4. Low-supportive, Low-directive (S-4), also known as the delegating approach
(Blanchard et al., 1985); in this approach, the leader allows his or her

subordinate to take the lead in getting the job done.



18

Contingency theory is concerned with styles and situations. Fiedler (1964, 1967)
developed the leader-match theory, with which leaders are matched apprppwittel
situations. The theory is called contingency because it depends on how weltldislea
style matches the context.

Burns (1978) was the first to present two theoretical models—transactional and
transformational leadership theories—these have significantly infhdethe current
views of leadership (Bass, 1985; Boehnke, Bontis, DiStefano, & DiStefano, 2003;
Bryant, 2003; Goodwin, Wofford, & Whittington, 2001). All these scholars have added
much to the leadership research. However, Bass (1985, 1999, 2000) took a deeper view at
these two leadership constructs.

In the transactional leadership model, subordinates are rewarded for completing
required tasks and punished for failing to complete the same (Bass, 2000; Zorn &
Violanti, 1993). According to Bass (2000), these transactional rewards can be: (a)
Promotions, (b) Praise, and (c) Monetary compensation. Although these remeards a
clearly identified, Bass also cites consequences such as negatibadk and reproof.

Most relationships between leader and subordinate fall under transactional, where the
leaders and subordinates expect an exchange for the work done.

The transformational leader looks to engage the follower without regardyfor an
such exchange. Such a leader might introduce into the organization, a mission, vision,
and values for the purpose of instilling pride in the organization and in work, without
expecting anything in return for his or her leadership (Dvir, Eden, Avolio, & Shamir,
2002). Burns (1978) explains transformational leadership as a context in which the leader
and the follower engage in such a way that both are raised to a level of motiatien t

higher than it would have been without such engagement. The level of human conduct
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and ethical aspiration for both leader and follower are raised in such aswaygause a
sense of elevation by both, causing them to create deeper bonds with one another.

This section has covered a journey through major leadership theories that have
emerged since 1933, when the word leadership was first introduced in the Oxford
Dictionary. Since then, many theories have risen, morphing according to economic
conditions, the changing regulatory environment, and cultural changes that leatedaff
leaders throughout the years. These emerging theories have affectédstries, but
none as much as the financial services industry in recent years becdweseanfrtomic
downturn.
Leadership in Financial Services

For years, the United States enjoyed an economy in which housing prices
continued to escalate at unprecedented rates. Right before the industry dawttier
end of 2007, a short-lived phenomenon occurred in which everyone, regardless of their
economic status or credit ratings, qualified for mortgage loans, which allowed f
individuals to borrow amounts in excess of the equity in their homes. Bankers, as well as
consumers, trusted that the economy would continue to rise, that home valuations would
continue to increase, and their loan portfolio would be safe. In the past, banks gave
mortgage loans directly to homebuyers; these loans were kept in the bank’s loa
portfolio, and were serviced by the banks for the life of the loan. Since they kept the
mortgages in their portfolio, the banks had to make sure that the homeowners would be
able to pay the mortgage. This was accomplished by carefully checking tiebungaris
credit, their income, and their ability to pay the mortgage. They also required a

significant amount to be paid as down payment in cash (Freedman, 2010).
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After some time, banks began selling the mortgages to investors instead. These
mortgages were sold as a group of various types of loans. Because these loaofdwere
the lenders cared less about how much credit the buyers had. They started &wgssue |
numbers of mortgages to individuals regardless of their credit history, incoche, a
amount available for down payment. Meanwhile, the extremely low intettestenticed
many people to purchase homes that they otherwise may not have been able to afford.
The adjustable rate mortgages (ARMs) allowed buyers to get into homes atwery |
initial rates while the rates were low; however, these rates may go uporagoording
to the rate charged by the Federal Reserve, or it may go up after aespeerfod of
time. Lenders sometimes told prospective borrowers that housing prices woutadieonti
to rise, and the borrower would be able to refinance their house (get a new mortgage) at
lower fixed rate, and even get money out to pay for cars, home remodels, etc.

In 2003, the Federal Reserve began to raise interest rates. This caused adjustabl
interest rate mortgages to begin to rise, making mortgage payments too lEgméor
people to afford. The higher rates made it less attractive for new buyersrtthent
market, causing home prices to begin to fall. People who had planned to refinance their
high-rate mortgages at a lower rate were unable to do so and increasing numbers of
people could no longer pay their mortgage (Freedman, 2010).

In 2008, a liquidity crisis erupted with the collapse of a few U.S. investment
banks. Mortgages that had been extended to individuals with questionable credit
worthiness were pooled into securities, and then sold internationally. Loans datlined i
value because of the inability of homeowners to pay their loans, and as a result, the

securities declined in value, spelling trouble for investors (Freedman, 2010).
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Financial services firms that had too little capital and too many asseainbdet
risk of insolvency. Financial regulatory authorities were forced to reas$ise appropriate
amount of capital that should be required for financial institutions to continue to lend to
borrowers (Freedman, 2010).

Three central themes dominated the financial services world in 2009: Credit
guality, capital, and a back to basics movement (Davis et al., 2009).

Back-to-basics financial servicesCredit quality. Banks were forced to look at
their credit portfolio, and because of the shrinking of margins, some heavilyaepri
their loan portfolios, causing them to lose part of their customer base. Customers, in tur
left their banks to obtain loans at lower interest rates from other finaeciates
institutions (Davis et al., 2009).

Capital. Closely monitoring cash flow has become one of the most important
challenges most companies face as a result of the economic downturn (Charan, 2009).
Community, regional, and national banks competed for customers. Although the Fed
Funds Rate—the interest rate at which a depository institution lends imrhediate
available funds (balances at the Federal Reserve) to another depositartranstit
overnight—was lowered several times in 2009, financial institutions, desparate f
capital, provided rates on depository instruments such as certificates at depgos
money market funds, that at times put the bank underwater, causing some financial
institutions to be at risk, or to be taken over by other institutions or the FederaldRese
(Freedman, 2010).

Customers looking for higher rates moved their money to the highest bidder,

shuffling their funds as if they were in a game of Monopoly. This causectrecial
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sector to adopt a different strategy, as its members no longer enjoyedrioet ©f a
stable customer base (Davis et al., 2009).

Managing in times of economic uncertainty has caused financial institudions t
take a second look at how they manage; they found themselves moving from yearly
strategic planning sessions, to monthly planning; from monthly and weeklyweeofe
their numbers, to daily reviews; from senior managers being out in the braneles a f
times per year, to managing by walking around; from touching base with custwiresm
they came into the branches, to putting together specific strategies to reanold tmich
base with the bank’s most profitable customers more regularly, sometimes even on a
monthly basis. Times of economic uncertainty called for financial institsiio reassess
the way they lead their organizations (Charan, 2009).

With changes happening almost daily in the economy, the traditional long-term
leadership structures and focus were no longer effective. Bankers neededdn the
planning cycles, and keep a closer eye on their operations in order to react quic&ly to t
ever-changing economic environment (Davis et al., 2009).

Integrity in the workplace became a focus, as some leaders in the financial
services sector were reported as having made short-term decisionsifieat datriment
to their organization as well as their personal and company brand. Changes in the
financial services industry created an epidemic of company failuresltinately
resulted in an economic crisis (Graham & Horner, 1988).

Financial services changes and their effect on the economdystrong financial
sector is a hecessary component of a robust economy. Financial institutiotetdabié
transfer of funds between savers and borrowers, who utilize the funds to stitnelate

economy by offering jobs, increasing production, and hiring workers, who ukipe t
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wages to purchase homes. Once consumers purchase homes, what follows is the purchase
of furniture, appliances, and other household goods. These purchases help stiaulate t
economy. Credit is often required to support the operations of business, as well as
individuals. If the usual channels to obtain credit break down, the disruption in the
economic cycle can be severe (Graham & Horner, 1988).

Banks’ primary function is to facilitate transactions and transfeftinds
between savers and borrowers, which is a principal ingredient of econonviti gro
Banks are the primary source of borrowing, especially for one of thetfgsteving
sectors—small business. Banks provide a critical service to the economy. Wheddyanks
not operate effectively and efficiently, the allocation of resources istaffeBank
closures create a deficit in the availability of credit, causing sotmdiear the cost of
lost investment opportunities, which lowers the economic growth (ElImendorf, 2009).
Leadership and the Bank Failure

Analyses of surviving and rehabilitated banks reveal that under almost itlentica
circumstances, management generally plays a role in determining wbhgiakisurvives
and another fails (Elmendorf, 2009). Graham and Horner (1988) studied banks during the
1980s, using data gathered from examiners. They identified major causes for bank
failures that specifically relate to leadership. This data contain infammattepared by
bank examiners of the Office of the Comptroller of the Currency about the fihancia
status of banks. This study examined 51 banks that were rehabilitated—thabrslnati
banks that recovered from a weakened financial state. External fawwtbras locations,
external problems, and asset size were similar to those of the resolved banlsamehe

sample and, therefore, provide a relevant comparison of resolved banks to weakened
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banks that survived. Additionally, these two groups were compared to a coatrplajr
28 banks that remained healthy during that period of time.

The study found that management played a significant role in the bank losses. In
90% of the cases, examiners found that deficient management, acting in conjuné&tion wit
other factors, contributed to bank failure. According to the study, more effective
management could have substantially increased the bank’s opportunity to survive. The
areas of weakness found are listed in Table 1 (Graham & Horner, 1988).
Table 1

Comparison of Areas of Weakness in Total Resolved Banks Versus Rehabilitated Banks
Before Recovery Between 1979 and 1987

Areas of Weakness Percentage of Total Percentage of Rehabilitated
Resolved Banks Banks Before Recovery

Policy, Planning, and 90 88

Management Quality

Audits, Controls and 24 24

Systems

Asset Quality 98 98

Insider Fraud and Abuse 36 24

Economic Environment 35 39

Note.Adapted from “Congressional Budget Office Study (1993)” by Graham, F. and
Horner, J. 1988Bank failure: An evaluation of the factors contributing to the failure of
national banksBank Structure and Competition: Proceedings from the Federal Reserve
Bank of Chicago (1988).

Although it cannot be shown conclusively with the data, it is worth noting that
93% of the resolved banks had significant management problems, and 63% percent had
problems with their chief executive officers. Moreover, the examiners dismbaerhief
executive officer who lacked integrity or ability; 90% of the rehabilitdtenks replaced
their CEO, whereas 79% of the banks that were not rehabilitated retainddatership.

Bank examiners also reported insider fraud and abuse as contributing factors to the

decline of banks in more than one third of those institutions that they evaluatedrbetwee
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1979 and 1987. The lack of oversight and controls resulted in fraud and abuse (Graham &
Homer, 1988). Table 2 shows the factors contributing to the failure of national banks
resolved between 1979 and 1987.

Table 2

Internal Management Factors Contributing to the Failure of National Banks Resolved
Between 1979 and 1987

Percentage of Resolved
Banks With
Management Factors Management Problems

Nonexistent or poorly followed loan policies 81
Inadequate systems to ensure compliance with internal

policies or financial services laws 69
Inadequate controls or supervision of key bank officers or

departments 63

Inadequate systems to identify problem loans 59

Poor decisions made by one dominant individual 57
Nonexistent or poorly followed asset and liability

management policies 49
Inappropriate lending policies 86

Excessive loan growth 51

Undue reliance on volatile liabilities 41
Problems related to internal oversight or management

deficiencies (accounting inadequacies such as missing

financial statements or income information, and so on)

Over lending in relation to debt-service ability of borrower 72
Collateral-based lending and insufficient cash flow analysis 53
Unwarranted concentrations of credit given to single industry 36
Note.Adapted from “Congressional Budget Office Study (1993)” by Graham, F. and
Horner, J. 1988Bank failure: An evaluation of the factors contributing to the failure of
national banksBank Structure and Competition: Proceedings from the Federal Reserve
Bank of Chicago (1988).

Crisis brings innovation. In the last decade of the®@entury, computer
technology transformed the financial services industry. ATMs in the mid 1986s gav
customers 24-hour access to their money and their account information. Onlinmggbanki

facilitated access to accounts and account activity through the Interreattanthted
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phone systems, allowing for electronic bill payment services, money trsresfielr loan
applications, all in the comfort of the customer’s homes, instead of having to walk into a
bank branch (Klebaner, 1990; Munn, 1983; Schweikart, 1990).

Changes regarding reserve limits, bank powers, geographic restrictionseand t
Glass-Steagall Act restrictions on product offerings fueled mergertgctiowever,
there were some general trends in terms of how banks responded to the 1987 downturn.
Starting from checking account minimums, fee reduction, free checking linkaxéo |
bank balances, relationship pricing, customer segmentation, and select steitssn
premier came into existence. Customer Relationship Management, phone banket, Inte
banking, bill pay, and banking went from destination to convenience with supermarket
banking (Munn, 1983).

Given all the turbulence in the financial services sector, it might seem odd to

focus on innovation; however, looking at recent trends, the following emerge:

e Mobile platforms are beginning to house many financial solutions, as
consumers are utilizing their cell phones to conduct financial services
transactions such as balance transfers, and credit card payments made throug
their iPhones, iPads and Blackberries;

e Smart phone applications allowing consumers to deposit checks by taking
pictures of them with their phones and sending the images to the bank;

e Gen-Y members are likely to continue to use those financial brands that stay
ahead in terms of technologies, capabilities, and other factors;

e Technology companies are increasingly challenging existing banks,
particularly mobile platform organizations, as well as other software

companies;
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e Remote capture systems that help banks serve customers who are far from
branches, by using advanced technology to capture check information and
deposit instantly from a distance without having to travel to the bank to make
deposits;

e International banking has become an increasingly important success factor,
and this trend will continue as globalization of business continues to become a
reality through Internet platforms. (Carroll, 2009; Davis et. al., 2009).

Banks have to innovate in any climate in order to grow and succeed in the long
term. It has been proved that a culture grows from ideas and innovation (Bolmanm, & Dea
2008).

It is important to look at values-centered leadership in times of fiscal,sgess
studies have shown examiners who discovered financial weakened banks and companies
that had CEOs who lacked integrity were replaced (Gordon & Lutton, 1993). Following
is a discussion on how leadership, focused on values, plays a key part when leading in
times of fiscal stress.

Value-Centered Leadership in Times of Fiscal Stress

Charan (2009) poses a model for managing in times of economic uncertainty. In
his model, he alerts the reader to focus on what matters. Prior to the econsisiic cri
companies’ indicators of success were increasing earnings perastthgrowing
revenues from gaining market share. In times of economic uncertainty, tanderg the
cash implications of every leadership decision is critical, as every peangscdhe cash
efficiency of the new marketplace becomes ever so important. With thatdn m

financial services institutions began focusing on their cash flow more than ever;
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competition for deposits began, sometimes causing bankers to offer such high tates tha
they put their banks at risk.

Management intensity.Charan (2009) calls for a deep immersion in the
operational details of businesses by their leaders. Leaders should tagerdazk at the
business, not by sitting in the office, but rather by gaining an understanding aswhat
happening outside the company, understanding customers, and understanding the inside
operations of the business. Plans and progress reports are to be revisited daily, gnd havin
every leader involved, visible, and in daily communication are key. A new guiding
principle arises: “hands on, head in” (p. 15). In the financial services séisameant
making a discipline of building close relationships with existing custonmers a
expanding their share of wallet (number of products they carry with thancfala
services organization); understanding the local competition by visitingehEfinancial
services institutions around the branches in order to determine their competitive
advantage; creating daily and weekly reporting on bottom-line results; tiagéimewaiting
for the monthly reporting that was traditionally done; staying close to theogegs by
visiting the local branches and creating rally-like gatherings, whiekeyaemployees
were kept informed of leadership decisions and economic outlook by their senior.leaders

Much like in the financial services sector, leading in times of uncertainty is
common ground for leaders in the military. When leading in the midst of war, they must
deal with a different set of issues, some of which are life-threateningnoahevell as
their soldiers (Laver & Matthews, 2008). The following section exploreketsaip
attributes of military leaders and how these attributes compare to leatieecivilian

world.
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Leadership in the Military

The United States armed forces place a great emphasis on leadarshng for
military cadets and officers from all four U.S. service academies: UlffalylAcademy,
U.S. Naval Academy, U.S. Air Force Academy, and U.S. Coast Guard Academy.
Officers are expected to exercise leadership skills that are funtirteetheir purpose
and function as officers (Masi & Cooke, 2000; Snyder, 1994; U.S. Air Force, 2004).

It is no coincidence that many individuals who are considered to be the most
significant leaders in our history served in the armed forces sometimérioatesr.
Taylor et al. (2009) argue that the major differences among leadersnmlithey,
business, financial services, political, religious, and social organizatem®wa they
measure the bottom line. In the military, the bottom line could be the number of lives
saved, versus the amount of revenue a company brings in the private sector.

Critical aspects of military leadership have been studied for yeawvsy land
Matthews (2008) highlight military leaders while citing nine themes or saxpressed
by role models in the military; these values are:

1. The role of integrity. Using General George Washington as a role model,

Laver and Matthews (2008) argue that true leaders understand the value and
power of establishing a reputation of integrity. This reputation supports the
leader in developing trust in his or her organization, which is an important
ingredient for leaders, especially when leading in tough times. Abrashoff
(2002) wrote:

Trust is like a bank account; you have got to keep making deposits if

you want it to grow. On occasion, things will go wrong, and you will
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have to make a withdrawal. Meanwhile, it is sitting in the bank earning
interest. (p. 65)

2. Determination and Leadership. Using General Ulysses S. Grant as a role
model for his relentless resolve to achieve critical objectives, Lader a
Matthews (2008) underscore the importance of leaders’ needing to have
unwavering determination to get the job done. Although generals must face
tough times, it is during those tough times that leaders develop the inner
strength and determination to complete the mission.

3. Institutional Leadership. U.S. Army’s chief of staff George C. Mats$al
shown as a role model for being able to maneuver through the labyrinth of
large organizations. Marshall possessed “the experience, commitment,
assertiveness and intelligence necessary to meet the challengesminmgf
and reenergizing the U.S. Military” (p. 5). Likewise, CEOs and C-suite
executives, when faced with transforming large organizations, must exercis
great knowledge and expertise in maneuvering through institutional mazes.

4. Cross-Cultural Leadership. General Dwight D. Eisenhower possessed the
spirit of collaboration, which is underlined in this leadership trait. To
collaborate effectively, leaders must be humble, patient, and flexible to gain
the confidence of their colleagues. Like Eisenhower, the leader with cross-
cultural strengths recognizes the importance of accountability, humility,
flexibility, consultation, patience, and trust. Treating people from other
nations as equals is a clear part of cross-cultural leadership.

5. Charismatic Leadership. Defined as a leader who exudes inspiratiomwhone

excites and influences followers individually and emotionally. Generald_ewi
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B. (Chestey) Puller is presented as a role model. Known as “the hero of the
U.S. Marine Corps” (p. 125) for his style of leadership, he is known in the
military as a charismatic leader. Puller inspired and influenced dilgers

always looking out for the well being of his subordinates, giving his best,
leading from the front lines, and keeping a close personal connection with his
people. By leading from the front, Puller developed unwavering loyalty
among his troops.

. Visionary Leadership. These leaders develop a clear vision for the, future
identify ambitious goals and objectives, and inspire others to follow that
vision through motivation, direction, and support to reach those goals. General
Henry H. (Hap) Arnold is considered “the father of the United States Air
Force” (p. 154), for his effectiveness in rallying the troops to support a
common vision. Under Major General Arnold’s leadership, the Army Air
Corps was transformed into what we know today as the Air Force, a separate
branch of the military. He was awarded the honorary rank of General of the
Air Force 3 years into retirement.

. Technology and Leadership. Technological shifts in a company can quickly
affect leader-follower dynamics and a company’s capabilities. €cpesitly,

it is important for leaders to adapt to technological changes in order to stay
current in the competitive landscape. Admiral Hyman G. Rickover
demonstrated the importance of technological savvy while leading the Naval
Nuclear Propulsion Program. Assuming full responsibility for everything tha
happened inside the program, he led with high accountability, allowing his

subordinates the freedom to debate and argue their points.
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8. Adaptive Leadership. When operating in complex environments, it is
important for leaders to show high levels of adaptability. Lieutenant General
Harold G. (Hal) Moore was thought to possess intellect, courage, and
determination—three character traits cited by philosopher of war Carl von
Clausewitz as the components necessary to adapt in the “unpredictable
environment of combat” (p. 209). As a student of military history and the art
of war, Moore was adamant about becoming an expert in war issues. He
studied at West Point, and returned there to teach infantry tacticdafter t
Korean War; he attended the Command and General Staff College at Fort
Leavenworth, and developed innovative tactics for conflict while serving at
the Pentagon as a one-man air mobility branch. These tactics were put into
practice in Vietham. Moore bridged theory and practice throughout his career,
and the underlying assumption that can be deduced from records of his life
was his thirst for knowledge that enabled him to be innovative and create out-
of-the-box strategies, which and ultimately earned him the reputation as one
of the most innovative tacticians in the army (Moore & Galloway, 1992).

9. Exemplary Followership. Laver and Matthews (2008) teach about legalershi
development as a long process that is learned through years of practice; the
point to Colin Powell as the ultimate example of exemplary followerstsp. A
the youngest person ever elevated to the position of chairman of the Joint
Chiefs of Staff at the age of 52, Colin Powell acted as the senior military
counselor to President George W. Bush and to the secretary of defense.
Although he rose as a leader, most of his career entailed follower-type

positions, including the following key positions: executive assistant to the
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special assistant to the secretary and the deputy secretary of deferse, seni
military assistant to the deputy secretary of defense, deputy assistaat to t
president for national security affairs. Powel exuded the attributes ofiedfe
followers: honesty, dependability, competence, courage, enthusiasm,
assertiveness, and independent critical judgment.

The common theme found in these military leaders is that none of them were born
great leaders; they all spent decades developing their leadershiprélaie. military
leaders were also great followers; as with General Colin Powatlels in the military
must learn to be great followers before they will be trusted to take on leigderes;
even in the highest rankings as leaders, they are viewed by their superi@atas gr
followers (Laver & Matthews, 2008).

Intersection of military and civilian values. Continuous development is part of
the culture in military service. Physical, mental, and social skills developane part of
every military leader as they condition physically, focus on teamwork raimcdfor
making decisions. Basic values are also taught and continuously reinforcddrmoor
accomplish military missions. Each branch of the military reinforckesdrom the
moment cadets enter training. Marine Corps’ ethos of duty, honor, country; A& Forc
core values of integrity, service, and excellence; Navy's core valdsgder of honor,
courage, and commitment; and the Army values of loyalty, duty, respelessealérvice,
honor, integrity, and personal courage; they form the acronym LDRSHIP (Krames,
2004).

The highest military honor: The Medal of Honor. According to The
Congressional Medal of Honor Society (2011), The Medal of Honor is the highest award

for valor in action against an enemy force which can be bestowed upon an individual
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serving in the Armed Services of the United States. It is the highesatgm@evarded by
the President of the United States on behalf of Congress. As of November 19, 2011, a
total of 3,458 recipients received the Medal of Honor; of these, 85 are living regipient
and 19 of them are double recipients. The most recent was awarded to Sgt. Dakota L.
Meyer for his courage and steadfast devotion to his U.S. and Afghan comrades in the face
of almost certain death. Sgt. Meyer went with two platoons of Afghan nationgl &mch
Border Police into the village of Ganjgal for a meeting with village elders. Thal pats
ambushed by more than 50 enemy fighters; Sgt. Meyer seized the initiative when he
heard over the radio that four of his team members were cut off. Sgt. Meyer returned t
the combat zone five times to disrupt the enemy attack and locate the trapped U.S.
soldiers. His actions inspired the members of the combined force to fight on.

These values bear some resemblance to those of civilian organizationsedeticat
character development of the American youth.

Scouts.Scouting began in England early in thé&'2@ntury. Its main purpose was
teaching youth the values of patriotism, courage, self-reliance, and kindueg val
(Townley, 2007).

According to Boys Scouts of America (2010):

The Scout Oath and Law help instill the values of good conduct, respect for

others, and honesty. They are as follows:

Scout Oath or Promise: On my honor, | will do my best to do my duty to

God and my country and to obey the Scout Law; to help other people at all times;

to keep myself physically strong, mentally awake, and morally straight.

Scout Law: A Scout is trustworthy, loyal, helpful, friendly, courteous,

kind, obedient, cheerful, thrifty, brave, clean and reverent.
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The Girl Scouts (Girl Scouts of the United States of America, 2011) also focus on
building character, courage, and confidence through their promise and lavoas:fol

The Girl Scout Promise: On my honor, | will try: To serve God and my country,

to help people at all times, and to live by the Girl Scout Law.

The Girl Scout Law: | will do my best to be honest and fair, friendly and
helpful, considerate and caring, courageous and strong, and responsible for what |
say and do, and to respect myself and others, respect authority, use resources
wisely, make the world a better place, and be a sister to every Girl Scout. (G
Scouts of the United States of America, 2011)

As with military values, these Boys and Girls Scout promises and fawsakes
shared with every member of the organization and each scout agrees to ach@d¢oordi
the promise and law values (Townley, 2007).

The highest scout honor: The Eagle Scouthe Eagle Scout award is the
ultimate award for a Boy Scout. It is considered more than a badge; g afweing.

The Eagle Scout promise includes doing one’s best every day. More than 50,000 scouts
earn the Eagle Scout Award every year. According to National Eagle Segistrig
(2008), when receiving the award, the young men stand and repeat the words:

| reaffirm my allegiance to the three promises of the Scout Oath. Ihtfallg

recognize and take upon myself the obligations and responsibilities of an Eagle

Scout. On my honor | will do my best to make my training and example, my rank

and my influence count strongly for better scouting and for better citizemship i

my troop, in my community, and in my contacts with other people. To this |

pledge my sacred honor. (p. 24)
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As of 2008, the following are the prerequisites for an Eagle Scout (National Eagle
Scout Registry, 2008):

1. Be active in your troop and patrol for at least 6 months as a Life Scout.

2. Demonstrate Scout spirit by living the Scout Oath (Promise) and ScoutlLaw i
your everyday life.

3. Earn a total of 21 merit badges (10 more than you already have), including the
following: First Aid, Citizenship in the Community, Citizenship in the Nation,
Citizenship in the World, Communications, Personal Fitness, Emergency
Preparedness or Lifesaving, Environmental Science, Personal Management,
Swimming or Hiking or Cycling, Camping, and Family Life badges.

4. While a Life Scout, serve actively for a period of 6 months in one or more of
the following positions of responsibility:

e Boy Scout troop: patrol leader, assistant senior patrol leader, senior
patrol leader, troop guide, den chief, scribe, librarian, historian,

OA troop representative, quartermaster, junior assistant
Scoutmaster, chaplain aide, instructor, or Venture patrol leader.

e Varsity Scout team: Captain, co-captain, program manager, squad
leader, team secretary, librarian, quartermaster, chaplain aide, OA
team representative, instructor or den chief.

e Venturing crew/Sea Scout ship: president, vice president,
secretary, treasurer, boatswain, boatswain’s mate, yeoman, purser,
or storekeeper.

5. Plan, develop, and give leadership to others in a service project helpful to the

community and should benefit an organization outside of Boy Scouts.
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6. Take part in a Scoutmaster conference.

7. Successfully complete requirements of a review board.

As in military service, the scouts have a disciplined approach to training young
people to be great leaders, which makes them mindful of their own bodies, mind, soul,
communities, and the people they touch. One would easily say that leadership in the
military resembles leadership in the civilian world; however, there are Winsenake a
clear distinction between military and civilian leadership (Malone, 1983).

Military leadership is different. According to Malone (1983), military
leadership is different from civilian leadership because of the soldiersatde sight
reasons leadership is different:

1. Aleader inherits his or her team; he or she doesn’t select and hirdftiieen.
unit is short staffed, it's because someone in higher levels made a mistake;
commanders can’t hire a recruiting agency to find more soldiers.

2. Soldiers signed a contract, and therefore can't be fired on the spot like they
can in the civilian world; additionally, they can’t be laid off, they can’t quit,
strike, or stage a walk-out. The force of their contract keeps them in their jo

3. Turnover is much higher in the military world; additionally, “the chaos of
soldier turbulence” (p. 31) is an obstacle to getting the work done.

4. Younger soldiers present a unique issue, especially since many have never
worked.

5. In the business world, going against company policy results in disciplinary
action, which is made up of written warnings. In the military world, a soldier
can be put in jail for things that would be ignored in the civilian world. This

gives much more power to military leaders.
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6. In the civilian world, a leader is responsible for his or her employees while
they are on the job. In the military, leaders are responsible for their soldier
while they are on and off duty. Additionally, leaders have responsibility for
the soldiers’ families and where and how they live.

7. In the military world, there is no such thing as an 8 to 5 job; soldiers can be
controlled 24 hours a day when necessary. When leaders feel it's necessary,
they can work until the mission is accomplished to standards, and there is no
pay for overtime.

8. Death is arisk, that soldiers are expected to accept; this is not tha casst i
civilian business positions.

These are clear differentiators between civilian and military IsagerAlthough a
businessperson might look the same as a military leader, the underlying a&sssi @i
very different in each world.

Army’s Definition of Leadership

Malone (1983) stats that a definition of leadership in the military does not begin
with the definition, but instead, with the mission of military leadership, “TheyAs
mission is to fight the land battle in defense of this nation....The only standard that
applies in executing this mission is to win” (p. 24).

There are three basic things that must happen to win in the battlefield: (a)
Resources and weapons must be brought together at the critical times asid(ip)abe
achieve the maximum effect and utilization of resources, the battle musetedirand
(c) “The skill to kill and the will to win” (Malone, 1983, p. 25) must be employed by

soldiers as they fight smarter and better at the cutting edge of the battle
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Three components of leadership: Be, know, dd@ here are three aspects of

leadership that the army underscores, regardless of rank or title: (@h&gou are

inside; (b) Know: What you know; and (c) Do: How you act (Hesselbein & Shjnse

2004).

Be. Character happens when you are alone. With that in mind, who is the leader?

What does the leader stand for? Army leadership begins with who the leadeatas insi

and what is the character of the leader. In order to lead others, the leadrrakeisiire

his or her own house is in order (Hesselbein & Shinseki, 2004).

Following are the Army’s seven core values; they guide the Army |eadthey

form the acronym LDRSHIP. These seven values exemplify the chrapétite leader as

follows:

1.

Loyalty. Bear true faith and allegiance to the U.S. Constitution, the Ammaly, a
other soldiers. Be loyal to the nation and its heritage.

Duty. Fulfill your obligations. Accept responsibility for your own actions and
those entrusted to your care. Find opportunities to improve oneself for the
good of the group.

Respect. Rely upon the golden rule. How we consider others reflects upon
each of us, both personally and as a professional organization.

Selfless Service. Put the welfare of the nation, the Army, and your
subordinates before your own. Selfless service leads to organizational
teamwork and encompasses discipline, self-control and faith in the system.
Honor. Live up to all the Army values.

Integrity. Do what is right, legally and morally. Be willing to do what is right

even when no one is looking. It is our moral compass, an inner voice.
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7. Personal Courage. Our ability to face fear, danger, or adversity, both physical

and moral courage

In addition to these seven values, Hesselbein and Shinseki (2004) suggest mental,
physical, and emotional attributes for an Army leader to influence the unit or
organization. The mental attributes include will, self-discipline, initiajivégment, self-
confidence, intelligence, and cultural awareness. The physical attribclieda health
and physical fitness, and military and professional bearing, which carvélejoed.
Emotional attributes include self-control, balance, and stability; theseotbotw the
leader feels, and, therefore, they play a part in how the leader interductssaor her
subordinates. “When you understand that will and endurance come from emotional
energy, you possess a powerful leadership tool” (p. 38). In order to make the ricgit ethi
choices, self-control, balance, and stability must be followed.

In addition to understanding the Army values and leader attributes, the Army
leader must also embrace and live them, and teach them to their subordinates through
action and example. Actions speak louder than words; therefore, actions are hosv leader
develop leaders (Hesselbein & Shinseki, 2004).

Know. The best way to get people to follow is by demonstrating knowledge.
Incompetence is the quickest way for leaders to lose trust and commitment from the
followers. According to Hesselbein and Shinseki (2004), a leader must haveyroéster
the following four skills:

Interpersonal skillsThese include coaching, communicating, empowering
individuals, and building teams.

Conceptual skillsCritical thinking, analytical skills, and the ability to think

creatively and thoughtfully are determinants of ethical sound judgment.
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Technical skillsThis includes the ability to get the job done. The leader must
possess the skills necessary to accomplish the mission.

Tactical skills This includes problem solving to achieve the objective. In the
civilian world, these would include negotiation skills, human relations, budgeting, and
the like; these are necessary to accomplish the task.

The best leaders are constantly learning; they seek out opportunities that will
stretch them and challenge them. They consistently look for mentors and surround
themselves with people from whom they can learn (Hesselbein & Shinseki, 2004)

The Army leadership framework makes a distinction between performilngsct
and developing skills. It encourages the military officer to engage imoonis learning,
with every rank being a practice ground for the next assignment, and the next one, and
the next one, and so on. Soldiers are encouraged to learn more and move to jobs with
increasing responsibility, where they will face new equipment, new ideas, @andays
of thinking. These will, in turn, be learned, and the soldier must learn to apply these ski
in accomplishing his or her mission (Hesselbein & Shinseki, 2004; Laver Sdée,

2008).

Be and Know represent character and knowledge. But these two alone are not
much without actions. Actions speak louder than words. The next section explores the
third quality of a leader; this particular quality completes the three Eagdeactions
(Hesselbein & Shinseki, 2004).

Do. Army leaders are known to take their troops to practice their skills prior to
arriving at the combat training center. They take advantage of everyeduaingprove
themselves and their people. According to Hesselbein and Shinseki (2004), successful

leaders act in three ways: (a) they pull their people together and leadttean
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common vision and purpose, (b) they execute flawlessly in order to achieve tied desi
results, and (c) they focus on creating a stronger organization through leaaligg.ch
That is their legacy. These three actions are called by the Armgmaiihg, operating,
and improving.

Influencing This includes making decisions, communicating those decisions to
teams, and motivating and inspiring people toward the desired results. This influencing
often happens face-to-face, as when the leader coaches followerghgivgsraise, and
encourages hard work. While higher leaders influence their direct reportsithroug
personal contact, they influence their organizations through indirect mefunsnde is
critical at all levels of the organization (Hesselbein & Shinseki, 2004).

Operating Effective leaders execute flawlessly on their plans. They put together
detailed, executable plans, then they execute flawlessly those plansakimtedare of
their people and creating results. Once the plans are implemented, they waodkthmva
sustainability of what they have created; ensuring effectivenessffaridncy of their
plans. This leads to the third leader action (Hesselbein & Shinseki, 2004).

Improving While most leaders focus on short-term wins, effective leaders focus
on leaving the organization better than they found it. They take the necessaty steps
improve every area they touch, and focus on how they can influence the positive outcome
of future missions. Loyal leaders focus on the future of the organization, not just on
executing their plan for today. They invest the time and resources to develmehes
in order to be better for their people. They constantly groom and invest in their people by
allowing them to learn from their mistakes instead of expecting perfection. The
understand that breakdowns are specifically designed to create breakthamagivbien

breakdowns happen, they seek to understand and learn from them in order to create a
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better organization for the future. This in turn inspires their teams to conbirguew
without fear of retaliation for imperfection. This type of behavior is stest with what
Kouzes and Posner found as the leadership characteristics people admire in seeyeone t
would be willingly follow (Hesselbein & Shinseki, 2004).

Kouzes and Posner (2002) surveyed thousands of people in business and
government, asking these leaders to cite the leadership characters theyimdmeir
leader. Their definition of leader was someone people would be willing to follow. The
key word here was willingrhe participants would follow these leaders because they
want to, not because they have to. To date, Kouzes and Posner have administered their
survey to more than 75,000 people around the globe, and their findings are updated
continuously. After more than 2 decades of asking these questions around the world, they
found remarkably consistent results. It appears a person must pass sstgebaftee he
or she is considered a leader. Over time, only four characteristics havedeoere
than 50% of the votes consistently. To follow someone willingly, people want leaders
who are honest, forward looking, competent, and inspiring.

Honest Honesty was selected more often than any other characteristi@rgesn
as the most important ingredient in the leader-follower relationship. Studieshawn
that leadership is getting results in a way that inspires trust, and builgshgat only
create followers, but also increases productivity and lowers cost (Charan(C20@9,
2006; Kouzes & Posner, 2002; Laver & Matthews, 2008).

Forward looking More than 70% of participants selected the ability to look ahead
as one of the most important leadership traits for people they would choose to follow.
People expect to have a sense of direction and want to follow someone who has a way of

looking ahead and articulating clearly his or her vision. It is important to nat@S%aof
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senior executives who participated selected forward looking as a desiredigade
characteristic, whereas 60% of frontline supervisors selected forwarddoaditheir top
leadership characteristic. This wide gap may indicate a significaatetite in

expectations, depending on the time in job and the scope of the job. (Kouzes & Posner,
2002; Laver & Matthews, 2008).

Competentin order for someone to follow a leader, he or she must believe that
leader has the competency to guide. Leadership competence refers t© teader
record of performance, and their ability and confidence to get things done. Thisotloes
mean that leaders must have the most practical experience of details arownd the ¢
technology of their operations. The type of competency demanded appears to vary more
with the leader’s position and the condition of the organization. Leaders can’t be
expected to be the best technically competent in their fields; howeverréheypected
to be competent in taking the organization to a desired future state (Charan, 2009; Covey,
2006; Kouzes & Posner, 2002; Laver & Matthews, 2008).

Inspiring. Leaders are expected to be enthusiastic, energetic, and positive about
the future. They are expected to be inspiring by being able to communicatadhervis
ways that encourage their teams to sign up for the duration. Inspiring lspdaksto
employees’ desires to have meaning in purpose in their lives. This is dypediahl in
times of uncertainty when leading with positive emotions is absolutely impastant t
moving people forward and inspiring them to follow a common vision (Covey, 2006;
Kouzes & Posner, 2002; Laver & Matthews, 2008).

These four traits translate to credibility, which is the foundation of leagershi
However, what behaviors show credibility? Kouzes and Posner (2002) found the

following common phrases among people’s descriptions of credible leaders:
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“Leaders practice what they preach;”

“They walk the talk;”

“Their actions are consistent with their words;”
“They put their money where their mouth is;”
“They follow through on their promises;”

“They do what they say they will do” (p. 37).

These are consistent with the Army’s three components of leadership: Bg, kno

and do, and what has been presented as the military’s way to train their leaders.

contrast, the following leadership principals were defined in the 1965 versiodf Fie

Manual 22—-100, and are still in the foundation of military training.

Be technically and tactically proficient

Know yourself and see self-improvement

Know your men and look out for their welfare

Keep your men informed

Set the example

Insure that the task is understood, supervised, and accomplished
Train your men as a team

Make sound and timely decisions

Develop a sense of responsibility in accordance with its capabilities

Seek responsibility and take responsibility for your actions.

It appears that there is much that the civilian and military sectors hasearo |

from each other, as there are many similarities that could strengttfentbar’s

leadership focus. One of the key underlying assumptions found in both areas are those of



46

values. At the end of the day, people’s values are what drive them, and corporate and
military values drive their organization (Covey, 2006; Kouzes & Posner, 2002; &ave
Matthews, 2008).

Values

During times of fiscal stress, the financial services industry has baegechwith
a lack of values-centered leadership, and leaders were not true to thesrinahesr
decision making. This section explores values-centered leadership and howeg appli
leading in times of fiscal stress.

Milton Rokeach was one of the earliest researchers who did the most to advance
the study of values (Braithwaite & Scott, 1991). According to Rokeach (1973), the
function of values is to guide our thoughts and actions, to satisfy our needs, and
ultimately to regard ourselves and to be regarded by others as the stcitbd®f
morality and competence. This is particularly critical in the finanemalises sector, as
the company’s vision and mission define company values. When an executive does not
act according to his or her company’s vision and mission, he or she risks losingthe tr
of his or her constituents. Rokeach makes a distinction between values addsattite
mentions that attitudes are a multiple set of beliefs focused on one single whgretas
values are usually shaped by a single belief directed at a range of behBgtause
values compose the underlying belief system, attitudes are the result af value

According to Rokeach (1973), the root of a person’s values is his or her personal
needs. Like Maslow’s hierarchy of needs, the ability for a person to haveyclearl
actualized values depends on whether he or she satisfies basic needs. Likevinasic
needs must be satisfied, in order for an individual to grow into the next stage of

development. From satisfying a basic physiological need such as breaibthgyater,
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sex, sleep, etc., to safety and security, which includes the security of thebody
employment, of morality, of the family, health and property, needs evolve to love and
belonging. Once a person is able to attend to primary needs, he or she risegxt the
level that is self-esteem, and finally the individual arrives at saliaéization. This,
according to Abraham Maslow, is where morality, creativity, spontaneip)gm
solving, lack of prejudice, and acceptance of facts occurs. This supports CK2089)s
model, which underscores the importance of senior leadership to be visible during times
of fiscal stress; a leader’s role in emphasizing safety and securisjofivla basic needs)
is critical for their organization to be free to produce, innovate, problem solve, apd acc
the facts, in order to overcome obstacles related with the economic downturn.
Rokeach’s work was extended by Schwartz (Schwartz, 1992; Schwartz &,Bilsky
1987). Schwartz and Bilsky (1987) defined values as an intersection of goals,
hierarchically arranged motivations, and interests. Schwartz and/ Bidieved that
there are five features common to all definitions of values; according tcaB8zh(d992),
values are “(1) concepts of beliefs, (2) about desirable states of behavitnan$8end
specific situations, (4) guide selection or evaluation of behavior or events, and (5) a
ordered by relative importance” (p. 551).
According to Schwartz and Bilsky (1987), these five definitions are deriged fr
three primary needs, which they define as primary motivators. Table 3 déknisde

primary motivators defined by Schwartz and Bilsky (1987).
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Table 3

Primary Motivators According to Schwartz and Bilsky (1987)

Needs Definition
Biological Needs Practical
Psychological needs Interaction requirements for interpersonal cooodinati

Social consequence needs  The social demands for the welfare of society

These further reinforce leadership’s role in times of fiscal stres€h/{2008)
suggests the following leadership resolutions for the recession: (a) Stayraiyt
focused—people get internally focused during tough times; they may focus on the
possibility of personnel cuts. This causes people to lose focus on the customer and on
creative ways to grow the business; (b) Celebrate! In times of uimtead fiscal
stress, leaders sometimes feel it's unseemly to celebrate, but one ragstzethat
these times call for incredible strength, and there are people in the onganidad are
making sacrifices and over-delivering. It is imperative that leadershypesnemployees
feel recognized and rewarded for their extra efforts; (c) Resolve to makbe year
when you become blindly clear with your people about the term integrity. dingatio
Welch (2008), integrity violators aren’t always large; they usuappen by seemingly
regular employees who find a way to violate the business practices. fiasaitme for
leadership to lay out what's right, and what's wrong, and make a teaching moment of
every time there’s a violation. Ensure that everyone understands that knowing about a
violation and not talking about it to management is as bad as committing the violation.
Trust and Integrity

In agreement with Welch'’s suggestions on being specifically clear abegtiignt
in times of fiscal stress, Covey (2006) also talks about the role that trust egritynt

play in times of uncertainty. During these times, and as the industry begiosyere
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from its downfall, it will be increasingly important for financial servicesders to build
trust with their communities, shareholders, customers, and employees. Irftagpgns
when no one is looking. Covey argues that trust is the center of relationships and it can
build or destroy every human relationship, countries, businesses, and even the most
profitable companies. When one goes back to the 9/11 attacks on New York,
Washington, D.C., and Pennsylvania, immediately following, trust went down, speed als
went down, and costs went up. A leader’s ability to build trust with his or her
shareholders, people, bosses, coworkers, and subordinates is essential to his orlher overa
success. Covey breaks trust down to five waves: (a) Self-trust, (b) Relgiitnust, (c)
Organizational trust, (d) Market trust, and (e) Societal trust. He fuepands by
talking about four cores that are key to building credibility. The four core¢agre:
Integrity, (b) Intent, (c) Capabilities, and (d) Results.

Integrity . According to Covey (2006), integrity is more than honesty; it's made
up of four virtues: (a) Congruency: acting according to one’s values; (bjlijuireing
more concerned about what is right, than about being right; (c) Courage: doirghthe ri
thing despite circumstances, no matter what possible consequences.

Intent. Covey (2006) breaks intent down to three things: (a) Motive: What is the
reason behind what we do? (b) Agenda: the best agenda is being honestekiogt
(not wanting) what is good for others; and (c) Behavior: what other people candsee
judge. This is where the rubber meets the road. A parent can tell his child heitovas
her, but if he keeps walking out the door in the morning claiming to be late for the office,
while his child is screaming, telling hirmeed you daddythen his behavior does not

match what he espouses.



50

Capabilities. These are talents, attitudes, skills, knowledge, and style. Talents are
those things that we do well naturally; it's what individuals love to do. Attitude is how
people think; how people are inside. Skills are those things that people have teatoe
well. Knowledge is what people know and continue to learn, and style is a person’s
unique way to do things; this includes his or her personality (Buckingham &r¢lift
2001).

Results.A person can be of high integrity with good intentions and capabilities,
but if he or she doesn’t produce results, his or her credibility is questioned. 4 aaeler
trusted when they produce results. Results build credibility and trust. Theheese
areas in which leaders are judged in terms of results: (a) past rdgutts;rént results,
and (c) future results. To improve trust, Covey (2006) suggests taking resptyrfsibili
one’s own results, not activities. Additionally, a leader should expect to achidse goa
the assumption should always be that he or she will be successful and should finish
strong.

Lessons Learned

We have much to learn from past history of crisis management, as well as how to
lead in uncertain times. Today’s economic environment presents many chaftartpes
financial, business, and military sectors. While each area has its seg@aialty, this
literature review has unveiled many similarities among the threéerseas leading in
tough times brings many strategies together (Charan, 2009).

A culture of innovation. Innovation should be a leading focus. In an interview,
Creating a Culture of InnovatigriKester (2009) cites three things every leader must do to

create a culture of innovation: Culture, Habits, and Process.
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Culture. Create an innovation culture with openness, allowing ideas to foster and
creativity to flourish. Recent history has shown its share of innovation duringsthe |
decades; to continue to flourish, innovation must stay at the top of everyone’s mind
(Kester, 2009).

Habits. Create a systemic approach to the way business is run. Most businesses
will survive by developing new ideas to bring into the market. The most successful
organizations will be drawing those ideas from the market by working with their
customers and stakeholders. A disciplined approach will serve the finamzieése
industry, the business sector, and military leaders as they continue to ghaanaxt
phase of economic uncertainty (Kester, 2009).

Process. Having a rigorous process in the early stages and understanding the
issues at hand (Kester, 2009). Confronting the brutal facts (Covey, 2006) will be key in
putting processes together early in the change cycle in order for otgarsza stay
ahead of the industry. With financial services and business becoming more ctizedodi
through Internet innovation, this will become increasingly critical in thesdastries.
Summary

This chapter reviewed the evolution of leadership theories and the importance of
studying leadership styles when comparing leaders from business, fireruiaks, and
the military. A review of leadership implications of the economic downturns @87
to 2010 was conducted, and leadership traits were examined from business, financial
services, and the military. A close look at leadership styles in the falaeecvices sector
in times of fiscal stress showed how the financial services sector heenced the
direction of the global economy. Leadership in the military was contrasted wi

leadership in the civilian world; in reviewing the literature, many snitiég were found,
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although many argue there are critical differences with the way eegd@y troops are
employed, retained, and motivated. Value-centered leadership has beereadasess
critical in times of crisis. Creating a culture of trust and intggas well as maintaining a
close look inside and outside the organization were shown to be critically important in
preparing the organization for rapid change and the uncertainty that happeresioft
fiscal stress.

This literature review has also shown how leadership was affected by the
changing business of the financial services sector during times ofdisesd, in which
leadership played a pivotal role in the performance of financial institutitvesintiustry
has much to learn from history, as the literature review revealed margrpatierns
that have occurred in the history of the financial services industry, the bugotss s
and the military. Much can be learned from this study, as there are ingpigcttat could
be addressed proactively in order to mitigate the chances of another remoothe
downturn.

There is anticipation of more change ahead (Palmisano, 2008). With that in mind,
this study can be greatly enhanced by further researching individualdeadi@ance,
the military and entrepreneurial organizations, and how their leaderslap ati¢cted
their organizations’ bottom-line performances. This can also be extended to other

industries that have been hard hit in this economic downturn.
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Chapter 3: Research Methodology

The purpose of this chapter is to outline the research design and methodology
utilized in this study, which is to gain understanding of the values and leadership
characteristics of CEOs and senior executives in the field of finaeciates, CEOs and
senior executives in other business sectors and military leaders. Additidmaktly
explores how executives’ values and leadership styles shape organizatitural c

A gualitative approach with a descriptive exploratory design is utilized tectoll
the survey and experience narrative interview data from a purposeful samplesofat3 s
leaders in finance, military, and entrepreneurial organizations.

Restatement of Research Questions

This study is designed to answer the following questions as they relatécthoeab
clusters in this study, which are business, financial services, and traymilit

Research Question 1: Based on the Rokeach Value survey, what are the
prioritized values of senior leaders in finance, the military and entrepraheuri
organizations?

Research Question 2: Based on Gallup’s StrengthsFinder survey, wtied are
leadership strengths of senior leaders in finance, the military and rentepal
organizations?

Research Question 3: Is there a relationship between the Rokeach Value
prioritized values and the StrengthsFinder 2.0 leadership strengths of seieos iea
finance, the military and entrepreneurial organizations?

Research Question 4: Is there a difference in the relationship between the

Rokeach Value prioritized values and the StrengthsFinder 2.0 leadership stoéngths
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senior leaders in finance, the military and entrepreneurial organizaticet doas
ethnicity?

Research Question 5: Is there a difference in the relationship between the
Rokeach Value prioritized values and the StrentghsFinder 2.0 leadership strengths of
senior leaders in finance, the military and entrepreneurial organizatised ba gender?
Protection of Human Subjects

The purpose of Institutional Review Board (IRB) is for the protection of human
subjects both minors and adults, while conducting research. The highest formsabf ethic
principals must be enacted and adhered to. IRB is a process that graduate students go
through in order to ensure the protection of individual’s rights, confidentiality, and
anonymity as human subjects, in a research study. The main priority is to do n@aharm i
conducting research. The Graduate and Professional Schools’ InstitutioreWmB®ard
(2009) Website explicitly states:

The primary goal of the GPS IRB is to protect the rights and welfare ofrhuma

subjects participating in research activities conducted under the auspices of

Pepperdine University. Applications submitted to the GPS IRB generally

encompass social, behavioral, and educational research and are usually @bnsidere

medically non-invasive. (para. 3)

The primary objective of the Pepperdine University Institutional ReviewdB@8B) is to
protect the welfare and dignity of human subjects. However, the policies and procedures
manual claims, “by addressing the human subjects concerns in an applicant'ggropos
research, the IRB also works to protect investigators from engaging in plyenti

unethical research practices” (Graduate School of Psychology IRB/F210i@9).

Furthermore, the IRB policy states, “in the review and conduct of reseamberdine
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University is guided by the ethical principles set forth in the Belmont Reportréspect
for persons, beneficence, and justice)” (p. 1). The researcher will takeaddgafeguards
to protect the rights and privacy of human participants by completing the Nationa
Institutes of Health Office of Extramural Research National Insstof Health Web-based
training coursé’rotecting Human Research Participants

The researcher filed an expedited application along with an application farwavi
or alteration of informed consent procedures with GPS IRB manager, Jegridea
Appendix B). Once the expedited application and alteration of informed consent were
approved and modifications were made, a copy of the IRB approval letter wed jplac
Appendix A.

This study is made up of interviews of 13 CEOs and senior leaders in the fields of
finance, the military and entrepreneurial organizations.

The ‘minimal’ risk that each interview involves is that people might disciner t
identity of the participants since they come from such a small population of CEOs and
senior executives and military leaders, even though their identity is protecié¢as
could affect the organizations they serve in a negative manner.

Another risk is the possible imposition on the participant’s time. Another very
minimal risk is that the participants may inadvertently reveal confilanformation
about their companies, thus putting their positions at risk. However, this is highly
unlikely.

The activities included on this list were eligible to be reviewed by the drpedi
review procedure. Although these activities are not exhaustive, the fattehaire

listed does not constitute them being of minimal risk. It should be noted that theeactivit
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listed are eligible to be reviewed as long as the circumstances of gasatesvolve
minimal risk to the participants.
Security of Data

The data was only handled by the principal researcher and a transcriptioa.servic
The audio files of the interviews were transformed into MP-3 files by the jpaiinci
investigator, who then sent the files via secured e-mail to the transcriptices&he
transcription service has strict policies on data security: all electiitas were deleted
once transcribed and sent back in a secure e-mail to the principal investigator. The
principal investigator put all data under lock and key for 5 years after thelsiadsken
place.

All hand-written data, as well as any computer disk or notes (informatien) ar
kept in a locked box in the researcher’s garage for a period of 5 years angetkstro
thereafter. Data stored in the researcher’s personal computer msferiied to an
external CD, which will be kept in the locked box as well, and then destroyed in 5 years.

The data was only kept on the researcher’s personal computer in thelvesgarc
locked office during the interview period. After all interviews were coretydll data
was transferred to a CD and put in the locked box in the researcher’s garageds,5 y
at which time all supporting data for this analysis will be destroyed.

In compliance with IRB, The principal investigator took the following messur
to ensure confidentiality: (a) Names of interviewees and all particgitrmation was
stored separately as the consent document is the only form linking the subject to the
research; In order to maintain the anonymity of the participants, insteadnefs, each
participant is referred to as “Business Leader 1, Militarydee&, and Finance Leader 4,

etc.”; (b) Hard copies of data files are kept in a locked file cabiriaeahvestigator’s
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residence; (c) Electronic statistical and qualitative data wasdstor a flash drive and
accessed on researcher’s personal computer which is password and screen saver
protected; (d) IP addresses cannot be linked to participant responsdsir(@®yation
collected was backed up on an external hard drive which is also password protected, at
the principal investigator’s residence; (f) Only the researcher hassacceesearch data,
(g9) The content of the interviews was transcribed by a transcription segeceyathat
regularly works with doctoral dissertations and as such has strict policy odectiaiity
and data security. All identifiable information was destroyed once the intarweve
transcribed and delivered to the principal investigator; (h) Sensitiveiaisitsere stored
according to IRB transcriptions coding sheet and files are kept in a lockedt Ghilme
researcher’s residence for five years, and (i) After 5 yeargrodss will crosscut shred
information collected in the study and destroy all audio and digital recordings and
electronic files using a magnet. If a participant wishes to giveipsion to share their
data, they will sign the consent form accordingly (see Appendix B).

Electronic statistical and qualitative data was stored on a flash drive and on
researcher’s personal computer, which is password protected. All informatiectedl|
(hand-written data, as well as any computer disk or notes) was backed up onraal exte
hard drive which is also password protected, at the principal investigatodenesiand
kept in a locked box at the principal investigator's home garage. Sensitive material
stored according to IRB transcriptions coding sheets and files will be keptickeall
cabinet at the researcher’s residence for 5 years. After the Shesaegpired, researcher

will shred information collected in the study.



58
Minimizing Risks

The principal risk to the participant is any potential harm as a resultrefahbof
confidentality. Participation in this study was associated with no more timmanhrisks
and/or discomfort. Minimal risk is described in the GPS IRB manual as the probable
harm that the activities in the research will cause the participant, sizhd be no
grater than when performing normal activities, or when undergoing psychological or
physical testing. The participants interviewed in this study could, honeséndged
negatively by company shareholders and colleagues for their opinions on the subject
matter. This factor could contribute to emotional risks, risks to their reputaiibn a
employability.

Risks was minimized in the following ways: (a) Participant’s identdg known
only to the researcher and was not used in this study; (b) No specific identifyi
information was used or reported in any way except for Military Leadeudin8ss
Leader 2, etc.; and (c) If participant experienced exhaustion, fatiguataisility while
taking the survey or during the interview portion a break was provided. Particigamets w
made aware that their participation in this study was completely voluiitaey.
participants had the option to discontinue this survey at any time without p&inadty.
researcher secured an informed consent from all participants which exipllaat the
participants had the right to withdraw at any time, understands their paiticipas
strictly voluntary, agreed to the confidentiality measures that were tak@mwere able
to review the results of the study for accuracy. Last, participants wate aware of
their rights and were provided with the Dissertation Chairperson Drdiich
Rosensitto’s contact information as well as the IRB Chair Person Dm tgong’s

contact information.
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Confidentiality
Once participants provided their contact information, their identity and regponse
were kept confidential. The principal investigator took the following measoi@ssure
confidentiality: (a) Names of interviewees and all participant’s infionavas stored
separately as the consent document is the only form linking the subject to Hrelrebe
order to maintain the anonymity of the participants, instead of names eaclppattivas
referred to by “Business Leader 1, Military Leader 2, and FinancesLdaetc.” (b)
Hard copies or data files are kept in a locked file cabinet at the invessgatsidence;
(c) Electronic statistical and qualitative data was stored on a flash driazegssed on
the researcher’s personal computer which is password and screen saeeeqyr(de IP
addresses will not be linked to participant responses; (e) All informatiorctenl s
backed up on an external hard drive which is also password protected, at the principal
investigator’s residence; (f) Only the researcher has aacegsslitative data; (g)
Sensitive material is stored according to IRB transcriptions codirgjssaed files are
kept in a locked cabinet at the researcher’s residence for 5 years; ante(p ydars
has expired, researcher will crosscut shred information collected in theasididigstroy
all audio and digital recordings and electronic files using a magnet.
The participants were given the informed consent form prior to the interview. The
researcher read the informed consent form to the participant to ensurendeistanding
of the voluntary nature and anonymity of the research. The participant was asked to
review and sign the informed consent form prior to the interview (see Appendix B)
The following safeguards were employed to protect the participant’s right
(Creswell, 2007): (a) The research objectives were articulated verbally amiding so

they were clearly understood by the participants; (b) Participants werewded with
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principal investigator, dissertation chairperson Dr. Michelle Rosensitto, &thtBim
Chairperson, Dr. Yuying Tsong contact information if they had questions, comments
concerns or complaints regarding their rights or research practiL&gritien
permission to proceed was articulated from the Dean; (d) A research egpedit
application and application for waiver or alteration of informed consent was filled w
IRB; (e) The participants were informed of data-collection devicesetndties such as
digital auto recording procedures during the interview; (f) Verbatmstriptions and
reports were made available to the participants; and (g) The participghts mterests,
and wishes were considered when choices were made regarding reporting.the data
Lastly, before, during, and throughout the data collection process participaats wer
reminded that they could withdraw from the study at any time without penalty or
retaliation.
Population Sample

Once protection of human subjects was ensured, as well as the validity and
reliability of instruments, the researcher purposefully selectegehi senior executives
clustered into three groups of CEOs or senior leaders in banking, the military and
entrepreneurial organizations to participate in this study. For the purposesagtency,
participants were selected from senior-level leadership positions equabDtoChrect
reports to the CEO. They were diverse in geographic location across the Shaites, as
well as gender and ethnicity.

Using Patton’s (1997) sampling method, a purposeful sample was utilized for this
study. According to Patton, qualitative studies typically focus in-depth datevedy
small sample, purposefully. This allows for selection of information-ricescés in-

depth study. Purposeful sampling (Teddlie & Yu, 2007) was utilized to identify
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participants. These leaders were chosen from organizations with more than 100
employees.

There were minimal risks in this study, as it was an investigation that did not
jeopardize the participant’s physical, emotional or economic well-beirgpahicipants
interviewed in this study could, however, be judged negatively by company shareholders
and colleagues for their opinions on the subject matter. This factor could contibute
emotional risks, risks to their reputation and employability.

Risks were minimized in the following ways: (a) Participant’s identigg known
only to the researcher and will not be used in this study; (b) No specifidydent
information was used, except for Military Leader 1, Business Leader 2,ret¢g)df a
participantexperienced exhaustion, fatigue or irritability while being interviewedeakbr
was provided.

Audiotapes, hand-written data, as well as computer disks or notes (information)
are kept in a locked box in the investigators’ garage where the investigatotenas s
access to the audiotapes. The main criteria for the selection of parsdipathtis study
was (a) current position; (b) current field, which should be targeted to finance, the
military and entrepreneurial organizations; and (c) size of organizatioch whii be
publicly traded or private companies with more than 100 employees. The topdd sam
population was 13, with three clusters, which were divided based on their industry:
finance, the military and entrepreneurial organizations.

The original intention was to have four participants from each group. If more than
four individuals from each field showed interest in participating, the principal
investigator would choose them on the basis of first come first serve. Onogetiveeivs

began, with the approval of the dissertation chair and committee anotheppattigas
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added to the study due to the richness of their experience and potential contribiigon to t
study.

Within the 13 participants, the principal investigator looked for a balance in
gender, ethnic background, and age. For example, if seven men and two women were
selected, the principal investigator looked for a balance in backgrounds in ordstr to be
diversify the sample.

A total of four participants were selected from Finance, four from Etneprial
organizations, and five the Military. The following are the first contamteéch of the
fields, all of whom have vast knowledge of CEOs and top Military leaders, anciblere
to provide introductions of participants who fit the study:

1. An Army General from Center for Infrastructure Protection in Wasbmgt

D.C. was the main point of contact for military leaders. This General was
introduced to the principal investigator by a banking client. He was introduced
as a military leader who leads with values.

2. The President and Editor of a major newspaper in Los Angeles was the main
point of contact for entrepreneurial organizations. This participant was
introduced to the principal investigator two years ago, and is known in the
professional community as a values-based leader.

3. The President of a major Bank in New York City was the main point of
contact for Finance. She was introduced to the principal investigator more
than 15 years ago, when they worked together at a financial company. She is

known in the industry as a values-based leader.
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These three top leaders in their respective fields agreed to be part of thestud
to make introductions in their fields; therefore access to top leaders for gus@uf this
study was not an issue.

Once one potential participant was identified and expressed interest irpbeing
of the study, an e-mail introduction was made to the Principal Investigdtorensured
the participants knew it is strictly voluntary to participate in the stuely fgppendix C
for sample introduction e-mail and Appendix D for solicitation e-mail).

It was anticipated that the potential participants would not feel pressured t
participate in the study because: (a) They were instructed thatpetroai is strictly
voluntary, and (b) They were not individuals who report to the person who introduced the
potential participant. Since all the potential participants were CEOs, $&rabr
executives, or Generals in the military, it was anticipated that this highdéleader
would not feel coerced or pressured to participate in any way.

Once the introduction took place, the principal investigator e-mailed the
prospective participant using sample e-mail in Appendix D. This e-mailotes/éd up
with a phone call to schedule a face-to-face, 60-minute appointment for the interview

There were two ways to ensure the voluntary nature of the participgnts: (a
Whether they contacted the investigator back ensured their participasoroluatary;
and (b) The participants were asked to sign a voluntary consent fordyp(seedix B).
The researcher reviewed the consent form with the participants, outlinirigehat
interview would be tape recorded to assure that they had a complete anteaexanal
of the participant’s information, and underscoring the voluntary nature of their
participation. By signing the voluntary consent form, the investigator ehthaethe

participant was participating on a voluntary basis.
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Potential participants were contacted via e-mail (see Appendices C aaaria)l
addresses and contact information were obtained from the key individuals in each field a
named above. Once leaders were interviewed, they were asked for introdiccotres
leaders like them.

Criteria for Inclusion and Exclusion of Participants

1. The subjects were current CEOs or senior executives in the fields ofdjnanc
entrepreneurial organizations and the military.

2. Subjects were excluded if they were not clear members of each of the three
focus groups (finance, military and entrepreneurial organizations), oyif the
were not senior-level executives in their organization, or generals in the
military.

3. The study was aimed to interview values-based leaders. The principal
investigator relied on the introduction made by the three initial leaders who
were identified by their peers as values-based leaders in their congauniti

Characteristics Studied and Definitions

Data regarding these leaders’ competencies and leadership stylgsthegd in
interviews (see Appendix E for list of interview questions). The interviesyse w
conducted in person in the states of California, Texas, Virginia and Washington, D.C.
The interviews were conducted at local hotel lounges, or conference rooms where
available; these provided privacy during the interview process.

Each interview took about 50-60 minutes. The timeframe of the interviews was
(a) once IRB approval was achieved until, (b) 1 year from that date. The method of
obtaining informed consent was in person, by having the participants fill out an informed

consent form (see Appendix B). Interviews were audio taped. They were itvaddzy
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the principal investigator and a transcription service (Cogi Transcribe)tiéyohli
demographic information was not be added. Two research instruments were utilized in
order to draw the characteristics that were studied: the Rokeach Val@y Sndsthe
StrengthsFinder Survey.
Rokeach Value Survey

The Rokeach Value Survey was divided into two types: Terminal values and
instrumental values. Table 4 contains the terminal values (Rokeach, 1973).
Table 4

Terminal Values: Desirable End States of the Ultimate End Goals of Existence

Value Definition
A comfortable life A prosperous life
Equality Brotherhood, equal opportunity for all
An exciting life A stimulating, active life
Family security Taking care of loved ones
Freedom Independence, free choice
Health Physical and mental well-being
Inner harmony Freedom from inner conflict
Mature love Sexual and spiritual intimacy
National security Protection from attack
Pleasure An enjoyable, leisurely life
Salvation Saved, eternal life
Self-respect Self-esteem
A sense of accomplishment Lasting contribution
Social recognition Respect, admiration
True friendship Close companionship
Wisdom A mature understanding of life
A world at peace Free of war and conflict
A world of beauty Beauty of nature and the arts

Table 5 contains the instrumental values that were measured.
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Table 5

Instrumental Values: Desirable Modes of Conduct or the Behavioral Means for
Achieving End Goal

Value Definition

Ambitious Hard-working, aspiring
Broad-minded Open-minded

Capable Competent, effective

Clean Neat, tidy

Courageous Standing up for your belief
Forgiving Willing to pardon others
Helpful Working for the welfare of others
Honest Sincere, truthful

Imaginative Daring, creative

Independent Self-reliant, self-sufficient
Intellectual Intelligent, reflective

Logical Consistent, rational

Loving Affectionate, tender

Loyal Faithful to friends or the group
Obedient Dutiful, respectful

Polite Courteous, well-mannered
Responsible Dependable, reliable
Self-controlled Restrained, self-disciplined
StrengthsFinder

The StrengthsFinder instrument measures 34 signature themes of talent found to
be possessed by most leaders. These are listed in Table 6.

Table 6

Signature Themes of Talent Found in Most Leaders

Strength Definition

Achiever A constant need for achievement.

Activator The activator is impatient for action. Once a decision is
made, the activator must act.

Analytical Search for patterns and connections by analyzing data.

Arranger A conductor. Enjoys managing many variables. Always
looking for the right configuration.

Belief Possesses core values that give life meaning. Although these

core values vary, ordinarily the belief theme causes the

individual to be family-oriented, altruistic, even spiritual, to

value responsibility and high ethics—both in self and others.
(continued)
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Strength

Definition

Command

Communication

Competition

Connectedness

Context

Deliberative

Developer

Discipline

Empathy

Fairness

Focus

Futuristic
Harmony

Ideation

Inclusiveness

Individualization
Input
Intellection

Leads individual to take charge. Feels no discomfort
imposing their views on others. Feels opinions need to be
shared with others.

Likes to explain, describe, host, speak in public, and to write.
Turns events into stories and practices telling them.

Rooted in comparison. When the individual looks at the
world, they are instinctively aware of other people’s
performance.

Things happen for a reason. Individual sincerely feels that we
are all connected.

This individual looks back because that is where the answers
lie. Seeks to understand why individuals or situations are
who or were they are.

Careful, vigilant, private. The world may seem in order, but
this individual feels beneath the surface there are many risks.
They draw each risk out into the open, and then each risk can
be identified, addressed, and reduced. Plans ahead to
anticipate what might go wrong.

Sees the potential in others; in fact, often potential is all they
see. A developer believes that individuals are a work in
progress and, as such, they create experiences to help others
grow.

This individual’s world must have structure. They
instinctively impose structure on their world.

This individual can sense the emotions of others around
them. They can feel what others are feeling as though its’
their own.

Balance is important. This individual is keenly aware of the
importance to treat people the same.

This individual needs a clear destination; without it, their life
and their work can quickly become frustrating. Goals serve
as their compass.

The future fascinates them. Able to see the future clearly in
detail. They see the future as it could be.

Looks for areas of agreement. Finds the common ground in
situations that hold disagreement.

Fascinated by ideas. Individuals with ideation love to
discover simple answers that explain complex issues. An idea
is a new perspective on familiar challenges; they take
something common and view it from a different perspective.

These individuals want to broaden the circle to include
others.

Intrigued by the unique quality of each person.

Inquisitive. Collector of things and information.

Likes to think. Exercises mental muscles. Enjoys tioreal

(continued)
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Strength Definition

Learner Always drawn to the process of learning.

Maximizer Enjoys transforming the strong to superb. May be seen as
discriminating

Positivity Always sees the best in things. Praise generously.

Relator Likes being around close friends. Comfortable with intimacy.

Responsibility Takes ownership of commitments. Follows through.

Restorative Problem solver. Enjoys finding solutions by analyzing the
root cause, symptoms, and finding solutions.

Self-assurance Has faith in their strengths. Confident in their ebiénd
their judgment.

Significance Wants to be significant in the eyes of others. Wants
recognition.

Strategic Sorts through the clutter and finds the best route. Sees
patterns where others see complexity.

Woo Wins others over. Not intimidated by strangers, rather

energized by them.

Data Collection Strategy

Participants were selected using Patton’s (1997) sampling method, whgcfocall
a purposeful, relatively small sample. Companies were selected from the Dunn &
Bradstreet Company listing. Initial contact was conducted via telepimohwas
followed up with an e-mail containing an overview of the study (see Appendirifigl
interviews were conducted in person. This selection strategy alloweestsrcher to
focus on developing an in-depth analysis, obtaining rich information from each
participant. Participants were selected through personal introductionsdiiabie
sources.

Potential participants recommended to the researcher were initiallctzzhtaa
telephone or e-mail and extended an invitation to participate in this doctoral Gtuoky
acceptance was gained, and the right number of participants was seceachfof the
three clusters being studied (finance, the military and entreprelnengaaizations),
participants were asked to engage in a 1-hour face-to-face interview.td@itveeny

guestions were utilized to learn how value-based leadership and style shapateorpor
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culture. Once the face-to-face interviews were complete, participanésasked to
complete a web-based, cross-sectional survey, administered online. The unviays s
involved two tools: the Rokeach Value Survey (Appendix F) determines the value
hierarchy of each participant; and the Clifton StrengthsFinder Survey 1idpp8)
assesses leadership competencies.
Instruments

Two tools were utilized. The Rokeach Value Survey (Appendix F) deterthiees
value hierarchy of each participant; and the Clifton StrengthsFinder Si&ppgndix G)
assesses leadership competencies.

Values were measured utilizing the Rokeach Value Survey. This instrument was
selected because it is one of the most widely accepted values survey inguiitizet!
to assess values (Conner & Becker, 2003; Leigh, 2001; Thomas, 1997). This is a valid
and reliable instrument (Rokeach, 1973). The test-retest reliabilitpseassed
separately for each of the 36 values and also for the two sets of value systemsall
values—preferable end states of existence, and Instrumental values—preferdéseof
conduct. Employing a 14- to 16-month time interval, the median reliability of the va
system as a whole was 0.69 for terminal value systems and 0.61 for instrumental value
systems (Rokeach & Ball-Rokeach, 1989). The validity of this instrument has afso be
supported by other researchers (Brainwaite & Scott, 1991; Connor & Becker, 2003), and
demonstrated by the use of the tool in studies ranging across multiple disciplines
(Braithwaite & Scott, 1991).

Using Form D, regarded as the preferred version of the Rokeach Value Survey,
participants were instructed in writing to complete the Rokeach Value Samdegsked

to rank order each list of values from most important at the top to least importaant at t
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bottom. From the two lists of values (instrumental and terminal), which wess sor
alphabetically, each participant was asked to rank the values according teltirie
importance to them as a guiding principle in life, placing the most importarg aathe
top of the list and proceeding in rank order to the least important value at the bottom.
This survey was self-administered and took from 30 to 40 minutes to complete
(Braithwaite & Scott, 1991; Chusmir, Koberg, & Mills, 1989).

Leadership strengths were measured utilizing the StrengthsFinder iastrum
which according to Buckingham and Clifton (2001), assesses individual’s uniquiesbilit
from the positive psychology perspective. There are 180 questions with less than 30%
ipsatively scored (sets of scores that compare persons in a limited waydediling a
person). One example is the leader’s favorite color; given two people rah&isgrhe
color blue, the intensity of the color is not taken into consideration during the ranking
because of ipsativity, only the ranking is considered as a comparison. Each of the 180
items is paired and listed in opposite ends of the spectrum, suaeée decisions
quicklyandl take my time and evaluate each option before making deci3ibes.
participant is asked to choose which of these statements best describes theosmgc
agree, strongly agree, and neutral. Each response is assigned a valuaeslinvaach
theme are averaged to come up with a theme score. Once each average isldompute
each theme, these are reported as a mean, standard score, or as percentiles.

This test is timed; each participant is given 20 seconds to respond to each pair as
research showed that the time limit resulted in a negligible item noncaonpiate.

Once the 20 seconds are up, the next set of pairs appears in the screen. The stored pair

are then grouped into the following themes: striving (executing strategilesing
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(relationship building skills), impacting (influencing others), and thinkingtésjra
thinking and learning style).

In a national study of validity and reliability of the Clifton StrengthsFinder
instrument, it was determined that the mean test-retest reliabilityagstacross the 34
themes was .70 (Buckingham & Clifton, 200A)way of estimating reliability is through
internal consistency, as measured by coefficient alpha. This statisgsses the extent to
which all the items on a theme are related to each other rather than to items on anothe
theme. A score of 1.00 would indicate that all of the items on a theme are related only to
the other items on that theme and not to any other items, something that isahatist
improbable. Since the StrengthsFinder was designed so that some items irlgntiona
appear on more than one theme, this makes a high internal consistency scong unlikel
Coefficient alphas in this sample ranged from a = .42 for the Activatorethem=. 80
for the Discipline theme, with a mean alpha of .61 and a median alpha of .63. This range
is comparable to that found in the CPI1-260 and is acceptable given the intended purpose
of the instrument. In short, preliminary evidence that the StrengthsFindsuregavhat
it claims to measure is strong, based on its validation with two other well-tedpec
personality instruments. Further evidence of its construct validity can hénsae&luster
analysis that predominantly confirmed that items tended to cluster on their thtende
themes.

Each participant was provided with a one-page overview of the StrengthsFinder
instrument (Buckingham & Clifton, 2001), and was instructed to access the
StrengthsFinder online Web site, using a personal identification codeifentscwere
asked to complete the profile. The participants were guided through the $ystem

showing one sample of paired statements, and then the paired statements fronighe prof
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began. As participants select one of the paired statements, they were¢adgiselect
their top-of-mind answer, and not to analyze their response in detail. The purpose of the
StrengthsFinder is to isolate the participant’s signature themes, ragithiér of the
paired statements triggers a strong reaction or if both statemehtsgirticipant equally
well, then the participant was instructed to mark “neither” as the appepnatver.
Once the participants complete the StrengthsFinder Profile, which took apately 40
minutes, the system will automatically produce a personalized reportrghtheir top
five signature themes with definitions.
Analytical Techniques

This study reviews 13 senior executives clustered into three groups of leaders in
finance, the military and entrepreneurial organizations. For the purpose oteongis
participants were selected from senior-level leadership positions equabDtoChrect
reports to the CEO, and military generals. They were diverse in geagltagdions, as
well as gender and culture. Using Patton’s (1997) sampling method, a purposefel sampl
was utilized for this study. Each of these leaders was chosen from atgarsavith
more than 100 employees. Two instruments were used: The Rokeach Value Survey,
which summarizes the participant’s values in order of hierarchy; and timgtisgnder,
which assesses individual leadership competencies.

The interview data were transcribed and analyzed for convergence bfyidgnti
reoccurring patterns. Interview questionnaire themes were documentgdexsel. A
coding system was used to analyze the data collected during the interviews.

Ledbetter (2005) is an example of a study performed in a similar fashion.
Ledbetter’s interview questionnaire focused on the development of valuesshapder

style, and actualization of values in leadership of women executives in thefior-pr
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sector. This study employed Dr. Farzin Majidi’s interview instrumentclvhias already
proven valid and reliable, and passed the GSEP IRB process. The interview quiestionna
focused on values, leadership strengths, and how these affect corporate culturéa The da
from the Participants’ Demographic Form were inputted into a Microsoft Wort
simple descriptive statistics (mean, median and mode, and Analysis afdéawdl be
displayed in tabular form. The data from the Rokeach Value Survey were tabulated, and
median scores for the 36 values were measured and analyzed, and then charted and
graphed in Excel and Microsoft Word. Likewise, the data from the StrengtlesF
instrument were tabulated and a summary of the top five strengths was coamgile

simple descriptive statistics (mean, median and mode, and Spearman raek-order
correlations) were then charted and graphed in Excel and Microsoft Word. Table 7
summarizes the analytical techniques used to answer each researadnquesti

Table 7

Instruments and Analytical Techniques Used to Answer Research Questions

Research Question Instrument-Analytical Techniques

1: Based on the Rokeach Value survey, Rokeach Value survey

what are the prioritized values of senior Data tabulated, median scores measured
leaders in finance, the military, and and analyzed, then charted and graphed
entrepreneurial organizations?

2: Based on the StrengthsFinder survey, StrengthsFinder survey

what are the leadership strengths of senibata tabulated, median scores measured
leaders in finance, the military, and and analyzed, then charted and graphed
entrepreneurial organizations?

(continued)
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Research Question Instrument-Analytical Techniques
3: Is there a relationship between the  Individual 1-hour, face-to-face experience
prioritized values and the leadership narrative interviews
strengths of senior leaders in finance, theConstant comparative analysis will be

military, and entrepreneurial utilized to support themes and compare

organizations? and contrast possible relationships
between prioritized values and leadership
strengths

Interview data will be transcribed, coded,
and analyzed for convergence by
identifying recurring patterns
4: Is there a difference in the relationshipDemographic form: data input into
between the prioritized values and the  Microsoft Word
leadership strengths of senior leaders in Simple descriptive statistics (mean,
finance, the military, and entrepreneurial median, Mode, and Spearman rank-
organizations based on ethnicity? ordered correlations) displayed in tabular
form
Individual 1-hour, face-to-face experience
narrative interviews
Coding system used to categorize
responses
5: Is there a difference in the relationshipDemographic form: data input into
between the prioritized values and the  Microsoft Word
leadership strengths of senior leaders in Simple descriptive statistics (mean,
finance, the military, and entrepreneurial median, Mode, and Spearman rank-
organizations based on gender? ordered correlations) displayed in tabular
form
Individual 1-hour, face-to-face experience
narrative interviews
Coding system used to categoneeponse

Summary

This chapter described the research design and rationale, the setting, population
sample and participants, characteristics studied, information regardangailaction
procedures, instruments, and analytical techniques. This research desigrsigigbnsi
with the objectives as stated in Chapter 1, and strengthened by the literateimevi
Chapter 2. The data was collected through a survey and interviews, and quessonnai

completed by senior leaders in finance, the military and entrepraherganizations.
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Additionally, the study explored how executives’ values and leadership style shape

corporate culture.



76

Chapter 4: Findings
This chapter presents the findings resulting from interviews of 13 valued-base
senior leaders in finance, the military, and entrepreneurial organizahersympletion
of the Clifton StrengthsFinder and the Rokeach Values Surveys from 12 valuds-base
senior leaders in finance, the military, and entrepreneurial organizations.8rsitbws
the alignment of research questions, instruments and analytical techniques.
Table 8

Alignment of Research Questions, Instruments and Analytical Techniques

Research Questions Instrument Analytical Techniques
1. Based on the Rokeach Rokeach Value Data tabulated, median scores
Value survey, what are the measured and analyzed, then
prioritized values of senior Survey charted and graphed.
leaders in finance, the Descriptive Statistics: Mean,
military and Medium Mode; Present
entrepreneurial information in tables, charts
organizations? and figures.
2. Based on the StrengthsFinder Data tabulated, median scores
StrengthsFinder survey, measured and analyzed, then
what are the leadership  Survey charted and graphed.

strengths of senior leaders
in finance, the military and
entrepreneurial
organizations?

3. Is there a relationship Individual 1-hour, Constant comparative analysis
between the prioritized to support themes and compare
values and the leadership face-to-face and contrast possible
strengths of senior leaders relationships between
in finance, the military and experience narrativeprioritized values and
entrepreneurial leadership strengths. Spearman
organizations? interviews rank-ordered correlations.

Interview data was transcribed,
coded, and analyzed for
convergence by identifying
recurring patterns.

(continued)
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Research Questions Instrument Analytical Techniques

4. Is there a difference in the Demographic Simple descriptive statistics

relationship between the (mean, median, mode, and

prioritized values and the information: data  Spearman rank-ordered

leadership strengths of correlations) displayed in

senior leaders in finance, input into Microsoft tabular form.

the military and Individual 1-hour, face-to-face

entrepreneurial word experience narrative

organizations based on interviews. Coding system

ethnicity? used to categorize respondents.
5. Is there a difference in the Demographic Simple descriptive statistics

relationship between the (mean, median, mode, and

prioritized values and the information: data  Spearman rank-ordered

leadership strengths of correlations) displayed in

senior leaders in finance, input into Microsoft tabular form.

the military and Individual 1-hour, face-to-face

entrepreneurial word experience narrative

organizations based on interviews. Coding system

gender? used to categorize respondents.

The data from the quantitative process describes the leaders’ prioritineg val
and their unique abilities as described by the Clifton StrengthsFinder. THeodatide
gualitative process provide further insight into the leaders’ career pathsatiootito
lead, obstacles in their careers, leadership styles and charasedistision-making
process, and their view of women in leadership. Descriptive statistiesutiized to
analyze the survey data, and the interview data were coded and analygethersiatic
codes.

A total of 13 senior leaders participated in the qualitative data colledivoslve
participated in the Rokeach Values Survey and 11 in the Clifton StrengthsFundey.S
This completed the quantitative data collection. The participants wereeCebeacutives
and senior leading men and women in three industries: finance, military geaedl
executives in entrepreneurial organizations. Each participant was purposeletted

using a network sampling method. Two surveys were used: the Rokeach Value Survey
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(Appendix F), the Clifton StrengthsFinder survey (Appendix G) A 1-hour fatace
interview also was conducted. The results of the two surveys were gatbeagealtsly
from the interview. Participants were interviewed at local hotel lounges areteocé
rooms where available; these provided privacy during the interview processioQsies
outlined in Appendix E were followed. This chapter presents the findings for each
collection strategy. Following this chapter, Chapter 5 addresses the conslasd
recommendations for future research.
Restatement of the Problem

In today’s economic environment, trust levels in private and public companies
continue to decline (Covey, 2006). There is a social epidemic (Gladwell, 200@nigrge
corporate leaders who appear to be making decisions that compromise thertong-te
health of their organizations. There appears to be a gap between the values the public
expects and what is delivered by some senior leaders in terms of key debisi@ftett
a company’s financial statements and their long-term potential. This gapdme
espoused and practiced values has caused lack of trust, which is a critical conmponent
building high performing organizations that will be sustainable over time (§H2089;
Collins, 2001; Katzenbach & Smith, 1993; Kotter, 1996). The military puts high
emphasis on the actions of its leaders. The character competence is a pegartdrof
what is expected of a military leader (Hesselbein & Shinseki, 2004; Krames, 2004;
Malone, 1983; Taylor, Rosenbach, & Rosenbach, 2009). Since individual values have
been linked to military and corporate leader’s ability to create cultuseiniportant to
understand how senior leaders in finance, the military, and entrepreneurial orgasizat
shape their cultures. This study explored how senior executives utilize thes aallie

leadership characteristics to affect corporate culture and performance.



79

Reinstatement of Purpose

The purpose of this study was to gain understanding of the values and leadership
characteristics of CEOs and senior level executives in finance, theyn#itel
entrepreneurial organizations. The study further explored how these |ealilazshgir
values to shape corporate culture, and how this culture supports their efforts to create
results. Data were collected from military generals and senicereadfinance and
entrepreneurial organizations.

The qualitative research methodology allowed the researcher to gain
understanding of the leaders’ leadership journeys; their motivation to leaalebshey
encountered along the way, and how they handled those obstacles; their leadeeship styl
decision-making process; and their perception of women'’s roles in senioslapder
positions. The quantitative research methodology allowed the researcher toamuerst
the leaders’ unique abilities as demonstrated in their Clifton Strengthskaestiezsults,
as well as their prioritized values as demonstrated in the Rokeach Valueg i@snlts.

A total of 13 senior executives and military generals participated in thicatjua
data collection; a total of 12 participated in the quantitative part of this study: 11
participated in the StrengthsFinder Survey and 12 participated in the Rokeach Values
Survey. The participants were senior executive men and women leaders in fimdnce a
entrepreneurial organizations and generals in the military.

Results of the mixed methods analysis are presented in five sections, agincidi
with the five research questions. The interviews in this study provided rich agiutfuns
remarks identifying the leaders’ motivation, obstacles, challenges, |bgdstde,

leadership characteristics, decision-making process, and their viewsnainwo
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leadership. The principal investigator interpreted these statements;ahelusions, and

consolidated the findings.

Test results from the Rokeach Values Survey and the Clifton StrengthsFinder

survey provided support for the qualitative portion of the study, reinforcing the findings

and conclusions. Results from face-to-face interviews provided support for the
guantitative portion of the study, reinforcing the findings and conclusions. Interview
guestions were correlated with research questions as shown in Table 9:
Table 9

Research Question-Interview Question Correlation

Research Question Interview
Questions
(See Appendix E)
1. Based on the Rokeach Value survey, what are the prioritized 2,3,6

values of senior leaders in finance, the military, and

entrepreneurial organizations?

2. Based on the StrengthsFinder survey, what are the leadership 4,5, 7
strengths of senior leaders in finance, the military, and

entrepreneurial organizations?

3. Is there a relationship between the prioritized values and the 56,7
leadership strengths of senior leaders in finance, the military, and
entrepreneurial organizations?

4. Is there a difference in the relationship between the prioritized 56,7
values and the leadership strengths of senior leaders in finance, the
military, and entrepreneurial organizations based on ethnicity?

5. Is there a difference in the relationship between the prioritized 8
values and the leadership strengths of senior leaders in finance, the
military, and entrepreneurial organizations based on gender?

Participant Background

Table 10 contains a description of each participant’s background information,

including his or her field, position, gender, ethnicity, size, and type of orgemizahis

information was gathered from the interviews and public information avadlolat
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each leader. Military leaders were identified as belonging to public aagams as these
are government and most closely resemble public companies.
Table 10

Summary of Participant’s Background Information

Public or
Field Position  Gender Ethnicity Size Org Private
Finance President Female Caucasian Large Public
Finance EVP Male Middle Eastern  Large Public
Finance CEO Male Caucasian Medium Private
Finance SVP Male African American Large Public
Military =~ General Male Caucasian Army Public
Military =~ General Female Hispanic Air Force Public
Military =~ General Female Hispanic Navy Public
Military =~ General Female Caucasian National Guard Public
Military =~ General Female Hispanic Marine Corps  Public
Business CEO Male Caucasian Medium Private
Business CEO Male Hispanic Large Private
Business CEO Male Hispanic Large Private
Business CEO Male Hispanic Medium Private

Summary of Participant’s Background Information
Finance executive 1Finance executive 1 is a female finance executive,
Caucasian, president of a large public national financial services institutiototal
assets greater than $50 billion. She has been in the finance industry more thas.30 yea
Finance executive 2Finance executive 2 is a male finance executive, Middle
Eastern, and executive vice president of a large public national finanwiakese
institution with total assets more than $50 billion. He has been in the financeyndustr
more than 25 years.
Finance executive 3Finance executive 3 is a male finance executive, Caucasian,
and chief executive officer for a medium-size privately held finance caoynpdh total

assets more than $100 million. He has been in the finance industry more thars30 year
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Finance executive 4Finance executive 4 is a male finance executive, African
American, and senior vice president for a large public finance company vaitlageets
more than $50 billion. He has been in the finance industry more than 30 years.

Military leader 1. Military leader 1 is a male retired lieutenant general from the
United States Army, Caucasian, with more than 35 years as an Ariogr @ifid a total of
50 years as a public servant.

Military leader 2. Military leader 2 is a female brigadier general in the United
States Army, Hispanic, with more than 35 years as an Army officer.

Military leader 3. Military leader 3 is a female rear admiral, Medical Corps, U.S.
Navy Command surgeon, Hispanic, with more than 33 years as a Navy.officer

Military leader 4. Military leader 4 is a female two-star general in the National
Guard, Director of Nuclear Defense Policy at National Security Stafic&3san, with
more than 30 years as a military leader.

Military leader 5. Military leader 5 is a female major general in the U.S. Marine
Corps, Hispanic, with more than 38 years as a military leader.

Business leader 1Business leader 1 is a male, CEO of a private company with
more than $50 million in sales, Caucasian, with more than 30 years in busatEssh
experience.

Business leader 2Business leader 2 is a male, CEO and publisher of a major
newspaper in the United States, Hispanic, with more than 30 years in busidesshipa
experience.

Business leader 3Business leader 3 is a male, CEO of a privately held company
with more than $50 million in sales, Hispanic, with more than 30 years in business

leadership experience.
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Business leader 4Business leader 4 is a male, CEO and publisher of a major
national magazine in the United States, Hispanic, with more than 40 years irsbusine
leadership experience.

Of the 13 patrticipants, five were female and eight male; five were Gancai
Hispanic, one African American, and one Middle Eastern. All but one of the leaders have
more than 30 years’ leadership experience in their respective eldsll were senior
executives or generals in the Armed Forces.

Rokeach Value Survey

Participants were asked to complete the Rokeach Value Survey immedftdely
meeting with the researcher and completing the interview. Each partisipamtrovided
with a list of the terminal values and instrumental values and was provided ntignw
and verbal directions to arrange the 18 alphabetized terminal values, followel 18/ t
alphabetized instrumental values, into an order of importance to the particighnt, wi
most important at the top and least important on the bottom. Terminal values refer to the
end state of existence, or the ultimate end goals, whereas instrumentalef@uasthe
behavioral means of achieving goals. The survey was self-administerediaoid it
approximately 30 minutes to complete.

Research question 1Based on the Rokeach Value survey, what are the
prioritized values of senior leaders in finance, the military, and entrepraneur
organizations? Table 11 presents the rank order of the terminal values of all the
participants l = 12) using minimum and maximum rankings, mean scores, and standard
deviation between rankings. Health, family security, and salvation weted@as highest
or most important in the combined group; whereas pleasure, social recognition, and a

world of beauty were ranked lowest or least important.
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Table 11

Rank Ordering of Terminal Values

Mdn. Highest Lowest
Value Sample Rank Rank Rank Rank
Family Security 1 3.50 1 12
Health 2 3.50 1 12
Salvation 3 4.00 1 18
Wisdom 4 5.50 2 18
Freedom 5 6.00 1 14
Self-Respect 6 6.50 1 11
A Sense of Accomplishment 7 6.50 4 15
True Friendship 8 6.50 2 14
Inner Harmony 9 7.50 1 18
Mature Love 10 7.50 3 16
An Exciting Life 11 11.00 2 17
Equality 12 12.00 4 18
National Security 13 13.50 2 17
A World at Peace 14 13.50 8 18
A Comfortable Life 15 14.50 3 17
Pleasure 16 14.50 5 18
Social Recognition 17 14.50 9 18
A World of Beauty 18 16.00 10 18

Note N = 12.

Table 12 represents the rank order of the instrumental values of all patsaiypa
= 12) using minimum and maximum rankings, mean scores, and standard deviation
among rankings. Honest, courageous, and loving were ranked highest or most important

in the combined group; polite, clean, and obedient ranked lowest or least important.

Table 12

Rank Ordering of Instrumental Values

Mdn. Highest Lowest
Value Sample Rank Rank Rank Rank
Honest 1 2.50 1 14
Courageous 2 4.00 1 15

(continued)
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Mdn. Highest Lowest
Value Sample Rank Rank Rank Rank
Loving 3 4.50 1 13
Helpful 4 5.50 3 17
Responsible 5 5.50 1 10
Capable 6 6.00 1 15
Intellectual 7 7.00 3 16
Forgiving 8 9.00 2 17
Logical 9 9.50 4 17
Independent 10 10.00 1 16
Loyal 11 10.50 3 16
Ambitious 12 11.00 3 18
Imaginative 13 11.50 2 18
Broad-minded 14 12.50 6 18
Self-controlled 15 13.00 7 18
Polite 16 14.00 7 16
Clean 17 16.00 8 18
Obedient 18 17.00 10 18
Note N = 12.

A summary of the qualitative data gathered during the face-to-facei@vis as
correlated with the Rokeach Values survey findings is shown in Table 13.
Table 13

Summary of Interview Findings From Interview Questions 2, 3, and 5 Correlated to
Research Question 1 per Correlation Table 9

Research Question IQ2. Motivationto  1Q3. Obstacles  1Q5. Challenges

Lead Faced in Career With Employees

1: Based on the Creating value, Alignment of Adapting to
Rokeach Value survey, impacting change, goals, bias, change, alignment
what are the prioritized mentoring others, daunting with employee
values of senior leaderspatriotism, assignments. goals, alignment
in finance, the military, personal Financial, lack of with
and entrepreneurial achievement, foresight. organizational
organizations? philanthropy, goals,

purpose in life, communication,

taking care of time management.

people.

Note.IQ = Interview Question.
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Clifton StrengthsFinder Survey

Leadership strengths were measured utilizing the StrengthsFindamasit
Eleven leaders participated in this survey: four finance leaders, threeynteaders, and
four leaders from entrepreneurial organizations. Each participant was promided a
overview of the StrengthsFinder instrument (Buckingham & Clifton, 2001), and was
instructed to complete the StrengthsFinder online Web site, using a personal
identification code. Participants were asked to complete the online assessnamntal
personality from the perspective of positive psychology. There are 180 items in
StrengthsFinder; each item listed a pair of potential self-descriptaisasl read
instructions carefullyandl like to jump right into thingsThese descriptors were placed
on opposite ends of a continuum in a Likert-type scale. Participants were askedde c
which statement best described them, and to what extent that chosen stateméetidesc
them in particular. Participants were given three response options for #ach se
description: strongly agree, agree, and neutral. Participants were edtraigick the
top-of-mind answer, rather than analyzing their responses in detail.néneftthe
paired statements triggered a strong reaction, or if both statements fittttipguat
equally, then participant was instructed to maekheras the appropriate answer. The
profile took approximately 30 to 40 minutes to complete. Once the survey was emplet
the system automatically produced a personalized report showing theppattsctop
five signature themes with definitions. The results of this survey capturbdezaler’'s
unique abilities (strengths); Figure 1 also shows each strength oyagideemes as
follows: personal motivation (striving), interpersonal skills (relatisg)f-presentation

(impacting), and learning style (thinking).
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Research question 2Based on Gallup’s StrengthsFinder survey, what are the
leadership strengths (StrengthsFinder signature themes) of sedensle@afinance, the
military, and entrepreneurial organizations? Figure 1 shows the totaldegustrengths
associated with the senior leaders in the study. It also shows the conoermifati
strengths in four talent themes (subcategories):

1. Relating: Relationship Building; transforming a group of individuals into a

team.

2. Impacting: Influencing others.

3. Striving: Executing strategies; transform ideas into realitytfgegs done.

4. Thinking: Strategic thinking; working smarter; the way people gather,

process, and make decisions with information and mental images.
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Signature Themes Talent Themes
Achiever 5 Communication 0
Activator 4 o Empathy 0
Adaptability 0 £ -.2 Harmony 0
Analytical 2 E 9 [|Includer 1
Arranger 4 &’ i [Individualization 0
Belief 2 Relator 5
Command 1 Responsibililty 2
Communication 0 Command 1
3 Competition 0 E’ﬂ Competition 0
E Connectedness 3 B 5 Developer 0
2 Consistency 0 8 [Maximizer 2
lq_: Context 1 EF  [Positvity 1
5 Deliberative 0 Woo 0
§ Developer 0 Acheiver 5
i Discipline 0 Activator 4
bl Epathy 0 Adaptability 0
B Focus 1 28 [Belief 2
] Futuristic 2 2 & [Discipline 0
e Harmony 0 & [Focus 1
:; Ideation 0 Restorative 2
= Includer 1 Self-Assurance 1
5 Individualization 0 Significance 0
Input 3 Analytical 2
Intellection 2 Arranger 4
Learner 5 Connectedness 3
Maximizer 2 Consistency 0
Positivity 1 = @ Context 1
Relator 5 i~ d!:’ Deliberative 0
Responsibility 2 _g E Futuristic 2
Restorative 2 ~ Ideation 0
Self-Assurance 1 Input 3
Significance 0 Intellection 2
Strategic 6 Learner 5
Woo 0 Strategic 6

Figure 1 Frequency o$ignature themes (strengt from StrengthsFinderesponses, and
stratification of relatedalent theme. (K. Napuri, Personal CommunicaticJune, 2011).

The results from the survey show a summary ofapditve strengths for th
group of participant®Only the top five strengths are revealedBuckingham ant
Clifton state that focusing can individuals strengths exponentially incres the
individual's throughput, as opposed to focusincan individuals weaknesse

(Buckingham & Cliton, 2001.
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As shown in Figure 1, the following strengths contain the highest concentration:
Strategic, Achiever, Relator, Learner, Activator, and Arranger. The tigrikient theme
(learning style) appears to have the highest concentration, followed byitiregsalent
theme (personal motivation). Table 14 shows the frequency counts for the most common
strengths, sorted by the highest percentage.

Table 14

Frequency Counts for Most Common StrengthsFinder Signature Themes Sorted by
Highest Percentage

Signature Theme n=11 %

Strategic 6 54.5
Achiever 5 45.5
Relator 5 45,5
Learner 4 36.4
Arranger 4 36.4
Activator 4 36.4
Input 3 27.3
Restorative 2 18.2
Responsibility 2 18.2
Intellection 2 18.2
Futuristic 2 18.2
Belief 2 18.2
Maximizer 2 18.2
Connectedness 2 18.2
Analytical 2 18.2
Self-Assurance 1 9.1
Focus 1 9.1
Command 1 9.1

Note For the remaining 16 StrengthsFinder signature themes, none of the respondents
was found to have that theme as one of his or her top five themes.

Table 15 summarizes the qualitative data gathered during the faaeto-fa
interviews, and how these are correlated with the Clifton StrengthsFingey $undings

for Research Question 2.
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Summary of Interview Findings From Interview Questions 4, 5, and 7, Correlated to
Research Question 2 per Correlation Table 9

: 1Q5: _ -
Research Top : 1Q4: . Leadership IQ7: De_C|S|on
) Leadership Leadership . Making
Question Characteristics
Strengths Style f Process
or Employees
2: Based on the Strategic, Directed, lead Creative, Define the
StrengthsFinder Achiever, by example, driven, problem,
survey, what  Relator, manage by passionate, engage others,
are the Learner, objective, knowledge examine
leadership Activator and  collaborative, seeking, risk- alternative
strengths of Arranger listening oriented, self- solutions, make
senior leaders leader, mentor, disciplined, decision with
in finance, the open door, develop others but
military, and inclusive, non- leaders, ultimate
entrepreneurial oppressive, capable, decision
organizations? servant leader. diverse maker, and
experience, evaluate the
problem decision.
solving,
strategic,
integrity, moral
courage,
responsible,

selfless, work-

life balance.

Note IQ = Interview Question.

The gqualitative data further reveals that the participants’ motivatiomado le

includes creating value for others, impacting change, mentoring others,igatriot

personal achievement, purpose in life, and taking care of people. These themes are

consistent with the quantitative data showing the highest concentration of tajilsre

among the participants: Strategic, Achiever, Relator, Learner, Amtj\aatd Arranger.

Each of these values is correlated to the top leadership strengths in Table 16.
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Table 16

Correlation of Highest Concentration of Top Strengths to Motivation to Lead Themes

Top Strength Motivation to Lead

Strategic Impacting change, creating value, purpose in life

Achiever Impacting change, creating value, personal
achievement

Relator Taking care of people, mentoring others,
patriotism

Learner Personal achievement

Arranger Creating value, impacting change, philanthropic

Activator Driven, self-discipline, responsible,

Research question 3Research question 3 asked: Is there a relationship between
the prioritized values and the leadership strengths of senior leaders irefitienc
military, and entrepreneurial organizations? The six StrengthsFirgphatgre themes
that were found to be present for at least one third of the sample (Stratdueyeic
Relator, Learner, Arranger, and Activator were correlated with eatte & values
(Tables 9 and 10). The values were measured in two separate ways: tred h8epoint
ranking (1 = Highest to 18 = Lowest) and whether the respondent’s ranking faifecspe
value was in the nine most important rankings (ranks 1 to 9) or whether their ranking for
a specific value was of lower importance (ranks 10 to 18).

The quantitative aspects of this question were answered using Spearman rank-
ordered correlations. Spearman correlations were chosen over the more cposadnl
Pearson product-moment correlations as a result of the small sampld ) and the
ordinal nature of the rankings. In addition, given that each of the 11 respondents
accounted for 9.1% of the variability in the sample, a decision was made onlyrio repo
findings for those correlations that had at least an absolute valye p50|, which
would account for a minimum of 25% of the variangé £ .25). A correlation ofs =

[.50] in a sample of 11 respondents had a probability of a Type | erropto 44.
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However, given the exploratory nature of this study, and the benefit of crosgiwalida
from the interview data, this more liberal alpha level was considered to beegradde
risk.

Achiever theme patterns Those five respondents who had Achiever as one of
their signature themes gave higher importance rankings to Imagingtvesg) and
Pleasurerg = .52). These Achievers also gave lower importance rankings to Forgiying (
=-.63) and Lovingrg = -.53).

Activator theme patterns. Those four respondents who had Activator as one of
their signature themes gave higher importance rankings to Independer9),
Intellectual (s = .57), Family Securityr{=.70), Pleasure {= .61), Self-Respect{=
.60), and Ambitiousr¢ = .57). These Activators also gave lower importance rankings to
National Securityri = -.58) and ResponsiblesE -.66).

Arranger theme patterns. Those four respondents who had Arranger as one of
their signature themes gave higher importance rankings to Hoges?6) and True
Friend ¢(s = .57). These Arrangers also gave lower importance rankings to Inner
Harmony (s = -.60) and National Securitys(= -.57).

Learner theme patterns Those four respondents who had Learner as one of
their signature themes gave higher importance rankings to Inner Harmgeng4),
National Securityrg = .61), A World at Peaces(= .81), Cleanrg = .70), and Loyalrg =
.54). These Learners also gave lower importance rankings to Familyt$écur -.82),
Self-Respectr{ = -.66), Honestrg = -.63), and Intellectual{= -.62).

Relator theme patterns Those five respondents who had Relator as one of their

signature themes gave higher importance rankings to Forgivirg&4), Inner Harmony
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(rs = .56), and Broad Mindedy(= .52). These Relators also gave lower importance
rankings to Capable{= -.67) and Self-Controlled (= -.56).

Strategic theme patterns Those six respondents who had Strategic as one of
their signature themes gave higher importance rankings to Comfortables=fer9),
Health ¢s = .59), Sense of Accomplishmeng € .64), and Imaginative{= .56). These
leaders also gave lower importance rankings to Equality{67) and Lovingrg = -.69).

Summary of the strongest theme-value patterndA total of seven strong
patterns were found. These are found in Table 17.

Table 17

Summary of Strongest Theme-Value Patterns

Theme Emphasized Theme<|.70]) Deemphasized Theme=(|.70|)
Activation Family security
Arranger Honest
Learner Inner harmony & Clean Family security
Relator Forgiving
Strategic Comfortable life

To summarize, those correlations that had the most easily identified linear
patternsi(s = |.70|, at least 49% of the variance explained) were: Activation Theme
emphasizing the Family Security Valug € .70), Arranger Theme emphasizing the
Honest Valuerg = .76), Learner Theme deemphasizing the Family Security Vialee (
.82), Learner Theme emphasizing the Inner Harmony Value.84), Learner Theme
emphasizing the Clean Value € .70), Relator Theme emphasizing the Forgiving Value
(rs = .84), and the Strategic Theme emphasizing the Comfortable Life Vaki€rQ). As

shown in Table 9, a summary of the qualitative data gathered during the-face-to
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interviews as correlated with the Clifton StrengthsFinder surveyniysdior Research
Question 3 is shown in Table 18.
Table 18

Summary of Interview Findings From Interview Questions 5, 6, and 7, Correlated to
Research Question 3 per Correlation Table 9

Research Top IQ5: Leadership 1Q6: Challenges 1Q7:
Question Leadership  Characteristics With Employees Decision-
Strengths for Employees Making
Process
3: Is there a Strategic, Creative, driven, Adapting to Define the
relationship Achiever, passionate, change, problem,
between the  Activator knowledge alignment with  engage others,
prioritized Relator, seeking, risk- employee goals, examine
values and the Learner and oriented, self- alignment with  alternative
leadership Arranger disciplined, organizational  solutions,

strengths of
senior leaders

develop leaders,
capable, diverse

goals, make decision
communication, with others

in finance, the experience, time but ultimate
military, and problem solving, management.  decision
entrepreneurial strategic, maker, finally
organizations? integrity, moral evaluate the
courage, decision.
responsible,
selfless, work-
life balance.

Note IQ = Interview Question.

Research question 4Research question 4 asked: Is there a difference in the
relationship between the Rokeach Value prioritized values and the StrendérsEQ
leadership strengths of senior leaders in finance, the military, andrenteapal
organizations based on ethnicity? To answer this question using the quantitative data,
Spearman rank-ordered correlations compared the answers for the fivei@auca
respondents to those given by the seven respondents from other racial-ethnic
backgrounds (African American, Middle Eastern, and Hispanic). As in Résgagstion

3, the 36 values were measured in two separate ways: the original 18-poimg (@nki
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Highest to 18 = Lowest) and whether the respondent’s ranking for a spehifones in

the nine most important rankings (ranks 1 to 9) or whether their ranking for a specific
value was of lower importance (ranks 10 to 18). Also as before, only those correlations
that had at least an absolute valuesof |.50| were reported.

Based on the 36 correlations, only three were at teast50|. Specifically,
Caucasian respondents emphasized the Broad-Minded Vakiesd) and deemphasized
the importance of the Responsible Value=-.64) and the Courageous Valug< -.68).

In addition, the respondent’s ethnic background (0 = Other, 1 = Caucasian) was
correlated with those same six StrengthsFinder themes. None of thengeSpkiarman
correlations met the, = |.50| reporting criteria.

The qualitative data from the face-to-face interviews confirms some @f thes
findings, as 80% of the Caucasian leaders emphasized examining alternatioasals
important values. However, there was no evidence of this group deemphasizing
responsible and courageous, as other themes were identified during the isténaiew
conflict with the quantitative findings. Table 19 shows a summary of leadership
characteristics emphasized by ethnicity during the face-to-faa®igns.

Table 19

Summary of Leadership Characteristics Emphasized by Ethnicity (Caucasian and Other)

Leadership Characteristics Caucasian % Other %
Believe-Belief-Faith 0% 13%
Caring 20% 38%
Good values in general 0% 38%
Humility 20% 0%
Integrity-Honest-Ethical 20% 75%
Loyalty 20% 38%
Moral courage 0% 13%

(continued)
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Leadership Characteristics Caucasian % Other %
Respect-Trust 40% 25%
Responsible 0% 13%
Selfless 0% 25%
Work-life balance 0% 13%
Ability to train and develop leaders 0% 25%
Add value 0% 13%
Capable 60% 13%
Collaborative-Team-oriented 20% 25%
Communication 20% 13%
Diverse experience 40% 13%
Problem solving 20% 13%
Strategic 40% 38%
Aggressive 20% 0%
Creative 0% 13%
Driven-passionate 0% 25%
Intelligent 0% 25%
Knowledge-seeking 20% 25%
Open-flexible 20% 13%
Proactive 0% 25%
Risk-oriented 40% 0%
Self-assurance 40% 25%
Self-disciplined and motivated 40% 13%
Work ethic 0% 13%

Further analysis of the qualitative data reveals that 40% of the Cauezsians|
placed emphasis on communication as a major challenge with their employees, wher
63% of the rest of the leaders had similar challenges. All other challeregesimilar
across all leaders interviewed. No significant differences were fouheiimdecision-
making processes. When asked about the role of women in leadership, 60% of the
Caucasian leaders mentioned disadvantages to being a woman in leadership, aod 100%
the rest of the leaders mentioned disadvantages. All participants, regarcitssof
background, showed challenges with their employees adapting to change, aligitment w

employee and organizational goals, and communication. When asked about their
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decision-making processes, all participants strongly agreed on the impatance
examining alternative solutions, allowing others to participate in the decrsa&ing

process, evaluating the decision, and referring to themselves as the uliciaien

maker. When asked about the role of women in leadership, there was similar weight
placed on the advantages of women in leadership and gender playing a neutral role in
leadership. A thematic summary of findings comparing Caucasian vetiseisi€aders as
related to challenges with employees, decision-making process, ando¥ieasen in
leadership are shown in Table 20.

Table 20

Thematic Summary of Findings Comparing Responses From Caucasian Leaders Versus

Other Ethnic Leaders as it Relates to Challenges With Employees, Dddizkimg
Process, and Views of Women in Leadership

Challenges With Employees Caucasian % Other %
Adapting to change 40% 38%
Alignment with employee goals 40% 38%
Alignment with organizational goals 80% 75%
Communication 40% 63%

Time management 0% 13%
Decision Making Process Caucasian % Other %
Define problem 60% 100%
Engage others 100% 75%
Examine alternate solutions 80% 88%
Make the decision 0% 0%
Others make decision 40% 50%
Ultimate decider 80% 75%
Evaluate the decision 40% 38%
Advantages-Women 80% 100%
Gender neutral 80% 75%

Role 100% 75%

Note.There were 5 Caucasian and 8 Other ethnic leaders in the participant grdugp. Of t
thirteen participants, one Caucasian did not participate in the StrengthdEstder
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Research question 5Research question 5 asked: Is there a difference in the
relationship between the Rokeach Value prioritized values (12 respondents) and the
StrengthsFinder leadership strengths (11 respondents) of senior leddensce, the
military, and entrepreneurial organizations based on gender? To answer $tigque
using the quantitative data, Spearman rank-ordered correlations compared the tmswe
the 8 male and those given by the 5 female respondents. Female respondentigesinphas
the importance of the Family Security Value= .65), the Pleasure Valug € .72), the
True Friendship Valua {= .57), the Broad-Minded Values(= .63), and the Sense of
Accomplishment Valuer{ = .50). At the same time, female respondents deemphasized
the importance of the Independent Valug=(-.62). These findings are summarized in
Table 21.

Table 21

Summary of Leadership Characteristics Emphasized by Female Respondents

Value Emphasized Deemphasized
Family Security
Pleasure

True Friendship
Broad-Minded
Sense of Accomplishment X

Independent X

Note.There were 7 male and 4 female respondents for the StrengthsFinder, and 8 male
and 4 female respondents for the Rokeach Values instruments.

X x x X

In addition, the respondent’s gender (0O = Female, 1 = Male) was correlated wit
those same six StrengthsFinder themes. None of the resulting Spearmiat@wsrmet
thers = |.50| reporting criteria. A summary of the qualitative data gathienéag the
face-to-face interviews as correlated with the Clifton StrengtheFsutvey findings for

research question 5 is shown in Table 22.
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Table 22

Summary of Interview Findings From Interview Question 8, Correlated to Research
Question 5 per Correlation Table 9

Research Top Top 9 Top 9 1Q8: Women 1Q8: Women
Question Leadership Terminal Instrumental in Leadership in Leadership
Strengths Values Values Advantages Disadvantages
5: Is there a Strategic, Family Honest, Insightful, Emotional,
difference in the Achiever, security, Courageous, nurturing, self-select out,
relationship Activator,  Health, Loving, conflict lack of
between the Relator, Salvation, Helpful, resolution, credibility, not
prioritized Learner Wisdom, Responsible, team taken
values and the and Freedom, Capable, building, seriously,
leadership Arranger  Self- Intellectual, loyal, internal conflict
strengths of respect, A Forgiving, motivation to between
senior leaders in sense of Logical, and succeed, society’s
finance, the accom- Independent collaborative, expectations
military, and plishment, consensus and their own,
entrepreneurial True builders, not perceived
organizations friendship great multi-  as risk takers,
based on and Inner taskers, wear small in
gender? Harmony many hats,  number,
tough, great politics of
inner gender at
strength, work, try to
gaining act like men
respect as
leaders

Further analysis of the qualitative data reveals that 60% of femaks $claald
challenges with aligning with their employee goals, whereas 25% ofleaalers showed
concern in this area. Time management was mentioned by 20% of female ledders a
none of the male leaders. When asked about their decision-making process, 80% of
female leaders mentioned involving others in the decision and 25% of male leaders
mentioned collaboration in the decision-making process. A follow-up process totevalua
decisions was mentioned by 80% of female participants, whereas only 13% of male
leaders mentioned an evaluation process. When asked about their views of women in

leadership, 60% of female leaders versus 100% of male leaders mentioned diggdvant



100

to being a woman leader. All leaders, regardless of gender, mentioned chal#ghges
their employees adapting to change, aligning with organizational goals, and
communication. All participants equally weighted the advantages of women insleiade
roles, as well as the role. A thematic summary of findings comparingveraies female
leaders as related to challenges with employees, decision-makingsprooesiews of
women in leadership is shown in Table 23.

Table 23

Thematic Summary of Findings Comparing Responses From Female Versus Male

Leaders as it Relates to Challenges With Employees, Decision-Making Reowss
Views of Women in Leadership

Challenge With Employees Female % Male %
Adapting to change 40% 38%
Alignment with employee goals 60% 25%
Alignment with organizational goals 80% 75%
Communication 40% 63%
Time management 20% 0%
Decision-Making Process F % M %
Define problem 100% 75%
Engage others 100% 75%
Examine alternate solutions 100% 75%
Make the decision 0% 0%
Others make decision 80% 25%
Ultimate decider 100% 63%
Evaluate the decision 80% 13%
Advantages-women 80% 100%
Disadvantages-Women 60% 100%
Role 80% 88%

This chapter provided an overview of the findings resulting from interviews of 13
values-based senior leaders in finance, the military, and entrepreneunatatigas, the
completion of the Clifton StrengthsFinder from 11, and the Rokeach Values Surveys of
12 participants. The data from the quantitative process were used to ddsambe that

emerged from the results of the Clifton’s StrengthsFinder and the RokeaatsVal
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Survey. Correlations between the StrengthsFinder results and the Rokeachadye S
results were described, and these were compared and contrasted with\treninter

results. The data from the qualitative process provide further insight of theslezadeer
paths, motivation to lead, obstacles in their careers, leadership styles audertsics,
decision-making process, and their view of women in leadership. The content from the
interview data was analyzed and coded, and themes were developed. The data from the
interviews were presented using these themes to describe the partiviplaes,

leadership strengths, and correlations between their values and leadersbihstre

These were compared based on ethnicity (Caucasian versus Other), andQjeaquter.5
discusses these findings further, the data are analyzed, and conclusioasvare dr

thereby addressing the research questions posed in Chapter 1.
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Chapter 5: Conclusions and Implications

The purpose of this study was to gain understanding of the values and leadership
characteristics of CEOs and senior executives in finance, and how theseectimpa
CEOs and senior executives in the military and entrepreneurial organizations
Additionally, the study explored how executives’ values and leadership stylengelp a
sustain corporate culture.

Personality characteristics of the leader participants were stldiede
characteristics included leadership styles and personal values. Perstrabiyteristics
that fit certain leadership styles such as situational or transformabteadership arose in
the interviews. Other characteristics examined were leadershigthseas demonstrated
in results from Clifton’s StrengthsFinder instrument, decision-makioggss, and how
these leaders create and sustain corporate culture.

This chapter presents an overview of the study, conclusions drawn relatie@ to ea
interview question as cited in Chapter 1, and implications of this study.
Recommendations for future research are highlighted.

Overview of the Study

In today’s economic environment, Wall Street and the general media are
guestioning leaders’ values. Headlines about leaders whose values havel\aexere
affecting consumer confidence in role models, sports figures, corpordéedeand even
our government. Trust levels in companies and leaders have substantially declined
(Covey, 2006). Confidence in senior management is low, with employees doubting thei
leaders’ intentions as they charge their leaders with dishonesty andlacthat
integrity. This crisis of trust is contagious, resulting in lack of confidengovernment,

the financial sector, employers, and employees, and this ultimatetysatenily life.
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Leaders’ behaviors are determined by the relative importance they place on
particular value (Rokeach, 1979; Schwartz, 1992). Hence, the actions that leadars take
linked with their values and can be observed through their decisions, and demonstrated
priorities and actions. Since an individual's values have been linked to corpdtate c
creation in chief executive officers and general military leaders,ntpsitant to
understand top executives’ values and how values-based leaders shape corpomate cultur

For the purpose of this study, values-based leaders are defined as Leaders whos
actions are congruent with their espoused values of integrity, focusing on the gbed of
whole, and making a positive impact in others Two popular examples of values-based
leaders are Martin Luther King Jr., whose actions showed his commitment woithefg
the whole and to better the economic and social lives of a specific segrtteat of
population; and Mother Theresa, a woman who led with integrity, focusing on the good
of mankind and making a positive impact in others. Laver and Matthews (2008) cite
General Puller, known as the hero of the U.S. Marine Corps, as a values-based leader.
According to Laver and Matthews, Puller inspired and influenced othersvhysal
looking out for the well being of his subordinates, giving his best, leading from the front
lines, and keeping a close personal connection with his people. Herbert Kellehesf CEO
Southwest Airlines, is another leader who has been highlighted as a leaderegttityint
who makes a positive impact on his employees, and who leads with a servant heart
(Kotter & Heskett, 1992).

This chapter culminates the study by summarizing the findings, comparing those
with what is relevant in the literature review from Chapter 2; preseatinglusions and

implications for leaders in finance, the military, and entrepreneurial oggamsg; and
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offering recommendations for future research. The next section addraskessearch
guestion, conclusions drawn from the study, and implications for future leaders.
Summary of Findings

Research question 1Based on the Rokeach Value survey, what are the
prioritized values of senior leaders in finance, the military, and entrepraneur
organizations? The Rokeach Value survey reveals the top five terminal valuegstbavin
do with family, health, spirituality, wisdom, freedom, and self-respect. Tleesenal
values can be seen as what they would like at the end of their life. Theweop fi
instrumental values, which can also be seen as the values they will use along thei
leadership path to get to the end of their life journey, had to do with honesty, courage,
being responsible, capable, helpful, and loving. This is consistent with Laver and
Mathews (2008), who argue that integrity, determination, and leadership Ipigycie
in military leadership. One could argue that these also apply in civiliamsfall
participants deemed these three as important in their leadership journey. Argurhm
the top terminal and instrumental values from the Rokeach Values Survey is shown in
Table 24.
Table 24

Summary of Top Five Terminal and Instrumental Values

Top Terminal Values Top Instrumental Values
Family Security Honest

Health Courageous
Salvation Wisdom Loving

Freedom Helpful
Self-respect Responsible

The participants in this study appear to hold themselves to a high standard of

integrity, which was one of the first five key values mentioned in every interitiesv
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interesting to see the combination of honesty, courage, love, helpful, and responsible as
the top five instrumental values, which combined, make for the combination of values it
takes to provide good feedback as a mentor and a coach. It could be argued that providing
honest feedback takes courage and a genuine care for the receivatetesing to note
that the top terminal and instrumental values have to do with motivation that comes from
inside the individual, rather than external rewards; however, participants mentione
people along their leadership path who were instrumental in their inspiration to es-valu
based leaders. They allowed others to provide honest, courageous feedback about their
path, which in many cases changed their direction for the better. A majoalgene
mentioned during her interview about a time when she was in college not getiithg g
grades and not at all engaged in her education; she was approached by someone who told
her about the opportunity to join the military as a way to create focus in herftdée. A
returning from boot camp, she was inspired by the leaders in the military and how
focused they were to make sure their soldiers were successful; she wantggstdike
them. She returned to school with a new purpose and made the military her life journey
One of the CEOs for a major organization in Los Angeles mentioned his great aant as
extraordinary leader, an entrepreneur 35 to 40 years ago, which was quite an&ue f
Hispanic female; she taught him many lessons of tough love, respect, and care:
| would go to her shop and | watched her take care of customers. | watched her
communicated with her workers, people that made patterns and sewed, and |
watched her respect everybody and she’d treat everybody with kindness....As we
walked down the street, and as normal in Mexico City, there were beggars on the
sidewalks and we walked by one who was sitting down in a doorway and she

opened her purse and pulled out a coin purse and grabbed some money and she
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put it in a woman’s hand and she said something just to wish her well and we kept
walking; further down the street we encountered another woman standing in a
doorway asking for money and | was shocked that my aunt had some very harsh
words with her and she basically told her she’s a strong woman who shouldn’t be
there begging, and should be working. She said she didn’'t have any money for
her. So these were the lessons of respect, of accountability, of charity, and of
holding people responsible and allowing yourself to use your judgment to
determine who needed a handout and who needed a little bit of a kick in the
bottom to step it up.
She provided tough feedback and inspiration for him; another CEQO’s honest
feedback came from a mentor. A senior executive from a major financiateservi
institution recalled sitting with Peter Drucker:
| used to sit at his feet, listening to his advice; he often said that a non-profits
should function as a for-profit, and a for-profit should function as a non-profit
being servant leaders.
Another financial services leader said:
| had an amazing handful of leaders who were really passionate about their team
accountability, but ensuring they built teams that trusted and respected one
another; when you start that way, it builds a natural path for you that felt right for
me...that's a huge part of my development.
This was not a surprise as the interview data show creating value, ingpactin
change, mentoring others, personal achievement, purpose in life, and taking care of
people as the motivation to lead among most of the participants. This same QEO of a

entrepreneurial organization mentioned that understanding what people want, then
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helping them get what they want, creates a win-win for the employee and for hi
organization; he went so far as to call this a mission and a gift to help peopéedig

what they want and then help them get it. He sees himself as a resouragfer pe
making connections that will help people get what they want. This was common theme
among the participants, as impacting change and taking care of people weoaedent
most frequently when asked about their motivation to lead.

One of the interview questions reveals the leadership characteristicedrmy d
important to them when they were asked what they look for in their employess. The
directly correlate to the Rokeach results in that they showed value for; lzetalihg
value to others; having a belief system, which included faith or a higher purpasg; car
for others; integrity; moral courage; being selfless; and having workdifence. The
word people was mentioned 414 times in the interviews; this reinforces their focus on
people, as opposed to a focus on self. Their focus on people was evident in their
interviews. Although not called for in this research question, the bottom termthal a
instrumental values pose some insight into the participants.

Earlier it was noted that the top terminal and instrumental values have to do with
motivation that comes from inside the individual, rather than external rewards.
Conversely, Table 25 shows the bottom five terminal and instrumental values, which
have to do with motivation that comes from outside the individual, such as social
recognition, a world of beauty, as well as being self-controlled, clean, and mbé&thae
of the leaders showed regard to being recognized for what they do; quite the contrary,
some were even shy about sharing their success publicly and many chosdar to s

their identity in this study.
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Table 25

Summary of Bottom Five Terminal and Instrumental Values

Bottom Terminal Values Bottom Instrumental Values
A World at Peace Broad-minded

A Comfortable Life Self-controlled
Pleasure Polite

Social Recognition Clean

A World of Beauty Obedient

Note.Many bottom values are of extrinsic nature.

Research question 2Based on Gallup’s StrengthsFinder survey, what are the
leadership strengths of senior leaders in finance, the military, angrentearial
organizations? The thinking talent theme had the highest concentration of stresitgths
51% of the responses fitting into the thinking theme. According to Buckingham and
Clifton (2001), this talent involves the way people gather, process, and makergecisi
with information and mental images. Talents within this theme drive a person to dpproac
logically a situation, think it through, and then plan accordingly. Using Thinkingtsale
a person works methodically toward increased effectiveness, and leadsmtietkd
same. This is evidenced in their decision making process.

When asked about decision-making, every leader talked about a specific progesethe
to make decisions. The collective interviews revealed a collaborative thatlel
incorporates including high-potential leaders in the decision-making primcabsw

them to learn experientially how decisions are made at this level. Additiomaitig

model, the leader includes others in the decision-making process, while beirngaobgni

of their own responsibility and ability to be the ultimate decision maker. SeeeRlg
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Uribe Strategic Collaborative Decision Model (SCDM)

Phase Il. Define

Phase IV. Implementation &
the Risk

Phase lll. Collaborative Decision Process A
Evaluation

Phase |. Define the Issue |

Gain
Choose High Agreement
Potential Clearly Define on the Issue \dentify and Develop
Leader and the Issue at While Clearly entity an Criteria: ) Leader .
. i Evaluate Identify Evaluate Results: Avoid
S Dh [0S PEDIEIE the Risk Sary Alternatives Delarss Choose Best Implement Defensive Evaluations

Stakeholders —>{ Stakeholders >  Values 3 N —> Articulate = > Who Will = STy P N Ve Evalu ‘
3 Associated i Based on o Alternative Alternative and Confront Ethical

to Work Understand Associated ith th Limitations Criteri Make Final Questi

Through the Root with the Wllssue e and riteria Decision MRS
Solution Cause Issue Absolutes

Model (Most Critical
Step)

Phase V. Learning Loop: Promoting a Culture of Learning

Figure 2.StrategicCollaboiative Decision Model (Uribe, 2012)
Consistent with Senge{4998 approach, a leader should create an environmeng
people continually expand their capacity to creaseilts, where new and expans
patterns of thinking are nurtured, and where peoptginually earn how to lear
togetherFigure 2 summarizes a decision making model whem® éxperienced hi¢
potential leaders are purposefully selected tanlé@m experienced leaders ab
collaborative decisiomaking. This Strategic Collaborative Decisionaking model is
organized into five phases and addresses compksegic decisior.

Phase I. Defining theissue.This phase begins with the executive choosi
high potential leader, whose developmental oppdraslie in the subject, as well as 1
stakeholders whwill work through the decisic-making processlhe main reason fc
choosing a stakeholder grou|to promote informed discussion among a diverse
of leaders thatan bring different perspectives to issues and edmomost deliberate!
influence the decisioautcomes (Nutt, 200. Stakeholdersmust clearly define tt issues
and understand the rooduss so they don’t accidentally solve for symptoms rathan
the real issudt is critical that the issue be clear to allkeholders, as lack of clarity

the issue being addressed could lead to misalighafeheultimate decision (Brigg,
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DeVreede, & Nunamaki, 2003; Nutt, 1986)in order for the decision making team
avoid an ethical trap, where decision makers ¢ailnderstand values that are motivat
the questions, all stakeholders must consider cagnpad personal valu associated
with the issueOnce agreement is reached, the team is ready load@dhe risk:

Phase Il.Evaluate the tisks. All decisions have a relative risk; spending la
dollars to purchase a new company presents adliffeisk than deciding to move t
headqugers from Minnesota to San Francisco. This phagaires evaluating the rit
associated with the decision at h. As seen in Figure 3, the higher the risk, the n
thoughtful the decision process, and the highesicenation foithe righ stakeholders to
bring into the decisiomaking proces. The level of risk also determines which h
potential leader should be assigned to the decmi@king process based on experiel
leadershipstrengths, and learning p. In this model a high potential leacis brought to
the table so they gain experience from several texgecisions; once they are promo
into C4evel positions, they will be able to draw uponithpersonal experience and t

connections they made along the way with more egpeed leadss.

Risk-Input Correlation

High Risk, More Input

Risk Level

Low Risk, Less Input

Number of Stakeholders

Figure 3.Risk-nput Correlation: Risk levels determiquality and quantii of leaders
assigned to the decisianaking proces
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For the purpose of this study, risk is associated with reputation, brand, financial
outcomes, operational risk, distribution risk, political risk and other risk assbuydte
the potential outcomes of the decision. Once the risk is evaluated, the decision-making
process begins.

Phase IlI. Collaborative decision processrThis phase begins with taking a
critical look at the limitations and absolutes of the situation. Using the gnaflog
purchasing another company, limitations may encompass the type of industry the
company is engaged in and the geographical locations of their distribution network,
where absolutes may include the dollar per share the potential buyer is wilhag for
the company. Once the context of the solution is set, alternative solutions are vetted
against the limitations and constraints, and what, where, why, when and howas;enari
depending on the complexity of the decision.

Once clear alternatives are delineated, the leader decides who kelltinesfinal
decision. It may be that the decision is made based on the group consensus; or if one of
the stakeholders has the most to gain or to lose from the final decision, they may be
called upon to make the final decision. Depending on the complexity of the issue, the
leader holds the responsibility to make the final decision. Once the decisavia s set,
the best possible solution is made and the team enters Phase IV of trendealang
model.

Phase IV. Evaluate resultsOnce the solution has been implemented, the results
are reviewed objectively and quantitatively to determine the effectiveh#ss decision.
Ethical questions are addressed by clearly understanding the values thatiaating

the questions. If the results are as expected, the decision was sound; if, however, the
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results did not meet expectations or results exceeded expectations, theustdeam
what caused the positive or negative gap as they enter Phase V.

Senge (1990) champions the philosophy of creating a learning organization,
where members of the team are inspired to learn from each other and where bneakdow
are viewed as opportunities to create breakthroughs. This learning enviravoieist
defensive evaluations, where errors are justified through the learning lo@sgrogther
than used as opportunities for a break-through (Argyris, Putnam, & Schmith, 1987), and
information was researched to support an idea (Nutt, 2002).

Phase V. Learning loop: Promoting a culture of learningOnce outcomes
begin to appear, a learning loop is created to ensure stakeholders learn frgphasscof
the model what worked, what didn’t work, and what can be learned that can be applied in
the future. Borrowing from statistics, alpha (Type |) errors as tthadearise when the
team rejects a true hypothesis, and beta (Type Il) errors arise hehtgam fails to reject
a false hypothesis (Mitroff & Featheringham, 1974). A possible exampledn it was
determined that Iraq was an eminent threat based on weapons of mass destructi
although the evidence was not sufficient to make such a statement; this is further
reinforced with our failure to bring the troops back. Type Il errors are mhda &
solution solves perfectly the wrong problem (Mitroff & Featheringham, 19[7i)
happens when the problem has been misdiagnosed, or missed altogether during the
diagnosis.

A major general in the Marine Corps best describes the journey to this decision-
making process:

It depends on the severity and complexity of the problem and the issue at hand. If

it's a very junior person, | get them to solve the problem but | would ask the
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guestions and encourage them to talk to others, so they collectively get the

wisdom from their team. If ramifications are broad, getting senior people

keeping that person involved is important so they can learn. If the problem

appears to be the tip of an iceberg, in other words, a bigger issue, then | sit with

my leadership team, generate alternative solutions, understand the ¢réeria t

need to be evident in the solution, focus on what's important—Cost? Time?

Experience?—then dialogue. It's important to have inclusive conversations with

my team about sticky issues; sometimes you can get consensus, but at tlse end |

important that everyone knows that | am the final decision maker.

The best decisions are made when the group leader interacts with group members
focuses on the decision-making process and increases their team'’s support and group
collaboration, team confidence and quality decision making, which ultimagelifgén
better decisions (Peterson, Owens, Tetlock, Fan, & Martorana, 1998). Following the
Strategic Collaborative Decision-Making Model ensures organizatiolaboadtively
solve issues understanding root causes, reinforce core values, develop bendh atréngt
sustain learning organizations, while avoiding type I, Il and Ill errors.

The Striving theme talent had the second-highest concentration, with 27% of the
responses in the Striving theme. The Striving talents are utilized to pushf ttoevaed
results. According to Buckingham and Clifton (2001), talents within the Strivingethem
motivate a person to get things done, and once they have accomplished the tasks, they
seek greater accomplishments.

Pfeffer and Sutton (2000) address the knowing-doing gap in organizations by
understanding that today’s environment of knowledge transfer and information exchange

make information readily available. Leaders have access to many ftor@aoguire
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competitive knowledge; the differentiator today is the leader’s abilict on that
knowledge and most importantly, teaching others how to act.

Striving talents can easily generate the energy needed to completssfulty
even long-term projects, and to move quickly on to the next one. Striving themes are the
fuel that propels people to excel, take risks, and set high expectations. Inactios rende
them restless. It is no wonder these high achievers have a large concentrstriomgf
talents.
As noted in Chapter 4, the following signature themes (strengths) were found ta contai
the highest concentration of strengths from the group of participantedstraichiever,
Relator, Learner, Activator, and Arranger. It should be noted that while theneixed
gender sample in the business and finance sectors, the military data ensfleied with
80% female participants.

Figure 4 summarizes all the strengths and the concentration of strbpdibisl.
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Themes
Achiever 1 1 1 1 1 5
Activator 1 1 1 1 4
Adaptability 0
Analytical 1 1 2
Arranger 1 1 1 1 4
Belief 1 1 2
Command 1 1
Communication 0
Competition 0
Connectedness 1 1 1 3
Consistency 0
Context 1 1
Deliberative 0
Developer 0
Discipline 0
Empathy 0
Focus 1 1
Futuristic 1 1 2
Harmony 0
Ideation 0
Includer 1 1
Individualization 0
Input 1 1 1 3
Intellection 1 1 2
Learner 1 1 1 1 1 5
Maximizer 1 1 2
Positivity 1 1
Relator 1 1 1 1 1 5
Responsibility 1 1 2
Restorative 1 1 2
Self-Assurance 1 1
Significance 0
Strategic 1 1 1 1 1 1 6
Woo 0

Figure 4.Summary of StrengthsFinder Results by Field. Colors in this table were used to
differentiate each group by type of companies represented. The frequemtycolumn

shows the number of participants that revealed that particular strengths topHeir
strengths.
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Strategic. It is important to note that 50% of all groups (business, finance, and
military) had the strength Strategic, as this is a necessangttri®r senior-level
executives. In order for them to run their business, it is important to takéegistraew
of their organizations.

Achiever. This strength was found in 50% of business and military leaders, but
only in 25% of finance leaders. This could be because in the military, when a leagler doe
not achieve his or her goal, this could result in the loss of people’s lives. Likewise
entrepreneurial organizations rely on achieving their goals; othetlhrgserganization’s
livelihood is at stake. Conversely, financial organizations have not been known to fail in
the past, although recent history would argue otherwise.

Relator. The relator strength surfaced in 50% of the business and finance leaders,
but only in 25% of the military leaders. One of the finance leaders talked about thgking
qguestions: Why?; Why not?; Why not now?; and Why not you? He stated:

| put myself in the shoes of those I'm teaching to make sure we are all on the

same page and we can gain agreement. The art of asking the righargiselstiv

| get confirmation. Inspiration is a matter of the heart for me. People know | hold

them accountable, but they like it. I'm a student, constantly learning and reading

from others.

One could argue that military leaders don’t need to relate to their soldiers, as the
rank dictates that the soldiers must follow the orders of their superiorst,ladecrding
to an ex-marine, officers and the enlisted personnel are not allowed to conwagle a
from their duties, as it is called fraternization. This explains the 25% coneamwéthe

Relator strength in the military leaders.
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Learner. This strength was found in 50% of business and military leaders, and
25% of finance leaders. According to Krames (2004), continuous development is part of
the culture in military service; leaders are trained from the momeniscaaket training.
The best leaders are constantly learning; they challenge themselvesisisteady look
for individuals who can serve as mentors (Hesselbein & Shinseki, 2004). Education was
stressed by all the leaders in this study; some made significanicesciif get their
education, and some were the first in their families to get a college degeee. O
successful business leader, when asked about the obstacles he faced in his career
answered:
The main obstacle | have encountered was lack of knowledge, experience, and
education. Many times I've made mistakes that | would not have made, had | had
more knowledge, education, and experience. The lack of education was an
obstacle. Someone with an MBA can anticipate things that | wasn’t able to
anticipate; we have arrived at the same pace, but | paid dearly in stresayand
financed mistakes to get the same education.
One military leader mentioned that the military is good about sending its people
through preparatory courses to get them ready. There is leadership thanirthe
bottom all the way up to the top, and the learning never ends. Among some of the
learning opportunities, the following were mentioned: the Army War College, th
National Defense University, Senior Service College, one military et 2 weeks
at Harvard University and 1 week at the Smith Richardson Foundation. One three-star
general said:
Never quit! As a man that will be 77 years old in August, I'm not through

learning and not through giving.
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Among this learning theme, leaders stressed the importance of knowing
themselves. A business leader mentioned:

As you become more mature and wiser, you try to get to know yourself very well,

and my education, for instance, helped me to really dig very, very deep into

myself, into the strengths and weaknesses as a human being, and | learned how to

be a better leader.

Activator . Among the business and finance leaders, 50% had Activator in their
top five strengths, but none of the military leaders. This could be due to the gender mix of
the military sample, or a result of the nature of military service whiéicers follow
orders from their superiors. Further study is warranted, as this could bal ¢ati
military personnel transitioning to civilian leadership positions, wheadedles are
expected to make their own decisions and act upon them quickly.

Arranger. These are defined as conductors. An arranger enjoys managing many
variables and is always looking for the right combination. 50% of the finance |eaudkers
the business and 25% of military leaders had the Arranger strength irophiwuet
strengths. This could result from the increased regulatory and the uncertain @conomi
environment under which finance leaders find themselves leading. This makes for many
variables that finance leaders have to juggle outside of just running their own besines

Research question 3lIs there a relationship between the Rokeach Value
prioritized values and the leadership strengths of senior leaders in finaneodjttry,
and entrepreneurial organizations?

Following is an analysis of the Spearman rank-ordered correlations that ha
least an absolute value @f= |.50]|, which would account for a minimum of 25% of the

variance (¢ = .25), with a probability of a Type | error p= .11
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Table 26 contains a summary of correlations between the strengths and yalues b
importance.
Table 26

Summary of Spearman Rank-Ordered Correlations of Strengths and Values

Higher Importance Lower Importance
Theme f = |.50] = |-.50]
Achiever  Imaginative, Pleasure Forgiving, Loving

Activator  Independent, Intellectual, Family National Security, Responsible
Security, Pleasure, Self-respect,

Ambitious
Arranger  Honest, True Friendship Inner Harmony, National Security
Learner Inner Harmony, National Security,Family Security, Self-Respect,

a World at Peace, Clean, Loyal Honest, Intellectual
Relator Forgiving, Inner Harmony, Broad Capable, Self-Controlled.

Minded

Strategic  Comfortable Life, Health, Sense oEquality, Loving
Accomplishment, Imaginative

Taking a deeper look at the data, seven correlations were deemed as tlesistrong
correlations withr = |.70| using Spearman rank-ordered correlations. These are
highlighted in the following discussion along with the correlations posed in Table 26, and
are summarized in Table 27.

Table 27

Summary of the Strongest Theme-Value Patterns

Theme Emphasized Theme<(|.70|) Deemphasized Thenme=(|.70])
Activator Family security Family security
Arranger Honest

Learner Inner harmony, Clean

Relator Forgiving

Strategic Comfortable life

Achiever theme patterns Achievers have a constant need for achievement. It

has already been established that military and business leaders hagesatdifew of
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achievement of a goal, as in the military, the leaders’ decisions consétuitg or losing
lives, and in entrepreneurial organizations, leaders’ decisions constitute lihedgeof
the business. When leaders are focused on achieving goals that have high risk, there i
little time for pleasure and little time for close relationships requiorg and
forgiveness. The participants in this study appeared to find great pleasgtaaving
their goals and growing their people. A banking executive mentioned how he loves
helping people and affording them the opportunity to reach their dreams. When asked
what he likes about his field, he talked about dream making, helping individuals and
companies realize what’s important to them. A Navy surgeon loves her intera¢tion wi
her patients and being part of the solution for their lives. She recalls beirig semar
zone to perform surgery:
Those of us in the medical field get a little full of ourselves. Surgeons, because
we’re at the top of the chain, we feel we are better than others. | debiine
only a very small piece of what's going on in the war. That’'s whenliyreagan
to appreciate being a part of a bigger purpose. So many of us feel we're being
asked to do things that we would never do, like doing surgery in the middle of a
combat zone; if the goal is to save someone’s life, shouldn’t | be doing whatever
it takes to make it happen? It was a matter of being able to apply the best kind of
medicine in a challenging situation.
There are many examples that reinforce achievers finding pleasure in the
achievement: performing surgery in the middle of a combat zone, competing at the
Pomona finals with the fastest race car, and taking over a company as thad€CEO a

turning it around in 6 months. Forgiving and loving were of lower importance for this
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group, as it appears they used the tough times as lessons learned, rather than agportunit
for forgiveness.

Activator theme patterns. The activator is impatient for action. Once a decision
is made, the activator must act. Others may worry that there arbistih they don’t
know, but that doesn’t slow down an activator. The greater majority of activators came
from business and finance leaders and none from the military. That accounts for the
independent nature, which is one of the reasons they went into business in the first place.
Family security was important to them; in fact, it showed the highest caretat
activators with a = |.70[; as one of the business leaders mentioned his wife as his pillar
and the reason he has gone through so much to be successful, along with his children.
Activators are ambitious, as evidenced by their mere position. It is imgrésinote that
national security and responsibility are not at the top of the minds of this groypwonl
leaders had Responsibility in their top five strengths; neither of them hacictilt
could be inferred that activators are not concerned with their responsibifitycsas
they are with taking action.

Arranger theme pattern. The arranger enjoys managing many variables. They
are the individuals who can keep many balls in the air and are in full control. érappe
that the busier the person, the less concern they have for national security and inner
harmony. Among the finance leaders, 50% had Arranger in their top five &gengt
whereas only 25% of the business and military leaders had this strengthraffgeahas
time to develop true friendship with others, as they have the keen ability to handle many
things. The highest correlation with the Arranger was honesty, witl=gr70|. When
dealing with many issues, it appears necessary to deal with honesty andhicistare

key issues when leading a team (Covey, 2006). It is interesting to see thaatiger
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places lower importance in inner harmony and national security. This coule$&elteof
their busy nature.

Learner theme pattern. The learner is always drawn to the process of learning.
Learning was mentioned in every face-to-face interview, and 45% of thagmrtschad
Learner in their top five strengths; 50% military and business leaders, an2béaly
finance leaders showed Learner as one of their top five strengths. Thess semv
high concern for global issues such as national security and world peaceuttiibe
because of their intense nature to learn. Most leaders showed an affinaglitgrand
keeping up with the news. Inner harmony and clean showed the highest correlation to
Learners, with an = |.70|. The inner harmony could come from the knowledge that they
are constantly learning and making themselves better, not allowing thesnigebearome
stale or stagnant. It is interesting to note that family securityregtect, honesty, and
intellectuality were deemed of lower importance to this group.

Relator theme pattern The relator likes being around close friends and is
comfortable with intimacy. As mentioned, 50% of the finance and business leaders h
Relator in their top five strengths, whereas only 25% of military leaders ¢élatbRas a
top strength. The relators gave higher importance to forgiving, inner hayrenwhroad
minded, with forgiving as the highest correlatiom at|.70|. One finance leader said:

| always connect with people I trust, honest, pragmatic, adaptive to change and

flexible.

A female military leader said:

When | needed to fire someone, my goal was that they would thank me and

realize it wasn’t personal; for many, we went off to have very cordial

relationships.
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This ability to relate to others is unique to this group. It appears that reda¢onst

worried about being self-controlled, as this was of lower importance to theients.

An interesting fact is that relators are not concerned with being capas#-oontrolled.
Strategic theme pattern The strategic leader sorts through the clutter and finds

the best route. They see patterns where others see complexity. Thereds a dire

correlation between the Strategic strength and the values of comfdifialhealth, a

sense of accomplishment and imaginative, with comfortable life having timgest

correlation withr = |.70|. These values are broad in nature, and require strategic thinking

in order to accomplish them. This makes sense as the strategic leader lowkshe f

best possible solution to make it easiest; this translates to having aifeettdiere they

can rest and relax, and not have to fight to get things done. These leaders gave low

importance to equality and loving. This could be that they are so busy finding the best

route that they at times don’t stop to smell the flowers, and miss loving akogeth
Research question 4lIs there a difference in the relationship between the

Rokeach Value prioritized values and the StrengthsFinder leadershigtistrensenior

leaders in finance, the military, and entrepreneurial organizationd basgthnicity?

There was no correlation found between ethnicity and the StrenthsFinder results;

however, a close look at the StrengthsFinder responses yields some dSaxenth

mentioning. A summary of these differences is shown in Table 28.
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Summary of StrengthsFinder Results for Significant Strengths Based on Enthnicity:

Caucasian Versus Other (African American, Hispanic, and Middle-Eastern)

Strengths Finder Caucasian Other
Signature Themes Frequency Count Frequency Count
Achiever 20% 57%
Activator 40% 29%
Arranger 40% 29%
Learner 40% 43%
Relator 40% 43%
Strategic 20% 71%

Learner strength. All participants showed equal weight on the Learner strength,

as evidenced in the previous discussion. All the leaders mentioned someone they learned

from when they started their career, or as they grew up. A Middle-Eastden takked

fondly about his mentor:

My first mentor made me feel smarter, better than | felt about m@&sdf gave

me hope! She treated me and talked to me as if | was this young Einstein and |

could do anything | want; | was dirt poor, after failing. She created a canéde

in me that nobody else did! Another mentor took that confidence and helped me

analytically think about those things. I learned influential management with the

how to convey a vision, translate into activities in a positive way; not force, but

momentum. They helped me understand people’s wants and needs; how to work

through people, not over people. How to motivate and challenge people.

Relator strength. Likewise, there is a relatively equal percentage of leaders in

both categories who had Relator as their top five strengths. This could be thefrisault

need to relate to people in order to climb the corporate ladder and militaryst@pder

ranks. General Lewis B. (Chestey) Puller is a prime example of somé&oni@spired
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and influenced others by relating to the needs of his soldiers, giving his bdisig lea
from the front lines, and keeping a close personal connection with his people&Laver
Mathews, 2008).

Achiever strength There was a significant difference in the Achiever strength,
with 57% of leaders from other ethnic backgrounds having this strength, whereas only
20% of Caucasian leaders had Achiever in their top five strengths. Could thigroeaul
the perceived struggle that other ethnic groups have to break through the igtag3 Ite
must be noted that there was no mention of ethnicity being a stumbling block for any of
the leaders who participated in this study, although this was not part of the imtervie
guestions. In a recent survey of 219oftune500 respondents and Fbrtune 100
respondentMenendez, 2010)t was mentioned that minorities represent 35% of the
population in the United States, yet only 14.45% of minorities occupy director positions
in corporate boards. Another study showed that as of 2009, minorities constitute up to
10% of the Army’s generals; in the Marine Corps they make up 9%; 6% in the Navy; and
5% in the Air Force (Armor, 1996).

Although there was no statistical correlation in strengths between Cauaadia
other ethnic groups, these findings beg for more research, perhaps a lapgeraddbn
level executives and military generals would yield a more refined ré&@timplications
of this could result in guidelines for leaders in other ethnic groups, providing anegad
of what it takes to break the glass ceiling. There is such a small number of ethni
minorities that has risen to the top. This could be that only the best of the bestoleer
to rise to those positions.

Strategic strength The strength Strategic showed a significant difference, with

71% of other ethnic leaders and only 20% of Caucasian leaders having Strategic |
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top five strengths. As with the Achiever strength, this begs for furtheangs using a
statistically significant sample of C-level and military genératiers. A possible

explanation could be the relative small sample of leaders from other etbapsgr

achieving C-level and military general positions. Since the number of grées so

small for other ethnic groups compared to Caucasian leaders, one could argue that only
the very best of this ethnic group have the opportunity to rise to the highest levels of
leadership, hence, the difference in Strategic strength between theotyps.grhe
implications could be that leaders with high level of strategic focus are likely to

make it to C-level and military general positions than leaders who do not ptissess
strength.

Based on the statistically significant correlations between ethokgbzund
(Caucasian versus Other) and the Rokeach Value survey results, only thetsicos
out of 36 had at least= |.50|. These are summarized in Table 29.

Table 29

Summary of Correlations of Ethnic Background and Rokeach Value Results

Caucasian Caucasian

Rokeach Values 1 hhasized Value Deemphasized Value

Broad-Minded X

Responsible X

Courageous X
Note r = |.50|.

Broad-minded. During the face-to-face interviews, 80% of Caucasian leaders
emphasized examining alternative solutions and 40% were risk-oriented verso$ 20%
Other leaders. Additionally, 40% of Caucasian leaders emphasized divergeregas

being critical to their success versus only 13% of other leaders. Amongstauc
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leaders, 40% were risk oriented whereas this value was not found in other leaders. It
appears that Caucasian leaders are tasked with thinking outside the box, havieg divers
experiences, and taking risks more than other ethnic leaders. This couldroesuktef
C-level and military leader experiencing change when a new |leaderhother ethnic
background is promoted to a high-level position. They are expected to be more broad-
minded when interacting with individuals from other ethnic groups. This could be a form
of reverse learning, where the higher one gets in an organization, the more brdad-mi
one has to become in order to deal with perceived differences and riskstadsoitla

the relatively new peer-group demographic entering these higher-levtemssT his

could also be the reason why the values Responsible and Courageous are currently
deemphasized in this ethnic group.

Research question 5Is there a difference in the relationship between the
Rokeach Value prioritized values and the StrentghsFinder leadershiplstrehgénior
leaders in finance, the military, and entrepreneurial organizationd baggender? There
was no correlation found between gender and the StrengthsFinder results; hawever,
close look at the StrengthsFinder responses yields some differentesatorg. A
summary of these differences is shown in Table 30.

Table 30

Summary of StrengthsFinder Results for Significant Strengths Based on Gender

Strengths Finder Male Female
Signature Themes Frequency Count Frequency count
Achiever 43% 50%
Activator 57% 0%
Arranger 43% 25%
Learner 29% 75%
Relator 43% 50%

Strategic 57% 50%
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Achiever strength. All participants showed equal weight on the Achiever
strengths regardless of gender. This is significant, as one would argue tbat the
percentage of women leaders at C-level and military general positions wealdrig
the highest levels of achievers in these positions.

Relator strength. A similar argument could be made for the Relator strengths,
although relating to people is a critical part of executive leadership.

Activator strength. With 57% of males and 0% of females showing this strength,
one could argue that men, because of the history of their position in leadershipg are abl
to act without thinking what others might think of them. Some women, on the other hand,
responded as having to be careful how they act. A major general recalled whexs she w
assigned a new role and how she gained credibility as a woman:

As soon as it was announced | was going to be the training general, 99% of

retirees (all males) said: why are they sending her here, why not eetcdRaris

Island where there are women. Their comments were strictly based on ney.gend

The Hispanic community jumped in, so some of the naysayers would say: the

only reason she got the position is because she’s a woman, and she’s Hispanic.

Makes it challenging to walk in and say; I'm here because I'm the bediepial

general officer to be here.

This particular leader worked through three independent groups until they sahethat
was indeed the most qualified person for the job:

The retired community—I asked a retired three-star general to mentohene...

came to one of my first social events where all these guys were; he hadmot bee

out to any event in a couple of years. His presence in my home was great!
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All the marines and civilians in the base. Because 96% were combat vets
and | had not been in a fight. | spent a lot of time out and about; many of those
young marines could saghe seems pretty gacthe more | was out and about,
in the chow hall, with the troops, that reduced a lot of the stress. Everyone settled
down and realized | was just a general.

The civilian community. | went after the people that had never been to the
base; never met a woman general officer. Getting out to the chamber, th@boar
directors, making sure | was at as many events as possible, where tietitile
story.

By the time | left, | had significant accolades from the city; they adopte
me; the chamber gave me the Spirit of the City Award, the local magazine
recognized me, | was awarded the Woman of Legacy Award...it was amazing
how the pendulum swung the other way.

Learner strength. It is interesting to note that the Learner strength was found in
75% of the women, and only 25% of the men, especially since 100% of the participants
mentioned learning as a lifelong journey during their face-to-facevietes. Perhaps this
explains why there is a higher percentage of women entering the college ranks.

Strategic strength.There is no apparent difference between men and women;
this could be a random variation as a result of the small sample size. Tlaiioplhere
could be that in order to get to the C-level or military general positions, regsuafi
gender, everyone must possess this particular strength.

Based on the statistically significant correlations between gendeha Rokeach
Value Survey results, female respondents emphasized the importance of ézoniity s

pleasure, true friendship, broad-minded, and the sense of accomplishment values, and
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deemphasized the importance of independence. It is refreshing to see tleat, wom
regardless of their position, still hold family values in high regard. It would beesting
to study how female leaders are able to balance between their family aalighe time
away from the family that it takes to carry out higher-level positions. Or cosltéha
falicy? Could it be that women in positions of authority are able to dictate theiooadit
of employment encompassing their commitment to their families?

Perceived advantages of women in leadershipsing the summary results from
face-to-face interviews shown in Table 23, one could argue that the advantageseio w
in leadership positions, as shared by the participants, show women as nurtureas who ¢
build teams and have a high motivation to succeed. They are collaborative, good at
building consensus, and natural multitaskers, able to wear different hatwelfecine
leader recalls meeting an international female leader:

| met Margaret Thatcher. Here’s a woman who looked men in the eye and gave

them a quick kick in the butt when needed. She was tough and yet she was a

mother and a wife. It has nothing to do with gender. It had to do with her ability to

lead.
A business executive wonders how women are able to handle so many tasks wile bei
great leaders at work:

| don’t understand how women do it. A mom gets up in the morning, gets their

kids lunch made, gets the kids off to school, comes to work, puts in a full day,

gets home, makes dinner, makes sure homework is done, gets the kids to bed,
does it again and again and again, and is charged with the responsibitility of being

a good mother, a good parent, getting their kids on the right path, and being a

performer at their job. They are super human!
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Perceived disadvantages of women in leadershiphere were some
disadvantages raised during the face-to-face interviews that are waonity d@king
from the summary from Table 23, women are perceived as emotional, and lack
credibility, as they are not always taken seriously. One male CEO hbalk$ \@hat
women must do to gain credibility in their positions:
Men are more brute....Women need to be smart, conquer things in a smart
way...they can do that by having the facts, by doing the homework on everything,
thinking of every angle. Is that fair? No, but this has been around for whatever
thousands of years dominated by men. It should never be by the looks, which goes
for both genders; if a man only cares about the looks and has no substance; he is
on the same boat. | think that unfortunately due to the way the world is perceived,
when women put looks ahead of their capabilities, they demean women in
general, and ultimately demean themselves.
This has great implications for rising female leaders entering senitiopssin order for
female leaders to be taken seriously, they must back their positions with facts and be
prepared.
Decision-making processilt is worth noting that 80% of female leaders
mentioned a collaborative approach to decision-making process, whereas only 8% of t
male leaders involved others in their decision-making process. Likewise, 80fbabé fe
participants and only 13% of male participants mentioned an evaluation processbeing a
important part of the decision-making process. This could be correlated to 75% af wome
and only 29% of men having Learner in their top five strengths. It must be notedl that

participants mentioned learning as a lifelong journey.
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From the data, it appears that values play a critical role for the partgipahis
study. Evidence of these leaders’ prioritized values and strengths sesgopgao in the
organizational culture of their respective organizations and teams. ltherferidenced
in their decision-making process and how they resolve issues and challendbs.iFina
appears that having a higher purpose, belief, or faith is important in the quest fer value
based leadership. Many participants talked about a higher being—a persaial beli
system; some even mentioned having a deep faith in a spiritual being as thefcenter
their life. One military leader said he never saw any conflict betwesefaith and his
duties as a soldier. In fact, he mentioned that when he was in the Middle East, he could
be found on a Sunday afternoon at a mosque, a synagogue, a church, and a temple. When
asked why, he said,

...because that is where my troops were, and they needed me there, with them at

church; not leading from afar, but right there where they were.
Summary

This chapter provided a summary of the findings of the experiences from a group
of C-level and senior level executives and military generals. Findingsdiscussed in
relation to previous research of the literature and implications for futureseades
presented as well as recommendations for future study. This study providedevaluabl
insight into values-based leaders and how their prioritized values and leadeesigthst
are used to create a culture of values in their organizations. Although not acnagof
this study, it was interesting to note that values with highest importanie t
participants (honesty, courage, love, helpful, responsible, family securitth,hea
salvation wisdom, freedom, and self-respect) were focused on intrinsic maigatbr

the values with least importance (broad-minded, self-controlled, polite, clearemthadi
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world at peace, a comfortable life, pleasure, social recognition, and aotbdduty)
focus on intrinsic motivators.

When examining the participant’s strengths, the thinking theme had the highest
concentration of strengths. This was no surprise, as these talents drive tretteade
approach logically a situation, think it through, and then plan accordingly. A ntbdifie
decision-making model emerged from the discussions with the participants; one that
allows subordinates not only to take part in the decision-making process, but in a
disciplined way take lessons from more experienced leaders, thereby altbenmgo
grow.

The striving theme had the second-highest concentration; this was also not a
surprise, as this theme pushes the leader to get things done and then seek greater
accomplishments. Leaders in higher-level positions are expected to produtsefoes
their organizations; this notwithstanding, these leaders focused on developisglttesm
and their people, always learning about themselves and those around them, argl learnin
to be more effective leaders.

The highest concentration of strengths was found in Strategic, AchievelgrRela
Learner, Activator, and Arranger, with the highest concentration found in thedstrat
strength. It is interesting to note that the Relator theme was not indngbrdration in
the military leaders. This could be that military leaders, unlike aiviBaders, know that
their soldiers don’t have a choice to go look for another job that may pay more, have
more vacation, etc. They sign a contract that is time-bound, and the force of thaictcont
keeps them in their job. In the military, relating to employees is notc@ssary as it is in
the civilian world. Leaders don’t have to engage their troops; they give thikms @nd

the troops are expected to carry out those orders. Although the Relator strength wa
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apparent in some of the interviews, military leaders don’t have to reldteitsoldiers;
their duty is to complete their mission (Malone, 1983).
The civilian world can learn from the military in many ways: Their fomus
educating soldiers; their disciplined approach to education, as everyynidader
showed a high regard for a lifetime of learning; their disciplined approacineerca
pathing; their focus on promoting soldiers based on performance; their focus ga alwa
being faithful; their care for the soldier and their families; their fasuklonor; and
having bearing, which signifies control of oneself.
Although there were some differences in values and leadership strengthabetwee
Caucasian and other ethnic group leaders, there were significant diffebeheesn
male and female leaders, particularly in the Activator strength, wheesiend to move
quicker than females. It was argued that this could result from femedkrddaaving to
be more careful and think things through before acting, whereas male leadausgehefc
their history of being called to leadership positions, may not feel as vulnesaliley
are able to react more quickly without regard of what it looks like to others. Staties w
given how women had to gain credibility as leaders just because they weemwom
However, male leaders did not see a significant disadvantage to being & lzadal .
There were major differences in the decision-making process, whereadteaas
that female more than male leaders encourage collaboration and buildargiad loop.
A decision-making model that includes others in the decision-making pronesgesl in
the interviews, and could be a source for further research, as it builds upon traditional
decision-making models and adds the ability for junior leaders to be mentored by more

seasoned decision makers, thereby enabling them to grow in their decigiog-sialls.
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This decision-making model augments established models by adding cdliahora
learning and development components.

This study adds to the body of knowledge with implications for military leaders
reentering the civilian world. Rising leaders in all three areas—finameenilitary, and
entrepreneurial organizations—can learn how to approach executive roles, and how to
prepare as they climb the corporate ladder. The study outlined areas wherssbasthe
entrepreneurs can learn from military leaders and vice versa, to build atgamsavith a
solid foundation of values and ethics.

Recommendations for Future Research

The findings of this study were limited to the experience of 13 values-based
executive leaders in finance, military generals, and entrepreneualizagons.
Although a statistical analysis of the quantitative data was conducted,diesample is
not statistically representative of the general population. Recommamsl&dr future
research include:

1. Break the study into three studies, with each focusing on one line of business;
this will allow the researcher to go deeper into the analysis for each of the
three categories: finance, military, and entrepreneurial organizations.

2. It would be interesting to explore the trends between rising leaders ansleade
who are ending their careers. How are they different from one another, and
what can be learned from the leaders who are close to exiting their pEs&ition

3. Questions around how leaders developed their current values could yield
insight into how leaders become values-based leaders.

4. A selection of a more diverse ethnic group could yield more delineated

findings about the implications of minorities in executive-level positions.
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5. A selection of a more diverse gender group in each category; although as a
group 38% were female participants, each area showed a gender bias with
100% male business leaders, 75% male finance leaders and 80% female
military leaders.

6. Further research aimed a comparing male versus female executdgshi
line of business could yield findings worth exploring.

7. For the military leaders, some of the assumptions for the Activator strengt
could be skewed due to the female gender bias.

8. Research focusing on the length of time it took males versus females to get
promoted along their leadership journey. Do male executives rise faster than
female executives?

9. Milton Rokeach believed that the root of a person’s values are his/her personal
needs; with that in mind, it would be interesting to correlate Maslow’s
hierarchy of needs with leaders’ values.

10.This study begs for further exploration of each phase of the Strategic
Collaborative Decision-Making Model.

Concluding Thoughts

It is my desire that this study will inspire leaders to be valuesebasders,

whose actions are congruent with their espoused values of integrity, focusinggoodhe

of the whole, and making a positive impact on others.
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APPENDIX A
IRB Expedited Application

PEPPERDINE IRB

APPLICATION FOR APPROVAL OF RESEARCH PROJECT

Date: 3/6/12 IRB Application/Protocol #:
E0212D04

Principal Investigator: Betty Rengifo Uribe
[ ] Faculty [ ] Staff X] Student [ ] Other

School/Unit: [[]GSBM [X] GSEP [ ]Seaver [ ]SOL []
SPP
[ ] Administration [ ] Other:
Street Addres ane
City: Statcjjjja Zip Cod 09
Telephone (work 19 Telephone (ho -6131

Email Address om
Faculty Supervisor: Dr. Michelle Rosensitbapplicable)
School/Unit: [[]GSBM [X] GSEP [ ]Seaver [ ]SOL []
SPP
[ ] Administration [ ] Other:
Email Address om
Project Title: Values-based Leadership in Finance, the Militay and

Entrepreneurial Organizations
Type of Project (Check all that apply):

X] Dissertation [ ] Thesis

[ ] Undergraduate Research [] Independent Study
[ ] Classroom Project [ ] Faculty Research
[] Other:

Is the Faculty Supervisor Review Form attachgd¥es [_] No [_] N/A

Has the investigator(s) completed education on research with human sUbfe¥es?

[ ] No

Please attach certification form(s) to this applicati®ee( Appendix A)

Is this an application for expedited review®dx] Yes[ ] No

If so, please explain briefly, with reference to Appendix C of the Investigadiianual.
This study meets the requirements for expedited status under ¢ifederal

regulations (45CFR46)
http://www.nihtraining.com/ohsrsite/guidelines/45cfr46_fr8392.html

(A) Research activities that (1) present no more than minimal risk to humantsuajel
(2) involve only procedures listed in one or more of the following categories, enay b
reviewed by the IRB through the expedited review procedure authorized by 45 CFR
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46.110 and 21 CFR 56.110. Research activities that govern the protection of human
subjects. (7) Research on

individual or group characteristics or behavior (including, but not limited to, csear
perception, cognition, motivation, identity, language, communication, cultural bediefs
practices, and social behavior) or research employing survey, intervié\nistoay,

focus group, program evaluation, human factors evaluation, or quality assurance
methodologies.

This study will be made up of interviews of CEOs and senior leaders in thedields
finance, the military and entrepreneurial organizations.

The ‘minimal’ risk that each interview involves is that people might discdseidientity

of the participants since they come from such a small population of CEOs and senior
executives and military leaders, even though their identity will be protectethis

could affect the organizations they serve in a negative manner.

Another risk is the possible imposition on the participant’s time. Another very minimal
risk is that the participants may inadvertently reveal confidential infommabout their
companies, thus putting their positions at risk. However, this is highly unlikely.

The activities listed should not be deemed to be of minimal risk simply becauseghey a
included on this list. Inclusion on this list merely means that the activitigiblelfor
review through the expedited review procedure when the specific circunsstidrbe
proposed research involve no more than minimal risk to human subjects.

1. Briefly summarize your proposed research project, and describe your
research goals and objectives:

The purpose of this study is to gain understanding of the values and leadership
characteristics CEOs and senior executives in finance, and how these ctimpaces
and senior executives in the military and entrepreneurial organizationsiofddy the
study will explore how executives’ values and leadership style shape and sustain
corporate culture.

Personality characteristics of the leader participants will beestu@ihese characteristics
may include but will not be limited to leadership styles and values. Personality
characteristics, which fit certain leadership styles such as sitahtr transformational
leadership, may arise in the interviews. Other characteristics examithée leadership
strengths, decision-making process and how they create and sustain culture.
2. Estimated Dates of Project:

From: 2/5/12 To: 2/5/13
3. Cooperating Institutions and Funded Research. Circle and @kain below;
provide address, telephone, supervisor as applicable.

3.1 [lYyes XINo This project is part of a research project invéving investigators
from other institutions.

3.2 [lYes XINo Has this application been submitted to any othernstitutional
Review Board? If yes, provide name of committee, de, and
decision. Attach a copy of the approval letter.

3.3 [lyes XINo This project is funded by or cosponsored by amrganization or
institution other than Pepperdine University.
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Internal Funding (indicate source):
External funding (indicate source):
Funding Statud:_ ] Funded[ ] Pending Explain, if needed:

4. Subjects
4.1 Number of Subjects: 12 Ages: 30-6

A total of twelve participants will be chosen; four from Finance, four from the
Military, and four from entrepreneurial organizations.

If more than four individuals from each field show interest in participating) |
choose them on the basis of first come first serve.

Within the 12 participants, | will look for a balance in gender, ethnic background
& age. For example, if 7 men and 2 women are selected, | will look for a balance in
backgrounds in order to best diversify the sample.

Discuss rationale for subject selection. There are very few espousestbahesl
CEOs and senior executives in the fields of business, finance and the militaig, so i
essential to find out leadership characteristics of the ones that exist socathéollow
in their footsteps in order to ensure more values-based leaders are inehssa Hre
future.

This is a purposeful sample because the participants were chosen for thew values
based leadership style. Knowing the paths these participants in the intelihaestaken
will help aspiring leaders behind them make strides in leadership by following thei
actions.

The amount of participants that will be interviewed is 12. The reason for this is
that there is such a small number of CEOs and senior executives in the fiaghdsof f
the military and entrepreneurial organizations who espouse values-baseshipade it
would not be likely that the researcher could acquire more than 12 participants kligring t
timeframe. The reason these 12 participants will be picked is a mattervaintence
sampling- ie. who will respond to the invitations to participate in the study. This numbe
was also determined in consultation with my dissertation advisor.

4.2 Settings from which subjects will be recruited. Attach copiesf all materials
used to recruit subjects (e.g., flyers, advertisements, scripts, emaikessages)
A total of 4 participants will be selected from Finance, the Military and
Entrepreneurial organizations. The following are my first contacts @r efthe fields,
all of whom have vast knowledge of CEOs and top Military leaders, and will be able to
provide introductions of participants who fit the study:
o) I - o
Washington, D.C. is the main point of contact for military lea ighds
introduced to the principal investigator by a banking client. He was introduced as a
military leader who leads with values.

b) . President and Edito urnal is the main point
of contact for entrepreneurial organizati ledo was introduced to thipalrinc

investigator two years ag do is known in the professional community as a
values-based leader.

in
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). Preside’ D e Bank, is the main point of contact for

Finance. She was introduced to the principal investigator over fifteen yeanstaan
they worked together at a financial company. She is known in the industry as a values-
based leader.

These three top leaders in their respective fields have already agreed itiodbe pa
the study, and to make introductions in their fields; therefore access to top feadees
purpose of this study will not be an issue.

Potential participants will be contacted via e-mail (See Appendix Brie-m
addresses and contact information will be obtained from the key individuals in edch fiel
as named above. Once leaders are interviewed, they will be asked for intnosltrzti
other leaders like them.

4.3  Criteria for inclusion and exclusion of subjects:

a) The subjects must be current CEOs or senior executives in the fields of
finance, entrepreneurial organizations and the military.
C) Subjects will be excluded if they are not a clear member of each of the

three focus groups (finance, military and entrepreneurial organizations)hey are not
senior-level executives in their organization, or generals in the military.

b) The study is aimed to interview “values-based” leaders. The principal
investigator will rely on the introduction made by the three initial leadboshave been
identified by their peers as values-based leaders in their communities. parfbse of
this study, “values-based leaders” is defined as: “Leaders whagesaate congruent
with their espoused values of integrity, focusing on the good of the whole, and making a
positive impact in others.” Two popular examples of values-based leaders ére Mar
Luther King, whose actions showed his commitment in the good of the whole, to better
the economic and social life of a specific segment of the population and Motheral' heres
a woman who led with integrity, focusing on the good of mankind, making a positive
impact in others. Laver and Matthews (2009), cites General Lewis B. (g@hBstker as
a values-based leader, known as the hero of the U.S. Marine Corps. Accordiugrto La
& Matthews (2009), Gen. Puller inspired and influenced others by always looking out for
the well being of his subordinates, giving his best, leading from the front lines, and
keeping a close personal connection with his people. Herbert Kelleher, CEO of
Southwest Airlines, is another leader who has been highlighted as a leaderegitityint
who makes a positive impact on his employees, and leads with a servant heartt,(Hesket
et. al., 1994).

4.4 [XlYes[ INo Will access to subjects be gained through cooperating institutions?
If so, discuss your procedures for gaining permission for cooperating individuals

and/or institutions, and attach documentation of permission.
The principal investigator will engage only senior executives and generals. No
site approval is expected to be required for the purpose of this study. However, in
the event that approval from the participant’'s company is requested during this
process, a site approval has been developed and will be utilized. (Please see
Appendix C).

45 [JyesXINo Will subjects receive compensation for participation?

If so, discuss your procedures.
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4.6 Describe the method by which subjects will be selected and fBsuring that
their participation is voluntary.

Purposeful sampling will be used, as the subjects must be introduced to the
investigator for being known as values-based leaders.

Initial introductions to prospective participants will be made by the following
individuals as mentioned in 4.2 a, b & c.: GJjjjjjjifhter (for military leadits)
I (for entrepreneurial organizational leaders), afjjjcarteir(@orce leaders);
they will each contact several individuals from their field who they feel dves#ased
leaders.

Once one individual expresses an interest in being part of the study, an e-mail
introduction will be made to the Principal Investigator, who will ensure thecipentits
know it is strictly voluntary to participate in the study (See Appendix B-1 for sampl
solicitation and introduction e-mail).

It is anticipated that the potential participants will not feel pressuredtioipate
in the study because: 1) They will be instructed that participation idystrottintary, and
2) They will not be individuals who report to the person who introduces the potential
participant. Since all the potential participants are CEOs, senior |lex@lteres, or
Generals in the military, it is anticipated that this high level of leadenet feel coerced
or pressured to participate in any way.

Once the introduction takes place, the principal investigator will e-hwil t
prospective participant using sample e-mail in Appendix B-2. This e-mail will be
followed up with a phone call to schedule a face-to-face, 60-minute appointment for the
interview.

There will be two ways to ensure the voluntary nature of the participants as
follows: 1) Whether or not they contact the investigator back will ensure iif thei
participation is voluntary. 2) The participants will be asked to sign a voluntaryntonse
form (See Appendix B). The researcher will go over the consent form with the
participants, outlining that the interview will be tape recorded to assurdéyahave a
complete and accurate record of the participant’s information, and underscoring the
voluntary nature of their participation. By signing the voluntary consemt, fibre
investigator will ensure that the participant is participating on a voluntarg.ba

5. Interventions and Procedures to Which the Subject May Be Exposed

5.1 Describe specific procedures, instruments, tests, masass, and
interventions to which the subjects may be exposed through
participation in the research project. Attach copies of all srveys,
guestionnaires, or tests being administered.
Data regarding these leaders’ competencies and leadenglep \sill be
gathered in interviews (See appendix D for list of interview tpes).
The interviews will be conducted in person in the states of Qailor
Texas and Washington, D.C. The interviews will be conducted at local
hotel lounges, or conference rooms where available; these will provide
privacy during the interview process.
Each interview will take about 50-60 minutes. The timeframehef t
interviews will be (1) once IRB approval is achieved until (2) gear
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from that date. The method of obtaining informed consent will be in
person, by having the participants fill out an informed consent fSee (
Appendix B). Interviews will be audio taped. They will be trarissli by
the principal investigator and a transcription service (cogistidbe).
Additional demographic information will not be added.
52 [JyesXINo Are any drugs, medical devices or procedures involved
in this study? Explain below.
53 [yes[XINo No Are the drugs, medical devices or procedures to be
used approved by the FDA for the same purpose for
which they will be used in this study? Explain below.

54 [JyesXINo Does your study fall under HIPAA? Explain below.

6. Describe all possible risks to the subject, whether or not you considiérem to be
risks of ordinary life, and describe the precautions that will be takerto minimize
risks. The concept of risk goes beyond physical risk and includes risks the
subject’s dignity and self-respect, as well as psychological, emotional,dan
behavioral risk. Discuss the procedures you plan to follow in the case of adseror
unexpected events.
There are minimal risks in this study, as it is an investigation that doe=opatglize the
participant’s physical, emotional or economic well-being. The participatas/iewed in
this study could, however, be judged negatively by company shareholders and cslleague
for their opinions on the subject matter. This factor could contribute to emotional risks
risks to their reputation and employability.
Risks will be minimized in the following ways: 1) Participant’s identitl} e known
only to the researcher and will not be used in this study; 2) No specific idegtifyin
information will be used, except for Military Leader 1, Business Leadetc., and 3) If
a participanexperiences exhaustion, fatigue or irritability while being interesbva
break will be provided.
Audiotapes, hand-written data, as well as computer disks or notes (informatidog wil
kept in a locked box in the investigators’ garage where the investigator wellsioée
access to the audiotapes.
7. Describe the potential benefits to the subject and society.
Participants may feel good about themselves by being interviewed. Thiscanslel
them to want to learn more about values-based leadership and teach others about the
subject.
Leaders in society will benefit by gaining a better understanding of thesvaahae
leadership characteristics of leaders interviewed, and how these |laadaes and style
shape their organizations’ culture and how leading with values has supported thisir effor
in creating results.
8. Informed Consent and Confidentiality and Security of the Data
8.1 [ Jyes [X]No Is a waiver of or alteration to the informed
consent process being sought? If yes, please attach the Apglion for
Waiver or Alteration of Informed Consent Procedures form. If not,
describe the ability of the subject to give informed consénExplain
through what procedures will informed consent be assured.
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The participant will be given the informed consent form prior to the
interview. The researcher will read the informed consent faynthe
participant to ensure clear understanding of the voluntary nature and
anonymity of the research. The participant will be asked toweared sign
the informed consent form before the interview begins (See Appendix B).
Attach a copy of the consent form. Review thénstructions for
Documentation of Informed Consent in Section VII.A of the Investigator
Manual.

See Appendix B.

[ IyesXINo Is the subject a child? If yes, describe the procedures and
attach the form for assent to participate.

[ lYesDXINo Is the subject a member of another vulnerable
population? (i.e., individuals with mental or cognitive
disabilities, educationally or economically disadvantaged
persons, pregnant women, and prisoners). If yes,
describe the procedures involved with obtaining
informed consent from individuals in this population.

If HIPAA applies to your study, attach a copy of the certification that
the investigator(s) has completed the HIPAA educational component.
Describe your procedures for obtaining Authorization from
participants. Attach a copy of the Covered Entity’s HIPAA
Authorization and Revocation of Authorization forms to be used in
your study (see Section XIl. of the Investigator Manual for forms to use
if the CE does not provide such forms). If you are seeking to use or
disclose PHI without Authorization, please attach the Application for
Use or Disclosure of PHI Without Authorization form (see Section XI).
Review the HIPAA procedures in Section X. of the Investigator
Manual.

N/A

Describe the procedures through which anonymity or cordentiality of
the subjects will be maintained during and after the da collection and
in the reporting of the findings.

Confidentiality is required unless subjects give written peromsthat their
data may be identified. Once participants provide their comtarimation,
their identity and responses will be kept confidential.

The principal investigator will take the following measures tousns
confidentiality: 1) Names of interviewees and all participamtfsrmation
will be stored separately as the consent document is the amfylinking
the subject to the research; In order to maintain the anonymityeof
participants, instead of names, each participant will be refetwe by
“Business Leader 1, Military Leader 2, and Finance Leader 4, Btélard
copies of data files will be kept in a locked file cabinethatinvestigator’s
residence; 3) Electronic statistical and qualitative data vallstored on a
flash drive and accessed on researcher’s personal computer which is
password and screen saver protected; 4) IP addresses will nokdxk tb
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participant responses; 5) All information collected will be backedrupn
external hard drive which is also password protected, at timeigal
investigator’s residence; 6) Only the researcher will hagesscto research
data; 7) The transcription service agency regularly works wdidbttoral
dissertations and as such has strict policy on confidentiality,eB8%i®se
materials will be stored according to IRB transcriptions codinget and
files will be kept in a locked cabinet at the researchessdence for five
years, and 9) After five years, researcher will crosscwgdsimformation
collected in the study and destroy all audio and digital recordamgs
electronic files using a magnet. If a participant wisloegite permission to
share their data, they will sign the consent form accordinglg &ppendix
B).

Describe the procedures through which the security ohé data will be
maintained.

The data will only be handled by the principal researcheadnghscription
service. The audio files of the interviews will be transformed i3 files
by the principal investigator, who will then send via secured étmdhe
transcription service. The transcription service has strictipslion data
security: all electronic files will be deleted once trarssliand sent back in
a secure e-mail to the principal investigator. The principal trgagsr will
put all data under lock and key for five years after the study has taken place.
All hand-written data, as well as any computer disk or notes (information)
will be kept in a locked box in the researcher’s garage for a period of five
years and destroyed thereafter. Data stored in the researcher’s persona
computer will be transferred to an external CD, which will be kept in the
locked box as well, and then destroyed in five years.

The data will only be kept on the researcher’s personal computer in the
researcher’s locked office during the interview period. After all inésvsi

are conducted, all data will be transferred to a CD and put in the locked box
in the researcher’s garage for five years, at which time all supportiag dat
for this analysis will be destroyed.
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| hereby certify that | am familiar with federal and professi@tahdards for conducting
research with human subjects and that | will comply with these standardsbdve
information is correct to the best of my knowledge, and | shall adhere to the procedure as
described. If a change in procedures becomes necessary | shall submihdedame
application to the IRB and await approval prior to implementing any new prosedfure

any problems involving human subjects occur, | shall immediately notify the IRB
Chairperson. | understand that research protocols can be approved for no longer than 1
year. | understand that my protocol will undergo continuing review by the IRBhti

study is completed, and that it is my responsibility to submit for an extensiois of thi
protocol if my study extends beyond the initial authorization period.

Principal Investigator's Signature Date

Faculty Supervisor’s Signature Date
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APPENDIX B
Research Informed Consent

The following information is provided to help you decide whether you wish to
allow us to use the information we gain in our conversation with you today in our
research and scholarly work at Pepperdine University.

The purpose of our conversation today is to learn about your leadership
characteristics, style and decision-making. This study will allow us, and those who
read our research, to gain a better understanding of leadership styles and
approaches of leaders. A total of 12 participants have been asked to participate in this
study. In order for me/us to use what we learn from you today in our research and
publications, our University requires that 1/we read to you the following statement and
ask for your permission. | would like to ask you if you would agree with one of the
following to arrangements:

| agree to permit the researcher to use my name, professional
(please initial)affiliation and the name of my organization. | understand that prior to
submission of this research for publication; I will receive a copy of the manuscript and
review it for two weeks. | may then request revisions to any quotes/information
directly attributed to me. If the researcher cannot accommodate my request, the
researcher will then delete my name, professional affiliation, name of my
organization, and any other pertinent identifying information related to me and simply
refer to me by a pseudonym and my organization as a “generic organization”, e.g.,
Dr. Jones, President of medium size community college.

OR

| agree to permit the researchers to refer to me only by a (please
Initial) pseudonym-from a “generic organization.” | understand my identity and the
name of my organization will be kept confidential at all times and in all circumstances
any research based on this interview is presented.

In either case, you should be aware that your participation in this study is voluntary.
You are free to decide not to participate or to withdraw at any time without affecting
your relationship with me/this group or Pepperdine University. You will receive no
monetary compensation to participate in this study. The records of this study will be
kept private. No words linking you to the study will be included in any sort of report
that might be published. Research records will be stored securely and only the
principal investigator will have access to the records. You have the right to get a
summary of the results of this research if you would like to have them. Upon your
request, | will provide a copy of

GPSIRB APPROVAL
E0212004 VALID UNTL
v. 3/9/2012 DATE ABOVE

PEPPERDINE UNIVERSIIY

MAR 08 2013
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any published papers, dissertations or professional presentations that take place as a
result of this interview.

With your permission, | will be recording this interview. Please feel free to ask
us to stop or resume taping this discussion at any point in our conversation. Your
name, your position and the name of your organization will be kept confidential at all
times and in all of our research. May | record this interview?

Once this interview is complete, it will be sent to a transcription service who
will transcribe the interview. This information will be kept strictly confidential and will
be available only to the principal investigator. The transcription service will delete all
files once they are transcribed and sent back to the principal investigator.

At this point, | am required to ask you if you fully understood my statements
and if so, to initial next to the category that applies to you and sign this form.

I understand that my participation is strictly voluntary. My decision regarding
my participation will not affect my current or future relations with Pepperdine
University. If | decide to participate, | am free to refuse to answer any of the questions
that may make me uncomfortable. | can withdraw at any time without my relations
with the university, job, benefits, etc., being affected. | can contact Dr. Michelle

Rosensitto, Chairperson at [N IR - <y

Rengifo Uribe, Principal Investigator at [ o

IRB Chairperson Dr. Yuying Tsang at || iGN i any

guestions about this study.

| understand that this research study has been reviewed and Certified by the
Institutional Review Board, Pepperdine University. For research-related problems or
guestions regarding participants’ rights, | can contact the Institutional Board at
Pepperdine University.

| have read and understand ‘the explanation provided to me. | have had all my
questions answered to my satisfaction, and | voluntarily agree to participate in this
study. | have been given a copy of this consent form. By signing this document, |
consent to participate in this study.

Principal Investigator’s Signature Date

Participant’s Signature Date
E0212D04 v. 3/9/2012

GPSIRB APPROVAL

NN E= UNIVERSILY

MAR 08 2013
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APPENDIX C
E-Mail Used to Introduce Subjects

Dear Mr./Mrs. ,

| would like to introduce Betty Rengifo Uribe, a Financial Services Exaxut
and a Doctoral candidate in Organizational Leadership at Pepperdine Uni\dssity
Uribe is conducting a study of CEOs and/or senior level values-based leafileasce,
the military and entrepreneurial organizations. | have identified you aspqutive
candidate for the study.

By way of introduction, | am copying Betty Rengifo Uribe on this e-mailasde
respond directly to Ms. Uribe if you are interested in being contacted aboutdlge st
Please know that this study is strictly voluntary.

Thank you.
Lynn Carter
Cc:  Betty Rengifo Uribe

Doctoral Candidate
Pepperdine University
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APPENDIX D
E-Mail Used to Recruit Subjects

Dear Mr./Mrs. ,

My name is Betty Rengifo Uribe; | am a Financial Services Exegutiaving
lead Retail and Business Banking operations for major banks in the Western United
States. | am a third year Doctoral student in Organizational Leapl@tsRepperdine

University and have been referred to you by as you have been

identified as a values-based leader who might have an interest in parngipaty

study as follows:

Title of the Study: Values-Based Leadership of Senior Leaders in Fmahe

Military and Entrepreneurial Organizations

Overview of the Study:

In today’s economic environment, Wall Street and the general media are
guestioning leaders’ values. Headlines are affecting consumer cofiterade models,
sports figures, corporate leaders, and even our government. Trust levels imiesrapd
leaders have substantially declined (Covey, 2006). Confidence in senior management i
low, with employees believing that their leaders act with dishonesty and witk afla
integrity. This has resulted in a high percentage of employees who have obdegeatd il
or unethical behaviors on the job (p. 11). This crisis of trust is seen everywheltmges
in lack of confidence in government, the financial sector, employers, emplayekthis

ultimately affects family life.

Leader’s behaviors are determined by the relative importance they place on
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particular value (Rokeach, 1979 & Schwartz, 1992). Hence, the actions that a leader takes
are linked with their values and can be observed through their decisions, and
demonstrated priorities and actions. Since individual's values have been linked to
corporate culture creation in chief executive officers, it is important torstiate how

top executives’ values-based leadership and style shape corporate culture.

Purpose of the Study:

The purpose of this study is to gain understanding of the values and leadership
characteristics of CEOs and senior executives in finance, and how theseectimpa
CEOs and senior executives in the military and entrepreneurial organgati
Additionally the study will explore how executives’ values and leadershipstgige and
sustain corporate culture.

Population:

The population of this study will include twelve top executives from diverse geogahphi
locations. The study will focus on specific leaders who have been recommended to be
part of the study due to their specific leadership characteristics aglumls/iwho lead

with values.

All initial interviews will be conducted in person.

| would like to invite you to be part of the study, as you have been introduced to me as a
values-based leader.

If you agree, please e-mail me back with three possible dates and times ixt tinease
weeks when | may be able to come and meet you for a one-hour interview.

Thank you for your interest. | look forward to hearing from you.
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Best regards,

Betty Rengifo Uribe
Doctoral Candidate
Pepperdine University
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APPENDIX E
Interview Questions

Adapted from Dr. Farzin Majidi, Pepperdine University GSEP
Instrument granted IRB Approval by GSEP

. Tell me a little about your career?

. What is your motivation to lead?

. What were some of the obstacles you have faced in your career?

. How would you describe your leadership style?

. What leadership characteristics do you value in your employees?

. What challenges do you face in your day-to-day dealings with your employees?

. Describe to me your decision-making process. For example when your staff
brings to your attention a problem, how do you go about selecting a solution?

. What role do you see women playing in leadership and what advantages or
disadvantages do women face in leadership?
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APPENDIX F
Rokeach Value Survey

On the following two pages are two lists of values, eaclpimadetical order. Each value
is accompanied by a short description and a blank space. Your goahrkteach value
in its order of importance to you for each of the two lists. Seath list and think of
how much each value may act as a guiding principle in your life.
To begin, select the value that is of most importance to you. Wiete@umber 1 in the
blank space next to that value. Next, choose the value is of secangartance to you
and write the number 2 in the blank next to it. Work your way thrdlgHist until you
have ranked all 18 values on this page. The value that is of least importance to you should
appear in Box 18.
When you have finished ranking all 18 values, turn the page and rank thE8nedties
in the same wayPlease do each page separately.
When ranking, take your time and think carefully. Feel free toagk land change your
order should you have second thoughts about any of your answers. When you have
completed the ranking of both sets of values, the result should nefjpeseccurate

picture of how you really feel about what's important in your life.
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Terminal Values

A Comfortable Life

a prosperous life

Equality

Brotherhood and equal opportunity for all
An Exciting Life

A stimulating, active life
Family Security

Taking care of loved ones
Freedom

Independence and free choice
Health

Physical and mental well-being
Inner Harmony

Freedom from inner conflict
Mature Love

Sexual and spiritual intimacy
National Security

Protection from attack
Pleasure

An enjoyable, leisurely life
Salvation

Saved,; eternal life
Self-Respect

Self-esteem

A Sense of Accomplishment
A lasting contribution

Social Recognition

Respect and admiration

True Friendship

Close companionship
Wisdom

A mature understanding of life
A World at Peace

A world free of war and conflict
A World of Beauty

Beauty of nature and the arts



Ambitious

Hardworking and aspiring
Broad-minded
Open-minded

Capable

Competent; effective

Clean

Neat and tidy

Courageous

Standing up for your beliefs
Forgiving

Willing to pardon others
Helpful

Working for the welfare of others
Honest

Sincere and truthful
Imaginative

Daring and creative
Independent

Self-reliant; self-sufficient
Intellectual

Intelligent and reflective
Logical

Consistent; rational

Loving

Affectionate and tender
Loyal

Faithful to friends or the group
Obedient

Dutiful; respectful

Polite

Courteous and well-mannered
Responsible

Dependable and reliable
Self-controlled

Restrained; self-disciplined

Instrumental Values

164
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APPENDIX G
Clifton StrengthsFinder Survey

Clifton StrengthsFinder survey can be accessed through: www.strengthttoders
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Alignment Table
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Research Questions

Instrument

Analytical Techniques

relationship between the
prioritized values and the
leadership strengths of
senior leaders in finance, the
military and entrepreneurial
organizations based on
gender?

6. Based on the Rokeach Value | Rokeach Value Data tabulated, median scores
survey, what are the measured and analyzed, then
prioritized values of senior Survey charted and graphed.
leaders in finance, the Descriptive Statistics: Mean,
military and entrepreneurial Medium Mode; Present informatio
organizations? in tables, charts and figures.

7. Based on the StrengthsFinder | StrengthsFinder Data tabulated, median scores
survey, what are the measured and analyzed, then
leadership strengths of Survey charted and graphed.
senior leaders in finance, the
military and entrepreneurial
organizations?

8. Isthere arelationship Individual 1-hour, | Constant comparative analysis wil
between the prioritized be utilized to support themes and
values and the leadership face-to-face compare and contrast possible
strengths of senior leaders in relationships between prioritized
finance, the military and experience narrative values and leadership strengths.
entrepreneurial Interview data will be transcribed,
organizations? interviews coded, and analyzed for

convergence by identifying
recurring patterns.

9. Isthere a difference in the Demographic form:| Simple descriptive statistics (mear
relationship between the median, mode, an8pearman
prioritized values and the data input into rank-ordered correlations
leadership strengths of displayed in tabular form.
senior leaders in finance, the | Microsoft word Individual 1-hour, face-to-face
military and entrepreneurial experience narrative interviews.
organizations based on Coding system used to categorize
ethnicity? respondents.

10. Is there a difference in the Demographic form:| Simple descriptive statistics (mear

data input into

Microsoft word

median, mode, an8pearman
rank-ordered correlations
displayed in tabular form.
Individual 1-hour, face-to-face
experience narrative interviews.
Coding system used to categorize

respondents.
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Certificate of Completion Protecting Human Subjects Research

Subject: Protecting Human Subject Research Participants

Date: Thursday, December 22,2011 6:49:46 AM PT

From: Saved by Windows internet Explorer 8

Certificate of Completion

The National Institutes of Health (NIH) Office of Extramural Research certifies
that Betty Uribe successfully completed the NIH Web-based training course
Protecting Human Research Participants.

Date of completion: 12/22/2011

Certification Number: 705025
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APPENDIX J
Site Approval
Letter of Support
Letter of Support from Company

December 14, 2011

Betty Rengifo Uribe, M.B.A.

Doctoral Candidate, Organizational Leadership, Pepperdine University

Dear Mrs. Uribe,

On behalf of Company, | am writing this letter to confirm our consent to your
doctoral dissertation studyalues-Based Leadership of Senior Executives Finance, the
Military and Entrepreneurial Organizations.

As you have explained, the purpose of this study is to understand what it is like to be a
CEO or senior executive. This study will help to develop an understanding of lepdershi
characteristics of senior executives. Any data collected, including the ofitput
interviews with _ employees, will be owned by Company and used solely for
the purpose of completing this study for your doctoral dissertation. Thisitetter

consent to publication of the study, which would have to go through a separate review
process and is not assured.

The identity of participants will be kept confidential by you, and original dékdev

kept in a secure location and then destroyed 5 years following completion of the study
As you have outlined, the expectations of the leaders that are asked to pavitcimatr
study are as follows:

- Signing of Informed Consent form acknowledging that participation in this study
is voluntary.

- One 60 minute interview in February or March. | understand the interview cannot
be scheduled until approval is secured from Pepperdine University’s Institutiona
Review Board (IRB) protecting human subject research participants.

Participation by employees will in fact be voluntary and | cannot asswie yheir
availability or willingness to participate.
Should you require any further assistance, please do not hesitate to contact me.
Sincerely,

COMPANY
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APPENDIX K

IRB Approval Letter

PEPPERDINEUNIVERSITY

Graduate ProfessionafchoolsinstitutionalReview
Board

March 9, 2012

Betty Rengifo Uribe

Protocol#: E0212D04

Project Title: Values-based Leadership in Finance, the Military and Entrepreneurial
Organizations

Dear Ms. Rengifo Uribe:

Thank you for submitting your application, Values-based Leadership in Finance, the Military and
Entrepreneurial Organizations for expedited review to Pepperdine University's Graduate and
Professional Schools Institutional Review Board (GPS IRB). The IRB appreciates the work you
and your advisor, Dr. Michelle Rosensitto, completed on the proposal. The IRB has reviewed
your submitted IRB application and all ancillary materials. As the nature of the research met the
requirements for expedited review under provision Title 45 CFR 46.110 (Research Category 7)
of the federal Protection of Human Subjects Act, the IRB conducted a formal, but expedited,
review of your application materials.

| am pleased to inform you that your application for your study was granted Full Approval. The
IRB
approval begins today, March 9, 2012 and terminates on March 8, 2013.

Your final consent form has been stamped by the IRB to indicate the expiration date of study
approval. One copy of the consent form is enclosed with this letter and one copy will be retained
for our records. You can only use copies of the consent that have been stamped with the
GPS IRB expiration date to obtain consent from your participants.

Please note that your research must be conducted according to the proposal that was submitted
to the GPS IRB. If changes to the approved protocol occur, a revised protocol must be reviewed
and approved by the IRB before implementation. For any proposed changes in your research
protocol, please submit

a Request for Modification form to the GPS IRB. Please be aware that changes to your

protocol may pre vent the research fr2m qualifying for expedited review and reqllire

submission of a new | B application or other materials to the GPS IRI:3. If contact with

subjects will extend beyond March 8,

2013, a Continuation or Completion of Review Form must be submitted at least one month
prior to the expiration date of study approval to avoid a lapse in approval.
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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,

Yuying Tsang, Ph.D.

Clinical Professor/Research Methodologist
Psychology Division

Pepperdine University

Graduate School of Education and Psychology
6100 Center Dr. 5" Floor

Los Angeles, CA

90045

vtsong@pepperdin

e.edu (310) 568-

5768

cc: Dr. Lee Kats, Associate Provost for Research & Assistant Dean of Research, Seaver
College

Ms. Alexandra Roosa, Director Research and Sponsored Programs
Dr. Yuying Tsang, Interim Chair, Graduate and Professional Schools
IRB Ms. Jean Kang, Manager, Graduate and Professional Schools
IRB

Dr. Michelle Rosensitto

Ms. Christie Dailo
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